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Abstract

Purpose — The paper aims to clarify the relationship between perceived contextual issues and the self-efficacy
beliefs of the employees with e-learning engagement for their competency development. It proposes a model for
the banks to utilize their e-learning interventions more effectively by managing the identified contextual issues.
Simultaneously, this study aims to expand the domain of self-efficacy beliefs and apply its principles to dilute
the impact of the negative contextual issues which were not addressed through similar research.
Design/methodology/approach — The paper focuses on an exploratory study using a deductive approach
grounded on self-efficacy — one of the main dimensions of Bandura’s social cognitive theory. It adopted a mixed
methodology, and primary data were collected through an online survey (792 responses analyzed through
Statistical Package Social Science [SPSS)) and semi-structured interviews (20 respondents analyzed through
thematic analysis). The population comprises employees of private commercial banks who have recently
introduced e-learning.

Findings — The paper provides empirical insights about the contextual issues influencing e-learning and how
self-efficacy beliefs can be utilized to enhance the effective engagement of employees. Contextual issues related
to technological, organizational, personal and time-intensive factors influence e-learning engagement. The
strengthening of self-efficacy beliefs (learners’ enthusiasm and gaining) can be utilized to manage personal and
time-intensive factors. However, technological and organizational factors cannot be managed through a similar
approach as they did not report a significant relationship with self-efficacy.

Originality/value — This paper fulfills an identified need to study how e-learning can be utilized as an
effective competency development tool in the banking sector.

Keywords Online learning, Contextual issues, Competency developments, Effectiveness, Self-efficacy beliefs,
Engagement
Paper type Research paper

1. Introduction
Online learning has many advantages over traditional forms of training and development
methods (Baczek et al, 2021). It is identified that organizations were able to receive higher

© Kushan Rathnasekara, Namali Suraweera and Kaushalya Yatigammana. Published in the Asian
Association of Open Universities Journal. Published by Emerald Publishing Limited. This article is
published under the Creative Commons Attribution (CC BY 4.0) license. Anyone may reproduce,
distribute, translate and create derivative works of this article (for both commercial and non-commercial
purposes), subject to full attribution to the original publication and authors. The full terms of this license
may be seen at http://creativecommons.org/licences/by/4.0/legalcode

The impact of
self-efficacy
beliefs

Received 30 December 2022
Revised 2 January 2023

4 January 2023

6 January 2023

Accepted 7 January 2023

C

Asian Association of Open
Universities Journal

Emerald Publishing Limited
eISSN: 2414-6994

p-ISSN: 1858-3431
DOI'10.1108/AAOUJ-12-2022-0177


http://creativecommons.org/licences/by/4.0/legalcode
https://doi.org/10.1108/AAOUJ-12-2022-0177

AAOU]

Table 1.

Online learning
utilization statistics of
three major licensed
commercial banks

economic savings by replacing their traditional learning delivery approaches with online
learning interventions (Alsharhan et al, 2021). Along with economic advantages, other
benefits, such as learner convenience, standardized knowledge delivery, self-paced nature
and a vast range of available contents and materials, have made online learning a high
precedence for most corporates (Giannakos ef al., 2022).

In the corporate world, some unique advantages of online learning play a vital role in
molding employees into more competent team players. For example, the ability to deliver
tailor-made learning solutions to satisfy specific training needs (Rosani, 2022) and the ability
to cover mass capacity within a very short period of time (Sewart ef al, 2020) are extremely
beneficial to the banking industry, especially in adhering to regulatory training requirements.

In addition, banks focus more on online learning solutions to reduce various costs
associated with traditional training delivery, such as venue and training equipment costs,
traveling costs of employees, lunch and refreshment costs and facilitator payments. Further,
conducting classroom-type training causes a waste of effective employee man hours by
traveling time, especially for employees located in outstation.

The importance of introducing online learning solutions for developing employees’
competencies was endorsed by the latest COVID-19 crisis, whereby other than delivering
required knowledge online, there was no other option left during that era to satisfy this
requirement (Li and Lalani, 2020). Accordingly, most banks have introduced e-learning
solutions to their employees to bridge their competency gaps more effectively and with a
focus on massive cost savings in the long run.

However, even though the banks have introduced e-learning solutions focusing on many
value additions, there is a claim from such banks that the expected effectiveness could not be
achieved due to the low level of employee engagement in the e-learning activities (See
Table 1).

