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Abstract

Objectives: This research aims to measure the impact of continuing education on employee
productivity and that of the latter on the financial performance of commercial banks in Kosovo. .
Methods: A quantitative approach was employed to achieve the research objectives and questions,  EMPloyee Training;
The statistical population comprised 3636 employees working at commercial banks operating in  Financial Performance;
Kosovo. We obtained data from the Central Bank of Kosovo (CBK). A sample of 360 employees  ganking Sector.

was then determined using Slovin's formula to include the representative sample. Findings: The
Ordinary Least-Squares (OLS) model demonstrated that continuing education affects employee
productivity, and the latter affects the financial performance of commercial banks in Kosovo. The
findings indicated that 40.2% of employee productivity is explained by continuing education, while
20.4% of financial performance is explained by employee productivity. Novelty/improvement: This  Received: 16  January 2023
research showed that commercial banks could receive feedback on the importance of employees’ Revised: 18 Ma 2023
continuing education in increasing their productivity and, subsequently, the bank's financial ; Y
performance. This can improve effectiveness and productivity at work and the organization's Accepted: 05 June 2023
financial results, especially cost optimization and income generation. Available online: 12 July 2023

Article History:

1- Introduction

Nowadays, human resource management (HRM) is a priority in any organization [1], where human resource
development (HRD) determines business success and performance. Human capital is characterized by human resource
skills directly impacting a company's success or failure [2]. Therefore, the survival of an organization depends on its
affinity with human resource training (HRT) and HRD to improve its productivity and performance [3] by developing
knowledge, skills, and competencies and, consequently, increasing its competitive advantage [4]. Continuing education
helps improve employees' skills, knowledge, competencies, and performance, thereby increasing their productivity, and
is also vital for organizational effectiveness [5, 6].

At the general level, managers reckon that continuing education is a determining factor in improving employee
performance and productivity, i.e., providing organization members with knowledge and skills to perform effectively
[7]. Many authors have interpreted continuing education as employee retention and engagement, ensuring a supportive
organizational culture, and increasing the enterprise's positive perception to meet in-house employee expectations [8].
Many studies have confirmed that continuing education contributes to employee satisfaction, motivation, and
productivity [9]. Employee training programs help improve employee efficiency and retention, guaranteeing success
[10].
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This research aimed to analyze the impact of continuing education on employee productivity and that of the latter on
financial performance. The relationship between employee productivity and financial performance can be evaluated as
a phenomenon in common sense, where increased productivity can boost profitability as the cost per unit is reduced.
However, this phenomenon is incomplete in the modern business environment because, in some instances, there is a
high enterprise profit but decreased productivity, and vice versa [11]. The literature provides evidence that employee
productivity affects the financial performance of enterprises through the empirical findings of many authors. Hatane
(2015) [12] concluded that employee satisfaction and productivity could positively impact financial performance through
the least-squares method. Besides, Chen et al. (2005) [13] identified the positive impacts of the workforce on financial
performance.

Since the authors’ findings for the research variables differ, this study aims to analyze the impact of continuing
education on employee productivity and that of the latter on the financial performance of Kosovo’s banking sector,
thereby bridging the gap between the findings of other authors and those of this research.

This research will provide banks with a better understanding of the importance of employee development through
continuing education and encouraging education even outside of mandatory training courses to fulfill tasks. Besides
increasing employee capacities and development, education contributes to an increase in effectiveness and productivity
at work and financial results, especially in cost optimization and income generation.

2- Literature Review
2-1-Continuing Education

Continuing education refers to professional or non-professional educational activities that individuals participate in
after leaving formal education, which last a lifetime [14]. That is, continuing education offers individuals educational
activities to acquire professional competencies after leaving formal education [15]. It is provided either by public or
private institutions for different categorizations, e.g., age, academic, professional, or even individual development [16].

