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 A B S T R A C T  

In this study, we investigated the relationship between the training of employees and 

their performance. Using the sample of 210 faculty members (lecturer, assistant 

professor, associate professor, and professor) serving in public sector universities of 

Pakistan, we explored the training (TRG), skill development (SD), and employees’ 

capability (EC) and found that these are positively and significantly related to the 

employees’ performance (EP). In other words, TRG, SD, and EC enhance the 

performance of employees as predicted. The current study has made a contribution to 

the empirical knowledge and elaborates various policy implications for stakeholders. 

Finally, we discussed the implications and future research that may increase our 

knowledge so as to understand the relationship of training and employees’ performance 

in organizational settings. 

Keywords: Training, skills development, employee capability, employee performance, 

universities. 

1. INTRODUCTION 
In the era of intense competition, universities are consistently dealing with 

challenges to remain competitive. Thus, to remain on top and competitive, universities 

need to look at their policies, plans, strategies and procedures in training and retaining 

their effective and efficient employees. Therefore, human resource management needs to 

be carefully considered in every organization to gain competitive advantages through 
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trained employees.  

Consequently, training is considered as the essential part of competitiveness. 

Training is concerned with the development of employees’ skills and capabilities in 

performing well. Numerous studies have shown the impact of training on employee 

performance. In the present era of globalization, organizations across the world have been 

experiencing challenges in their workforces by changes in technologies, employment 

competition, workforce diversity, changing skill requirements, and employee 

involvement (Xiao, 2010). Hence, it is important for public sector universities to score 

higher in university ranking and impart better quality education to meet higher education 

commission’s (HEC) standards in Pakistan. This underscores the importance of a trained 

and competent workforce, especially the teaching staff. Several research studies have 

been conducted in the western perspective on effects of training on employee 

performance. Because, there are only a few studies conducted in the context of Pakistan, 

this phenomenon is relatively unclear. Therefore, human resource management (HRM) 

practitioners and policy makers may need to learn the relationship between training and 

performance. As a result, in order to fill this gap, this study has empirically examined the 

relationship between training and employees’ performance in public sector universities 

situated in Sindh, Pakistan.  

2. LITERATURE REVIEW 

Training has been recognized as one of the most important functions of HRM. It 

has also attracted research attention for a long time (Gordon 1992; Beardwell, Holden & 

Claydon 2004). Swanson, & Holton (2001) defined training as a process of developing 

skills, knowledge, expertise, and the competence of people. Simultaneously, Armstrong 

(2006) defined training as a systematic and planned modification of the individual’s 

attitude through learning, education, experience, and instructions, which enable him to 

achieve required skills, knowledge, and attributes to carry out him/her work task 

successfully. Thus, Training furnishes new skills enabling staff to work according to the 

procedure and the techniques the task. Likewise, McNamara (2008) suggested that 

training provides circumstances to a learner where they may attain new knowledge, and 

competencies in order to enhance job performance. Japanese management practices in the 
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1980’s found that success of any business is based on high-quality trained employees 

(Brown & Read, 1984). Similarly, Lowry, Simon, and Kimberley (2002) further 

elaborates that training enhances employee commitment and maximizes employee 

growth. When organizations invest in their employees’ training, in return, they develop 

skills of teamwork, confidence, and interpersonal abilities that help them to perform well 

and increase the productivity of the organization (Hamid, 2011; Langer, & Mehra, 2010; 

Hutchings, et al., 2009).  

Some authors such as Akintayo (1996), Oguntimehin (2001) and Graig (1976) 

identified the following functions of training: improves skills, knowledge, quality of 

work;  understanding attitude; increases productivity; ability to use machines and tools; 

reduces waste of time, turnover, absenteeism and removed obsolesce in skills, methods, 

technologies and capital management. It brings sense to that high level of performance 

for the current job needs and implementation of new rules, and policies; and prepares 

new training programs for the individual (Devi and Shaik, 2012). Adeniyi, (1995) stated 

his opinion that employee training is necessary for all employees to perform high and 

increase the productivity of the organization. The systematic and planned training 

programs benefit the organization by increasing output, the loyalty of employees, less 

employee turnover, and continuous growth for the further development of employees as 

well for the organization, therefore the importance of training cannot be neglected by the 

employer and management. So, for successful organizations, the main reason of having a 

training program is for the development of employees and the organization. As training 

retains employees in the organization in return organizations offer bonus and promotions 

to their valued employees and it grows the career of the employee. Therefore, training 

should be delivered and designed for all employees and they should be treated equally 

and fairly with regard to the training they receive (Steven, 2009). 

