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ABSTRACT 

The aim of this study is to examine the relationship between skills training and employee 

performance in some selected hotels operating at Debre Brehan hotel. In order to identify gaps 

and compare the findings, theoretical and empirical reviews were made. Both qualitative and 

quantitative research approaches were employed. To achieve the research objective, 

descriptive and correlational research designs were used. Simple random and purposive 

sampling techniques were utilized. The target and unite of analysis were 148 hotel employees. 

Questionnaire and semi structured interview were used as data collection instrument.  The 

data were analyzed using descriptive statistics, one way ANOVA, and Package for Social 

Science (SPSS version 20) for inferential purposes. The finding reveals that there is a positive 

and significant relationship between skill training, training approach with employee 

performance. Based on the findings of the study, the researcher recommended that the hotels 

should introduce more skill training for employees, which are more suitable to the skills 

needed at work, as well as they should give employees equal opportunities for attending the 

skill training courses. 

 

 

Key words:  Role of skill training, Employee performance, Skill training, Training 

Approach, Selected hotels  
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CHAPTER ONE 

1. Introduction 

Training is a part of the human resource development along with the other human resources 

activities Such as recruitment, selection and compensation (TT. Baldwin, Jkevin Ford, 2017). 

It helps the employee to become an effective problem solver in their organization. Practical 

experience can be taught and gained through training. Employees will learn the methods of 

solving problem or complaints during training (Moorjani & Lewis, 2017).  

The role of human resource department is to improve the organization‟s effectiveness by 

providing employees with knowledge, skills and attitudes that will improve their current or 

future job performance. Organizations help their people to learn new skills so as to be able to 

perform well. It has been confirmed that organizations with more progressive- people - 

oriented are successful in global competition. This is mainly because when organizations 

invest in people, in their training, what they get in return is higher skill and greater 

competence that improves morale and productivity. As people‟s growth is linked with the 

organizations growth in view of long- term profitability, organizations need to invest in their 

people. Some researchers argue that training contributes significantly to the performance of an 

organization, implying an affirmative link sandwiched between human resource systems and 

organizational performance (Osman 2018).  

1.1. Hotel Industry in General  

According to Krishna (1995), hotels serve as a home away from home for the travelling 

public. When the first roads were built in Britain, Merchants and other wealthy travelers 

journeyed to various parts of the country. At points on their journeys shelter, food and drink 

were to be found at road side taverns. Later on monasteries provided hospitality to raise 

money for the church. Large manor houses scattered throughout the country provided services 

to travelers. When the manor houses began to be taxed the lords of the manors began 

converting their homes into inns. An inn could provide rest but a tavern could provide only 

food and drink. Gradually the inns and taverns improved in quality and standard. The first inn 

located in America was recorded in the year 1607 and lead the way with many other firsts in 

the hospitality industry. The first publicly held hotel (the city hotel) opened in New York in 
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1792. The first modern hotel named Tremont opened in Boston 1809 and the first business 

hotel (the Buffalo Statler) opened in 1908. From there a surge of hotels flooded American and 

the rest of the World with prominent names such as Mackenzie M and Chan B (2009). 

1.1.1.  Hotel Industry in Ethiopia  

A relative increase of investment is recently observed in the hotel & tourism sector. The hotel 

industry consists of many different services, including accommodation, restaurants, and cafes 

and catering. The market for the hotel industry, especially classified hotels in a developing 

country like Ethiopia, is closely linked to the tourism industry, because a majority of 

consumers for the sector services come from international tourists. According to the United 

Nations Statistical Commission, tourism comprises the activities of persons traveling to and 

staying in places outside their usual environment for not more than one consecutive year and 

staying at least 24 hours in the country visited. The total number of international tourists 

arriving in Ethiopia is steadily increasing. As the gateway of all international inbound, 

outbound and transit tourists/ passengers, Addis Ababa has been taking the lion‟s share in the 

county‟s tourist arrivals hosting an estimated 95-99% of the total international tourist arrivals. 

With an additional 39 million international tourists, up from 996 million worldwide in 2018, 

international tourist arrivals surpassed 1 billion (1.035 billion) for the first time in history in 

2019. The African continent receives approximately 5% of international tourist arrivals in 

2018. In the same year, there were over 50.17 million international tourist arrivals to Africa, 

an increase of 0.9% over 2017. Compared with other world countries, Ethiopia‟s share in 

international tourist arrivals, increased from 0.03%in 2012, to 0.053% in 2018. The Inbound 

Tourist Arrivals in Ethiopia continued to grow from 76,844 in 1996, to 115,000 in 2006, 

184,078 in 20011, 427,286 in 2016 and reaching 523,438 in 2018. During the year 2018, 

Ethiopia witnessed a positive tourist growth of 11.8 % over 2017. The compound annual 

growth rate in Inbound Tourist Arrivals in Ethiopia during 1989 to 2018 was 9.7 % (Ebisa 

&Andualem, 2019).  

Ethiopia has a small number of hotels which are, generally, of poor standard. For instance, 

when we compare the number of international standard hotels in Ethiopia with hotels in 

countries like Egypt, Morocco and Kenya we notice a big difference in number. The 
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international hotel classification system is adopted in Ethiopia and hotels are classified into 

categories with stars from one to five and hotels without stars. According to Ministry of 

Culture and Tourism (MCT) Tourism Statistics Bulletin of (2016), the total number of hotels 

in Ethiopia in the year 2016 was 426. Recent data on the number of hotels in the country was 

unavailable. As a result, to estimate the total number of hotels in 2019, we can take a 20% 

growth rates over 2016 making it 511 hotels in the country. This number includes all five 

stars, four stars, three stars, two stars, one star and not classified categories of hotels.  

The hotel industry consists of many different services, including accommodation, restaurants, 

and cafes and catering. The market for the hotel industry, especially classified hotels in a 

developing country like Ethiopia, is closely linked to the tourism industry, because a majority 

of consumers for the sector services come from international tourists. 

Today, hospitality sector is one of the fastest growing sectors. This sector can be classified in 

the hotel industry, travel and tourism, restaurants, pubs, clubs and bars, contract catering, and 

aviation. For a whole hotel to operate smoothly, it needs the involvement of staff of all 

departments: from the departments directly dealing with guests like front office, 

housekeeping, food and beverages to back-office departments such as accounting or 

engineering. How their work is managed directly impacts to the service, thus to the guests 

satisfaction (Bires& Raj, 2017). A new comer often needs months to learn the goals, rules, 

regulations, structure and working culture of the organization to adapt and get in the same 

pace with other colleagues. This is where training takes its first role of guiding and helping 

the employees adjust their qualities fit to the organization needs as soon as possible. The 

process of training goes on following the employees‟ career path to help them improve their 

abilities for further career development. The major challenge of this sector is shortage of 

skilled employees along with the challenge of attrition rate (recent sources). It is also the 

fastest growing sector in Ethiopia (BOFED, 2015). It is expected even to grow more in the 

coming years.  

1.1.2. Hotel Industry in Debre Berehan 

Debre Berehan Town is the Capital city of the north shoa zone where literally says the 

heartbeat of the zone. Astie Zeriakob founded the town before 563 years in 1460 E.c   by 

https://scholar.google.com/citations?user=XV5nwOgAAAAJ&hl=en&oi=sra
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constructing his palace in a town. Before that the name of Debre Berehan was Debre Eba.  

Debre Berehan is now a north shoa and Debre Berehan Administration town where many 

zonal institutions are located; 50 hotels also founded by the privet owners that many hotels in 

a town. Some of the hotels are Getva Hotel, Hiwot Hotel, Mektem Hotel, Sky Hotel, Girma 

Hotel, Shewaye Hotel, Bekelech Hotel, Mena Hotel, Akalu Hotel, Mikias Hotel, Fasil Hotel, 

Orental Hotel, Etenesh Hotel, Abebe Hotel, Etata Hotel, Fkire selam Hotel, Amare Kelemu 

Hotel, Gelila Hotel, Sarual Hotel, Etagegnehu Hotel, Roman Hotel, Ambasader Hotel, Helen 

Hotel, Bernos Hotel (double star hotel) and Tosign Amba hotel are among some of the Debre 

Berehan town hotels (Debre Berehan town culture and tourism annual report, 2019). 

1.1.3. The Role of Human Resource Department in Employees’ Training 

Human Resource Management needs-to be carefully considered and implemented. It should 

be able to deal with the effects of the changing business world, which means that people who 

work in the Human Resources Department have to be aware of the implications of 

globalization, technology changes, workforce diversity, changing skill requirements, the 

contingent workforce, decentralized work sites, and employee involvement etc. Because when 

either one aspect of above changes in the working process, it could change the whole business 

operation. Therefore, it is important for the human resource department to be prepared and to 

take control. So that, training and employee performance have become the foundation of a 

new era of managing a diversified workforce against a background of globalized world. In 

this context, understanding the relationship between training and organization performance 

presents an opportunity for the hotels, as highly skilled and committed workers can assist 

them in achieving high performance. On this basis, the main objective of this study is 

examining the relationship between skill training and employee performance to investigate 

and verify the relationship between training and employee performance. Because when either 

one aspect of above changes in the working process, it could change the whole business 

operation. Therefore, it is important for the Human Resource Department to be prepared and 

to take control. So that, training and employee performance have become the foundation of a 

new era of managing a diversified workforce against a background of globalized world. In 

this context, understanding the relationship between training and organization performance 
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presents an opportunity for the hotels, as highly skilled and committed workers can assist 

them in achieving high performance.  

On this basis, the main objective of this study is examining the relationship between skill 

training and employee performance to investigate and verify the relationship between training 

and employee performance. 

1.2. Statement of the Problem  

Knowledge and skills needed by an organization can be provided to learners through training 

because not all employees will come to the job with complete knowledge and experience 

necessary for performing assigned tasks. As Bieeh (2015) explains training is about 

transformation and change in the skills and experience of employees. Training enables 

employees to acquire new abilities, information, or attitudes which help employees to do 

things better, faster, easier, and with higher quality standards. Therefore, most organizations 

consider the development of human resources as an important investment effort towards the 

development of the performance of the organization.  

A well-trained workforce is important if the organizations have the best employees that 

perform their jobs correctly.  Similarly, the current economy is highly dynamic and businesses 

are forced to generate more output than they have before. The managers are well motivated by 

this demand and, in effect, they must force their workers to raise outputs and production 

levels. Nevertheless, productivity enhancement can be achieved through well skilled and 

trained workforces. As a result, companies are obliged to introduce up-to-date workplace 

awareness programs periodically in order to improve workplace efficiency (Mason 

Carpenter,  William Gerard Sanders  2013 ). Moreover, the training design and method for 

different employee are also important to increase the needed professional skills which 

ultimately improve performance in the organizations. 

Debre Brehan town the hub of investment is the choices of investors for international and 

local hotel development. That is why some branded international hotels are starting their 

operation in Debre Brehan town and some of them are under construction. Investment by 

major operators evidenced that luxury is coming to the growing nation. However, these hotels 

are forced to hire non-trained employees in their organizations because there are not enough 

https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk00IJBMfd1HS5StSoQyvODJqFLYgIw:1616052733547&tbm=bks&q=inauthor:%22Mason+Carpenter%22&sa=X&ved=2ahUKEwi5yvvIqbnvAhUIZcAKHZzABzgQ9AgwAnoECAQQBQ
https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk00IJBMfd1HS5StSoQyvODJqFLYgIw:1616052733547&tbm=bks&q=inauthor:%22Mason+Carpenter%22&sa=X&ved=2ahUKEwi5yvvIqbnvAhUIZcAKHZzABzgQ9AgwAnoECAQQBQ
https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk00IJBMfd1HS5StSoQyvODJqFLYgIw:1616052733547&tbm=bks&q=inauthor:%22William+Gerard+Sanders%22&sa=X&ved=2ahUKEwi5yvvIqbnvAhUIZcAKHZzABzgQ9AgwAnoECAQQBg
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universities and institutes in the country that provide skilled people to the growing industry of 

hotels to fulfill their employees demand (kalkidan, 2015). Therefore, having a well-trained 

workforce is very important to ensure that the workplace has the right employees who have 

been trained professionally and are qualified to do their tasks properly (Mason 

Carpenter,  Gerry Sanders  2013).  

As per the knowledge of the researcher there was one study which is done by (Eskindr, 2002) 

focused on the relationship between training and employee performance in star hotel. 

However, there are limited studies on the relationship between training and employees 

performance in under star hotel (Debre Berehan culture and Tourism survey, 2011). 

Therefore, this study is intended to the knowledge gap on the relationship between training 

and employee performance in under star hotel in Debre Brehan town. 

1.3. Research Questions  

At the end of the study, the research will address the following questions:  

1. What were the types of skill adapted in some selected Hotels in Debre Brehan?  

2. What was the relationship between the skills acquired through training and employee 

performance in some selected Hotels located in Debre Brehan?  

3. What were the skills training approaches/methods utilized in some selected Hotels located 

in Debre Brehan?  

1.4. Research Objective 

The objective of this study is classified into general and specific.  

1.4.1. General Objective  

The Maine objective of this study is to examine the relationship between skills training and 

employee performance in some selected hotels operating at Debre Brehan hotel.  

1.4.2. Specific objectives 

The specific objectives of this study were to:  

https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk03RiNcZOKjTy2SxQUtHcU3-GPvMLw:1616052928566&tbm=bks&q=inauthor:%22Mason+Carpenter%22&sa=X&ved=2ahUKEwjo7fqlqrnvAhWjmFwKHV3NDD8Q9AgwAXoECAgQBQ
https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk03RiNcZOKjTy2SxQUtHcU3-GPvMLw:1616052928566&tbm=bks&q=inauthor:%22Mason+Carpenter%22&sa=X&ved=2ahUKEwjo7fqlqrnvAhWjmFwKHV3NDD8Q9AgwAXoECAgQBQ
https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk03RiNcZOKjTy2SxQUtHcU3-GPvMLw:1616052928566&tbm=bks&q=inauthor:%22Gerry+Sanders%22&sa=X&ved=2ahUKEwjo7fqlqrnvAhWjmFwKHV3NDD8Q9AgwAXoECAgQBg
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1. Identify the types of skills used some selected hotels in Debre Brehan town. 

2. Identify the type of skill training approaches adapted in some selected hotels located in 

Debre Brehan town.  

3. Identify the effect of skills training on employees‟ performance in some selected hotel in 

Debre Brehan town.  

1.5. Significance of the Study  

The purpose of this study was to assess the role of skill training on the employee performance 

of the hotels. Depending on this purpose, the researcher believes that this study will contribute 

to the knowledge that exists on the concepts of this study: The skill training on the employee 

performance of both Getiva and Bernos hotels. 

On the other hand, the study will benefit the hotels in understanding the causal relationship 

between skill training and employee performance. In other words, the hotels HRM 

departments will be able to determine the factors skill training of which reflects on the hotel‟s 

employee performance. Hence this study will offer perspectives for the hotels are planning for 

more effective skill training for its service product to enhance their employee performance. 

The study will also help the hotels to know how to increase their employees‟ performance 

effectively by identifying its strengths and weaknesses and taking corrective measures to 

develop its employee‟s performance. The hotels will also support their performance in 

identifying the effective measures of the types of skill training so as to develop the hotels to 

become a competitor in this business world.  

The importance of employees training is a significant part as well as the key function of 

Human Resource Management and Development; it is the crucial path of motivating 

employees and increasing productivity in the business. A company needs organized staff 

training if wants to be competitive among others. Staff training is the key task to help 

everyone in the company to be more united. An enterprise could hire experienced employees 

or train employees to be skilled. When the company trains their own staff, by providing and 

forming a harmonious atmosphere, accurate work specification and the passion of work, team 

spirit was built between employees and management team within the process. Training of 
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work tasks is one of the main aspects of staff training, including principles at work, 

professional knowledge and skills, by offering employees these essentials, staff training helps 

personal abilities match with business requirements. Training could be enormously 

demanding and should be in-depth; lack of training or poor training brings out high employee 

turnover and the delivery of substandard products and services.  

Finally, the study also initiates other interested researchers to explore the area further. 

Students and academicians who wish to carry out further research in the role of training on 

employees  performance will find the study helpful since it opens up other research gaps. 

1.6. Scope of the Study  

This study was delimited on Debre Berhan town Bernos star hotel and Getiva hotel. Debre 

Berehan was the setting room of North Shoa zone.  Issac and Michael (2005) defined 

delimitation as arbitrarily narrowing the scope of the study and focusing only on selected 

aspects of the problem, certain areas of interest, a limited range of subjects, and level of 

sophistication involved. The study was also delimited on the relationship between skill 

training and employee performance of both Getiva and Bernos hotels. These hotels were 

opened on the previous some years and these hotels have 236 employees. The units of 

analysis for the study were 148 samples who were responsible to offer information both 

through questionnaire and interview. The respondents in the sample of the study were from 

the hotel‟s employees of the both Getiva and Bernos hotels with various degrees of 

knowledge and experience since. The study specifically dealt with the types of skill training, 

training approaches, and the relationship between skill training and employee performance of 

the Bernos and Getiva hotels. There were several research designs in use based on the nature 

and type of the research being done. In this study, both descriptive and correlational research 

design had employed. Descriptive design describes the characteristics of the variables in the 

situation. In addition the study is also said to be correlational in design because there was 

intent to establish the relationship between dependent and independent variable of the study.  
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1.7. Limitations of the Study  

The limitation well incurred at the time of the research that, as it was conducted in hotels, the 

working hour of the staffs was classified by 2 schedules (morning shift and after noon shift). 

