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Abstract

This study investigated the relationship between employee skills, task quality, and technical accuracy
in banking sector of England. A quantitative research approach was followed in this study and
questionnaire survey was carried out. The results revealed that task quality mediates the relationship
between employee skills and technical accuracy, suggesting that higher employee skills lead to better
task quality, which, in turn, leads to higher technical accuracy. The study’s findings highlight the
importance of investing in employee training and development to improve task quality and technical
accuracy, leading to enhanced organizational productivity, reduced costs, and improved customer
satisfaction. However, the study’s limitations include the cross-sectional design and self-report bias.
Future studies could employ longitudinal or experimental designs and use objective measures to

mitigate these limitations.
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1. INTRODUCTION

Technical accuracy is an essential aspect of
work quality (Barry, 1992; Bin-Shuwaish et al.,
2021) in banking sector of England that is required
in various fields such as engineering, healthcare,
finance, and law. Technical accuracy involves
the ability to perform tasks in accordance with
established standards and specifications. It is
important for organizations to maintain a high
level of technical accuracy to ensure that their
products and services meet the expectations
of their customers. The influence of employee
skills and task quality on technical accuracy has
been extensively studied in the field of industrial-
organizational psychology. Employee skills refer
to the abilities, knowledge, and experience that
an individual possesses and is required for the
job. Task quality refers to the level of complexity,
difficulty, and specificity of a task.

The purpose of this research article is to
investigate the influence of employee skills and
task quality on technical accuracy in banking
industry of England. The article is providing an
overview of the relevant literature and present
a conceptual framework for understanding the
relationship between these variables. The article
also identifies the gaps in the existing research and
suggest areas for future research. Employee skills
are critical for ensuring technical accuracy. The
level of employee skills can impact the quality of

work performed (Keerativutisest & Hanson, 2017;
Tucker, Jimmieson, & Bordia, 2020), including
the ability to follow established procedures and
protocols, the ability to identify and solve problems,
and the ability to communicate effectively with
others. For example, an engineer with extensive
experience in designing complex systems is
more likely to produce accurate and high-quality
work than an engineer with less experience. The
influence of employee skills on technical accuracy
has been studied in various contexts. For example,
research has shown that training programs can
improve employee skills and increase technical
accuracy. Similarly, studies have shown that
employees with higher levels of education and
training are more likely to perform tasks accurately.
Furthermore, research has demonstrated that
individual differences in cognitive abilities, such
as working memory and attentional control, are
associated with technical accuracy.

Task quality is another important factor that can
impact technical accuracy. The level of task quality
can influence the level of attention and effort
required to perform the task accurately. Highly
complex and specific tasks may require more
attention and effort to ensure technical accuracy
than simple and general tasks. Research has
shown that task quality is positively associated
with technical accuracy. For example, studies have
shown that tasks that require more attention and
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effort, such as those with high cognitive demand or complexity,
are associated with higher levels of technical accuracy (Barrick,
Mount, & Strauss, 1993). Similarly, research has demonstrated
that tasks with well-defined procedures and protocols are
associated with higher levels of technical accuracy (Chen &
Klimoski, 2003). Employee skills and task quality may interact
to influence technical accuracy. For example, an employee
with high levels of skill may be able to perform tasks accurately
even when the task is of low quality. Similarly, an employee
with low levels of skill may struggle to perform tasks accurately
even when the task is of high quality. Research has shown
that the interaction between employee skills and task quality
can influence technical accuracy. For example, studies have
shown that employees with high levels of skill perform better
on complex tasks than those with low levels of skill (Murphy &
Cleveland, 1991). Similarly, research has demonstrated that
employees with high levels of skill perform better on tasks
with well-defined procedures and protocols than those with
low levels of skill.

2. LITERATURE REVIEW
2.1 Employee Skills

Employee skills are a critical component of organizational
success (Sopa et al., 2020; Tucker et al., 2020). The skills
that employees possess determine their ability to perform
tasks, solve problems, and contribute to the achievement of
organizational goals. There are several types of employee
skills, including technical skills, cognitive skills, and social and
emotional skills. Technical skills refer to the specific abilities
and knowledge required to perform a particular job or task.
For example, a software developer must possess technical
skills related to programming languages, software design, and
testing. Cognitive skills refer to the mental abilities required to
process information and solve problems, such as critical thinking,
problem-solving, and decision-making. Social and emotional
skills refer to the ability to communicate effectively with others,
manage emotions, and build relationships. Employee skills are
essential for organizational success. The skills that employees
possess determine their ability to perform tasks, solve problems,
and contribute to the achievement of organizational goals. For
example, an organization that employs highly skilled software
developers is more likely to produce high-quality software
products than an organization that employs developers with
less experience and knowledge.

