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1. Introduction

Since the appearance of the first theories
of the organizations, the training has always
been fundamental in this rich literature to
illustrate its importance in the development
of the company; in addition, it is essential
to generate greater efficiency not only in
the SMEs, but also in the employees and to
increase the productivity of the organizations.
Currently, at a global level, the importance of
training has been increasing due to consumer
demand and competition; this is why, it is
a necessity for companies and workers since it
is reflected in performance and, consequently,
in customer satisfaction.

Various studies demonstrate that intellectual
capital directly influences competitive
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performance, where knowledge management is fundamental since it directly
affects superior performance; however, intellectual capital is sometimes not
reflected in financial performance, but in value creation (Lynn, 1988, cited in
Estrada, 2007). In this sense, economically measuring knowledge and intangible
resources will always represent difficulties. As can be appreciated, if this is not
easy for the big company, it will be even more of a challenge for the SME; but
knowing how to capitalize on, it will provide a competitive advantage.

Llerena (2019) mentions that job satisfaction has a positive influence on
employees’ performance and organization. The study indicates that thereisa high
significant correlation, where satisfaction showed the weakest relationship with
the economic aspect. In this order of ideas, Robbins and Judge (2009) indicate
that workers’ performance is directly related to their satisfaction and the well-
being in the organization.

Training is something that in one way or another has always been present,
everywhere. Romero (2010) mentions that the industrial revolution that took
place in Europe at the end of the 18th century caused several changes in the
commercial sphere and in social structures; and thus, modifying the existing
training method. From then on, personnel with little experience could be
working with machinery, so it had consequences, the unions began to decline.
Later, when the manufacturing process replaced the domestic process, it
assimilated the apprentices causing a new type of teaching, where the owner of
the machinery was also the owner of the factory and the apprentice, and after
the training period, would become a worker.

During the 18th century, training programs arrived in the United States, but
they were not as successful as in Europe because the immigrants had experience
in the work. In the case of Mexico, after the industrial development, there
was the construction of factories and with it the need to train and capacitate
the personnel at different levels, with the intention of increasing effectiveness
(Romero, 2010). Today, training is a fundamental aspect in all organizations that
want to succeed and be among the expectations of their customers.

Yang and Yang (2010) mention that the majority of private organizations in
China, do not consider an important factor the training and coaching programes,
which creates a problem for all companies. In addition, Reynoso (2007) mentions
that in Latin America in recent years, there has been a great deal of controversy
with government, private sector and union executives in different countries,
about training policies and organizational approaches that are forging the
growth of training institutions and policies, from which lessons are learned and
new approaches are deployed.
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Latin American training systems have differently developed from a common
basic model to coordinate the acquisition and use of skills by the workforce;
moreover, currently resulting in underperforming training systems with little
capacity for innovation. In some countries the training system that has been
developed is capable of experimentation and innovation in the provision of
training services. Although some countries have positive training systems,
there is an idea that their performance is inefficient and their products are not
significant in terms of the required skills; thus, generating little impact on wages
and the employment capacity of a sector of the region’s population (Reynoso,
2007).

Gary (2009) believes that if staff is properly trained, they will have the needed
knowledge and skills to perform their jobs efficiently, since the goal of training is
to teach new skills. The article 153-A of the Federal Labor Law, mentions that the
employers have the responsibility to provide the qualification and training to all
workers that facilitate them to have a better standard of living. Furthermore, the
above must be offered during the employee’s working hours, unless both parties
agree that it could be offered in another manner or at another location. Finally, it
should aim to provide knowledge to entry-level employees and to those who are
interested in filling another available position or vacancy.

Dessler and Varela (2011) comment that training currently covers many areas
beyond employment. Previously, it was focused on operational activities, as in
the implementation of a tactical activity; nevertheless, these are processes that
lead to the completion of functions. Due to the evolution of technology, now it
is not enough to train them in these areas, but also to use the equipment that
helps companies to have greater productivity such as machinery and computer
equipment.

Pedraza, Amaya and Conde (2010) from the University of Zulia, Colombia,
conducted a study in order to know if job stability influenced the performance
of workers. They say that the certainty of staying at work contributes positively
to performance and is evident in the productivity results; so it is considered that
the detected dissatisfaction in workers is due to the lack of stability and adequate
remuneration by the organization to employees.