That means they don‟t have similar office hours and they were busy most of the times serving 

their customers. So that it makes the researcher to be present in every schedule and for longer 

time. Most of them were also not volunteered to fill the questioners as they were tire at the 

end of their schedules. Therefore, these limitations and suggestions should be captured in 

future research of the same nature, i.e. the role of training on employee performance.  

1.8. Organization of the Paper  

This paper organized into six chapters. The first chapter was an introduction which includes 

background of the study, statement of the problem, and objective of the study, research 

questions, significance of the study and scope of the study and limitation of the study. The 

second chapter reviewed of related literatures which consisted theoretical background and 

important findings from different literatures. The third chapter involves methodologies 

applied in the study. Chapter four presents the result of the study. Chapter five presents the 

discussion of the study. Finally, the last chapter gives conclusion and recommendations of the 

study.  
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CHAPTER TWO: THEORETICAL FRAMEWORK AND 

LITERATURE REVIEW 

2. Introduction 

This chapter presents the theoretical framework and literature review on the topic of role of 

skill training on employee performance in hotel industry at the Debre Berehan. The 

theoretical literature helps the researcher to identify clearly the variables of the study; 

provides a general framework for data analysis; and helps in the selection of applicable 

research design. The theoretical literature helps the researcher to identify clearly the variables 

of the study; provides a general framework for data analysis; and helps in the selection of 

applicable research design. 

This chapter was structured on the basis of the research objectives. The first section reviews 

theoretical review which includes theories related to skill training and employee performance 

in hospitality industry. The other focuses of this chapter is empirical review.  Under the 

empirical review of this paper, I have discussed the literature review empirically, types of 

skill training, the relationship between skill training and employee performance, different 

types of skill training approach, design the theoretical framework which indicates the sum-up 

theoretical review of a paper on the role of skill training and employee performance in 

hospitality industry. Sections on the role of skill training on employee performance will 

follow respectively. The chapter ended with a summary of the aspects covered under the 

literature review and a brief introduction to the next chapter. 

The purpose of theoretical and empirical review of this paper discuss the fundamental role of 

unveiling the theory, or theories, that underpin the role of skill training and employee 

performance and theoretical background, which is the related extant knowledge.  

Reasons for carrying out training, employers do not regularly consider the feelings of their 

employees regarding skills development. Accordingly, Frost and Dreyer (2016) claim that the 

traditional business organization is closely modeled on the military style of management, 

probably because armies are the largest and almost certainly the oldest human organizations. 
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In response to this, Katcher and Snyder (2003) identify some of the reasons why employers 

need their employees to continuously learn new skills:  

 

Capital improvement: Organizations tend to spend a lot of money on upgrading their plants 

and equipment, yet little on upgrading their human capital. Employees are an asset to the 

organization but employers are more concerned about reaching deadlines and profit 

maximization rather than employees skills development, without which employee 

performance could be hampered. Although the organization still achieves productivity, the 

focus should also be on the dedication, commitment and loyalty of employees. If employees 

do not receive ongoing training, up-to-date equipment will not be used optimally.  

Morale improvement: Employees who continuously upgrade their job skills had also 

improve their productivity. Developing employee skills not only plays a role in the workplace, 

but in the external world as well. It contributes to the full personal development of each 

employee and the socio-economic development of the nation at large; therefore, happy 

employees may be productive, but more productive employees are happier.  

Ability to adapt to change: The more skilled the workforce is, the easier it will be for the 

entire organization to adapt to changes that may arise in the domestic and global market place 

in the demand of its products and services. 

Employee Performance  

Employee performance is defined as the outcome or contribution of employees to make them 

attain goals John & Lee (2017). Afshan (2016) performance as the achievement of specific 

tasks measured against predetermined or identified standards of accuracy, completeness, cost 

and speed. Employee performance can be manifested in improvement in production, easiness 

in using the new technology, highly motivated workers. Employee performance is the 

important factor and the building block which increases the performance of overall 

organization. Employee performance depends on many factors like job satisfaction, 

knowledge and management but the most important factor of employee performance is 

training and development (Anwar Khan, 2018). Employee performance is normally looked at 

in terms of outcomes. Kenney (2015) stated that employee's performance is measured against 

the performance standards set by the organization. There are a number of measures that can 
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be taken into consideration when measuring performance for example using of productivity, 

efficiency, effectiveness, quality and profitability measures Ahuja (2015) as briefly explained 

hereafter.  

 Profitability is the ability to earn profits consistently over a period of time. It is 

expressed as the ratio of gross profit to sales or return on capital employed (Stangster 

2014).  

 Efficiency is the ability to produce the desired outcomes by using as minimal 

resources as possible  

 Effectiveness is the ability of employees to meet the desired objectives or target  

  Productivity is expressed as a ratio of output to that of input. It is a measure of how 

the individual, organization and industry converts input resources into goods and 

services.  

 Quality is the characteristic of products or services that bear an ability to satisfy the 

stated or implied needs (Kotler& Armstrong, 2016). It is increasingly achieving better 

products and services at a progressively more competitive price.  

Employee Performance Indicators  

Employee training and measuring training effectiveness is a key objective of any HR 

department. To ensure that there is adequate return on investment in training of new and 

current employees, the organization has to establish key performance indicators (KPI). KPI if 

created and tracked properly serve as a benchmark for measuring the progress of employees 

towards a set of broader based goals or objectives (Lilly, 2017). However, most organizations 

are faced with the challenges of developing a good KPI. Lilly (2017) suggests that quality key 

performance indicators for tracking employee training effectiveness should include: 

a) measurable and quantifiable indicators  

b) competency based indicators 

c)  linked to proficiency indicators  

d) Mapped to organizational and employee goals indicators.  
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2.1. Theoretical Review 

Training is the organized procedure by which people learn knowledge or skills for a definite 

purpose (Gareth R. Jones,  Jennifer M. George 2016). The objective of training is to achieve a 

change in the behavior of those trained. This means that the trainees shall acquire new 

manipulative skills, technical knowledge and skills on the job in such a way as to aid in the 

achievement of organizational goals. 

Akinyele (2017) opined that training has a high positive impact on employee and reduces the 

nature of hazards on the job in the accomplishment of corporate objectives. Thus, effective 

training leads to acquisition of skills and knowledge required for employee to perform 

effectively on the job. Further, the importance of training practices has also been emphasized 

by both academics and practitioners (Chand and Ambardar, 2016 and Hutchings 2016). 

2.1.1. Definition and Concept  

Employee training: Training addresses gaps or discrepancies between an ideal and an 

optimal stage of development. However, from a comparison between desired and actual 

work methods or between desired and actual results, needs arise on the job. Smit (2016) refer 

to three methods for identifying needs: the generic methods, performance analysis, and 

competency assessment. Where performance analysis focuses on deficiencies or problems, 

competency assessment focuses on opportunity for improvement. Trainers identify how they 

believe people should perform and then design a training program to give the workers the 

skills they need. Training can only be executed when it has been determined which 

employees should receive training and what their current levels, knowledge and skills are. 

Consequently, the assessment of the individual will indicate the range of skills and 

knowledge that is to be acquired. Note that the difference between actual performance and 

required performance will ultimately form the training gap, and therefore indicate the extent 

of training needed. Hakala (2018) explains that performance measurement uses the following 

indicators of performance: 

Quantity: This indicator places emphasis on the number of units produced processed or sold 

against the set standard i.e. the number of units to be produced, processed or sold. 

https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk014mG0HCEDPPEU6gGVuCyxfov9B1w:1616053473541&tbm=bks&q=inauthor:%22Gareth+R.+Jones%22&sa=X&ved=2ahUKEwjHvemprLnvAhUFYcAKHcA6CKYQ9AgwAHoECAUQBQ
https://www.google.com.et/search?hl=en&tbm=bks&sxsrf=ALeKk014mG0HCEDPPEU6gGVuCyxfov9B1w:1616053473541&tbm=bks&q=inauthor:%22Jennifer+M.+George%22&sa=X&ved=2ahUKEwjHvemprLnvAhUFYcAKHcA6CKYQ9AgwAHoECAUQBg
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Quality: The quality of work performed can be measured by several means. The percentage 

of work output that must be redone or is rejected is one such indicator. In a sales environment, 

the percentage of inquiries converted to sales is an indicator of salesman ship quality.  

Timeliness: This indicator measures how fast work is performed or how fast services are 

provided. For example, in a service industry, the average customer‟s downtime is a good 

indicator of timeliness, while in a manufacturing outfit; it might be the number of units 

produced per hour. 

Cost-Effectiveness: The cost of work performed should be used as a measure of performance 

only if the employee has some degree of control over costs. 

Absenteeism/Tardiness: An employee is obviously not performing when he or she is not at 

work. Other employees‟ performance may be adversely impacted by absences, too.  

Creativity: It can be difficult to quantify creativity as a performance indicator, but in many 

white-collar jobs, it is vitally important. Supervisors and employees should keep track of 

creative work examples and attempt to quantify them.  

Adherence to Policy: This may seem to be the opposite of creativity, but it is merely a 

boundary on creativity. Deviations from policy indicate an employee whose performance 

goals are not well aligned with those of the company.  

Gossip and Other Personal Habits: This indicator may not seem performance-related to the 

employee, but some personal habits, like gossip, can detract from job performance and 

Interfere with the performance of others. The specific behaviors should be defined, and goals 

should be set for reducing their frequency.  

Personal Appearance/Grooming: Most people know how to dress for work, but in many 

organizations, there is at least one employee who needs to be told. Examples of inappropriate 

appearance and grooming should be spelled out, their effects upon the employee‟s 

performance and that of others explained, and corrective actions defined.  

Hakala (2018) goes further to state that performance indicators must be assessed by some 

means in order to measure performance itself. He enumerated the following as some of the 

ways in which performance is assessed from the above indicators: 

Manager Appraisal: A manager appraises the employee‟s performance and delivers the 

appraisal to the employee. Manager appraisal is by nature top-down and does not encourage 
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the employee‟s active participation. It is often met with resistance, because the employee has 

no investment in its development. 

Self-Appraisal: The employee appraises his or her own performance, in many cases 

comparing the self-appraisal to management's review. Often, self-appraisals can highlight 

discrepancies between what the employee and management think are important performance 

factors and provide mutual feedback for meaningful adjustment of expectations. 

Peer Appraisal: Employees in similar positions appraise an employee‟s performance. This 

method is based on the assumption that co-workers are most familiar with an employee‟s 

performance. Peer appraisal has long been used successfully in manufacturing environments, 

where objective criteria such as units produced prevail. Recently, peer appraisal has expanded 

to white-collar professions, where soft criteria such as “works well with others” can lead to 

ambiguous appraisals. Peer appraisals are often effective at focusing an employee‟s attention 

on undesirable behaviors and motivating change. 

Team Appraisal: This is similar to peer appraisal in that members of a team, who may hold 

different positions, are asked to appraise each other‟s work and work styles. This approach 

assumes that the team‟s objectives and each member‟s expected contribution have been 

clearly defined. There are as many indicators of performance as there are companies and jobs. 

The various assessment methods can be used in combinations. It is important to choose 

indicators that align with each company‟s goals and assessment methods that effectively 

appraise those indicators.  

2.2. Theoretical review: Training Theories 

2.2.1. Scenistic Methods 

Much progress has been made in training and development methodologies, some of which has 

occurred in the area of scenistic methods, a set of approaches or processes focusing on 

situations, events, case-studies, and narratives that furnish a specific setting for performance 

issues, needs, deficiencies and scripted actions for particular situations (Paul, 2010). 

However, due to the social participation and consolidation practice involved and given factors 

of cost and effectiveness, the scenistic methodology would be more appropriate for team 

training rather than for individual instruction. 
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The theoretical and conceptual foundations of scenistic methodology include situated 

learning/cognition, constructivism, experiential learning, transformative learning theory, and 

action theory.    

A. Situated Learning or Cognition Theory 

 Situated learning is one of the most important features of the scenistic method. Theoretically, 

the materials we create or use, such as cases, basically situate the trainee in his/her operational 

context. This material is the starting point of the methodology and is followed by the 

identification of issues and problems, where the trainee is, to a certain extent, familiar with 

and involved in a specific context. According to Anderson et al. (1996), situated learning is 

based on situations in which trainees are involved on a regular basis. The situational skills that 

trainees receive are supposed to be used in similar situations. Training activities are shared 

and are, to some extent, actively created in cooperation with other trainees working together 

to identify and resolve issues. 

B. Constructivism and Experiential Learning Theory 

A constructivist learning perspective implies that knowledge and skills can be improved in 

different ways without necessarily any one ideal solution (Jonassen, 1991). Constructivism is 

well suited to the situated and scenistic methods as it stresses comprehensible real-world 

functions in organizational environments. In skills molding in a specific environment, the 

various aspects of performance need to be defined, demonstrated, and comprehended 

(Jonassen,1994). This will enable people and groups to pinpoint gaps and deficiencies in 

performance in a specific skill area. This type of dynamic social participation should also 

accelerate the learning process. 

The multidisciplinary theory of experiential learning is, to a great extent, based on 

constructivism and uses psychology, philosophy, sociology, anthropology, and cognitive 

sciences to gain a greater insight into the learning process (Carver, 1996).  

C. Transformative Learning Theory 

Transformative learning in combination with scenistic methods enables and encourages 

trainees to participate actively in shaping the content and application of learning activities, 
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and many will accept possibility of being empowered and actively involved in decision 

making. Personal job satisfaction and commitment are also crucial aspects of this type of 

empowered learning (Devanna, 1986; Bryman et al., 1996). 

D. Action Theory 

As described by Michael Frese (2007), action theory attempts to explain how learning is 

regulatd and how people can change their behavior to dynamically meet objectives in normal 

and/or unusual situations. Situated and scenistic learning methods involve novel situations 

and require trainees to be creative to some extent. Contrary to many cognitive and information 

processing theories, action theory is linked to behavior and specific working contexts and 

outcomes. It is also concerned with the processes involved in the interaction between 

environmental inputs and behavior in the one hand and how cognition regulates behavior and 

performance on the other hand (Paul, 2010). 

According to Salisbury (2008), action theory is a systematic tool for understanding how 

knowledge of cognitive processes in a performance situation is regulated by using the focus, 

sequence, action structure components (Frese, 2007) and the foundations of the theory which 

interact dynamically. The action structure is the most important component in relation to 

scenistic processes. Through sensitivity to the complexity of the learning process, instructors 

can manage learner expectations to reduce information overload. After trainees feel more 

comfortable with the scenistic model, they often try to apply it to other problems in the 

workplace (Paul, 2010).  

2.2.2. Human Capital Theory 

Human capital theories have developed rapidly since Mincer (1958, 1962), Schultz (1960, 

1961), Becker (1962) and Ben-Porath (1967), laid their foundations. Since training is regarded 

as an investment, it involves costs and benefits, which can be assessed by using financial 

criteria such as present value and the internal rate of return. 

Initially, Becker (1962) studied the impact on wage levels of two types of human capital 

operating in a perfectly competitive labor market that had no imperfections or distortions. One 

type of human capital can be transferred to other organizations, which encourages employees 
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to cover the costs and to obtain all the benefits of training. The second type of human capital 

is regarded as specific to a company and cannot be transferred to other companies, which 

incentivizes employers and employees to share the costs and benefits of training (Becker, 

1962). 

Human capital theory is based on neo-classical theories of labor markets, education and 

economic growth. It takes for granted that employees are productive resources and attempts to 

find out whether highly trained staff is more productive than other personnel (Simon, 2008). 

According to Garcia (2005), as employees do not obtain considerable pay increases due to 

increased productivity after attending specific training sessions, they will not be motivated to 

finance their own training requirements. On the other hand, companies will be keen to cover 

these training costs, as they will obtain almost all the returns from the enhanced productivity 

produced by the new skills generated (Garcia, 2005). 

2.2.3. Summary  

Based on above, training theories, particularly those since 1992 have made a significant 

contribution to understanding the training process. The scenistic method is considered as one 

of the most important contributors to improving the value and effectiveness of corporate 

training, and it represents an alternative to team training and has had a major impact on the 

workplace. 

According to training theories, it is necessary to choose the type of training model that is most 

appropriate to the nature of the work being carried out. Training model has implications for 

other branches like Situated learning or cognition. It attempts to determine the appropriate 

training processes according to the nature of the trainee‟s work and also looks at the training 

process, the type of skills to be provided, and ensures that team work is encouraged among 

trainees. 

The appropriateness of trainees in relation to the training process is important as well as their 

contribution to training effectiveness. This depends on their creativity and their ability to 

enhance their role in decision-making and delegation, which is improved by transformative 
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learning theory. In general, action theory has helped to regulate the behavior of individuals 

and to achieve training objectives. 

Theories and literature relating to human resources and human resource management 

emphasize the importance of human capital in organizations. According to human capital 

theory, human capital is the most important form of capital in organizations and can be 

enhanced through training. Human capital theory is concerned with the return on training 

investment, and there is much evidence from various countries to show that an increase in 

training reflects positively on performance. 

