@ OPEN ACCESS

O O] Global Journal of Research in Business Management

* ISSN: 2583-6218 (Online)
'QE Volume 03| Issue 02 | March-April | 2023
i Journal homepage: https://gjrpublication.com/gjrbm/

An Analysis of Some Determinants of Training Effectiveness and Their Effects on Employee

Job Performance
*Ibrahim Ahmed®, Dr.Babangida Muhammad Musa?, Dr.Abba Umar Waziri®, Alfa Henson*

L4phD Candidate, Department of Business Administration and Entrepreneurship, Bayero University, Kano-Nigeria
2Department of Business Administration, Faculty of Art and Social Sciences, Gombe state University-Nigeria
3Department of Business Administration, Faculty of Management Sciences, University of Maiduguri, Borno State- Nigeria

*Corresponding author: Ibrahim Ahmed
PhD Candidate, Department of Business Administration and Entrepreneurship, Bayero University, Kano-Nigeria

Abstract

Nigerian institutions and organisations today finds it difficult regarding inability to train their staff effectively and
efficiently so as to achieve quality products or services which might not be separated from poor training facilities
and emotional disturbances in addition other key determinants of training effectiveness that leads to poor job
performance and results in many drawbacks to many Nigerian higher institutions and organisations. In this context,
not much research has been conducted on training facilities and employees emotions and staff job performance
amongst staff of Colleges of Education in Nigeria. This study examined the direct effect of training facilities and
employees’ emotions on employees’ job performance amongst staff of Nigerian Colleges of Education. Drawing
from Social Learning Theory (SLT), the study examined the direct role of these two variables on employees’ job
performance. Data were gathered from 234 staff and were analysed using PLS-SEM version 3.3.7. The findings of
the direct effect between training facilities and employees job performance revealed a negative relationship at (f =
0.434, t = 0.141, p= 0.588) and hence accepted. While that of employees’ emotions and employees’ job
performance were significant and positive and hence rejected. The findings is a wakeup call for all authorities
concerned to develop a strategy that would further improve on the provision of adequate and state of the art
facilities and ensure happy employee happy work atmosphere to smoothly manage the entire effective training
process for the overall success of the system. Finally, conclusion and recommendations were discussed for future
direction.
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INTRODUCTION

Employee job performance is critical to the overall success of the organization; managers need employees that are
able to get the job done, because effective and efficient employee job performance is critical to the overall success of
every organization. One most important factor of employee job performance is to achieve goals. High performing
employees meet deadlines, improve quality and build positive human interactions. Therefore, it is important to foster a
positive, energetic work environment, cultivate a positive work environment by encouraging high performing employees
(Diamantidis & Chatzoglou, 2019). In America, poor employee job performance is seen as a problem for higher education
institutions and it leads to loss of jobs among academic staff who supposed to have a considerable impact on students and
remaining staff members when vacant positions exist because of inability of personnel to discharge their duties
effectively (Ramli, 2019).
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In a rapidly changing economic and working environment in America and globally, organization performance and
employee performance has been crucial in order to be competitive. Hence, it is important for all organizations to analyse
the factors that contribute to employee job performance. Job performance recognizes as the comprehensive outcome that
employees contribute to the organization (Smith, Patmos & Pitts, 2018). Hence the success of the strategy of organization
lies through individual achievement which is directly based on their job performance. Every employee working in the
organization is expected to perform his or her job in an accurate way. Through employment rules and regulation, the
employee was accountable for successful performance related to duties and tasks assigned to him. In their study, Smith,
Patmos and Pitts (2018) added that the degree to which employee job performance succeeded perceived to be significantly
related to how effectively they affected by their emotions, training facilities and how effectively they were trained and
motivated.

