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Abstract. This study evaluates the relationship between employee work performance and financial
performance in a rural bank in Iloilo City. The research aims to determine whether employee performance
influences the bank’s financial strength. Primary data was collected using a structured questionnaire to
assess task and contextual performance among all bank employees. Secondary data was analyzed using the
CAMELS model, which evaluates financial health based on Capital Adequacy, Asset Quality, Management
Efficiency, Earning Quality, Liquidity, and Sensitivity. A descriptive-relational analysis was conducted, with
responses measured using a 5-point Likert scale. Results indicate that both task and contextual performance
were rated moderately. The bank's financial performance was assessed as moderate to low over the past
three years, with critical weaknesses in Return on Equity (ROE), Capital to Assets (CATA), asset quality, and
management efficiency. Statistical analysis found no significant relationship between employee performance
and financial performance. These findings suggest that other factors may have a stronger impact on the
bank’s financial health, highlighting the need for further investigation into external influences and
operational strategies.
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1.0 Introduction

Rural banking is pivotal in fostering economic development and financial inclusion in underserved regions. As
an establishment that provides financial services to rural populations, it plays a significant role in supporting local
businesses and communities. Understanding the dynamics within these banks is crucial, especially the connection
between employee performance and the institution's financial performance. (Pasban et al., 2016). This research
aims to explore this correlation, contributing to the broader discourse on how human capital influences
organizational success in the rural banking sector.

On the other hand, various studies support the relationship between work performance and financial
performance. Brief and Motowidlo (1986) argued that it would benefit the organization when team members
effectively work harmoniously (Adham, 2023). Employee performance contributes to the growth and
development of the company, according to the study of Vosloban (2012). According to Gould-Williams (2003),
employees working hard for the organization are expected to deliver superior results (Rubel et al., 2020). Gruman
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and Saks (2011) stated that high employee commitment yields increased performance. However, there are
conflicting studies that prove otherwise. Malik et al. (2019) found that skills shortages are unrelated to a firm's
profitability. Similarly, Emele (2024) research concluded that risk-taking, communication, business skills, and
decision-making abilities do not significantly impact the performance of small and medium enterprises in Nigeria.

Maximizing employee performance to its fullest potential has become a challenge for many companies. In the
banking sector, employee performance is vital in achieving financial success. Financial performance measures the
contributions of individuals and groups that align with the company's financial objectives (Saad, 2016). The bank's
profitability and financial soundness are crucial in meeting the compliance, economic, and financial regulations
of the Bangko Sentral ng Pilipinas and maintaining financial health for its stakeholders. A well-functioning
financial system of rural banks is fundamental as they perform essential functions in the growth of the rural
economy.

The relationship between employee performance and financial outcomes has been extensively studied across
various sectors, with findings indicating that enhanced employee engagement and productivity can lead to
improved financial results. The performance of the banking industry directly affects the industrial and service
sectors, as it performs essential functions of economic transformations (Kappagoda, 2018). According to Borman
and Motwildo, work performance consists of two key components—contextual performance and task
performance—both contribute equally to achieving organizational success (Pradhan et al., 2016). However,
according to Campbell et al. (2015), work performance is an action or behavior itself and not the result of acts or a
consequence; therefore, it can predict the failure or success of an organization, may it is a profit or a non-profit.

Ultimately, this study clarifies the conflicting results of research studies on the relationship between work
performance and the organization's financial performance. As rural banks evolve in response to shifting market
dynamics, understanding these correlations is crucial for ensuring their sustainability and effectiveness in driving
economic growth within rural communities. While many studies have linked financial success to various fields,
limited research solely focuses on task and contextual work performance. Moreover, limited studies cited financial
institutions as the field of reference. As the foundation of the country's rural economy, the researchers were
motivated to probe the relationship between work performance and the institution's financial performance of a
rural bank in Iloilo City.

2.0 Methodology

2.1 Research Design

This study utilized a descriptive-correlational research method in gathering and presenting data about the
characteristics of the population and the connection between variables involved in this research. A descriptive-
correlational study describes the relationships among variables (Tankersley, 2015). Data collection included
surveys and secondary data. The study examined the relationship between employees' work performance —both
task and contextual —and the financial performance of the rural bank, focusing on profitability, liquidity, and
stability using the CAMELS framework.

2.2 Research Participants

This study was carried out at a rural bank located in Iloilo City. The employees from the corporate office were the
study's subject participants. The study participants included all 67 bank employees, representing departments
such as loan, collection, Real and Other Properties Acquired (ROPA), administrative, accounting, and treasury,
with performance ratings provided by their supervisors.

2.3 Research Instrument

This study utilized a researcher-made questionnaire to gather primary data on employees' work performance at
rural banks. The secondary data were excerpts from the bank's financial statements. In interpreting the level of
performance, the three components: profitability, liquidity, and stability, were evaluated using the CAMELS
rating, a standard analysis for financial institutions, and the latest tools today. The choice of ratios for each element,
including Capital Adequacy, Asset Quality, Management Efficiency, Earning Quality, Liquidity, and Sensitivity,
were based on the study established by Masood et al. (2016) using the combined range of CAMELS rating.
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The formulated survey questionnaire designed for the study was subjected to a validation process using Lawshe's
validity ratio by the eleven (11) panel of experts in their field. Of the 30 questions subjected to the validity test, all
were essential and passed the content validity ratio of 0.95, thus making the questionnaires valid in finalizing the
research instruments. The reliability test was piloted to 30 rural bank employees from the branches, rated by their
supervisors. Using Cronbach's alpha to analyze the data, the value resulted in .835, which indicates a good result
necessary for the instrument to be valid.

2.4 Data Gathering Procedure

The researcher sought the approval of the rural bank's Chief Executive Officer through a formal written letter.
After permission was granted, the survey questionnaires were distributed to supervisors of different divisions
who were tasked with rating their employees. The data were then gathered and reviewed to ensure the
information in the survey form was complete. The data were collated, organized, and analyzed using appropriate
statistical tools. The results were presented in tabular form, interpreted, and discussed. The data needed to
evaluate the financial performance were from the bank financial reports submitted to the Bangko Sentral ng
Pilipinas (BSP). The bank's accounting department head furnished the financial information such as the income
statement and the balance sheet. The researcher analyzed the financial data and computed ratios using the
CAMELS framework to determine the success of the financial performance.