2.3.  Empirical Review 

Many attempts have been made to assess the role of training on employee performance in 

public and private organizations around the world. The new developments in our 

Contemporary world bring out new terms of management science in all aspects. This is as a 

result of the complexity of work and the connection between its aspects, training is one of 

these terms that has a very important role in organizations development, especially service 

organization, hotels are the most important of service organizations. The findings of the paper 

provide information to hotel management and human resource management to accentuate the 

importance of training programs by highlight its merits to the hotel‟s success. For instance, 

training has shown to have positive results on employee morale, productivity, satisfaction and 

retention, as well as on service consistency and guest satisfaction. 

According to Guest (1997) mentioned in his study that training and development programs ,as 

one of the vital human resource management practice, positively affects the quality of the 

workers knowledge, skills and capability and thus results in higher employee performance on 

job. This relation ultimately contributes to supreme organizational performance. As depicted 

by the work of Harrison (2010), learning through training influence the organizational 

performance by greater employee performance, and is said to be a key factor in the 

achievement of corporate goals. However, implementing training programs as a solution to 

covering performance issues such as filling the gap between the standard and the actual 

performance is an effective way of improving employee performance (Swart 2015). 

According to Swart (2015), bridging the performance gap refers to implementing a relevant 
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training intervention for the sake of developing particular skills and abilities of the workers 

and enhancing employee performance. He further elaborate the concept by stating that 

training facilitate organization to recognize that its workers are not performing well and a thus 

their knowledge, skills and attitudes needs to be molded according to the firm needs. There 

might be various reasons for poor performance of the employees such as workers may not feel 

motivated anymore to use their competencies, or may be not confident enough on their 

capabilities, or they may be facing work- life conflict. All the above aspects must be 

considered by the firm while selecting most appropriate training intervention that helps 

organization to solve all problems and enhance employee motivational level to participate and 

meet firm expectations by showing desired performance. As mentioned by Swart (2015), 

these employee superior performances occur only because of good quality training program 

that leads to employee motivation and their needs fulfillment.  

In the United States, Bishop (1994), after studying information on 2594 companies, found that 

there was a marginal rate of return on the initial 3 months of training from the 2-year increase 

in employee productivity. After 100 hours of training, productivity increased between 11% 

and 38%. Bartel (2014) also found that training courses in 495 companies increased 

productivity by approximately 18% over 3 years. Ballot (2016) found that training increased 

value added per worker in France by 1 7.3% and in S wed en by 7 .3%. I n the United 

Kingdom, based on British industry data for 1983–1996, Dearden (2016) discovered that a 1% 

rise in work related training increased added value per hour by roughly 0.6% and hourly 

wages by approximately 0.3%. 

Performance can be defined as the achievement of specified task measured against 

predetermined or identified standards of accuracy, completeness, cost and speed (Afshan, 

2017). The goal of training is to enhance the organization effectiveness and it also demands 

an influence on employee‟s performance, as well as in relation to organizational performance 

which is mediated by means of employee‟s performance (Shaheen, 2018). There exists a 

positive association between training and employee performance. Training generates benefits 

for the employee as well as the organization by positively influencing employee performance 

through the development of employee knowledge, skills, ability, competencies and behavior 

(April, 2016). Akhtar (2017) discovered that training has an optimistic association between 
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motivations along with job engagement involving personnel doing work in organizations. 

Khan (2017) concluded that role of the valuable training is to improve the quality of task 

process that brings improvement in the performance of employees. Muzaffar (2018) indicates 

that, to increase the employee‟s performance, it is crucial to inspire the employees by means 

of satisfying the space in between skills necessary and the owned or operated by means of 

staff through delivering applicable training. AL Damoe (2018) investigated that employees 

develop their sense of self-confidence, dignity, self-worth as well as wellbeing when they find 

themselves to be a valuable asset to the organizations. These factors provide them with a 

sense of satisfaction based on their achieved company goals and continue to encourage them 

to effort towards the enhancement of the organization to add value in its performance. 

According to Aguinis and Kurt (2015) employees‟ performance as fundamental foundation 

associated with an organization those employees the knowledge intended for better 

effectiveness that can be analyzed through the organization performance. Ali and Aroosiya 

(2016) probed employees‟ performance very necessary for the organization performance.  

 

Effects of Training on Employee Performance  

Training increases the overall performance of the organization. Every organization should 

develop its employees according to the need of that time so that they could compete with their 

competitors (Raja, Furguan, and Mohammed, 2017). As stated on Naveed, 2019 Training and 

development has positive effect on employee performance. Additionally, a significant 

relationship was found between the employees training and their resultant performance in 

accomplishing different tasks. It was found that those employees who have taken trainings 

were more capable in performing different task & vice versa.  

Training has direct relationship with the employees‟ performance. Basically training is a 

formal & systematic modification of behavior through learning which occurs as result of 

education, instruction, development and planned experience Michael Armstrong, (2000). 

Generally, it is hard to attain a high level of performance without training (Nelson, Hilary and 

Michael, 2017). As cited in Gunu, (2019) many organizations have over the years introduced 

good manpower training and development strategies in order to enhance better employee 

performance at work and increase their productivity. However, the efforts of such strategies in 
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most cases have always been jeopardized in most organizations, as a result of some factors 

that impede against the achievement of their objectives. Some of the impeding factors include 

recruitment/selection problems, training procedure and inadequate facilities, government 

policy, the economy and labor legislation (Nguyen, 2009). According to Barzegar and 

Shahroz (2016), the most important impact of training on employees and organization 

performance is improve the quality and quantity of organization‟s output, increase in the 

organization‟s profitability, safeguarding the organization stability, minimizing the risk, 

decrease the organization cost and expenses, improving the management of the organization 

and establishing the organization as national and international entities. Training must be 

related to the mission and performance goals of organization. Singh and Madhumita (2017) 

believe that training is important mean to improve the employees‟ productivity which 

ultimately affects the organization performance and effectiveness. Similarly Abeeha and 

Bariha (2016) in their studies carried out in Pakistan, observed a positive correlation between 

employees‟ training and organizational competitive advantage. Abang, May, and Maw (2009) 

on the other hand, pointed out that Lynch and Black in their studies revealed that only off-the 

job (general) training improves organizational performance whereas on the job training does 

not. Training and development has been acknowledged to be a very important component of 

organizational performance. However, it is not an end goal rather training is characterized as a 

means to an end – the end being productive, efficient work organizations, populated by 

informed workers who see themselves as significant stakeholders in their organizations‟ 

success (Byrne, 2015). Furthermore, as cited in Afshan, (2016) there is a positive association 

between training and employee performance.  

Training generates benefits for the employee as well as for the organization by positively 

influencing employee performance through the development of employee knowledge, skills, 

ability, competencies and behavior April, (2014). Organizations that are dedicated to 

generating profits for its owners (shareholders), providing quality service to its customers and 

beneficiaries, invest in the training of its employees (Evans and Lindsay, 1999).  

Benefits of staff skill training  

Staff training enhances the capabilities of employees and strengthens their competitive 

advantage. Effective training will improve the personal characters and professional abilities. 
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Not only employees, management and organization would benefit from staff training, 

customers and guests benefit as well, because of the received quality products and services 

(Sommerville, 2007).  

Benefits to the Employee: According to Sommerville (2007) training increases job 

satisfaction and recognition of the employee. During the training, employees was introduced 

what the work is about, how to do, what kind of role does the job play in the whole business, 

it helps them to understand their work better and also love what they do by understanding the 

work. He also stated that training encourages self-development and self-confidence among 

employees. After systemized training, employees will understand what important role their 

jobs play, and with the information, knowledge and experiences obtained during the training, 

they was more confident with their work, so that better services was provided. Training also 

helps to clearly identified career opportunities of employees. Employees gained not only 

professional knowledge and skills during training, training also broads their choices on setting 

career targets. They can get the opportunity to get to know other positions, increases the 

possibilities of promotions in the meantime. It helps the employee become an effective 

problem solver. Practical experience can be taught and guided in the training; employees will 

learn the methods of solving problem or complaints during training. It allows the employee to 

become productive more quickly. By training, employees get familiar with their work tasks, 

advanced knowledge and techniques which improve their capabilities, increases productivity 

(Sommerville, 2007). 

Benefits to management: To management, Training aids in evaluating employee 

performance. People who are responsible for training will find out those employees during 

training, who are quick learners, who have  better knowledge and skills, so that different 

methods of training can be chosen, therefore, better results was acquired (Sommerville, 2007). 

It also aids in sustaining systems and standards. Within the training, employees were 

introduced to the principles and standards of the hotel, together with the policies and 

procedures; hence hotel can sustain its standards and system with the help of training. It also 

helps management to identify employees for promotions or transfers. During the training, 

employees‟ abilities and personalities were easily identified by experienced trainers, or some 

employees are more suitable for other positions, hotels can adjust and make best use of 
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employees‟ knowledge and abilities (Sommerville, 2007). According to Stewart, 1996, 

training ensures that the people implications of change are raised and understood by the 

organizational decision makers.  

Benefits to organization: According to Sommerville (2007) Training leads the organization 

to improved profitability. Owing to the growth of productivity and better services after 

training, it is more promised for the hotel to have more profits in return. Wastage and 

damages in different departments are commonly found out in hotel operation, with the help of 

staff training; unnecessary wastage and damages can be avoided. Regular trainings can 

decrease work pressures and employee turnover, as a result, less labor cost was spent and 

better service can be achieved. Training also aids in organizational development. Hotels need 

to develop their technologies and way of working in order to be competitive, and staff training 

assures the competitiveness, because training will bring good quality, effectiveness and loyal 

customers to the hotels. Trainings can be conducted at the job site and off the job site. Basic 

Training is organized in hotel premises and is held by each department, monitor, team leader 

and trainers, experienced workers who are in charge of different trainings (Dessler, 2006). 

The trainees take part in trainings, seminars, organized & attend conferences outside of the 

hotel or out of the country. Trainings are also conducted in head offices or main branches in 

the country or outside the country.  

2.3.1. The Type of Skill Training 

Training is an on-going and continuous process which aimed to achieve better employee 

performance through improving employee attitude and the way employee behaved at work 

(Mozael, 2016). It is also an action of upgrading employee skills for a specific task 

(Nischithaa & Rao 2015). According to Uma (2013), steps taken to improve knowledge, skills 

and capability of an employee is known as training. It is essential for training to take place in 

any organization to ensure employee‟s skills is always up to par with the market standard 

especially in today‟s era of fast changing environment and technology, and to constantly 

uphold the quality of work (Imran 2016; Zahra 2016; Otuko, 2015). With training, employee 

would be able to adapt to the ever-changing situation and manages daily work operation while 

maintaining or even improving their job performance, as training prepared employee to be 
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ready for any huddles and also reduces employee resistance to change (Khan 2016). 

According to Shafini (2016) training not only promotes new knowledge, skills and ability but 

also cultivate a learning behavior and preparing employee for any uncertainty that might 

occur. According to Holton (1996), not only the need of training is important yet the essence 

of training such as type, content, method and resources are equally significant because only 

when employee are able to implement the learning to practical daily operations the 

organization then would be able to rise to the peak. Hence, training become inevitable and 

indispensable in order to have a capable and well prepared workforce attaining high quality of 

work and maintain at an optimal level of performance toward achieving organization 

objectives and goals (Falola 2014).  

On-The-Job training: According to Baum & Devine (2007), on-the-job training is a useful 

method of transferring knowledge from one another. Employee is able to practice as they 

learn through this method. According to Blanchard & Thacker (1998), on-the-job training is 

very useful when it comes to task-oriented activity such as handling machinery. Such training 

is necessary to ensure each step or procedure is followed according to the sequence. 

According to Salau (2014), on-the-job training could lead to organizational success and 

increases employee performance as they learn and perform the task at one go. This is because 

employee is able to relate directly of their day-to-day operations when undergoing on-the-job 

training (Tukunimulongo, 2016). Furthermore, according to Taylor & Davies (2004), when 

employee performing their task while learning, it actually save time and cost. On-the-job 

training has a positive significant impact on employee performance. 

Off-The-Job Training: According to Shafini et al (2016), employee is able to pay more 

attention when they attend training outside of their working environment as the likelihood of 

being disturbed by work operations is far lesser compared to if the training was conducted in 

the working environment. According to Mtulo (2014), off-the-job training allows employee to 

participate in the training program without being disrupted by external factors as the training 

venue is usually being set in a manner which allows full concentration of the employee. Any 

tools or necessary equipment would have been readily made available to facilitate the training 

program. According to Ramya (2016), off-the-job training generally more structured with 

proper agenda which optimized the learning duration and provides systematic learning 
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experience. Nonetheless, one of the concerns raised by Riley (2018) is that off-the-job 

training could lead to more work upon completion of training as it requires time-off from 

actual work. This could indirectly decrease work quality because of merely wanting the job to 

be done in the shortest time. 

Off-the-job training has a positive significant impact on employee performance. Based on 

previous studies done by various researchers, on-the-job training and off-the-job training were 

adopted as part of independent variables while employee performance or organizational 

performance as dependent variable (Shafiq&Hamza, 2017; Engetou, 2017; Shafini, 2016; 

Kum, 2014; Falola, 2014. Meanwhile, some researches adopted training purpose, training 

process and training outcome (Engetou, 2017), training benefits (Shafini et al, 2016), training 

commitment, training need assessment, training contents, and training evaluation (Vasudevan, 

2014) as independent variables while the dependent variable remained with employee 

performance or organizational performance. It is justifiable that most of these studies aim to 

investigate the relationship between these variables and majority of the results shows that 

indeed training and development have significant positive impact on employee and 

organization performance as a whole. For this research, only two variables will be use after 

reviewing the researches as mentioned. The focus is to specifically look into which training 

method is best influencing employee performance. 

Trainings are held for different purposes that can be divided according to their content 

(Walker 2007): 

Training for employees on different levels gain general Knowledge about the hotel and basic 

needed skills. It aids in establishing relationships between the employees and the managing 

team. Employees after the training get professional certificates after passing theory and 

practice tests. 

Simulation training is held with the help of Human Resource Department in order to improve 

work methods and increase Work efficiency by simulating the work environment. This 

training is applied in everyday jobs, therefore it is long-term. 

On job training – the rules and principles of work are taught, manners, interpersonal 

relationship treatment techniques. This type of training is aims to train employees to learn the 

best way to do their job efficiently & effectively. 



   

  27 
 

Foreign Language training-hotel employees are required to at least learn English which is 

considered as an international language, in order to be able to communicate with the clients. 

2.3.2. The Relationship between Skill Training and Employee Performance 

Most of the previous studies provide the evidence that there is a strong positive relationship 

between human resource management skill training and organizational employee performance 

practices (Purcell 2000). According to Guest (1997) mentioned in his study that training and 

development programs ,as one of the vital human resource management practice, positively 

affects the quality of the workers knowledge, skills and capability and thus results in higher 

employee performance on job. This relation ultimately contributes to supreme organizational 

performance. As depicted by the work of Harrison (2010), learning through training influence 

the organizational performance by greater employee performance, and is said to be a key 

factor in the achievement of corporate goals. However, implementing training programs as a 

solution to covering performance issues such as filling the gap between the standard and the 

actual performance is an effective way of improving employee performance (Swart 2015). 

According to Swart (2015), bridging the performance gap refers to implementing a relevant 

training intervention for the sake of developing particular skills and abilities of the workers 

and enhancing employee performance. He further elaborate the concept by stating that 

training facilitate organization to recognize that its workers are not performing well and a thus 

their knowledge, skills and attitudes needs to be molded according to the firm needs. There 

might be various reasons for poor performance of the employees such as workers may not feel 

motivated anymore to use their competencies, or may be not confident enough on their 

capabilities, or they may be facing work- life conflict. All the above aspects must be 

considered by the firm while selecting most appropriate training intervention that helps 

organization to solve all problems and enhance employee motivational level to participate and 

meet firm expectations by showing desired performance. As mentioned by Swart (2015), 

these employee superior performances occur only because of good quality training program 

that leads to employee motivation and their needs fulfillment.  

According to Wright and Geroy (2001), employee competencies change through effective 

training programs. It not only improves the overall performance of the employees to 
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effectively perform the current job but also enhance the knowledge, skills an attitude of the 

workers necessary for the future job, thus contributing to superior organizational performance. 

Through training the employee competencies are developed and enable them to implement the 

job related work efficiently, and achieve firm objectives in a competitive manner.  

However, employee performance is also affected by some environmental factors such as 

corporate culture, organizational structure, job design, performance appraisal systems, power 

and politics prevailing in the firm and the group dynamics. If the above mentioned problems 

exist in the firm, employee performance decreases not due to lack of relevant knowledge, 

skills and attitude, but because of above mentioned hurdles. To make training effective and to 

ensure positive effect of training on employee performance these elements should be taken 

into consideration Wright and Geroy (2001). Besides, Eisenbergeret (1986) stated that 

workers feel more committed to the firm, when they feel organizational commitment towards 

them and thus show higher performance. In addition, Ahmad and Bakar (2003) concluded that 

high level of employee commitment is achieved if training achieves learning outcomes and 

improves the performance, both on individual and organizational level. These findings are 

also consistent with the results of Kim (2006) research work. Generally, it can be debated that 

the effect of training program on employee outcomes such as motivation, job satisfaction and 

organizational commitment, did not received much attention so far. Rare work was done to 

test whether firms can affect their workers attitude, through proper training interventions. 