In African countries, enhancement of academic job performance especially training effectiveness virtually not getting
considerable attention from both public and private sectors. Although there are many studies linking training
effectiveness to employee job performance. Studies conducted by Elhajjar and Medina (2018), Mohamad and Valliappan
(2020) used training effectiveness as dependent variables and found a strong positive linear correlation between the five
factors that have influence on training effectiveness whereby the later suggested that huge success of studies about
evaluating the training effectiveness, it seems that more studies are still needed in at least three dimensions: influence of
motivation, the attitude of employees, and developing a new different model. Again, on the dimensions of training
effectiveness and employee job performance Obaid (2018) studied the relationship between a dimension of training
effectiveness (training transfer) and employee job performance and found a significant relationship between pre-training
factors, process training factors and post training factors with training transfer and employees’ job performance in higher
education sectors in Palestine. Other such as Deyawani and Ferdinand (2019) studied the relation between training
transfer and employee job performance. Nurhazani, Azlan, Asif and Johan (2021) studied the relationship between training
effectiveness and employee performance even though there were inconsistencies in the findings of the later. Similarly
Nitgul (2017); Limpanitgul, Robson, Gould-Williams and Lerthairtrakul (2012) and Babin and Boles (1996) uses co-
worker support as a dependent variable while Punia and Kan (2016) and Yagoot Mohd and Mohd (2017) uses different
moderators to assess the influence of training effectiveness on employee job performance. The few remaining studies
targeted co-worker support as moderator or dependent variable as in the study by Chiaburu and Harrison (2015) and
Vincent, Salwat and Caroline (2009). This study is different as it uses co-worker support as a moderator which never
happened before.

Theoretically, few attempts were made in investigating the possible factors responsible for effectiveness of training
given to employees and its influence on employee job performance at all levels of management across the globe. The few
previous studies were able to make useful findings of factors determining training effectiveness (Dessler, 2015; Eades,
2014).These show a strong need of a study that will pave ways in introducing relevant theories that will help in explaining
and improve employee job performance among lecturers. Because failure to do so will continue to affect the university
system not only in Nigeria in particular but the entire world in general.

Therefore, it is in view of the limited empirical studies on training effectiveness and their immeasurable importance to
employees job performance and training effectiveness that studies on factors influencing employees’ job performance in
organizational setting becomes necessary and that efforts should be intensified in that direction.

Research Questions
This study attempted to provide answers to what is the influence of Training facilities and employees’ emotions on
employee job performance Based on the major question the following specific questions were raised in order to guide the
i. Does training facilities influences employee job performance in an organization?
ii. To what extent does employees’ emotion affect employee job performance in an organization.

Research Objectives
The main aim of the present study is to analyse the relationship between training facilities, employees’ and employee job
performance in an organisation. The specific objectives which the study seeks to achieve are

i. To determine whether training facilities affects employee job performance of an organization.

ii. To evaluate the extent to which employees’ emotions significantly affect employee job performance of an
organization

Research Hypotheses
The following hypotheses were developed and used in this study:

Ho, There is no significant relationship between training facilities and employee job performance.
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Ho, Employees’ emotion has no significant effect on employee job performance in anorganization.

Review of Literature

Concept of Employee Job Performance

Employee job performance is defined as the outcome or contribution of employees to make them attain goals
(Harrison 2016) while performance may be used to define what an organization has accomplished with respect to the
process. Employee Job performance shows individual behaviors that contribute to achieve organizational objectives.
Research proposed that high level of employee perception displays a high level of job performance. Employee job
performance shows effectiveness and efficiency that make a payment to organizational goals. In the past employees were
not able to make effective decisions because the system of the organization does not permit them to do this. According to
Armstrong (2018) employee job performance is everything about the performance of employees in a firm or a company
or an organization. It involves all aspects which directly or indirectly affect and relate to the work of the employees.
Employee job performance is normally looked at in terms of outcomes. However, it can also be looked at in terms of
behavior (Armstrong 2018).

Generally, job performance is considered as an assessment of the extent of an employee's accomplishments of the
goals established by the organization and the acceptability of the employee's interpersonal behaviors relative to the norms
of the organization (Arshad, Rasli, Arshad & Mohd, 2016). Moreover, high job performance of employees plays a crucial
role in determining an organization’s performance since highly performing individuals will be able to assist the
organisation to achieve its strategic aims and sustaining the organisation’s competitive advantage in general, while
specifically, employees are willing to perform better to develop their career and enhance their skills as well as to
influence management to retained them (Dessler, 2015). Hence the reason Human resource managers have high
expectations concerning employee job performance by continuously monitoring employees’ job performance through
various performance management activities.

However, Employee’s job performance is an indicator of organizational success, organizations today focus more on
human resources whose efforts lead to better financial results, net sales and make organizations get better than before
(Muhammad, 2017). Thus, the employee could be only satisfied when they feel themselves competent to perform their
jobs, which is achieved through better training programs.