2.5 Ethical Consideration

The research was conducted with careful attention to ethical considerations throughout all stages of the study. At
first, a letter was written to the president of the rural bank for permission to conduct research. It observed
confidentiality with the identity of employees as participants by assigning codes to each of them. Before the
survey, the researcher asked for informed consent from the supervisors and department heads who rated
employees. The name of the rural bank was held in secrecy.

3.0 Results and Discussions
3.1 Profile of the Participants
The demographic data obtained from the survey of 67 bank employees are shown in Table 1 below.

Table 1. Profile of the Participants

Variables Frequency Percentage
Age

18 to 35 years old 44 65.7
36 to 55 years old 21 31.3
Above 55 years old 2 3.00
Sex

Male 26 38.8
Female 41 61.2
Civil Status

Single 35 52.2
Married 31 46.3
Widow/er 1 1.50
Years of Employment

1-5 years 41 61.2
6-10 years 19 28.4
Above 10 years 7 10.4
Educational Attainment

High School 4 6.00
Vocational 2 3.00
College 61 91.0
Department

Loan 14 20.9
Collection 6 9.00
ROPA 3 4.50
Administrative 7 104
Accounting 24 35.8
Treasury 13 19.4

Of the responses received from the bank employees, 65 % were younger adults, which implies that most of the
employees are newly hired. Female employees dominated the population at 61.2%, while most were single at
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52.2%. Most employees, 61.2%, have worked at the bank for 1-5 years, which infers high employee turnover, as
supported by the younger age group mentioned above. A high employee turnover creates an inexperienced
workforce, presenting a significant risk to the bank. Employee turnover indicates the most expensive and difficult
workforce challenges with harmful effects on efficiency, productivity, and performance (Surji, 2013). Most
employees finished a college degree, comprising 91%, a qualification for bank employment. The most significant
number of employees are assigned to the accounting department.

3.2 Task Performance According to Profile
Table 2 below describes the task-based performance of bank employees according to profile.

Table 2. Task performance according to profile variable

Variables Mean SD  Interpretation
Age

18 to 35 years old 340 051 Moderate
36 to 55 years old 352 054 High
Above 55 years old 343 0.80 Moderate
Sex

Male 346 050 Moderate
Female 343 054 Moderate
Civil Status

Single 346 046 Moderate
Married 340 058 Moderate
Widow/er 407 0.00 High
Years of Employment

1-5 years 338 050 Moderate
6-10 years 341 053 Moderate
Above 10 years 354 039 High
Educational Attainment

High School 353 054 High
Vocational 290 033 Moderate
College 345 052 Moderate
Department

Loan 344  0.62 Moderate
Collection 341 046 Moderate
ROPA 318 025 Moderate
Administrative 344 047 Moderate
Accounting 344 046 Moderate
Treasury 352 0.65 High

Legend: Very High - 4.50-5.00, High - 3.50-4.49, Moderate - 2.50-3.49, Low - 1.50-2.49, Very Low - 1.00-1.49

The study found age-related differences among age groups of the age-task-performance profile of bank
employees. Middle adult employees age 36 to 55 years old performed above expectations (mean = 3.52),
interpreted as high-performance level. Older workers can grasp difficult situations and concentrate on vital tasks
(WHO, 2015). However, Brustio et al. (2017) stated that mobility and cognitive performance decrease significantly
in the older group, similar to the findings of this study. Another negative predictive value of the age variable

showed that as librarians in the university libraries of Nigeria advanced in age, the job performance declined
(Ugwu, 2017).

Based on the study, male employees were more active and effective than female employees. The findings indicated
that male employees scored higher (mean=3.46) than female employees. In one of the studies conducted by the
American Time Survey from the U.S. Department of Labor (2019) on time spent at work, men work longer, with
8.4 hours, compared to women, who work 7.9 hours. Regarding civil status, the widower had the highest
score (mean= 4.07), while married employees got the lowest score (mean=3.40). The lowest score of married
employees is attributed to their daily multipart responsibilities. Based on research findings, employees having
families is associated with decreased attendance (Trahan, 2017).

Employees' expertise is enhanced through the years of employment, as shown in the results; employees above ten
years of tenure rated above expectations (mean=3.54), interpreted as a high-performance level. A study stated that
length of service is positively correlated with the performance of the insurance salesmen in Nigeria (Hassan, 2014).
The relationship between tenure and engagement points to a crucial untapped opportunity for most organizations
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(Harter, 2015). Entry to higher-level jobs often required professional degrees; however, performance usually is not
measured by academic aptitude. This study found an insignificant relationship between education and task
performance, where high school graduates performed above expectations (mean=3.53), considered higher
performance than other education levels. A study in the financial institution in Punjab further supported the idea
that education negatively correlates with employee performance (Khan, 2014).

The evaluation of various departments of the bank showed dissimilar rating scores. Treasury rated above
expectations (mean=3.52) on top of other departments. Employees assigned in the treasury department are more
efficient with their assigned tasks than other departments, whose critically pressing functions cannot. The bank
treasury is the custodian of financial and liquidity risk management, which manages cash, liquidity, and risk to
meet regulatory requirements and stay in control (PwC, 2014). The task performance result is obtained through

employee compliance with the organization's preset work standards, targets, and criteria (Al Mehrzi & Singh,
2016).

3.3 Contextual Performance According to Profile
Table 3 presents the contextual performance of bank employees according to the profile of participants.