Although the above literature provides the evidences regarding the benefits of training and its 

positive influence on employee performance, Cheramieet (2007), argued that, management, 

mostly feel hesitant while investing in its human resource due to various reasons. Sometime, 

in spite of receiving effective and timely training programs, employee are intended to cash it 

for the sake of their own market value and employment opportunity , or willing to change job 

just because of higher salaries, and thus, firm investment in training results as a cost rather 

than profit. It is also observed that due to the resistance of the organization towards offering 

training, propels individuals to invest themselves for their career development and greater 

performance (Baruch, 2006).  

Performance is a major multidimensional construct aimed to achieve results and has a strong 

link to strategic goals of an organization (Mwita, 2010). Therefore, impact of training on 
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employee performance is not only significant but studies prove that it also increases job 

satisfaction and commitment towards the organization and training transfer is more likely to 

increase performance, job involvement, and increases motivation to learn and transfer (Velada 

and Caetano, 2017).  

Taiwo (2011) is of the opinion that the objectives of training are to: provide the skills, 

knowledge and aptitudes necessary to undertake required job efficiently. Therefore, she or he 

has the potentials, he may progress, increase efficiency by reducing spoilt work, misuse of 

machines and lessening physical risks. According to Amisano (2009), employee performance 

may be related to numerous factors within the workplace, such as overall job satisfaction, 

knowledge, and management. But there is a definite relationship between training and 

performance, as training programs can address numerous problems that relate to poor 

performance. Knowledge training programs increase an employee's job knowledge. An 

increase in job knowledge means that the employee will feel more comfortable doing his job 

and will perform at a high level.  

2.3.3. Skills Training Approach 

Lack of training or poor training brings out high employee turnover and the delivery of 

substandard products and services (Ahammad, 2013). Training has become an increasingly 

critical area of management for companies to enhance service quality, reduce labor costs, and 

increase productivity (Mohamed Morsy, Nabil Ali, and Gamal S. A. Khalifa 2016). 

Ely (2017) and Butcher (2017) found training to be a competitive edge and lead to better 

employee retention. Firms undertaking higher levels of training also had a positive attitude 

that training leads to success. When training programs are reduced, there are consequences 

that affect employees and companies gradually. For example, in the hotel industry cutbacks 

can be seen in the following examples: hotel trainer positions are either unfilled or eliminated, 

budgeted training hours are cutback, new hires covering shifts before they are properly 

trained, lack of access to training resources (Kennedy, 2009). An indirect consequence of 

reducing training programs is employee turnover; turnover seems to contribute to a reduction 

in service quality and a sense of burnout (Mohamed Morsy, Nabil Ali, and Gamal S. A. 
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Khalifa 2016).  Type of skills Training Approach can be viewed as follows (Woods 2006 & 

Nickson 2007): 

Sort by training objectives: Training is differed by disparate groups, one is the top 

management group, the second group is supervisory management, and the third group is front 

line employees who participate in operations and providing services. As for the top 

management group, including general manager, directors, managers and assistant managers of 

every department, they take care of making decisions. The training should be about building 

proper economic views, marketing, forming sales strategy, budgeting and cost controlling etc. 

Supervisory management group is the supportive team in the organization, such as 

supervisors, team leaders etc. they should be trained about management concept and ability, 

professional knowledge, customer services and how to deal with guests requests and 

complaints etc. Front line staff helps hotel‟s actual operation; training for them should be 

focused on professional knowledge, technical competencies and working attitudes to improve 

their abilities.  

Sort by training location: According to the location that trainings take place; trainings are 

separated into in-house training, on-the-job training and outside training. In-house training is 

organized by the Human Resource department, using hotel facilities such as the training room, 

staff canteen. On-the-job training is usually held by each department; supervisors, team 

leaders and trainers are responsible for this kind of training, experienced worker or trainer 

trains the employee (Dessler 2006). Outside training refers to training which is held outside 

the hotel. Trainees attend seminars and conferences, participate in training program organized 

outside the hotel, or go to other sister hotels for training.  

Sort by training contents: Trainings are held for different purposes, some are organized to 

help new employees to get to know the hotel, some are for improving employees‟ professional 

skills, therefore, the trainings can be divided by their contents:  

Apprentice training is a type of training that introduces general information and basic skills 

needed at work to new workers. This training helps building up good relationships between 

employees themselves and as well as between employees and management team. Moreover, it 

helps employees to set up the right attitude towards work (Walker 2007).  
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Certification training is a kind of training, which employees get professional certificate on 

practical or theoretical tests. It aims to improve employees‟ skills and motivate them when 

they pass the tests (Walker 2007).  

Simulation training is a practical training which is held with the help of Human Resource 

Department, aiming to improve methods of working and increase work effectiveness by 

simulating the real workplace. This training is in existence in everyday work, therefore it is 

long-term. In order to have good results from this training, department heads play very 

important roles by using proper training skills (Walker 2007). Stimulation is a device or 

situation that replicates job demands at an off-the-job site. According to him organization 

often uses simulation when the information to be mastered is complex, and the equipment 

used on job is expensive, and /or the cost of wrong decision is high.  

Employees’ professional quality is the key of hotel services, the rules and principles of work 

are taught in this kind of training, besides, courtesy, manners and techniques of handling 

interpersonal relations are taught as well. This kind of training aims to train employees to 

learn the best way to do the work in the most quickly and effective way (Walker 2007). 

2.3.4. Measuring the Effectiveness of Training  

Measurement Model:  Kirkpatrick’s Four Levels Approach:  

Beginning with World War II, evaluation research has developed as a result of substantive 

support by the U.S. federal government in training and evaluation activities. It provides 

answers to the questions of do we implement or repeat a program or not? And if so, what 

modifications should be made (Stone and Watson, 1999). In order to classify areas of 

evaluation, the first one would be Kirkpatrick Four Levels of Evaluation. It was created by 

Donald Kirkpatrick in 1959, at the time; he was a professor of marketing at the University of 

Wisconsin. It is still one of the most widely used approaches.  

Kirkpatrick model is now nearly 45 years old. Its elegant simplicity has caused it to be the 

most widely used methods of evaluation training programs. ASTD‟s (American Society for 

Training Development) survey, which reports feedback from almost 300 human resource 

executives and Managers, revealed that 67% of organizations that conduct evaluations use the 

Kirkpatrick model (Stone and Watson, 1999).  
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Kirkpatrick four levels of evaluation: His four level of evaluation are:  

Reaction - a measure of satisfaction,  

Learning - a measure of learning,  

Behavior - a measure of behavior change  

Results- a measure of results 

Reaction evaluation is how the delegates felt, and their personal reactions to the training or 

learning experience, for example: Did the trainees like and enjoy the training? Did they 

consider the training relevant? Learning evaluation is the measurement of the increase in 

knowledge or intellectual capability from before to after the learning experience: Did the 

trainees learn what intended to be taught? Did the trainee experience what was intended for 

them to experience?  

Behavior evaluation is the extent to which the trainees applied the learning and changed their 

behavior, and this can be immediately and several months after the training, depending on the 

situation: Did the trainees put their learning into effect when back on the job?  

Results evaluation is the effect on the business or environment resulting from the improved 

performance of the trainee - it is the acid test. Measures would typically be business or 

organizational key performance indicators, such as: Volumes, values, percentages, timescales, 

return on investment, and other quantifiable aspects of organizational performance, for 

instance; numbers of complaints, staff turnover, attrition, failures, and wastage (Phillips J, 

1997). 

General principle of hotel training  

Scholars and researchers of management have put the following general principles of training:  

Necessity for continual training: training is non-stop process to meet the demands of 

development and transformation and it is a basic need for any hotel to improve its cadre 

starting "from employment till the retirement ".  

Hoteling training is integrated system: it is not a random activity by its inputs, systems and 

outputs .Also, it is integrated with other activities of human resource management.  
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Hoteling training is changeable, renewable activity: due to the renewability and 

changeability of individual's attitudes, behaviors and technological developments, it is 

necessary to regularly modernize hoteling training programs and techniques.  

Hoteling training is a managerial and technical activity: training is considered managerial 

activity that involves all managerial conditions such as clear policies, aims, plans and 

programs. On the other hand, training is a technical activity that needs scientific, practical 

specializations and experts in training.  

Staff training in hotel industry  

In modern hotel business, it is all about competence in people, and especially the employee‟s 

qualities. The level of service quality depends on the qualities of employees. The qualities are 

about knowledge, skills and thoughts which lead to a hotel‟s survival and development. 

Therefore, staff training is essential in many ways; it increases productivity while employees 

are armed with professional knowledge, experienced skills and valid thoughts; staff training 

also motivates and inspires workers by providing employees all needed information in work 

as well as help them to recognize how important their jobs are.  

2.4. Theoretical Framework 

After reviewing the literature it was found that there was a relationship between training and 

employee performance. Hence, training can be used as a tool to improve employee‟s 

performance through improvement of technical skill, functional skill motivation and loyalty. 

The review of the literature leads the researcher to construct conceptual frame work that 

illustrates the relationship between training and employee performance, in the presence of 

intervening variables. 

 

      Independent variable          Dependent variable  

 

 

 

 

Skill Training 
Employee 

Performance 
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Figure -1 Theoretical frame work 

The theoretical framework as resented on figure 1 has been formulated to depict a relationship 

between skill training and employee performance. In the literature review, it has been 

observed that training has an impact on Employee Performance. Organizational performance 

ultimately depends upon employee performance and training is a tool to improve employee 

performance.  

2.5. Chapter Summary        

The objective of training is to achieve a change in the behavior of those trained. This means 

that the trainees shall acquire new manipulative skills, technical knowledge and skills on the 

job in such a way as to aid in the achievement of organizational goals. Employee performance 

is the important factor and the building block which increases the performance of overall 

organization. Employee performance depends on many factors like job satisfaction, 

knowledge and management but the most important factor of employee performance is 

training and development. 

The scenistic method is considered as one of the most important contributors to improving the 

value and effectiveness of corporate training, and it represents an alternative to team training 

and has had a major impact on the workplace. According to training theories, it is necessary to 

choose the type of training model that is most appropriate to the nature of the work being 

carried out. Training model has implications for other branches like Situated learning or 

cognition. In general, action theory has helped to regulate the behavior of individuals and to 

achieve training objectives. According to human capital theory, human capital is the most 

important form of capital in organizations and can be enhanced through training. Human 

capital theory is concerned with the return on training investment, and there is much evidence 

from various countries to show that an increase in training reflects positively on performance. 

On-the-job training could lead to organizational success and increases employee performance 

as they learn and perform the task at one go. Off-the-job training allows employee to 

participate in the training program without being disrupted by external factors as the training 

venue is usually being set in a manner which allows full concentration of the employee. 



   

  35 
 

Most of the previous studies provide the evidence that there is a strong positive relationship 

between human resource management skill training and organizational employee performance 

practices. 
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CHAPTER THREE 

3. RESEARCH METHODOLOGY  

3.1.Introduction  

This chapter describes the methodology, which was used in gathering the data, the population 

of the study, sample size and sampling procedure. It discusses the research design, sources 

and types of data which was collected at the time of the study and type of data analysis.  

3.2. Research Approach 

The researcher used quantitative approach for this research paper. 

3.2.1. Quantitative Research 

It was an approach for testing objective theories by examining the relationship among 

variables. These variables, in turn, can be measured, typically on instruments, so that 

numbered data can be analyzed using statistical procedures. The final written report has a set 

structure consisting of introduction, literature and theory, methods, results, and discussion. 

Like qualitative researchers, those who engage in this form of inquiry have assumptions about 

testing theories deductively, building in protections against bias, controlling for alternative 

explanations, and being able to generalize and replicate the findings.  

3.3.  Research Design  

There were several research designs in use based on the nature and type of the research being 

done. In this study, both descriptive and correlational research design had employed. 

Descriptive design describes the characteristics of the variables in the situation. Moreover, the 

descriptive approach has the advantage in explaining, describing in details and it was best in 

analyzing the problems. This method was found to be very essential for this study because it 

helps to clarify points that are discussed. In addition the study is also said to be correlational 

in design because there was intent to establish the relationship between dependent and 

independent variable of the study. Correlational research aims to ascertain if there was a 

significant association between two variables (Reid, 1987).  
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3.4. Study Area  

The study area for this research was Debre Berehan, Ethiopia which was the setting room of 

North Shoa zone. The town was also the center for different tourism business organizations 

including hotel. Now a day the hospitality business was playing a great role for the 

development of tourism industry in the country. The hoteling business, especially if it is on 

international level, needs skilled and well professionals to run the business and to get the 

expected return. Thus this part of the industry was selected purposively to gain better picture 

of the issue.  

3.5.  Population of the Study and Unit of Analysis 

According to the data gained from Debre Berehan town culture and tourism office, there was 

1 star and 49 certified of excellences awarded hotels operating in Debre Berehan town. From 

these 1 star and 49 certified of excellences awarded hotels Bernos star hotel and Getiva 

certified of excellences (COC) awarded hotels have selected. Bernos hotel selected by on its 

grade level (it was the only star hotel in Debre Brehan town) and Getiva hotel selected by the 

number of employee‟s size. These hotels were opened on the previous some years and these 

hotels have 236 employees. The units of analysis for the study are 148 who are responsible to 

offer information both through questionnaire. 

3.6. Data Sources and Type 

This subsection deals with the data sources. Quantitative data expected to address the research 

objectives was collected from different sources. The survey questionnaire was used to collect 

the primary data from the samples selected using simple random sampling has done with the 

146 employees of the hotels. The sources for secondary data were books, reports, articles, 

internet web pages and other relevant materials. Moreover, the types of data had also been 

discussed in detail as follows: 

3.6.1. Primary Data Sources 

The primary data for the study collected from two hotels 148 sampled employees. The 

opinions, feelings of sampled employees served as a primary data for the research through 
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questionnaires and interviews. The data collected from the sampled employees on the role of 

training on employee performance which relationship between skill training and employee 

performance. Generally, the primary data collected on three factors which were training 

delivery, training approach, and the relationship between training and employee performance 

on the two selected hotels (Getiva and Bernos hotels). Primary data collected from the two 

hotels by using self-administered questionnaires. The questionnaires were distributed to the 

selected sampled of 2 hotels. 

3.6.2. Secondary Data Sources 

For secondary data source, the researcher used different types of books, reports, articles, 

internet web pages and other relevant materials, Journals, web pages, electronic books and 

Thesis was used. In addition to these, the researcher use annual of Debre Berehan culture and 

tourism office. These secondary sources used with appropriate acknowledgment and data 

have been taken according to the relevancy to the study and also about the hotel industry.    

3.7.  Sampling Technique 

The researcher uses both probability and non-probability sampling technique. In the case of 

probability sampling, the researcher has selected employee simple random sampling method. 

Non-probability sampling specifically purposive sampling technique has been used when the 

researcher wants to explore the issues more in detail. In this study, for those data which has 

been collected through questionnaire and interview, the researcher used probability and non-

probability sampling method respectively. For probability sample, each person in a population   

has an equal chance of being selected for the study.  

3.8.Sample Size Determination 

It helps to decide to use the data of Debre Berehan town culture and tourism office to select 

the sample hotels. There was 1 star and 49 certified of excellences awarded hotels currently 

operating in Debre Berehan town. Out of these 1 star and 49 certified of excellences awarded 

hotels Bernos star hotel and Getiva certified of excellences awarded hotels have selected. 

Bernos hotel selected by on its grade level (it is the only star hotel in Debre Brehan town) and 

Getiva hotel selected by the number of employee‟s size have selected by number of employee 
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size in order to give them an equal priority chance on both star hotel and non-star hotel being 

included in the study. Thus, it was believed that the researcher need not take the whole 

number of Debre Berehan town Hotels as the result of a good representative.  

These hotels have the total population 236 employees. By using the following formula, it was 

decided to use 148 samples. The researcher used Yamane‟s (1967) formula to calculate 

sample size. The researcher used Yamane‟s (1967) formula to calculate sample size. 

           n =                       N 

                           1+N (e)
 2

 

Where n is the sample size, N is the population size, and e is the level of precision. By using 

this formula at 95% confidence level and 5% level of precision the sample size were obtained 

as follows:   

                                      

                                      n=236/1+236(0.05)
2
 

                                                 n=148 

Hence out of the total population of 236 sample size determined has been 148.Proportional 

sample size from each stratum is calculated by using the following formula: 

                                      ni=      n ∗Ni 

                                                      N 

Where: ni = sample size for each hotel, Ni= the total number of employees in each hotel, 

N=the total number of employees in the selected hotels (2 hotels), n= the total sample size for 

selected hotels. 

Accordingly, the table below shows the proportionate sampling for each hotels based on the 

above given formula. 

   Table: 3.1. Proportionate sample distribution for each hotel 

No List of hotels Total number of employees No. of sample size 

 

1 Bernos Hotel  

 

84 53 

2 Getiva Hotel 152 95 

             Total 236 148 

     Source: Debre Berehan town culture and Tourism office information center (2021) 
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3.9. Data Collection Tools/ Instruments/ 

There are different kinds of data collection instrument. Instrument selection is based on the 

research problem, objective and type of data. In this study, questionnaire will be employed to 

gather quantitative data. These instruments are highlight in the following section. 

