
 
 
 
 

DOI 10.5281/zenodo.6770225 

 

1589 | V 1 7 . I 0 6  
 

THE EFFECT OF TRAINING ON THE PERFORMANCE OF SMALL 

AND MEDUIM SIZED ENTERPRISES (SMEs) IN KANO 

METROPOLIS 

1ALIYU MOHAMMED, 2Dr. SHANMUGAM SUNDARARAJAN, and 3 TRIMISIYU 

OMOTAYO LAWAL 

1Lecturer II, Business Management, Skyline University Nigeria, Kano State, Nigeria. 

Email: aliyu.mohammed@sun.edu.ng  
2Associate Professor, Business Management, Skyline University Nigeria, Kano State, Nigeria.                    

Email: s.sundararajan@sun.edu.ng  
3Lecturer II, Dept.of Economics, Skyline University Nigeria, Kano State, Nigeria. 

 Email: trimisiyu.lawal@sun.edu.ng  
 

ABSTRACT 

Training benefits both the employee and the organization, a well-trained employees can face current and future 

challenges in the organization and achieve competitive advantages. Financial performance is linked to metrics 

such as Return on Investment (ROI), Return on Assets (ROA), Return on Equity (ROE), Return on Sales (ROS), 

Sales, Market Share and Productivity. Non-financial performance includes workforce turnover, employee 

absence conflicts, product and service quality, and advancement. Small and Medium Enterprises  (SMEs) 

contribute altogether to a country’s long-term socioeconomic development by increasing GDP, creating jobs, 

creating wealth, alleviating poverty, building capacity, and improving people's well-being through the provision 

of goods and services, including education. Specifically, it will show what SMEs had to assess their trainings in 

terms of persons, tasks, knowledge, skill and abilities. Also, it will show SMEs management the type of training 

materials, delivery training approach, and the content to facilitate the training programme. This research study 

examines the effect of training about the financial performance of small and medium-sized enterprises in Kano 

metropolis. The reason above was poor performance of SMEs in proper bookkeeping, lack of profit, decreased 

employee productivity, lack of loan repayment, low or absence of return on investment, decreasing sales growth 

etc. All of these were traced to inadequate training of employees. The study's overarching objective is to assess 

the impacts of training on the Small and Medium Enterprises (SMEs) performance with in Kano City. The 

results showed that training needs assessment and training evaluation have a positive and significant impact on 

the financial performance of SMEs Kano metropolis. Whereas training content has a less or no significant 

impact on the performance of small and medium-sized enterprises in the Kano metropolitan area. This study 

suggests that training content needs to be prioritized in order to improve the financial performance of SMEs in 

Kano metropolitan areas. 

Keywords: SMEs; Financial Performance; Training; Kano Metropolis. 

 

INTRODUCTION 

Small and Medium Enterprises (SMEs) contribute essentially to a country’s long-term 

socioeconomic development by increasing GDP, creating jobs, creating wealth, alleviating 

poverty, building capacity, and improving people's well-being through the provision of goods 

and services, including education. According to the most recent SMEDAN/NBS MSME 

Survey, Nigeria's SMEs contribute nearly half of the country's GDP and employ more than 
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80% of the workforce. Without a doubt, the sector is critical to Nigeria's growth, including 

poverty reduction. (PwC’s MSME Survey 2020). 

Financial performances are a summary of accounting that details the income, expenses, and 

net income of an organization. He continues, “a statement of financial performance is also 

known as profit and loss statement or an income statement; and corporation may prepare a 

statement of financial performance on a monthly, quarterly, or annual basis.” Codjia (2010), 

In this context, financial performances are related to metrics such as return on investment 

(ROI), return on assets (ROA), return on equity (ROE), return on sales (ROS), sales, market 

share and productivity, non-productivities include employee turnover, employee absence, 

conflict, product and service quality, and innovation. 

