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MANAGEMENT | RESEARCH ARTICLE

The effect of interpersonal, problem solving and 
technical training skills on performance of 
Ethiopia textile industry: Continuance, normative 
and affective commitment as mediators
Metasebia Adula1*, Zerihun A. Birbirsa2 and Shashi Kant1

Abstract:  This cross-sectional study finds the relationship between interpersonal, 
problem-solving, and technical training skills and the performance of Ethiopia’s 
textile and clothing industries when mediated by their employee’s commitment 
and continuance. Through a survey conducted in 2023, 426 employees and HR 
managers of the textile and clothing industry provided cross-sectional data for 
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the study. Co-variation matrix shows the outcome of hypothesis testing. To analyze 
the findings, structural equation modeling (SEM) was utilized. It was determined 
whether the data were adequate using exploratory factor analysis (EFA), and the 
discriminatory validity was assessed using confirmatory factor analysis (CFA). With 
the aid of the SEM model and AMOS software, mediation analysis was carried out. 
Because normative commitment’s factor loading was under .40, it was amputated 
or deleted. Its purpose normative commitment as an observed item was unable to 
account for commitment as a latent variable. As a result, the empirical evidence in 
the research demonstrated that problem solving and technical expertise are impor
tant for the operation of the clothing industry. The results also demonstrate that 
continuance, normative and affective commitment of employees act as mediators 
for Interpersonal, problem-solving, and technical training based imparted skills. The 
research will pave way forward to the textile industries in this regard by highlighting 
the significance of problem-solving and technical expertise on the performance of 
the cloth industries in Ethiopia by taking resource-based view and social exchange 
theory as theoretical lens.

Subjects: Attitudes & Persuasion; Personnel Selection, Assessment, and Human Resource 
Management; Human Resource Development; Sustainability Education, Training & 
Leadership; Education & Training; Human Resource Management; Human Resource 
Management 

Keywords: interpersonal skill; problem solving skill; technical Skill; continuance 
commitment; affective commitment

1. Introduction
Understanding relationships between training skills three dimensions (interpersonal, problem sol
ving and technical training skills), employee work commitment three dimensions (continuance, 
normative, and affective commitment), and textile industry performance three dimensions (finan
cial, customer satisfaction, and growth) is globally imperative and inevitable. Technically, inter
personal ability and problem solving skills proficient candidates may feel more confident and 
committed when applying to specific employers (Silva & Rosa, 2023). As proxies of training skills, 
problem-solving ability, interpersonal ability, and technical ability improved the organizational 
performance. According to Taylor (1909), these training skills are utilized as practices for increasing 
productivity. The interpersonal skills are priorities the tasks and focus on the most pressing 
business challenges by applying creative thinking by augmented the problem-solving skills. It is 
one of the key benefits of having problem-solving skills at work to enhance the employees work 
commitment like continuance, normative and affective (Allen & Meyer, 1990). As a result, com
mitted employees will be in a position to provide solutions in the allocated time with effective 
utilization of available resources (Zhao et al., 2023).

On job training in form of interpersonal, technical skills, and problem-solving abilities enable 
workers to determine the cause of an issue in form of a team and discover an appropriate solution 
by paved the way forwarded for continuance and affective commitment. Although on job training 
is sometimes classified as an independent skill, there are other related abilities that help develop 
other ability abilities such as interpersonal, technical skills and problem-solving abilities (Nasiri 
et al., 2023). When employers learn problem-solving abilities through on-job training, they fre
quently pass on the dynamic capacity to handle challenges and unexpected workplace events as 
well as complex business difficulties that’s make them mentally strong and enhances their 
commitment towards both team and organization (De Clercq et al., 2023). Problem-solving skills 
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traits help the employees to commit oneself as a part of the organization, which is something that 
organizations additionally rely on from mature trained personnel (Billett, 2023).

In the words of Allen and Meyer (1990, p. 6), organizational commitment is categorized as a tri- 
dimensional phrase since affective, continuance and normative dimensions are all important 
(Meyer & Allen, 1991). The “Three Component Model of Commitment” was propounded by Meyer 
and Allen (1991), and it was documented in the “Human Resource Management Review”. The 
three types of commitment mentioned by the model are as follows: Affective commitment, or 
affection for your job, Fear of loss (commitment to continue) (Rasoolimanesh et al., 2022) and 
normative commitment is “the employee’s feelings of obligation to remain with the 
organization.”