3.9.1.  Questionnaire 

The researcher uses questionnaires with close ended type questions/ items.  Moreover, as 

explained by Yount (2006), the standardized wording and structured items in the 

questionnaire provide a higher reliability in the data than can practically be obtained by other 

source of data. Yount (2006) further argued that questionnaire has an advantage over some 

other types of surveys because it is cheap, do not require as much effort from the respondent 

and often has standardized answers that make it simple to compile data.  Since, questionnaires 

can provide sufficient information from respondents' opinion, feelings and attitudes on the 

two sampled hotels employees (Getiva & Bernos hotels). All the questions are kept as concise 

as possible with care taken to the actual wording and phrasing of the questions.   

The questions that were used in the closed ended are multiple choices, multiple response and 

five point Likert scale type questions. The types of scales used to measure the items on the 

instrument are continuous scale (strongly agree to strongly disagree).  The questionnaire was 

translated to Amharic and distributed to 148 Getiva and Bernos hotel employees accordingly.  

3.10. Data quality Assurance 

Data quality assurance describes routine measures to assure data quality.  In this study, data 

quality can be achieved through conducing a pilot tests, gathering expert feedback validity 

and reliability test. 

3.10.1. Pilot Test and Expert Feedback 

Pilot test (also known as a feasibility study), describes that the interviewers, final survey, and 

some stages of coding and analysis are rehearsed prior to the actual survey administration. 

Pilot studies are conducted to test the entire research process usually from a methodological 

standpoint in actual field conditions. Hence, for this research pilot test was taken from 10 pilot 
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respondents. These respondents were excluded from the final data collection process to avoid 

bias. 

3.11. Model Specification 

This study used multiple regression which combines to show the relationship between 

independent and dependent variables. The main reason for using regression model in this 

study is to make the study more influential in describing, understanding, and predicting the 

factors that affect employee performance. The model used in the study is presented as 

follows.  

EP = A0 + A1TST + A2TA +E  

Where: EP= employee performance  

TST = Types of skill training 

TA = Training approach 

A0= Constant Term (which is equal to the mean if all slope coefficients are 0)  

A1, A2 are the coefficients of explanatory variables.  

E = is the error term  

Therefore the present researcher used SPSS version 20 software statistical method to show the 

relationship of dependent variable and independent variables. 

3.11.1. Reliability and Validity Test 

Validity is the degree to which data in a research is accurate and credible while reliability is 

the degree to which an instrument produced similar results at different periods.  

To increase the validity of the study, this research prepared based on a literature review and 

frame of reference of pervious research works, and also this study will conduct by the 

assistance of assigned research advisor.  

The most common type of internal consistency type reliability is coefficient alpha, commonly 

called Cronbach‟s alpha. The Reliability analysis was used to measure both consistency and 

internal stability of the data. The Cronbach‟s Alpha measuring the inter-item consistency and 

reliability measure the coefficient that reflects how well items in a set are positively correlated 

to one another. According to (Gieter SD, Cooman RD, 2012) provide as a rule of thumb: if 
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alpha value > 0.9 Excellent, alpha value > 0.8 less than 0.9 Very Good, alpha value >0 .7 less 

than 0.8 Acceptable, alpha value >0 .6 less than 0.7 Questionable, alpha value > 0 .5 less than 

0.6 Poor, and alpha value < 0 .5 Unacceptable. In this study, alpha value >0 .7 will be 

applicable. 

3.12.  Data Analysis and Interpretation 

 For the quantitative data, which has been collected through the questionnaire, a descriptive 

statistical analysis method has been applied. To process the data, the raw data are organized 

and grouped on the basis of common characteristics. As a result, the data obtained via the 

questionnaires are tallied and the frequencies are converted into mean and slandered division. 

The researcher use visual aids such as graphs, charts and tables to aid the reader in 

understanding the study.  All Likert type questions are analyzed by using frequency and 

mean. For making the analyses manageable, respondents‟ response for the five Likert Scales 

(strongly agree to strongly disagree) is summarized in tabular form and the discussion of data 

about each item (questions) has done through percentage and mean. Data analysis about the 

scale (the variable) has been done through average frequency and mean of all items which are 

found under the same variable.   

3.13. Ethical Consideration  

Ethical clearance and permission obtained from the Debre Berehan University business and 

Economics College. Participation in the study was on the voluntary basis and participants are 

asked for willingness before they are provided the questionnaire. The subjects are also assured 

that their responses used only for the purpose of the study. An attempt is made to first explain 

the objectives and significance of the study to the respondents. Name and other identifying 

information are not used in the study. The researcher safeguarded all information related to 

the participants. Their privacy, identity and confidentiality are maintained by assigning them 

code numbers instead of names.   
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CHAPTER FOUR 

4. DATA PRESENTATION AND ANALYSIS 

4.1. Introduction 

The main objective of this study is to examine the relationship between skills training and 

employee performance in some selected hotels operating in Debre Brehan hotel. To solve the 

research problem and achieved the research objective, data collected from respondents were 

analyzed and interpreted using descriptive and inferential statistics. Before undertaking result 

discussion and interpretation data screening, testing different relationships, and hypotheses 

were carried out. Moreover, to analyze the collected data in line with the overall objective of 

the research, statistical procedures were carried out using SPSS version 20. 

4.2. Data Screening and Handling  

A total of 148 questionnaires were distributed to employees of the two hotels to assess the 

role of skill training on employee performance and 146 questionnaires were filled up and 

returned making the response rate 98.6%. This indicates that the hotels under study were 

committed to give information relevant to the research understudy. 

4.2.1. Missing Data and Unengaged Responses 

From a total of 148 employees, 146 respondents returned the questionnaires and two human 

resource managers (HRMs) were interviewed.  The response rate was 98.6 % for 

questionnaires. Two missing data were due to the absence of one employee during the period 

of data collection and one refused to return the questionnaire. There were no unengaged 

responses. 

4.2.2. General Information of the Respondents 

In this section the researcher gather information about the respondents sex, age, educational 

background, experience, their training condition, and similarly their commitment about my 

dependent and independent variables  concerning to role of skill training on employee 

Performance  in some selected hotels in Debre Berehan town. 
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4.2.3. Overview of the Respondents  

At the introduction part of each questionnaire, respondents were made aware of the objectives 

of the study why it is conducted with each respondent and make consensus during gathering 

the appropriate data. On the questionnaire, respondents were allowed to choose more than one 

response if needed and to give any suggestions about skill training and employee 

performance.  

The respondents of this study incorporate both male and female of some selected hotel‟s 

employee in Debre Berehan town. The age of employees covered from 20 years to above 40 

years in to four age groups in this study. Education level of respondents categorized in to four 

groups. Family status of the respondents was in to three status of married, unmarried or 

divorced. The experience of the respondents indicated from less than one year to more than 

four years in to four experience category. The respondents‟ training condition has seen in to 

yes or no answers.  

4.2.3.1.Demographic Profile of Respondents 

As show in the table 4.1, a total of 146 people responded to the questionnaire in the study and 

47.9% male and the valid sex of employees 52.1% female of the respondents to the study 

were responded. The data obtained from the questionnaire, shown in table 4.1, reveals that 12 

respondents under 20 years of age representing 8.2%. 103 respondents were between 21 to 30 

years of age representing 70.5% and the valid age of employees ware 24 respondents each 

between 31 to 40 years of age representing 16.4% respectively. 7 respondents were more than 

40 years representing 4.8%. 

   Table 4.1: Gender and Age of the Respondents 

      Gender of respondent           Age of respondents 

 
Male Female Tot. Age< 20 20-30 31-40 >40 Total  

Frequency  70 76 146 12 103 24 7 146 

Percent 47.9 52.1 100 8.2 70.5 16.4 4.8 100 

               Source: Own survey (2021) 
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4.2.3.2.Marital Status and Work Experience of Respondents  

Table 4.2 presents the marital status of the employees who participated in the questionnaire. 

The results revealed that respondents which were valid unmarried and divorced took the 

majority represented 64.4% and 4.1% respectively, and 31.5% were married. As illustrated in 

table 4.2 below, it is evident that over 22.6% of the respondents have worked for the hotels 

for less than 1 year, 45.9% of the sample have worked for the hotels 1-2 years, 22.6% have 

worked for 2-4 years and the remaining 22.6% have worked for over 4 years. 

Table 4.2: Marital status  and Work Experience of Respondents 

 Marital status Work experience 

Married Unmarried Divorced Total <1 year 1-2 years 2-4 years 

 

>4 years Total 

Frq. 46 94 6 146 33 67 33 13 146 

% 31.5 64.4 4.1 100 22.2 45.9 22.2 8.9 100 
 

             Source: Own survey (2021) 

4.2.3.3. Education Background and Training condition of Respondents 

The respondents from the hotels hold a range of educational qualifications that the valid education of 

employee for this study was 19.9% had an education from the first degree, 34.9 % had on under 

secondary school, 44.5% had on education from the diploma and only 7% had second degree and 

above level.  

As illustrated in table 4.3 below, it indicated that the respondents said yes 81.5% of the respondents 

who have gotten skill training, and 18.5% have not gotten skill training in the hotels.  

Table 4.3: Education Background and Training condition of Respondents 

Education background Training condition 

        >secondary 

school 

Diploma First 

degree 

second degree 

and above 

Total Yes No Total 

         Frequency 51 65 29 1 146 119 27 146 

Present 34.9 44.5 19.9 0.7 100 81.5 18.5 100 

     Source: Own survey (2021) 
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4.2.4. Normality Test 

A very important assumption in regression analysis is the normality test that shows the normal 

distribution of the dependent variable. Normality is used to describe a symmetrical, bell-

shaped curve, which has the greatest frequency of scores around in the middle combined with 

smaller frequencies towards the extremes. The dependent variable in this case employee 

performance. If the dependent variable is not normally distributed, there is little point in 

performing regression analysis because a major assumption of the model is violated. 

Therefore normality test computed for the dependent variable in this case is presented in the 

following histogram and normal P-P plot which shows a normal distribution. 

Figure 4.1: Histogram regression of standardized residual 

 

As we observe the histogram for the dependent variable (employee Performance) look like a 

normal distribution (bell-shaped curve) and the skill training and training approach was 

roughly normal. Therefore, we can conclude that, we have good model for the data; and 

possibly, we can infer to the population in the hotels.  

As clearly portrayed in the histogram above, the distribution shows a bell-shaped curve and if 

one can simply view the vertical line stands at -0- , the right and left hand sides of the curve 

looks like equal. Also, the normal distribution of the variables is tested using normal 

probability plot as shown below. The straight line in this plot represents a normal distribution, 

and the points represent the observed residuals. Therefore, in a perfectly normally distributed 
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data set, all points will lie on the line. In this plot with a slight deviation, the points lie on the 

line. If it is so, both the histogram and P-P plot satisfies the assumptions of normality test. 

Figure 4.2: Normal P-P plot of regression standardized Residual. 

 

 
As we seen the dots are closely plotted to the straight line, which indicate a small deviation 

from normality and there are no extreme cases observed. Therefore, the assumption of simple 

linear regression has been met and we can possibly assume that the model is accurate and can 

probably generalize to the population in both Bernos and Getiva hotels. 

4.2.5. Reliability Test 

The reliability test is an important instrument to measure the degree of consistency of an 

attribute which is supposed to measure. As stated by Mahon and Yarcheski (2002) the less 

variation of the instruments produces in repeated measurements of an attribute the higher its 

reliability. Reliability can be equated with the stability, consistency, or dependability of a 

measuring tool. 

Cronbach's alpha is one of the most commonly accepted measures of reliability. It measures 

the internal consistency of the items in a scale. It indicates that the extent to which the items 

in a questionnaire are related to each other. It also indicates that whether a scale is one 

dimensional or multidimensional.  
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              Table 4.4:  Rule of Thumb of Cronbach‟s Alpha 

 

The normal range of Cronbach‟s coefficient alpha value ranges between 0-1 and the higher 

values reflect a higher degree of internal consistency. Different authors accept different values 

of this test in order to achieve internal reliability, but the most commonly accepted value is 

0.70 as it should be equal to or higher than to reach internal reliability (Hair 2003). 

Table 4.5:  Cronbach's Alpha Questionnaires Reliability 

Variables  Cronbach's 

Alpha 

Cronbach's Alpha Based 

on Standardized Items 

N  Result  

 

Types of skill training .881 .882 10 Good 

 Training approaches .843 .846 10 Good 

 The r/n ship b/n skill training 

and employee performance 

.619 .724 9 Acceptable 

          Source: Field Survey (2021) 

Table 4.6: Cronbach‟s Alpha all Questionnaires Mean Reliability Analysis 

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items 

.894 .917   29 

          Source: Field Survey (2021) 

The Cronbach‟s alpha was calculated for each number of (items) questionnaires. The table 6 

shows the values of Cronbach‟s Alpha for each number of (items) questionnaire and the entire 

questionnaire. For the number of items, values Cronbach's Alpha Based on Standardized 

Items and Cronbach's Alpha ranged from 0.894 and 0.917. This range is considered high as 

the result ensures the reliability of each field of the questionnaire. 

Cronbach‟s alpha Description 

>= .9 Excellent 

>= .8 but < .9 Good 

>= .7 but < .8 Acceptable 

>= .6 but < .7 Questionable 

>= .5 but < .6 Poor 

<= .5 Unacceptable 
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Cronbach's Alpha equals 0.894 for the entire questionnaire which indicates very good 

reliability of the entire questionnaire. Therefore, based on the test, the results for the items are 

reliable and acceptable. 

4.2.6. Multicollinearity Test 

Multicollinearity is a phenomenon where the two or more of the explanatory variables used in 

a regression model are highly related to one another. Testing for multicollinearity simply 

involves looking at the matrix of correlations between the individual variables (Brooks, 

2014). 

Multicolinearity in regression analysis refers to when the predictor variables are highly 

correlated with each other or how strongly inter related the independent variables are in a 

model.  

The method of checking multicollinearity is the Variance inflation factor (VIF) which 

indicated whether a predictor has strong linear relationship with the other predictor(s). Field 

(2009) suggests that if the largest VIF is greater than 10 there is a cause for concern. Related 

to the VIF is the tolerance statistic, which is reciprocal (1/VIF). As such, values below 0.1 

indicate serious problems although Menard (1995) in (Field, 2009) suggests that values below 

0.2 indicates potential problem but values greater than 0.2 is necessary. Very small tolerance 

value of 0.10 or below or a large VIF value (10 or above) indicates high collinearity 

(Saunders, Lewis, & Thornhill, 2009).  

     Table 4.7: Coefficients of Multicollinearity Matrix of Independent Variables 

  Model  Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

 

(Constant) 1.278 .232  5.513 .000   

TST .359 .088 .412 4.077 .000 .352 2.840 

TA .293 .092 .321 3.176 .002 .352 2.840 

         a. Dependent Variable: RSP 
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Note: Types of skill training (TST), Training Approach / Strategy/ (TA), and Relationship 

between skill training and employees performance (RSP). 

As shown in the Collinearity statistics table 4.7 here below, the tolerance values are similarly 

0.352 for the types of skill training (TST) and training approach /strategy/ (TA) respectively. 

Likewise the variance inflation factors (VIF) are 2.840 and 2.840 for types of skill training 

(TST) and training approach /strategy/ (TA) respectively. As it is indicated in the table 4.7 

above, the VIF values are also above 2 and tolerance level is below 1. Therefore there is no 

multicollinearity problem in this model. Hence, it can be safely conclude that there is no 

multicollinearity within the data used. 

4.2.7. Detailed Statistics of Scaled Type Questionnaires 

In this part descriptive statistics in the form of mean and standard deviation were presented to 

illustrate the level of agreement of the respondents with their implications of the selected 

hotels. The responses of the respondents for the variables indicated below were measured on 

five point of Likert scale with: 1= strongly disagree, 2= disagree, 3 = neutral, 4= agree and 5= 

strongly agree. But, while making interpretation of the results of mean and standard deviation 

the scales were reassigned as follows to make the interpretation easy and clear. 1-1.8=strongly 

disagree, 1.81-2.6 = Disagree, 2.61-3.4= Neutral, 3.41-4.20= Agree and 4.21 – 5 = Strongly 

Agree (Best, 1977, as cited by Yonas, 2013). 