Although training and education are associated in many cases, Sirkova et al. (2014) [17] identified the difference
between the two. According to their study, training contributes to specific expectations from the employee’s perspective,
for which they will be rewarded or penalized. At the same time, education is a stimulant for people using the brain.
Education can have a positive impact when it is aligned with the vision, mission, and strategies and implemented
professionally; thus, it can be carried out by internal and external experts [18]. The primary goal of continuing education
is to improve employees' knowledge and skills, thereby increasing organizational performance, employee productivity,
and competitive power.

Continuing education is crucial in developing a quality management system (QMS) model for the company [19].
Schraeder (2009) argues that continuing education aims to improve organizational efficiency and operation. According
to Kepha et al. (2012) [20], continuing education is essential in succession planning, leadership development, building
innovation programs to develop new products or services, and identifying new customers and markets. Therefore, a
company's continuing education strategy to develop employee skills will influence that in the future, thereby increasing
their investments. Training and development are defined as HRM functions. Even though they are usually used
synonymously, there is a substantial difference between them. Training refers to the process of acquiring skills and, as
such, is measured by the individual's ability to demonstrate the acquired skills and produce the desired outcome [21].
Training for specific work skills was found to have the most significant impact on work performance and addresses the
mismatch between work and development [22]. Development courses provide opportunities for employee growth by
enhancing professional skills and experiencing personal advancement [23].

2-2-Employee Productivity

Employees can be considered the most essential resource in any organization. Therefore, employee employment and
utilization are not enough; consequently, they should be enabled to work efficiently by providing them with opportunities
for continuing education [24]. An indicator for improving employee performance and productivity is identifying the
organization’s skills gap by analyzing the skills it lacks and continuing with strategic steps by providing training to fill
the identified skills gap [6]. Creating employee training and development programs can improve employee performance
and productivity. Thus, employee performance and productivity will increase, and they will also be able to better
understand their work [25]. Employees’ competitive levels can also boost employee performance and productivity.
Among other things, employee productivity is affected by their satisfaction with the organization and whether their
continuing education expectations have been met. Accordingly, continuing education is an essential indicator of
increased employee productivity; therefore, employee productivity will positively impact organizational effectiveness
[26]. It is considered one of the most widespread tools to improve employee performance and organizational productivity
[27]. Consequently, companies invest large sums of money in continuing human capital education since their
performance will increase organizational performance [28].
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2-3-Financial Performance

Employee productivity varies from when an employee is present at work and roughly from the degree to which he is
mentally present. That is, it is a measure of the evaluation of the efficiency of an employee or a group of employees [29].
Increased levels of employee productivity supply the enterprise with numerous advantages. It enables the company to
evaluate human capital and, consequently, positively affect organizational performance [30]. Other studies have
identified significant relationships between employee productivity and financial performance using structural equation
modeling (SEM) and a direct impact of employee productivity on financial performance [31].

The association between financial performance and employee productivity is considered a phenomenon in common
sense, where increased productivity increases (and, in some cases, decreases) the organization's financial performance
[11]. Thus, more empirical evidence is needed to evaluate the relationship between employee productivity and the
organization's financial performance. Parast & Fini (2010) [32] analyzed the relationship between productivity and the
financial benefits of the airline industry in the US. They concluded that productivity was the most important determinant
of their financial performance. Afterward, Prakash et al. (2017) [33] found a significant positive relationship between
productivity and the financial performance of manufacturing companies in India. Moreover, Nguyen et al. (2019) [11]
identified a positive relationship between productivity and the financial performance of companies listed in Vietnam.
This was also consistent with Agiomirgianakis et al.’s (2006) [34] findings, who found a positive relationship with
Return on Assets (ROA) in the study carried out with Greek companies.

