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    Abstract 

An ever rapidly changing business environment therefore demands for a lifelong learning as an 

essential coping strategy. The success of any organization is reflected by its performance, which 

is in turn highly dependent upon the capacity of its human power to analyze, adapt, initiate, and 

manage changes. The main objective of the study is to investigate the role of training and 

development on employees’ performance. The research used the research deign descriptive type. 

The simple random sampling (SRS) technique was employed and the sample sizes of the study 

were 282. The data was collected through employees’ perception was analyzed qualitatively, 

Having transcribed all the views from the employees’ perception and organizing thematically 

and depending on the research questions of the study.  The study was being based on the 

collection of both primary and secondary data. The data collected included both qualitative and 

quantitative data types. The study concluded that training and development has a very strong 

significant role on Employee's Performance. Top managers of the firm were recommended to 

look in to the training and development practice including training and development program 

and delivery method. 

KEY WORDS: training and development, development, ACSI,
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

An actually quickly changing business climate accordingly requests for a deep rooted learning as 

a fundamental adapting methodology. Business conditions change every once in a while which 

calls for ceaseless overhauling of worker abilities and capacities to enhance their work execution, 

development and the capacity to adjust to the quickly changing monetary conditions for the 

association to stay serious. 

According to (Sultana, et al., 2012), the principle thought of human asset the board is to examine 

and improve the proficient humble returns in this period of the globalization. One significant 

territory of the Human Resource Management is preparing. Preparing is a vital piece of the 

human asset advancement movement of human asset the executives practice. Hardly any 

individuals these days would contend against the significance of preparing as a significant 

impact on the achievement of an association. To support financial development and viable 

execution, it is essential to upgrade the commitment of representatives to the points and 

objectives of the associations. (Amin, 2013) There are various methods of characterizing the 

term preparing. It very well might be characterized as a methodical advancement of the 

information, abilities and conduct needed by representatives to do satisfactorily on affirmed 

errand or work (Shaheen, 2013) or essentially discovering that is given to improve execution on 

the current work. Then again (Elnaga, 2013) characterize representative preparing as projects 

that furnish laborers with data, new abilities, or expert advancement openings. It can happen 

from multiple points of view, at work or off the work; in the association or outside association. 

Notwithstanding the view, the term preparing draws components of procuring new information 

to help oversee both current and future circumstances.  

Many specialists investigated the job of preparing and its impact on execution, and connection 

among preparing and improvement by the talking about of the part of preparing and its impact on 

accomplishing the planned objectives. Discovered that preparation positively affect hierarchical 

execution. Moved toward the role of preparing on representatives from a scientific viewpoint; the 
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investigation closed that the preparing attempts to refine the effectiveness of the presentation of 

workers just as increment the expert connection between the learner and the preparation leads in 

the program. (Imran A. E., 2013) expressed that the preparation programs is the energizer that 

specialists need to build up their abilities and execution; that thusly improves the association 

efficiency. Exhibited the significance of preparing for the two workers just as the executives to 

assist with making a typical language between them while applying what is realized in the 

preparation, all things considered.  

(Evans, 2002)Organizations are confronting expanded rivalry because of globalization, changes 

in innovation, political and monetary conditions and in this way provoking these associations to 

prepare their workers as one of the approaches to set them up to conform to the builds above and 

consequently improve their exhibition. It is critical to not disregard the overall proof on 

development of information in the business corporate world in the most recent decade. This 

development has not exclusively been achieved by enhancements in innovation nor a mix of 

components of creation however expanded endeavors towards improvement of authoritative HR. 

It is, hence, in each association obligation to upgrade the work execution of the representatives 

and surely usage of preparing and advancement is one of the significant advances that most 

organizations need to accomplish this. As is clear that workers are an essential asset, it is 

imperative to upgrade the commitment of representatives to the organization points and 

objectives as a method for supporting compelling execution. This accordingly calls for 

administrators to guarantee a satisfactory stockpile of staff that is in fact and socially capable and 

equipped for vocation improvement into expert divisions or the board positions (Afshan, 2012).  

According to (Nelson, 2012), training and development has the huge influence in hierarchical 

turn of events, by enacting the exhibition and afterward expanding the efficiency of the 

association. Preparing decidedly influences representative's presentation through producing 

benefits the workers, the association, and any connected partner; the specialists execution is 

created by the advancement of abilities, information, capacities, conduct and skills. (Onyango. J., 

2014) explain the advantages of preparing as it improves resolve of representatives, employer 

stability and occupation fulfillment, preparing expands the exhibition level of the associations. 