In this study however, the researcher adopted the definition of employee job performance raised by (Igbal, ljaz, Latif
& Mushtag, 2015) that described employee job performance as the ability of individuals to achieve their respective work
aims, then meet their expectations, achieve benchmarks or accomplish their organizational goals. However, the said
authors did not segregate whether employee job performance is not a single unified construct but a multidimensional
construct and whether job performance is the measurement of the quality and quantity of human capital and Job
performance is affected by many situational factors such as environmental. This study will try achieve such and found
out that job performance could be affected by other factors such as need to achievement, span of control, self-confidence,
capacity, and interaction between these factors characteristics, organization itself, coworkers, and internal factors such as
employee motivations, emotions, training facilities and beliefs that motivate them to reacts to situational factors.

Training Facilities

Training Facilities means the place or materials in which the training program is conducted (Feroz, Jabeen and Saleem,
2020). They are important components in giving training to trainees on the job (O'Boyle, Patel & Gonzalez-Mulé, 2016),
and are facilities are essential to employees that enable the achieve success of businesses and organisations worldwide.
Not only do these facilities offer opportunities for organizational staff to improve their skills, but also for them and their
employers to enhance employee productivity and improve organisational success. They also can reduce employee
turnover — and a 2020 Work Institute study in US shows just how important that can be for an organisation’s bottom
line. Voluntary employee turnover, according to the report, costs U.S. businesses more than $630 billion annually
(Ahmed & Faeq, 2020). They advocated that employees who get opportunity of having good training facilities to learn,
develop, and advance are more likely to stay with their organisations as it help in providing self-development with
continuous effort to strengthen work performance through approaches like coaching, training sessions, and leadership
mentoring. Training facilities are anything used by trainers and trainees to facilitate training. Thus, the main objective of
using training facilities is to involve the trainees during the activity, promote active interaction among them and encourage
faster learning, and help improve their comprehension and performance on the job. Training facilities can certainly
influence job performance and attention spans of trainees. And, if chosen adequately, such facilities can promote the
integration of skills and content in a holistic way.

According to Feroz, Jabeen and Saleem (2020) training facilities specifically influences events that teaches new
information or skills, often provided to new or newly promoted employees. Employee facilities is another area where the
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importance of training and development can be seen. Employees who take part in training programs with modern
facilities work more efficiently Kalyanamitra, Saengchai and Jermsittiparsert, (2020). According to Kalyanamitra,
Saengchai and Jermsittiparsert (2020) training facility may include auditoriums that are typically large-sized rooms,
multiple purpose medium-sized instruction rooms, audio/visual-equipped rooms, and computer training rooms (Gopinath,
2020). The researchers added that good training facility must have flexible and technologically advanced learning
environment. This means that the environment may be able to adapt to new situation; and it must be safe, comfortable,
and accessible. Therefore the current study adopted and share the view of Feroz, Jabeen and Saleem (2020) who defined
training as place or materials in which the training program is conducted. This definition gives a good explanation of the
term when appropriately likened to the context and nature of this study.

Employee Emotional Reactions

Employee emotions are those reactions in response to events or situations at work (Hwang & Wang, 2021). The type
of emotion such employees experiences is determined by the circumstance that triggers the emotion (Gopinath, 2020) who
suggested that an emotion is a complex psychological state that involves three distinct components: a subjective
experience, a physiological response, and a behavioral or expressive response. Moreover, there is still limited research on
the specific role played by emotions in organizations, and especially the critical connection of emotion and cognition.
However, from the perspective of organizational psychology and organizational behavior, emotions can be seen to be
linked to behavior in organizational settings in many ways (Reizer, Brender-llan & Sheaffer, 2019) who pointed out that
unhappy employees tend to be disconnected from their work. Moreover, organizational scholars are becoming aware that,
when people do not understand the emotional side of organizational behavior, then the organization is unlikely to be aware
of potential counterproductive actions such as unfair organizational policy or abusive supervisors. Hwang and Wang
(2021) maintained that emotions represent instinctual reactions to environmental stimuli and cognitive and behavioral
responses. Modern consensus on this question, however, is that emotions and cognition emerge from an interaction of
neural processes (Asrar-ul-Hag, Anwar & Hassan, 2017) that have evolved to serve basic organic survival as modern
definitions of emotion are predicated on this interactive view. This study adopted the definition given by (Hwang & Wang,
2021) that employee emotions are reactions that employees experience in response to events or situations at work as
sometimes people may be triggered but they may not emotionally respond as they didn’t give out or show anyreaction.

