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Abstract 
In the quest to improve employee performance, attention has been directed at new innovative ideas. It 

must be emphasized that the dire need for better training and resource allocation has led to extensive 

research effort. Three Libyan companies namely; Africa Engineering and Projects Company, Libya 

Investment Embracement Company and Africa Trade & Investment Company are the focus of this paper, 

where an innovative approach is applied to assess the impact of training on employee performance, in 

addition to the mediating role of resources available. The data was collected from 418 employees in Africa 

Engineering and Projects Company, 236 employees in Libya Investment Embracement Company, and 362 

employees in Africa Trade & Investment Company. The data was analysed using structural equation 

modelling (SEM) via SmartPLS 3.0. The results proved that there is a significant impact of training on 

employee performance, and it also proved the significant mediating role of resources available in the model. 

The proposed model explained 57% of the variance in employee performance. 
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1. Introduction 
Training is considered an important factor in the modern institutions and directly affects the functional 

(or occupational) performance (Otuko, Kimanichege, & Douglas, 2013). Training turned into a main part of the 

strategies of human resources in the business organizations and governmental administrations and cannot be 

realized unless through the availability of accessible material potentialities and the qualifying cadres for training 

and the division of the training programs, that shall be designed and executed, as per the necessities of the 

organization (Zahid Hussain Bhat, 2011) whereas training contributes significantly in the achievement of the 

goals and strategies of the institution and on the other hand, the changes may lead to the aging of skills learnt 

within a short period of time, whereas the organizational changes and expansions pertaining to the sector of 

business through the introduction of modern technology in the various aspects of business increases the need of 

the individual for the update of his skills and gain new skill through elaborate training programs as per 

methodological and scientific bases (Falola, Osibanjo, & Ojo, 2014); the evaluation of training is considered to 

be one of the strategic and basic axes for supporting and diversifying skills, experiences and knowledge of the 

personnel in the organization and the evaluation of training contributes in finding out with certainty about 

development in functional performance, promotion of the brains of trainees and expansion of their horizons and 

mental faculties, in such a way to help the deepening of thought and make them gain the enlightened cognition, 

in order to disclose the conditions and impacts incumbent upon their conducts (Roberts & David, 2020). 

2. Literature Review 
2.1 Employee Performance (EP) 

Several assertions have been made regarding the association between project management and 

organizational performance. Studies in this area include Barney (1991), Newbert (2007), Jugdev, Mathur & Fung 

)2007), Adeyemi (2013) and others. These sources have usually associated project management with competitive 

advantage which in turn leads to performance in key areas of business management. The need to adopt project 

management approach to march performance effectiveness and efficiency is not new as Adeyemi (2013) 

emphasize that at least 50% of all work are usually carried out in the form of projects even though not all areas of 

initiation, planning, execution, monitoring and others are not strictly considered(Ameen & Ahmad, 2012, 2013a, 

2014; Ameen, Al-ali, Isaac, & Mohammed, 2020; Ameen, Alfalasi, Gazem, & Isaac, 2020; Ameen, Almari, & 

Isaac, 2019). Even though studies on effect of project on larger organizational performance has been observed, 

the employee performance as a dependent variable has not gained much attention. 



  

 

Employee performance measurement and other work performance indicators have to some extent been 

considered as a measure of project management (Usmani, 2012). This is true despite a lack of clear literature 

establishing the association between project management and employee performance, considering employee 

performance is different in many ways from organizational performance. Nevertheless, project management 

assets used for the measurement of variables were debated as leading to performance at the organizational levels.  

All project management assets of value (Barney & Hesterly, 2014), rarity (Tuan & Takahashi, 2010), 

imitability (Barney, 1991) and organization (Barney & Hesterly, 2014) have been associated with organizational 

level usually as a major contributor to these areas of project management assets from a strategic perspective. At 

the employee level, these have not been considered and remain exploratory.  

 

2.2 Training (TR) 

The subject of training human resources and their promotion is considered to be one of the important 

matters in the work of modern organizations (Jaworski, Ravichandran, Karpinski, & Singh, 2018). The human 

element represents the basic motor of the resources of the organization, particularly when it enjoys skilful quality 

and cognitive abilities that tally with the nature of work of the organization  (Hanaysha, 2016). Training is an 

operation of active effect on the performance and skills of the human element in the organization, which is 

necessary for the preservation of the high efficiency of work strength whereas it raises the standard of skills and 

helps to implant confidence in the spirits of workers and improves business quality (Afroz, 2018)(Abdulbaqi 

Ameen & Ahmad, 2011; Ameen & Ahmad, 2012, 2013b, 2014, 2017; Ameen, Almari, Isaac, & Mohammed, 

2019). Training is considered to be one of the strategic and basic axes for the support and diversification of the 

skills, experiences and knowledge of the personnel in the organization  (Sharma & Taneja, 2018). Training 

contributes in the fertilization of brains of trainees and expands their horizons and perceptions in such a way to 

help in deepening thought and make them gain the enlightened discernment in order to disclose the circumstances 

and consequences incumbent upon their conducts (Otuko et al., 2013). Consequently, the following hypothesis is 

proposed: 

H1: Training has a positive effect on employee performance. 