The nature of the way toward preparing should be improved to result by giving better execution 

of the representatives (Farooq, 2011). There are numerous definitions for preparing that are 
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connected to the exhibition, (McClelland, 2002) expressed that "Preparation is a cycle of 

developing certainty of representatives at working environment regarding better execution", as 

per (Barmely, 2003). "Preparing is an interaction which is wanted to encourage realizing so that 

individuals can turn out to be more powerful in completing parts of their work." Training and 

development is an orderly cycle, (Pilbeam, 2002) clarified the four significant phases of the 

preparation cycle: 

1. Identifying Training and development Needs  

2. Plan and Design Training and development  

3. Delivering Training and development  

4. Evaluating Training and development Outcomes.  

The point of any preparation program is to use the presentation of the association. Building up 

the target of the preparation program dependent on the preparation needs is the establishment of 

the preparation interaction; arranging and configuration is, in results, in view of the necessities of 

the particular work.  

As indicated by (Afshan, 2012) characterize execution as the accomplishment of explicit 

assignments estimated against foreordained or recognized principles of precision, fulfillment, 

cost and speed. Representative execution can be showed in progress underway, ease in utilizing 

the new innovation, profoundly energetic laborers.  

Agricultural nations face a few difficulties, contrasted with created nations, in planning preparing 

norms and related execution appraisal frameworks. Non-industrial nations need to choose 

choices that are suitable for neighborhood conditions and that mirror the accessibility of assets to 

support the frameworks.  

Media communications administration was presented in Ethiopia by Emperor Menelik II in 1894 

when the development of the phone line from Harar to the capital city, Addis Ababa, was started. 

As a continuation of the 2005/06 – 2009/10 five-year plan and in the wake of focusing its 

endeavors on training and development, wellbeing and agribusiness, the Ethiopian government 

has chosen to zero in on the improvement of media transmission administrations, thinking about 

them as a vital switch in the advancement of Ethiopia. Amhara Credit and Saving Institution is 

conceived, on 29th November 2010, from this desire of supporting the consistent development of 
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our country, inside the Growth and Transformation Plan (GTP), with aspiring targets for the year 

2015. The Ethiopian government has chosen to change the telecom framework and 

administrations to a-list standard, thinking about them as a vital switch in the advancement of 

Ethiopia. Accordingly, Amhara Credit and Saving Institution are conceived from this aspiration 

to achieve a change in perspective in the advancement of the telecom area to help the consistent 

development of our country. (Amhara Credit and Saving Institution official website) 

1.2 Statement of the Problem 

The accomplishment of any association is reflected by its exhibition which is thusly 

exceptionally subordinate upon the limit of its human ability to investigate, adjust, start, and 

oversee changes. In this time of forceful rivalry, what an association requires isn't simply 

outlining the correct change techniques yet in addition dealing with the equivalent. The impacts 

of preparing consequently be reflected as far as capacitating administration conveyance, 

guaranteeing powerful Currently, at public level, Ethiopia is giving due consideration and putting 

on Training and development to support ceaseless improvement programs. In particular, in 

quickly changing and developing world, interfacing individuals to the world is a significant 

accomplishment to the new advancements (GTP 2, 2015).  

(NeelamTahir, 2014)The impression of workers on preparing in mix with a satisfactory and 

powerful preparing program incredibly affects the accomplishment of any preparation completed 

in an association. In the event that workers get satisfactory and compelling preparing, this will 

emphatically affect the representatives' profitability. Viable preparing programs are pointed 

toward improving the workers' exhibition. Preparing alludes to overcoming any barrier between 

the current presentation and the standard wanted execution. Preparing programs build up 

representatives' presentation, yet additionally assist an association with utilizing its HR for 

acquiring authoritative preferred position. Preparing programs must be planned cautiously if the 

expected objectives are to be accomplished and assessed. In planning the preparation program, 

issues like examination of preparing needs, preparing content, choice of mentors, students, the 

preparation offices and climate and preparing strategies ought to be given genuine consideration 

for the learning cycle to be compelling and fruitful. Assessment of the preparation program 

likewise should be done to get criticism for additional improvement in planning preparing 
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programs. In this manner, it would appear to be obligatory by any association to anticipate such a 

preparation program for its representatives to improve a vocation life additionally upgrade their 

capacities and abilities that are required at the working environment. 