Table 3. Contextual performance according to profile variable

Variables Mean SD  Interpretation
Age

18 to 35 years old 330 041 Moderate
36 to 55 years old 339 047 Moderate
Above 55 years old 347 075 Moderate
Sex

Male 343 043 Moderate
Female 327 042 Moderate
Civil Status

Single 331 042 Moderate
Married 335 046 Moderate
Widow/er 360 0.00 High
Years of Employment

1-5 years 329 041 Moderate
6-10 years 331 043 Moderate
Above 10 years 340 049 Moderate
Educational Attainment

High School 345 041 Moderate
Vocational 297  0.05 Moderate
College 334 044 Moderate
Department

Loan 340 054 Moderate
Collection 344 039 Moderate
ROPA 320 035 Moderate
Administrative 328 042 Moderate
Accounting 327 036 Moderate
Treasury 338 052 Moderate

Age profile showed that older workers possess better extra-role performance toward the organization. The age
group above 55 showed the highest rating (mean=3.47). Employees developed soft skills like emotional stability,
conscientiousness, and agreeableness with age (Witt et al., 2002). In a cross-national sample of white-collar
employees from South Korea and U.S. automobile and bank companies, interpersonal, helping, and civic virtue
are more likely to be regarded as in-role behaviors for senior than junior employees (Kang et al., 2016).

In this study, findings reflected that male employees displayed powerful personality traits with a higher
score (mean=3.43) than female employees (mean=3.27). Employees with friendly personalities resolve personal
and professional conflicts through cooperation and collaboration for the organization's benefit (Youshan et al.,
2015). This study showed that as the length of tenure advanced, employees' level of commitment to perform
beyond their formal job responsibilities increased. Employees above ten years of service obtained the highest
rating (mean=3.40) compared to other groups. The study by Mustafa et al. (2021) found that longer organizational
tenure resulted in higher affective commitment or the tendency of an employee to stay with the company because
of emotional attachment. Based on their educational attainment, employees who completed high school were
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more likely to go the extra mile for the organization. Employees who completed secondary education scored the
highest (mean=3.45) than those who finished vocational or college. Kalia et al. (2019) study that education has no
significant relationship with overall job performance. Employees connected with the collection department rated
the highest (mean=3.44) compared to other departments. Similarly, the nature of work-related behavior in a
specific occupational field, which Kapaggoda (2018) mentioned, is the importance of extra-role behavior in
accomplishing organizational goals. Collectors must overcome the challenges of collecting and facing account
holders who cannot pay their bills with excellent customer service while recovering the bank's past-due funds.

3.4 Bank Employees’ Task and Contextual Performance
Table 4 below describes the level of the bank employees' task-based performance as rated by their supervisors.

Table 4. Bank employees’ task performance

Indicators Mean SD  Interpretation
1. Completes tasks on time. 346 059 Moderate
2. Completes tasks accurately. 340 058 Moderate
3.  Understands day-to-day tasks with minimal supervision. 345 0.78 Moderate
4.  Fulfills job responsibilities specified in job description. 348 0.66 Moderate
5. Keeps in mind the results to achieve in work. 340 0.65 Moderate
6. Knows how to set the right priorities. 343  0.66 Moderate
7. Collaboration with others is very productive. 342 0.63 Moderate
8.  Good at following instructions. 342 0.68 Moderate
9.  Communicate information accurately both verbally and in writing. 331 0.61 Moderate
10. Exercises good judgment and makes appropriate decisions in performance of duties. 337 055 Moderate
11. Understands and follows department policies and procedures with a high degree of integrity and 349  0.53

results. Moderate
12. Observes work time responsibly. 334 073 Moderate
13. Attendance at work is above the norms. 351 077 High
14. Gives an advance notice when unable to work. 358 091 High
15. Observes required safety practices for the well-being of self and co-workers. 351 0.68 High
Overall 344  0.67 Moderate

Legend: Very High - 4.50-5.00, High - 3.50-4.49, Moderate - 2.50-3.49, Low - 1.50-2.49, Very Low - 1.00-1.49

The bank employee task performance level met expectations reflected in the mean score of the fifteen items of the
instruments. Some of the highly performed tasks include: attendance at work is above the norms (mean=3.51,
sd=0.77); gives an advance notice when unable to work (mean=3.58, sd=0.91); and observes required safety
practices for the well-being of self and co-workers (mean=3.51, sd=0.68). These task behaviors mentioned
conformed to the bank's code of discipline for employees in accomplishing essential tasks of processing and
performing daily bank transactions. Organizations have even introduced an accurate and centralized approach to
monitoring attendance (Duff & Angus, 2015) to increase efficiency in human resources management.

The lowest rating among the task-based performance pertained to communication and comprehension. Task
performance revealed low ratings in the areas of communicating information accurately both verbally and in
writing (mean=3.31, sd=0.61); exercising good judgment and making appropriate decisions in the performance of
duties (mean=3.37, sd=0.55); and observing work time responsibly (mean=3.34, sd=0.73). Effective communication
in the banking sector is a requisite for successfully implementing strategies and building solid relationships among
bank stakeholders. Another essential ingredient in the successful implementation of strategies is the
understanding and internalization of what to do. Oyewole and Popoola (2013) found communication and problem
solving significant task performance indicators. Commercial banks in Nepal improved their communication
practices and strategies to properly transfer information between employees and management (Shrestha, 2019).
The study (Koopmans, 2011) indicates a concern for time and detail as one of the critical dimensions of task
performance. Richardson and Beckham (2015) suggested that intervention strategies such as career growth,
learning, etc., influence employee performance.

Overall, the fifteen-item questionnaire revealed a mean score of 3.44, implying that employees meet expectations
as a moderate level of performance with their assigned tasks. The results denote improvement of employee task
behaviors prompting management to craft effective development interventions for employees to be result-
oriented and perform optimally. Appropriate rewards and motivation schemes are beneficial in encouraging
workers to put in their best efforts. This conforms with the study of Orenuga et al. (2024), which showed a direct
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and significant relationship between employee empowerment and the job performance of bank employees.
Moreover, team building activities and ongoing employee development will enhance task-based performance,
especially in communication skills.