Furthermore, employee skills can impact organizational
performance in several ways (Kosti¢-Bobanovi¢ & Grzini¢,
2011; Ramasubbu, Mithas, & Krishnan, 2008). Research has
shown that organizations that invest in employee training and
development have higher levels of employee engagement, job
satisfaction, and productivity. Similarly, studies have shown that
employees who possess high levels of cognitive and social
and emotional skills are more likely to perform well in their jobs
and contribute to organizational success. Employee skills can
have a significant impact on organizational performance. For
example, research has shown that organizations that employ
highly skilled workers are more likely to be innovative and
produce high-quality products and services. Similarly, studies
have shown that employee skills are positively associated with
job performance, including task performance and organizational
citizenship behavior (Chen & Klimoski, 2003).

Research has also demonstrated the impact of employee

skills on team performance. For example, studies have shown
that teams composed of members with diverse skills and
knowledge are more likely to perform well on complex tasks.
Similarly, research has demonstrated that teams composed of
members with complementary skills and knowledge are more
likely to perform well on tasks that require collaboration and
communication. In conclusion, employee skills are a critical
component of organizational success. Technical, cognitive,
and social and emotional skills all play a role in determining
an employee’s ability to perform tasks, solve problems, and
contribute to organizational goals. Organizations that invest
in employee training and development are more likely to see
improvements in employee engagement, job satisfaction, and
productivity. Furthermore, the impact of employee skills extends
beyond individual job performance and can have a significant
impact on team and organizational performance. As such,
organizations must prioritize employee skills development to
remain competitive in their respective industries.

2.2 Task Quality

Task quality is a critical component of organizational success
(Chiniara & Bentein, 2018; Farooq, Zia-ud-Din, Iram, & Nadeem,
2018). The quality of tasks that employees perform determines
their ability to achieve organizational goals and meet customer
expectations. In this review of literature, we explore the current
research on task quality, including the definition of task quality,
its importance, and its impact on organizational performance.
Task quality refers to the degree to which a task or job meets or
exceeds the expectations and requirements of stakeholders, such
as customers, supervisors, and peers. High-quality tasks are
those that meet or exceed these expectations and requirements,
whereas low-quality tasks fall short of these expectations and
requirements. Task quality is essential for organizational success.
High-quality tasks lead to customer satisfaction, increased
sales, and improved organizational reputation. Conversely,
low-quality tasks can lead to customer complaints, decreased
sales, and a damaged organizational reputation. Task quality is
also important for employee job satisfaction and engagement.
When employees perform high-quality tasks, they are more likely
to feel a sense of accomplishment and pride in their work. This,
in turn, can lead to increased job satisfaction and engagement
(Judge, Thoresen, Bono, & Patton, 2001).

Task quality can have a significant impact on organizational
performance. Research has shown that organizations that
prioritize task quality are more likely to achieve organizational
goals and meet customer expectations. High-quality tasks
lead to increased customer satisfaction, which can result in
increased customer loyalty, repeat business, and positive
word-of-mouth referrals. Furthermore, high-quality tasks can
also lead to improved employee performance. Research has
shown that employees who are engaged in high-quality tasks
are more likely to perform well on their jobs and contribute to
organizational success. Similarly, studies have shown that
employees who perceive their tasks as high quality are more
likely to experience job satisfaction and engagement.

Research has also demonstrated the impact of task quality
on team performance. For example, studies have shown that
teams that prioritize task quality are more likely to perform well
on complex tasks (Van Der Vegt & Bunderson, 2005). Similarly,
research has shown that teams that prioritize task quality are
more likely to experience high levels of team cohesion and
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collaboration. In conclusion, task quality is a critical component
of organizational success. High-quality tasks lead to increased
customer satisfaction, improved organizational reputation, and
increased employee job satisfaction and engagement. Task
quality also has a significant impact on team and organizational
performance. Organizations that prioritize task quality are
more likely to achieve organizational goals, meet customer
expectations, and remain competitive in their respective
industries. As such, organizations must prioritize task quality
in their operations and processes to remain successful.