One of the factors that stand out is the dissatisfaction with the way of
gratification, which was considered to be the main factor influencing job
performance. Employees consider that it could improve their performance if
there is an improvement change in their hiring and fees.

Ramirez (2004) considers that the level of training is reflected in the employee
performance. Being adequately prepared will be reflected in a good performance,
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so it is recommended to train staff several times a year with the intention of
improving performance, motivating professional development and increasing
the employee knowledge.

The obligation of employers to train their workers has existed for more than
four decades, but the level of compliance is still low. By the end of 2012, only 68%
of the subscribed employers with the Mexican Social Security Institute (formal
sector of the economy), had registered compliance with their legal obligations
regarding training and education with the Ministry of Labor and Social Welfare
(STPS, 2013).

According to Sapién, Pifién and Gutiérrez (2014), although there are companies
that make significant efforts to train employees in Mexico, there is still a long
way to go. There is no awareness of the fact that organizations have systematic
training plans and programs in accordance with the demands of these times
of constant change. All companies should have a joint commission for training
and education, as well as plans and programs duly registered with the Ministry
of Labor and Social Prevention (STPS); in addition, they should assign a unique
and exclusive annual budget for training and education, which would formalize
training in companies and would help to create a culture of annual training
among employees.

The training of personnel is of great importance within organizations; the
performance of workers depends largely on it, but sometimes it results in little
contribution and positive response to the needs of the company, which has
generated a large number of problems that affect the operation and performance
of human capital. According to Chiavenato (2011), there are training problems,
such as: absenteeism, changes in work methods, reduction of personnel,
personnel movements, modernization of equipment or work processes, new
products, lower performance, etc.

Despite all the indicated benefits, there are companies that do not consider staff
training an important factor, which generates a problem for them, reflecting in
low utility in the organization by lack of knowledge or updating employees. There
are also problems associated with the innovation management and productive
improvement due to inadequate or non-existent training of its human talent;
that is why it is pointed out that as long as an organization has good training,
it improves knowledge of the work area and contributes to the development of
leaders and managers in the business (Mejia, Montoya & Vélez, 2010).

It is necessary to implement constant education, training and the adequate
monitoring, so that it is permanently enriched, generates the best possible
results and contributes to the productive and competitive improvement of SMEs
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(Ramirez, Diaz & Rodriguez, 2009). It is important to note that only an adequate
business strategy can help as a guide to ensure that the actions to be taken before,
during and after the training are in line with this alignment.

As aresult of the above, the following question arises: How does training impact
the organizational performance of SMEs in northwestern Mexico?

Globalization and a vertiginous scientific-technical development impose
complex change processes and continuous social transformations; it
increases the cognitive needs of human capital to respond to new demands
in their professional performance; and that at the same time, imposes greater
demands on their training (Salgado, Gomez, & Carvajal, 2017). To increase the
competitiveness of an organization, the workforce must be rather informed,
adaptable and competent. Intellectual capital (IC) is no less important, than
capital investments for businesses (Chen, Cheng and Hwang, 2005). Agreeing
with Salazar (2009), it is essential to focus on human capital, which is why
he proposes that it is necessary to have a training model that collaborates in
achieving better performance by employees.

Guerrero & Galindo (2014) mention that when providing training, multiple
benefits for the company and for the person to whom it is directed are obtained;
in addition, there is achieved an increase in profitability with active employees
who improve their skills and increase their productivity with higher quality
results.

In this sense, Dessler (2009) considers that training is the root of timely and
profitable management, which is why, it mentions that managers should have
the responsibility not to dismiss it since having human capital with a high level
of potential, properly directed, can be successful in the organization; however,
if they do not have the willingness, they will hardly contribute to the company.

Objective:

To analyze the impact of training on the organizational performance of
SMEs in northwestern Mexico, applying the statistical technique of structural
equations (SEM-PLS).

Ha: Training has an effect on the performance of SMEs in northwestern Mexico.
2. Literature Review

Training is part of the education of people, which includes learning and
generates new ways of doing things and new knowledge. These changes must be
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the result of a need first diagnosed, similarly, Pinto (2005) stresses the importance
of making profound changes in the company’s processes, especially in production
processes that respond to the demands of competitiveness in the global market;
working hard on technology, a solid administration and human resources that
will allow the organization to have a high organizational performance. This is
why it is so relevant, since in addition to contributing their effort and knowledge,
they will have an attitude towards the continuous improvement of total quality.

