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Abstract  

The study examined the effect of training on employee performance among selected small 

hotels in North central, Nigeria. Survey design was adopted and data were collected using a 

five-point Likert scale questionnaire from a sample of 383 respondents. The data were 

analyzed using partial least square Structural Equation Modeling. The study found that 

training significantly affects both employee effectiveness and efficiency among the selected 

hotels. Based on the forgoing, the study recommends special training on ‘efficient resources 

management skills’ that will help employees to minimize wastages and improve efficiency. 

The study also recommends continuous training especially in the area of stress management 

in order to improve employees’ level of effectiveness.     
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Introduction 

The success of any organization in the long-run depends very much on the quality of its 

human resources. This is especially true in service-oriented industries such as hotels which 

require continuous improvement service to meet the escalating expectations of the customers. 

To this end, organization’s need competent personnel. Asfaw, et al (2015), observed that, 

formal educational system does not adequately teach specific job skills for a position in a 

particular organization. Hence, employees require extensive training to acquire the necessary 

skills, knowledge, abilities, and competencies to be able to make a substantive effect on 

organizations. Employee performance is critical and often associated with the survival of an 

organization. This is so as employees are key to the organization and the success of every 

organization depends on employee performance. Consequently, employee performance 

affects the organization’s performance. The need for improved employee’s performance has 

encouraged employers to ensure employee’s development through training in order to keep 

them abreast with the demands of the job. Training involves imparting a specific skill, 

knowledge and attitude to do a particular job.  
 

Training as a function of human resource management is concerned with organizational 

activity aimed at improving the productivity of individuals and groups in organizational 

settings. For the organization, training leads to human capacity building and consequently 

improved performance while cultivating more positive attitudes toward organization. For the 

individuals, training ultimately improves job knowledge, while also helping in identifying 

with the goals of the organization. 

 

Training is a systematic restructuring of behaviour, attitude and skills through learning, 

instruction, education, and planned experience. Training is designed to change or improve the 

behaviour of employees in the workplace so as to stimulate efficiency. Training has become 

one of the most important factors in the business world today, because training increases the 

productivity of both employees and the organization as a whole (Raja et al., 2011).  
 

Employee training has been identified by various practitioners and academicians to be very 

important to an organization and as well as its employee performance. To equip employees 

with the required knowledge, skills and abilities to perform well on the job, demands 

effective training programs that may also affect employee motivation and commitment. In 

regards to the above, organizations are motivated to train and develop their employees to the 

best of their ability in order to improve their overall performance. To prepare employees to 

do their job as expected, organizations provide training as a form of development in order to 

realize the best of their employee’s potential. 

 

Employees are the most important asset of every organization as they can make or unmake a 

firm’s reputation and can affect profitability. Employees who go through proper training and 

other human capacity development programs tend to keep their jobs longer than those who do 

not (Roza, 2017). It is very necessary therefore, for a firm to train and provide other human 

capacity development programs for their employees. Training is necessary for organization to 

improve the performance and capabilities of its employees to remain competitive in the world 

of business.  It however, varies from organization to organization how employees training is 

carried out as to the amount, quality and quantity. 
 

Hotels are an important section of the hospitality industry and a major feature of every 

settlement. In Nigeria, Nwosu (2016) noted that the pre-independence era did not record 

much on the concept of commercial provision of accommodation to travellers or strangers, 

people generally lived and worked in communities nearby. Inter-regional travel was frequent 

among artisans visiting other neighbouring communities for business than it was for the 
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general population. For most travellers, rudimentary shelter and refreshments were offered in 

exchange for little or no compensation in villages and hamlets. The colonial-era marked the 

introduction of accommodation in the form of lodging houses catering for colonial officials, 

their families and visitors. Railway catering houses were also used to service colonial 

outposts along the rail routes. 
 

Also, hotels have several classifications, such as size, star, location/clientele, ownership, level 

of services, and duration of stay (Yuvraj, 2017; Dmitry et al 2015., Omogunloye & Ayeni, 

2012). However, this paper is concerned with the classification based on size with particular 

emphasis on the small hotel.  
 