Empirical Evidences

Training Facilities and Employee’s Job Performance

Training tools or materials are important components in giving training (O'Boyle, Patel & Gonzalez-Mulé, 2016).
Materials are anything used by trainers and trainees to facilitate training and they includes cassettes, CD ROMs, DVDs,
flash cards, pamphlets, brochures equipment operation manuals, audiovisuals and so on which are cheap and user
friendly during training session. Others that are a bit expensive though more beneficial are computers, projectors, slides,
film trips and so on and they are assists immensely in improving employee productivity after training. Such training
materials have benefits on staff job performance where technical resourcesare limited (Bromuri, Henkel, Iren, & 2020)

El hajjar and and Alkhanaizi (2018). Thus, the main objective of using training materials facilities is to involve the
trainees during the activity, promote active interaction among them and encourage faster learning, and help improve their
comprehension and performance on the job. Training materials can certainly influence job performance and attention
spans of trainees. And, if chosen adequately, training materials can promote the integration of skills and content in a
holistic way. However, their study did not report the extent that training materials influences employee performance. This
therefore leaves a huge gap that this study works to address.

In the same vein, Budiningsih, Dinarjo and Ashari (2017) in their research on the improvement of employees
performance through training facilities and training intervention in digital era. 357employees in Ministry of Finance
Tax Court Secretariat Indonesia and three levels of employees in this research are assistant manager, supervisor, and
clerks were employed. The total number of research samples is 100 employees. Data are retrieved by using of non-
instrument test (questionnaire) using the Likert scale. It was found that in the era digitalization progress of training
intervention with modern facilities still give positive influence and strong as an instrument to enhance employee
performance, the correlation between training facilities and intervention and employee performance is high and that
training facilities and intervention ‘cannot be ignored’ or ‘unneglectable’ as an instrument to increase employees working
performance. They found also that increased employee performance can be predicted by modern facilities and
intervention in training by using simple regression model. The current study failed to indicate the kind of training
facilities that immensely contributes to employee performance. This therefore indicated a strong need of another study
like the current one under investigation that geared effort to fill the existing gap in the literature.

Importantly, Kalyanamitra, Saengchai and Jermsittiparsert, (2020) revealed in their study on “Impact of training
facilities, benefits and compensation, and performance appraisal on the employees' performance and retention: A
mediating effect of employees' job satisfaction.” The purpose of the study was to analyze the effectiveness of human
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resource practices including training facilities, benefits and compensation, and performance appraisal in the
pharmaceutical industry of Thailand. The job satisfaction is taken as the mediating factor between human resource practices
and employees’ performance and retention. The study is quantitative and the data has been collected through
questionnaires that were distributed among six pharmaceutical companiesusing purposive sampling. The problem of their
study lied on the fact that no mention is made onrecruitment and selection as well as training as they are good pillars of
indicators of human resource practice in the questionnaire item. This will make the findings of the study partial. Even
though the study found that all of these three human resource functions positively impact on performance and retention
of employees through the development of skills and increased job satisfaction but is not enough.

Thus, we can understand from the foregoing studies that training organizations or directors should be able to adjust to
new changes brought about by modern training facilities and which is considered to be safe, easy, and accessible (Urwick
& Junaidu, 2015, Heissrer & Parette, 2017). Training facilities are required to involve the workers during the activity,
promote active dealings among them and encourage faster learning, and help improve their skills, ability and
understanding. These contributions makes the researcher postulate that training facilities has strong relationship with
coworker support among employees on the job.

Emotional Reaction and Employee Job Performance

Emotional reaction is the attitudes of participants at the end of training program. A worker who has considerably
gained skill and knowledge from the training will be eager to relate it on his/her job, thus bring positive reaction. To him
emotional reaction could be a barometer for measuring employee’s general attitude, expectations and motivation. On the
other hand, Mehay, Salas and Tick (2015) stated that having positive feelings in the strong service environment can
contribute to cooperation, teamwork and increase performance. Thus, an emotion like anger, interest and trust is not
immediate, nor is it prolonged like a mood; rather emotion is a brief incident of corresponding changes in mind and
body which directly affects the employee’s performance.