Chiavenato (2011) mentions that the training cycle involves four stages:
detection of training needs (diagnosis); training program to meet the needs;
implementation and realization of the training program; and finally, evaluation
of the results. Although each stage is named differently, it can be seen that they
are very similar to those proposed by Pinto (2005).

Ivancevich (2005) considers training as a structured process, linked to the
employees’ behavior and in order to meet the company’s goals. Training is
connected to current job skills and competencies. It consists of induction and
helps to master the particular skills required to be successful.

Table 1 shows the training process recommended by different authors.

Table 1. Training Process

Author Training Process

Bohlander & Snell (2009) 1. Needs assessment.

2. Design of programs.

3. Implementation of the training program
4. Training Program Evaluation

Pinto (2005) Planning
Organization
Execution

Evaluation

Ll

Gary (2009). Analysis of training needs
Instructional Design
Validation

Implementation of the program

Evaluation

IS

Needs assessment
Didactic design
Validation
Implementation
5. Evaluation

Dessler & Varela (2011)
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Grados (2009) 1. Planning
Training needs assessment (TNA)
Objective setting
Plans and programs setting
2. Organization
Structure and systems
Integration of people
Integration of material resources
Training of internal instructors
3. Implementation
Instructional materials and supports
Hiring services
Course coordination
4. Evaluation and monitoring
About the system
About the instructional process
The monitoring is to evaluate the activities

Chiavenato (2011) . Training needs assessment (diagnosis)
. Training program to meet the needs.
. Implementation and execution of the training program

. Evaluation of the results

= W N =

Source: own elaboration

In this sense, it can be stated that training is fundamental in the dynamics
of the organization, since it is one of the ways to generate radical changes
to increase the company’s productivity, opening the way to international
markets.

Performance is behavior and results taken as a whole. Performance
is simply what people do and what happens as a result of what they do
(McAdams, 2013). Performance refers to the employee’s behaviors or actions
that are under review and affect the organization’s goals (Rotundo &
Sackett, 2002).

For companies to be successful, it is necessary to consider effective tools to
increase performance, a key factor in the success of entrepreneurship and can
be achieved through personal qualities. Some qualities are common among
businessmen and need to be actively applied, since these are very important
in the success of their business. Other qualities may be natural or incorporated
in their individual character such as: innovative personality, risk taking,
confidence, commitment to do things and decision making are discussed (De
Aratjo & Lopes, 2014).
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According to Teran and Ireland (2011), performance has focused on
unidimensional (quantitative) and multidimensional (quantitative and
qualitative) measures. In order to consider a broader and not only economic
approach, the multidimensional approach will be used as it encompasses the
qualitative (efficiency and effectiveness) and quantitative aspect (Camisén &
Cruz, 2008; Calderén-Hernandez & Naranjo-Valencia, 2010; Cheung, Wong &
Lam; 2012; Cantillo, 2013).

For Bernardez (2009), the performance in the organization will be integrated
by strategy, including clear standards and marketing plans; management,
related to organizational management, quality of supervision, leadership and
motivation; processes, which has to be adequate, with defined methods, and
there is planning and programming of these methods; feedback, that it is timely
and practical, from top to bottom and vice versa, including customers and
users; finances, involving administrative, purchasing and budgeting systems;
and technology, information systems, collaboration, hardware and software are
considered.

According to Cheung, Wong and Lam (2012), the elements to consider
in organizational performance are finance, internal business processes,
customers, and innovation and learning. Camisén and Cruz (2008, p. 88)
define organizational performance “as a multidimensional construct, with
fourcorrelated elements: financial results, operational efficiency, stakeholder
satisfaction and ability to compete”. Financial results refer to economic and
financial profitability, sales, sales growth (domestic, international), market
growth, solvency and financial liquidity. Operational efficiency consists of
everything related to labor productivity and cost efficiency. Stakeholder
satisfaction includes customer satisfaction, employee satisfaction, wealth
generation and image. Ability to compete is about the position in the local,
national and international market, competitive position in prices and
quality.