Worker preparing is right now apparent as a viable methods for accomplishing effective global 

intensity around the planet. Amhara Credit and Saving Institution is one of such association that 

has been taking an interest in preparing for an extensive stretch of time. In any case, for a 

specific condition apparently preparing program in Amhara Credit and Saving Institution is 

unscheduled. So this investigation will contribute in limiting this hole in the writing and 

subsequently set up the premise to comprehension of certain parts of human asset the executives 

as a rule and preparing in especially in the organization. 

1.3 Objective of the Study 

1.3.1 General Objective 

The main objective of the study is to investigate the role of training and development on 

employees‟ performance.  

1.3.2 Specific Objective 

As the general objective is mentioned above the specific objectives of the study are forwarded 

below: 

1. To survey the training and development program & delivery methods offered by Amhara 

Credit and Saving Institution. 

2. To investigate the role of training and development program on employees performance. 

3. To analyze the role of delivery method program on employees performance. 
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1.4 Significance of the Study 

The examination manages the act of preparing on distinguishing its impact on worker execution. 

It will help the administration of the Amhara Credit and Saving Institution Officials to focus on 

factors that will have huge role on not exclusively representative's exhibition yet additionally 

organization's presentation. Also, the after role of the investigation will fill in as an Input for the 

associations to reconsider the amount they were successful from the past preparing use that 

utilized by the associations towards improving the exhibition of the labor force to make a 

remedial move for what's to come. Consequently, the examination will have significant 

ramifications, as it will help Amhara Credit and Saving Institution and other Public association 

to work on preparing to upgrade their worker's exhibition. It is likewise expected that the 

consequence of the examination will help for top administration of the Amhara Credit and 

Saving Institution to settle on legitimate choices corresponding to preparing. 

1.5 Organization of the Research 

The examination involves five primary sections. Part one is dedicated to the overall presentation 

covering the foundation of the investigation, the assertion of the issue, the targets, importance, 

degree, limits and how the exploration was coordinated. Section two is essentially worried about 

the audit of related written works and gives an itemized clarification on the issue. Section three 

gives the procedure that was applied to accomplish the examination targets including essential 

information and strategy for investigation. Section four covers the investigation and introduction 

of information, while part five examines the rundown of discoveries, end and suggestions. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter examines previous literature related to the relationship between training and 

development and development, and employee performance on employee of Amhara Credit and 

Saving Institution. It reviews the past studies that help the researcher to understand and identify 

the problem being studied more appropriately. 

2.2 Theoretical Review 

2.2.1 Training and development 

Different authors have defined the term training and development using their own words though 

they have used different wordings, all definition convey the same meaning. Some of the 

definitions by some of the writers are:- 

(Smit, 2003) Defined training and development addresses gaps or discrepancies between an ideal 

and an optimal stage of development. However, from a comparison between desired and actual 

work methods or between desired and actual results, needs arise on the job.  

According to Mathis and Jackson (2008), training and development is the process whereby 

people acquire capabilities to perform jobs. The focus of training and development is the job or 

task for example, the need to have efficiency and safety in the operation of particular machines 

or equipment, or the need for an effective sales force to mention but a few. 

Training and development programs not only develops employees but also help an organization 

to make best use of their human resources in favor of gaining competitive advantage. Therefore, 

it seems mandatory by the firm to plan for such training and development programs for its 

employees to enhance their abilities and competencies that are needed at the workplace. 

Effective training and development and development programs aimed at improving the 

employees‟ performance. Training and development refers to bridging the gap between the 
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current performance and the standard desired performance. Training and development could be 

given through different methods such as on the coaching and mentoring, peers cooperation and 

participation by the subordinates. This teamwork enables employees to actively participate on 

the job and produces better performance, hence improving organizational performance. 

2.2.2 The Importance of Training and development 

(Anonymous, 1998) define as training and development is important and an imperative tool for 

the organization to revamp the performance of all the personnel for organizational growth and 

success. It is beneficial to both employers and employees of an organization. An employee will 

become more efficient and productive if he is trained well. Firms can develop and enhance the 

quality of the current employees by providing comprehensive training and development and 

development. Training and development is essential not only to increase productivity but also to 

motivate and inspire workers by letting them know how important their jobs are and giving them 

all the information, they need to perform those jobs. The general benefits received from 

employee training and development are increased job satisfaction and morale, increased 

motivation, increased efficiencies in processes, resulting in financial gain, increased capacity to 

adopt new technologies and methods, increased innovation in strategies and products and 

reduced employee turnover. 

2.2.3 Training and development Design 

(Nadler, 1984)Once training and development has been designed, the most important decisions 

to make are how the training and development will be delivered.  as cited in (Nassazi, 2013) 

noted that all the human resource development activities are meant to either improve 

performance on the present job of the individual, train new skills for new job or new position in 

the future and general growth for both Individuals and organization do as to able to meet 

organization‟s current and future objectives.  