As stated, it is observed that even though these banks have introduced online learning
solutions to bridge the competency gaps of their employees by investing a large amount of
money, its contribution to the overall training hours is not even reached 2%. Further, even
though these solutions are freely available to the employees and the bank management
encourages them to utilize these opportunities, the employees who engage in online learning
activities are below 10% compared to the total employee base. In other words, over 90% of
employees have not experienced these online initiatives.

When investigating this problem, through the literature survey and the pre-survey
analysis of the researcher, it is identified that the contextual issues related to personal,
technological, organizational and time-intensive factors have a significant impact on the
introduction and use of online learning for developing competencies among employees in the
banking sector in Sri Lanka (Panackal et al,, 2022). Suppose banks can create a progressive
learning environment by increasing the strength of positive contextual issues and decreasing
the impact of negative contextual issues, it may result in more effective employee
engagement in online learning.

Rank (In terms Name of the % of online learning contributiontothe  Rate of employee engagement

of profits) bank overall training hours in online learning

1 Bank A 1.40 3.89%

2 Bank B 1.68 7.84%
Bank C 1.98 8.07%

Source(s): Annual Reports of Bank A, B and C (2016)




However, considering the practical difficulties in implementing a complete progressive learning
environment only through managing the contextual issues, this study focused on addressing this
problem with another approach. Especially in the banking sector, even the underlined contextual
issues are identified, there are practical limitations in effectively managing these factors solely by
focusing on the nature of the impact. For example, even though Internet connection speed is a
critical contextual issue under the technological aspect of online learning (Yeh and Tsai, 2022), in
general, Sri Lankan banks allocate maximum bandwidth and speed for the core banking
activities, not for learning. Therefore, it is essential to address the identified issues through the
behavioral aspect of the employees by stimulating their motivation to engage in online learning
activities even with minimum availability of resources.

In supporting this approach, the self-efficacy beliefs of the employees are recognized as a
highly reliable source, where accurate identification and favorable intensification of the same
will positively contribute to the effective usage of e-learning and, thereby, competency
development of employees (Malureanu et al, 2021). This deals with psychological aspects
concerning the behavioral dimension of the employees in engaging with online learning.

As online learning has the individual-centric attribute with the triadic reciprocity among
the person, environment and their behavior, the domain of self-efficacy beliefs of employees
are identified as the most practical psychological aspect to consider (Kessler and Wall, 2016).
If there is a relationship between self-efficacy beliefs and the contextual issues experienced by
employees, the nature of self-efficacy and its affecting processes can be used to increase
online learning engagement. As high self-efficacy drives positive performance, which
translates into behavioral patterns such as actively engaging in online learning and avoiding
or neutralizing obstacles, this identification can lead to diluting the impact of negative
contextual issues (Malureanu et al.,, 2021). As an outcome, the online learning engagement of
employees can be increased in a more practical manner.

Therefore, it was hypothesized that there might be a relationship between self-efficacy
beliefs and contextual issues of employees. In line with that, two identified self-efficacy
beliefs, learner enthusiasm and learners’ gaining, are critically analyzed with the extracted
factors of contextual issues: personal, technological, organizational and time-intensive
factors with the intention of revealing any significant relationship between them. This
identification could be highly beneficial for implementing an effective online learning
framework for the competency development of employees of banks in Sri Lanka.

Accordingly, as the main objective, this study aims to determine the relationship between
self-efficacy beliefs and the contextual issues faced by employees in the banking sector of Sri
Lanka for engaging in online learning activities, covering personal factors, organizational
factors, technological factors and time-intensive factors.

2. Key issues to consider

As past studies on the contextual issues of online learning covering the corporate domain
were found to be minimal, the literature addresses all available learning domains, such as
K-12 education, higher education, vocational training and corporate training. Further,
principles of self-efficacy beliefs were also thoroughly examined during this reviewing
process. Accordingly, related contextual issues and respective self-efficacy beliefs are
identified by evaluating well-established peer-reviewed journals and other reputed sources
such as books and websites.

2.1 Contextual issues
By critically evaluating the literature of past research and studies, the most significant
contextual issues and influencing factors that directly impact corporate learners/employees
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are identified. These factors are further examined through exploratory factor analysis to
streamline the identification of dependent variables and to facilitate accurate categorization.
In line with that, the perceived contextual issues of the corporate employees are identified and
categorized into four-factor groups, namely

(1) Personal factors (13 contextual issues) — indicate the perception of contextual
issues emerging from employees’ personal characteristics, attitudes towards online
learning and personalized service experience.