By generating cash, creating employment opportunities, transforming and improving technol
ogy, sharing information or skills, and reducing poverty, the textile and clothing industries sector 
supports national economic progress (Kabish, 2023; Ruteri, 2023). By removing barriers to indus
trialization, industrial parks aim to draw investment, provide jobs, and increase export orientation 
(Olwor, 2023). By 2025, Ethiopia hopes to contribute 20% of its GDP and 50% of its export volume 
by expanding its industrial parks (Zelalem et al., 2023). The domestic textile industry in Ethiopia 
contributes 7% of Ethiopia’s industrial production in value terms or around 2% of India’s GDP. 
Additionally, it is among the biggest employers in the nation. More than any other industry, textile 
and clothing production helps Ethiopia create jobs (Ewnetu & Gzate, 2023). The operational 
environment of the textile and clothing industries, despite their contribution to employment, is 
complex, and many workers and managers in their home countries face several difficulties when 
deciding how to carry out their jobs in the sectors (Jianguo & Solangi, 2023).

Pursuant to the literature’s resource-based perspective and social exchange theories, an indus
try’s advantages in competition and sustainability depend on both tangible and intangible 
resources, specifically highly skilled and motivated human resources (Wójcik, 2015). However, 
the literature has paid little attention to the significance of a resource-based perspective on the 
performance of the textile industry. The resource-based perspective claims that problem resolution 
and technical expertise are among the intangible resources influencing the success of the textile 
and clothing sectors (Eryarsoy et al., 2022). To pursue problem-solving and technical skill strategy 
and describe how industries may establish and sustain employee’s commitment that can drive 
growth, it is believed that resource base view have a more substantial impact than real resources. 
How combining these resources to maintain employee continuance, normative, and affective 
commitment advantage over time leads to employees citizenship behavior based on commitment 
(Nwokolo & Onuoha, 2023).

Globally, training in form of interpersonal, problem-solving dynamic abilities are now acknowl
edged as a significant factor in determine textile and cloth industries performance (Elvis et al.,  
2023). These skills contributed to both employees and customer satisfaction. In this regard, the 
recent problem-solving and technique skills development in employee training for textile and cloth 
industries has made training a requisite endurance means. Given that a paucity in employee skills 
based on training can results in employee continuance and affective commitments at work place 
(Fernandes et al., 2023; Silva & Rosa, 2023). No study as per the researcher’s knowledge accessed 
at the association among technical, interpersonal, and problem-solving training skills and the 
expansion of the textile industry in Ethiopia. Also, other studies, however, fail to take into account 
the employee’s work commitment as a mediating factor in the relationship between interpersonal, 
problem-solving, and technical abilities and organizational success in Ethiopia’s textile industries. 
In this regard, the current study expands on the body of evidence already available on the training 
dimensions in terms of interpersonal, problem-solving, and technical abilities, as well as the 
success that the textile industries sustained in the marketplace.
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2. Literature appraisal and hypothesis enlargement
The foundations of problem solving orientation can be found in the writings of significant psychol
ogists and sociologists in the experimental learning including the likes of Kurt Lewin., (Endrejat & 
Burnes, 2022). The concept of problem-solving skills propounded by Kurt Lewin refers to an 
individual’s ability to identify, analyze, and solve complex problems effectively and efficiently 
(1984). This includes critical thinking, creativity, decision-making, and the ability to develop prac
tical solutions.

The next proxy of measurement indicator in the study is technical skills are specific competen
cies and knowledge required to perform job-relatedtasks and duties effectively (Dooley, 1945). 
These skills can vary greatly depending on the role and industry but often include proficiency in 
software, machinery, tools, or industry-specific techniques. Technical skills are usually defined 
during the initial phases of training, especially when an employee is learning the specific tools 
and technologies relevant to their job. Continuous learning and skill development are encouraged 
throughout an employee’s tenure to keep up with evolving technology and industry standards 
(Gagne et al., 1992).

The last proxy of measurement indicate of latent variable of employee training is interpersonal 
skills, often referred to as soft skills, involve an individual’s ability to communicate, collaborate, and 
interact effectively with colleagues, clients, and other stakeholders. These skills include commu
nication, teamwork, empathy, and conflict resolution (Swanson & Torraco, 1994).