Training and development methods vary greatly, so it is essential to get the right combination to 

ensure the highest possible rate of learning and the subsequent rerun on investment. 

Organizations should identify the training and development method that best fits their 

employees‟ learning styles, be flexible enough to allow for changes when needed, and ensure 

that the training and development can be transferred into everyday job skills.  
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(Mathis & Jackson, 2011) explained training and development design considers the learner 

characteristics, instructional strategies, and how best to get the training and development from 

class to the job (training and development transfer) in order to produce learning.  

2.2.4 Training and development Delivery  

(Goldstein & Ford, 2007) explained once training and development needs have been identified 

using the various analyses, and then training and development objectives and priorities must be 

established. All collecting data will use to compile a gap analysis, which identifies the distance 

between where an organization is with its employee capabilities and where it needs to be. 

Training and development design is the process of developing a plan of instruction for each 

training and development program to be offered to meet training and development objective. 

(Randy, 2002)Explains the most important issue to be inculcated in the design phase is that 

training and developments and developments should have explicit objective before they are 

delivered. After the design stage is completed the next step will be implementation. 

(Nadler, 1984) Noted that all the human resource development activities are meant to either 

improve performance on the present job of the individual, train new skills for new job or new 

position in the future and general growth for both individuals and organization so as to be able to 

meet organization‟s current and future objectives. There are broadly two different methods that 

organizations may choose from for training and development and developing skills of its 

employees. These are on-the-job training and development given to organizational employees 

while conducting their regular work at the same working venues and off-the-job training and 

development involves taking employees away from their usual work environments and therefore 

all concentration is left out to the training and development. Examples of the on-the-job training 

and development include but are not limited to job rotations and transfers, coaching and/or 

mentoring. On the other hand, off-the-job training and development examples include 

conferences, role playing, and many more as explained below in detail. (Armstrong, 1998) 

Argues that on-the-job training and development may consist of teaching or coaching by more 

experienced people or trainers at the desk or at the bench. Different organizations are motivated 

to take on different training and development methods for a number of reasons for example; (1) 

depending on the organization‟s strategy, goals and resources available, (2) depending on the 
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needs identified at the time, and (3) the target group to be trained which may include among 

others individual workers, groups, teams, department or the entire organization. 

2.2.5 Employee performance 

According to (Aiman, 2015) the performance on part of the workforce is the driving force behind 

the survival of any business firm. Further, well performing employees contribute to the 

efficiency and success of the organization. Aiman also described employee performance as “the 

set of employee behavior, results, and outcomes that come after completing the job tasks using 

certain competencies and that are measured through different metrics constitute employee 

performance.”  

As sited on (Aiman, 2015) two types or dimensions of performance are being given. These are 

tasks dimension of Performance (includes all those work activities that allow the completion of 

tasks in a job) and Contextual Dimension of Performance (includes all those behaviors that make 

an employee act responsibly toward the organization).On the other hand KPIs, performance 

reviews and appraisals help employees know how they have been doing and what further 

development or training and development they need to do to improve.  

According to Hawthorne studies and many other researches works on productivity of worker 

highlighted the fact that employees who are satisfied with their job will have higher job 

performance, and thus supreme job retention, than those who are not happy with their jobs. 

Moreover, it is stated that employees are more likely to turnover if they are not satisfied and 

hence demotivated to show good performance. Employee performance is higher in happy and 

satisfied workers and the management find it easy to motivate high performers to attain firm 

targets. (Kinicki, 2007). The employee could be only satisfied when they feel themselves 

competent to perform their jobs, which is achieved through better training and development 

programs. 

Afshan et al. (2012) define performance as the achievement of specific tasks measured against 

predetermined or identified standards of accuracy, completeness, cost and speed. Employee 

performance can be manifested in improvement in production, easiness in using the new 

technology, highly motivated workers. Employee's performance is important for the company to 
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make every effort to help low performers. Performance is classified into five elements: Planning, 

monitoring, developing, rating and rewarding. In the planning stage, Planning means setting 

goals, developing strategies, and outlining tasks and schedules to accomplish the goals. 

Monitoring is the phase in which the goals are looked at to see how well one is doing to meet 

them. Monitoring means continuously measuring performance and providing ongoing feedback 

to employees and work groups on their progress toward reaching their goals. Ongoing 

monitoring provides the opportunity to check how well employees are meeting predetermined 

standards and to make changes to unrealistic or problematic standards. During the developing 

stage an employee is supposed to improve any poor performance that has been seen during the 

time frame one has been working at the company. During planning and monitoring of work, 

deficiencies in performance become evident and can be addressed. 