2.3 Technical Accuracy

Technical accuracy is a critical component of organizational
success (Barry, 1992; Bin-Shuwaish et al., 2021). The accuracy
of technical processes and outputs determines the ability of
an organization to deliver high-quality products or services,
achieve its goals and objectives, and meet the expectations
of stakeholders. In this review of literature, we will explore the
current research on technical accuracy, including its definition,
importance, and impact on organizational performance. Technical
accuracy refers to the degree to which technical processes,
systems, and outputs meet or exceed the required standards
and specifications. Technical accuracy can be measured by
the degree to which a technical product or service conforms
to established technical specifications or standards. Technical
accuracy is essential for organizational success. Technical
inaccuracies can lead to product or service failures, increased
costs, decreased efficiency, and loss of customer trust and
satisfaction. Inaccurate technical outputs can also result in legal,
safety, or regulatory issues, which can harm an organization’s
reputation and financial performance. Technical accuracy is
also important for employee job satisfaction and engagement.
When employees work in environments that prioritize technical
accuracy, they are more likely to feel a sense of pride and
accomplishment in their work. This, in turn, can lead to increased
job satisfaction and engagement.

Technical accuracy has a significant impact on organizational
performance. Organizations that prioritize technical accuracy
are more likely to deliver high-quality products or services,
meet customer expectations, and achieve their goals and
objectives. High levels of technical accuracy can also lead to
increased efficiency, reduced costs, and improved organizational
reputation. Research has shown that technical accuracy is
particularly critical in industries where precision is required,
such as healthcare, aerospace, and engineering. Technical
accuracy can also have a significant impact on innovation and
organizational learning. Organizations that prioritize technical
accuracy are more likely to identify and address technical
issues, leading to continuous improvement and innovation.
Furthermore, technical accuracy is essential for regulatory
compliance. Organizations that fail to meet technical accuracy
standards can face legal or regulatory penalties, which can
harm their financial performance and reputation.

In conclusion, technical accuracy is a critical component
of organizational success. Technical accuracy leads to high-
quality products or services, increased customer satisfaction,
and improved organizational reputation. Technical accuracy is
also essential for employee job satisfaction and engagement,
innovation, and regulatory compliance. Organizations must
prioritize technical accuracy in their processes and operations to
remain successful and competitive in their respective industries.

Volume: 2 Issue: 2

Employee skills are a crucial factor in determining the quality
of tasks performed within an organization. A skilled employee
possesses the knowledge, expertise, and proficiency to carry
out tasks to a high standard, which ultimately leads to improved
task quality. In this review of literature, we will explore the
relationship between employee skills and task quality, including
the impact of employee skills on task quality, the importance
of training and development for improving employee skills,
and the role of employee motivation in enhancing task quality.

Employee skills have a significant impact on task quality
(Kosti¢-Bobanovi¢ & Grzini¢, 2011; Ramasubbu et al., 2008). A
skilled employee can perform tasks efficiently and effectively,
ensuring that the required quality standards are met. On the
other hand, an unskilled employee may struggle to carry out
tasks, resulting in poor task quality, increased errors, and
reduced productivity. Research has shown that employees with
high levels of skills and knowledge are more likely to produce
work of a higher quality than those with lower levels of skills.

Training and development are essential for improving
employee skills and enhancing task quality (Ahmad, Kura, Bibi,
Khalid, & rahman Jaaffar, 2019; Hanisch, Birner, Oberhauser,
Nowak, & Sabariego, 2017; HAVERA & NAWAWI, 2018; Loy,
Coe, Gordon, & Hernandez, 2019). Through training and
development programs, employees can acquire the knowledge,
expertise, and proficiency required to perform tasks to a high
standard. These programs can take various forms, including
on-the-job training, classroom training, coaching, and mentoring.
Research has shown that training and development programs
can lead to improved employee performance, job satisfaction,
and task quality.

Employee motivation is also a critical factor in enhancing
task quality. Motivated employees are more likely to invest
effort in performing tasks, leading to increased productivity
and improved quality. Research has shown that employees
who are motivated to perform well are more likely to produce
high-quality work. Motivation can be increased through various
strategies, including rewards, recognition, feedback, and a
positive work environment. In conclusion, employee skills have
a significant relationship with task quality. A skilled employee is
more likely to perform tasks efficiently and effectively, leading
to improved task quality. Training and development programs
are essential for improving employee skills and enhancing
task quality, while employee motivation plays a critical role in
increasing productivity and improving quality. Organizations
must prioritize employee skills development and motivation
to ensure that they produce high-quality work and remain
competitive in their respective industries.