4.2.7.1.Response Level on Types of Skill Training 

Types of skill training is one of the most important dimensions of customer relationship 

management that involves an overall customer-centric focus and continuously delivering 

superior and added value through customized offers to the customers. In today‟s business 

environments, the ultimate goal of any skill training is to achieve a deep customer relationship 

that makes an organization a necessary partner to its most profitable customers. The overall 

hotels understanding and support for skill training focus encourages sales force to foster long-

term customer relationships by offering more personalized services. 
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Table 4.8: Respondents Response Level on the Types of Skill Training 

Descriptive Statistics 

 N Minimum Maximum Mean 

The training has given for the hotel‟s employee help to 

increase team work skill. 
146 1 5 4.05 

Training provided for hotel‟s employees included multi-

tasking skill. 
146 2 5 4.10 

The hotel‟s provided Flexibility skill training for its 

employees. 
146 3 5 4.18 

Trainings which provided for hotel employees included 

Attention to detail skills 
146 2 5 4.21 

The hotel provided hotel awareness training about its 

standards and procedures for its employees. 
146 2 5 4.16 

The hotel provided time management skill training for its 

employees. 
146 1 5 4.03 

The hotel employees have taken training how to 

improved communication skill. 
146 2 5 4.12 

The hotel provided Interpersonal skill for its employees. 146 1 5 4.08 

Trainings which provided for the hotel‟s employees were 

problem solving and customer focused skill. 
146 2 5 4.23 

The hotel provided Hazard awareness training for its 

employees. 
146 1 5 4.13 

Valid N (list wise) 146    

Cumulative mean  for types of skill training  4.13 

        Source: Field data 2021 

As it can be seen in the table 4.8 in both Getiva and Bernos hotels the training has given for 

the hotel‟s employee help to increase team work skill has scored mean of 4.05, training 

provided for hotel‟s employees included multi-tasking skill has scored a mean of 4.10, The 

hotel‟s provided flexibility skill training for its employees has scored a mean of 4.18, 

trainings which provided for hotel employees included attention to detail skills has scored a 
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mean of 4.21, The hotel provided hotel awareness training about its standards and procedures 

for its employees has scored a mean of 4.16, the hotel provided time management skill 

training for its mean is 4.03. The hotel employees have taken training how to improved 

communication skill has scored mean of 4.12, the hotel provided interpersonal skill for its 

employees has scored mean of 4.08. Trainings which provided for the hotel‟s employees were 

problem solving and customer focused skill has scored a mean of 4.23, and the hotel provided 

Hazard awareness training for its employees has scored a mean of 4.13. However, in types of 

skill training are the most important variables that play a decisive role to achieve marketing 

performance of the hotels. 

  

Furthermore, both hotels have given Hazard awareness training, problem solving and customer 

focused, Interpersonal skill , improved communication skill, time management skill,  attention to 

detail , flexibility skill , multi-tasking skill ,and team work skill. But also for “all customers of the 

hotels‟ and considering using the idea of a customer focus to ramp up business and appeal to their 

customer base as stated by the manager of the hotels. 
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                 Source: Field data 2021 

In addition to this, table 4.8 also reveals that the mean rating score of mean all the entire sub-

construct variables in the hotels were falling between the ranges of 4.03-4.23. This shows that 

respondents agreed that all those entire sub-construct variables ware the important factors that 

have influence on employee skill market performance. 

As we can see in Table 4.9 above, the mean response of all items that measures the types of 

skill training  fall within the range of 4 to 5 and weighted mean of 4.03-4.23 with the range 

between 1 to 5 likert scales. It shows that types of skill training in Getiva and Bernos hotels 

are also practiced such types of skill training  that shown the cumulative mean (3.26) fall 

above the agree range between 4and 5. 

      Table 4.9: Respondents Response Level on Training Approaches 

 N Minimum Maximum Mean 

The organization used on-the-job training to provide for 

the hotel employees. 
146 1 5 4.08 

The organization uses off-the-job training to provide 

training for employees. 
146 2 5 4.10 

Training is provided in the form of a Lecture. 146 1 5 4.08 

Trainings are provided by through practice form. 146 2 5 4.21 

Trainings are provided through Discussion a form. 146 2 5 4.05 

Trainings are provided by (Presentation) form. 146 2 5 4.04 

Trainings are provided by the Academic Conference 

(Seminar) is it appearance. 

146 2 5 3.97 

The training approaches differed by disparate groups 

which is related to work teams. 
146 2 5 4.13 

The skill training of the employees provided by sort of 

location (in the house training, on the job training, and 

outside training). 

146 1 5 4.12 

Training provided by sort of contents through prior need 

assessment. 
146 1 5 4.18 

Valid N (list wise) 146    

Cumulative for training approaches  4.10 
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4.2.7.2.Response level on Training Approaches 

Training approaches is one of the most important dimensions of approaches management that 

involves an overall significant focus and continuously delivering superior and added value 

through customized offers of the employees. The overall hotels understanding and support for 

training approaches focused on encourage knowledge to foster employee performance 

relationships by offering best training approaches. 

As we can see in the table 4.9 descriptive statistics in both Getiva and Bernos hotels the 

training approaches has given for the hotel‟s employee on, on-the-job training has scored 

mean of 4.08, The organization uses off-the-job training to provide training for employees has 

scored a mean of 4.10, the hotel‟s provided training in the form of a lecture has scored a mean 

of 4.08, trainings are provided by through practice form has scored a mean of 4.21, trainings 

are provided by (Presentation) form has scored a mean of 4.05, trainings are provided by the 

academic conference (Seminar) is it appearance has scored its mean is 3.97, the training 

approaches differed by disparate groups which is related to work teams has scored mean of 

4.13, the skill training of the employees provided by sort of location (in the house training, on 

the job training, and outside training) has scored mean of 4.12, and training provided by sort 

of contents through prior need assessment has scored a mean of 4.18.  

In addition to this, table 4.9 also shown that the mean rating score of mean all the training 

approaches entire sub-construct variables in the hotels were falling between the ranges of 

3.97-4.21 rating scale of mean that was played on the range between 1 to 5 likert scales. It 

shows that types of skill training approaches in Getiva and Bernos hotels are also practiced 

such the above training approaches.  

4.2.7.3.The Relationship between Skill Training and Employees Performance 

It indicated that the relationship between types of skill training and employee performance on 

the selected hotels. 
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   Table 4.10: Relationship between Skill Training and Employees Performance 

Descriptive Statistics 

                                Questionnaires N Minimum Maximum Mean 

The training which provided in a hotel for its employees have 

positive relationship for employee performance. 
146 1 5 4.18 

The trainings provided in the organization were based on the 

goals and objectives of the organization and the employee. 
146 2 5 4.29 

Employees who have gotten skill training, it helps to improve 

their working skills. 
146 2 5 4.14 

I think taking trainings has helped me add new innovations to 

my work and provide better service to customers. 
146 2 5 4.15 

I believe the social ties within the organization have widened 

as a result of joint training. 
146 1 5 4.12 

I believe the training strategy is right to develop and increase 

the productivity and profitability of the organization and to me. 
146 2 5 3.27 

I was able to apply the knowledge in training to my work. 146 2 5 3.20 

I believe that training benefits the employee rather than the 

organization. 
146 1 5 4.05 

I believe that training benefits the organization more than the 

employee. 
146 1 5 4.05 

Valid N (list wise) 146    

Cumulative for Relationship between skill training and 

employees performance 

 
3.94 

                Source: Field data 2021 

As it can be seen in the table 4.10 descriptive statistics related to response level of relationship 

between skill training and employees performance on both Getiva and Bernos hotels the 

training approaches and types of skill training given for the hotel‟s employee on the training 

which provided in a hotel for its employees have positive relationship for employee 

performance has scored mean of 4.18, the trainings provided in the organization were based 

on the goals and objectives of the organization and the employee has scored a mean of 4.29, 

employees who have gotten skill training, it helps to improve their working skills has scored a 

mean of 4.14, I think taking trainings has helped me add new innovations to my work and 
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provide better service to customers has scored a mean of 4.15, I believe the social ties within 

the organization have widened as a result of joint training has scored a mean of 4.12, I believe 

the training strategy is right to develop and increase the productivity and profitability of the 

organization and to me has scored its mean is 3.27, I was able to apply the knowledge I 

gained in training to my work has scored mean of 3.20, I believe that training benefits the 

employee rather than the organization has scored mean of 4.05, and I believe that training 

benefits the organization more than the employee has scored a mean of 4.05 Descriptive 

Statistics table of the relationship between skill training and employees performance.  

                     Table 4.11: Descriptive statistics 

Scale  Mean  Standard Deviation  Items  N  

Types of skill training  4.13 .50006 10 146 

Training approach 4.10 .49506 10 146 

Employee performance  3.9351 .48386 9 146 

Source: Field data 2021 

4.2.7.4.Descriptive statistics 

Descriptive statistics table 4.11 shown that the mean rating score of mean all the Relationship 

between skill training and employees performance entire mean variables in the hotels were 

filled 4.13 rating scale of mean that was played on the range between 1 to 5 likert scales. It 

shows that the types of skill training in Getiva and Bernos hotels skill training and employee 

performance relation on the agreeable condition. 

The cumulative mean shown that indicated (4.10) scored on the above table. It shown on the 

agreed and dis agreed range between 4and 5 cumulative mean. This shows that respondents 

agreed and strongly agreed that all those entire training approaches sub-construct variables 

were the important factors that have influence on employee skill training providing training 

approaches employee performance. 

In addition to this, table 4.11 also shown that the mean rating score of mean all the 

Relationship between skill training and employees performance entire mean variables in the 

hotels were filled 3.94 rating scale of mean that was played on the range between 1 to 5 likert 

scales. It shows that the relationship between skill training and employees performance in 
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Getiva and Bernos hotels skill training and employee performance relation on the agreeable 

condition. 

4.3.Independent and dependent Variable Relationship Test Result 

4.3.1. Correlation  

Like the demographic factors, the scale typed questionnaire entered to the SPSS software 

version 20 to process correlation analysis. Based on the questionnaires which were filled by 

the employees of the selected hotels in Debre Berehan town, the following correlation 

analysis was made. In this study Pearson‟s correlation coefficient is used to determine 

whether there is significant relationship between dependent variable (employee performance) 

and independent variables (types of skill training practice and training approach).The 

following table presents the results of Pearson‟s Correlation on the relationship between roles 

of training on employee performance. From the below table 4.12 is possible to see the mean 

of each variables are above neutral which shows that all variables are significant. 

Table 4.12: Correlations of Dependent Variable and Independent Variable 

  TST TA RSP 

TST Pearson Correlation 1   

Sig. (2-tailed) .000   

N 146   

TA Pearson Correlation  .805
**

 1  

Sig. (2-tailed) .000   

N 146 146  

RSP Pearson Correlation .653
**

 .670
**

 1 

Sig. (2-tailed) .000 .000  

N 146 146 146 

**. Correlation is significant at the 0.01 level (2-tailed). 

Note: Types of skill training (TST), Training Approach / Strategy/ (TA), and Relationship 

between skill training and employees performance (RSP).  
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To show the correlation coefficient, it is represented by r. The value of this coefficient can 

take a value between +1 and -1, in which a value of +1 shows perfect positive correlation. 

This means that the two variables are precisely related and that, as values of one variable 

increase, values of the other variable will increase. By contrast, a value of -1 represents a 

perfect negative correlation. Again, this means that the two variables are precisely related; 

however, as the values of one variable increase those of the other decrease. Correlation 

coefficients between +1 and -1 represent weaker positive and negative correlations, a value of 

0 meaning the variables are perfectly independent. Within business research it is extremely 

unusual to obtain perfect correlations (Saunders, Lewis and Thornhill, 2009).  

Since all variables are interval, the relationship between the independent variables i.e. types of 

skill training, training approach, and the dependent variable i.e. employee performance was 

investigated using Pearson product –moment correlation coefficient. The results of correlation 

analysis in the table 4.12 shows that all the independent variables were positively and 

significantly correlated with the dependent variable i.e. The relationship between employee 

performance at 99 percent confidence level (P<0.01). The highest correlation is signified by 

skill training and training approach (r= 0. 805), followed by the training approach and 

relationship between employee performance and skill training (r= 0.670), followed by the 

skill training and relationship between employee performance (r= 0.653).  

Based on the Pearson correlation test shown in the table 4.12, types of skill training is 

positively and significantly correlated with employee performance. This means both Getiva 

and Bernos hotels improves the types of skill training; the firm‟s employee performance will 

be improved. Therefore, types of skill training have power to determine both Getiva and 

Bernos hotels performance of the hoteling service. With regard to types of skill training, the 

hotels can be perceived by their employees as good organizational structure has able to build 

strong and lasting relationship with customers. Akinyele (2017) opined that training has a 

high positive impact on employee and reduces the nature of hazards on the job in the 

accomplishment of corporate objectives. Thus, effective training leads to acquisition of skills 

and knowledge required for employee to perform effectively on the job. So, the finding of 

Akinyele (2017) is similar with the results of this research. 
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4.3.2. Multiple Regression Analysis  

Regression analysis is the statistical technique that identifies the relationship between two or 

more quantitative variables: a dependent variable, whose value is to be predicted, and 

independent or explanatory variables, about which knowledge is available. The technique is 

used to find the equation that represents the relationship between the variables. Multiple 

regressions provide an equation that predicts one variable from two or more independent 

variables. In this study is conducted to investigate the influence of independent variable on the 

dependent variable and identify the relative significant influence; i.e. independent variable 

(types of skill training, and training approach) to the dependent variable; i.e. employee 

performance in each hotel.  

Table 4.13: Types of Skill Training (TST) and Training Approach / Strategy/ (TA)  

                                       Model Summary 

Mode R R Square Adjusted R Square Std. Error of the Estimate 

     

1 .697
a
 .486 .479 .36527 

a. Predictors: (Constant) TA and TST 

b. Dependent variable: REP 

                    Source: Field survey (2014) 

Dependent variable: Relationship between skill training and employees performance (RSP) 

n= 146 

The table 4.13 below provides, the summary of the model about R, R square, adjusted R 

square and the standard error of the estimate, which can be used to determine how much 

percent of dependent variable is explained by predicting variables under the study. 

According to table 4.13 below, R square is .486, which shows that 48.6% of the dependent 

variable is being explained by the two independent variables. In other words, of the potential 

determinants of employee performance, 48.6% can be attributed by types of skill training 

(TST), training approach (TA) factors. The model explains only 48.6% of variation observed 

in employee performance and the remaining 51.4% of the variance is explained by other 
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variables not included in this study. Adjusted r square is 0.479 which shows that a model is 

not a good fit model as the value is lower than 0.60. According to Imna and Hassan (2014), a 

good fit model would be expected to envisage a minimum of 60 percent of the variation from 

employee performance (dependent variable).  

The correlation coefficient result evidenced that, a positive and statistically significant 

relationship was found in Getiva and Bernos hotels with (r = 0.560
a
) types of skill training 

and training approach variables. This means that, types of skill training has statistically 

significant positive relationship with employee performance in the hotels. 

4.3.2.1.Regression Coefficients                                          

The regression coefficient is the constant „β‟ in the regression equation that tells about the 

change in the value of dependent variable corresponding to the unit change in the independent 

variables. The following table displays the estimated coefficients of the multiple regression of 

employee performance against the independent variables for the sample of 146 employees. 

Table 4.14: Regression Coefficients                                          

Coefficients
a
 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 1.278 .232  5.513 .000 

TST .293 .092 .321 3.176 .002 

TA .359 .088 .412 4.077 .000 

a. Dependent Variable: RSP 

The above coefficients table 4.14 illustrates the influence of customer relationship 

management on employees‟ performance in each hotel.  

The result of multiple regression analysis of the table 4.14 above clearly indicates that in the 

hotels types of skill training has significant influence on employee performance (p<0.02). 

Besides, the value of beta in both hotels training approach and types of skill training had (β= 

0.359, and 0.293) respectively shows that the positive influence of key customer focus 

relationship between skill training and employees performance. This implies that a one 
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percent increase in key relationship between skill training and employees‟ performance results 

in 35.9and 29.3 percent increase in relationship between skill training and employees 

performance of the hotels respectively. Hence, the above proposed hypothesis is accepted. 

The above result is supported by Chung and Shin (2010) in which key customer focus has a 

positive and significant influence on employee‟s performance in the hotel service.  

 

4.3.3. Analysis of Variance (ANOVA)  

An analysis of variance (ANOVA) shows whether the regression model is 

significantly better at explaining the dependent variable than using the mean as 

the best predictor. The table 4.15 below shows the statistical significance of the 

independent variables in predicting the dependent variable. 

Table 4.15: RSP ANOVA Table 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 Regression 18.020 2 9.010 67.52

8 

.000
b
 

Residual 19.080 143 .133   

Total 37.100 145    

a. Dependent Variable: RSP 

b. Predictors: (Constant), TA, TST 
  

             Note; Types of skill training and employee performance relationship (RSP) 

According to Field (2009), a good model should have large F-ratio (at least greater than 1) .As 

it clearly seen in the above table, the independent variables statistically significantly predict 

the dependent variable, (F (2, 143) = 67.52, p < .000), there by indicating the independent 

variables (types of skill training and training approach variables) can significantly influence 

employee performance that is Similarly, the F test that has been done for this study, shows the 

value of 67.52, which means there is statistically significant difference b/n the means of the 

different levels of the types of skill training variable and employee performance.  However as 

yet we don‟t know b/n which of the various pears the difference is significant. For this we 

need to look at the result of the post hoc Tukey HSD test. 
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The Tukey HSD (honest significant difference) shows that it is no difference b/n the types of 

skill training variable and employee performance relationship that reach significance. The p-

value is .000, which is less than the standard 0.05 alpha level.  There were statistically 

significant one-way ANOVA (F (2,143) =67.52, p=.000). The F test that has been done for 

this study shows the value of 67.52, which means the regression model, is significant. The F-

ratio represents the ratio of the perfection in prediction that results from fitting the model 

relative to the imprecision that still happens in the model.  

In the case of the improvement due to the model, the value for degree of freedom (df) to 

regression is equal to the number of predictors (2), and for residual sum of square it is the 

number of observations (146) minus the number of coefficients in the regression model. 

Residual sum of square represents the total difference between the model and the observed 

data. As indicated above multiple linear regression assumption are acceptable and the next 

step is regressing the influence of independent variables (types of skill training and training 

approach variables) in predicting the dependent variables (employee performance) or 

determining the extent to which the explanatory variables explain the variance in the 

explained variable. 