The results in Table 5 showed that most of the bank employees met expectations (mean=3.33, sd=0.59) interpreted
as moderate performance level based on the fifteen items of the contextual instrument reflecting their capabilities
in performing extra-role behaviors in the workplace. The results also revealed the greatest strength of bank
employees, who work effectively with others as outstanding team players and supportive to everyone, which
scored above expectations (mean=3.55, sd=0.63) and was interpreted as a high-performance level. Bank
employees are highly rated in teamwork. The relevance of collaboration created employee unity and increased
performance, especially in banks. The study of Boakye (2015) exhibited a significant positive relation between
teamwork and organizational performance.

Table 5. Bank employees’ contextual performance

Indicators Mean SD  Interpretation
1.  Takes extra responsibilities than the job requires. 322 057 Moderate
2. Actively participates in work meetings and / consultations. 325 0.61 Moderate
3. Coaches and helps co-workers accomplish their task. 334 057 Moderate
4. Empathizes, supports and encourages fellow employees with personal matters. 324 055 Moderate
5. Can build strong relationships across the organization. 337 057 Moderate
6.  Endorses, supports and defends organizational objectives. 345 0.63 Moderate
7. Has a strong sense of belongingness with the organization. 349 0.66 Moderate
8. Enjoys providing best service to customers. 333 0.66 Moderate
9.  Contributes new ideas for improving products, services, policies and procedures. 324 0.65 Moderate
10. Knows how to solve difficult situations and setbacks quickly. 316 054 Moderate
11. Displays initiative readily, independently and responsibly. 345 058 Moderate
12. Can deal skillfully and promptly with new situations and obstacles. 318 055 Moderate
13. Exercises personal discipline and self-control. 342 058 Moderate
14. Gives assistance above and beyond normal expectations. 327 045 Moderate
15. Works effectively with others as an outstanding team player and supportive to everyone. 355  0.63 High
Overall 3.33 059 Moderate

Legend: Very High - 4.50-5.00, High - 3.50-4.49, Moderate - 2.50-3.49, Low - 1.50-2.49, Very Low - 1.00-1.49

This study showed some weak points in knowing how to solve difficult situations and setbacks quickly
(mean=3.16, sd=0.54); dealing skillfully and promptly with new situations and obstacles (mean=3.18, sd=0.55);
and taking extra responsibilities than the job requires (mean=3.22, sd=0.57). Koopmans (2011) identified solving
problems as another dimension of contextual behavior. This skill shared by experienced colleagues responds to
immediate solutions for difficult situations in the workplace. The measurements include cooperating, taking on
an extra load, and showing responsibility and initiative as part of contextual behaviors (Koopmans, 2011). The
willingness of an employee to take on additional tasks or offer to help a colleague will positively impact the
organization's performance. Based on the findings, bank management strives to strengthen strategies on
contextual behavior development. Jena & Pradhan (2016) also suggested incorporating extra-role skills in hiring,
appraisal, and training to promote better results. It conforms to a study on self-efficacy, task performance, and
contextual performance: A Sri Lankan Experience, which concluded a significant and positive correlation between
task performance and contextual performance (Kappagoda, 2018).

3.5 Bank Financial Performance

The bank's financial results obtained through CAMELS analysis for three years are in Table 6 below. The bank's
capital adequacy, calculated as the ratio of shareholders' equity to total assets (Ahsan, 2016), was vital for three
years, reflecting the bank's strong performance in terms of stability and efficiency. The results demonstrate the
bank's ability to promote financial stability and efficiency and protect depositors (Rahman, 2017). CAR increased
from 25.70% in 2017 to 29.35% in 2018, although decreased to 22.95% in 2019. Masood et al. (2016) stated that a
capital adequacy ratio higher than 11% is considered very high. The study of Otwani et al. (2017) conceded a
positive relationship between capital adequacy and financial performance in Nairobi Exchange Companies in
Kenya. On the other hand, contrary to the study of Kablay and Gumbo (2021), CAR was found to hurt profitability.

265



Table 6. CAMELS analysis of bank’s performance for the period 2017-2019

. . . Bank Performance Bank Rating Interpretation
Rating Component  Predictors of: 2017 2018 2019 2017 2018 2019 2017 2018 _ 2019
Capital Adequacy Stability 25.7% 29.3% 22.9% 5 5 5 S S S
Assets Quality Stability 30.0% 19.2% 32.5% 1 1 1 u U U
Management Stability 209% 354% 485% 1 1 1 u U U
Earnings (ROA) Profitability 1.68% 0.91% 0.57% 5 2 1 S M U
Earnings (ROE) Profitability 5.69% 2.76% 2.22% 1 1 1 8} 8) 8)
Liquidity (ADR) Liquidity 56.7% 60.6% 65.4% 5 4 3 S SA F
Liquidity (CATA) Liquidity 37.1% 30.3% 23.5% 5 5 5 U U U
Sensitivity Stability No risk for marketable securities

Legend: 5-Strong (S), 4-Satisfactory (SA), 3-Fair (F), 2-Marginal (M), 1-Unsatisfactory (U)

Another element of CAMELS predicting stability is the asset quality. The bank's financial performance on asset
quality was not favorable for three years and rated unsatisfactory at 30.07%, 19.20%, and 32.59%, respectively,
which indicates a significant credit deficit or high credit risk. It is essential to analyze the current situation of this
asset quality and determine the possibility of future deterioration. The bank needs to review and improve its credit
and collection policies. According to Masood et al. (2016), a percentage score of below 1.5% indicates a very high
asset quality. Performance improved as the ratio kept lower. Asset quality constitutes the bank's loan quality,
which also reveals the earnings of the institution. It describes the quality of advances and the type of debtors of
the bank (Ab-Rahim, 2018). It reflects the volume of funds allocated in the event of bad investments (Ahsan, 2016).
A high provision for non-performing loans would mean a greater risk of loan losses (Rahman, 2018).