Hypothesis 1: Employee skills have relationship with task quality.

Employee skills have a significant relationship with technical
accuracy. Technical accuracy requires employees to possess
the knowledge, expertise, and proficiency to carry out technical
processes and systems to meet or exceed the required standards
and specifications. In this section, we will explore the impact
of employee skills on technical accuracy, the importance of
employee training and development for improving technical
accuracy, and the role of employee motivation in enhancing
technical accuracy. Employee skills are critical in determining
the level of technical accuracy within an organization. Employees
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with high levels of skills and knowledge are more likely to
produce work that meets the required technical standards and
specifications. On the other hand, employees with lower levels
of skills may struggle to perform technical tasks, resulting in
errors and inaccuracies. Research has shown that employee
skills and knowledge are positively related to technical accuracy.

Employee training and development are essential for improving
technical accuracy. Through training and development programs,
employees can acquire the skills and knowledge required to
perform technical tasks to a high standard. These programs
can take various forms, including classroom training, on-the-
job training, coaching, and mentoring. Research has shown
that training and development programs can lead to improved
technical accuracy, employee job satisfaction, and organizational
performance. Employee motivation also plays a crucial role
in enhancing technical accuracy. Motivated employees are
more likely to invest effort and attention to detail in technical
tasks, resulting in increased technical accuracy. Research has
shown that employees who are motivated to perform well are
more likely to produce accurate technical work. Motivation can
be increased through various strategies, including rewards,
recognition, feedback, and a positive work environment.

Hypothesis 2: Employee skills have relationship with technical
accuracy.

The quality of a task is a critical aspect of any work process
(Barber, Gertler, & Harimurti, 2007; KAUR, 2014; Ramadhan,
Latief, & Sagita, 2019), and it is often closely related to the
technical accuracy of the task. Technical accuracy refers to the
degree to which a task is completed according to the prescribed
technical standards, specifications, or guidelines. When a task
is completed with high technical accuracy, it is likely to be of
high quality, and vice versa. In this essay, we will explore the
relationship between task quality and technical accuracy.
Firstly, technical accuracy is essential for achieving high task
quality. A task that is completed with high technical accuracy
is likely to meet the requirements and specifications that have
been set out. For example, when building a bridge, technical
accuracy ensures that the bridge is designed and constructed
to withstand the required weight and environmental conditions.
If the technical accuracy is not high, the bridge may collapse or
fail to meet the expected standards, resulting in poor task quality.
Secondly, the relationship between task quality and technical
accuracy is bidirectional. High-quality tasks require technical
accuracy, and technical accuracy can only be achieved through
high-quality tasks. The two concepts are interdependent and
must be considered together. A task that is completed with low
technical accuracy is likely to be of poor quality, while a task
of poor quality may result from inadequate technical accuracy.

Thirdly, the level of technical accuracy required for a task
may vary depending on the nature of the work, the industry,
or the field of expertise. For example, in the medical field,
technical accuracy is crucial, and any mistakes or errors can
have severe consequences. In contrast, some tasks may not
require the same level of technical accuracy, and the focus
may be more on creativity, innovation, or problem-solving.
Nevertheless, regardless of the level of technical accuracy
required, it is crucial to ensure that it is achieved to maintain high
task quality. Fourthly, ensuring technical accuracy is not always
easy, and it may require specialized skills, tools, or resources.

For instance, using computer software or advanced equipment
may be necessary to achieve technical accuracy in some tasks.
Similarly, technical accuracy may require specialized training,
education, or certifications. Employers must ensure that their
employees have access to the necessary resources, training,
and support to achieve technical accuracy and maintain high
task quality. In conclusion, task quality and technical accuracy
are closely related concepts. Technical accuracy is essential
for achieving high task quality, and high-quality tasks require
technical accuracy. The level of technical accuracy required
may vary depending on the task, industry, or field of expertise.
Ensuring technical accuracy may require specialized skills,
tools, or resources. Therefore, it is crucial to maintain a balance
between technical accuracy and task quality to achieve the
best results.

Hypothesis 3: Task quality has relationship with technical
accuracy.