The issue of industry performance, furthermore, in context of interpersonal, problem-solving, 
and technical skills has crucial for industries survival in present world (Sarangal et al., 2020; Zhou 
et al., 2020). In this regards, industries should skill their human resource to develop work attitudes 
and tangible resource to bring cost-effective performance (Rasoolimanesh et al., 2022).

Employee training in the company’s resources and employees’ skills may give it a competitive 
edge, according to the resource-based approach. Because they can give you a competitive advan
tage, intangible resources like an employee’s commitment are important (Su et al., 2022). 
Employee’s skills to identify problems brainstorm and analyses solutions and implement the best 
solution is referred to as problem-solving skills (Iftikar et al., 2022). A problem-solving worker is 
both a self-starter and effective team-member that leads to both continuances and normative and 
affective commitment at work place. Such trained skilled employees are proactive in identifying 
the root of a problem and collaborate with other people to evaluate a range of alternatives that 
augmented the organization performance (Tafesse, 2021; Teame et al., 2022).

Employee work commitment helps industries to see opportunities because by problem solving 
and technical skills they can able to look for new opportunities (Agarwal et al., 2022). In addition, 
interpersonal, problem-solving and technical skills can maintain the longevity of their business by 
obtaining attitudinal change through training and ensuring employee’s decision-making abilities. 
Without proper continuance, normative and affective commitment for their operations (Nogueira 
et al., 2023).

Significant psychologists and sociologists in the field of experimental learning, such as Kurt 
Lewin et al. (1984), wrote on the roots of problem-solving orientation. Kurt Lewin developed the 
idea of problem-solving abilities to describe a person’s capacity to recognize, understand, and 
resolve complex situations successfully and effectively (1984). This encompasses the capacity for 
creative problem-solving, critical thinking, and decision-making.

Technical abilities, which are specialised talents and knowledge needed to accomplish job- 
related activities and obligations successfully, are the next proxy of measuring indicator in the 
research (Dooley, 1945). These abilities might vary widely depending on the position and sector, 
but frequently entail mastery of software, equipment, instruments, or processes specialized to that 
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business. During the early stages of training, particularly when a worker is learning the precise 
tools and technology pertinent to their position, technical skills are typically described. To stay up 
with changing technology and industry norms, it is suggested for employees to continue their 
education and expand their skills throughout their employment (Gagne et al., 1992).

Interpersonal skills, also known as soft skills, are the last proxy for measuring the latent 
variable of employee training. These abilities to successfully communicate, cooperate, and 
connect with coworkers, clients, and other stakeholders are referred to as interpersonal skills. 
Communication, cooperation, empathy, and conflict resolution are some of these abilities 
(Swanson & Torraco 1945).

H1: Interpersonal, problem-solving and technical skills will positively and significantly affect the 
textile and cloth industries performance.

Resources and human capital within industries are the main factors of business survival by 
increasing employee commitment, according to the resource-based and human capital theoretical 
lens (Haldorai et al., 2022). Since commitment and involvement are intangible resources based on 
human capital and its abilities to solve problems, relate to team members, and possess technical 
know-how, social exchange theories further argued that linking work commitment and training- 
based skills like interpersonal, problem-solving, and technical skills should be one critical aspect 
(Tafesse, 2021). Dwikat et al. (2023) demonstrated how social interchange is used by both employ
ees and managers to make quality decisions and find novel approaches to business issues that 
result in employee reward and recognition (Abualigah et al., 2022). Consequently, reward and 
acknowledge skilled. Meyer and Allen (1991) found that affective commitment is favorably corre
lated with training outcomes when senior management provides interpersonal support while 
employees increase their technical and problem-solving abilities.

Therefore, relationships are more likely to succeed when there is commitment and content
ment, which means that employees are content with the connection either intrinsically or as 
a result of the benefits they obtain by applying skills adopted from training (Haldorai et al.,  
2022; Meyer and Allen; 1991). In this regard, recent literature favoring resource-based view and 
social exchange theories well documented the role of interpersonal, problem solving, and 
technical skill to develop employee affective and continuance commitment as a result of 
recognition and reward (Nagpal, 2022).