Management efficiency shows the soundness of the bank operation through skillful management of controlling
expenses (Ahsan, 2016). It likewise ensures the survival and growth of the financial institution (Rahman, 2017). A
higher ratio worsens the bank's financial health (Cabaron, 2018). Based on the study of Masood et al. (2016), a ratio
of 25% or lower reflects a very high rating. In this study, the bank rated unsatisfactory for three consecutive years
based on the cost-to-income ratio of 209.01%, 354.23%, and 485.29%. In the study of Islam (2014), the rating showed
how the management efficiently operates the bank activity at a much lower cost against income generated from
the operation. In assessing the management quality ratio of the bank, the low rating is ascribed to the high
administrative expense incurred by the company. The bank needs to reduce bank operating expenses through
cost-cutting measures and increase the efficiency of its loan portfolios.

One of the most important measures of financial performance is earnings derived from business operations.
Earnings quality measures the profitability and productivity of the bank as a significant indicator of growth
(Ahsan, 2016). Profitability is calculated using the two criteria: return on asset (ROA) and equity (ROE). ROA aids
the bank in its gripping capacity over unexpected losses while ROE evaluates stockholder's investment growth
(Ahsan, 2016). According to Masood et al. (2016), profitability peaks at an ROA above 1.5% and an ROE equivalent
or above 22%. This study showed that the bank's profitability based on ROA correspondingly decreased from
strong at 1.68%, marginal at 0.91%, and unsatisfactory at 0.57% from 2017 to 2019. Notably, the bank had the
highest rating in 2017, revealing high returns. Islam (2014) stated that a higher ROA ratio indicates better
managerial performance and efficient use of company assets. ROE was unsatisfactory for three years at 5.69%,
2.76%, and 2.22%, respectively, presenting the poor financial ability of the bank to generate profits from its
investments. ROE is the percentage of profit the bank makes for every peso of equity invested in the company
(Berzkalne, 2014).

The bank's liquidity refers to the ability of the bank to quickly convert its financial assets to cash to pay its short-
term obligations. The measurement used in the study by Masood et al. (2016), a ratio of below 60% for both
liquidity ratios, indicates strong performance. The computed results showed that advances to deposits (ADR)
decreased from strong to fair. The analysis showed that the highest ADR was in 2017 (ratio=56.73), and the lowest
ADR was in 2019 (ratio=65.42). It interpreted adequate liquidity to cover loan losses and withdrawals of
depositors, especially during an economic downturn. A study of ten commercial banks in Bangladesh showed a
positive and significant influence of ADR on the financial performance, especially on the ROA.

Further, it concluded that an optimum ratio of advance to deposit enhanced ROA positively affects the financial
health of banks (Das, 2020). Alternatively, the proportion of circulating assets to total assets (CATA) maintained
strong performance for three years. According to Ahsan (2016), liquidity evaluates the unprecedented and
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unforeseen risk that may cause the bank's insolvency. Findings from the study of some manufacturing firms in
Ghana showed a significant positive relationship between the current to-total assets ratio with profitability (Akoto
et al., 2013). Overall, effective working capital management is necessary for bank profitability.

3.6 Composite Rating for the period reflected based on CAMELS Framework
The composite rating presented in Table 7 further explains the bank's financial standing to the CAMELS rating
analysis of Masood et al. (2016). Each indicator is rated according to the three-year financial performance.

Table 7. Composite rating for the period reflected based on CAMELS framework

. Rating
Variables 20172018 2019
Profitability
ROA 5 2 1
ROE 1 1 1
Liquidity
Advances to deposits (AD) 5 4 3
Circulating assets to total assets (CATA) 1
Stability
Capital adequacy 5 5 5
Asset quality 1 1 1
Management quality 1 1 1
Sensitivity 5 5 5
Composite Rating 2.7 243 2.30
Interpretation Fair Marginal Marginal

Based on the CAMELS rating, a sound financial institution has a composite rating of at least "3" and a management
score of at least "3" (BSP Circular No. 364). The bank's composite rating indicated a score of 2.7, 2.43, and 2.30
respectively for the three years, reflecting the bank's inner strength and susceptibility to market risks. The bank's
fair rating is described by Masood et al. (2016) with the following conditions: financial, operational, or compliance
weaknesses ranging from moderately severe to unsatisfactory; vulnerable to the onset of adverse business
conditions; quickly deteriorate if actions are not effective in correcting weaknesses; and supervisory concern and
more than regular supervision to address deficiencies. Further, the bank's financial performance declined in 2018
and 2019, both rated marginally. A marginal rating was interpreted as possessing the following characteristics:
the immoderate volume of serious financial weaknesses; unsafe conditions are not being satisfactorily addressed;
without corrections, these conditions could develop further and impair future viability; high potential for failure;
and close supervision surveillance and a definite plan for correcting deficiencies (Masood et al., 2016).

According to Ashan (2016), there is a need to analyze the quality of these components. Furthermore, management
efficiency has been unsatisfactory for three years, indicating a very low rating compared to the prerequisite score
of at least 3. The findings displayed a deficiency in both requirements compared to the performance limit required
by the Bangko Sentral ng Pilipinas. Management efficiency is described as the adherence to prescribed norms,
ability to adapt to the changing environment, leadership and administrative capability of the bank, and a strong
result, which is an assurance of growth and endurance of a bank (Aspal, 2020).

3.7 Relationship Between Employee Work Performance and Financial Performance

Spearman's correlation was used to assess the relationship between the bank's employee work performance and
financial performance. Using a 5-point Likert scale to interpret the level of performance of both primary and
secondary data, the result showed no significant relationship at p-value = .813. The findings were confirmed in
the study of Odriozola et al. (2018), rejecting female participation’s relationship with the more excellent financial
performance of the company. Other findings indicate no significant human capital intervention in the relationship
between innovation strategy and financial performance (Hutayan, 2020).