(Bartel, 1994), reports that there is a positive correlation between training and development 

program and employee productivity, however to make it possible, (Swart, 2005), it is the 

responsibility of the managers to identify the factors that hinders training and development 

program should take necessary measures to neutralize their role on employee performance. In 

addition, (Ahmad and Bakar, 2003), concluded that high level of employee commitment is 

achieved if training and development achieve learning outcomes and improves the performance, 

both on individual and organizational level. These findings are also consistent with the results of 

(Kim, 2006) research work. 

As the literature suggests, the nature of the training and development in the public sector has 

changed over the recent decades. Traditionally, training and development is considered as job-

focused, limited to the technical skills and abilities needed by public employees to perform 

specific tasks. As such, it was differentiated from education, which is considered as broader in 

scope, more oriented toward a range of future jobs and generally provided by institutions of 

higher learning. Traditionally, individuals obtained their education first and subsequently 

received training and development in the work environment.  
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2.2.6 Types of Training and development 

There  are  two  broad  types  of  training and development  available  to  the  businesses:  on-the-

job  and  off-the-job techniques. Individual circumstances and the “who,” “what” and “why” of 

your training and development program determine which method to use (Armstrong, 2006). 

On-the-job Training and development 

On-the-job training and development is one way in which an employer may invest in human 

capital needed for strategic advantage. Such investments may be made by structuring a job so 

that employees learn while they work. For example, employees‟ skills may be increased by 

learning how to perform new tasks or operate new equipment. Employers may structure jobs so 

that these skills may be learned from other employees. They may also give employees time to 

learn new procedures or how to operate new equipment through self-instruction, such as by 

reading technical manuals, or by learning new software through self-instruction. Employers may 

also absorb the costs of lower productivity while workers lacking relevant skills learn through 

interaction with skilled employees or through trial-and-error processes.  

On-the-job training and development is delivered to employees while they perform their regular 

jobs. In this way, they do not lose time while they are learning. After a plan is developed for 

what should be taught, employees should be informed of the details. A time-table should be 

established with periodic evaluations to inform employees about their progress. On-the-job 

techniques include orientations, job instruction training and development, apprenticeships, 

internships and assistantships, job rotation and coaching.  

According to Michael Armstrong (2010), Managers have a vital role in helping their people to 

learn and develop. Most learning takes place on the job but it will be more effective if managers 

provide the coaching, guidance and support people need. 

Induction/ Orientation 

Induction/orientations is carried out for new entrants on the job to make them familiar with the 

total corporate requirements like norms, ethics, values, rules and regulations (Armstrong, 2010). 

Orientation formats are unique to each firm.  However,  almost  all  emphasize  these  areas,  the 
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employment situation (job, department, and company), company policies and rules, 

compensation and benefits, corporate culture, team membership, employee development and 

dealing with change and socialization (Nelson, 2012).  

The  first  several  days  on  the  job  are  crucial  in  the  success  of  new  employees.  This point 

is illustrated by the fact that sixty per cent of all employees who quit do so in the first ten days 

(Armstrong, 2010). According to Armstrong (2010), orientation training and development should 

emphasize on the company‟s mission, the key members of the organization, the departments and 

how the department helps fulfill the mission of the company. 

This  involves  getting  new  employees  familiarized  and  trained  on  the  new  job  within  an 

organization. During this process, they are exposed to different undertakings for example, the 

nature of their new work, how to take on their identified tasks and responsibilities and what is 

generally expected of the employees by the organization.  They are further given a general 

overview of the organizational working environment including for example, working systems, 

technology, and office layout, briefed about the existing organizational culture, health and safety 

issues, working conditions, processes and procedures (Aidah, 2013). 

In-job Rotation 

In job rotation, employees move from one job to another to broaden their experience. This 

breadth of knowledge is often needed for performing higher level tasks. Rotational training and 

development programs help new employees understand the variety of jobs and their 

interrelationships. Job rotation has much potential as a training and development method, but it 

also has some potential problems. The new hires may have such  short  assignments  that  they  

feel  more  like  visitors  in  the  department  that  a  part  of  the workforce. Because they often 

do not develop a high level of proficiency, the new hires can lower the overall productivity of the 

work group. In addition, employees who observe or have to work with  an  individual  rotation  

through  their  department  may  resent  having  to  help  a  fast  track employee who may in time 

become their boss (Noe, 1999). 