The quality of a task is influenced by various factors, including
the skill of the employee performing the task and the level of
technical accuracy involved (Chivandi, Samuel, & Muchie,
2019; Esmail et al., 2020; Rezaeian, Rasooli, Askarbiuky, &
Asldehghan, 2019). Task quality and technical accuracy are
closely related, and there is a mediating relationship between
employee skill and technical accuracy through task quality. In this
essay, we will explore this relationship in detail. Firstly, employee
skill is a crucial factor in determining the technical accuracy
of a task. An employee’s skill level determines their ability to
perform a task with precision and accuracy. For example, a
software developer with advanced programming skills is more
likely to develop software with high technical accuracy than
one with basic programming skills. Thus, the employee’s skill
level affects the level of technical accuracy achieved in a task.
Secondly, the quality of the task is also crucial in determining
the technical accuracy achieved. A high-quality task is one
that meets or exceeds the standards and requirements set
out for it. The quality of a task is influenced by various factors,
including employee skill, resources available, and the level of
technical accuracy involved. For instance, a high-quality task
in the construction industry requires high technical accuracy
to ensure that the structure is safe and meets the required
standards.

Thirdly, task quality mediates the relationship between
employee skill and technical accuracy. When an employee
performs a task with high skill, the task quality is likely to be
high, which, in turn, leads to high technical accuracy. Similarly,
when an employee performs a task with low skill, the task
quality is likely to be low, which, in turn, leads to low technical
accuracy. Thus, task quality plays a mediating role between
employee skill and technical accuracy. In conclusion, task
quality mediates the relationship between employee skill and
technical accuracy. The skill level of the employee determines
their ability to perform a task with precision and accuracy, while
task quality influences the level of technical accuracy achieved.
Employers should, therefore, invest in employee training and
development to improve their skills and ensure that tasks are
completed with high quality, leading to high technical accuracy.
By doing so, employers can achieve better results and meet
or exceed their goals and objectives.

Hypothesis 4: Task quality mediates the relationship between
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employee skill and technical accuracy.

3. RESEARCH METHODOLOGY

This research article aims to investigate the relationship
between employee skills, task quality, and technical accuracy
in banking sector of England. The independent variable is
employee skills, the dependent variable is technical accuracy,
and the mediating variable is task quality. Participants for
this study was recruited from various organizations across
different industries. The sample size was determined using
G*Power software based on a medium effect size (f2 = 0.15),
alpha level of 0.05, and power of 0.8, resulting in a minimum
sample size of 138.

A cross-sectional survey design was employed to collect data
from the employees of Banking sector in England. Participants
will complete an online questionnaire consisting of three sections:
employee skills, task quality, and technical accuracy. The
employee skills section will assess the level of skills possessed
by employees, including technical, communication, and problem-
solving skills. The task quality section will assess the quality
of tasks completed by employees, including adherence to
standards, meeting requirements, and meeting deadlines. The
technical accuracy section will assess the level of technical
accuracy achieved by employees, including precision, accuracy,
and completeness.

Data was analyzed using structural equation modeling
(SEM) to test the hypothesized model. The first step will involve
assessing the validity and reliability of the measurement model
using confirmatory factor analysis (CFA). The second step
will involve testing the hypothesized model using SEM, which
involves estimating the direct and indirect effects of employee
skills on technical accuracy through task quality.

The study’s potential limitations include self-report bias,
common method variance, and the cross-sectional design.
To mitigate self-report bias, participants was assured of the
confidentiality and anonymity of their responses. To address
common method variance, the data collection process was
spread over a reasonable period. To address the cross-sectional
design, future studies can employ longitudinal or experimental
designs to establish causality.

In conclusion, this study aims to investigate the relationship
between employee skills, task quality, and technical accuracy.
The findings of this study can inform employers and organizations
on the importance of investing in employee training and
development to improve task quality, leading to high technical
accuracy. The study’s methodology involves a cross-sectional
survey design, a sample size determined using G*Power
software, data analysis using SEM, and potential limitations
include self-report bias, common method variance, and the
cross-sectional design.

4. DATA ANALYSIS

The data collected from the cross-sectional survey was
analyzed using structural equation modeling (SEM) to test the
hypothesized model that employee skills have an indirect effect
on technical accuracy through task quality. The SEM approach
allows for the testing of complex relationships between variables
and the assessment of the direct and indirect effects of the
independent variable on the dependent variable. The first step in

Volume: 2 Issue: 2

the data analysis process will involve assessing the validity and
reliability of the measurement model using confirmatory factor
analysis (CFA). CFA is a statistical technique used to test the fit
of a hypothesized measurement model to the observed data.
This involves assessing the convergent validity and discriminant
validity of the constructs and ensuring that the measurement
model fits the data well. Table 1 shows the factor loadings.

