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Abstract

The study aimed to investigate the impact of human resources training in financial
technology on performance quality. The research population was determined from
employees in whole Jordanian Islamic banks, who number approximately 4094
employees, distributed among three banks according to the banks' list of the ASE.The
sample of the study consisted of (400) respondents, (377) questionnaires were retrieved.
The covariance-based structural equation modeling (CB-SEM) approach, supported by
the AMOS software, was used .The results of the study showed that there is an effect of
training human resources on financial technology on the quality of performance in
Jordanian Islamic banks. The researcher recommends working on continuing the
processes of developing the training stages so that they are commensurate with the
scientific material of financial technology by the senior management. The use of
specialized trainers in the field of financial technology and its programs to provide the
necessary training courses for employees.

Keywords: Human Resources Training, Financial Technology, Performance Quality,
Islamic bank, Jordan.

1. Introduction

The technology and digital revolution in the banking sector, and the emergence of
innovations in financial services in all its fields, is a real change in the services provided
by banks, and its adoption has become very important in helping to create changes in
many fields, as it contributes and helps to deliver services faster, especially during crises.
The biggest example of this was the Corona crisis and the change that occurred during
that crisis in the way these services are provided, and the role of qualified human
resources to provide that service has been greatly highlighted. The importance of training
processes for human resources with regard to electronic services provided by banks has
emerged as a result of the implementation He contributed to the technology and digital
revolution, and provided various solutions to overcome many of the problems that
traditional training systems suffer from, in addition to its characteristics that enrich the
training situation. The importance of using it was evident through its ability to support the
training processwith the opportunities it provides for those interested in sustainable
professional development (Ahmed, 2023).
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Going back and looking more comprehensively at business organizations, we find that
organizations are based on four basic pillars represented in (human resources, structure,
tasks and business, and technology), where these components operate within the
environment, which includes the economic, social, political, and cultural environment,
and organize the management of the organization work between these components, and
this is what is actually applied in banks in general, and despite the importance of these
four components, human resources remain the most important and prominent, as they are
the ones that develop, operate and manage these centers and structures (Al-Abani, 2015).

In the world of contemporary societies and institutions, training is considered the tool and
means of development, just as it is the tool that, if better, is better. Its fruits and utilization
managed to achieve efficiency and sufficiency in performance and production, which
helps in reducing cases of risk and uncertainty associated with the human element, as well
as developing plans and training programs that are appropriate in accordance with the
nature of the work of these human resources, and the consequent continuous changes in
the work systems, which is questioned by the necessity of re-development of the
workforce to face these changes, absorb them and adapt to their requirements, and what
the researcher touched through his electronic transactions based on financial technology
in the Islamic banking sector, The researcher found that there is a discrepancy in the
provision of these services from one service provider to another with regard to these
electronic services.

The study is important because it came in an attempt to fill the lack of theoretical
literature in highlighting the impact of training human resources on financial technology.
This study also reflects the expectations of the banks' management of the extent of the
impact of those training operations and what is expected from them, which may help the
managements of those banks in making decisions related to the training operations,
programs and methods of applying them to the employees to obtain the best possible
performance. Therefore, this study came to identify the effect of training human resources
for financial technology on the quality of performance.

2. Theoretical framework and hypotheses development
2.1 HR training for financial technology

Training is of importance in the era in which we live, and it is considered a tool and
means of development, and it is also a tool that, if well invested and employed, enables
the organization to achieve efficiency and adequacy in the performance of its employees.
One of the most important duties of modern management is to keep pace with the
continuous technological and scientific development (Al-Barashdi, 2022).