3- Research Methodology

The research was carried out based on primary data, using the quantitative method to achieve the objectives and
research questions of the study. The population of the study is 3636 employees of commercial banks in Kosovo, where
the data for their number were obtained from the Central Bank of Kosovo (CBK) [35]. The sample was determined
through Slovin's formula to include the most representative sample. The sample definition is shown in the following
equation:

_ N _ 3636 __ 3636
1+N+(e)2  1+3636%(0.05)2  10.09

= 360 @

The inclusion in the research of 360 bank employees will influence the results with a confidence level of 95%.
Through the structured measuring instrument, the realization of the study has been made possible. The questionnaire
was divided into four sections (Appendix I). The first part of the questionnaire contains questions about the demographics
of the respondents. The second section consists of 8 statements created through a Likert scale from 1 = "I strongly
disagree" to 5 = "I strongly agree" about continuing education. The third section also consists of 8 statements made
through a Likert scale for employee productivity, and the last section had five statements created through this scale to
measure financial performance based on five financial components (gross profit, net profit, working capital, cash flow,
and debt-to-equity ratio).

The realization of the research was made possible by distributing the questionnaires created through Google Forms
to the bank employees. Then the data processing was done through the Statistical Package for Social Sciences. The flow
chart shown in Figure 1 explains the flow steps of the research methodology. For more details, refer to Figure 1:

+ Definition of objectives * Research for relevant « Definition of research « Data analysis + Conclusions

« Definition of research SOUICES method * OLS Model » Recommendations
questions O Writing literature review + Definition of used model . |nterpretation of results

» Definition of hypothesis + Development of + Discussing of findings

questionnaire

. * Findings comparison
+ Framework construction

with other studies
¢ Statistical tests’
determination

4 4 4 4 4

Figure 1. Framework of the research

The flowchart of the research methodology that was used to achieve the study's aims is shown in Figure 2. This study
has presented two objectives and two hypotheses:
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e Objective 1: To measure the impact of continuing education on employee productivity.
o Hi: There is a significant interrelation between continuing education and employee productivity.
o Obijective 2: To measure the impact of employee productivity on financial performance.

e H2: There is a significant interrelation between employee productivity and financial performance.

[ Continuing Education ]ib[ Employee Productivity o Financial Performance ]
CE1l EP1 FP1
CE2 EP2 FP2
CE3 EP3 FP3
CE4 EP4 FP4
CE7 EP7
CES8 EP8

Figure 2. Flowchart of research

Definition of variables for first objective: The independent variable is continuing education, and the dependent
variable is employee productivity.

Definition of variables for second objective: The independent variable is employee productivity, and the dependent
variable is financial performance. In the Figures 3 to 5, you can find the correlation between the independent variable
and the dependent variable:

The presentation of the results is done through the use of multiple analyses. Initially, the reliability of the measuring
instrument was tested through the Cronbach alpha coefficient to see if the reliability of the measuring instrument was
acceptable, a condition that is essential to starting with the analysis and discussion of the results. The Kolmogorov-
Smirnov test was also performed, which shows the distribution of the data; depending on the value of the P-value, it was
decided to use the OLS model to measure the influence of the independent variable on the dependent one.

Initially, descriptive analyzes were performed (minimum, maximum, arithmetic mean, and standard deviation) for all
questionnaire sessions (continuing education, employee productivity, and financial performance). Average sizes
represent an important statistical method for researching economic-social phenomena, through which it is possible to
discover the typical size, development directions, and connections between different economic or social phenomena.
The arithmetic average is best used in homogeneous series of statistical units. Depending on the nature of the
phenomenon, specifically on the presentation of data in the series, there are two arithmetic averages: simple and
weighted. In this case, the weighted arithmetic mean was used, given that the frequencies of the series data are different
or grouped, which represents the ratio of the amount obtained as a result of multiplying the data by their frequencies
divided by the sum of the sizes of the frequencies of the variants of the series. The arithmetic mean is calculated using
the following equation:

__ Upper class limit+Lower class limit
= ! @
_ > fixi
Mean = x = % 3)
i

Variation indicators are essential indicators of statistical analysis. The peculiarities between a series of features with
the same value as the arithmetic mean are investigated through variation indicators, and the degree of closeness or
difference between them is revealed. After the benefit of the variance as an absolute indicator of deviations, another
indicator was used to measure the variables, such as the standard deviation, through the following equation:

sp = [Ee @)