Technical analytical skills are founded on technical training of employees under expert super
vision that augmented the bases for effective commitment. It is based on both resource based 
(RBV) and knowledge based view (KBV) theoretical foundation (Dubey & Bhargava, 2023). 
Interpersonal skills are an essential component of the problem-solving skill set. Creative thinking 
skills are the right solution that will motivate employees to step out of their comfort zone and 
committed them to think outside the box (Naqvi et al., 2023).

The historical evolution of the concept of employee commitment revealed its relationship with 
interpersonal, problem-solving, and technical skills. According to Lodahl and Kejner (1965), com
mitment is defined as job participation, which is viewed as a stimulus response based condition of 
emotional appreciation at work place when he or she outperforms others based on skill sets. 
According to Smith (1969), employee dedication affects how satisfied employees are with their 
jobs. According to Meyer & Allen (1997), commitment is the feeling that an employee has to keep 
working because of their technical and problem-solving abilities. According to Robbins (2003), 
commitment is the basis of an employee’s work commitment towards other people or circum
stances, which may be positive or negative. This attitude is founded on interpersonal skills.
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Problem solving, interpersonal, and technical skills pose challenge, although it is prerequisite for 
managing employee continuance, affective commitment, and organizational performance 
(Ngcobo, 2022). In line with this, problem solving interpersonal and technique training skills have 
dedicated significant effect and help to increase continuance, normative, and affective commit
ment and its crucial role in the success of industries (Dalal, 2022).

H2: Interpersonal, problem-solving, and technical skills will positively and significantly influence 
continuance and affective commitment.

Staff commitment to their work is essential for the development and growth of the textile and 
clothing sectors, based to the resource base view (Nguyen, 2023). According to this perspective, an 
industry’s ability to make money is largely dependent on how committed its employees are to their 
jobs (Abisuga & de Beer, 2022). Textile and cloth industries must have continuance, normative, and 
affective commitment to function well to change employee’s behavior (Adula et al., 2023). Lower 
employee turnover is the main advantage of a continued commitment. High-continuance commit
ment employees are more likely to stay with the company (Azinga et al., 2023). High emotional 
affective commitment is a sign of good service quality from the organization. Employee loyalty 
increases as a result of their requirements being met, which enhances job performance (Agarwal 
et al., 2022). Employees that are committed to their jobs are more likely to be productive, perform 
better, and stay with a company longer, which benefits the company’s success and keeps it at the 
forefront of its industry (Moussa & El Arbi, 2020).

Based on three-component theory given by Meyer and Allen (1991), for organizational perfor
mance industries exchanges employee’s work commitment by training that can enhance the 
crucial employee’s continuance, normative and affective commitment (Oamen, 2023). In this 
context, it is largely assumed that augmented problem-solving and technical skills could help to 
change employee decision making skills regarding work commitment of employee’s and increase 
the probability of behavioral change (Kitsaras et al., 2023). Conversely, textile and cloth industries 
with inadequate employee training are facing challenges in using internal resource efficiently 
(Mady et al., 2023). Because, textile and cloth business management with poor employee’s 
problem-solving and technical skill will affect their continuance, normative and affective commit
ment (Wong & Ngai, 2023).

H3: Continuance, normative and affective commitment will positively and significantly influence 
the textile and cloth industries performance.

The five elements of interpersonal problem-solving abilities identified by Cam and Tümkaya (2007) 
involve tackling problems adversely, creative problem solving, insufficient confidence in oneself, 
unwillingness to take accountability, and insistent-persistent approach. Empirical evidences show 
that interpersonal problem-solving and technical skills positive affects employee’s Continuance, 
normative and affective commitment and finally the organizational performance including 
increasing financial performance and employee satisfaction. Therefore, employee believes that 
these abilities pertaining to textile and cloth industries helps to manage employee committed 
behavior and are crucial for the success of related industries. The greater the level of training 
based interpersonal, problem-solving and technical skill, the more effective employee commitment 
like to be (Azam, 2023). The success of the organization was paved for as long as reason should be 
the foundation of sound decision-making (Contreras-Cruz et al., 2023).