Despite the constant role of the human being as one of the basic factors governed by the
production process or in the light of which it is determined, development, its impact and
trends.However, the efforts that have been made to understand the process of interaction
between the development process and between the variable human resources and the
general conditions that surround them are considered insignificant, and this has prevented
many countries from understanding whether they are actually moving in the direction of
the desired development goals or not. After the concept of social capital became
widespread, it is noted that most of the writings have become attached to sufficient
importance, and that it represents the vital point in the overall movement of societies.
Following up on many researches and reports issued by international organizations, it can
be noted that the focus is on the importance of these resources for any development
processes in different countries, especially in developing countries. The International
Labor Organization (ILO) points out that work is the most important component of results
and development, and that the capital factor is in a secondary position in comparison
(Assaf, 2008).
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E-training refers to the ability to change, develop, and replace methods in order to deal
with different situations. The design of the adaptive electronic training environment is a
complex matter. Each trainee has his own characteristics and individual capabilities that
are different from others. The concept of adaptation means creating training environments
that are less complex and more flexible. Adaptive learning is based on Continuous
development of the training process and making it more dynamic by providing several
characteristics, most notably interaction and diversity, so it has become an alternative to
traditional training (Khamis, 2018).Carla (2015) defined electronic training as one of the
modern training methods that arose in conjunction with the education and training
technology revolution, and is based on taking into account the individual differences
between the trainees in the educational techniques used by the trainees, whether in
efficiency or performance, where a distinct training environment is created that matches
the needs of each learner separately.

2.2. Training of human resources for financial technology and quality of performance

Taher (2021) indicated that there is a statistically significant relationship between training
and the achievement of competitive advantage, and it was validated in all statements
measured by the approved budgets for employee training, which are not sufficient to
achieve competitive advantage. Al-Mutairi (2020) confirmed that there is an impact of
training programs for human resources in achieving competitive advantage in the health
sector. And in the study of Tanbouz (2019), it was found that there is an effect of training
employees on safety in the Arab Bank in Jordan.Hamed et al. (2019) see that the use of
modern methods in training leads to an improvement in productive efficiency and that the
use of technology in the training process contributes to improving the level of
performance of workers, as well as the goals of industrial programs by providing more
attention and support to adopt clear strategies for training. (Joseph & James, 2019) in his
study, which aimed to determine the effects of vocational training and electronic training
on the performance of human resources, the use of electronic recruitment ensures the best
tracking student during the recruitment process to hire the right person for specific meals
and that the company's website promotes electronic recruitment. Based on the above, the
study hypothesis can be formulated as follows:

H1: There is an impact of human resources training for financial technology on the
quality of performance in Jordanian Islamic banks.

HR training in Financial
Technology

Top Management Commitment ~—_

. = Performance
Training Programs Quality ——H2—» :
Quality
H3/

Training Process Phases et

Figure 1. Research Framework

3. Methodology
3.1 Population and data collection

The researcher relied on quantitative research instruments to collect primary data related
to the effect of human resources training in financial technology on performance quality.
Initially, the research population was determined from employees in whole Jordanian
Islamic banks, who number approximately 4094 employees, distributed among three
banks, which are Safwa Islamic Banka, Islamic International Arab Bank, and Jordan
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Islamic Bank according to the banks' list of the ASE. This large size of the target
population hindered the implementation of the comprehensive survey method, thereby the
sampling method was used. Convenience samples were selected for data collection with a
minimum of 385 respondents (Eichhorn, 2022). To achieve the highest respondent rate,
the research instrument was distributed to 600 employees. However, the responses
received were 462, as was found during its review including 37 responses with
incomplete information or non-serious responses. After eliminating the invalid
guestionnaires, the research sample included 425 responses which constituted a response
rate of 70.8% out of the total that was distributed.

It was evident from the descriptive analysis of the demographic profile of the respondents
that 65.4% of them were males and 34.6% were females. The predominant age group in
the sample 48.6% was for "30-35", followed by 40.7% for the "36-40", 8.1% for "more
than 40", and finally 2.5% for "less than 30". Moreover, 67.7% of respondents had a
bachelor's degree, followed by 14.1% holders of a master's degree and then 1.1% holders
of a PhD. In terms of job title, 62.9% were ordinary-level employees, followed by 18.0%
operational-level managers, then 14.9% middle-level managers, and 4.2% high-level
managers.

3.2 Measures

The primary data required for this research was acquired via a self-administered
questionnaire distributed among employees within Islamic banks in Jordan. With a
particular focus on environmental responsibility, the survey was created using Google
Forms and emailed to the chosen research participants. The survey comprised three
sections, an introductory section to elucidate the research's objectives and emphasizing
the confidentiality criteria governing the research. The initial section related to
demographic and professional information, including categorical variables such as
gender, age group, educational level, and job title. The subsequent section focused on the
research's main variables, gauged using a five-point Likert scale ranging from 1 "strongly
disagree" to 5 "strongly agree".