Adopting the size criteria, hotels can be classified into small hotels; medium hotels; large 

hotels and mega/ very large hotels. Small hotels are those with number of guest room not 

exceeding 25 (Yuvraj 2017, Dmitry et al 2015). Also, small hotels are characterized by fewer 

resources and less specialized management (Dmitry et al, 2015). And medium hotels are 

hotels those with number of guest room ranging between 26 and 100. While large hotels are 

hotels with number guest of 101-300. 

And large hotels are hotels with more than three hundred guest rooms. Also, Mega/very large 

hotels are those with more than 300 guest room.  
 

Cvetkovic (2020) noted that training in the hospitality industry usually begins at orientation 

or an induction that introduces new employees to the work environment, management team, 

supervisors and colleagues, organization culture, approaches of relating and communicating 

with co-workers and clients as well as the organization policies, guidelines, rules and 

regulations of the hotel.  
 

Poor handling of guests, the rude attitude of hotel employees, delay in services, and general 

unprofessionalism have been identified as some of the issues facing hotels in many Nigerian 

hotels (Nwokorie, 2016). Customer complaints that need improvement in hotels are poor 

human relation skills of employees and poor services delivery (Dimfwina et al, 2018).  

Training is expected to lead to enhanced employee performance but this seems not to be the 

case in Nigeria given the numerous customers complaints. The extent to which training can 

improve employee effectiveness in selected small hotels in North Central regionneeds to be 

investigated. Some studies have been carried out to examine the effect of training on 

employee effectiveness and efficiency. However, these studies cut across various sectors of 

the economy. For example, studies such as Habib et al (2016) looked at the effect of training 

on employee performance in hotels. This study was limited to two large hotels in Lagos 

(Sheraton and Resort hotels). Despite the large number of researches conducted, the effect of 

training on employee performance, have been few specific studies focusing on small hotels. 

To the best of the researcher’s knowledge, not many studies have been reported on the effect 

of training on employee effectiveness and efficiency as proxies for performance in selected 

small hotels in North Central States of Nigeria.  Thus, a gap exists and this research is to 

bridge it.  

 

Therefore, the following null hypotheses were formulated and tested to provide answers to 

the research objectives  

H01: Training has no significant effect on employee effectiveness in selected small hotels 

in North Central states, Nigeria. 

H02: Training has no significant effect on employee efficiency in selected small hotels in 

North Central states, Nigeria. 

 

 

 

https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=2508484
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Literature Review 

Conceptual Clarifications  

Training  

Training ought to be part and parcel of organization’s strategic plan. It is an indispensable 

strategic tool for enhancing employees’ and organizational performance. Companies that aim 

at competitive advantage have realized the importance of training, improving employees’ 

performance (Afroz, 2018). Indeed, among the most important functions of human resource 

management, the crucial function is employee development through proper training 

programs. 
 

Ali and Ngui (2019), see training as one of the vital tools that help to enhance effective 

organizational performance and at the same time helps to promote the stability index of the 

organization. It is very important for the organization to exert extra efforts and invest much in 

employee training if it wants to achieve its objectives in the most efficient manner. Effective 

training programs help in building a supportive and conducive learning environment to the 

workforce and at the same time help them to deal effectively with foreseeable challenges 

easily and in time (Gunter, 2011). Konings and Vanormelingen (2015) proposed that training 

is a fundamental and effectual instrument in the successful accomplishment of the firm's 

goals and objectives, resulting in higher productivity. 
 

Ngirwa (2009) defined training as a learning process in which employees acquire knowledge, 

experience, skills, and attitudes that they need in order to perform their job better for the 

achievements of their organizational goals. It ties the gap between the job requirements and 

present employee specification. It simply means changing what employees know, how they 

work, their attitudes towards their jobs and organization. 

 

Flowing from the views of the prior researchers, the study defines training by elaborating the 

definition given by Ngirwa (2009) who defined training as a learning process in which 

employees acquire knowledge, experience, skills, and attitudes that they need in order to 

perform their job better for the achievements of their organizational goals. It ties the gap 

between the job requirements and present employee specification. It enables employees gain 

new knowledge which in turn affects the way they work, their attitudes towards their jobs and 

organization. 