H2: Training has a positive effect on resources available. 

 

2.3 Resources Available (RA) 

Most of the organizations rely, on their available resources, on the success of training and development 

of the personnel performance; therefore, the internal resources of the organization have a great significance in the 

success of the organization business (Salem & Abdien, 2017); therefore, it is necessary to determine the material 

and human potentialities necessary for the execution of the goals of the training plan and realize success therein 

by exploiting the available material and human resources. The organization may identify its available resources 

by inventorying such resources for the sake of knowing the availability of resources that consolidate the 

organizational activities in the organization and face challenges in work and divide the resources of the 

organization (Othman, Arshad, Aris, & Arif, 2015)(Ameen & Ahmad, 2014; Ameen, Almari, & Isaac, 2019; 

Ameen, Almari, Isaac, et al., 2019; Osama Isaac, Abdullah, Aldholay, Ameen, et al., 2019; Sudhana, Ameen, & 

Isaac, 2020). Consequently, the following hypothesis is proposed: 

H3: Resources available has a positive effect on employee performance. 

H4: Training indirectly has a positive effect on employee performance through resources available. 

3. Research Method 

3.1 Overview of the Proposed Conceptual Framework 

Figure 1 shows the proposed conceptual framework which contain three main variables training as 

independent variable, resources available ad mediating variable, and employee performance as dependent 

variable. 

 



  

 

 
Figure 1: The proposed conceptual framework 

 

3.2. Development of Instrument and Data collection 

In this study, the researchers developed the questionnaire tool which consisted of 29 questions. This 

information was collected by delivering the self-managed questionnaire ‘in-person’ to the employees in the 

Africa Engineering and Projects Company, Libya Investment Embracement Company and Africa Trade & 

Investment Company, Libya, in the period between March 2019 and January 2020. Variables were measured 

using a Likert Scale which recommended in the previous studies (Isaac, Aldholay, Abdullah, & Ramayah, 2019; 

Isaac, Abdullah, Ramayah, & Mutahar, 2018). This study has adopted questionnaires to collect data (please refer 

to Appendix A for the instruments), while the second covered the demographic profile of respondents, measured 

using a nominal or ordinal scale.  

 

4. Data Analysis and Results 
PLS (Partial Least Squares) SEM-VB (Structural Equation Modelling-Variance Based) was employed to 

assess the research model by utilizing the software SmartPLS 3.0 (Ringle, Wende, & Becker, 2015). SEM offers 

a simultaneous and accurate analysis   (Isaac, Abdullah, Aldholay, & Ameen, 2019; Isaac, Abdullah, Ramayah, & 

Mutahar, 2017; Mutahar, Daud, Thurasamy, Isaac, & Abdulsalam, 2018). 

 

4.1 Measurement Model Assessment 

The individual Cronbach’s alpha, the composite reliability (CR), The average variance extracted (AVE), 

and the factor loadings exceeded the suggested value (Kline, 2010; Hair, Black, Babin, & Anderson, 2010) as 

illustrated in Table 1. 

 
 

Table 1: Measurement model assessmen  

Constructs Item 
Loading 

(> 0.7) 
M SD 

α 

(> 0.7) 

CR 

(> 0.7) 

AVE 

(> 0.5) 

Analysis  

(AN) 

AN1 

AN2 
AN3 

AN4 

AN5 

0.898 

0.921 
0.892 

0.806 

0.897 

3.94 1.01 0.929 0.947 0.781 

Design 

 (DN) 

DN1 

DN2 

DN3 
DN4 

DN5 

0.917 

0.891 

0.776 
Deleted 

0.807 

3.90 0.99 0.871 0.912 0.722 

Development 
(DT) 

DT1 
DT2 

DT3 

DT4 
DT5 

0.843 
0.892 

0.899 

0.911 
0.901 

4.05 0.96 0.934 0.950 0.791 

Human 

Resources 

(HR) 

HR1 

HR2 

HR3 

0.925 

0.948 

0.921 

3.91 1.05 0.923 0.951 0.867 

Material 
Resources 

(MR) 

MR1 

MR2 

MR3 
MR4 

0.889 

0.896 

0.882 
0.901 

3.52 1.21 0.946 0.957 0.786 



  

 

MR5 

MR6 
MR7 

Deleted 

0.904 
0.848 

Execution Skill 

 (ES) 

ES1 

ES2 
ES3 

ES4 

ES5 

0.902 

0.883 
0.830 

0.824 

0.885 

3.62 1.13 0.916 0.937 0.749 

Knowledge 
(KN) 