Skills development: Training enhances skills of individuals and individuals learn new 

work concepts to perform their task effectively and efficiently Appiah (2010). Training 

programs not only develop employee skills but also benefits an organization to make the 

best use of their human resources Cole (2001). Successful organizations always enhance 
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employees’ skills, and knowledge and gain advantage through different training programs 

Robbins and DeCenzo (1998). The above evidence shows a positive relationship between 

training and skill development. Therefore, from the above opinion, the following 

hypothesis is generated: 

Hypothesis 1: That training is positively and significantly related to the development of 

skills. 

Capability development: Employee capabilities are fundamental measures affecting 

organizational performance (Mayo, 2000). Employee capability enhances an employee’s 

performance by affecting individual skills, and experience, and provides an opportunity 

for further sound performance. It is believed that job security is a big problem, and its 

assurance is almost impossible (Bagshaw, 1996). However, training is one of the 

important measures to be taken to enhance skills and capabilities and make employees 

more effective and efficient (Millman and Latham, 2001) and this increases job security. 

Therefore, it seems mandatory for the organizations to plan different training programs 

for their employees to enhance their abilities and the capabilities that are needed at their 

workplace and which are marketable in satisfying their job needs (McKinsey, 2006).  

Nowadays, intense competition and rapid change in technologies produce a demand for 

training (Bontis and Serenko, 2007). Without training, employees are not capable of 

running new updated programs of different technologies. Training boosts the capabilities 

and increases competency level of employees, resulting in better performance. The 

literature identifies the relationship between training and employee capability. Therefore, 

the study hypothesized: 

Hypothesis 2: That training is positively and significantly related to employee capability. 

Employee performance: Performance is achieved through training to bring improvement 

in job-related skills (Meyer and Allen, 1991). Training is an important tool in developing 

skills of employees to boost up their performance. The traditional focus of employee 

training is an investment in human capital (Schultz, 1960). Here, skills, knowledge, and 

capability represent human capital, because they enhance the employee’s efficiency and 

organizational productivity. In other words, the individual adds value to an organization 

(Parnes, 1984). Some studies such as (Dean and Snell, 1991; Wilkinson and Oliver, 
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1989) stressed training to enhance the performance of employees as well as that of 

organizations. Frequent and structured training programs guaranteed acquisition of skills 

(Baldwin & Ford, 1988). As investment in training programs leads to broader skill 

development of employees which to enhance their work performance; it will benefit and 

contribute to employee skills to enhance organizations productivity. This lead to the 

following hypothesis: 

Hypothesis 3: That skills development is positively and significantly related to employee 

performance. 

Employee performance: The success of every organization depends upon its workforce 

productivity, working skills, and capabilities of employees. Successful organizations 

continuously arrange training courses to enhance employee capabilities for better 

performance (McCowan et al., 1999). Training develops the capabilities of the employee 

to perform their duties well. Successful training makes employees more capable and 

competent to give better results and creates a good reputation for the organization (Punia 

et al., 2013). People may consider training as an investment in the relationship between 

an organization and its employees (Bontis and Serenko, 2007). The different needs of 

employees, identified through training, and then developed to their required capability 

level so that they may perform well is mandatory (Elnaga, Imran 2013). This also leads to 

the following hypothesis: 

Hypothesis 4: That employee capability is positively and significantly related to 

employee performance. 

3. RESEARCH METHOD 

Sample: Data were collected from the teaching faculty of all public sector universities of 

Sindh province, Pakistan. The questionnaire survey which consists of measures of 

training, skills development, employee capability, and employee performance, were 

distributed to 400 teaching faculty. Of the 400 questionnaires, 210 questionnaires were 

returned, for a response rate of 52%. The seven-point Likert-Type scale consists of 

response options ranging from 1 (strongly disagree] to 7 (strongly agree).   

Operationalization of constructs 

Training: Training was measured by a modified scale developed by Xiao (1996). Other 
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studies with a  modified scale include: Henry & Stone (2003); Noe & Schmitt (1986); 

and Tesluk, Fair, Mathieu, & Vance (1995); Training was measured with 6 items which 

include: (1) training helps me to accomplish all the objectives of the job, (2) training 

increases the skills to successfully complete the job task, (3) I accomplish the job tasks 

better by using new knowledge acquired from the training, (4) training helps to become 

more experienced, (5) working with the techniques learned from training programs result 

in obtaining better work outcomes, (6) I make use of the acquired skills only in situations 

similar to those presented during the training program. In Choo & Bowley (2007); and 

Scaduto, Lindsay & Chiaburu’s (2008) study, this measure had an acceptable alpha above 

0.7. 