According to Saleem and Mehwish (2011) training may be a major activity in human 

resource management for the development of employees. In today’s competitive world, 

training is the foremost important strategy for accomplishing organisational goals. Training 

benefits employee performance and organizational effectiveness. In today’s competitive 

world, achieving organizational performance requires attractive employee to perform well. 

Training benefits both the employee and the organization, according to Niazi's (2011) 

research. A well-trained employees can face current and future challenges within an 

organization and gain a competitive advantage. Training is a process designed to provide 

employees with knowledge, skills and a better understanding of an organization and its goals 

and objectives (Ivancevich. 2010). In addition, training and development enable employees to 

continue to make the positive commitment necessary to the success of the organization 

through good job performance. 

Despite the massive resources spent by SMEs on training, some financial performance issues 

were discovered. A lack of proper bookkeeping, a lack of profit, decreased employee 

productivity, a lack of loan repayment, a lack of proper records or no records at all, a low or 

no return on investment, a lack of business strategy, and a decrease in sales growth are 

examples of these. SME owners struggle to manage their businesses as they grow due to a 

lack of financial training and managerial experience or skills, as well as an inability to 

distinguish between revenue and profit. Improper financial management is the main and 

widest cause of bankruptcy of small and medium-sized enterprises. A lack of financial 

management expertise in particular, join with business environment uncertainty, regular 

causes SMEs to face genuine financial and in overall performance issues, which can indeed 

threaten the enterprise’s survival. According to Obaseki (2015), one of the challenges that 

SMEs face is a lack of financial management and bookkeeping practices. Training must result 

in effective learning if it is to have a meaningful impact on financial performance. This is 

because ineffective training programs may be impeding positive financial performance 

growth. In light of the foregoing, this research study explore the effects of training on 

financial performance among SMEs in Kano. Its goal is to decide whether the seemingly 

epileptic financial performance of SMEs operating in Kano metropolis can be improved 

through effective training. 
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Need and importance of this study 

The current study would be significant to the following areas. To the management of SMEs; 

it will show them what best combination of training requirement should be adopted for 

improved performance. Specifically, it will show what SMEs had to assess their trainings in 

terms of persons, tasks, knowledge, skill and abilities. Also, it will show SMEs management 

the type of training materials, delivery training approach, and the content to facilitate the 

training program. Furthermore, SME management would be guided on how to evaluate the 

training's effectiveness in terms of its strengths and weaknesses, as well as the achievability 

of its objectives and training criteria. All of these, if considered by SME management, would 

boost sales growth, return on investment, staff productivity, and after-tax net profitability. 

In addition, SMEs management would be guided on how to evaluate the effective use of the 

training in terms of strength and weaknesses, achievability of objective and training criteria. 

All of these, if taken into consideration by the SMEs management, would improve their sales 

progress and growth, return on investment, employee productivity, and its net income after 

taxes. This study has only focused on SMEs that are currently operating in Kano metropolis. 

The current efforts by Central Bank of Nigeria (2021) to diversify the economy will create 

opportunities for people already in SMEs business to expand their production, particularly 

those products that were banned recently by the CBN. Therefore, to improve their sales 

growth, after-tax net income, employee productivity, and return on investment, this could be 

achieved through viable and proficient training of employees in order to cope with the new 

trend. The outcome of the study’s results will be of exceptional importance to researchers and 

scientists. Its results may provide a theoretical basis for future experimental studies of the 

impact of training on financial performance. This research study can be a major source of 

motivation for other researchers to develop a practical approach to operational learning in 

financial performance. 

Statement of the problem 

This study investigates the impact of training on the financial performance of Kano SMEs 

metropolis. The reasons for the above were the poor performance of SMEs on proper 

bookkeeping, lack of profit, decreased employee efficiency and productivity, lack of loan 

repayment, low or absence of return on investment, decreasing sales growth etc. All of these 

were traced to inadequate training of employees. Similarly a fee Research on the impact of 

training on financial performance carried out with varying outcomes. For examples, studies 

by American Bankers (2004;Jome,2011; Aragon, 2013; Blandy, 2001; Chetambe and Sakwa, 

2013) in the sectors of banking, metal industry, firms, private security firms, print media 

industry, etc. in different locations such as the UK, Australia, Kenya, Spain, Canada, 

Switzerland, etc. 