4.3.4. Chapter Summary 

The researcher used questionnaires data gathering instrument which have been used in this 

study. From questionnaires data gathering instruments it is clear that there was a strong 

relationship between skill training and employee performance on both Bernos and Getiva 

hotels.  

It is also clear that in hotel employees are very much interested in being trained. The 

respondents responses and feedbacks indicated that employees were very much satisfied by 

the hotel, hospitality service skill training.  

The most respondents‟ sex of employees was females that covered 52.1% (76) from the total 

sample size in this study. It indicated that the hotels employees of female greater than male.  
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The majority age group of employee covered 20 to 30 years in this study covered 70.5% (103) 

of the respondents both on two hotels. Diploma educational background of the responded 

respondents is than others. It indicated 44.55% (65) were diploma holder employees. 

64.4% (94) of employees were unmarred or single and the covered the heights number rather 

than others responded employees in the hotel. The highest respondents „of work experience is 

1 to 2 years that covered 45.9% (67) from the total sample size in this study. It indicated that 

the hotels employees experience 1 to 2 years greater than other employee experience. 81.5% 

(119) of the hotels employee have gotten skill training of hotel services but 19.5% (27) 

respondents haven‟t gotten skill training during their working time in each hotel.  

Based on the (Best, 1977, as cited by Yonas, 2013), the responses of the respondents for the 

variables were measured on five point of Likert scale with: 1= strongly disagree, 2= disagree, 

3 = neutral, 4= agree and 5= strongly agree. But, while making interpretation of the results of 

mean and standard deviation the scales were reassigned as follows to make the interpretation 

easy and clear. 1-1.8=strongly disagree, 1.81-2.6 = Disagree, 2.61-3.4= Neutral, 3.41-4.20= 

Agree and 4.21-5 = Strongly Agree. 

The hotels employees improved the types of job related skills or types of skill training and 

become more competent when they are trained. Outcome of the research on the Likert scale 

point shows that 4.13 (agree) 82.6%  hotels employees feel that the types of skill training 

actually helps them to develop more and they can work more efficiently and they have an 

interest in the work to attain job satisfaction.  

The respondents, which are selected for the study, said that the types of skill training 

improved the actual performance and the basic need of the skill training is actually been, 

notice by the performance related feedback and appraisal.  

The question which investigates the respondent‟s response level on cumulative of the training 

approaches shows 4.10 (agree) 82% of respondents were agreed. Furthermore, among the 

cumulative of the training approaches that trainings were provided through practice form was 

the maximum Lakert scale point that shown 4.21 (84.20%) employees thinks that their 

productivity is just because of the trainings were provided through practice form they 

received. On the other hand, the minimum Lakert scale point cumulative mean of the training 



   

  64 
 

approaches that trainings provided by the Academic Conference (Seminar) was indicated 3.97 

(79.4%) it shows similar range of Lakert scale point  of agree. The maximum and the 

minimum Lakert scale point were found in the same range of agreed point. 

Cumulative on relationship between skill training and employees performance indicated that 

3.94 (78.8%) of the relationship between skill training and employees performance its path is 

clearer and the hotel employees to know what they are doing after getting trained. On the 

other hand, the relationship between skill training and employees performance that the 

trainings provided in the organization were based on the goals and objectives of the 

organization and the employee was the maximum Lakert scale point that shown 4.29 

(85.80%) employees thinks that skill training and employees performance has excellent 

relationship to the goals and objectives of the hotels.  
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CHAPTER 5: DISCUSSION 

5.1. Introduction  

The main objective of this study in this chapter is discussed and concluded summery of the 

types of skill training, training approach, and the relationship between skills training and 

employee performance in some selected hotels operating in Debre Brehan town hotels. The 

discussion and concluded summery is based on descriptive result, correlation/regression 

results, compare the result with other researchers finding, Provide justification for the result, 

implication, summary of the research findings that have been analyzed and discussed in the 

previous chapter were briefly presented.  

5.2. The Types of Skill Training 

The first objective of this study is identifying the types of skills used some selected hotels 

(Getiva and Bernos hotels) used in Debre Brehan town. Concerning to this objective, the 

descriptive analysis of the types of skill training indicated both Getiva and Bernos hotels‟ skill 

training has given for the hotel‟s employee help to increase team work skill that scored mean 

of 4.05, multi-tasking skill training has scored a mean of 4.10, flexibility skill training for its 

employees has scored a mean of 4.18, attention to detail skills has scored a mean of 4.21, 

hotel‟s awareness training about their  standards and procedures for their  employees has 

scored a mean of 4.16, time management skill training mean is 4.03, improving 

communication skill has scored mean of 4.12, interpersonal skill for its employees has scored 

mean of 4.08, problem solving and customer focused skill has scored a mean of 4.23, and 

hazard awareness training for its employees has scored a mean of 4.13. However, in types of 

skill training are the most important variables that play a decisive role to achieve employee 

performance of the hotels. Generally, Problem solving and customer focused skill training has 

scored a mean of 4.23 is the highest factors of type of skill training rather than other factors 

under type of skill training. The lowest score is; time management skill training mean is 4.03. 

Both mean score are agreeable responses of respondents in this study. So that Problem solving 

and customer focused skill training has a great impact on the improvement of both Getiva and 

Bernos hotels employee performance. 
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The correlation coefficients of the relationship between the independent variables (types of 

skill training and training approach) and the dependent variable (employee performance) were 

investigated using Pearson product-moment correlation coefficient. The skill training and 

employee performance correlation is (r=0.653). The relationship between training approach 

and employee performance is (r= 0.670). And also the relationship between types of skill 

training and training approach is (r=0.805).  Based on the Pearson correlation test the types of 

skill training and training approach are positively and significantly correlated with employee 

performance. So there is positively and statistically significant correlation between types of 

skill training, training approach, and employee performance in Getiva and Bernos hotels 

having (r=. 653, p =.001%), (r = .670, p = .001%), and (r= .805, p = .001%) respectively. This 

means the types of skill training and training approach have statistically significant positive 

relationship employee performance in the Getiva and Bernos hotels.  

The result indicates that, there is statistically positive significance between skill training and 

training approach with employee performance at 99% confidence level. This implies that at a 

1% level of significance, it was discovered that these factors plays a significant role on the 

role of skill training on employee performance in the study area. Therefore, types of skill 

training have power to determine both Getiva and Bernos hotels performance of the hoteling 

service. With regard to types of skill training, the hotels can be perceived by their employees 

as good organizational structure able to build strong relationship with customers.  

The regression Coefficients model summary about R, R square, adjusted R square and the 

standard error of the estimate, which can be used to determine how much percent of 

dependent variable is explained by predicting variables under the study.  

The regression Coefficients model summery result indicated in this study, R square is .486, 

which shows that 48.6% of the dependent variable is being explained by the two independent 

variables. In other words, the potential determinants of employee performance, 48.6% can be 

attributed by types of skill training (TST) and training approach (TA) factors. The model 

explains only 48.6% of variation observed in employee performance and the remaining 51.4% 

of the variance is explained by other variables not included in this study. Adjusted R square is 

0.479 which shows that a model is not a good fit model as the value is lower than 0.60. 
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According to Imna and Hassan (2014), a good fit model would be expected to envisage a 

minimum of 60 percent of the variation from employee performance (dependent variable). 

Akinyele (2017) opined that training has a high positive impact on employee and reduces the 

nature of hazards on the job in the accomplishment of corporate objectives. Thus, effective 

skill training leads to acquisition of skills and knowledge required for employee to perform 

effectively on the job. So, the finding of Akinyele (2017) is similar with the results of this 

research. Similarly the result of this study indicated that has similar outcomes of types of skill 

training and the role of employee performance. When we compered the study of Swart 

(2015), bridging the performance gap refers to implementing a relevant training intervention 

for the sake of developing particular skills and abilities of the workers and enhancing 

employee performance.  

The implication of this study results indicated that the types of skill training (team work skill, 

multi-tasking skill, flexibility skill training, attention to detail, hotel‟s awareness training 

about  standards and procedures, time management skill, communication skill, interpersonal 

skill, problem solving and customer focused skill, and hazard awareness training) have  a 

significant role both Getiva and Bernos hotels‟ employees. Skill training plays a very 

important role in determining the performance of an employee in both Getiva and Bernos 

hotels. Thus, there is a positive effect of skill training on employee performance of the hotels. 

The implication of types of skill training objective training provided for hotel‟s employees 

included multi-tasking skill, flexibility skill training, attention to detail skills, hotel‟s 

awareness training about its standards and procedures, time management skill training, 

communication skill, problem solving and customer focused skill, and hazard awareness 

training for the hotels‟ employees. Similarly the correlation indicated that skill training and 

Employee Performance variables have positive relation. 

5.3. Training Approach 

The approach of training used in some selected hotels (Getiva and Bernos hotels) used in 

Debre Brehan town. Descriptive statistics shown on Lakert scale questionnaires regarding to 

skill training approach in both Getva and Bernos hotels employees‟ answers the training 

approaches has given for the hotel‟s employee on, on-the-job training has scored mean of 
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4.08; the organization uses off-the-job training to provide training for employees has scored a 

mean of 4.10, the hotel‟s provided training in the form of a lecture has scored a mean of 4.08, 

trainings are provided by through practice form has scored a mean of 4.21, trainings are 

provided by (Presentation) form has scored a mean of 4.05, trainings are provided by the 

academic conference (Seminar) is it appearance has scored its mean is 3.97, the training 

approaches differed by disparate groups which is related to work teams has scored mean of 

4.13, the skill training of the employees provided by sort of location (in the house training, on 

the job training, and outside training) has scored mean of 4.12, and training provided by sort 

of contents through prior need assessment has scored a mean of 4.18. The cumulative mean 

score of the training approach has scored 4.10.It is agreed mean of Lakert scale. So, the 

training approach (on-the-job training, lecture, practice form, Presentation form, disparate 

groups which is related to work teams, sort of location (in the house training, on the job 

training, and outside training) actually helps them to develop more and they can take training  

more interest for skill based training to attain properly. 

The correlation coefficients on the relationship between the independent variable training 

approach, and the dependent variable employee performance was investigated using Pearson 

product –moment correlation coefficient. The correlation result relationship between training 

approach and employee performance is (r= 0.670).   

Based on the Pearson correlation test the training approaches (on-the-job training, lecture, 

practice form, Presentation form, disparate groups which is related to work teams, sort of 

location (in the house training, on the job training, and outside training)) have positively and 

significantly correlated with skill training  and employee performance in Bernos and Getiva 

hotels. In investigating the training approaches, the correlation coefficient result evidenced 

that, a positive and statistically significant relationship was found in Getiva and Bernos hotels 

with (r= 0.670, p < 0.01) training approach and employee performance. This means that, types 

of skill training approaches were statistically significant positive relationship employee 

performance in the Getiva and Bernos hotels.  

The regression Coefficients result indicated in this study, R square is .486, which shows that 

48.6% of the dependent variable is being explained by the two independent variables. In other 
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words, the potential determinants of employee performance, 48.6% can be attributed by types 

of skill training (TST) and training approach (TA) factors. The model explains only 48.6% of 

variation observed in employee performance and the remaining 51.4% of the variance is 

explained by other variables not included in this study. Adjusted R square is 0.479 which 

shows that a model is not a good fit model as the value is lower than 0.60. According to Imna 

and Hassan (2014), a good fit model would be expected to envisage a minimum of 60 percent 

of the variation from employee performance (dependent variable). 

Based on previous studies done by (Shafiq & Hamza, 2017; Engetou, 2017; Shafini, 2016; 

Kum, 2014; Falola, 2014) on-the-job training and off-the-job training approaches have a 

positive significant impact on skill awarding and employee performance. Thus, effective 

training approaches leads to acquisition of skills and knowledge required for employee to 

perform effectively on the job.  When we compered the study the finding of (Shafiq & 

Hamza, 2017; Engetou, 2017; Shafini, 2016; Kum, 2014; Falola, 2014) is focused on on-the-

job training and off-the-job training approaches. Whereas the result of this study indicated 

that disparate groups which is related to work teams, sort of location (in the house training, on 

the job training, and outside training) training approaches are mandatory in addition to on-the-

job training and off-the-job training approaches.  

The implication of training approach objective in this study in Getiva and Bernos hotels used 

training approaches of on-the-job training, lecture form, practice form, discussion a form, 

disparate groups which is related to work teams, sort of location (in the house training, and 

outside the job training). Based on the correlation and regression decision the result of 

correlation and regression indicated that those training approaches have a relationship for the 

employees‟ skill growth and employees‟ performance.  

5.4. Relationship between Skills Training and Employees’ Performance  

The descriptive statistics related to response level of relationship between skill training and 

employees performance on both Getiva and Bernos hotels the training approaches and types 

of skill training given for the hotel‟s employee on the training which provided in a hotel for its 

employees have positive relationship for employee performance has scored mean of 4.18, the 

trainings provided in the organization were based on the goals and objectives of the 
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organization and the employee has scored a mean of 4.29, employees who have gotten skill 

training, it helps to improve their working skills has scored a mean of 4.14, taking trainings 

has helped them add new innovations to my work and provide better service to customers has 

scored a mean of 4.15, they believed the social ties within the organization have widened as a 

result of joint training has scored a mean of 4.12, they believe the training strategy is right to 

develop and increase the productivity and profitability of the organization and to me has 

scored its mean is 3.27, there  was able to apply the knowledge they gained in training to my 

work has scored mean of 3.20, they believe that training benefits the employee rather than the 

organization has scored mean of 4.05, and they believe that training benefits the organization 

more than the employee has scored a mean of 4.05 descriptive Statistics of the relationship 

between skill training and employees performance. Descriptive statistics shown that the mean 

rating score of mean all the relationship between skill training and employees performance 

entire mean variables in the hotels were falling 4.13 rating scale of mean. That was laid on the 

range between 1 to 5 likert scales. It shows that the types of skill training in Getiva and 

Bernos hotels skill training and employee performance relationship on the agreed condition. 

The correlation coefficients on the relationship between the independent variables (types of 

skill training and training approach), and dependent variable (employee performance) was 

investigated using Pearson product –moment correlation coefficient. The correlation is 

signified by skill training and training approach on employee performance (r=0. 653) and 

(r=0.670) respectively. Based on the Pearson correlation test the types of skill training and 

training approaches are positively significantly correlated with employee performance. In 

investigating skill training and training approach the correlation coefficient result evidenced 

that, a positive and statistically significant relationship was found in Getiva and Bernos hotels 

with (r= 0.653, p < 0.01) and (r=0.670, p < 0.01) respectively.  

The regression Coefficients model summery result indicated in this study, in both Getiva and 

Bernos hotels the types of types of skill training and training approach adjusted R square is 0. 

486. Which indicated 48.6% of the variance in employees‟ performance is attributed to the 

two independent variables entered into the regression and the remaining 51.4% of the 

variance is explained by other factors. Adjusted r square is 0.479 which shows that a model is 

not a good fit model as the value is lower than 0.60. According to Imna and Hassan (2014), a 



   

  71 
 

good fit model would be expected to envisage a minimum of 60 percent of the variation from 

employee performance (dependent variable).  

Abeeha and Bariha (2016) in their studies carried out in Pakistan, observed a positive 

correlation between employees‟ training and organizational competitive advantage. Abang, 

May, and Maw (2009) on the other hand, pointed out that Lynch and Black in their studies 

revealed that only off-the job (general) training improves organizational performance whereas 

on the job training does not. The finding of this study revealed skill training and employee 

performance in both Getiva and Bernos hotels. So, the finding of Abeeha and Bariha (2016) is 

similar with the results of this research. When we compered the study of Abang, May, and 

Maw (2009), bridging the performance gap refers to implementing a relevant training 

intervention for the sake  that only off-the job (general) training improves organizational 

performance whereas on the job training does not developing particular skills and abilities of 

the workers and enhancing employee performance.  

The implication of this study results indicated that the relationship between skill training and 

employee performance (training had benefits both the employee and organization, training 

strategy is right to develop and increase the productivity and profitability of employees, 

training  helped to add new innovations on work and provide better service, trainings provided 

in the organization were based on the goals and objectives of the hotel‟s, and employees have 

positive relationship for employee performance) have  a significant role both Getiva and 

Bernos hotels‟ employees. Skill training plays a very important role in determining the 

performance of an employee in both Getiva and Bernos hotels. Thus, there is a positive effect 

of skill training on employee performance of the hotels. The implication of types of skill 

training objective training provided for hotel‟s employees similarly the correlation indicated 

that skill training & Employee Performance had positive relationship in both Getiva and 

Bernos hotels. 

HR skill training and the performance of the organization and employees have a positive 

relation. The Human resource is a base since it is more functional on the human development 

section. Trainings can motivate staffs, increase work performance and Staff skill, knowledge 
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and attitude. And also the actual performances and positive attitude of employees has 

improved due to the development of skills required for the job by means of skill training.  

5.5. Chapter Summary 

In this study, the researcher was interested in assessing the role of training and employee 

performance at Getiva and Bernos hotels. Accordingly, to meet the research objective, the 

researcher collected data from all sampled respondents; and analyzed the collected data 

through descriptive. By doing so, the following major findings were obtained. 