Human resources training in financial technology was the independent variable in this
research including 15 items according to (AlHamad et al., 2022; Al-Shormana et al.,
2021). It was a second-order construct divided into three first-order constructs: top
management commitment (TMC) was measured using four items "e.g., senior
management takes care of training strategies while designing the bank's strategic plan”,
training programs quality (TPQ) was measured through six items "e.qg., training programs
are designed according to requirements to achieve an increase in the efficiency and
effectiveness of human resources”, and training process phases (TPP) was measured
through five items "e.g., the training needs of employees are determined through periodic
performance evaluation”. Performance quality was the dependent variable in the current
research, as it is considered a first-order construct based on (Al-Alwan et al., 2022;
Alolayyan et al., 2018). This variable was measured through six items that included
statements "e.g., bank employees are distinguished by their ability to solve work
problems and bear its pressures.”.

4. Results
4.1 Measurement model

Confirmatory Factor Analysis (CFA) was used in this study to test the accuracy of the
measurement model of the impact of human resources training in financial technology on
performance quality. CFA is a useful method for determining the degree of
correspondence between observable variables and their latent components. It also assists
in the evaluation of validity and reliability (Al-Hawary & Al-Rasheedy, 2021).
Convergent validity was established using factor loadings and Average Variance
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Extracted (AVE). Discriminant validity was assessed by comparing AVE values to
Maximum Shared Variance (MSV) values and the square root of AVE (AVE) with the
inter-variable correlation coefficients. The composite reliability (CR) of the measurement
model was calculated using McDonald's Omega coefficient. Table 1 summarizes the
results of the measurement model evaluation.

Table 1. Descriptive statistics, validity, and reliability

Constructs T™MC TPQ TPP PQ
TMC 0.740

TPQ 0.512 0.737

TPP 0.531 0.503 0.755

PQ 0.637 0.683 0.663 0.730
Mean 3.79 3.86 3.74 3.87
Standard Deviation 0.771 0.687 0.702 0.613
Factor Loadings 0.712-0.788 0.661-0.794 0.692-0.811 0.674-0.782
AVE 0.547 0.544 0.569 0.533
MSV 0.433 0.419 0.485 0.506
CR 0.828 0.877 0.868 0.872

Note: TMC: top management commitment, TPQ: training programs quality, TPP: training process
phases, PQ: performance quality, bold fonts indicate to square root of AVE.

The factor loadings of the latent variables displayed values ranging from 0.661 to 0.811,
surpassing the designated threshold of 0.50, while the AVE values comfortably exceeded
the established limit of 0.50 (AlHamad et al., 2022). Consequently, the measurement
model was confirmed to possess convergent validity. Notably, the AVE values surpassed
the MSV values, and all VAVE values were greater than the inter-variable correlation
coefficients. Hence, the measurement model exhibited satisfactory discriminant validity
(Aityassine et al., 2021). Furthermore, the composite reliability (CR) values fell within
the range of 0.828 to 0.877, surpassing the minimum criterion of 0.70 which serves as a
threshold for assessing the composite reliability of the measurement model (AlBrakat et
al., 2023). Therefore, the measurement model could be deemed both valid and reliable,
aligning with the prerequisites for conducting statistical analysis and extrapolating the
outcomes to a broader context.

4.2 Descriptive statistics

The estimation of means and standard deviations was one of the descriptive analysis
techniques used. These metrics were useful in determining respondents' attitudes toward
human resources training in financial technology and the performance quality of Islamic
banks in Jordan. Moreover, Pearson's correlation coefficients were derived across the
dimensions of human resources training in financial technology to determine the presence
of multicollinearity. These results unveiled that all dimensions of human resources
training in financial technology manifested a high level. training programs quality (M=
3.86, SD= 0.687) occupied the first position, followed by top management commitment
(M= 3.79, SD= 0.771) obtained the second rank, and then training process phases (M=
3.74, SD= 0.702) in the last position. In terms of performance quality (M= 3.87, SD=
0.613), it registered at a high level according to the respondents' perspectives at Islamic
banks in Jordan. Moreover, Hair et al. (2019) advocated that correlation coefficients
among dimensions of the independent variable should not exceed 0.80 to avoid
multicollinearity concerns. It is evident from the findings that the correlation coefficients
between human resources training in financial technology dimensions ranged from R=
0.503 to R= 0.531, falling below the stipulated upper threshold. This affirms that the
human resources training in financial technology dimensions maintained suitable
autonomy, with each dimension possessing distinctiveness.
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4.3 Structural model