In view of the above, the empirical literature review revealed that most of these studies used 

different proxies for training such as training policy, training expenditure, training quality and 

quantity, training hours. Similarly, most of the previous studies proxied financial 

performance using return on asset, stock price, total sales revenue and return on capital 
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employed. In addition, the research studies on the impact of training on the financial 

performance of forms have increased, and the research focus has been limited to the financial 

performance of SMEs. There were exceptionally restricted literature writing towards the 

subject of the financial performance of SMEs as well. (Thys, Van, and Bauwhede,2014). 

However, the current study intends to fill this gap by using different proxies for both training 

and financial performance. That is, training was measured using training needs evaluation, 

training content, and training assessment. Moreover, financial performance were measured by 

using sales growth, workers efficiency, employees productivity, net income, profit after tax, 

and return on investment. In the light of the above, this research study investigated the effect 

of training on the financial performance of Kano SMEs. 
 

REVIEW OF LITERATURE 

Conceptual framework 

This research study conducts review of literature on training and general financial 

performance of the firms. It focuses on the concepts of financial performance, and its 

measurement, the measures of SME performance and productivity include training and 

development, SME training, training and other factors, enterprise resource-based view, and 

human capital theory. This section provides an overview of empirical research reviews and 

literature on research titles and topics. 

Financial performance concept 

The financial performance of the company is determined by its capacity to make profit or 

income. It is frequently utilized as a wide measure of business result, i.e. how well the 

company operates. It is also useful for comparing businesses in the same industry. There are a 

plethora of financial performance indicators to choose from financial performance on the 

other hand, is broadly classified into three categories, i.e. investor returns, accounting returns, 

and perceptual returns. 

Measuring financial performance is one of the most difficult challenges facing businesses 

within the small business sector, especially if management is not trained in how to manage 

finance and how to measure performance, especially in terms of survival. There is a 

possibility. Organisations cannot make decisions without performance measures, which are 

the lifeblood of the organisation. Most small and medium firms fail because cash flows are 

not handled effectively (Dickey as quoted by Mbornyane, 2006). 

According to Minai and Lucky (2011), small business performance is assessed from both 

monetary (financial) and non-monetary (non-financial) perspectives. According to certain 

research, financial performance measurements may be used to predict total business 

performance, other studies, on the other hand choose a subjective measure of performance. 

For example fell that subjective metrics can assist owners and managers in determining, 

Davood and Morteza (2012) define performance as the ability of a company to provide 

acceptable results and activities, while the amount of success or failure of an individual SME. 
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As a result, company performance is an important issue in business activities that require 

careful planning and commitment. According to Tirkman and McCormack (2009), 

performance measurements are for all business performance as they also serve as a 

benchmark for companies to identify levels of success or failure and achieve significant 

progress in the operation of the entire organization. It's serious. 

Measurement of Financial Performance: 

Several studies assessed financial performance using a wide variety of criteria. These 

indicators include profitability, total profit, return on assets (RoA), return on investment 

(RoI), return on equity (RoE), return on sales (RoS), revenue growth, market share, stock 

price, sales growth, and export growth, liquidity and operational efficiency. (Gimenez, 2000) 

Most Small and medium companies are private companies, and their owners are not required 

by law to disclose financial information and are often eager to disclose it freely. Furthermore, 

because financial statements for small enterprises are frequently unaudited, they may be 

erroneous. In addition, small business owners and managers are more likely to rate their 

company's performance subjectively (Sapiena Smith, Gannon, 1998) 

When objective measurements of performance are unavailable, as they frequently are in small 

and medium enterprises, Dess & Robinson (1984) claimed that subjective measures can be a 

viable replacement.  