KN1 
KN2 

KN3 

KN4 
KN5 

0.865 
0.879 

0.861 

0.848 
0.848 

3.62 1.15 0.912 0.934 0.740 

Adapt to Work 

 (AW) 

AW1 

AW2 
AW3 

AW4 

AW5 

Deleted 

0.896 
0.932 

0.933 

0.938 

3.05 1.21 0.944 0.959 0.855 

Note: M=Mean; SD=Standard Deviation, α= Cronbach’s alpha; CR = Composite Reliability, AVE = Average Variance Extracted. 
Key: AN: Analysis, DN: Design, DT: Development, HR: Human Resources, MR: Material Resources, ES: Execution Skill, KN: 

Knowledge, AW: Adapt to Work 
 

Fornell-Larcker was used to test the discriminant validity, table 2 shows that all constructs of model 

fulfilled satisfactorily, it was discovered that the AVEs’ square root on the diagonals is bigger than the 

correlations among constructs (Fornell & Larcker, 1981; Chin, 1998; Hair et al., 2017). 

 

Table 2: Fornell-Larcker criterion 

 AN AW DN DT ES HR KN MR 

AN 0.884        

AW 0.128 0.925       

DN 0.682 0.145 0.850      

DT 0.668 0.150 0.738 0.889     

ES 0.472 0.272 0.654 0.486 0.865    

HR 0.445 0.224 0.628 0.409 0.549 0.931   

KN 0.452 0.273 0.685 0.459 0.757 0.585 0.860  

MR 0.463 0.278 0.608 0.372 0.665 0.729 0.666 0.887 

Note: Diagonals represent the square root of the average variance extracted while the other entries represent the correlations. 
Key: AN: Analysis, DN: Design, DT: Development, HR: Human Resources, MR: Material Resources, ES: Execution Skill, KN: 

Knowledge, AW: Adapt to Work 
 

4.2 Structural Model Assessment 

         The structural model can be tested by computing beta (β), R², and the corresponding t-values via a 

bootstrapping procedure with a resample of 5,000 (Hair, Hult, Ringle, & Sarstedt, 2017). which also 

recommended by relevant studies regarding the context (Alrajawy, Mohd Daud, Isaac, & Mutahar, 2016; 

Alrajawy et al., 2018; (Alrajawy, Daud, Isaac, & Mutahar, 2017) (Aldholay, Abdullah, Isaac, & Mutahar, 2019) 

(Ahmed M Mutahar, Mohd Daud, Ramayah, Isaac, & Alrajawy, 2017; Ahmed M Mutahar et al., 2016). 

 

 



  

 

  
Key: TR: Training, AN: Analysis, DN: Design, DT: Development, RA: Resources Available, HR: Human Resources, MR: Material 

Resources, EP: Employee Performance, ES: Execution Skill, KN: Knowledge, AW: Adapt to Work 

Figure 2: PLS algorithm results 

 

 

4.2.1 Direct Effect Hypotheses  

Figure 2 and Table 3 showing the results of the hypothesis tests. Training positively influences 

employee performance and resources available. Hence, H1 and H2 are accepted with 

(tp <0.001) and (tp <0.001) respectively. Resources available 

positively influences employee performance. Hence, H2 is accepted with (tp <0.001). 

Training and resources available explain fifty-seven percent of the variance in employee 

performance, and training explains thirty-three percent of the variance in resources available. The values of 

R²  have an acceptable level of explanatory power, indicating a substantial model (Cohen, 1988; Chin, 1998).  

 

Table 3: Result of Direct Effect Hypotheses  

Hypothesis Relationship Std Beta Std Error t-value p-value Decision R² 

H1 TR→EP 0.296 0.051 5.837 0.000 Supported 0.57 

H2 TR→RA 0.576 0.050 11.476 0.000 Supported 0.33 
H3 RA→EP 0.547 0.048 11.414 0.000 Supported  

Key: TR: Training, RA: Resources Available, EP: Employee Performance 
 

4.2.2 Indirect Effect Hypotheses  

The researchers applied the Preacher and Hayes (2004; 2008) method for bootstrapping all indirect 

effects for testing the mediation hypotheses, H4. The results showed (see table 4) that the resources available 

mediated the relationship between the training and employee performance. Thus, the H4 was accepted and 

showed the values of (tp <0.001). 
 