The covariance-based structural equation modeling (CB-SEM) approach, supported by
the AMOS software, was used to investigate the impact of human resources training in
financial technology on performance quality. Figure 2 depicts the results of the structural
model used to test the research hypotheses.

| TMC4 || TMC3 ll TMC2 || TMC1 |

7 72

79 ¥ 13

TPQ1
75

o
N

2 ()
@ TPQ2 fi
e TPQ3 o8 ok @
72
@ TPQ4 s @
78
@ TPQS5 »
=@
@ TPQB °
75 69
81 74 a7
CMIN/DF= 2.452
TPP1 TPP2 TPP3 TPP4 TPP5

CFI=.947

RMSEAS 039

Figure 2. SEM for the impact of HR training in financial technology on PQ

The results presented in Figure 2 proved that the chi-squared ratio (CMIN/DF) was 2.452,
which was less than the top limit of 3 (Tariq et al., 2022). The comparative fit index (CFI)
and Tucker-Lewis’s index (TLI) were 0.947 and 0.936 respectively, which exceeded 0.90
the recognized acceptable level for these indicators (Mohammad et al., 2020).
Additionally, the root mean square error of approximation (RMSEA) was 0.039, which
remained less than the 0.80 criterion (Al-Hawary & Alhajri, 2020). Table 2 provides
detailed information on the impact coefficients of human resources training in financial
technology on performance quality.

Table 2. Path coefficients extracted to evaluate the impact relationship

Paths B S.E. Beta C.R P

TMC > PQ 0.446 0.028 0.521 15.928 0.000
TPQ 2> PQ 0.267 0.031 0.315 8.613 0.014
TPP 2> PQ 0.368 0.029 0.408 12.689 0.000

Note: TMC: top management commitment, TPQ: training programs quality, TPP: training process
phases, PQ: performance quality.

Table 2 depicts the relationships between the research's constructs. Notable findings
include the impact of Top Management Commitment (TMC) on Performance Quality
(PQ), with a path coefficient (B) of 0.446 indicating a substantial impact. The
standardized beta coefficient (Beta) of 0.521 further confirms the significance of this
association. The critical ratio (C.R) is calculated to be 15.928, which indicates statistical
significance with a p-value of 0.000. A similar pattern occurs when evaluating Training
Programs Quality (TPQ) on Performance Quality (PQ), as seen by a B coefficient of
0.267 and a Beta value of 0.315. With a C.R of 8.613 and a p-value of 0.014, this
relationship is statistically significant. Training Process Phases (TPP) also have an impact
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on Performance Quality (PQ), as indicated by a B coefficient of 0.368 and a Beta value of
0.408. With a p-value of 0.000, the C.R value of 12.689 emphasizes the statistical
significance of this relationship. Consequently, all the research hypotheses were
supported.

5. Discussion and conclusions

The results showed the interest of the management of Islamic banks and the level of their
application of the dimensions and axes of training related to financial technology.The
descriptive results showed a high interest in the axis of the quality of training programs,
and this indicates the amount of interest on the part of Islamic banks in choosing the
quality of programs that actually affect human resource management, by taking care of
the training stages and detailing them to obtain the outputs, as well as interest in training
programs through the procedures followed and instructions imposed by the administration
in the training operations must allocate time, space, equipment and sufficient resources
that contribute to the success of the training operations.

The study concluded that there is an effect of training human resources for financial
technology on the quality of performance in the Jordanian Islamic banks, and this
indicates that the interest in the training processes through the development of plans and
programs and the creation of the internal environment commensurate with the methods of
modern training has a significant impact on the quality of performance in the Jordanian
Islamic banks.The study agreed with the findings of Al-Mutairi’s study (2020), where the
results showed that there is an impact of training programs for human resources in
achieving competitive advantage. The study is agreed with the results of the Tanbouz
study (2021), where the results showed that there is an impact of training employees on
the quality of banking services.