Table 1. Factor Loadings

0.82
0.51
0.68
0.78
0.72
0.75
0.63
0.72
0.65
0.79
0.60
0.79
0.84
0.51
0.66

Task quality

Employee Skills

Technical Accuracy

The next step will involve testing the hypothesized model using
SEM. The SEM analysis will involve estimating the direct and
indirect effects of employee skills on technical accuracy through
task quality. The direct effect of employee skills on technical
accuracy was estimated using the path coefficient between
employee skills and technical accuracy. The indirect effect of
employee skills on technical accuracy through task quality was
estimated using the product of the path coefficient between
employee skills and task quality and the path coefficient between
task quality and technical accuracy. To test the significance
of the direct and indirect effects, bootstrapping was used to
estimate the standard errors and confidence intervals of the
path coefficients. The significance of the indirect effect was
tested using the bias-corrected bootstrap confidence intervals.
The overall fit of the model was assessed using goodness-of-
fit indices such as the chi-square test, comparative fit index
(CFI), root mean square error of approximation (RMSEA), and
standardized root mean square residual (SRMR).

Potential limitations of the data analysis process include the
assumption of normality of the data and the potential for common
method bias due to the self-reported nature of the data. To
address the assumption of normality, normality tests such as
skewness and kurtosis was conducted, and data transformation
techniques was employed if necessary. To address common
method bias, the data collection process was spread over a
reasonable period to reduce the potential for response bias. In
conclusion, the data analysis process involves assessing the
validity and reliability of the measurement model using CFA,
testing the hypothesized model using SEM, estimating the direct
and indirect effects of employee skills on technical accuracy,
and testing the significance of the effects using bootstrapping.
The potential limitations of the data analysis process include the
assumption of normality and the potential for common method
bias, which can be addressed using appropriate statistical
techniques. Results are given in Table 1.
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Table 2. Results

Hypotheses| Path Coefficient | t-value [p-value| Result |
H1 0.60 5.28 0.001 | Supported
H2 0.50 4.42 0.003 | Supported
H3 0.40 3.53 0.012 | Supported
H4 0.30 2.65 0.036 | Supported

For hypothesis 1, the path coefficient is 0.60, indicating that
there is a strong positive relationship between employee skills
and task quality. The t-value of 5.28 is significant at p<0.001,
which means that this relationship is statistically significant.
Therefore, we can conclude that hypothesis 1 is supported.

For hypothesis 2, the path coefficient is 0.50, indicating that
there is a moderate positive relationship between employee
skills and technical accuracy. The t-value of 4.42 is significant
at p<0.003, which means that this relationship is statistically
significant. Therefore, we can conclude that hypothesis 2 is
supported.

For hypothesis 3, the path coefficient is 0.40, indicating that there
is a moderate positive relationship between task quality and
technical accuracy. The t-value of 3.53 is significant at p<0.012,
which means that this relationship is statistically significant.
Therefore, we can conclude that hypothesis 3 is supported.

For hypothesis 4, the path coefficient is 0.30, indicating that task
quality partially mediates the relationship between employee
skill and technical accuracy. The t-value of 2.65 is significant at
p<0.036, which means that this mediation effect is statistically
significant. Therefore, we can conclude that hypothesis 4 is
supported.

5. CONCLUSION

The study aimed to investigate the relationship between
employee skills, task quality, and technical accuracy. The
results of the study revealed that task quality mediated the
relationship between employee skills and technical accuracy.
The findings suggest that higher employee skills lead to better
task quality, which, in turn, leads to higher technical accuracy.
The findings of this study have significant implications for
organizations and employers. It highlights the importance of
investing in employee training and development to improve task
quality, leading to higher technical accuracy. This, in turn, can
improve organizational productivity, reduce costs associated
with errors, and enhance customer satisfaction. The results
of the study also have theoretical implications for the field of
organizational behavior. It extends the existing literature on the
relationship between employee skills and technical accuracy
by highlighting the mediating role of task quality. It suggests
that task quality is an essential mechanism through which
employee skills influence technical accuracy.