Concept of Employee Effectiveness 

According Abubakar (2019), effectiveness is the level to which objectives achieved in line 

with organization policies.  It centers on achieving the anticipated or required result. In the 

case of an employee, it is the extent to which performance level matches targeted goals and 

objectives. Hence, an employee can be regarded as effective when the employee achieves 

expected results in accordance with the organization set standard. 

According to Teo and Low (2016) employee effectiveness indicates a higher point of 

performance by an employee which results to increased productivity. Shadi and Shajari 

(2013), consider employee effectiveness as the level of satisfaction resulting from extra 

efforts and outcomes. Tahereh et al (2012) see employee effectiveness as the survival as well 

as enhancing elements an organization derives from the employees. Therefore, this study 

conceptualized employee effectiveness as the extent to which an employee carries out 

assigned task through appropriate procedure achieves organizational objectives. 

Concept of Employee Efficiency 

Abubakar (2019) defined efficiency as a measure of input against output through a clearly 

designed process. It is the employee’s ability to carry assigned task productively with less 

waste of time, energy, and cost. Therefore, efficiency is the maximum level of performance 



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 3, Issue 2 (February, 2023) | www.ijaar.org/rjmp  

  

28 

 

achieved by an employee based on the number of resources utilized in rendering a service or 

product.  

According to Awotidebe (2018) efficiency implies doing things in the proper manner. It 

means one’s ability to produce or act in an effective way without much waste, expenses or so 

much effort. Employee efficiency is measured in terms of quality. Employee efficiency is 

viewed as attribute, that reflect on the speed and resources with which an employee performs 

assigned job responsibility. Also, employee efficiency is a wide parameter attributable to 

produced output through exerted effort and attainment by an employee. The concept relates to 

employee productivity, which provides that the more efficient an employee is, the more 

productive they will be if well-managed. Something is only efficient when it is effective. In 

other words, something is efficient if it has a useful effect. It has to be functional (Noordzij, 

2013). Therefore, an employee can be said to be efficient only when the employee is 

effective. Employee efficiency is the ability of an employee to act or produce effectively with 

a minimal waste of time, money and efforts. The focus is on the resources and speed with 

which organizational goals are achieved. 

Abassi and Soltani (2014) see employee efficiency as a well-enforced task by an employee 

in an organization or actions taken by an employee to reduce cost, enhance production and 

increase the quality of goods or services. Efficiency is the ratio of the actual output as 

compared to the standard of output expected by an employee.  

In line with the views of other researchers above, this study conceptualizes employee 

efficiency as the application of all resources required in the discharge of assigned 

responsibilities in a manner that minimizes waste efforts, time and money, while ensuring 

quality of output meets specified standards to achieve organization objective. 
 

Concept of Hotel 

Hotel is an establishment providing accommodation, meals, and other services for travelers 

and tourists, by the night (Pat, 2017).  

Salami, (2008), sees hotel as a hospitality either built by an individual, state, of federal 

government for the purpose of proving appropriate accommodation and other ancillary 

services to guest. 

Flowing from the above, hotel can be conceptualized as a place which offers accommodation, 

food and other services to visitor or tourist to stay for period of time, either owned by 

government or individual for commercial purposes. 

 

Concept of Small Hotel 

Small hotels are those with number of guest room not exceeding 25 (Yuvraj 2017), Dmitry 

et al 2015). Also, small hotels are characterized by fewer resources and less specialized 

management (Dmitry et al 2015). Avcikurt et al (2010), see small hotel as those having 

fifty rooms or below with the number of employees less than fifty. Also, Lee-Ross et al 

(1994) view small hotel as having twenty bedrooms or less; owned and managed by the an 

individual. 
 

However, there seems to be lack of consensus as the exact definition of small hotel, there 

appears to be similarities in terms of capacity of facilities, ownership and management.  

Therefore, this study aligning with Yuvraj 2017, Dmitry et al 2015), adopts small hotel as one 

with twenty -five rooms or less, fewer resource and a less specialized management. 

Empirical Review 
Jeni et al (2021) carried out an empirical study on the effect of training and development on 

the employee performance in private banks in Noakhali Region in Bangladesh using primary 
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data through Likert scale structured questionnaire from a sample of 60 employees as 

respondents from five banks. The study adopted descriptive design and diagnostic hypothesis 

test of normalcy carried out. The result showed training has a great effect on employee 

performance and recommended that banks in region set aside resources for regular employees 

training to improve the identified gap in skill, knowledge etc. to meet up with the dynamic 

job environment. 