Table 8. Relationship between employee work performance and financial performance

Variables p-value Interpretation
Employee Work Performance 813 Not significant
Financial Performance 813 Not significant

Significance level @ .05
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The study of Rompho shows no connection between the level of human capital and the long-term financial
performance of firms using different human resource management strategies (Rompho, 2020). Tran and Vo (2020)
show no relationship between ROA and human capital efficiency across sectors. Results of other research are
contrary to this study: extenuating the relationship between human capital and return on asset, return on equity,
asset turnover, and price-to-book ratio (Soewarno et al., 2020); human capital efficiency and financial performance
(Ozkan et al., 2017), human capital and coping ability and resiliency during economic stress (Yarovaya et al., 2020);
employees' contributions, involvement, and improvement of skills and financial growth of the (Molla, 2019);
employee's job commitment and job involvement, and service performance and productivity (Rahman, 2017); and
employee competencies and service performance (Xu & Ye, 2014).

4.0 Conclusion

The findings of this study provide valuable insights into the interplay between employee performance and the
financial outcomes of rural banks. They may also build awareness among bank management on the relative
importance of both task and contextual performance behavior. Decisions can be made to improve bank employees'
work performance by enhancing their communication and problem-solving skills, work attitudes, and
commitment to work. Prompt attention to this valuable information will increase employee performance and
prevent helpful employees from leaving the bank.

Results can contribute significantly to the academic literature in the banking sector to existing theories on
organizational behavior by demonstrating how employee performance directly affects financial success in a rural
banking context. This adds a nuanced understanding of the dynamics in smaller banking institutions compared
to larger commercial banks. For practitioner applications, the findings underscore the necessity for effective
human resource strategies that prioritize employee satisfaction and performance. Banks should focus on fair
compensation, policy recommendations, strategic focus, recognition programs, and career development
opportunities to enhance workforce motivation.

Efficient financial management is crucial for the success of a banking institution. The strategic use of financial
instruments such as the CAMELS rating system will help managers determine the bank's financial strength. Based
on the CAMELS rating, the bank's financial results have been decreasing for three years, implying a need for
improvement in ROA and AD that is declining, and the unsatisfactory rating for ROE, CATA, asset quality, and
management efficiency. These threatening results will prompt the bank management to evaluate every dimension
of the bank's deficiencies, take preventive measures, and closely monitor performances.

Finally, the study found no significant relationship between employee work performance and financial
performance. This study fills a gap in the literature regarding rural banking by focusing on employee dynamics,
which have been less explored than larger banking entities. It provides empirical evidence that can be built upon
in future research.

5.0 Contributions of Authors

Castrana, Lovella: Gathering existing information and studies related to the topic. Develop a data collection plan, Data Collection, Designing and implementing methods for gathering new
data encoding. Execute the data collection process. Create a bibliography or reference list.

Berbano, Jaime: Editing, writing, supervising, data analysis, Literature Review. Search for relevant articles, books, and studies. Prepare visual aids (charts, graphs) to support findings. Ensure
ethical standards are maintained.

Pisuena Jay Jay: Analyze and report the collected data and prepare a report for presentation. Use appropriate methods (statistical analysis, thematic analysis) to analyze the collected data
and summarize key findings.

6. 0 Funding

No funding agency, the authors contributed to this research.

7.0 Conflict of Interests

There is no conflict or non-conflict of interest.

8.0 Acknowledgment

This research becomes a reality with the help of the following persons to whom we would like to extend our heartfelt gratitude: Dr.Teresa B. Ballados, Dr. Ma. Fara J. Magada, and Dr. Eric
Arthur N. Dio, who extend their expertise with their valuable comments, suggestions, and critiques, Ms. Ann Baynosa for sharing her knowledge and technical know-how in the statistical
analysis and interpretation; To the management of the rural bank (though I cannot mention) for the most welcomed support and help, the department heads for my data gathering and the
head of the accounting department for the financial data needed in this study; and to all friends and co-workers for their encouragement and unwavering support to finish this study.

268



9.0 References

Ab-Rahim, R., Kadri, N., Ee-Ling, A.-C., & Dee, A. A. (2018). Camel analysis on performance of asean public listed banks. International Business Research, 11(4), 96.
https:/ /doi.org/10.5539/ibr.v11n4p96

Adham, T.K.I. (2023). Conflict Resolution in Team: Analyzing the of Conflicts and Best Skills for Resolution. Scholars Journal of Engineering and Technology, 11(8), 152-163.
http://dx.doi.org/10.36347 /sjet.2023.v11i08.001

Ahsan, M. (2016). Measuring Financial Performance Based on CAMEL A Study on Selected Islamic Banks in Bangladesh. Asian Business Review, 6(13), 47-56.
https:/ /doi.org/10.18034 /abr.v6il.26

Akoto, RK,, Vitor, D.A. and Angmor, P.L. (2013). Working Capital Management and Profitability: Evidence from Ghanaian listed Manufacturing Firms. Journal of Economics and
International Finance, 5, 373-379. https:/ /doi.org/10.5897 /TEIF2013.0539

Al Mehrzi, N., & Singh, S. K. (2016). Competing through Employee Engagement: A Proposed Framework. International Journal of Productivity and Performance Management, 65, 831-843.
https://doi.org/10.1108 /IJPPM-02-2016-0037

Berzkalne, I, & Zelgalve, E. (2014). Return on Equity and Company Characteristics: An Empirical Study of Industries in Latvia . The 8th International Days of Statistics and Economics,
Prague. https://tinyurl.com/42hhxzpv

Boakye, E. O. (2015). The impact of teamwork on employee performance. Retrieved from http://dx.doi.org/10.13140/RG.2.1.4959.8804

Brief, A. P., & Motowidlo, S. J. (1986). Prosocial organizational behaviors. The Academy of Management Review, 11(4), 710-725. https:/ /doi.org/10.2307 /258391

Brustio, P. R., Magistro, D., Zecca, M., Rabaglietti, E., & Liubicich, M. E. (2017). Age-related decrements in dual-task performance: Comparison of different mobility and cognitive tasks. A
cross sectional study. PLOS ONE, 12(7), e0181698. https:/ /doi.org/10.1371/journal.pone.0181698