Skills development: Skills development was measured with six items by a modified scale 

of Xiao (1996) Sample items are: (1) new skills facilitate me to improve my work, (2) the 

quality of my work improves after using new skills, (3) I accomplish job tasks better by 

using new skills, (4) there is adequate equipment for me to apply new skills on my job, 

(5) I am able to select appropriate skills to achieve my work task better, (6) My present 

job encourages me to continuously gain job-related skills. In Hussain’s (2011) study, this 

measure had an acceptable alpha above 0.7. 

Employee capability: Six items were taken from Schultz (1961), and Burt (1992) studies 

to measure this factor. Sample items include: (1) employees are highly skilled, (2) 

employees are creative and professional, (3) employees develop new ideas and 

knowledge, (4) employees are experts in their particular jobs and functions, (5) 

employees are skilled at collaborating with other employees, (6) employee interacts and 

exchange ideas with individuals from different areas of the organization. In Subramaniam 

& Yound’s (2005) study, this measure had an acceptable alpha above 0.7. 

Employee performance: This was measured using a scale developed by Becker (1992) 

and Podsakoff & MacKenzie (1989). Sample items include: (1) employees complete 

work timely and ineffective manner, (2) employees working efficiency is much higher 

than task, (3) employee performs high-quality work, (4) employee always complete the 

specified duty that is given in the job description, (5) employee meets all the formal 

performance requirements of the job, (6) employee is able to perform core job tasks, (7) 
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employee never neglects aspects of the job that he is obligated to perform, (8) employee 

often fails to perform essential duties. In Becker, Billings, Eveleth, & Gilbert’s (1996) 

and Janssen & Yperen (2004) studies reported a higher reliability score above 0.8. 

4. RESULTS 

Demographic information: Descriptive statistics was performed in SPSS version 22.0 

followed by hypotheses testing for which structural equation modeling (SEM) through 

Smart PLS software was utilized. About 70 percent participants of the were male and 

30% females. Of them, 63 percent were married and the rest were single. About 41 

percent respondents reported they had successfully completed Ph.D. Moreover, 38 

percent were Lecturers, 28 percent Assistant Professors followed by 7 percent Associate 

Professors and 7 percent Professors rest were temporary teachers who participated in the 

study. The initial analysis was undertaken to purify scale used in the study. Mean values 

of all items were found to be above 3.5, and for further purification corrected item-total 

correlations of all items were found above 0.19 and only 1 item EP8 was deleted during 

analysis with negative or item-total correlations below 0.19 (table 1).  This item was 

considered poor item and removed in order to sharpen the conceptual identity of each 

construct (Ebel & Frisbie, 1986; Ray, 1982). PLS-SEM was employed for inferential 

analysis and hypotheses testing of the conceptual framework developed earlier. During 

factor loading (see table 1), it is found in the measurement model that the items loaded to 

their own underlined construct with strong values exceeded the required threshold score 

0.6 (Chin, 1998) and therefore, other measurement items were dropped having a value 

below 0.6. Table 2 shows the convergent-discriminant validity which measures internal 

consistency and convergent validity of constructs and scores were greater than 0.7 and 

0.5 thresholds (Salisbury, Chin, Gopal, & Newsted 2002; Fornell & Larcker 1981). This 

illustrates that all constructs show higher convergence onto their own proposed construct 

than on the unintended constructs. This shows that the constructs were correctly 

operationalized and relatively distinct. It is suggested that for better results, the Average 

Variance Explained (AVE) should be higher than 0.5 (Fornell & Larcker, 1981), 

composite reliability needs to be above 0.7 (Nunnally, 1978) and R2 value of public 

sector universities measurement model are acceptable and satisfactory. Consequently, the 
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hypotheses testing performed on the measurement model to seek a good fit for the data. 

Table 1 Means, Standard deviations, and factor loading 

Items Mean S.D. Loading 

Train1 5.98 1.096 0.806 

Train2 6.17 1.061 0.838 

Train3 6.07 .956 0.794 

Train4 5.97 1.126 0.741 

Train5 5.93 1.092 0.751 

Train6 5.20 1.092 0.526 

SD1 6.28 .979 0.738 

SD2 6.20 .961 0.816 

SD3 6.19 .949 0.834 

SD4 5.26 1.500 0.445 

SD5 6.07 1.139 0.719 

SD6 5.92 1.204 0.531 

EC1 4.98 1.511 0.841 

EC2 4.93 1.536 0.846 

EC3 5.09 1.582 0.844 

EC4 5.18 1.560 0.853 

EC5 5.20 1.468 0.867 

EC6 5.19 1.566 0.804 

EP1 5.55 1.407 0.795 

EP2 5.34 1.469 0.830 

EP3 5.37 1.350 0.826 

EP4 5.64 1.398 0.783 

EP5 5.48 1.422 0.773 

EP6 5.62 1.300 0.713 

EP7 5.67 1.265 0.498 

EP8 4.19 1.978 0.596 

Table no. 2 AVE, Convergent-Discriminant Validity, R2, Cronbach’s Alpha, and Composite 