Concerning to this objective, the descriptive analysis of the types of skill training indicated 

both Getiva and Bernos hotels‟ skill training Problem solving and customer focused skill 

training has scored a mean of 4.23 is the highest factors of type of skill training rather than 

other factors under type of skill training. So that Problem solving and customer focused skill 

training has a great impact on the improvement of both Getiva and Bernos hotels employee 

performance. 

The cumulative mean score of the training approach has scored 4.10.It is agreed mean of 

Lakert scale. Descriptive statistics shown that the mean rating score of mean all the 

relationship between skill training and employees performance entire mean variables in the 

hotels were falling 4.13 rating scale of mean. 

Descriptive statistics shown that the mean rating score of mean all the relationship between 

skill training and employees performance entire mean variables in the hotels were falling 4.13 

rating scale of mean. That was laid on the range between 1 to 5 likert scales. It shows that the 

types of skill training in Getiva and Bernos hotels skill training and employee performance 

relationship on the agreed condition. 

The correlation is signified by skill training and training approach (r= 0. 805), the training 

approach and employee performance (r= 0.670), employee performance and skill training (r= 

0.653). In investigating the types of skill training, the correlation coefficient result evidenced 

that, a positive and statistically significant relationship was found in Getiva and Bernos hotels 

with (r= 0. 805), (r= 0.670), and (r= 0.653)  p < 0.01) types of skill training, training approach 

with employee performance variables respectively. With regard to types of skill training, the 
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hotels can be perceived by their employees as good organizational structure able to build 

strong relationship with customers.  

The regression Coefficients in both hotels the types of skill training and training approach 

adjusted R square is 0.486 which shows that 48.6% of the dependent variable is being 

explained by the two independent variables. In other words, of the potential determinants of 

employee performance, 48.6% can be attributed by types of skill training (TST), training 

approach (TA) factors. The model explains only 48.6% of variation observed in employee 

performance and the remaining 51.4% of the variance is explained by other variables not 

included in this study.  
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CHPTER SIX 

6. SUMMARY, CONCLUSION AND RECOMMENDATION 

6.1. Introduction 

The Maine objective of this study is to examine the relationship between skills training and 

employee performance in some selected hotels operating in Debre Brehan town. Regarding to  

that on the specific objectives; identify the types of skills training, skill training approaches 

adapted, and the relationship between skills training and employees‟ performance in some 

selected hotel in Debre Brehan town.  

The research designs in this study are both descriptive and correlational research design had 

employed. Descriptive design describes the characteristics of the variables in the situation. In 

addition the study is also used to be correlation and regression design because there is intent 

to establish the relationship and difference between dependent and independent variable of the 

study.  

The data collection tool was based on the research problem, objective and type of data. In this 

study, questionnaire has been employed to gather quantitative data respectively.  

The researcher used questionnaires with close ended type questions/ items.  The questions that 

will use in the closed ended are multiple choices, multiple response and five point Likert scale 

type questions. The researcher used interviews with semi structured type. The interview has 

been conduct with Bernos and Getiva hotel‟s HRMs managers. 

The data analysis techniques applied in this study the quantitative data, which has been 

collected through the questionnaire; a descriptive statistical analysis method has been applied. 

To process the data, the raw data are organized and grouped on the basis of common 

characteristics. All Likert type questions are analyzed by using frequency and percentages.  

The data gained from primary and secondary source was analyzed using theories and 

principles, to simplify the data analysis the row data was coded and entered into computer for 

processing it using the statistical package for social studies (SPSS- 20).  
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6.2. Summary 

In this study, the researcher was interested in assessing the role of training on employee 

performance at some selected hotels (Getiva and Bernos star hotels). Accordingly, to meet the 

research objective, the researcher collected data from all respondents, and analyzed the 

collected data through descriptive. By doing so, the following major findings were obtained.  

6.2.1. Types of Skills training Used in the Hotels  

The descriptive statistics result revealed that, mean score for types of skill training ranges is 

4.13 and Standard deviation 0.500 in the hotels, which fall on the agreed mean which revealed 

that, the types of skill training was good in a mean value. As the interview information 

obtained the hotels provided conceptual and personal skill training more than technical and 

language skill.  

In investigating the types of skill training and employee performance correlation coefficient 

result evidenced that has a positive and statistically significant relationship was found in 

Getiva and Bernos hotels with (r = 0.653, p < 0.01)) types of skill training variable. This 

means types of skill training (team work skill, multi-tasking skill, flexibility skill training, 

attention to detail skills, awareness training about its standards and procedures, time 

management skill training, training how to improved communication skill, interpersonal skill, 

problem solving and customer focused skill, and hazard awareness training) were statistically 

significant and positive relationship both Getiva and Bernos hotels employee performance in 

the hotels.  The regression Coefficients in both hotels the types of skill training and training 

approach adjusted R square is 0.486 which shows that 48.6% of the dependent variable is 

being explained by the two independent variables. In other words, of the potential 

determinants of employee performance, 48.6% can be attributed by types of skill training 

(TST), training approach (TA) factors. 

6.2.2. Type of Skill Training Approaches  

The descriptive statistics employed for assessing the training approach in the hotels also 

revealed that, the overall training approach (M = 4.10, SD = 0.500) was in the agreed mean 
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value in the both Getiva and Bernos hotels. And also, it is found that, most of the respondents 

were agreed on for the training approach questionnaires.  

As I have seen the employees training conduct, the training approach focused on the 

corrective measure due to working process and the hotels believed that skill grow up through 

experiences rather than off the job training. Whereas, in the training approach and employee 

performance correlation coefficient result evidenced that has a positive and statistically 

significant relationship was found in Getiva and Bernos hotels with (r = 0.670, p < 0.01). The 

regression analysis evidenced that, R square is .486, which shows that 48.6% of the dependent 

variable is being explained by the two independent variables the remaining 51.4% of the 

variance is explained by other variables not included in this study.  This indicated that, 

training approach has positive relationship employee performance in both hotels. In this study 

discussion have gotten the following training approaches; on-the-job training which are 

training through practice form, discussion form, training approaches differed by disparate 

groups, sort of location (in the house training), and sort of contents through prior need 

assessment training approaches.  

6.2.3. Relationship between Skills Training and Employees’ Performance  

The descriptive statistics employed for assessing the relationship b/n skill training and 

employee performance  in both hotels also revealed that, the overall relationship b/n skill 

training and employee performance (M =3.93,SD=0.48) was in the agreed mean value in the 

both Getiva and Bernos hotels. The correlation coefficient result evidenced that, a positive 

and statistically significant relationship was found in Getiva and Bernos hotels with (r = 

0.670, r=653 p < 0.01) the relationship b/n independent variable (skill training, training 

approach) and dependent variable (employee performance) variables respectively. This means 

that, types of skill training has statistically significant positive relationship with employee 

performance in both Bernos and Getiva hotels. Furthermore, the multiple linear regressions 

also revealed that, 48.6% the variation in employee performance in the hotels is explained and 

the other 51.4% variables are unexplained.  
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4.4. Conclusion 

The results indicated that there is a significant and positive relationship between skill training 

and employee performance. Skill training plays a very important role in determining the 

performance of an employee. Thus, there is a positive effect of skill training on employee 

performance of the hotels‟. A training approach benefits not only the employer but also the 

employee, so skill training should be provided by the organization in relation to performance 

of the employee and it should be constant across the staff members.  

According to the result of the study all the two factors have positive and significant influence 

on employee job performance and 48.6% of variability on employee job performance is 

explained by skill training and training approach factors. The independent variables (skill 

training and training approach) have positive and statistically significant effects on dependent 

variables (employee‟s performance). Generally, based on the result of this studies role of skill 

training and training approach are the major factors that significantly affects employees‟ 

performance of Getiva and Bernos hotels in Debre Berhan town.  

Research clearly shows that skill training has direct influence on the employees‟ performance 

and it tends to increase the overall actual performance of employee. Training improves 

working efficiency of employees due to advanced level of performance because of training 

approaches.  

This research finding clearly indicates that the actual performance of an employee is being 

affected by the training sessions. So the correlation between the variables training & 

employee performance is positive.  

6.3. Contribution of the Study 

The contribution of this study mainly knowledge contribution rather than Practical 

contribution. The hotels needed types of skill training such as multi-tasking skill, flexibility 

skill training, attention to detail skills, hotel‟s awareness training about its standards and 

procedures, time management skill training, communication skill, problem solving and 

customer focused skill, and hazard awareness training in order maximize to organization 

competitive advantage  and employee  employees. 
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On the other hand, training approaches such as organization used on-the-job training; training 

provided in the form of a Lecture, trainings are provided through practice form, through 

Discussion a form, skill training of the employees provided by sort of location (in the house 

training, on the job training, and outside the job training, and sort of contents through prior 

need assessment are purpose full training strategies in order to provided such types of skill 

training for the hotels‟ employees to maximize the employees performance. 

The contribution of this study regarding to the r/n ship b/n skill training and employee 

performance are trainings provided in the organization were based on the goals and objectives 

of the organization. Employees who have gotten skill training, it helps to improve their 

working skills.  

Taking trainings has helped to add new innovations for work and provide better service to the 

customers. The training strategy is right to develop and increase the productivity and 

profitability of the organization. Able to apply the knowledge, help to gained better reward 

from the organization. 

6.4. Recommendation 

The researcher recommended that depending upon the reviewed literatures and these study 

findings were the followings. 

 As the modern management trend is highly concerned with human capital where skill 

training is a part of it, hotels should give high emphasis for giving skill trainings for their 

employees. They should take skill training as part of their investment.so that as skill 

training can increase employee‟s performance and their productive it will have positive 

impact on their profit.  

 As the study is conducted on Getiva and Bernos hotels where their service should be 

standard all over the countries they operate and which have high paying and sensitive 

customers, training should take as an important part on building the employees‟ 

performance.  

 Even if some says that skill training is expensive by any means, skill training the human 

resource should be taken as a long term investment which can in turn rewards the 

organization by providing highly skilled, competent and well performing employees. So 

that the organization can get competitive advantage in the market.  
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 More training approaches should be introduced and high emphasis should be given for the 

selection of the trainees and the delivery mode as it has a significant effect on the output 

of the skill training. In addition equal opportunities should be given for all employees for 

attending the skill training courses.  

 The performance of the employees has a strong link with the human resource skill training 

and there for it is important study for the business world to learn about the relationship 

between the skill training and the employee performance.  

Generally as organizational performance highly linked with employee performance and 

employee performance relies on the skill training received, organizations should work hard on 

developing their employees‟ performance by giving them the right skill training. 

6.5. Suggestion for Further Research 

As the effect of skill training with organizational performance can be studied in different 

ways on other hotels rather than the Getiva and Bernos hotels, other researches should be 

done on the issue in order to fill the knowledge gap. 

In studying the role skill training on performance in Getiva and Bernos hotels, the researcher 

addressed the stated objective by employing statistical methods and strictly following the 

research methodology. Hence, this study addressed the research problems, draws conclusion 

and forward practical recommendations. In addition to this, the researcher believed that, there 

are issues remain uncovered in this study due to the scope limitation and need to be addressed 

in future study to add broad insight in to the subject. Thus, the following points are taken as 

limitations of this study and future research directions.  

This study only encompasses three variables of role of skill training on employee 

performance, which are widely used in the literature and in actual practice, but to make full 

picture of types of skill training, future researchers may include additional components of role 

of skill training on employee performance, such as skill training, training approaches, and the 

relationship between skill training and employee performance in their researches.  

The study also limits itself on the practice of Getiva and Bernos hotels, towards its practice of 

types of skill training, training approaches and the conclusion and recommendation remains 
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within the hotels. In this regard, to make the conclusion and recommendation more wide and 

applicable for two or more organizations, future researches may conduct the research in hotel 

industry wide or nationwide by increasing the sample size.  

Finally, as indicated in the model summary only 48.6% of the role of skill training on 

employee performance in the role of skill training on employees‟ performance can be 

explained by the two independent variables included in this study.  This indicates that 51.4% 

remains unexplained and the hotels should enhance other researchers to find out such factors 

for the better practice of role of training on employee performance.  
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Apendex-1  

  

 

 

 

DEBRE BERHANUNIVERSITY 

COLLEGE OF BUSINESSAND ECONOMICS 

DEPARTMENT OF MANAGEMENT 

 

I am currently a graduate student at Debre Berhan University on Business Administration and 

I am doing my undergraduate training and the role of training on employee performance in 

English. The purpose of this questionnaire is to gather information on how training and staff 

can affect the effectiveness of staff, and I need your cooperation to achieve this. I would like 

to point out that your name should not be mentioned in this questionnaire and that your 

answers will be kept confidential. Therefore, I respectfully ask that you cooperate with me in 

answering your question. 

 

 

 

If you have any questions you can contact me at my address below.  

Phone 09 20 63 23 61 

Email- woldegizaw99@gmail.com 

 

 

                                                Thank you for your cooperation!! 

 

 

 

 

 

 

mailto:woldegizaw99@gmail.com
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Section I: Questionnaire 

Check the x-box in the box next to the answer and you tick (√) your correct answers.  

Part I: Personal information 

 

  Please state your level of opinion for each 1-10 statements indicate how much you agree 

with the answer options given statement using the following 1-5 scales and tick (√) in the 

appropriate box. 

1  2  3  4  5  
Strongly disagree Disagree Neutral Agree strongly agree 

         

Part II: Types of skill training (TST) 

N

0

o. 

Question 1 2 3 4 5

  1 The training has given for the hotel‟s employee help to increase team work skill.      

2  Training provided for hotel‟s employees included multi-tasking skill.      

3  The hotel‟s provided Flexibility skill training for its employees.      

4 Trainings which provided for hotel employees included Attention to detail skills.      

5  The hotel provided hotel awareness training about its standards and procedures 

for its employees. 

     

6  The hotel provided time management skill training for its employees.      

7  The hotel employees have taken training how to improved communication skill.  

 

     
8 The hotel provided Interpersonal skill for its employees.      

9 Trainings which provided for the hotel‟s employees were problem solving and      

R.no Questions Answer 

1 Sex 1. Male  

 2. female 

2 Age 1. Under 20 years  

2. 21-30 years  

3. 31-40 years  

4. Above 40 years 

3 Education level 1. Level 2 and Under  

2. Diploma 

3. Bachelor's degree 

4. 2
nd

 degree and above 

4 Family status 1. Married 

2. Unmarried  

3. Divorced 

5 How long have you served in the in this hotel? 

(experience) 

1. Less than 1 year 

2. 1-2 years 

3. 2-4 years 

4. above 4 years 

6 There is training you have received in the organization so 

far?(Have you taken training) 

1. Yes  

2. No 
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customer focused skill. 

10 The hotel provided Hazard awareness training for its employees.       

 

PART III: Training Approach / Strategy/(TA) 

R.no                                  Question 1 2 3 4 5  

1  The organization used on-the-job training to provide for the hotel employees.      

2  The organization uses off-the-job training to provide training for employees.      

3  Training is provided in the form of a Lecture.      

4  Trainings are provided by through practice form.      

5  Trainings are provided through Discussion a form.      

6  Trainings are provided by (Presentation) form.      

7  Trainings are provided by the Academic Conference (Seminar) is it appearance.  

 

     

8 The training approaches differed by disparate groups which is related to work 

teams.  

     

9 The skill training of the employees provided by sort of location (in the house 

training, on the job training, and outside training). 

     

10 Training provided by sort of contents through prior need assessment.       

 

Part IV: Relationship between skill training and employees performance (RSP) 

R.no Question 1 2 3 4 5

  1  The training which provided in a hotel for its employees have positive 

relationship for employee performance. 

     

2  The trainings provided in the organization were based on the goals and 

objectives of the organization and the employee.  

 

     

3  Employees who have gotten skill training, it helps to improve their working 

skills. 

     

4 I think taking trainings has helped me add new innovations to my work and 

provide better service to customers. 

     

 5 I believe the social ties within the organization have widened as a result of 

joint training. 

     

6 I believe the training strategy is right to develop and increase the 

productivity and profitability of the organization and to me. 

     

7 I was able to apply the knowledge I gained in training to my work.      

8 I believe that training benefits the employee rather than the organization.      

9  I believe that training benefits the organization more than the employee.      

Thank you again for your cooperation!!!  
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Appandex-2 

Correlations 

 TST TA RSP 

TST 

Pearson Correlation 1 .805** .653** 

Sig. (2-tailed) 
 

.000 .000 

N 146 146 146 

TA 

Pearson Correlation .805** 1 .670** 

Sig. (2-tailed) .000 
 

.000 

N 146 146 146 

RSP 

Pearson Correlation .653** .670** 1 

Sig. (2-tailed) .000 .000 
 

N 146 146 146 

**. Correlation is significant at the 0.01 level (2-tailed). 

Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .697a .486 .479 .36527 

a. Predictors: (Constant), TA, TST 

b. Dependent Variable: RSP 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 18.020 2 9.010 67.528 .000b 

Residual 19.080 143 .133 
  

Total 37.100 145 
   

a. Dependent Variable: RSP 

b. Predictors: (Constant), TA, TST 

Coefficientsa 

Model Unstandardized Coefficients Standardized Coefficients T Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 

(Constant) 1.278 .232 
 

5.513 .000 
  

TST .293 .092 .321 3.176 .002 .352 2.840 

TA .359 .088 .412 4.077 .000 .352 2.840 

a. Dependent Variable: RSP 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items 

.936 .950 29 

 