Hassan et al. (2017) examined the effect of training on performance in hotels in Kenya. The 

study concentrated on large high standard hotels. A sample of 146 respondents comprising of 

senior managers including Chief Executive Officers, Line Managers (such as ICT, HR, 

Marketing, Food and Beverage and Room). A sample of 39 hotels was drawn from 234 target 

population. Inferential statistics was used to find out the level of association between 

independent and dependent variables. The findings show training has a significant and 

positive effect on the performance of hotels in Nairobi. Training linked to the market needs to 

benefit the industry. The study focused on hotels in Kenya which differs from the scope of 

the current study. 

 

Habib et al (2016) evaluated the effect of training on employees’ performance in Nigeria 

hotel industry (Sheraton Hotel and Resorts, Lagos) as a case study. The findings showed that 

a significant relationship exists between the level of training and incentives to motivate 

employees in enhancing their performance in Sheraton hotel and resort, Lagos. Also, findings 

revealed to a great extent that effective training will at various mixes contribute to the 

motivation of employees’ and enhance employees’ performance in the Nigerian hotel 

industry. The provision of incentives to employees is encouraged in the interest of the 

organization and society alike. The major weakness of this study is that it was limited to only 

one hotel in Lagos. The current study intends to extend the research on selected small hotels 

in North Central states of Nigeria. 
 

Stanczyk and Reinfuss (2019) studied the effect of training on employee effectiveness and 

adopted both quantitative and qualitative research and assert that training does not necessarily 

lead to employee effectiveness.  The study also proposed complete abandonment of 

Kirkpatrick training evaluation model and concluded that skills and competencies and 

capabilities acquired from training should be applied on the job to enhance employee 

effectiveness.  It was therefore recommended that training must not be used as benefits and 

only competencies that can be applied in current job performance should be developed by 

organizations. 

Karim et al (2012) investigated the significance of training and post training evaluation for 

employee effectiveness on Stainbury supermarket Ltd in the United Kingdom. The study 

collected primary data from twenty-six employees comprising store managers and human 

resource managers of the supermarket using questionnaire as well as Semi-structured 

interview. The study found that training improves employee confidence and help employees 

to execute assigned responsibilities to specified standard or deliver better results. The study 

concluded that training assists employees to have better understanding of their job that led to 

their effectiveness and recommended that organization ascertain the need or the objective of 

after -training evaluation using the Kirkpatrick model in measuring their training program. 

Ludwikowska (2018) studied training and employee efficiency in social service functions. 

Self-evaluation questionnaire was applied for the study using a sample of 157 employees. A 

correlation coefficient was applied which revealed a positive correlation between training 

need analysis, training transfer and employee efficiency. Result was also found to be 

significant in terms of training design as an aspect critical for realizing employee efficiency 

for the growth of the organization. 
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Asfaw et al (2015) determined the effect of training and development on the employees’ 

performance and effectiveness at District Five Administration Office, Addis Ababa, Ethiopia. 

In this study, cross-sectional institutional based quantitative research method was employed. 

Data were collected using Likert’s scale tool from 100 employees after selecting participants 

using a systematic random sampling technique. 94 complete questionnaires with a response 

rate of 94% were considered during analysis. Training and development had positively 

correlated and claimed statistically significant relationship with employee performance and 

effectiveness. The study concluded that employee training activities be maintained and ensure 

the participation of employees in planning, need or skill deficit identification and evaluation 

of training and development programs. 

 

Aydogdu (2012) examined the effect of training on employee efficiency in a pharmaceutical 

company in Instanbul, Turkey, using a sample size of 74 employees. The study adopted a 

convenient sampling method for data collection. Also, the data were analyzed using SPSS; 

Cronbach Alpha and Factor analysis were carried out in the study. The One-Way ANOVA 

was used for hypothesis testing. The result indicated a significant difference between 

employee training, employee efficiency and customer satisfaction. 

Esia-Donkoh et al (2013) examined employee training as means of improving efficiency in 

Ghanaian University. The study focused on the importance of training, development and 

training method. The study concluded that organizations depend highly on employees for its 

survival, hence the need to ensure training plans are well designed to arm the employees with 

relevant knowledge, skills as well as experience to propel efficiency in service delivery. The 

study also recommended that training activities should be carried out on regular basis.  
 