(2) Technological factors (three contextual issues) — technological convenience
and the advancement of online learning solution-related issues.

(3) Organizational factors (four contextual issues) — issues related to
organizational culture, online learning approaches and the output quality of the
solution introduced by the organization

(4) Time-intensive factors (three contextual issues) — time management and time
interference-related issues

The supporting literature covering all the identified contextual issues is listed below in
Table 2.

With the identification of the contextual issues which have an impact on the competency
development of employees in the banking sector of Sri Lanka, it is now essential to establish
the theoretical foundations that could help to explain or predict their relationship with an
employee’s self-efficacy beliefs on engaging online learning activities for their competency
development.

2.2 Application of social cognitive theory

In 1970, Albert Bandura introduced the social cognitive theory —an empirically validated and
widely accepted model of individual behavior (Compeau and Higgins, 1995b). It is based on
the principle that there is triadic reciprocity exists among the person (individual), the
environment and respective behavior, which ideally matches the social and individual
dimensions of the employees (Bandura, 1994).

This approach provides better ground for the scope of the study than the widely accepted
technology-focused theories, such as the technological acceptance model, which many past
researchers applied. Rather than focusing on individual behavior merely on the technological
aspect, it is essential to critically examine such behavior as subjective to the influence of
society and personal attributes (Malatji et al,, 2020). Further, self-efficacy is one of the major
dimensions of this research study, which is the central facet of the social cognitive theory.
Therefore, selecting the social cognitive theory and focusing on self-efficacy is empirically
validated as the study’s theoretical framework.

2.3 Self-efficacy beliefs, sources and affected processes

Social cognitive theory has various magnitudes, and self-efficacy claims as the major
dimension of this theory (Eachus and Cassidy, 2006). Self-efficacy, in other words, self-esteem
or self-confidence, is one of the most empowering psychology models which creates
optimistic self-belief in individuals. This creates the required competence or chances of
successfully accomplishing a task and producing a favorable outcome (Akhter ef al., 2012).
Accordingly, the underlined principle of the nature of self-efficacy is one of the main interests
of this study as it influences activity (behavior), environment selection, level of effort and
persistence utilized in the aspect of contextual issues in resulting performance of the focused
behaviors (Bandura, 1994; Compeau and Higgins, 1995a).
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Factor category Contextual issues Authors "
self-efficacy
Personal factors 1. Confidence level of completing Regmi and Jones (2020) beliefs
online learning materials Oluyinka and Endozo (2019), Sarker et al. (2019)
2. Matching level of learning Akhter et al (2022)
expectation and availability Roslan and Halim (2021)
3. Degree of reachability to subject ~ Sophonhiranrak (2021), Ali et al (2021)
experts Rawashdeh ef al. (2021)
4. Individual technical know-how O’Doherty et al. (2018)
5. Supporting level of technical team  Kamble ef al. (2021)
6. Strength of interpersonal Kurowski et al. (2022)
interactiveness Banks and Dohy (2019)
7. Degree of privacy concerns Chatti and Hadoussa (2021)
8. Influence level of adult pride
9. Compatibility with individual
learning style
10. Rate of responding of supporting
staff
11. Awareness of e-content
availability
12. Awareness of utilizing LMS
13. Physical/mental health concerns
Technological 1. Speed of connectivity Almaiah and Al Mulhem (2019), Al-Araibi et al
factors 2. Convenience of accessibility (2019), Martin and Kumar (2021)
3. Quality of the LMS
Organizational 1. Level of superior encouragement ~ Almaiah and Alyoussef (2019)
factors 2. Level of support from coworkers ~ Regmi and Jones (2020)
3. Level of interactivity of e-contents ~ Oluyinka and Endozo (2019), Akhter ef al. (2022)
4. Rate of grasping the knowledge
Time-intensive 1. Degree of personal/official O’Doherty et al (2018), ValverdeBerrocoso et al.
factor commitments (2020) Table 2.
2. Frequency of external Contextual issues
interruptions derived from the

3. Efficiency of time management

literature survey

2.3.1 Sources of self-efficacy beliefs. Self-efficacy beliefs of people emerge from four sources of
influence: prior experiences/mastery experiences, vicarious experiences, social persuasion/
verbal persuasion and emotional and physiological states (Bandura, 1994).

Prior experiences/mastery experiences are the major source of self-efficacy and the utmost
effective way of influencing individual behavior substantially (Bandura, 1994; Compeau and

Higgins, 1995a; Eachus and Cassidy, 2006).