According to the Meyer and Allen (1991) model of organization commitment and social- 
exchange theory, continuance, normative and affective commitments are a body of knowledge 
management that helps in generating employee’s commitment and achieving lasting success for 
industries (Ilevbare, 2023). Problem solving and technical skills as outcome of training are enhance 
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employee’s understanding of basic economic concepts, knowledge, and skills for decision-making 
capabilities (Zakiy et al., 2023). However, interpersonal, problem -solving and technical skills are 
crucial for textile industries to maintain business growth and continue to be relevant when 
considering RBV theoretical lens (Björndahl & Nilsson, 2023)

In the literature on textile and cloth industries, the direct effect of training-based skills in form of 
employee literacy effect on industries performance is not well documented (Shin et al., 2023). In 
the same way, the direct effect of continuance, normative and affective commitment also noticed 
(Moussa & El Arbi, 2020).Therefore, it could be argued that training-based skills direct and indir
ectly, impact industries performance, although limited evidence existed in the literature on 
Ethiopia context Almulla and Al-Rahmi (2023).

Accordingly, literature suggests that employee training augment their customs of skill sharing to 
get better the employee’s commitment (Gu et al., 2023). Documented evidences show that 
problem-solving and technical skills increases the employee’s continuance, normative and affec
tive commitment and raise organizational performance (Hung & Huy, 2023). A problem-solving 
and technical skill improves employee’s work commitment and achieving economic well-being by 
enhancing internal resource capabilities and employee satisfaction (Arcadio, 2023). According to 
the social exchange theory, participation and engagement is vital to change employee commit
ment that leads to employee abilities for initiating, handling, and prospering textile and cloth 
industries challenges (Kossyva et al., 2023).

H4: Continuance, normative and affective commitment mediating between interpersonal, problem- 
solving, and technical skills and textile and cloth industries performance.

Consequently, as portrayed in the Figure 1, the researchers framed below conceptual framework 
based on developed hypotheses:

3. Research Methodology

3.1. Description of study area
Present research was studied in Bole Lami industrial park located in capital city Addis Ababa and 
Hawassa industrial park located in southern Ethiopia, in Horn of Africa.

3.2. Research approach and design
In order to conduct investigations efficiently and manage data, researchers are expected to select 
a suitable underlying postulate to guide their study and then carefully and tactically develop their 
approach. Therefore, investigators can divide the study method of design into a passed manner: 
selecting a paradigm of research, a methodology, and a methodological approach. As a result, it is 
crucial to stress the need of looking at preconceptions about comprehension and retention before 
choosing a study approach (Jailani, 2023).

Figure 1. Study testing 
framework.

Source: Researchers Own fra
mework, based on Baron and 
Kenny (1986) method.
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The study follows the approach of positivism as a result, emphasizing quantifiable variables, 
evaluating hypotheses, and drawing conclusions about a wider population from data collected 
from samples (Taherdoost, 2022). Additionally, choosing a study strategy involves adhering to the 
framework (Maarouf, 2019). In the current study, researchers used a number of techniques to 
apply the pragmatic paradigm in order to better understand the stated research issue. The use of 
induction (finding patterns), deduction (testing ideas and hypotheses), and abduction (choosing 
and relying on the best of a group of explanations for understanding) are all part of the logic of 
pragmatic inquiry. An exploratory research design and a quantitative research approach were used 
in the study.

3.3. Design of sample
Designing of sample is the procedure of choosing a sufficient number of individuals from a certain 
group to accurately represent that population as a whole. Target a population is a particular 
number of people that an examiner wants to investigate while using sampling techniques. As 
a result, the target demographic of the present investigation is made up of the various textile and 
clothing textile industries in Ethiopia’s industrial park. The increasing demand for statistical 
analysis has made it necessary to take an expert strategy to estimating the sample size needed 
to accurately represent a given community.

Therefore, the selection method developed by Dillman formula (2000, 2007) was employed in 
the present investigation to select a representative sample and to reduce coverage inaccuracy in 
the questionnaire used for the research (Quan & Liamputtong, 2023). The study used a multi-stage 
sampling method to create sub-clusters and achieve the desired sample size. Researchers initially 
chose public and private textile industries using purposive sampling. The population was divided 
into homogeneous subpopulations from a sample that was heterogeneous using stratified sam
pling in the second step. The researchers used Dillman formula (2000, 2007 cited in Quan & 
Liamputtong, 2023) method for obtaining authentic sample.

