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Abstract 

Companies that want to improve the performance of employees and gain a competitive 

advantage must keep up with the tourism sector. Employer-led training that promotes 

employee engagement and work satisfaction is essential for businesses to achieve and 

enhance performance. This study will use employee engagement as a mediating variable 

to examine how training and job environment affect performance. Using the convenience 

sample approach, 148 responses were supplied by hotel management personnel in tourist 

locations. The research model analysis process uses SMART PLS Ver 3.0 software and 

partial least squares (PLS). The research sample is the tourism industry in popular tourist 

locations in Pakistan. The survey respondents are system developers who oversee 

development work for a project or as a part of an ongoing project. Although employee 

training has no direct effect on performance, employee engagement significantly affects it. 

The research's conclusions have managerial repercussions since they highlight the 

importance of motivating employees in high-skill training to be more proactive and 

inventive to achieve the intended objectives. 

Keywords: Tourism, Employee training, Performance, SMART PLS 

1 Introduction 

The way a staff member acts in the workplace fulfills duties assigned to them and fulfills their 

position's obligations is referred to as employee performance. The work's efficacy, quantity, and 
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quality are among the performance metrics. Every organization wants to establish and develop 

business activities using employee capabilities, performance, attitudes, loyalty, and behaviors and 

social activeness. Establishing the connections between employee attitudes and performance is 

theoretically and practically interesting. Unlike attitudes, we claim performances are more difficult 

for a person to hide and more difficult for an observer to misinterpret. 

Because of the phenomena of increased business competition and the requirement for 

organizations to swiftly adjust to changing operational and personnel demands (EP), it is more 

crucial than ever to identify the elements that impact employee performance (Diamantidis & 

Chatzoglou, 2019). Beyond only benefits to the business, focusing on employee performance 

provides other benefits. It helps individuals reach their greatest potential and improves 

performance generally, both of which have a positive effect on staff morale and the standard of the 

job produced Companies keep developing training programs and searching for employee behaviors 

that might be applied to enhance workers' output (Stoffers et al., 2014). Firms can benefit from 

knowing about employee job performance when it comes to issues with merit pay schemes, 

promotions, feedback, and performance evaluations. Professional human resource management is 

required to strike a balance between the organization's demands and skill set, employee needs, and 

the requirement for excellent human resources for company development, according to 

Mappamiring and Putra (2021). 

One of the most important performance metrics is the caliber of the work produced. Based on the 

quality of their work, all other facets of their performance examine. A company's capacity for 

survival and growth determine by its ability to generate capital as well as the efficacy of its 

management (Aryati, 2019; Firman et al., 2020; Nurhilalia et al., 2019). Job happiness can be 

generated only when work motivation, leadership, and the company's organizational culture are 

consistent and easily assimilated by all staff members. Consequently, it is difficult to create 

employee work performance (Paais & Pattiruhu, 2020). Put another way, an individual's 

production will impact an organization's performance. Individual performance influences 

organizational performance. (Nguyen et al., 2020; Nurlina et al., 2020; Haerani et al., 2020). 

The effectiveness of the workforce reflects on the organization as a whole. Specially in institutions 

of government where public servants perform the bulk of the work (Sugiarti et al., 2021). In the 

modern era, evaluation is considered a main part of employee performance. It has lots of valuable 

strategies for encouraging the employee as well as their performance. Internal factors can also 

impact performance, such as a period of poor mental health or problems in the employee's personal 

life. Results of employee performance are used to gauge how well the crew adheres to the 

company's requirements (Sitopu et al., 2021). Employee performance might result in positive or 

negative outcomes. In order to establish a productive work environment where motivation is the 

driving force, the incentive given to employees motivates them to finish their tasks freely in line 

with the desired goals of a leader or enterprise. One form of control that the company uses to 

ensure that employees fulfil their duties and responsibilities is work discipline. According to the 

Nurhayati and Supardi, (2020) positive and healthy environment is also a factor the influence the 

performance of every employee with respect their work. Also encourages motivation, situation, 

and performance.  

The study's phenomenon is backed by the impact idea developed by several earlier academics, 

including work by Januarty et al. (2020), which demonstrates the simultaneous and partially 

important influence of pay and work discipline on employee performance. Then this study by 

Kempa and Chaterine, (2016)demonstrated that employee performance is significantly influenced 

by pay and work discipline both simultaneously and partially. The research concludes Fatoni et al. 