Table 4: Result of Indirect Effect Hypotheses  

Hypothesis Relationship Std Beta Std Error t-value p-value Decision 

H4 TR→RA→EP 0.315 0.040 7.872 0.000 Supported 

Key: TR: Training, RA: Resources Available, EP: Employee Performance 

 

5. Discussion  
In this study, the researchers noted that training positively affect employee performance among 

employees in Libyan companies namely; Africa Engineering and Projects Company, Libya Investment 

Embracement Company and Africa Trade & Investment Company. A similar observation was noted earlier 

(Hanaysha, 2016; Kour, El-Den, & Sriratanaviriyakul, 2019; Lee & Sozen, 2016; Rusu, Avasilcăi, & Huţu, 2016; 

Van Thielen, Bauwens, Audenaert, Van Waeyenberg, & Decramer, 2018). The finding implies that the more the 

employee received applicable job training, think that the training improved their skills, knowledge, attitude 

change, new capability, feel satisfied after training, perceived the method of training as effective, and think that 



  

 

the expenditure for employee training is enough. The more they think training have increased their productivity, 

enhanced the quality of the service, helped them to improve quantity.  

Similarly, the results showed that training significantly influenced resources allocation. In line with 

previous studies in literature (Hanaysha, 2016; Kotzé & Nel, 2020; Näyhä, 2020; Nzeru, Nzimakwe, Mutambara, 

& Munapo, 2015; Smathers & Sammons, 2020; Xie, Zhu, & Qi, 2020). It can be understood by the fact that the 

more the employee received applicable job training, think that the training improved their skills, knowledge, 

attitude change, new capability, feel satisfied after training, perceived the method of training as effective, and 

think that the expenditure for employee training is enough. The more resources are being allocated more 

effectively and efficiently to a trained employee that will ensure maximum utilization of these resources. 

Further, resources allocation has a significant impact on employee performance. In support of previous 

studies findings (Hanaysha, 2016; Jaworski et al., 2018; Kotzé & Nel, 2020; Lee & Sozen, 2016; Näyhä, 2020; 

Smathers & Sammons, 2020)(Alharthi, Khalifa, Ameen, Isaac, & Al-Shibami, 2019)(Haddad et al., 

2020)(Aldhaheri, Ameen, & Isaac, 2020; Alshamsi, Ameen, Nusari, Abuelhassan, & Bhumic, 2019)(Albreiki, 

Ameen, & Bhaumik, 2019; Albreki, Ameen, & Bhaumik, 2019). That is the more resources are being allocated 

more effectively and efficiently to a trained employee that will ensure maximum utilization of these resources. 

The more they think training have increased their productivity, enhanced the quality of the service, helped them 

to improve quantity. 

Lastly, the results revealed that resources available significantly mediates the relationship between 

training and employee performance (Afroz, 2018; Al-Mzary, Al-rifai, & Al-Momany, 2015; Kotzé & Nel, 2020; 

Näyhä, 2020; Othman et al., 2015). Whereby the more the employee received applicable job training, think that 

the training improved their skills, knowledge, attitude change, new capability, feel satisfied after training, 

perceived the method of training as effective, and think that the expenditure for employee training is enough. The 

more they think training have increased their productivity, enhanced the quality of the service, helped them to 

improve quantity, given that more resources are being allocated more effectively and efficiently to a trained 

employee that will ensure maximum utilization of these resources. 

 

6. Implications and Conclusion 
Research and development is one of the main pillar for  organizational effectiveness (Osama Isaac, 

Abdullah, Ramayah, Mutahar, & Alrajawy, 2018; Isaac, Abdullah, Ramayah, & Mutahar, 2017b).In view of the 

important role assumed by the three companies through the attained results, it is hence worth mentioning some 

implications. Necessity that the three companies greatly pay attention to the training programs addressed to the 

personnel and specially to increase their educational achievements. This research attempted to expand the 

knowledge in the area of training, employee performance, and resources available in Libya, specifically, Africa 

Engineering and Projects Company, Libya Investment Embracement Company and Africa Trade & Investment 

Company. By examining the research model in Libya, this study added valuable knowledge to the area of private 

and public sectors as well as academic research. Moreover, this study added to the understanding on the 

importance of the mediating effect of resources available, in the Libyan context. In regards, this finding 

highlighted the finding that related to the identified objectives, as well as research contribution to different 

parties. Furthermore, the independent variables could explain 57% of the variation noted in the employee 

performance. longitudinal method is recommended for future research for more deep and accurate understanding 

(Isaac, Abdullah, Ramayah, Mutahar, & Alrajawy, 2017; Isaac, Abdullah, Ramayah, & Mutahar Ahmed, 

2017)(Alkatheeri, Ameen, Isaac, Al-Shibami, & Nusari, 2020; Alkatheeri, Ameen, Isaac, Duraisamy, et al., 2020; 

Alkatheeri, Ameen, Isaac, Nusari, et al., 2020; Haddad et al., 2020). Future research should be conducted to 

investigate the relationship between variables by conducting cross-cultural studies as recommended by previous 

studies  (Isaac, Abdullah, Ramayah, & Mutahar, 2017a; Isaac, Masoud, Samad, & Abdullah, 2016). 
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