Gunu et al (2013) examined whether employees’ training and development enhance work 

efficiency in the banking industry. Primary source of data was used for the study, which were 

collected through questionnaire. A sample of 395 respondents from a population of 35,386 

from the 5 banks was used as a case study. Simple random technique was used to select the 

respondents. Data collected were analysed using descriptive statistics, and correlation matrix. 

Multiple regressions were employed to test the formulated hypothesis. Findings revealed that 

a positive correlation among all the variables. The result indicated that only three variables 

were significant, namely organizational commitment to training and development, frequency 

of training and development and reward for best performance. The study, therefore, 

concluded that for training and development to have a significant effect on organizational 

performance, employees need to be motivated during training programs.  The study was 

limited to the banking industry which differs from the current study which focused on 

selected small hotels in North Central states of Nigeria. 

Human Capital Theory 
The human capital theory which has been used by many researchers, was propounded by 

Schultz (1961) and developed extensively by Becker (1964). The theory asserts that, 

expenditures on human resources should be viewed and treated as investment rather than 

consumption. Hence investing in education or training raises the performance level of 

employees as useful knowledge and skills are acquired (Becker, 1964). Thus, the theory is 

relevant to this study. 

 

Methodology  
This study adopted cross sectional design using survey method with closed-ended 

questionnaire using the five-point Likert scale adapted and modified from Karen et al (2018); 

Kasimu et al (2018); Solomon et al (2018); Zayum & Teslim 2018; Aidah, (2013) and Bond 

& Fox, 2007 were used in collecting data. The collected data were analyzed using partial 
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least square Structural Equation Modelling. The population for this study comprises 760 

small hotels conveniently chosen from Nasarawa, Plateau, Benue, Kogi, Kwara, Niger states 

and FCT. A sample size of 383 was arrived at through the use of Taro Yamane (1967) 

formula. Out of the total number administered questionnaire, only 321 were completely 

filled, returned and used for analysis. 

 

Table 1 Population for the Study. 

S/N State Number of Hotels Number of Employees 

1. FCT 72 2,105 

2. Plateau 146 1,785 

3. Nasarawa 99 873 

4 Benue  119 1,235 

5 Kogi  69 552 

6 Kwara 138 1,470 

7 Niger   117 1,109 

Total  760 9,129 

Source: National Associations of Hotel Owners (2022). 

 

Sample size calculation 

n = N/1 +N(e)
2
 

 

Where, 

             n  - sample size 

   N - population 

e - the level of precision. 

= 9,129/1 + 9,129(.05)
2 

= 
9,129/1 + 9,129 (0.0025) 

= 9,129/1 + 22.82 

= 9,129/23.82 

= 383 
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The model for the regression analysis is as follows: 

 
Table 1. Reliability of study scale 

S/n Variables Factor 

Loading 

Cronbach 

Alpha 

Compo 

Reliability 

AVE No of 

Items 

1 Eft 1 

Eft 2 

Eft 3 

Eft 4 

Eft 5 

Eft 6 

Eft 7 

0.664 

0.892 

0.898 

0.913 

0.882 

0.853 

0.894 

0.924 0.942 0.741 7 

2 Efc 1 

Efc 2 

Etc 3 

Efc 4 

Efc 5 

0.860 

0.851 

0.889 

0.902 

0.796 

0.912 0.934 0.741 5 

3 Trn 1 

Trn 2  

Trn 3 

Trn 4 

Trn 5 

0.818 

0.755 

0.641 

0.855 

0.879 

0.855 0.894 0.631 5 

Source: Authors computation 

Composite reliability of Jöreskog’s (1971) was applied to test for internal consistency of the 

items. All the values fall within the Hair, et al., (2019) rating of good consistency. The 

Cronbach alpha values were above 0.60 which is the minimum threshold as recommended by 

Sekaran (2010). To test for the convergent validity, the average variance extracted (AVE) 

was used. All the latent variables showed values greater than 0.50 which indicates that the 

constructs explain at least 50 percent of the variance of its items. According to Henseler et 
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al., (2015) the Fornell-Larcker criterion does not perform well when explaining discriminant 

validity, particularly when the indicator loadings on a construct differ only slightly. As a 

replacement, they proposed the Heterotrait-Monotrait (HTMT) ratio of the correlations which 

is the mean value of the item correlations across constructs relative to the (geometric) mean 

of the average correlations for the items measuring the same construct (Voorhees et al., 

2016). Discriminant validity problems are present when HTMT values are higher than 0.90 

for structural models (Henseler, et al., 2015). 