Accordingly, 388 plus 10% was chosen proportionately from the manufacturing and service sectors 
to create a total of 426 respondents. This was done to account for the anticipated low response or 
unresponded rate percent of 10% to 20% and to increase the generalizability of the results 
(Remenyi & Sherwood-Smith, 1998). For infinite or enormous populations, it is hoped that this 
sample size will produce the necessary data with comparatively high precision (Saunders et al.,  
2000). Additionally, it is larger than what is advised for using statistical methods like factor 
analysis, AMOS, regression, etc. (Julie Yazici, 2005).

3.4. Construct development and measurement
The study’s main constructs are factors influencing how employees are trained, including inter
personal, technical, problem-solving, and perseverance abilities, as well as affective commitment 
developed in Ethiopia’s textile and clothing industries. The study evaluates the model by means of 
a legitimate, self-administrative “five-point Ordinal Likert scale”, where one stands for “strongly 
disagree” and five for “strongly agree.” It used earlier research and carried out a thorough 
literature study to guide our strategy. The instrument was divided into four main components, 
with the first section concentrating on the demographic profile of the participants and the features 
of training skills. Seven items were modified from literature in the second section to measure 
employee training skills in form of problem-solving, interpersonal skills, and technical skill (Islam 
et al., 2023; Mariano & Tantoco, 2023; Nguyen, 2023). Seven questions from the body of literature 
on employee work attitudes were used in the third section of the study to assess continuance, 
normative and affective commitment (Blake-Beasley, 2023; Ly, 2023).
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The study assessed the constructs of access to textile and clothing performance, training 
competence and continuance, normative and affective commitment. It measured problem- 
solving and technical skill by evaluating the employees’ actions, attitudes, knowledge, and skills. 
Utilizing seven questions from the body of literature on employee work commitment and a variable 
developed from the Meyer & Allen (1997) model and Social Exchange theory, it assessed commit
ment to continuance and affective commitment. Accordingly, the study evaluated the perfor
mance of the textile and clothing industries using internal resources, financial growth, and 
employee happiness.

3.5. Data analysis techniques
The study employed the confirmatory factor analysis approach of structural equation modeling, which 
integrates factor analysis (Gu et al., 2023; Marsh et al., 2023). The study used a two-step methodology 
using SPSS 23 for data analysis. Before moving on to test the hypothesis, the study first evaluated the 
model reliability and validity using confirmatory factor analysis and maximum likelihood. Based on the 
data gathered, the study employed structural equation modeling to explore the suggested underlying 
links between problem-solving, technical skill, continuance, normative and affective commitment, and 
Ethiopian textile industry performance.

4. Data Analysis and Interpretation

4.1. Measurement model: Conformity factor analysis
According to Barnes et al. (2023), all of the items had standardized loadings factor and were 
significantly higher than the threshold value of more than 5%.

Confirmatory factor analysis (CFA) was used by the researchers to verify the factor structure of a set of 
observed data. Researchers tested the hypothesis and significant relationship was founded between the 
observable variables and the latent structures that underlie them using confirmatory factor analysis. The 
first estimate displayed under Figure 2 was the association among employee training and employee work 
commitment. Normative commitment was amputated/removed because its factor loading was below 
.40. Its means Normative commitment as an observed item was not able to explain the latent variable i.e. 
commitment.

The covariance predicted between employee training skills determinants and employee work 
commitment to be 0.19 shows an observation on an approximately normally distributed random 
variable centred around the population covariance with a standard deviation of.024, meaning that any 
critical ratio that exceeds 1.96 in magnitude would be significant as shown in the Table 1 below. This 
assumption in the section “Distribution assumptions for AMOS model” was founded as true.

Standard error (S.E.) estimate and covariance are both calculated at 0.19. At a significance level of 0.05, 
the Critical Ration is 024, which is greater than 1.96. Since there is a significant difference between 
covariance between variables and zero, covariation matrix table shows the outcome of hypothesis 
testing and manifested that direct relation between employee work commitment relations was not 
established because p value founded more than 0.05. As direct relationship not founded, it is violation of 
Baron and Kenny (1986) method, therefore researchers were followed the latest Hollend el al model 
(2016).