(2018) demonstrate how the simultaneous effects of compensation, incentive, and work discipline 

greatly impact employee performance. Employee performance is positively and significantly 

impacted by partial compensation. Employee performance is positively and significantly impacted 
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by partial job discipline. Employee performance and all significant variables and needed valid data 

are influenced by remuneration. Based on the preceding context, work discipline, work motivation, 

and pay should be considered when judging employee performance success.  

1.1 Objectives 

Recently, the tourism sector and the general business press have been quite interested in employee 

involvement because tourists never go on in this environment. However, the scholarly literature 

has seldom examined employee involvement, and little is known about its causes and effects. This 

study aimed to develop a model of the causes and effects of job involvement. These objectives of 

related study follow: 

• To define and understand the variable of employee engagement 

• To investigate the causes of employee engagement. 

• To understand the effects of employee engagement and how they benefit the company. 

• To check the impact of employee engagement on employee performance.  

2 Literature Review  

There is a lack of literature on how training and conditions affect employee and organization's 

efficiency, and what little there is has concentrated on how to define and exploit employee 

engagement in the workplace. Therefore, this section of the paper begins by defining engagement 

in the context of organizational employee performance, follows by presenting the body of literature 

and developing the hypothesis, and then moves on to discuss organizational training and 

performance in the second section before concluding with employee engagement.   

2.1 Employee Training and Employee Engagement 

Azizi et al. (2021) discussed that employee training is a basic part to the successiveness of the 

organization on the behalf of employee engagement. This paper has based on the variable related 

to the challenges of organization, employee ensure efficiency and managing employee 

performance.  According to Sendawula et al. (2018), employee engagement is a stronger predictor 

of employee performance than training, with training not being able to meaningfully predict 

employee performance by 44.7%. Workers are an organization's most valuable asset and its 

lifeblood since they either have the ability to favorably or negatively affect revenue and reputation. 

Since employee engagement directly impacts an organization's success, it has emerged as a critical 

issue. 

When employees are engaging, an organization performs better as evidenced by higher 

productivity, decreased employee attrition and turnover, decreased absenteeism, and enhanced 

loyalty and goodwill towards the organization (Antony, 2018). In the midst of the pandemic, the 

organizations are creating a variety of engagement strategies. Johnson et al. (2018) conducted the 

study in which developed the positive relationship between employees training is the significant 

impact on employee’s performance as well. Especially in the corporate sphere, phrases like 

employee engagement and training and development (T&D) are frequently employed today but 

according to the Hashem et al. (2022) the findings revealed no statistically significant link between 

online training and employee engagement. 

True engagement practices also encourage behavior relating to the workplace, which improves 

job performance, employee attitude, and financial outcomes for the employee. Organizational 

climate can be defined as perceptions of the firm's, organizations’, management style, exposed 

values, and behaviors, as well as their generally stable set of values and orientations (Kerdpitak 

& Jermsittiparsert, 2020; Arifin et al., 2019; De-la-Calle-Durán & Rodríguez-Sánchez, 2021; 

Saks, 2022).  
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2.2 Facilitating condition and Employee Engagement 

Albrecht et al. (2015) carried out the study on employee engagement and the ideal work 

environment. It examined how engagement-focused strategies affect employee engagement, job 

demands, organizational climate, job resources, psychological perceptions of safety, purpose, and 

availability at work. The COR Conservation of Resources theory is a theory of motivation that 

explains how human behavior is shaped by the need to acquire and protect resources that are 

necessary for existence. People experience stress, according to COR, when they are unable to get 

essential resources, when they misplace essential materials, or when their attempts to obtain 

essential resources fail (Ojo et al., 2021). 

Employee engagement, by definition, is how people inside an organization apply themselves to 

their work responsibilities; throughout role performances, people utilize and express themselves 

physically, emotionally, and cognitively. "Employees failed to create customer quotations with the 

necessary information and the accuracy of calculations lacked validation due to low levels of 

engagement (Maltseva, 2020). Any organization must prioritize its employees' happiness and well-

being since contented workers are seen to be more dedicated to their jobs. The amount of employee 

involvement is one crucial factor that should be taken into account when gauging happiness 

(ErajesvariePillay, 2018). Saks (2022) examined the phenomenon in which happiness of employee 

create the glad atmospheric environment in the organization. According to this Given the strong 

evidence of the benefits and advantages of employee engagement for both individuals and 

organizations, as well as the potential competitive advantage that can arise from having a highly 

engaged workforce, the biggest concern for organizations is how to develop and enhance employee 

engagement. HRM methods have a positive correlation with employee engagement and a culture 

of employee care (Saks, 2022).  