Finally, financial performance measurement can be one of the most challenging difficulties 

faced by businesses in the SME sector if management is not trained on how to handle finance 

and assess performance, especially in terms of survival. Without performance measurements, 

which are lifeblood of every small and medium businesses, it is impossible to make choices 

(Zairi as quoted by Mosalakae, 2007), the majority of the small business fail due to 

insufficient cash flow management (Dickey as quoted by Mbonyane, 2006) 

This study will use the following financial performance measures: return on investment, sales 

growth, after-tax net income growth rate, and employee productivity. As a result, small 

business owners and managers are expected to provide subjective assessment of their firms’ 

performance. 

Training Concept: 

Employee training is a strategy for improving the performance of individuals, teams, and 

organizations. Employees strive to be important and competitive within the labor market at 

all times. This can only be done if they stay up to date on modern innovations, new 

technologies, find better approaches of doing business, and plan for upcoming challenges that 

the organization or an individual will face in the near future. All of this is possible with 

proper training. 

Training is an important aspect of Human Resource Development and fastest growing section 

of personnel activities. Training, characterized as a nutritious calories and exercise program 

designed to improve the employees performance, cognitive and psychomotor abilities, helps 
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organisations in having a critical method of developing employees in order to increase 

productivity (Ezeani & Oladele, 2013) 

Training Dimensions: 

Training needs assessment: The process of forming an overall in general impression of a 

professional environment, inquire about short-term and long-term business strategies, skills, 

natural work environment, departmental work culture, performance capabilities, and 

employee qualifications., are alluded to as training needs assessment (TNA), These are 

moreover called as Training goals or terms of reference, and they must be seen once the 

training session has been completed. In any case, conducting a systematic TNA is an 

important to begin first step in design training sessions and can significantly impact the 

overall effectiveness of the training sessions which in turn affects employee performance 

(Wagonhurst, 2002) 

Training Contents: The TNA results in the determination of training objectives, which at that 

point recognize or indicate the abilities and tasks to be trained. Because all approaches to 

training sessions are capable and aim to provide trainees with specific skills, knowledge, 

attitudes and task-related information, different training methods can be chosen to provide 

different training content. The importance of training considerations, expertise and job 

characteristics in deciding the most successful approaches to conducting training sessions, 

emphasized by Wexley & Latham (2002) 

Training Evaluation: Choosing the evaluation criteria is a basic choice that must be prepared 

while assessing training session effectiveness (Humid, 1987) On the other hand, training 

evaluation is a difficult and difficult task or task. However, because this is ultimately an 

important activity, it is the most important activity in the progress of a training session, and 

organizations need to efficiently evaluate their training efforts. The essential goal of a 

training assessment is to show that the training conveys what you expected and to advance 

the course content for future use. 
 

OBJECTIVES OF THE STUDY 

 To study the effects of training towards the financial performance of SMEs in Kano 

Metropolis. 

 To examine the impact of training needs assessment on the financial performance of 

SMEs in Kano Metropolis. 

 To evaluate the impact of training content on the financial performance of SMEs in Kano 

metropolis 

 To evaluate the impact of training assessments on the financial performance of SMEs in 

the Kano metropolitan area. 
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SCOPE OF THE RESEARCH STUDY 

This study examines impact of training towards the performance of SMEs in Kano 

metropolis. It covers financial and nonfinancial performance. Subjective measurements were 

used to assess the financial performance of SMEs in the Kano metropolitan area. This study 

comprises selected SMEs in Kano metropolis and was conducted for a period of five months 

(September, 2021, to January, 2022). The reason for choosing Kano metropolis is that the 

state is the commercial and investment hub of North part of Nigeria, with a total living 

population of approximately 9.5 million based on the last 2016 censes in Nigeria. 
 