The estimated covariance between organizational performance in the textile industry and 
employee work commitment was 0.017, which represented an observation on a randomly 
distributed variable that is roughly normally distributed and had a population covariance with 
a standard deviation of .020. The estimated correlation was founded between employee 
training skills and performance in the textile industry was .093, which represents an observa
tion on a randomly distributed variable that is roughly normally distributed and has a standard 
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deviation of .016. The covariance between the variables is substantially different from zero 
when the critical ratio for the estimated standard error of the covariance, which was 0.016 at 
the 0.05 level of significance.

4.2. Discriminant validity
The absence of strong correlations between measures of constructs that theoretically should not 
be significantly linked to one another is evidence of discriminant validity.

Practically, the correlation table’s result in Table 2 shows that discriminant validity coefficients 
should be significantly smaller than convergent validity coefficients.

Figure 2. Cfa.

Source: AMOS Output, 2023.

Table 1. Covariation matrix
Estimate S.E. C.R. P Hypothesis Hypothesis 

Testing
Training skills <–> Commitment .190 .024 7.823 *** H3 Relation 

established

Textile industry 
Performance

<–> Commitment .170 .020 8.428 *** H2 Relation 
established

Textile industry 
Performance

<–> Training skills .093 .016 5.803 .071 H1 Relation not 
established

Source: AMOS Output, 2023. 

Table 2. Reliability instrument and confirmatory factor loading
CR AVE MSV MaxR(H) Training Commitment Performance

Training 0.814 0.595 0.156 0.834 0.771

Commitment 0.749 0.599 0.157 0.750 0.395 0.774

Performance 0.701 0.536 0.157 0.699 0.373 0.396 0.732

Source: Gaskination’s Plugin (2023). 
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4.3. Mediation analysis
Baron and Kenny (1987) model was unable to draw the mediation effect because direction 
relation founded as insignificant because p-value was founded as 0.07, more than acceptance 
level. Therefore researchers used the latest Hollend el al. (2016) model. In Hollend el al. (2016) 
model, there is no need to check the direct relation, directly you can measure the indirect 
relation.

The SEM (Structure Equation Modeling) under Figure 3 was revealed that commitment results 
have a significant full mediation impacts in between employee training determinants and textile 
industry performance.

The cumulative of the direct effect was calculated and found to be 0.56, or the overall effect. The 
indirect impact of 0.293 at the significance level of 0.05 reflects the work commitment of the 
employee as well as the connection between the employee’s training and the performance of the 
textile industry. The overall impact of all identified predictors on the performance of the textile 
industry is 0.56.The presence of a mediator predictor explains the dependent variable or the 
behaviour of the dependent variable. The outcomes of the mediation analysis are presented in 
Table 4 together with the overall effect. Figure 3 outlines the outcome of the path analysis result.

4.4. Model fit
According to the results of the following Table 3, the CMIN/DF value is 3.399, which is near to 3, 
suggesting that the root mean of the residual has a strong model fit. The goodness of fit indices is 
0.965, the comparative fit indices are 0.958, and the root mean square approximation is 0.079, all of 
which are smaller to 0.05. Model was found fit. The value of importance in this case is the Goodness of 
Fit Index (GFI); hence, GFI received the majority of attention. The GFI for the researchers’ projected 
frame is 0.973, which is higher than 0.95, as shown in Table 3 of the correlation.

ET had a 0.565 direct effect on OP. EW acts as a mediator between ET and OP (Table 4). 
Predictors with commitment towards the researcher’s work were identified using full mediation 
theory (Hollend et al., 2016). Further research was done on the mediation idea. Researchers first 
used the AMOS to analyses the connection among predictors and the commitment mediation. The 
researchers further examined the mediation of commitment in employee training and textile 
industry performance.

Figure 3. SEM (Hollend el al., 
2016 model).