Table 2 Heterotrait-Monotrait Ratio (HTMT) 

 Eft Efc Trn 

Eft 1.000   

Efc 0.894 1.000  

Trn 0.824 0.833 1.000 

Source: SmartPLS Output, 2022 
 

Model Goodness of Fit (GoF)  

Sequel to the need to validate the PLS model, there is a need to assess the goodness of fit of 

the model as Hair, et al. (2017) suggested. This study used the standardised root mean square 

residual’s (SRMR). The choice of this index was based on the fact that the SRMR provides 

the absolute fit measure where a value of zero indicates a perfect fit.  The study adopted Hu 

& Bentler (1998) suggestion that a value of less than 0.08 represents a good fit while 

applying SRMR for model goodness of fit. The study result indicates an SRMR value of 0.01. 

This indicates the model is fit.  

Assessing the Structural Model 

Having satisfied the measurement model assessment, the next step in evaluating PLS-SEM 

results is to assess the structural model. Standard assessment criteria, which was considered 

include the path coefficient, t-values, p-values and coefficient of determination (R
2
). The 

bootstrapping procedure was conducted using a resample of 5000. 

 
Fig. 3: Path Coefficients of the Regression Model 

The R-square value stood at 80% and 68%, indicating that training is responsible for 80% 

variation in effectiveness as a proxy for performance among employees of the selected hotels 

in North Central, Nigeria while training accounts for 68% variation in efficiency. The 

remaining 20 and 38% variation could be explained by other factors not included in the study. 
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Based on Hair, et al., (2019), the r-square is considered suitable and lends credence to the 

findings of the study. The result of the path analysis is presented in the table 3 below: 

Table 3 

Hypothses Variables Path Coeff T. Statistics P. Value Decision 

Hoi Tnr>Eft 0.899 91.803 0.000 Rejected 

Hoii Trn>Efc 0.828 31.638 0.000 Rejected 

Source: SEM Output, 2022 

 

Results and Discussion. 

Results from table 3 above shows that training has a significant effect on effectiveness among 

employees of the selected hotels in North central, Nigeria with β = 0.899 and p = 0.000. 

Thus, the null hypothesis was not supported and therefore rejected at 5% level of 

significance. The study therefore, concludes that training has a significant effect on the 

performance of employees of the selected hotels in North central, Nigeria. 

Furthermore, result from the analysis also indicates that training has a significant effect on 

employee efficiency in the selected hotels in North central, Nigeria. The decision was 

reached based on the beta value of 0.828 and p-value of 0.000. The implication is that the null 

hypothesis does not have sufficient grounds to be accepted and as such it is rejected at 5% 

level of significance. 
 

Conclusion  
The study examined the effect of training on employee’s performance proxied by 

effectiveness and efficiency among selected small hotels in north central states of Nigeria. 

The study found and concluded that training improves employees’ effectiveness in the 

selected hotels however, training has not helped significantly in reduction of wastages on the 

side of the employees which in turn affect the overall performance. Based on the forgoing, 

the study recommends special training that will inculcate in the employees, better 

management skills to minimize wastages and improve efficiency. The study also recommends 

continuous training especially in the area of stress management in order to improve their level 

of effectiveness.   
 

Recommendations  
   

For effective employee performance in the tourism industry, the following recommendations 

shall be of great help if adopted.  

 

i. Training and retraining of employee should focus on stress management to install 

efficiency at work places  

ii. Management should ensure that employees’ performance is appreciated through 

promotions, welfare and gratifications. 

iii. Government should encourage small-scale hotel operators through credit facilities 

to enhance expansion and growth. 

iv. Emphasis should be laid on the use of tourism industry to create jobs for the 

teaming unemployed undergraduates in the society.   
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