LIMITATIONS OF THE STUDY 

Sample respondents were unable to accept the questionnaire and divulge information that 

would aid in the research was the study's major limitation. Furthermore, the study was only 

conducted in SMEs in Kano metropolis, whereas this can be done in other profitable 

organizations or even the banking sector. Similarly, the study relied solely on 149 responses. 

The study's sample can be varied and cross-checked with a larger sample. More research on a 

larger scale could be conducted in order to reach acceptable conclusions of this study across 

Nigeria's states. The financial performance of larger firms might be another topic of 

investigation. More research may be carried out to see if the findings of the study are similar 

across other industries.  
 

RESEARCH METHODOLOGY 

The following are the study's methodology and procedures: Survey research design, study 

populations, sampling methods and sample size, data collection methods and data collection 

tools, effectiveness and reliability, and data presentation methods and statistical tools used for 

data analysis. 
 

RESEARCH DESIGN 

Research design is traditionally viewed as a blueprint or arrangements indicating the 

procedures and methods for gathering data and analyzing data. The survey method of 

research design has been adopted this research study, and the data were analysed 

quantitatively. As a survey instrument, questionnaires were used. The level of training was 

investigated as an independent variable, while the financial performance of SMEs was 

investigated as a dependent variable. The study's findings and conclusions will be entirely 

dependent on the full utilization of the statistical data that will be collected. 

Sampling method and sample size 

The scientific approach was followed to calculate the sample size. It is a generalized 

scientific guideline for deciding sample size. Krejcie and Morgan (1970) developed the 

following formula equation to calculate the sample size. 

S = X2NP (1-P)/d2 (N-1)+X2P(1-P) 
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S = required test size 

X2 = 1 degree of freedom chi-square table value at the specified confidence level (3.84) 

N = Populace size 

P = Population percentage (which is acceptable as 0.50 because it provides the maximum 

sample size) 

d = the degree of accuracy expressed as ratio (0.50) 

Therefore, the sample size for this study is 196 SMEs in the Kano metropolitan area. 

Adopting a simple random sample method, SMEs for this research study and the component 

of analysis comprises the owner/managers of the operational SMEs from the list of SMEs 

prepared by Kano state ministry of commerce, industries, cooperative and tourism (2021) 

Methods of data collection  

The data from this research was collected from the owners and managers of Kano's SMEs 

(SMEs). The primary data was collecting for this research through the questionnaire. The 

questionnaire was distributed to sample respondents to respond to questions on a 1-5 point 

Likert’s scale about training and financial performance of the SMEs. 
 

DATA ANALYSIS AND INTERPRETATION 

Method of Data Analysis 

With SPSS version 20, this study used tables with the mean and standard deviation to answer 

survey questions and inference statistics which is a simple linear regression, to test the 

hypothesis stated in the study. As a result, once the data was collected, descriptive statistics 

were used to analyze the variables and test the normality (skewness and kurtosis). The 

frequency and percentage were used to analyze response rates and demographic variables. 

Model of the Study 

This study used financial performance as dependent variables and training as independent 

variables. As indicated in the previous sections, this study used a multiple linear regression 

model to examine the level of influence of the independent variables (training) on the 

dependent variable (financial performance). The model looks like this: Yi = a+βiXi 

………………………. βnXn+ei 

Yi shows the dependent variable and Xi indicates the number of independent variables 

Whereas Yi = Financial Performance 

 X1 = Training Needs Assessment  

 X2 = Training Contents  

 X3 = Training Evaluation  

 a = Constant value 
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 βi = the co-efficient of variable ei =  error term 

Therefore, the regression equation will be: FP = a + βiTNA + βiTC + βiTE + ei, 

Training 

Training was assessed using three dimensional scale devised by Ohtuko, Chege, and Douglas 

(2013). Training needs assessment, training content, and traing evaluation are three 

dimensions. The questionnaire contains a total of 21 items. There is a clear view of training 

needs assessment), there are different objectives for conducting training programs. There are 

various provisions of a platform to showcase technical skills and the contents of the training 

and methods employed are effective. The items were scored on a 5-point rating scale. On this 

scale, 5 means “Strongly agree” and 1 for “Strongly disagree”. 