Vicarious experiences, the next source of self-efficacy beliefs, are derived from observing
people around us and whom we consider as role models. When we realize that such people of
our caliber achieved their goals through continuous efforts, we believe that we also hold the
competencies to reach our goals successfully and keep on working on them (Bandura, 1994;
Compeau and Higgins, 1995a; Eachus and Cassidy, 2006).

Social persuasion/verbal persuasion is generated through respective influential people,
such as parents, teachers, supervisors, leaders and mentors, who have the ability to
strengthen individual beliefs and influence to drive to the relevant goals (Compeau and

Higgins, 1995a; Eachus and Cassidy, 2006).

The emotional and psychological state of the employees also influences how they feel their
self-efficacy; this somatic and emotional arousal influences act as the fourth source of self-
efficacy (Bandura, 1994; Compeau and Higgins, 1995a; Eachus and Cassidy, 2006).



AAQU]J All the self-efficacy sources related to employees’ online learning engagement in the Sri
Lankan banking domain are covered through two main segments, as employees’ enthusiasm
and employees’ gaining, which are identified through the factor analysis of the Effective
Employee Engagement Self-Efficacy scale (EEESE scale) during the preliminary study,

2.3.2 Self-efficacy activated processes. The self-efficacy beliefs generated through the
sources explained in section 2.3.1 affect four major psychological processes: cognitive,
motivational, affective and selection processes (Bandura, 1994).

Self-efficacy beliefs on cognitive (thinking) processes have a significant impact on people
with a high sense of efficacy envision success scenarios, which positively influences them to
achieve high performance (Bandura, 1994). Under the motivational process, humans motivate
themselves and direct their behaviors accordingly by exercising forethought. They make
goals for themselves, predict the likelihood of the results of upcoming activities and develop
strategies for achieving them (Bandura, 1994).

Affective processes refer to the individuals’ general psychological state, mainly including
emotions and mood, within a given situation. People’s confidence in their capacity for coping
affects the levels of stress and despair they have to face in challenging situations, as well as
their motivation levels (Code, 2020). Selection processes affect people’s choice of activities and
environments as they influence the environment by being a core part of it (Ozyilmaz et al,
2017). People usually avoid activities and situations they believe that they are beyond their
coping abilities (Bandura, 1994). However, they gladly accept challenging tasks and face
situations that they believe they can handle (Bandura, 1994).

Figure 1 outlines the four self-efficacy sources and related activated processes that lead to
the employee’s particular behavior or performance. If an employee is positively affected by
the respective self-efficacy sources, the activated processes will also be positively accelerated.
This nature of self-efficacy beliefs results in encouraged behavior and performances. It tends
to overcome any obstacles by avoiding or neutralizing the impact of negative contextual
issues in online learning. This approach can be highly utilized to positively influence the
online learning engagement of the employees in a practical manner if the underlined
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relationships of self-efficacy beliefs and contextual issues can be identified, which fulfills the  The impact of
objective of this study. self-efficacy

beliefs

3. Research questions and hypotheses
3.1 Research question
What is the impact of contextual issues and self-efficacy beliefs of employees?

3.2 Hypothesis

Hi. A significant impact exists between an employee’s self-efficacy and perceived
contextual issues.

3.2.1 Sub-hypothesis.
HI1.1. The employees’ enthusiasm has a significant impact on personal factors.
H1.2. The employees’ gaining has a significant impact on personal factors.
H1.3. The employees’ enthusiasm has a significant impact on technological factors.
HI1.4. The employees’ gaining has a significant impact on technological factors.
H1.5. The employees’ enthusiasm has a significant impact on time-intensive factors.
H1.6. The employees’ gaining has a significant impact on time-intensive factors.
H1.7. The employees’ enthusiasm has a significant impact on organizational factors.

H1.8. The employees’ gaining has a significant impact on organizational factors.

3.3 Variables and the conceptual framework
The independent and dependent variables of the study in determining the relationship
between self-efficacy beliefs and contextual issues are stated below in Table 3.

The conceptual framework of the study is stated below in Figure 2

4. Methodology
4.1 Survey design
The quantitative data were collected using an online questionnaire that contained three main
segments. The first segment was designed to collect data concerning the employees’
demographic profiles according to the identified demographic characteristics through the
literature review.