Emotions directly influence decision making, creativity and interpersonal relations (Byrne, 2015) and consider three
elements of emotions that are: anger, trust and interest. Anger is a basic humanemotion that is experienced by all. Anger
commonly happens under unpleasant situations, facing difficulty in getting something, opposing of long held views and a
bad supportive role by other people with you etc. which all have multiplier effects on worker productivity in the
workplace. These studies corroborate with the view of Al Kahtani (2016) on employee emotional intelligence and
employee performance in the higher education institutions in Saudi Arabian issues related to employee emotion that
employee emotion can lead either a higher or lower morale, which will impact the employees’ performance positively or
negatively. However in either case the studies did not indicate the level at which employee emotions affects individual
performance. The current study will come out with a dependable conclusion by investigating the issue to fill the existing
gap Furthermore, Tsai (2019) conducted a study on “The important effect of employee's emotion management ability on
his/her service behaviour in the international tourist hotel in Japan” to clarify the relationship between the employee's
emotion management and service behaviour by analyzing 45 employees in the international tourist hotel, which involves
high degrees of emotional labour that is more complex than in other industries. According to the empirical evidence, the
ability of self-emotional appraisal and other's emotional appraisal become the important factors for in-role cooperative
service behaviour and extra-role service behaviour. The practices can regard emotion management as the hint to predict
employee’s future service behaviour, and take it as a tool to choose staff with good service performance.

Similarly, a study conducted by Luthans, Avey, Avolio and Peterson (2017) titled “The development and resulting
performance impact of positive psychological capital among employees of manufacturing industries in Norway concluded
that when emotionally stable individuals successfully accomplish a challenging task, they are generally more confident in
their abilities to accomplish the task again. They also reported in their research that physiological or emotional arousal
and/or wellness may influence levels of personal efficacy. A classic example they gave is the organizational leader who
provides caring emotional support and appreciation to employees to prevent burnout and to help keep employees mentally
and physically fit that enhances their productivity at work. Although employee reaction also provides feedback on
training style and content. An employee who has considerably gained skill and knowledge from the training will be
willing to apply it on job, thus bring positive reaction (Saad & Mat, 2017). Emotions are pure human psychological
phenomena. An employee is critically affected by their behaviors in the workplace. There are several studies in the
literature aimed at affectivity and positive and negative affectivity. The main critic on their study is too much emphasis
laid on psychological situation than employee internal emotions that trigger changes in his behaviour that has the
resulting effecton performance.
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Theoretical Framework

Underpinning Theory (Theory of Social Learning)

Social Learning Theory, put forwarded Albert Bandura (1986), posits that people learn from one another, via
observation, imitation, and modeling. The theory has often presents a new view of learning i.e. social. Bandura’s theory
explains human behavior in terms of continuous reciprocal interaction between cognitive, behavioral, and
environmental influences (Bandura, 1986). It further suggests that an effective strategy to achieve these objectives
includes providing opportunities to observe the organization rewarding desired workplace behaviors and punishing
inappropriate behaviors. Therefore, organizations need employee behavior to conform to workplace performance
standards (Bandura, 2004). Managers use training to improve employee’s skills, increase the frequency of preferred
behaviors and decrease undesirable behaviors. This means that the effective strategy to achieve these objectives includes
providing opportunities to observe the organization rewarding desired workplace behaviors and punishing inappropriate
behaviors. In line with this, employees’ effectiveness at learning new skills and knowledge is connected with the kind of
learning technique, environment and materials the organization uses/adopts. Theories of learning and human resource
development are useful in piloting the workers in developing their careers. This implied that organizations can improve
their employees by giving them the access to variety of courses, workshops and self-paced alternatives. These willenhance
their development and at the same time enhance organizational productivity (Duggan & Shoup, 2013).

In the same vein, Albert Bandura (1986) claimed that direct reinforcement cannot address all types of learning. By
direct enforcement means the training programs that is organized to enhance the skills. According to this theory such
programs are not addressing all learning types as there are some social elements which cannot be taught. Those elements
are learned by the leaner from his/her surroundings. Such type of learning is called observational learning and this
learning is associated with the understanding of different human behaviors (e.g. ability or intention to help coworkers,
emotional control of coworker). The first type of learning defined in this theory is through observation. In an
organization the environment and the surroundings plays a very important role. The environment should be very
professional and the surroundings should be in such a way that the people (employees) learn from them. This theory also
suggests that it is not necessary that the behavior is changed after learning something. It is expected that a person’s
behavior changes after learning something, but it is not in all cases. Furthermore the theory also explains about the
mental states which play a vital role in learning process. If the mental status of the person is negative regarding any
learning activity then he will not take part in that learning process and even if he is forced to do so, he will not gain any
positivity from that process. In organizational training programs the mental state can be made positive regarding the
training and development programs by associating the rewards and benefits with such training programs which will
motivate the employees and help to build a positive mental state.