Financial Performance 

Financial performance was assessed using an instrument created by Khan, Asghar, and 

Zaheer (2014). Financial Performance included four items, all of which were confirmed valid 

and had an acceptable reliability co-efficient of greater than 0.8. Cronbach's alpha equals 

0.828. Sample questions include, "The firm's sales growth rate increases annually," "The 

firm's return on investment improves annually," and "The firm's after-tax net income growth 

rate increases." A 5-point scale was used to measure this questionnaire. Likert type scales 

range from 5 to 1. In other words, strongly agree, disagree strongly 

Correlation 

The following table states that relationship between the financial performances (dependent 

variable) and training needs evaluation, training content and training assessment 

(Independent variables) 
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Table 1: Correlation on the Dimension of Financial Performance and Training 

 Financial 

performance 

Training 

needs 

Training 

content 

Training 

evaluation 

 Financial 

performance 

1.000 .607 .267 .681 

Pearson Training needs .607 1.000 .597 .504 

Correlation Training content .267 .597 1.000 .171 

 Training evaluation .681 .504 .171 1.000 

 Financial 

performance 

. .000 .001 .000 

Sig. (1-tailed) Training needs .000 . .000 .000 

 Training content .001 .000 . .019 

 Training evaluation .000 .000 .019 . 

 Financial 

performance 

149 149 149 149 

N Training needs 149 149 149 149 

 Training content 149 149 149 149 

 Training evaluation 149 149 149 149 

Source: Field Survey (2022) 

The correlation between the research variable are shown in the above table. As shown in the 

table, none of the correlation between the research variables are greater than .70. This means 

that multicollinearity is not a problem. 

Regression Analysis 

The correlation matrix in this research study does not show evidence of multicollinearity 

problems for an independent variable (see appendix). Listen, etc. (2010) added that Variance 

Expansion Factor (VIF) and Margin of Error Statistics are two important statistical methods 

for detecting multicollinearity. They say that VIF greater than 10 and tolerances less than 10 

indicate concerns about multicollinearity. 

Model 

FP=f(TNA, TC, TE) 

FP= a + βiTNA + βiTC + βiTE + ei,  
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Table 2: Model Summary of Financial Performance and Training of R value 

Model R R Square Adjusted 

R Square 

Std. Error of 

the 

Estimate 

Durbin-

Watson 

1 .747a .558 .549 3.24509 1.523 

      Source: SPSS version20 output 
 

a. Predictor variables (constant), training needs assessment, training content, training 

assessment 

b. Dependent variable: financial performance 

The coefficient for the study is R2 = 0.55 percent, as shown in the above table, this means 

that the independent variables under consideration (training needs assessment, training 

content, and training evaluation) explain 55% of the fluctuations in financial performance 

(dependent variable), and given the topic of this study, the value of the coefficient of 

determination is reasonable, which is in the social sciences. Furthermore, Durbin Watson is 

1.523, which is in the range of 1.5-2.5 recommended by Norusis. (Year 1999). 

Table 3: Analysis of Variance (ANOVA) 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

 Regression 1928.698 3 642.899 61.051 .000b 

1 Residual 1526.939 145 10.531   

 Total 3455.638 148    

Source: Spss version 2om output 
 

a. Dependent Variable : Financial performance  

b. Predictor (constant), evaluation of training needs, training content, evaluation of 

training 

The above anova table Indicates that the model as a whole is significant, taking into account 

sig, the value of the change in F (F(3,145) = 65.051, p<0.0005. The significance level is 

0.000, which indicates that the ANOVA of the study falls within the accepted criterion, 

which shows that the model is good and suitable for research study. 
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Table 4: Correlation Coefficients (Test between Training and Financial Performance) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Correlations 

BANOVA Std. Error Beta Zero- 

order 

Partial Part 

(Constant) -5.166 1.334  3.872 .000    

Training Needs 

1 Assessment 

 