Job  rotation  and  transfers  as  a  way  of  developing  employee  skills  within organization 

involves movements of employees from one official responsibility to another for example taking 
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on higher rank position within the organization, and one branch of the organization to another. 

For transfers for example, it could involve movement of employees from one country to another. 

These rotations and transfers facilitate employees acquire knowledge of the different operations 

within the organization together with the differences existing in different countries where the 

organization operates. 

Off-the-job Training and development 

Off-the-job  training and development  techniques  include  lectures,  television  conferences  or  

discussions,  case studies, role playing, simulation, group exercise, and laboratory training and 

development. Most of these techniques can be used by small businesses although, some may be 

too costly. On- the-job training and development has also been argued to be the most useful but 

equally the most abused and most unsuccessful method of training and development. 

Mivta (2004) stated that human resource is the very important and the back bone of every 

organization as it is the main resource of the organization. So organizations invest huge amount 

on the human resource capital because the performance of human resource will ultimately 

increase the performance of the organization. Performance is a major multidimensional construct 

aimed to achieve results and has a strong link to strategic goals of an organization. As the Mivta 

Explains that performance is the key element to achieve the goals of the organization so to 

performance increase the effectiveness and efficiency of the organization which is helpful for the 

achievement of the organizational goals. But the question arise that how an employee can work 

more effectively and efficiently to increase the growth and the productivity of an organization. 

There are many factors which improves the work of employees such as flexible scheduling, 

training etc.  

Training programs not only develops employees but also help an organization to make best use 

of their human resources in favor of gaining competitive advantage. Therefore, it seems 

mandatory by the firm to plan for such a training programs and its employees to enhance their 

abilities and competencies that are needed at the workplace, (Jie and Roger, 2005).  
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Training not only develops the capabilities of the employee but sharpen their thinking ability and 

creativity in order to take better decision in time and in more productive manner (David, 2006). 

Moreover it also enables employees to deal with the customer in an effective manner and 

respond to their complaints in timely manner (Hollenbeck, Derue and Guzzo, 2004).  

Training develops self-efficacy and results in superior performance on job (Svenja, 2007), by 

replacing the traditional weak practices by efficient and effective work related practices 

(Kathiravan, Devadason and Zakkeer, 2006).  

 2.3. Benefits of Training   

The best way to answer the question why organizations should train people is to answer the 

question what will happen if they are not well trained. Training becomes important if there are 

deficiencies that should be addressed through training, or if there are changes in the organization 

which have to be put in place by having well trained employees. Training is required id there is a 

change in technology, working conditions, products, inadequate performance, and shortage of 

staff. Training has many advantages for the individual, the department and the organization 

because it is expected to provide a skilled pool of human resources, improvement of existing 

skills, and increase in knowledge and experience of employees, improve employees‟ motivation, 

job performance, customer service, and personal growth and opportunity for career development. 

(Itika, 2011)  

The main purpose of training is to acquire and improve knowledge, skills and attitudes towards 

work related tasks. It is one of the most important potential motivators which can lead to both 

short-term and long-term benefits for individuals and organizations. (Nassazi, 2013)  

There are so many benefits associated with training. (Cole, 2002) Summarize these benefits as 

below:  

1) High Moral – employees how receive training have increased confidence and motivations;  

2) Low cost of production – training eliminates risks because trained personnel are able to make 

better and economic use of material and equipment thereby reducing and avoiding waste:  
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3) Lower turnover – training brings a sense of security at the workplace which in turn reduces 

labor turnover and absenteeism is avoided;  

4) Change management – training helps to manage change by increasing the understanding and       

involvement of employees in the change process and also provide the skills and abilities needed 

to adjust to new situations; 

5) Provide recognition, enhanced responsibility and the possibility of increased pay and 

promotion;  

6) Help to improve the availability and quality of staff.  

2.4. Types of Training   

Dubois and Rothwell, (Dubois & Rothwell, 2004) in their book states that there are various types 

of training. These are:-  

 Remedial Training: – helps people meet the basic screening or entry-level requirements 

for a job. 

 Orientation Training: – helps to socialize individuals into a corporate culture.  

 Qualifying training: - assists individuals with meeting basic performance expectations 

and thus increased their productivity.  

 Second-chance training: - is provided to those who may be transferred or terminated 

because they are not meeting organizational work standards.  

 Cross Training: - is for people who are trying to master new jobs or job skills. Retain-

ing provides upgrading to keep skills current as technological or organizational condi-

tions change.  

 Outplacement training: - prepares individuals for departure from an organization in the 

wake of retirement, or organizational staffing changes.  