2.3 Employee Engagement and Employee performance  

Employee work and performance have a mediating role in employee engagement. Increased 

employee engagement leads to improved performance outcomes and benefits the organization. 

Companies must employ a variety of tactics to thrive in the quickly evolving business landscape, 

which includes heightened competition. To achieve optimal performance, one tactic is actively 

involved staff (Riyanto et al., 2021).  When workers take an active role in their own motivation 

and job satisfaction, business performance will increase. Engaged employees face opposition from 

job tiredness. An employee's status may be influence by their social contacts at work, which 

improves organizational performance (Srivastava & Madan, 2016). 

Self-association with job obligations, such as attending work, being very interested there, and 

taking part in more work-related activities, also affects employee engagement. Margarethe et al. 

(2021) claim that psychological significance has a major impact on workers' engagement at work. 

Conversely, engagement is about being willing and committed to help employers achieve the best 

and desired performance; it is about being willing to take the lead and use one's own initiative 

(Ghosh et al., 2014).  

2.4 Conceptual Model Development 

The inclination to act will then drive by employee sentiments, which include satisfaction with 

work, rewards, attendance, supervision, coworkers, and promotions offered by the company. 

Employees will encourage themselves, live the work, and try to focus on their tasks in order to 

prepare themselves to act (intention-behavior). Satisfied workers frequently perform admirably 

(Neupane, 2015; Saman, 2020), additionally, the view of has been supportive of Arifin et al. (2019) 

this provides an overview of organizational policies that affect employee training and performance. 

H1: There is a significant effect of employee training on employee engagement. 
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Simply described, job satisfaction is the sense of pleasing someone after they have assessed your 

ork or related work. It may also be defined as a positive emotion felt while work as a consequence 

of a character evaluation. When employees are content with their occupations, they frequently 

work assiduously and passionately to generate high-quality work. The literature supports the 

notion that work satisfaction and performance are positively correlated (Arifin et al., 2019; Bakan 

et al., 2014; Dickin et al., 2010; Permadi et al., 2018).  

H2: There is a significant relationship between facilitating condition and employee engagement.  

According to the following study hypothesis, employee engagement involves employee 

management and functions as a mediating variable between work satisfaction and job performance. 

The substantial relationship that has been demonstrated between worker engagement and output is 

consistent with this (Bakan et al., 2014; Fadlallh, 2015; Arifin et al., 2019; Dickin et al., 2010).It 

is also support by the direct impact that job satisfaction has on personnel engagement (Anitha, 

2014; Arifin et al., 2019; Dajani & Zaki, 2015; Otieno et al., 2015; Saman, 2020). 

H3: There is a significant influence of employee training on job performance through 

employee engagement 

 

Figure 1: Conceptual Framework 

The location of this study is in Pakistan, and most tourist places with targeted employees in hotel 

management internee because they did reach the desired target.  

3 Methodology  

The study's population was comprised of 800 employees from a hotel management firm in Pakistan 

who had direct or indirect involvement with tourism destinations. The sample is needed in amounts 

of between 100 and 200 for SEM testing (Arifin et al., 2019). A suitable sample number is 

calculated to determine this procedure. The sample determination approach uses Simple Random 

Sampling, which uses lottery numbers to give every population member an equal chance of 

participating in a research sample. With a tolerance error level of 8%, a sample of 155 employees 

was obtained using the Slovin formula. However, this procedure only returns 148 employees; the 

sample was then decreased to 138 employees by reducing the outliers to 10. 

Primary data were gathered using a questionnaire. The respondents filled out several questions, 

which were then tabulated to perform the data analysis process. Employee engagement is measured 

using the “Engagement Scale or UWES Utrecht Work Engagement Scale (Schaufeli et al., 2002)”. 

However, statements used to gauge employees' job happiness and productivity are drawn from 

organizational behaviors theory (Langton et al., 2013). The five-choice Likert model scale is used 

to assess each proposition. The scale's Cronbach's alpha was 0.73. In this instance, the respondents 

were asked if they agreed or disagreed with phrases on bullying, absorption, teamwork, and worker 

performance. The items under each variable or measurement, as were the overall scale scores, were 

average. 