.356 
 

.074 
 

.387 
 

4.839 
 

.000 
 

.607 
 

.373 
 

.267 

Training Content .042 .061 .048 .691 .490 .267 .057 .038 

Training Evaluation .404 .053 .494 7.592 .000 .681 .533 .419 

Source: Spss version 2om output 
 

a. Dependent Variable : Financial performance  

b. Predictor (constant), evaluation of training needs, training content, evaluation of 

training 

The above table shows how each independent variable (training needs assessment, training 

content and training assessment) predicts the dependent variable (financial performance). 

According to the table, training needs assessment and training evaluation are both statistically 

significant with p values of.000. Training needs assessment contributes 38.7 percent (Beta 

=.387), while training evaluation contributes 49.4 percent (Beta =.494). This means that 

training evaluation and training needs assessment have made a significant and unique 

contribution to explaining financial performance. With a p value of =.490, training content 

was found to be insignificant, explaining only 4.8 percent of the variation in financial 

performance (Beta =.048). 

Test of Hypothesis 

The chisquare-test analysis rejected Null hypothesis (1) stating that there is no significant 

relationship between assessment of training needs and financial performance, with a p value 

of 0.000 and a beta of 0.387 based on a previous study. It is assumed that the evaluation of 

the content of training is not significant for predicting the financial performance of SMEs in 

the Kano metropolitan area. 

Statistical analysis also confirmed the null hypothesis (2), which asserts that there is no 

significant association between training content and financial performance, p-value = 0.490, 

beta = 0.048. This shows that the training content is not significant in predicting the financial 

performance of SMEs in the Kano Metropolis.  

Finally, Null hypothesis (3) was rejected with p value = 0.000 and beta coefficient = 0.494. 

Stating that there is no statistically significant relationship between evaluation and financial 

performance. This suggests that training evaluation is important in forecasting the financial 

performance of SMEs in Kano metropolis. 
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RESULT AND DISCUSSION 

This section summarizes the study's findings. Training needs assessment and training 

evaluation are significant in forecasting the financial performance of SMEs in Kano 

metropolis, but training content is not relevant in predicting the financial performance of 

SMEs in Kano metropolis, according to the findings. The findings showed that assessing 

training needs is important in predicting the financial performance of SMEs in Kano 

metropolis. This implies that when conducting training programs at SMEs in Kano 

metropolis, owners/managers ensures that employee engagement can be maintained by 

clearly stating the purpose of the training and identifying the goals and objectives of the 

training. 

In addition, the SMEs assess the success of training requires the knowledge, skills and 

attitudes that employees expect. These variables contributed significantly to the improvement 

of SMEs' financial performance in Kano metropolis. According to the data, the content of the 

training has nothing to do with the operation of SMEs in the Kano metropolitan area. This 

refers to the ability of the SMEs owner/manager to improve training content by updating 

employees’ existing skills and acquiring new technologies. Comprehensive new hire training 

programs have not been evaluated. These considerations could explain why the substance of 

training has no visible impact on forecasting SMEs financial performance in Kano 

metropolis. Similarly, the findings revealed that evaluating training is important in 

forecasting the financial performance of SMEs in Kano metropolis. This indicates that in 

Kano metropolis' SMEs, owners/managers ensure that training evaluation and methods are 

very effective, that the method of performance appraisal is effective and efficient and that the 

mode of "knowledge transfer" (such as role-playing, teaching machines, use of pamphlets, 

books, slides, charts, etc.) during training is inappropriate. 