Table 2. Elements of Organizational Performance

Author Elements of Organizational performance
Cheung, Wong & Lam (2012) 1. Finances

2. Internal business processes

3. Clients

4. Innovation and learning
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Bernardez (2009) 1. Strategy
. Management
3. Finances

4. Processes
5. Feedback
6
1

N

. Technology

Camisén & Cruz (2008 . Financial results
2. Operational efficiency
. Stakeholders satisfaction

. Ability to compete

= W

Source: own elaboration

3. Methodology

In this research it was used a methodology that was quantitative, descriptive,
correlational and causal; furthermore, it was used a statistical technique of
structural equations model (SEM) with the SMART PLS 3.3.2 software with
a non-experimental cross-sectional design, in the year 2020. Moreover, none
of the proposed variables were manipulated, as established by Hernandez,
Fernandez, and Baptista (2010). The information was collected through the
application of a sample in one of the northwestern states of Mexico. It was
a probabilistic convenience sample, through the application of a measuring
instrument that was sent to 318 companies; 61% of which responded, being 195
companies, in a single moment, which is called cross-sectional. The probabilistic
sample has a reliability of 95% according to Hernandez, Fernandez, and Baptista
(2010), with a simple random sample calculation. The instrument was used to
collect, process and analyze the training and performance variables in SMEs
in the three sectors (commercial, industrial and services) of Ciudad Obregon,
Sonora, located in northwestern Mexico; consequently, the information is
quantitative.

Subjects

The participants in the research were small and medium enterprises from
Ciudad Obregon, Sonora, Mexico from various sectors, according to information
obtained from the database of the National Institute of Statistics and Geography
(INEGI 2009) in its National Statistical Directory of Economic Units (DENUE).
The instruments were applied to SMEs, small companies with 11-30 employees
and medium companies with 31-100 employees in Ciudad Obregon, Sonora,
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Mexico. A total of 55 service companies, 67 commercial and 73 industrial
companies participated, giving a number of 195 companies surveyed. It was
considered a probabilistic and convenient sample.

The companies that have been in the market for 1 to 5 years represent 13.8%;
from 6 to 10 years for 24.6%; from 11 to 15 years account for 10.8%; and, from 16 to
20 years for 10.8%. As for the seniority of the managers, it was obtained that 1 to
5 years represent 50.3%; and from 6 to 10 years, 27.2%. A total of 39% of company

managers are women and 61% are men (see table 3).

Table 3. Characteristics of the individuals participating in the study (n = 195)

Frequency | Percentage . Valid Accumulative
ercentage Percentage
Line of business
Service 55 28.2 28.2 28.2
Trading 67 344 344 62.6
Industrial 73 374 374 100.0
Total 195 100.0 100.0

Manager’s gender

Female 76 39.0 39.0 39.0

Male 119 61.0 61.0 100.0

Total 195 100.0 100.0
Seniority of the company
1to 5 years 27 13.8 13.8 13.8
6 to 10 years 48 24.6 24.6 38.4
11 to 15 years 21 10.8 10.8 49.2
16 to 20 years 21 10.8 10.8 60
21 to 25 years 15 7.7 7.7 67.7
26 to 30 years 21 10.8 10.8 78.5
31 to 35 years 11 5.6 5.6 84.1
84
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";6“t0 40 years 12 6.2 6.2 90.3
41 years and older 19 9.7 9.7 100
Total 195 100.0 100.0
Seniority in management position
1to 5 years 98 50.3 50.3 50.3
6 to 10 years 53 27.2 27.2 77.5
11 to 15 years 13 6.7 6.7 84.2
16 to 20 years 18 9.2 9.2 93.4
21 to 25 years 6 3 3 96.4
26 years and older 7 3.6 3.6 100
Total 195 100.0 100.0

Source: own elaboration

Materials

A tool was developed for application to SMEs in the industrial, commercial and
service sector. The characteristics of the instrument are the following: general
information (name of the company, seniority of the company, line of business,
number of employees (men and women), name of the manager, sex, seniority in
the position, level of education, relationship with the owners, and if she/he has
previously owned another company.

The design of the instrument was based on Pinto (2005) in terms of
training, with a total of 31 items; in terms of performance, it was developed
in accordance with Bernardez (2009) with 34 items, having a total of 65
questions.