The Conceptual Framework of the Study Developed by the Researcher
Training Effectiveness (1V)

Training
Facilities

Employee Job
Performance

Employees’
Emotions

Fig._1: Theoretical framework
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Methodology

Population of the Study

The population of the study consists of five hundred and eighty one (581) staff in the employment of the institution under
study, Federal College of Education (Technical) Gombe, as at August, 2021, through the year 2022 (FCE Gombe
Statistics and Records Unit, 2022).

Sampling Technique and Sample Size

Based on the population size of five hundred and eighty one (581) staff, the sample size for the study would be two
hundred and thirty four (234) staff based on the Krejcie and Morgan (1970) table for sample size determination. But the
sample size was doubled to take care of high none response rate eventuality and minimize sampling error as suggested by
Hair, Bush, and Ortinau (2003), and also doubled by Parker and Berman (2003) and Shehu (2014). On the sampling
technique, Simple Random Sampling was used in selecting the sample for the study. For the current study, the sample
was determined via the use of an online random number generator (RNG). However, out of the 468 randomly selected
numbers queried, 142 appeared as duplicates, thus leaving only 326 to be identified for the study (“Random Number
Generator / Picker,” 2017). The participants included all academic staff of the various cadres as contained in the
questionnaire.

Data Analysis Techniques

This study uses both descriptive and inferential statistic. It used Statistical Package of Social Sciences (SPSS),
Structural Equation Modelling (SEM) by using PLS-SEM version 3.3.7. This method is very appealing to the researcher
as it helped in estimating complex models with many constructs, indicator variables and structural paths without imposing
distributional assumptions on the data. Wold (1982) however, added that PLS-SEM is a causal-predictive approach to
SEM that emphasizes prediction in estimating statistical models, whose structures were designed to provide causal
explanations. The technique overcomes the apparent dichotomy between explanation- as typically emphasized in
academic research — and prediction which is the basis for developing managerial implications (Hair et al, 2019).

REesuLTs AND DiscussioN

In dealing with PLS SEM we have to content with the assessment of a measurement model and the assessment of a
structural model (Mohseni, Jayashree, Rezaei, Kasim & Okumus, 2016). Measurement model deals with study reliability
and validity of measures and to achieve that the Cronbach's Alpha, composite reliability and average variance extracted
(AVE) were conducted inthis study. Giving the table below the study reliability was achieved because the Cronbach’s
alphavalues were >.70, composite reliability values were>0.70 and Average variance extracted values were > 0.50.

Construct Reliability and Validity

Construct AVE CR CA
Employees Performance 0.572 0.970 0.733
Training facilities 0.868 0.952 0.841
Employees” Emotions 0.786 0.936 0.964

Source: PLS-SEM V3.3.7, 2022

Test of Hypotheses
The study tested for the extent of the relationship between training facilities and employees’ emotional reactions on
employee job performance. Thus, testing hypotheses 1 and 2. Table belowpresents the result of the test of hypotheses.

**% n< 0,01

Path Coefficient/ Structural Model Assessment

Hypotheses Testing Sample (M) (STDEV) T Statistics P Values Decision
Hal: TF -> EP 0.155 0.434 0.141 0.888 Accepted
Ha2: ER -> EP 0.962 0.54 2.156 0.032 Rejected

Source: PLS-SEM Path Coefficient, 2022
*** p< 0.01; **p< 0.05; *p <0.1
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From the stated hypothesis, Hypothesis 1 predicted that there is no significant relationship betweentraining facilities and
employee job performance. Result revealed a negative relationship between the training facilities and employees’ job
performance at (B = 0.434,t = 0.141, p= 0.588). Therefore, hypothesis 1 is accepted.

Hypothesis 2 predicted that employees’” emotion has no significant effect on employee job performance. Result
indicated significant positive relationship between employees’ emotions and employee job performance at (p = 0.54-,t =
2.156, p= 0.032) hence hypothesis 2 is rejected.