Descriptive analysis is used in the data analysis process to identify the characteristics of every 
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variable derived from various research indicators. Statistical descriptive analysis was employed to 

determine the mode and mean values (means) of each variable, study indicator, and questionnaire 

item. Second, the research model analysis procedure uses Partial Least Square (PLS) with SMART 

PLS Ver 3.0 software to look for any previously undiscovered linkages and measurement mistakes. 

Thirdly, evaluating hypotheses 1 through 2, whereby = 1 0 or the probability coefficient 1 0.05 

indicates an impact between variables, and 0 or the probability coefficient > 0.05 indicates no 

opposing effect. If the indirect effects of mediation outweigh the direct impact, then proposition 3 

is acceptable. 

3.1 Instrument Development 

The Instrument was created via an adaptive approach, whereby earlier research used the 

instruments. Using a well-structured, closed-ended questionnaire, primary data was individually 

gathered from respondents. Likert scales with five points are the basis for the analysis. The 

collected data were sorted, examined for accuracy, and evaluated per the study's goals. The sample 

was used to gauge consumer interest in billboards and social media advertisements. The 

instrument's first section includes demographic data, such as gender, age, income, education, 

professional job experience, and contact information. It is significant to note that the instrument 

did not require the respondent's personal information.  The population for the study comprised the 

public of Lahore. The broad technique a researcher uses to bring the many elements of a study 

together into a comprehensible and logical flow is known as research design. The research problem 

will be precisely addressed if the study strategy is sufficient—a descriptive survey research design 

will be used in this investigation. In order to discover issues with language, meaning, and 

ambiguity, the author distributed the survey to managers working in several hospitality SMEs 

before it was administered. They provided feedback that was utilized to make a few small changes 

to the survey. The questionnaires were carefully examined after collecting, and the invalid ones 

were eliminated. After collection, the questionnaires were review, and those that were deemed 

invalid were removed. The multi-stage process suggested for developing the instrument. The 

constructs from past research evaluate using the scales and items that acquire, and their validity 

and reliability were verified. Gmail is used to send the survey to the hotel industry members, 

enabling the sharing of questionnaires. It was request of each participant to provide the link to their 

connections through social media (Facebook and/or Twitter), WhatsApp, and email. The Statistical 

Packages for Social Scientists (SPSS) use to code and input the quantitative data, and descriptive 

statistics were applied to analyses the data. 

4 Data Analysis & Findings 

Partial least square structural equation modeling, or smart PLS, was used with the SmartPLS 4.0 

program to evaluate the suggested model. With stable parameter values from a small sample and 

for exploratory research goals, PLS, which is based on path and regression analyses, has a number 

of advantages over covariance-based SEM. To test the model, resampling done via bootstrapping. 

4.1 Demographics 

The respondent's demographic characteristics are covered in this section. There were 200 

participants in all for this study. The findings indicate that, of the 200 participants, 140 were male 

and 60 were female. The majority of responses were between the ages of 31 and 40. According to 

the study, 106 people, or 53%, fell into that age bracket. The remaining 9% (18) belonged to the 

age bracket of 41–50 years, while 38% (76) were under the age of 30. 72% (144) of the participants 

had bachelor's degrees, followed by 17 (34) with master's degrees, 9% (18) with other degrees, 

and the final 1% (2) with doctoral degrees. According to the data on length of service, 21% (42) 

of respondents had less than a year's worth of work experience, 56% (112) had between one and 

five years' worth, and the remaining 23% (46) had between six and ten years' worth of experience 

at their particular organization. 
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4.2 Findings 

Due to its widespread use and reputation as a cutting-edge evaluation method across all business 

sectors, notably in the hotel and tourist industry, hypotheses were evaluated using PLS-SEM. This 

empirical study sought to forecast and explain the researched latent variables using current theory. 

It is also thought to be a versatile tool for model evaluation. The second justification for using 

PLS-SEM is that it has less sample size and data normality requirements than Amos. PLS-SEM 

was utilized in this study to circumvent problems with sample size and data normality. 

Additionally, factor loadings are determined using the PLS method and the bootstrapping approach 

to assess the construct validity and internal consistency reliability. To test the hypotheses, use the 

route coefficients and associated significance level. Estimates were discovered through the 

evaluation of the structural model after the measurement model had been produced. 