The mediating variable of training has 5 independent variables (planning,
organization, execution, evaluation, benefit) and the dependent variable of
organizational performance influenced by 6 independent variables (strategy,
management, processes, feedback, finance and technology), as shown in the
cause-effect diagram below (figure 1).
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Strategy
Planning
Management
Training
Organization
Processes
Organizational
Performance
Execution
Feedback
Evaluation
Finances
Technology

Benefit

Figure 1. Cause-effect diagram

Source: own elaboration

Table 4 shows the operationalization of the variables. The instrument has
a 5-point Likert scale.

Table 4. Operationalization of the variables

Elements Description Items

Training Training of people includes learning, resulting in new ways of doing | 6 items
things and new knowledge; these changes must be the result of a firstly
diagnosed need (Pinto, 2005).

Planning It is the phase that gives sense and technical content to the training, | 6 items
since it leads to determine what is going to be done.

Organization It is the phase where the training system is sustained to achieve the | 4 items
behavioral changes established in the objectives, and to eliminate the
detected problems in the planning phase.
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Execution It is the setting of the training process, involving interests, time, and | 6 items
efforts of all employees; as well as the tools and form of communication,
to ensure that what is being done is according to plan.

Evaluation It is to measure and correct all the interventions to ensure that the | 6 items
actions are in accordance with the established plans. It is to compare
what has been done with what has been planned.

Benefit All the elements or factors that have a positive impact when receiving | 3 items
training.

Organizational | Employee behaviors or actions that are under their review and affect | 7 items
Performance the organization’s goals (Rotundo & Sackett, 2002).

Strategy The company establishes objectives and marketing plans. 5 items

Management The company provides quality supervision, leadership and motivation | 3 items
to its employees.

Processes Correct processes; defined methods, planning and programming,. 7 items

Feedback Feedback is timely and accurate, given from top to bottom, as well as | 4 items
from customers and users.

Finances Budgeting system, purchasing and administrative system. 4 items

Technology Information systems, collaboration systems, hardware and software 4 items

Source: own elaboration

Regarding the reliability of the instrument, the Cronbach’s Alpha statistic
of the mediating variable training is 0.809. For the independent variables are:
planning 0.884; organization 0.847; execution 0.801; evaluation 0.876; profit 0.809;
strategy 0.836; management 0.606; processes 0.934; feedback 0.859; finances 0.835;
technology 0.787.

Cronbach’s alpha for the dependent variable organizational performance was
0.820. As can be seen, the coefficients range from 0.934 to 0.606, which indicates
an acceptable internal consistency according to Martinez, Herndndez and
Hernandez (2006), who indicate that it is satisfactory above 0.60 (see table 5).

According to the authors Hair, Ringle, and Sarstedt (2011), the average
variance extracted (AVE) must be greater than 0.5 for the convergent validity
of the reflective measurement model, allowing two indicators of reliability and
internal validity of the constructs (table 5).
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Table 5. Reliability and internal validity of constructs

Latent Variables/Dimension Cronbach’s Alpha ‘l}‘:::ﬁee X?X:;];e
Training 0.809 0.522
Planning 0.884 0.633
Organization 0.847 0.688
Execution 0.801 0.514
Evaluation 0.876 0.669
Benefit 0.809 0.724
Organizational Performance 0.820 0.530
Strategy 0.836 0.606
Management 0.606 0.554
Processes 0.934 0.716
Feedback 0.859 0.705
Finances 0.835 0.671
Technology 0.787 0.614

Source: own elaboration

Procedure

It was developed the research background, definition of the problem, objective,
research based in IEGIs database about the studied companies, instrument
according to the research guideline; in addition, the approval of the instrument
by experts in the field, and the pilot test application, obtaining an acceptable
Cronbach’s Alpha-in the independent, mediating and dependent variables. The
remaining questionnaires were then applied, using the SMART PLS 3.3.2 to
process them, obtaining the results and conclusions.

4. Results

Theresults obtained for the analysis of theimpact of training on the performance
of small and medium-sized enterprises in Mexico, applying structural equations
model (SEM-PLS), are presented below.
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The R? coefficient of determination represents the explanation of the variability
of the dependent variable through the causality of the independent and
mediating constructs. In this model, there are two coefficients of determination
for the moderator variable training and the dependent variable organizational
performance. R? for training presents 0.832 and for Organizational performance
0.860, see table 6.

Table 6. R? and Adjusted R?