The next segment was designed to collect data to identify perceived contextual issues of
the banking sector employees of Sri Lanka. It consisted of a five-point Likert scale with 23

Independent variables Dependent variables

Self-efficacy beliefs Contextual issues

1. Employee enthusiasm 1. Personal factors Table 3.

2. Employees’ gaining 2. Technological factors Overview of
3. Organizational factors independent and
4. Time-intensive factors  dependent variables
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Figure 2.
Conceptual framework
of the study
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questions (Contextual Issues of Employees in Engaging in E learning — CIEEE scale) with
the scale ranging from not an issue or not applicable (1), weak issue (2), moderate issue (3),
strong issue (4) and to very strong issue (5). These questions are based on the contextual
issues faced by learners revealed through the literature review.

The third segment was designed to identify the self-efficacy beliefs of the employees, and
18 questions were constructed on a five-point Likert scale (EEESE scale) ranging from
strongly disagree (1) to strongly agree (5). These questions were developed based on Albert
Bandura’s “Guide for Constructing Self-Efficacy Scales” by focusing on the sources and
affecting processes of self-efficacy (Bandura, 2005). Development of the scale was further
strengthened by the examination of the main self-efficacy approaches related to the online
learning segment as computer self-efficacy (Compeau and Higgins, 1995a), Internet self-
efficacy (Eastin and LaRose, 2006) and efficacy-activated processes (Bandura, 1994). Further,
expert comments were also obtained from several key stakeholders relevant to the banking
employee dimension.

The responses obtained through the EEESE scale were segregated through the factor
analysis, and two segments were identified and labeled as learner enthusiasm and learners’
gaining based on the attributes of the extracted factors. Learner enthusiasm is represented by
12 factors and learners’ gaining by eight factors, and they serve as independent variables of
the study. This approach was successfully validated through the preliminary survey and
reconfirmed by the final survey as well.

The items extracted under the employees’ enthusiasm are focused on learners’ interest
and motivation in engaging in online learning, and employees’ expectations concerning the
tangible return they would gain, especially covering the career progression, are focused
under the employees’ gaining segment.



4.2 Population, sample size and method of data collection

The target population of this study consists of randomly selected employees of licensed
commercial banks who have introduced online learning to develop the competencies of their
employees. Accordingly, nine commercial banks were identified with a total employee base of
43,000, representing this study’s population.

The minimum sample required for this total population is calculated as 384 at a 95%
confidence level and at 0.05 confidence interval (Bujang, 2016). However, this study was able
to get 792 respondents, which was more than 200% of the minimum sample requirement.
Data were collected through an online questionnaire (Microsoft Form-based) randomly
distributed among the respective commercial banks.

4.3 Data analysis

Quantitative data were analyzed using Statistical Package Social Science (SPSS) version 26.0
and AMOS covering descriptive, variance analysis and structured equation modeling.
Starting from a preliminary instrument assessment, descriptive analysis, exploratory factor
analysis and confirmatory factor analysis were conducted, and structural equation model
(SEM) was designed accordingly. Structural relationships and hypotheses were tested with
the model fit conformation, and results were interpreted.

5. Findings of the study

5.1 Background information of the employees

This study’s sample size (N) is 792, and the respondents’ background information is as
follows (Table 4).

Background information indicates that most of the respondents were in 38 years and
below age groups, predominantly male, married and represented junior management level
and below employee grades. Most employees were attached to branches and accessed online
learning through office computers. Further, the majority of them have average knowledge
and experience with computers.

5.2 The relationship between self-efficacy beliefs and the contextual issues

During the next phase of the study, the relationship between self-efficacy beliefs and the
contextual issues faced by the banking sector employees of Sri Lanka will be revealed in
answering the following research question.

RQ. What is the relationship between contextual issues and the self-efficacy beliefs of
employees?

5.2.1 Hypothesis 1. A significant relationship exists between an employee’s self-efficacy and
perceived contextual issues.

To answer this question, a two-tailed Pearson correlation was used to determine the
nature of relationships between contextual issues and the self-efficacy beliefs of employees in
effectively engaging in online learning activities. All variables of each scale were combined,
and computed two single variables as CIEEE scale and EEESE scale and carried out the two-
tailed Pearson correlation (Table 5).

A significant negative relationship (p = 0.000) is observed between contextual issues
and the self-efficacy beliefs of employees (r = —0.358; p < 0.01 level) by confirming the
hypothesis of the study. However, due to the complexity of understanding human behavior
influenced by self-efficacy beliefs, the sub-hypotheses were also developed and tested
during the study.