The results of the study also indicated that there is an impact of the commitment of senior
management to training programs for financial technology on the quality of performance
in Jordanian Islamic banks.The current study agreed with what was stated in the results of
the study (Hogarh, 2020), where the results showed that there is an effect of supporting
senior management in improving performance.The results of the study also revealed that
there is an impact of the stages of financial technology training operations on the quality
of performance in Jordanian Islamic banks. The study agreed with the study of Al-Karim
et al. (2017) that hotel administrations pay great attention to the stages of the training
process.

6. Recommendation and direction for future research

The study aimed to identify the impact of training human resources for financial
technology on the quality of performance in Jordanian Islamic banks, and the study
concluded that there is an impact of training human resources for financial technology on
the quality of performance in Jordanian Islamic banks. Based on the results of the study,
the researchers recommend the management of Islamic banks to work on continuing the
processes of developing the training stages so that they are commensurate with the
scientific material of financial technology, and to seek the assistance of trainers
specialized in the field of financial technology and its programs to provide the necessary
training courses for employees and to conduct a pre- and post-evaluation of the
participants in the training courses to see the extent to which the knowledge of the
trainees has improved, and the participation of employees in identifying the training
topics that they need in addition to the experimental needs must emerge from the analysis
of the weaknesses of the employees.

Migration Letters



207 The Impact of Human Resources Training on Financial Technology on the Performance
Quality of Islamic Banks in Jordan

The current study dealt with the impact of financial technology training on performance
quality, another study could deal with financial technology training and its impact on
sustainability, as the study population is represented by Islamic banks in Jordan, so a
future study can deal with commercial banks or conduct a comparative study between
Islamic banks and Commercial banks can also introduce an intermediate variable such as
quality of service or mental image.

References

Ahmed, Naglaa Hassan (2023). The role of digital training in building sustainable development of
human resources, an unpublished doctoral dissertation, Suez Canal University, Egypt.

Aityassine, F., Aldiabat, B., Al-rjoub, S., Aldaihani, F., Al-Shorman, H., & Al-Hawary, S. (2021).
The mediating effect of just in time on the relationship between green supply chain
management practices and performance in the manufacturing companies. Uncertain Supply
Chain Management, 9(4), 1081-1090.

Al-Abani, Hanan Muammar (2015). Training of human resources and its impact on the success of
the application of electronic management, Journal of the Arab Center for Research and Studies
in Library and Information Sciences, 2 (4), 82-111.

Al-Alwan, M., Al-Nawafah, S., Al-Shorman, H., Khrisat, F., Alathamneh, F., & Al-Hawary, S.
(2022a). The effect of big data on decision quality: Evidence from telecommunication industry.
International Journal of Data and Network Science, 6(3), 693-702.

Al-Barashdi, Manea (2022). The impact of the training process on organizational change: the
mediating role of human capital in the Ministry of Social Development in the Sultanate of
Oman, unpublished Ph.D. thesis, University of Islamic Sciences, Al Alamein, Jordan.

AlBrakat, N., Al-Hawary, S., & Muflih, S. (2023). Green supply chain practices and their effects
on operational performance: An experimental study in Jordanian private hospitals. Uncertain
Supply Chain Management, 11(2), 523-532.

AlHamad, A., Alshurideh, M., Alomari, K., Kurdi, B., Alzoubi, H., Hamouche, S., & Al-Hawary,
S. (2022). The effect of electronic human resources management on organizational health of
telecommunications companies in Jordan. International Journal of Data and Network Science,
6(2), 429-438.

AlHamad, A., Alshurideh, M., Alomari, K., Kurdi, B., Alzoubi, H., Hamouche, S., & Al-Hawary,
S. (2022). The effect of electronic human resources management on organizational health of
telecommunications companies in Jordan. International Journal of Data and Network Science,
6(2), 429-438.

Al-Hawary, S. I. S., & Alhajri, T. M. S. (2020). Effect of Electronic Customer Relationship
Management on Customers' Electronic Satisfaction of Communication Companies in Kuwait.
Calitatea, 21(175), 97-102.