RO1: Relationship between Training Facilities and Employees’ Job Performance

One key drive to this study was to identify whether training facilities positively affect employee job performance.
Training facilities are materials in which the training program is conducted (Feroz, Jabeen & Saleem, 2020). They are
facilities that are essential to employees that enable the employees achieve success worldwide (O’Boyle, Patel &
Gonzalez-Mule, 2016). Not only do these facilities offer opportunities for academic staff to improve their skills, but also
for them and their employers to enhance employees’ productivity and improve organizational success. Hypothesis 4 (Ho,)
of this study states that there is no significant effect of training facilities on employee’s job performance. However, the
results depicted that the relationship between training facilities and employees’ job performance is negative at (f = 0.155,
t = 0.141, p = 0.888) and the null hypothesis is accepted. Possible explanation of this is lack of enough facilities such as
libraries, computers and other important training facilities such as relevant technologies that were perceived as being
barriers to productivity by most of the respondents. This collaborated with the findings (Ziaei, Soraya & Leila, 2014;
Obwogi, 2018). Similarly, findings from (Obwogi, 2018; Heisser & Parrete, 2017) found a strong and positive
relationship between teaching facilities and lecturers’ performance in Kenyan universities. It is important that
organizations or directors to adjust to new changes brought about by modern training facilities and which is considered to
be safe, easy, and accessible (Urwick & Junaidu, 2015, Heissrer & Parette, 2017).

RQ2 Relationship between Emotional Reactions and Employees’ Job Performance

The second objective of this study was to ascertain the effect of employees’ emotional reactions and employee job
performance. Employees’ emotional reaction is the attitudes of participants at the end of training program (Mehay, Salas
and Tick, 2015). A worker who gained skill and knowledge from the training will be eager to relate it on his/her job and
it bring positive reaction. It is a barometer for measuring employee’s general attitude, expectations and motivation. In this
study, the results demonstrated that the relationship between employees’ emotional reactions and employees’ job
performance is very significant at (B = 0.962, t = 2.156, p = 0.032) thereby rejected the earlier postulation Ho, that there is
no significant effect of employee emotional reaction on employees’ job performance. Meaning that employees’ emotional
reaction has strong influence on employees’ job performance. Possible explanation is that respondents might having
positive feelings in their strong service environment which can contribute to cooperation, teamwork and increase job
performance. This supported the findings of Asrar-ul-Hag, Anwar and Hassan (2017), who reported that emotions has a
significant impact on the teachers’ job performance. It revealed that emotions, self-confidence, achievement, developing
others and conflict management have a positive and significant relationship with the teachers’ job performance in
Pakistan. Other simalar results (Tsai, 2019; Xu et al., 2018; & Genc & Gulatekin, 2018) who revealed that emotions
positively and significantly affects the relationship between and amongst employees and their productivity. The reason
for this positive result would not be distanced from the organisational practices that regard emotion management as the
hint to predict employee’s future service behaviour, and take it as a tool to choose staff with good service performance
(Pervez, 2016; Avey,Avolio & Peterson; 2017; Tsai, 2019).

CONCLUSION

The present study has provided additional evidence to the growing body of knowledge concerning the effects of
training effectiveness and employees’ job performance from the point of view of training facilities and employees’
emotions. Results from this study provide support to the key theoretical propositions. While there have been many studies
examining the underlying problems, however the present study addressed the theoretical gap by incorporating only the
two researched variables (training facilities and employees’ emotions) as the dimensions of training effectiveness. It also
identified and filled the following gaps that hitherto existed in the training effectiveness literature; (i) the impact of
training facilities and emotional reactions on performance among lecturers was explored in nonwestern and non-Asian
context — Nigeria. (ii) Secondly, this study has contributed to the training literature by providing a conceptual framework
in which the only two determinants of training effectiveness regarding its relationship with employees’ job performance
were adequately researched.

Recommendations
Based on the new findings of this study, the following recommendations were suggested:
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(i) Based on the new findings it is indicated a significantly negative relationships between training facilities and
employees job performance Therefore, the management should try as much as possible to provide adequate and
modern technologies as regards training facilities and make judicious use of such machines e.g. computers and
other sophisticated machines used in the laboratories.

(i) New findings of this study shows that employee’s emotional reaction is significantly related to employees’ job
performance. The management should be mindful of anything that would frustrate its staff. Anything that will
lead to anxiety, fear amongst staff should be discouraged and ensure trust, love and honesty excel. As this will
helpthe university build confidence in the staff and propel their academic activities as the case may be.
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