The impact of
self-efficacy
beliefs




AAOU]

Demographic variable Frequency
Age in years
18-24 12%
25-31 345%
32-38 37%
39-45 13%
46-52 35%
Gender
Male 67.1%
Female 329%
Marital status
Single 34.6%
Married 650.4%
Employee grade
Operational management 55.1%
Junior management 22.4%
Middle management 15.7%
Executive MGT & above 6.8%
Work location
Branch 81.5%
Department 17.7%
Others — zonal/REG offices 0.8%
Accessing device
Office computer 74.2%
Home computer 9.4%
Mobile device 16.4%
Table 4. Knowledge and experience
The demographic Very limited 19%
profiles of the Average 75%
respondents Expert 23.1%
Description CIEEE scale EEESE scale
CIEEE scale Pearson correlation 1 —0.358"™
Table 5. 1%Ilg. (two-tailed) 709 07%20
;I;Yglt:gilgg Pearson EEESE scale Pearson correlation —0.358"™ 1
: Sig. (two-tailed) 0.000
computation between 18
the CIEEE scale and N 792 792
EEESE scale Note(s): **. Correlation is significant at the 0.01 level (two-tailed)

5.2.2 Sub-hypothesis testing through structural equation model (SEM). The SEM was
developed to identify the structural relationships among the contextual issues (dependent
variables) and self-efficacy beliefs (independent variables) among employees in testing the
sub-hypothesis (Figure 3).

The goodness of fit results of the final measurement model is presented below in Table 6.

All goodness-of-fit indices achieved the threshold, which confirmed the model fit of the
final structural model. RMSEA indicates the perfect fit, and higher CFI also shows a better
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AAOUJ model fit. In this context, the values derived from the final structured model confirm the good
model fit. Since model-fit indices of the measurement model were healthy, the next step was to
consider the structural relationships, which will pave the way for the hypothesis testing.

Table 7 reports the relationships between independent and dependent variables
concerning the structural relationships. By referring to the p-value, the acceptability
(significant or not significant) of the hypotheses was identified. A p-value below 0.05 is
considered significant, and any value greater is not significant.

The output Table 7 is summarized herewith

H1.1 and H1.2 confirm the hypothesis that personal factors have a significant impact on
the self-efficacy belief of the employees. Both segments of self-efficacy, learner enthusiasm
and learners’ gaining are negatively related to personal factors with standardized regression
weights of 0.224 and 0.434, respectively. This implies that when learner enthusiasm goes up
by 1 standard deviation, the contextual issues related to personal factors go down by 0.224.
Further, when learners’ gaining goes up by 1 standard deviation, the contextual issues related
to personal factors go down by 0434 points. This finding is in line with the theoretical
framework and the practical scenarios, as when the self-efficacy belief is increased, the impact
of contextual issues related to personal factors is decreased.

Measures Values Threshold
CMIN/DF 3.685 <3 Good fit

<5 Acceptable fit
GFI (Comparative Fix Index) 0.863 >0.9 Good fit

>0.8 Acceptable fit
AGFTI (Adjusted Goodness of Fit Index) 0.836 >0.8
NFI (Normed Fit Index) 0.905 >09

Table 6. CFI (Comparative Fit Index) 0.929 >09

Model fit results and ~ RMSEA (root mean square error of approximation) 0.058 <0.05 — Good fit

indices <0.08 — Acceptable fit

Standardized

No Sub-hypothesis regression weights  p-value  Significant or not

H1.1 Learner enthusiasm has a significant —0.224 Hk Significant
impact on personal factors

H12 Learners’ gaining has a significant —0434 Hok Significant
impact on personal factors

H1.3 Learner enthusiasm has a significant 0.074 0.107  Not significant
impact on technological factors

H14 Learners’ gaining has a significant —0.025 0.588  Not significant
impact on technological factors

H15 Learner enthusiasm has a significant —0.151 work Significant
impact on time-intensive factors

H1.6 Learners’ gaining has a significant —0.108 0.013  Significant
impact on time-intensive factors

H1.7 Learner enthusiasm has a significant —0.11 0.782  Not significant

Table 7. impact on organizational factors

Structural H1.8 Learners’ gaining has a significant 0.085 0.040  Significant

relationships of impact on organizational factors (Comparatively

the study negligible)




H1.3 and H1.4 reject the hypothesis that technological factors have a significant impact on
the self-efficacy belief of the employees.