Cabaron, J. B. (2021). Financial performance of rural banks in the philippines: Application of camels model. International Journal of Research in Commerce and Management
Studies, 03(06), 123-134. https://doi.org/10.38193 /IJRCMS.2021.3608

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and assessment of work performance. Annual Review of Organizational Psychology and Organizational Behavior, 2(1), 47-74.
https://doi.org/10.1146 /annurev-orgpsych-032414-111427

Das, P. (2020). Impact of Advance-Deposit Ratio (ADR) on Financial Performance: Panel Evidence from Commercial Banks in Bangladesh. The Cost and Management, 48(3) ,42-51.
https:/ /tinyurl.com/3r44jnra

Duff, A.]., Podolsky, M., Biron, M., & Chan, C. C. A. (2015). The interactive effect of team and manager absence on employee absence: A multilevel field study. Journal of Occupational and
Organizational Psychology, 88(1), 61-79. https:/ /doi.org/10.1111/joop.12078

Emele, E.A. (2024). Entrepreneurship Skills and Performance of Small and Medium Enterprises (SMEs) In South-East, Nigeria. International Journal of Social Sciences and Management
Research, 10(11), 114-132. https:/ /tinyurl.com/msm4t5tb

Gould-Williams, J. (2003). The importance of HR practices and workplace trust in achieving superior performance: A study of public-sector organizations. The International Journal of
Human Resource Management, 14(1), 28- 54. https:/ /doi.org/10.1080/09585190210158501

Gruman, J. A,, & Saks, A. M. (2011). Performance management and employee engagement. Human Resource Management Review, 21(2), 123-136.
https://doi.org/10.1016 /j.hrmr.2010.09.004

Harter, J. (2015). Engage Your Long-Time Employees to Improve Performance. Retrieved from https://tinyurl.com/yc59ykec

Hassan, B., & Ogunkoya, O. (2014). Demographic Variables and Job Performance: Any Link? Acta Universitatis Danubius OEconomica, 10(4), 19-30. https://tinyurl.com/3z3966nu

Hutayan, B. (2020). The mediating role of human capital and management accounting information system in the relationship between innovation strategy and internal process
performance and the impact on corporate financial performance. Benchmarking: An International Journal, 27(4), 1289-1318. https:/ /doi.org/10.1108 /I[PPM-02-2018-0049

Islam, MD. A. (2014). An Analysis of the Financial Performance of National Bank Limited Using Financial Ratio. Retrieved from https://dx.doi.org/10.2139/ssrn.2512776

Pradhan, R. K., & Jena, L. K. (2017). Employee performance at workplace: Conceptual model and empirical validation. Business Perspectives and Research, 5(1), 69-85.
https://doi.org/10.1177 /2278533716671630

Kablay, H., & Gumbo, V. (2021). Financial Performance of Banks in Botswana. Journal of Mathematical Finance, 11(3), 386-397. https:/ /doi.org/10.4236/jmf.2021.113022

Kalia, N., & Bhardwaj, B. (2019). Contextual and task performance: Do demographic and organizational variables matter? Rajagiri Management Journal, 13(2), 30-42.
https://doi.org/10.1108 /RAM]-09-2019-0017

Kang, Y.-H., & Ryan, A. M. (2016). Should more senior workers be better citizens? Expectations of helping and civic virtue related to seniority. SpringerPlus, 5(1), 1687.
https://doi.org/10.1186 /s40064-016-3097-1

Kappagoda, U. (2018). Self-Efficacy, Task Performance and Contextual Performance: A Sri Lankan Experience. Journal of Human Resource and Sustainability Studies, 6(2), 157-166.
https://doi.org/10.4236/jhrss.2018.62034

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Schaufeli, W. B., De Vet Henrica, C. W., & Van Der Beek, A. J. (2011). Conceptual frameworks of individual work performance: A
systematic review. Journal of Occupational & Environmental Medicine, 53(8), 856-866. https:/ /doi.org/10.1097/JOM.0b013e318226a763

Malik, A. R., Manroop, L., & Patel, P. C. (2019). An empirical examination of the relationship between skills shortage and firm performance: The role of high-performance work
systems. Journal of Management & Organization, 25(5), 695-710. https:/ /doi.org/10.1017 /jmo.2017.30

Masood, O., Ghauri, S. M. K., & Aktan, B. (2017). Predicting Islamic banks performance through CAMELS rating model. Banks and Bank Systems, 11(3), 37-43.
https://doi.org/10.21511/bbs.11(3).2016.04

Michel, J.P. (2015). WHO world report on Ageing 2015. Retrieved from http://dx.doi.org/10.13140/RG.2.1.5058.8245

Molla, E., & Eqbal, Z. (2019). Impact of Human Resources on Productivity and Financial Performance for Organizational Growth: A Comparative Study on Selected Public and Private
Organizations in Bangladesh. Journal of Administration and Management, 31(1), 18-34. https://tinyurl.com/5n756uke

Mustafa, M. (2021). Examining when hotel middle-managers’ psychological ownership influences their commitment and job satisfaction. Journal of Human Resources in Hospitality &
Tourism, 20(2), 198-221. https:/ /doi.org/10.1080/15332845.2021.1872236

Tran, N. P, & Vo, D. H. (2020). Human capital efficiency and firm performance across sectors in an emerging market. Cogent Business & Management, 7(1), 1738832.
https://doi.org/10.1080/23311975.2020.1738832

Odriozola, M., & Baraibar-Diez, E. (2018). Do work-life balance practices mediate in the relationship between female participation and financial performance? European Journal of
Management and Business Economics, 27(3), 249-265. https://tinyurl.com/52sdkyer

Orenuga, D., Worly, R., Olabode, O., John, N., Ariyo, A., Okon, M.G.D., & Tommy, U. (2024). Empowering bank employees for improved job performance: An evaluation of emerging
strategies. SA Journal of Human Resource Management, 22(0), a2464. https:/ /doi.org/10.4102/sajhrm.v22i0.2464