Pearson's correlation coefficient is among the most complex indicators, which shows the degree and intensity of
correlations between the variations of two or more phenomena. Its values range from -1 to 1, respectively. Values from
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0 to 1 express the positive relationship between the two variables, and from -1 to 0, the negative relationship between
them. And when the correlation coefficient is 0, there is no correlation between the variables. This explanation is
presented figuratively in Figures 3 to 5.
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Figure 5. Negative correlation
We calculated the correlation coefficient through the following equation:
_ Zlxi=0)(yi-y)]
Py = Sx*8y (5)
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By regression analysis, we mean the discovery of the functional relationship between two quantities, dependent and
independent. So, regression investigates the impact of changing the independent variable's value on the dependent
variable's value. It represents the average quantitative ratio between two or more mass phenomena. It means a
mathematical function expressing the average ratio of two or more observed phenomena. Simple linear regression is
presented through the following equations:

Bo =7 — Bi%x (6)

f - ot g

a= main Yy —a—Bx)? = m;n i, e ®)

B= 11}),“2?:1(%‘ —a—px)* = mﬁinZ?ﬂ &f )
4- Results

Of the 360 surveyed employees of commercial banks in Kosovo, 57.8% (N = 208) were female, and 42.2% (N = 152)
were male. The age distribution of bank employees was different, where 18-26 years old were 3.6% (N=13), 27-35 years
old were 15% (N=54), 36-44 years old were 54.2% (N =195), aged 45 - 53 years old were 23.3% (N=84) and over 54
years old were 3.9% (N=14 The education level of the employees was categorized into three groups, where 23.1%
(N=83) had a bachelor's education level, 73.3% (N=264) had a master's degree, and 3.6% (N=13) had a Ph.D. Regarding
the position of the employees in the bank, 69.2% (N=249) were Bank Officers, 15.6% (N=56) were Branch management,
and 15.3% (N=55) were Head Office (Table 1).

Table 1. Respondent Characteristics; Note: N=360

N Percent (%)

Gender Female 208 57.8
Male 152 42.2

18 - 26 years old 13 3.6

27 - 35 years old 54 15.0

Age 36 - 44 years old 195 54.2

45 - 53 years old 84 23.3

Over 54 years old 14 3.9

Bachelor 83 231

Level of education Master 264 73.3
PhD 13 3.6

Bank officer 249 69.2

Employees’ position ~ Branch management 56 15.6
Head Office 55 153

According to the descriptive results, referring to the Likert scale where 1 = strongly disagree to 5 = strongly agree,
the average of continuing education is x = 3.21 and SD = 0.864. This result, according to the average, expresses an
above-average level of the provision of training for the development of skills for which the bank's employees are not at
the appropriate level according to the performance assessment, the provision of training for capacity building for new
tasks, capacity for development professional, for raising capacities for career development, for developing soft skills,
providing training depending on the individual needs of the staff. Also, the results showed that the bank enables you to
address requests for individual training and the possibility of financing external training depending on the staff's
requirements.

The dependent variable, such as employee productivity with mean x = 3.36 and SD = 0.805, also shows an above-
average level of increase in employee productivity as a result of the training offered depending on the performance
evaluation, the training provided to increase the capacities for new tasks, for professional development, for career
development, for soft skills development. Likewise, the employees considered that their productivity has significantly
improved due to the possibility of financing external training. The second independent variable addressed is financial
performance, where according to the financial performance indicators, the employees considered that the company has
an increase in the gross profit margin, an increase in the net profit margin, an increase in the working capital, an increase
in the current ratio and increase in the ratio of debt to capital based of mean X = 3.74 and SD = 0.770 (Table 2).
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Table 2. Descriptive statistics of variables

N Minimum Maximum Mean  Std. Deviation

Continuing Education 360 1.38 4.63 3.2149 0.86418
Employee Productivity 360 2.00 4.88 3.3646 0.80566
Financial Performance 360 1.80 5.00 3.7444 0.77094

According to the results, a more significant percentage of respondents agreed that the bank where they work offers
training for the development of skills for which they are not at the appropriate level according to the performance
evaluation, training for capacity building for new tasks, training for building capacities for professional development,
training for raising capacities for career development, for developing soft skills, and training depending on the individual
needs of the staff. The lowest result was the ability to address requests for individual staff training and the financing of
external training depending on their requests, where the employees were more in favor of the disagree and neutral
options.