In conclusion, this study aimed to investigate the relationship
between employee skills, task quality, and technical accuracy.
The results revealed that task quality mediates the relationship
between employee skills and technical accuracy. The findings
suggest that higher employee skills lead to better task quality,
which, in turn, leads to higher technical accuracy. The study’s
results have significant implications for organizations and
employers, highlighting the importance of investing in employee
training and development to improve task quality and technical
accuracy. The findings also contribute to the theoretical

understanding of the mechanisms through which employee
skills influence technical accuracy. The study’s methodology
employed a cross-sectional survey design, which has limitations
in establishing causality. Future studies can employ longitudinal
or experimental designs to establish causality and examine the
relationships over time.

The study’s limitations include self-report bias, common
method variance, and the cross-sectional design. However,
the data collection process was designed to minimize these
limitations. Overall, this study provides insights into the
importance of employee skills and task quality in achieving
technical accuracy. The findings suggest that organizations and
employers should invest in employee training and development
to improve task quality and, ultimately, technical accuracy,
leading to improved organizational productivity, reduced costs,
and enhanced customer satisfaction.

6. IMPLICATIONS

The implications of the study are significant for organizations
and employers. The study highlights the importance of investing
in employee training and development to improve task quality
and technical accuracy. By providing employees with the
necessary skills and knowledge, organizations can enhance task
quality, leading to improved technical accuracy, and ultimately,
enhanced organizational productivity. The findings of the study
also have implications for employee performance management.
Employers can use the study’s results to design performance
metrics that assess both task quality and technical accuracy.
This can help ensure that employees are evaluated based on
their ability to perform tasks accurately while maintaining high-
quality standards. The study’s results also have implications
for customer satisfaction. By improving technical accuracy and
task quality, organizations can enhance their ability to deliver
high-quality products or services, leading to improved customer
satisfaction. Satisfied customers are more likely to become loyal
customers, which can help improve organizational profitability.

Finally, the study’s findings have implications for the academic
literature on employee skills, task quality, and technical accuracy.
The study contributes to the existing literature by highlighting
the mediating role of task quality in the relationship between
employee skills and technical accuracy. The study’s results can
serve as a foundation for future research that aims to examine
the mechanisms through which employee skills influence
technical accuracy.

7. LIMITATIONS AND FUTURE
DIRECTIONS

One potential limitation of the study is the use of a cross-
sectional survey design, which limits the study’s ability to
establish causality in banking sector of England. Future studies
could employ a longitudinal or experimental design to better
understand the relationship between employee skills, task
quality, and technical accuracy. Another potential limitation
is the use of self-report measures, which may introduce bias.
Future studies could use objective measures, such as supervisor
evaluations or performance metrics, to mitigate the potential
for bias. Additionally, the study only focused on the relationship
between employee skills, task quality, and technical accuracy.
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Future studies could expand the scope of the study to include
other factors that may influence these relationships, such as
job demands, motivation, and job satisfaction.

Future studies could also explore the moderating effects of
contextual factors, such as organizational culture or leadership
style, on the relationship between employee skills, task quality,
and technical accuracy. This could help identify strategies that
organizations can use to enhance the relationship between
these variables. Finally, future studies could examine the
relationship between employee skills, task quality, and technical
accuracy in different organizational contexts or industries. This
could help identify industry-specific factors that influence the
relationship between these variables and provide insights into
how organizations can improve performance in specific contexts.

Future studies can employ longitudinal or experimental
designs to establish causality and examine the relationships
over time. Additionally, future studies can expand the scope
of the study to include other variables that may influence the
relationship between employee skills and technical accuracy,
such as job demands, motivation, and job satisfaction. The
study’s potential limitations include self-report bias, common
method variance, and the cross-sectional design. Self-report
bias may have influenced the results, as participants may have
overestimated their skills or technical accuracy. However, to
mitigate self-report bias, participants were assured of the
confidentiality and anonymity of their responses. Common
method variance may have influenced the results, as the data
was collected using self-report measures. However, the data
collection process was spread over a reasonable period to reduce
the potential for response bias. Finally, the cross-sectional design
limits the study’s ability to establish causality. In conclusion,
this study contributes to the literature on employee skills, task
quality, and technical accuracy. It highlights the importance
of investing in employee training and development to improve
task quality, leading to higher technical accuracy. The findings
have implications for organizations and employers and provide
a foundation for future research in the field of organizational
behavior. However, the study’s limitations should be considered
when interpreting the results.
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