Al-Hawary, S. I. S., & Al-Rasheedy, H. H. (2021). The effect of strategic learning for human
resources on dynamic capabilities of airlines companies in Kuwait. International Journal of
Business Information Systems, 37(4), 421-441.

Al-Karim, Akram, et al. (2017) entitled: The Impact of Human Resources Training on Achieving
Competitive Advantage. A field study in a sample of premium class hotels, Baghdad University
College of Economics Journal. 1(3), 87-116.

Al-Mutairi, Abdullah, (2020) The impact of training programs for human resources in achieving
competitive advantage in the health sector. A field study on Al-Rafaia General Hospital, Arab
Journal for Scientific Publishing, 1 (15), 19-38.

Alolayyan, M. ., Al-Hawary, S. I. ., Mohammad, A. A. ., & Al-Nady, B. A. . (2018). Banking
Service Quality Provided by Commercial Banks and Customer Satisfaction. A structural
Equation Modelling Approaches. International Journal of Productivity and Quality
Management, 24(4), 543-565.



Amjad Ghazi Al-Habashneh et al. 208

Al-Shormana, H., Alshawabkeh, R., Aldaihani, F., Aityassine, F., Mohammad, A., & Al-Hawary,
S. (2021). Drivers of E-training Intention to Use in the private universities in Jordan.
International Journal of Data and Network Science, 5(4), 831-836.

Al-Taher, Amal (2019). Designing an adaptive training environment based on interactive Google
applications and its effectiveness in developing the skills of using the Ibn Al-Haytham system
to manage student affairs among Mansoura University employees, Journal of Specific
Education Studies and Research, 5 (1), 215-264.

Al-Taher, Hassan (2021). The impact of training on achieving competitive advantage at Bahiat Al-
Mohandes Company. Al-Qulzum Journal of Economic and Social Studies, 3 (1), 65-86.

Assaf, Abdel Moti (2008). Training and Human Resources Development, 1st Edition, Dar Zahran
for Publishing and Distribution, Amman, Jordan.

Carla, R. Landsverg.(2015). Tailoring Instruction to the Individual: Investigating the Utility of
Trainee aptitudes for USE in Adaptive Training. A dissertation Submitted in Partial Fulfillment
of the Requirements for the Degree of Doctor of Philosophy: USA. Department of Psychology
in the College of Sciences. University of Central Florida.

Eichhorn, J. (2022). Survey Research and Sampling. In the SAGE Quantitative Research Kit,
SAGE Publications, United Kingdom.

Hair, J.F., Page, M., & Brunsveld, N. (2019). The essentials of business research methods (Fourth
edition). Routledge, United Kingdom.

Hamid, Ahmed Musa (2019). Examining the effect of using modern training strategies on
improving the performance of workers in the Sudanese industrial joint-stock companies, by
applying it to the Kenana Sugar Company - Journal of Economic and Administrative Sciences,
3(3), 102-139.

Hogarh , (2020): THE EFFECT OF TRAINING ON STAFF PERFORMANCE: A CASE STUDY
OF SIC INSURANCE COMPANY LIMITEDHuck, S. W.(2012). Reading statistic and
research (6ht edition). Boston :Pearson Education Inc.

joseph Mwangi & james Mwikya , (2019 ) Effects of E- Recruttment And E- Training on Human
Resource Performance : A CASE study of Telkom Kenya , International Journal of Research
Publication , 35,2.pp.1-16.

Khamis, Mohamed Attia (2018). e-learning environments. 1st edition, Dar Al-Sahab for
publication and distribution, Cairo.

Mohammad, A. A., Alshura, M.S.,Al-Hawary, S. I. S., Al-Syasneh, M. S., & Alhajri, T. M. (2020).
The influence of Internal Marketing Practices on the employees’ intention to leave: A study of
the private hospitals in Jordan. International Journal of Advanced Science and Technology,
29(5), 1174-1189.

Tanbouz Hamza, Samir (2019). The Impact of Staff Training on the Quality of Banking Services at
the Arab Bank in Jordan, Amman Arab University Research Journal, 6 (1), 234-256.

Tariq, E., Alshurideh, M., Akour, I., & Al-Hawary, S. (2022). The effect of digital marketing
capabilities on organizational ambidexterity of the information technology sector. International
Journal of Data and Network Science, 6(2), 401-408.

Migration Letters