Continuing Education

CE8
CE7
CE6
CES5
CE4
CE3
CE2

CE1l

u Strongly Disagree m Disagree & Neutral H Agree u Strongly Agree

Figure 6. Continuing education

Referring to Figure 7, half of the respondents showed a high level of compliance that their productivity has improved
as a result of providing training depending on performance evaluation, training provided for capacity building for new
tasks, training provided for capacity building for professional development, for raising capacities for career development,
for developing soft skills, training offered depending on the individual needs of the staff, as well as addressing requests
for individual training and the possibility of their financing. The rest of the respondents mainly remained neutral with
the statements of this category since they did not have information about their productivity level or whether their
productivity has improved or not as a result of continuing education. The level of non-compliance was low, according
to the surveyed employees.

Employee Productivity

EP8
EP7
EP6
EP5
EP4
EP3
EP2

EP1

m Strongly Disagree m Disagree & Neutral H Agree m Strongly Agree

Figure 7. Employee productivity

According to Figure 8, the independent variable "Financial performance™ showed the highest result among the other
variables treated in the paper, where the level of compliance was very high. According to the surveyed employees, the
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bank where they work has had an increase in gross profit margin, net profit margin, working capital, current ratio, debt-
to-equity ratio, return on equity, return on assets, and an increase in operating cash flow. The level of non-compliance
was very low, where employees stated that the bank's financial performance was high.

Financial Performance

FP5

FP4

FP3

FP2

FP1

u Strongly Disagree m Disagree & Neutral H Agree m Strongly Agree

Figure 8. Financial performance

Based on the value of the Alpha Cronbach coefficient, the reliability of the measuring instrument for the session
"Continuing education" is a = 0.901. For the session "Employee productivity”, it is a = 0.921, and for the session
"Financial performance", it is a = 0.801. Referring to the Table 3, the reliability of the entire measuring instrument is o
= 0.874, which expresses the acceptable reliability of the measuring instrument.

Table 3. Reliability of the instrument

Variables Cronbach Alpha coefficients
Continuing Education 0.901
Employee Productivity 0.921
Financial Performance 0.801
Total 0.874

According to the results of the normality tests, the Kolmogorov-Smirnov and Shapiro-Wilk tests based on the value
of Sig.>0.05, it results that the data distribution is normal and the condition for using Pearson's correlation and the OLS
model to measure the influence of the variable is met. Dependent to non-dependent.

Table 4 presents Pearson's correlation analysis, a test used to measure the relationships between dependent and
independent variables. According to the value of the Pearson coefficient, r = 0.634 and Sig < 0.01, it results that between
continuing education (independent variable) and employee productivity (dependent variable), there is a moderate
positive linear relationship, while according to r = 0.513 and Sig < 0.01 between employee productivity (independent
variable) and financial performance (dependent variable) there is also a moderate positive linear relationship, but the
coefficient is slightly lower. According to this analysis, which expresses the relationship between the variables,
dependent and independent variables are directly proportional. This result implies that if the banks provide continuing
education, the employees' productivity will improve and vice versa. If the employees are productive in their work, the
financial performance of the commercial banks of Kosovo will increase and vice versa.