Variables R? Adjusted R?
Training 0.832 0.827
Organizational Performance 0.860 0.854

Source: own elaboration

The following cause and effect model shows the values of the t-statistic
between the independent variables and the dependent variable of organizational
performance. With this test, the significance and reliability levels of the most
important causal relationships can be verified. Evaluation, execution, feedback,
managwement, planning, processes, and training stand out with a reliability of
95%, with values greater than 2.0; and with a reliability of 90% for the variables
of profit and organization and with t-values of less than 2.0. In the same way, the
causalities and significances of the variables finance, strategy and technology
are rejected for having t-values lower than 1.0, being these not significant. See
figure 2 t-statistic.
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7880 0.218
Management
2218
Organization 1758 /
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2223 > Training Processes
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Performance
Execution 3647 3.160
0. 464 Feedback
1.647 0.921
Evaluation @
%‘—: Finances
Benefit Technology
Figure 2. T-statistic
Source: own elaboration
Table 7. Training and Performance Betas
Trainin Organizational
Latent Variables 8 Performance t P value VIF
b p
Training (CA) ->Organizational 5.886 0.000 3.524
0.453
Performance
Planning (CP) 0.499 7.880 0.000 3.295
Organization (CO) 0.093 1.758 0.079 2.708
Execution (CEj) 0.128 2.223 0.027 2.369
Evaluation (CEv) 0.231 3.647 0.000 3.059
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Benefit (CB) 0.078 1.647 0.100 1.660
Strategy (DE) 0.011 218 0.828 2.370
Management (DM) 0.092 2.218 0.027 1.748
Processes (DP) 0.327 4.447 0.000 2.838
Feedback (DR) 0.223 3.16 0.002 2.012
Finances (DF) -0.020 464 0.643 1.323
Technology (DT) -0.034 921 0.358 1.475

Source: own elaboration

The alternative hypothesis is accepted as shown in table 7.

©
/

Planning Strategy
0.499 0011
Management
0.092
Organization 0093 /
R\
[+] 0453 —p (R 0327
0.832 <
1.128 -» Training ~—— Processes
Organizational
Performance
Execution 0231 0.223
@/ -0.020 : : Feedback
0.078 -0.034
Evaluation
@ Finances
Technology

Benefit

Figure 3. Betas and R2 coefficients of Training and Organizational Performance

Source: own elaboration
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Ha: Training has an effect on the organizational performance of the
northwestern SMEs. It is highly significant with 0.000, of the P value, i.e. there is
very strong evidence of causality of the mediating variable training towards the
organizational performance of the SMEs with 99.9% reliability.
® 99% reliability= Training, planning, evaluation, processes
o 95% reliability= Execution, Management, Feedback
® 90% reliability= Organization, Benefit

For the development of the structural equations, they are constructed from
the results of the significant coefficients betas in the quality tests of the model,
resulting in the two equations shown below:

Structural Equations of the Predictive Model

Equation 1

Training = 0.499 CP + 0.093 CO + 0.128 CEj + 0.231 CEv + 0.078 CB

To predict the training modeling variable, five independent variables with
a positive causal effect on training were identified, which are planning (PC),
organization (OC), execution (CEj), evaluation (CEV) and benefit (BC). The
variables with the greatest effect on training are planning, followed by evaluation
and execution, with a small effect on organization and benefit.

Equation 2
Organizational Performance = 0453 CA + 0.011 DE + 0.092 DM + 0.327 DP +
0.223 DR -0.020 DF -0.034 DT

The equation for organizational performance contemplates seven independent
variables which include the moderating variable of training, being this the most
important with positive effects, followed by processes (PD), and feedback (RD);
with less positive effect in strategy (DE) and Management (DM), with a small
and inverse effect the variables of finance (DF) and technology (DT).

5. Discussion

Training is a tool that helps in the education of personnel by developing their
skills and knowledge within an organization. Over time, many authors have
studied this concept; Servitje (2008), Chiavenato (2002) and Invancevich (2005)
determine that training is a form of teaching and learning for staff, providing
them with necessary skills, abilities, and attitudes to better perform their
activities. This indicates that training and performance have a relationship when
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delivering training to staff and when evaluating performance. Article 153-A of the
Federal Labor Law states that employers are responsible for providing training
to their employees.