H1.5 and H1.6 confirm the hypothesis of time-intensive factors have a significant impact
on the self-efficacy belief of the employees. Both segments of self-efficacy, learner enthusiasm
and learners’ gaining are negatively related to time-intensive factors. This confirms the
theoretical framework and the practical scenarios; as the self-efficacy beliefs are increased,
the impact of contextual issues related to time-intensive factors is decreased.

H1.7 and H1.8 partly confirm the hypothesis that organizational factors have a significant
impact on the self-efficacy belief of the employees. Learner enthusiasm for self-efficacy has
not any significant relationship with organizational factors. Hence, it rejects hypothesis H1.7.
Learners’ gaining has a positive but slightly significant relationship with the organizational
factors. Though it confirms hypothesis H1.8, the return of standardized regression weight
(0.085) and the significance value (p = 0.04) are at a significantly low level where the impact of
both variables is concluded as negligible.

6. Discussion

The researcher has identified that the contextual issues extracted under technological,
personal, organizational and time-intensive factors directly influence employee engagement
in online learning in Sri Lankan banks. Even though technological and organizational
contextual issues (extrinsic segment) create maximum impact in terms of factor strength, the
highest overall impact is created by personal and time-intensive factors related to contextual
issues (Intrinsic segment) when considering the frequency and the impact. In other terms, the
employees of Sri Lankan banks are highly influenced by intrinsic contextual issues compared
to extrinsic contextual issues when engaging in online learning activities for their
competency developments.

Under the scope of this study, the relationship between the self-efficacy beliefs and the
contextual issues faced by the employees in the banking sector of Sri Lanka was critically
examined with the intention of understanding their impact on managing the influence level of
the contextual issues.

On the face of it, the results indicated a significant negative relationship between
contextual issues and the self-efficacy beliefs of employees ( = —0.358; p < 0.01 level), which
supported the hypothesis (H1). That means when the self-efficacy beliefs of employees are
increased, the impact level of the contextual issues is decreased. This indication is highly
imperative to manage the impact of contextual issues, especially the negative effect of
contextual issues on the online learning engagement of the employees.

However, due to the complexity of understanding the human behavior influenced by
self-efficacy beliefs, the impact of identified segments of self-efficacy beliefs, that is,
learner enthusiasm and learners’ Gaining were thoroughly examined with all four
categories (technological, organizational, time-intensive and personal factors) of
contextual issues.

Both segments of the self-efficacy beliefs, learner enthusiasm and learners’ gaining,
have a significant negative impact on personal factors with standardized regression
weights of 0.224 and 0.434, respectively, which confirms the hypothesis (H1.1 and H1.2).
This implies that when learner enthusiasm increases by 1, the negative impact of
contextual issues related to personal factors decreases by 0.224. Further, when learner’s
gaining goes up by 1, the impact of contextual issues related to personal factors decreases
by 0.434. Learner’s gaining has a higher impact on personal factors, which is 100% more
than learner enthusiasm. Accordingly, the development of learner enthusiasm and
learners’ gaining self-efficacy beliefs will neutralize or minimize the negative impact of
personal contextual issues.
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Further, both segments have a significant negative impact on time-intensive factors,
which confirmed the hypothesis (H1.5 and H1.6). The impact relates to standardized
regression weight of 0.151 and 0.108, respectively, which implies that when learner
enthusiasm goes up by 1, the negative contextual issues pertaining to time-intensive factors
go down by 0.151, and when learners’ gaining goes up by 1, the contextual issues related to
time-intensive factors go down by 0.108. This confirms that strengthening the learner
enthusiasm and learners’ gaining self-efficacy beliefs will neutralize or minimize the negative
impact of time-intensive factors on employees in the banking sector of Sri Lanka.

Both segments of the self-efficacy beliefs — learner enthusiasm and learners’ gaining —
have no significant impact on technological factors, which rejected the hypothesis (H1.3 and
H1.4). The learner enthusiasm segment of self-efficacy has not any significant impact on
organizational factors, which rejects the hypothesis. However, learners’ gaining has a
positive but slightly significant impact on organizational factors. Considering the low return
of standardized regression weight (0.085) and the significance value (p = 0.04), the impact of
this segment is concluded as negligible, hence rejected both hypotheses (H1.7 and H1.8).

Based on the above analysis and the discussion, the following structural model is
proposed as the most effective and reliable framework for online learning engagement of the
employees for their competency development in the banking sector of Sri Lanka (Figure 4).