Table 4. Pearson's correlation

CE EP FP
1 0.634™ 0.451™
CE - 0.000 0.000
360 360 360
0.634™ 1 0.513™
EP 0.000 - 0.000
360 360 360
0.451™ 0.513™ 1
FP 0.000 0.000
360 360 360

** Correlation is significant at the 0.01 level (2-tailed). Note: CE = Continuing
education, EP = Employee productivity, FS = Financial performance.
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4-1-Verification of Hypothesis H1

The OLS model was used to measure the impact of continuing education on employee productivity. First, we
emphasize that all the conditions necessary to perform simple linear regression have been met. The first condition
fulfilled is the representative sample included in the study. The normal distribution according to the Kolmogorov-
Smirnov and Shapiro-Wilk tests, the model used has no problems with autocorrelation since the value of the Durbin
Watson test for the two models is within the permissible range, being between the values of 1.5 and 2.5. Based on the
VIF value of less than 5, the model had no problem with multicollinearity.

In Table 5 (Model Summary °), R2 expresses what percentage of the dependent variable is explained by the
independent variable. R2 = 0.402 shows that 40.2% of employee productivity is explained by continuing education, while
the remaining 59.8% is explained by variables that are not included in the model.

Table 5. Model Summary ©

Vodel R R Adjusted R Std. Error of the Change Statistics _ Durbin-
Square Square Estimate R Square F dfil de Sig. F Watson
Change Change Change
1 0.634° 0.402 0.400 0.62401 0.402 240.432 1 358 0.000 1.842

a. Predictors: (Constant), Continuing education; b. Dependent Variable: Employee productivity

According to the significance value F (1, 358) = 240.432; sig = 0.000) from the ANOVA analysis, the model is
significant at each level. According to the results of the OLS model (table 6), the value of (B0 = 1.465, Sig. < 0.05),
expresses that despite the provision of continuing education, bank employees are productive in their work, with the
increase of each unit in education continuous, employee productivity will increase (B = 0.591, Sig. < 0.05).

OLS Model:

y=PBo+ P Xx +e (10)

Y(Continuing education) = 1.465 + 0.591 x X(Employee productivity) (11)

Table 6. The OLS model

Model Unstandardized Coefficients ~ Standardized Coefficients sig.

B Std. Error Beta
(Constant) 1.465 0.127 - 11.547  0.000
Continuing education ~ 0.591 0.038 0.634 15.506 0.000

a. Dependent Variable: Employee productivity.

Based on the results of the OLS model, Hypothesis H1 is confirmed, as there is a statistically significant relationship
that continuing education affects the productivity of commercial bank employees in Kosovo. This result implies that the
more banks emphasize providing continuing education, the more productive employees they will have.

4-2-Verification of Hypothesis Hi

In Table 7 (Model Summary ®), R? expresses what percentage of the dependent variable is explained by the
independent variable. R2 = 0.204 shows that 20.4% of financial performance is explained by employee productivity,
while the remaining 79.6% is explained by variables that are not included in the model.

Table 7. Model Summary ®

Change Statistics

Model R R Adjusted R Std. Error of the _ Durbin-
Square Square Estimate R Square F dfl df2 Sig. F Watson
Change Change Change
1 451 0.204 0.201 0.68895 0.204 91.528 1 358 0.000 1.810

a. Predictors: (Constant), Employee productivity; b. Dependent Variable: Financial performance

According to the significance value F (1, 358) = 91.528; Sig = .000) from the ANOVA analysis, the model is
significant at each level. According to the results of the OLS model (table 8), the value of (B0 = 2.450, Sig. < 0.05),
states that regardless of the level of employee productivity, banks will have positive financial performance, with the
increase of each unit in employee productivity, financial performance will increase (B = 0.403, Sig. < 0.05).

OLS model:
y=Po+pf1 Xx+¢ (12)

y(Employee productivity) = 2.450 + 0.403 x x(FL’nancial performance) (13)
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Table 8. The OLS model

Unstandardized Coefficients  Standardized Coefficients

Model t Sig.

B Std. Error Beta
(Constant) 2.450 0.140 - 17.495 0.000
Employee productivity 0.403 0.042 0.451 9.567  0.000

a. Dependent Variable: Financial performance

Based on the results of the OLS model, hypothesis H; is confirmed as there is a statistically significant relationship
that employee productivity positively affects the financial performance of commercial banks. This result implies that the
more productive the employees, the banks will have better financial performance.