 There are also other types of training, namely:-  

 Skill training: - Focus on job knowledge and skill for: Instructing new hires, overcom-

ing performance deficits of the workforce.   
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 Retraining: - Maintaining worker knowledge and skill as job requirements change due 

to: Technological innovation and Organizational restructuring.  

 Cross-Functional training: - Training employees to perform a wider variety of tasks in 

order to gain. Flexibility in work scheduling, Improved coordination.    

 Team Training: - Training self-directed teams with regard to: Management skills, Co-

ordination skills and cross-functional skills.   

 Creativity Training: - Using innovative learning techniques to enhance employee abil-

ity to spawn new ideas and new approaches. 

 Literacy Training: - Improving basic skills of the workforce such as mathematics, read-

ing, writing, and effective employee behaviors such as punctuality, responsibility, coop-

eration, etc.  

  Customer Service Training: - Training to improve communication, better response to 

customer needs and ways to enhance customer satisfaction. 

2.5. Training Design   

Once training needs have been identified using the various analysis, and then training objectives 

and priorities must be established. All of the gathered data is used to compile a gap analysis, 

which identifies the distance between where an organization is with its employee capabilities and 

where it needs to be. Training design is the process of developing a plan of instruction for each 

training program to be offered to meet training objective (Goldstein & Ford, 2007). Training 

design process refers to a systematic approach for developing training programs. Training design 

process should be systematic yet flexible enough to adapt to business needs (Noe, HollenBeck, 

Gerhart, & wright, 2008). Whether job-specific or broader in nature, training must be designed to 

address the specific objectives. Training objectives are set to close the gap. The success of 

training should be measured in terms of the objectives set. Useful objectives are measurable. 

This objective serves as a check on internationalization, or whether the person really learned. 

Objectives of training can be set in any area by using one of the following four dimensions: such 

as Quality, Quantity, Timeliness, and Cost savings as a result of training (Sishan Solomon, 

2014). Effective training design considers the learner characteristics, instructional strategies, and 

how best to get the training from class to the job (training transfer) in order to produce learning. 

(Mathis & Jackson, 2011) 
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2.6. Training Delivery  

Once training has been designed, the most important decisions to make are how the training will 

be delivered. Nadler, 1984 as cited in Nassazi, 2013 noted that all the human resource 

development activities are meant to either improve performance on the present job of the 

individual, train new skills for new job or new position in the future and general growth for both 

individuals and organization do as to able to meet organization‟s current and future objectives. 

Training methods vary greatly, so it is essential to get the right combination to ensure the highest 

possible rate of learning and the subsequent rerun on investment. Organizations should identify 

the training method that best fits their employees‟ learning styles, be flexible enough to allow for 

changes when needed, and ensure that the training can be transferred into everyday job skills.   

Regardless of the method used, ensuring that training is effective the primary goal. (Gilley, 

Gilley, Quatro, & Dixton, 2009) HRM needs to determine which training methods are the most 

appropriate for the skill and the employee. It may be necessary to combine several methods 

(Decenzo & Robbins, 2010). 

2.6.1. Methods of training   

1. On-the-job training Methods:  

According to Greer (2003) under these methods new or inexperienced employees learn through 

observing peers or managers performing the job and trying to imitate their behavior. These 

methods do not cost much and are less disruptive as employees are always on the job, training is 

given on the same machines and experience would be on already approved standards, and above 

all the trainee is learning while earning.   

Some of the commonly used methods are:  

1. Coaching:  Coaching is a one-to-one training. It helps in quickly identifying the weak areas 

and tries to focus on them. It also offers the benefit of transferring theory learning to practice. 

The biggest problem is that it perpetrates the existing practices and styles (Dessler & Varkkey, 

2010).  
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2. Mentoring:  The focus in this training is on the development of attitude. It is used for 

managerial employees. Mentoring is always done by a senior inside person. It is also one-to- one 

interaction, like coaching (Dessler & Varkkey, 2010).  