At the 0.05 level of significance, the three study hypotheses were evaluated and rejected. The 

study concluded that assessing training needs and the assessment training had a significant 

impact on the performance of SMEs in Kano City. Training topics had no apparent effect on 

the performance of Kano city SMEs. Owners/mangers should keep the significant variables 

according to the research study (training needs assessment and training evaluation). In order 

to improve the financial performance of SMEs in Kano metropolis special emphasis should 

be paid to training content. According to the second hypothesis there is no significant 

relationship between training content and financial performance for Kano Metropolitan 

SMEs. This outcome could also be attributed to a failure to update employees' existing skills 

and acquire new technologies to improve training content. There is no platform for 

showcasing technical skills. There has been no evaluation of comprehensive new hiring 

training programs, as well as updated organizational procedures and policies. In addition, 

there is a lack of proper planning and goal setting. They do not use the information collected 

adequately to support and assist top level/senior management. All of these variables can 

explain why the training content does not significantly affect the forecast of Kano's SMEs 

financial performance. Owners/managers need match the content of training to the 
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organizational outcomes that are being measured. This has the potential to help SMEs 

improve their financial performance 

Finally, the third hypothesis revealed that training evaluation is significant in the reasons for 

predicting the financial performance of SMEs are as follows: Training content and methods 

by SMEs are very effective, the method of performance appraisal is effective and efficient 

(appropriate), and the mode of "knowledge transfer" during the training program is 

appropriate. SMEs must also identify employees' strengths and weaknesses in order to ensure 

effective and efficient training evaluation. These factors contributed significantly to the 

improved financial performance of SMEs in Kano metropolis.  
 

SUGGESTIONS 

The study proposes that greater efforts be made to provide effective and efficient training 

material for SMEs in Kano metropolitan, based on the findings. The following suggestions 

were given in particular: 

First, the training objectives should be clear for conducting training programs and that 

training objectives help employees focus, which were the most significant factors. 

Employees' negative attitudes toward training programs would be reduced if the objectives 

were clear. Before sending trainees list, the training objectives should be thoroughly 

explained to them. This will allow the trainees to mentally prepare and properly commit to 

achieving the training objectives. The objectives should reflect the employees' deficiencies 

and should be discussed in advance with the concerned employees. 

Second, among the training content items, As the role model is the most importance, there are 

platform provisions for demonstrating technical skills by guiding others within the 

organization. However, in order to ensure financial performance improvement, 

proprietors/managers must update employees' existing skills and acquire new technologies. 

Owners/managers should use the data gathered to support and assist top management. 

Planning and goal setting must be done correctly and efficiently. As a result, training content 

should be designed in such a way that it is relevant to employees' job functions in order to 

improve financial performance. 

Finally, among the items on training evaluation, the training content and methods used are 

very effective. As a result, this study recommends that the criteria used to assess trainees' 

performance, skills, and attitudes be designed in an efficient and appropriate manner. The 

interference from the external environment on performance should be addressed by 

maintaining a flexible corporate strategy, developing their staff through training and re-

training, improving their financial base, and being proactive. The training program should be 

designed with specific goals in mind. This will help improve the financial performance of 

small and medium-sized businesses in the Kano metropolitan area. 

 

 



 
 
 
 

DOI 10.5281/zenodo.6770225 

 

1603 | V 1 7 . I 0 6  
 

CONCLUSION 

It is concluded that SMEs assess the success of training needs from company’s point of view 

the knowledge, skills and attitudes of employees. These elements are important in helping 

SMEs in Kano metropolis improve their financial performance. Similarly, the content of 

training had no bearing on forecasting the financial performance of SMEs in Kano. This 

incapacity of owners or managers to upgrade employees’ existing skills and acquire new 

technologies to improve training material are the reasons. All of the above factors contributed 

to SMEs in Kano metropolis improving their financial performance. Finally, training 

evaluation was found to be useful in forecasting the financial performance of SMEs in Kano. 

This is because in Kano metropolis SMEs, owners/managers ensure that training evaluation 

and techniques are very effective, the method of performance appraisal is effective and 

efficient, and the mode of "knowledge transfer" is effective and efficient such as role-playing, 

teaching machines, use of pamphlets, books, slide projectors, charts etc. during training 

program is appropriate. This made a huge difference to the financial performance of Kano's 

SMEs. 
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