5- Discussions

Bature et al. (2013), in their studies at Zenith Bank Plc, found a positive relationship between workforce training and
productivity [7]. Likewise, the study by Akhtar et al. (2014) proves the positive impact of employee training on
productivity [36]. Also, the authors Verma et al. (2011) studied the impact of training on employee productivity, and
through correlation and regression analysis, they found that training programs affect productivity growth [37]. The
findings of the above authors are consistent with the results of this research, where there is a positive correlation between
continuing education and employee productivity.

Malaolu & Ogbuabor (2013) brought consistent findings to this research. Their research analyzed the effect of training
and development on the productivity of First Bank of Nigeria Plc workers by including 75 people in the study through
structured questionnaires [38]. According to their findings, it turned out that training and development affect the
productivity and efficiency of employees. In addition, Tahir et al. (2014) identified a positive correlation between
continuing education and employee productivity through 80 questionnaires analyzed through SPSS [39]. According to
Nda & Fard (2013), training and development, in addition to influencing workers' productivity, have also improved the
organization's well-being. So, their findings are consistent with this research’s [40].

In addition to analyzing the impact of continuing education on productivity, we also investigated the impact of
employee productivity on the financial performance of banks in Kosovo. According to the OLS model, we found that
productivity affects the financial performance of commercial banks in Kosovo. These findings are in complete agreement
with those of Mellat Parast & Fini (2010), who studied the airline industry in the USA [41]. Stierwald’s (2010) study on
961 Awustralian companies revealed that productivity is among the main factors that explain a firm's financial
performance [42]. According to them, productivity turned out to be the most important predictor of the financial benefits
of this industry. Also, Nguyen et al. (2019), in the research carried out on companies listed on the Vietnamese stock
exchange, identified positive relationships between productivity and financial performance [11]. Similarly, Salman &
Yazdanfar (2012) found that productivity affects financial performance, measured through ROA [43]. In addition,
Prakash et al. (2017) found a positive relationship between employee productivity and the financial performance of
manufacturing companies in India [33].

6- Conclusions

According to the results of the research in the continuing education category, we conclude that a more significant
percentage of employees agreed that the bank where they work offers training for the development of skills for which
they are not at the appropriate level according to the performance evaluation, training for raising capacities for new tasks,
and training for raising. Capacities for professional development, training for increasing capacities for career
development, the development of soft skills, and training depending on the individual needs of the staff. The lowest
score was for the ability to address requests for individual staff training and the funding of external training depending
on their requirements, where employees were more in favor of the dissent and neutral options.

If we refer to the productivity variable, more than half of the bank employees stated that their productivity has
improved as a result of providing training. Depending on performance evaluation, training was provided for capacity
building for new tasks; training was provided for raising capacities for professional development; building capacities for
career development; and the development of soft skills. Training was offered depending on the individual needs of the
staff, as well as addressing requests for individual training and the possibility of their financing. The rest of the
respondents remained primarily neutral with the statements in this category, as they did not have information about their
productivity level or whether or not their productivity has improved as a result of continuing education. The level of
non-compliance was low, according to the employees surveyed.

Financial performance, as the third variable treated in the research, presents the highest result from the other variables
if we also refer to the arithmetic mean and frequency distribution. According to the employees surveyed, the bank where
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they work has seen an increase in gross profit margin, net profit margin, working capital, current ratio, debt-to-equity
ratio, return on equity, return on assets, and increase in operating cash.

A moderately positive linear relationship between continuing education and employee productivity based on Pearson's
correlation analysis has been concluded. In contrast, the relationship between employee productivity and financial
performance was moderately positively linear. The value of the coefficient is lower than in the first case. From this
result, we conclude that if banks provide continuing education, employee productivity will improve, and vice versa.
Also, if employees are productive in their work, the financial performance of commercial banks in Kosovo will increase,
and vice versa.