6.1 Study limitations

The target population of this study is the employees of licensed commercial banks. Therefore,
the present study’s findings may not generalize to employees of other organizational sectors
and service industries. Further, the self-efficacy approach is grounded on the psychological
and behavioral aspects of the human, which is almost impossible to generalize or identify
precisely. Therefore, the researcher accepts the limitation of the accuracy of identifying and
understanding the underline principles of self-efficacy beliefs on a full scale.

6.2 Scope for future research

The present research study is confined to the banking sector in Sri Lanka and can be
extended to investigate the impact of contextual issues and the self-efficacy beliefs of the
employees of other financial institutions and various service industries in local and
international domains. This can be further extended to other segments, especially K-12 and
other school education, as it is observed that even though the pandemic accelerated the
demand for online education, students lack engagement in such activities. Therefore, this is
another significant area for future researchers to investigate the factors and underline
principles in delivering effective online education among students and other learners in
addition to the focus on the competency development of employees.

7. Conclusion
The above analysis indicates that employees’ contextual issues and self-efficacy beliefs have
a significant negative relationship. This means the strength of the negative contextual issue
is lower in the employees with stronger self-efficacy beliefs, which confirms the study’s past
literature and theoretical foundation. In further analysis, it is observed that personal and
time-intensive factors (intrinsic segment) show a highly significant negative relationship
between learner enthusiasm and gaining categories of self-efficacy beliefs. Technological and
organizational factors (extrinsic segment) have either no or negligible relationship for both
categories of self-efficacy beliefs.

As stated in Table 8, a typical banking employee is exposed to all four categories of
contextual issues-technological, organizational, time-intensive and personal factors.
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Table 8.
Recommended
approaches to
managing the
contextual issues

Extrinsic Segment Intrinsic Segment
(45 % Overall Impact) (55 % Overall Impact)
Technological | Organizational Personal ‘ Time Intensive

Approach | — Positive CIs Positive CIs
Contextual Issues (CIs)
(Direct Focus)

Negative ClIs Negative Cls

Approach 2 —
Self-Efficacy Beliefs

No any Significant Impact Self-Efficacy

Beliefs
(In-direct Focus)

Technological and organizational factors come under the extrinsic segment, while personal
and time-intensive factors come under the intrinsic segment.

Based on the analysis of the strength and the frequency of the perceived contextual issues
under the primary survey, it is identified that the intrinsic segment creates the majority of
total impact experience, which is 55%, compared to the extrinsic segment, which is
responsible only for 45%.

The proposed approach 1 of Table 8 is based on the direct focus on handling contextual
issues by strengthening the positive impact and minimizing (or eliminating) the negative
impact, which is applicable for both extrinsic and intrinsic segments. However, this
straightforward approach will be more effectively applied for the extrinsic segment than the
intrinsic segment, as the underlined factors of the intrinsic segment are more related to
personal attributes and physiological conditions where the generalized solutions might not be
applicable in full scale.

When managing the extrinsic segment, it should be handled through this direct approach
as there is no any additional force that can be generated through the approach of self-efficacy
beliefs. That is because there is no significant relationship between self-efficacy beliefs and
extrinsic factors.

However, in addition to this direct approach, the intrinsic segment is opened for the
indirect approach, as directly managing the intrinsic segment is quite challenging due to the
complexity and uniqueness of the employees’ physiological conditions and behavioral
patterns. Therefore, the underline principles and behavior of self-efficacy beliefs, which is
strengthening the self-efficacy beliefs to neutralize or minimize the strength of the negative
effect of contextual issues, is used to address this segment.

In this context, it is recommended that the banks focus on strengthening the positive
contextual issues and minimizing the negative contextual issues covering technological,
organizational, personal and time-intensive segments. More attention should be given to
increasing the speed and accessibility of the e-learning system, availability of quality and
attractive e-learning content, creating and promoting a learning culture in the organization
and providing relevant support and awareness to the team in a timely and effective manner as
these issues created the majority of influence to the banking employees.

Though this approach is straightforward for the extrinsic contextual issues (technological
and organizational factors) to deal with intrinsic issues (personal and time-intensive factors),
it is recommended to focus on the domain of self-efficacy beliefs. As the personal and time-
intensive factors are responsible for the majority of the overall impact of experience and it is



hard to apply all-in-one solutions for such intrinsic physiological conditions, the best
approach would be the application of the underline principles of self-efficacy beliefs, that is to
neutralize any possible negative contextual issues by strengthening the self-efficacy beliefs
of employees. Accordingly, this simultaneous approach would facilitate the Sri Lankan
banking sector in providing an ideal solution for effectively developing their employees’
competencies through productive online learning engagement.
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