Yang and Yang (2010) mention that the majority of private organizations do not
consider training and coaching programs as an important factor; however, based
on the obtained results in the research; it shows that companies do consider it
important to have training programs since they generate greater benefits, as can
be seen with the ones studied in the commercial area. Lépez and Luna (2009)
detected in their research that entrepreneurs perceived that training generates
costs for them. In order to avoid any misperceptions, it is essential for company
leaders to have a formalized training process, as can be seen in the results. It
is the planning stage that will have the greatest impact on the organization’s
performance.

According to Ramirez (2004), trainingis reflected in the employee’s performance
is fully proven in the study.

6. Conclusions

The objective of analyzing the training impact on the organizational
performance of SMEs in northwestern Mexico, applying the structural equations
model statistical technique (SEM-PLS) is satisfactorily fulfilled. This is due to
the verification of the model and its two structural equations in which training
shows a positive effect with a high degree of evidence on the organizational
performance of the analyzed SMEs.

Equation 1
Training = 0.499 CP + 0.128 CEj + 0.231 CEv

Equation 2
Organizational Performance = 0.453 CA + 0.092 DM + 0.327 DP + 0.223 DR

Equation of general organizational performance
0.453 (0.499 CP + 0.128 CEj + 0.231 CEv) + 0.092 DM + 0.327 DP + 0.223 DR

Training has the greatest effect on organizational performance because each
unit that increases training will have an effect of +0.453, being the variable with
the greatest cause-effect impact on organizational performance in SMEs in
northwestern Mexico.
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The importance of the training variable is its level of mediation in the variables
of planning, execution and evaluations, so that these together have a greater effect
on organizational performance, and thus obtain an improvement in the SMEs in
the area. Execution and evaluation are two variables that together contribute
a third more effect on training and organizational development; therefore SMEs
believe that proper planning with effective execution and constant evaluation
contributes 0.8 more to training to make it successful, and it impacts almost 45%
more on the organizational performance of SMEs.

SMEs consider that the financial and technological aspects diminish
organizational performance by fully complying with these two variables in
their processes and utilization, respectively, but the effects are not significant
and there is little evidence that they affect organizational performance. In the
other hand, the organization variable does not have a significant impact at 95%,
but it does have a 90% impact on training, because the process of organizing
training should be considered important within the model, but it should be
studied in the future to corroborate the evidence and its significance on training
and organizational performance.

The importance of the training variable has been proven, since it is a need
of the companies to have prepared personnel, being a key factor to generate
a greater competitive advantage impacting in the performance of the company,
especially in the processes. Having trained workers generates great benefits to
the organizations among them greater productivity, increases the effectiveness
of staff, higher performance and the human factor feels more secure at the time
of carrying out their activities.

Nowadays, training is no longer considered a secondary activity; it has become
a very important factor for the achievement of competitiveness strategies of
companies. Companies that provide training have a greater benefit in the
effective performance of their personnel, in aspects such as economy, saving
of raw materials, less defective products, among others, by properly attending
to the processes and providing feedback. It also helps in the administrative
aspect, in the way they realize outstanding employees, optimal development
and greater commitment to it.

Summary
Analysis of the impact of training on the performance of Small
and Medium-sized enterprises in Northwest Mexico, by applying
the Structural Equations Statistical Technique (SEM-PLS)
Small and medium enterprises (SMEs) are fundamental to
the economy of all countries, representing the majority, with
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a considerable contribution to GDP, as well as generating jobs; for
this reason, it must seek to remain in the market. The objective is to
analyze the impact of training on the organizational performance
of SMEs in northwestern Mexico, applying the statistical
technique of structural equations model (SEM-PLS); the research
was conducted to 195, considering the commercial, industrial and
services, is a quantitative study, descriptive, correlational, causal,
using the statistical technique of structural equations with the
SMART PLS 3.3.2 software, and not experimental cross-sectional.
The alternative hypothesis is accepted, since training has an effect
on the organizational performance of SMEs in northwestern
Mexico. It is highly significant because there is very strong
evidence of the causality of the mediating variable training on
the organizational performance of SMEs with 99.9% reliability.
Training has the greatest effect on organizational performance
because each unit that increases training will have an effect of
+0.453, being the variable with the greatest cause-effect impact on
organizational performance in SMEs in northwestern Mexico.

Training, Performance, Organization, SME, development.

Classification: M53, L25, M12
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