4.3 Measurement Model Assessment 

This research model consists of only first-order reflective components. Convergent validity, 

discriminant validity, and internal consistency use to verify the quality of a measurement. The 

convergent validity was evaluated using the subsequent standards: Each convergent item's validity 

was evaluated for item reliability, and indicator loadings required to 0.6 or above. All but one 

indicator had loadings significantly greater than 0.6. The internal consistency of each component 

was evaluated using the Cronbach Alpha Coefficient, and the results showed that the components 

had excellent (0.90-1.0) or high (0.70-0.80) compose reliability (CR) indicators. 

The average variance extracted (AVE) for each construct was also examined, and the findings 

were much higher than the suggested 0.5 threshold. Discriminant validity was evaluated by 

comparing all items loaded in which we anticipated a greater value with the same construct than 

other variables (Table 3). This comparison fulfilled the criteria, supporting its discriminant 

validity. These findings show acceptable reliability and convergent validity. 

Prior to testing the hypotheses, the measuring model was assess. Factor loadings, average variance 

extract (AVE), and composite reliability (CR) use to evaluate convergent validity (CV). Table 2 

shows the convergent validity values. Factor loadings should be more than 0.60. With a few 

exceptions, all factor loadings are over the cutoff value of 0.60, as indicated by the data displayed 

in Table 1. According to CR and AVE, values must be more than 0.70 and 0.50, respectively. All 

CR and AVE values are more than 0.70 and 0.50, respectively, based on the data. Items having 

factor loadings of less than 0.50 were remove. 

Table 1: Convergent validity  
ET FC RE EP 

ET1 0.927 0.870 0.855 0.866 

ET2 0.927 0.871 0.881 0.725 

ET3 0.825 0.700 0.716 0.664 

ET4 0.901 0.770 0.739 0.809 

FC1 0.859 0.768 0.752 0.828 

FC2 0.750 0.494 0.460 0.508 

FC3 0.860 0.654 0.558 0.582 

RE4 0.825 0.593 0.720 0.707 

RE1 0.805 0.621 0.805 0.682 

RE2 0.919 0.718 0.919 0.822 

RE3 0.917 0.773 0.917 0.826 

RE4 0.887 0.775 0.887 0.804 

EP1 0.913 0.701 0.753 0.807 

EP2 0.867 0.765 0.673 0.686 
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EP3 0.878 0.647 0.654 0.744 

EP4 0.897 0.754 0.626 0.728 

Table 2: Construct Reliability and validity  
Cronbach’s 

alpha 

Composite 

reliability 

(rho_a) 

Composite reliability 

(rho_c) 

Average variance 

extracted (AVE) 

ET 0.917 0.927 0.942 0.803 

FC 0.917 0.919 0.942 0.802 

RE 0.905 0.912 0.934 0.780 

EP 0.911 0.914 0.933 0.737 

The evaluation of discriminant validity was enhanced. They argued that while the Fornell-Larcker 

criteria can accurately assess discriminant validity, it may not be able to identify cases where 

discriminant validity is lacking. Thus, HTMT evaluated the discriminant validity of the model. 

Values for the variables under research are shown in Table 3 for HTMT. All variables' HTMT 

values must be less than 0.90 in accordance with the criterion. 

Table 3: Discriminant validity (HTMT Ratio Matrix)  
ET FC RE EP 

ET         

FC 0.651       

RE 0.527 0.895     

EP 0.742 0.511 0.675   

IA 0.808 0.884 0.833 0.715 

 

Figure 2: Structural Model Assessment 

After the measurement model was evaluated, the structural model was evaluated. The model 

significance was assessed using the path coefficients, t-values, and standard errors. The direct and 

indirect hypotheses were tested using the bootstrapping method. 

5 Conclusion 

Empirical research indicates that employee training positively impacts staff performance 

indicators. However, creating conducive surroundings also has some positive benefits. Staff 

engagement and training have a positive, significant impact on staff performance. Employee 

engagement may significantly impact employee performance even while employee involvement 

does not directly affect it. The study's conclusions provide direction for business management 
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toward raising staff training levels, encouraging dependable procedures to be more creative and 

proactive, and facilitating the attainment of intended outcomes. 

Plans for performance enhancement assist employees in developing skills that optimize their 

potential, and evaluations provide input. The organization establishes guidelines and promotes 

appropriate conduct to fulfil the essential objectives of the development program and to assist 

enthusiastic employees. To ensure a high level of passion for work and the maximum possible 

performance outcomes, active employee engagement needs to be cultivated in order to provide job 

training and enablement in accordance with employee expectations. 
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