Reliability 
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Constructs AVE 

Convergent-

Discriminant 

Validity 

R-squared 
Cronbach’s 

Alpha 

Composite 

Reliability 

Training 0.619 0.787 0 0.846 0. 890 

Skills 

Development 
0.606 0.778 0.333 0.783 0. 860 

Employee 

Capability 
0.710 0.843 0.204 0.918 0. 936 

Employee 

Performance 
0.621 0.788 0.369 0.877 0. 907 

 

Hypotheses testing 

Confirmatory factor analysis through PLS-SEM shows a relationship between 

hypotheses and also enables confirmation of the measurement model (Hair et al., 2010; 

Bentler, 1995; Hoyle, 1995). 

First, PLS-SEM analysis was used to examine HI where it was stated that training is 

positively and significantly related to skills development.  Accordingly, Train with SD 

(H1) was observed with (β = 0.577; p = 0.05). It was concluded that HI was supported. H2 

was stated as training is positively and significantly related to employee capability, as a 

result Train with EC (H2) was observed with (β = 0.452; p = 0.05) respectively. It was 

also concluded that H2 was supported.  H3 implied that skills development is positively 

and significantly related to employee performance, consequently, SD with EP (H3) was 

observed with (β = 0.314; p = 0.05). It was concluded that H3 was supported. Lastly, H4 

has signified that employee capability is positively and significantly related to employee 

performance, where EC with EP (H4) was observed with (β = 0.440;   p = 0.05) 

respectively. Therefore, it is concluded that H4 was also supported. 
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Figure 1 Structural model Discussion, conclusion, and implications of the research 

5. DISCUSSION 

The literature review identified that training and employee performance research 

has long been ignored in developing countries including Pakistan, especially in 

universities. There are very few studies available in the literature (Debrah and Ofori, 

2006). More recently, Nassazi (2013) identified that it is hard to find research related to 

training issues in underdeveloped countries. Extant literature has focused generally HRM 

and its impact on employee performance. (Harvey 2002; Harvey, Matt & Milord 2002; 

Jackson 2002; Kamoche 2002; Kamoche, Debrah, Hortwiz & Muuka 2004; Kraak 2005). 

Therefore, this study attempted to minimize this gap in the literature in the context of 

Pakistan and thus establishes the basis to understand and analyze the relationship of 

training with employee performance in public sector universities. The structural model 

fitted in PLS-SEM represents public sector universities in Sindh Province.  

All four hypotheses were supported at α = .05 level. H1 and H2 hypothesized the 

relationship of Training (Train) with skill development (SD), and employee capability 

Skills 

Development 

Training Employee 

Performance 

Employee 

Capability 

H1, t=5.841 

β = 0.577 

p <0.05 

H3, t=4.205 

β=0.314 

p <0.05 

H2, t=6.850 

β=0.452 

P <0.05 

H4, t=6.165 

β=0.440 

p <0.5 
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(EC) respectively. It shows training develops and refreshes skills and capabilities of 

employees. Likewise, H3 supported the relationship of skill development (SD) with 

employee performance (EP) and similarly, H4 supported the relationship of employee 

capability (EC) with employee performance (EP). It also showed that development of 

skills and capabilities lead to high-quality performance. The path analysis in the 

structural model (see figure 1) indicates that training has strong linkages with employee 

performance. Findings of this research are in line with previous studies of Hannah et al. 

(2013), Devi et al. (2012) and Bontis et al. (2007) that training has linkages with 

employee performance with the help of employee capability and skill development, and 

are important factors that influence employee performance in public sector universities of 

Sindh. Accordingly, these results support the literature review that training is an 

important practice, and universities should consider training as an important factor to 

enhance the performance of employees in public sector universities of Sindh, Pakistan. 

Limitations and future research directions  

The study highlighted the importance of training and its relationship with 

employee performance in public sector universities of Sindh province. Consequently, this 

study may be considered as an attempt in the right direction which add considerable 

knowledge about training and its links with employee performance. However, there are 

limitations attached to this study. The sample size used in the study is limited. A larger 

number of sample from the public sector universities of Sindh would be more 

representative and generalizable. In addition to the questionnaire survey, a qualitative 

tool such as in-depth interviews, focus group discussion or secondary data might help dig 

into the truth deeply. Measurement scales utilized in this study were adopted from 

previous studies, future researchers are advised to be careful regarding adopting the same 

constructs and interpretation of results in their research contexts. The perceptions given 

by faculty members of Sindh universities are temporal and may vary in future. However, 

these limitations do not lessen the significance of findings of this research study. The 

same limitations draw attention to future research to identify and add in this research area 

deeply.   
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