Otwani, M. (2017). Impact of Capital Adequacy on the Financial Performance of Companies Listed on Nairobi Securities Exchange in Kenya. International Journal of Social Science and
Information Technology, 3(11), 2506-2513. https:/ /tinyurl.com/3kxr9%kpd

Oyewole, G.O., & Popoola, S.0. (2015). Personal factors and work locus of control as determinants of job performance of library personnel in Federal Colleges of Education Nigeria.
Chinese Librarianship: International Electronic Journal, 40, 15-31. http://www.iclc.us/cliej/ cl400P.pdf

Ozkan, N., Cakan, S., & Kayakan, M. (2017). Intellectual capital and financial performance: A study of the Turkish Banking Sector. Borsa Istanbul Review 17(3), 190-198.
https://doi.org/10.1016/].bir.2016.03.001

Pasban, M., & Nojedeh, S. H. (2016). A review of the role of human capital in the organization. Procedia - Social and Behavioral Sciences, 230, 249-253.
https://doi.org/10.1016/].sbspro.2016.09.032

Pradhan, RK,, & Jena, LK. (2016). Employee Performance at Workplace: Conceptual Model and Empirical Validation. Business Perspectives and Research, 5(1), 1-17.
http://dx.doi.org/10.1177/2278533716671630

Rahman, H. (2017). Impact of Employee Work Related Attitudes on Job Performance. British Journal of Economics, Finance and Management Sciences, 13(2), 93-105.
https:/ /tinyurl.com/bdd7kys4

Rahman, Md. Z., & Islam, Md. S. (2017). Use of camel rating framework: A comparative performance evaluation of selected bangladeshi private commercial banks. International Journal of
Economics and Finance, 10(1), 120. https://doi.org/10.5539/ijef.v10n1p120

Richardson, F.W. (2014). Enhancing Strategies to Improve Workplace Performance (Dissertation). College of Management and Technology, Walden University, Minnesota

Rompho, N. (2020). Human capital and financial performance with two HRM strategies. International Journal of Productivity and Performance Management, 66(4), 459-478.
http://dx.doi.org/10.1108 /1[PPM-12-2015-0184

Rubel, M. R. B., Rimi, N. N., Yusliza, M.-Y., & Kee, D. M. H. (2018). High commitment human resource management practices and employee service behaviour: Trust in management as
mediator. IIMB Management Review, 30(4), 316-329. https:/ /doi.org/10.1016/}.iimb.2018.05.006

Saad, M., & Zhengge, T. (2016). The impact of organizational factors on financial performance: Building a theoretical model. Journal of International Business Research and Marketing, 2(7),
51-56. https:/ /doi.org/10.18775/ijmsba.1849-5664-5419.2014.27.1005

Shrestha, S., Parajuli, S., & Paudel, U. R. (2019). Communication in banking sector: A systematic review. Quest Journal of Management and Social Sciences, 1(2), 272-284.
https://doi.org/10.3126 / qjmss.v1i2.27445

Siddons, O.G. (2014). Anticipating problems, finding solutions Global Annual Review 2014. Retrieved from https://tinyurl.com/3jyjebam

Soewarno, N., & Tjahjadi, B. (2020). Measures that matter: an empirical investigation of intellectual capital and financial performance of banking firms in Indonesia. Journal of Intellectual
Capital, 21(6), 1085-1106. https://doi.org/10.1108 /[IC-09-2019-0225.

Stack, L. (2019). The 2019 American Time Use Survey: The Hits Keep Coming. Retrieved from https://tinyurl.com/4hnw3d8s

269



Surji, K. (2013). The Negative Effect and Consequences of Employee Turnover and Retention on the Organization and Its Staff. European Journal of Business and Management, 5(25), 52-65.
http://dx.doi.org/10.7176 /E]BM/5-25-2013-01

Tankersley, M. (2015). A Descriptive Correlational Study Examining the Relationship of Emergency Department Contextual Factors and Transfer Interval to an Intermediate Unit (Thesis).
School of Nursing, Cerdaville University, Ohio

Trahan, C. R. (2017). An Examination of Various Factors (Age, Gender, Family Status, Marital Status, and Work Engagement) and Their Relationship to Longevity, Attendance, and Job
Performance of Custodial Staff at a Large Public University (Dissertation). Agricultural and Mechanical College,Louisiana State University, United State

Ugwu, C.I, & Ugwu, M.E. (2017). Demographic Variables and Job Performance of Librarians in South East Nigeria. Retrieved from https://digitalcommons.unl.edu/libphilprac/1553/

Vikram Jeet, P.K.A. (2020). The Determinant of Financial Performance of Indian Public Sector Banks- A Panel Data Approach. International Journal of Financial Research, 11(5).
https://doi.org/10.5430/ijfr.v11n5p285

Vosloban, R. L. (2012). The Influence of the Employee's Performance on the Company's Growth - A Managerial Perspective. Procedia Economics and Finance, 3, 660-665.
http://dx.doi.org/10.1016/52212-5671(12)00211-0

Witt, L. A., Burke, L. A, Barrick, M. R., & Mount, M. K. (2002). The interactive effects of conscientiousness and agreeableness on job performance. Journal of Applied Psychology, 87(1),
164-169. https:/ /doi.org/10.1037/0021-9010.87.1.164

Xu, A, & Ye, L. (2014). Impacts of teachers' competency on job performance in research universities with industry characteristics: Taking academic atmosphere as moderator. Journal of
Industrial Engineering and Management, 7(5), 1283-1292. https://doi.org/10.3926 /jiem.1261

Yarovaya, L., Mirza, N., Abaidj, J., & Hasnaoui, A. (2021). Human Capital efficiency and equity funds’ performance during the COVID-19 pandemic. International Review of Economics &
Finance, 71, 584-591. https:/ /doi.org/10.1016/j.iref.2020.09.017

Youshan, B., & Hassan, Z. (2015). The Effect of Employee Personality on Organizational Performance. International Journal of Accounting and Business Management, 4(2), 187-196.
http://dx.doi.org/10.24924 /ijabm /2015.04 /v3.iss1/187.196

270