According to the OLS model, based on the R-square value, we conclude that 40.2% of employee productivity is
described by continuing education. In comparison, the remaining 59.8% is explained by variables not included in the
model. Likewise, the OLS model shows that 20.4% of financial performance is described by employee productivity,
while the remaining 79.6% is explained by variables not included in the model. According to this model, we conclude
that continuing education has a positive impact on improving the productivity of employees and has a positive effect on
increasing the financial performance of commercial banks in Kosovo.

6-1- Limitations and Suggestions for Further Research

The limitation of this paper is the lack of inclusion in the study of Microfinance Institutions and Technological
Financial Institutions (FinTech), analyzing the phenomenon in general in all financial institutions in Kosovo. In this
form, it would be possible to compare them and identify in which cases the workers showed higher work productivity
and which financial institutions showed better financial performance by identifying the influencing factors. Referring to
this, we recommend future researchers who deal with the study of a similar phenomenon in their research make such a
categorization to identify the effects better than continuing education brings, as well as make a comparison between the
financial performance of institutions involved in the research.
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Appendix I: The Questionnaire
Dear Sir/Madam,

I wish you a nice day!

First of all, thank you for your time and sincerity in completing this questionnaire. Your contribution by completing this
questionnaire is very important in providing your answers, analysis and conclusions, which will improve productivity
of the employees of commercial banks and bank’s financial performance. The implementation of this questionnaire will
be done in confidence, your data will be used for analysis purposes and will not be shared with other parties. It will take
you about 10 minutes to complete this questionnaire.

This questionnaire was created and is being implemented in the framework of research by the authors Muhamet Hajdari,
Fidan Qerimi and Arberesha Qerimi.

If you have any questions about the survey, please email me at: fidger@gmail.com.

Thank you very much for your time and suggestions. Please answer all questions honestly to have a clear picture of your
opinion.

Session 1 - Demographic questions

1. Gender:

a) Female
b) Male

2. Age:

a) 18- 26 yearsold
b) 27 -35 years old
c) 36 -44 yearsold
d) 45 - 53 years old
e) Over 54 years old

3. Level of education:

a) Bachelor
b) Master
¢) PhD

4. The position in which I work is:

a) Bank officer
b) Branch management
¢) Head Office

Session 2 - Continuing education
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree

CEL1 - | am offered skill development training which is not up to par according to performance appraisal.
CE2 - | am offered capacity building training for new tasks.

CE3 - | am offered capacity building training for professional development.

CE4 - | am offered capacity building training for career development.

CES5 - Trainings are offered for the development of soft skills.

CES6 - Trainings are offered depending on the individual needs of the staff.

CE7 - We are able to address requests for individual training.
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CES8 - It is possible to finance external training depending on the staff's requirements.
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Session 3 — Employee productivity

1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree

EP1 - The trainings offered depending on the performance evaluation have resulted in improved employee productivity. 1 2 3 4 5
EP2 - The trainings provided for capacity building for new tasks have resulted in improved employee productivity. 1 2 3 4 5

EP3 - The trainings provided for capacity building for professional development have resulted in improved employee
productivity.

EP4 - The trainings offered to increase the capacities for career development have resulted in the improvement of the
productivity of the employees.

EP5 - The training provided for the development of soft skills has resulted in improved employee productivity. 1 2 3 4 5

EP6 - The training provided depending on the individual needs of the staff has resulted in improved employee
productivity.

EP7 - Addressing individual training requirements has resulted in improved employee productivity. 1 2 3 4 5

EP8 - The opportunity to finance external trainings has resulted in improved employee productivity. 1 2 3 4 5

Session 4 — Financial performance
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree

FP1 - The company has increased gross profit margin.
FP2 - The company has increased net profit margin.
FP3 - The company has increased working capital.

FP4 - The company has an increasing current ratio (cash flow).
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FP5 - The company has increased debt to equity ratio.
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