Source: AMOS Output, 2023.
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5. Conclusion and Implication
The article specifically examined industrial parks and assessed how employee work commitment 
mediates the relationship between interpersonal, problem-solving, and technical abilities and the 
performance of Ethiopia’s textile industry in accordance with Allen and Meyer’s three component 
model, RBV, and social exchange-based theory. Cross-sectional data from 426 respondents who 
collected questionnaire in 2023 were used in the study. As a result, the study discovered complete 
mediation by employee work attitude, showing that technical skill and problem-solving abilities 
had a complete impact on the performance of the textile industry through the mediating variable. 
In this sense, the study’s empirical findings have consequences for theory, practice, and policy (Dai 
et al., 2023). By demonstrating the mediating role of continuance, normative and affective 
commitment in employee behavior in the relationship between problem solving and technical 
skill of business performance, findings theoretically contribute to the resource-based view of 
industries in the context of businesses in the textile industries state. In perspectives of harmonize 
RBV theory, researchers analyzed the problem solving and technical skills effect in study area and 
explain better performance with inclusion of employee commitment (Pereira et al., 2023) the 
research thus expands the existing literature on the mediating role of continuance, normative 
and affective commitment in the problem solving and technical skill business performance. 
Because normative commitment’s factor loading was under .40, it was amputated or deleted. Its 
purpose normative commitment as an observed item was unable to account for commitment as 
a latent variable.

Table 3. Model Fit indics
Measurement 
Category

Fit Indices Model Value Acceptance 
Level

Outcome

Chi-Square CMIN 176.638

P-Value .000 Less than 0.05 Accepted

CMIN/DF 3.399 Less than 5 Fit

Absolute fit 
measurement

GFI .965 More than 0.90 Fit

RMR .021 Less than 0.0008 Fit

RMSEA .079 Less/equal to 0.08 Confirmed

Standardized RMR .0518 Less/equal to 0.08 Confirmed

Incremental fit 
measurement

CFI .958 More than 0.90 Fit

IFI .947 More than 0.90 Accepted

RFI .900 More than 0.90 Confirmed

TLI .935 More than 0.80 Fit

Parsimony fit 
measure

PNFI .648 More than 0.60 Fit

PCFI .660 More than 0.60 Confirmed

CMIN/DF =chi squre; GFI= goodness of fit indices; SRMR =Standardized Root Mean Square Residual; CFI=Comparative 
fit index; IFI= Incremental Fit Index; NFI=Normed Fit Index; RFI=Relative Fit Index, PNFI= Parsimony Normed Fit 
Index; PCFI = Parsimony Comparative Fix Index. 
Source: AMOS Output, 2023. 

Table 4. Mediation analysis and total effect
Training Commitment Performance

Commitment .565 .000 .000

Performance .293 .519 .000

Source: AMOS Output, 2023. 
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In this context, the study fill the knowledge gap on the mediating roles of continuance, normative 
and affective commitment in the problem solving and technical skill business performance by 
perspectives of RBV theory, the most well-liked existing organization point of views in problem solving 
and technical skill. These perspectives are complementary and help to explain better performance 
based on employees’ more mature work attitudes. This research has also practical applications for 
problem-solving and technical expertise on the performance of industries. In order to increase 
employee commitment and improve performance, the paper seeks to encourage employees’ beha
vior to recognize the significance of problem solving and technical expertise. Since higher education 
institutions are crucial for obtaining problem-solving and technical skill through training, the findings 
also encourage businesses to collaborate closely with them.

Additionally, as it reduces information asymmetry when firms want formal continuance and 
emotive commitment, training that focuses on interpersonal, problem-solving, and technical 
abilities is essential for performance and a competitive economy. As a result, managing the formal 
provision of problem solving and technical expertise has the potential to improve firms’ operational 
capacities (Anser et al., 2021). Therefore, small businesses should place a high priority on devel
oping their employees’ problem-solving and technical skills in order to help them make decisions 
and improve their chances of success. On the other hand, Ethiopia Industrial Park’s textile 
industries should think about skill-based training to boost employee capacity and enhance reten
tion and commitment. In order to improve both their performance and dedication, legislators 
should think about enacting laws that support interpersonal, problem-solving, and technical skills.

6. Limitations and recommendations for next studies
In order to analyze the impact of internal resources on the performance of the textile industry, this 
study solely employs commitment and training skills; other forms of resources may not apply. 
Additionally, the study only included information from workers and managers in Ethiopia’s textile 
industry, which restricts the applicability of the findings to other textile sectors in Industrial Park.

Future research can examine the effects of different human resource practices on performance 
and conduct research in various Ethiopian regions to consider how demographic characteristics, 
social ties, employee perceptions, and decision-making styles can influence employee behaviors, 
tactical choices, and performance in order to address the limitations of the current study (Adenutsi 
& Whajah, 2023). Researchers may also conduct longitudinal studies to examine the relationship 
between training and textile industry performance.
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