3. Job Rotation:  In which an employee moves from job to job at planned interval to broaden 

their understanding of all parts of the business and to test their abilities (Dessler & Varkkey, 

2010) 

4. Apprenticeship:  Is a process by which people become skilled workers, usually through a 

combination of formal learning and long term on the job training (Dessler & Varkkey, 2010)  

2. Off-the-job Training Methods  

Off-the-job training methods are conducted in separate from the job environment, study material 

is supplied, there is full concentration on learning rather than performing, and there is freedom of 

expression (Geer, 2003). Important methods include: 

Types of off the job training  

1. Classroom Lectures and Seminars: - Traditional forms of instruction revolve around formal 

lecture courses and seminars. These help individuals acquire knowledge and develop their 

conceptual and analytical abilities. Many Organizations offer these inhouse, through outside 

vendors, or both. (Decenzo & Robbins, 2010)  

2. Simulated training (Vestibule training):- is a method in which trainees learn on the actual or 

simulated equipment they will use on the job, but are actually trained off the job. It is necessary 

when it‟s too costly or dangerous to train employees‟ on the job. (Dessler & Varkkey, 2010)  

3. Multimedia Learning: - can demonstrate technical skills not easily presented by other 

training methods. This may include videos and DVDs that may be offered online. (Decenzo & 

Robbins, 2010) 
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2.7. Training and Development Process   

The typical first step in designing any training program would be identification of training needs 

(Goldstein and Ford, 2002). This step normally includes analysis of tasks and personnel so that 

gaps would be determined through an analysis of organizational needs. Following needs 

assessment, it is important to specify objectives of training (Reed and Vakola 2006). The overall 

purpose of training is to increase organizational effectiveness through increased productivity, 

improved quality, better human resource planning, higher morale, better health and safety, 

prevention of obsolescence and enhanced personal growth. The third typical step is 

organizational set-up for training (Salas et al., 2006). In this step, organization is to decide if it 

will have its own training center or to outsource training. Away from typical debate about 

advantages and disadvantages of both methods, organizations need to take into considerations 

the support of the top management to, amount of investment, volume, continuity, flexibility and 

privacy desired in a training program (Tannenbaum, 2002):   

2.8. Reasons for Carrying out Training and Development  

Employers do not regularly consider the feelings of their employees regarding skills 

development. Accordingly, Frost, Vos and Dreyer (2003:147) claim that the traditional business 

organization is closely modeled on the military style of management, probably because armies 

are the largest and almost certainly the oldest human organizations. In response to this, Katcher 

and Snyder (2003:90) identify some of the reasons why employers need their employees to 

continuously learn new skills:  

I) Capital improvement: Organizations tend to spend millions of rands on upgrading their 

plants and equipment, yet little on upgrading their human capital. Employees are an asset to the 

organization but employers are more concerned about reaching deadlines and profit 

maximization rather than employees skills development, without which employee performance 

could be hampered. Although the organization still achieves productivity, the focus should also 

be on the dedication, commitment and loyalty of employees. If employees do not receive 

ongoing training, up-to-date equipment will not be used optimally.  
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II) Morale improvement. Employees who continuously upgrade their job skills will also 

improve their productivity. Developing employee skills not only plays a role in the workplace, 

but in the external world as well. It contributes to the full personal development of each 

employee and the socio-economic development of the nation at large; therefore, happy 

employees may be productive, but more productive employees are happier. 

III) Ability to adapt to change. The more skilled the workforce is, the easier it will be for the 

entire organization to adapt to changes that may arise in the domestic and global market place in 

the demand of its products and services. Sometimes employees are reluctant to adapt to change 

because of the uncertainty involved.                            

Armstrong (2006) summarizes that human resources development empowers employees of 

organization to increase their contribution to its success while enabling them to build their skills 

and capabilities simultaneously. Lastly, Training is also important in the health and safety at 

workplaces because professional employees are very familiar with dangers related to their work 

and therefore makes possible efforts to limit those dangers. 

2.9. Employee performance 

Employee performance is normally looked at in terms of outcomes. However, it can also be 

looked at in terms of behavior (Armstrong 2000). Kenney et al. (1992) stated that employee's 

performance is measured against the performance standards set by the organization. There are a 

number of measures that can be taken into consideration when measuring performance for 

example using of productivity, efficiency, effectiveness, quality and profitability measures 

(Ahuja 1992) as briefly explained hereafter. Profitability is the ability to earn profits consistently 

over a period of time. It is expressed as the ratio of gross profit to sales or return on capital 

employed (Wood & Stangster 2002). Efficiency and effectiveness - efficiency is the ability to 

produce the desired outcomes by using as minimal resources as possible while effectiveness is 

the ability of employees to meet the desired objectives or target (Stoner 1996). Productivity is 

expressed as a ratio of output to that of input (Stoner, Freeman and Gilbert Jr 1995). It is a 

measure of how the individual, organization and industry converts input resources into goods and 

services. The measure of how much output is produced per unit of resources employed (Lipsey 

1989). Quality is the characteristic of products or services that bear an ability to satisfy the stated 
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or implied needs (Kotler & Armstrong 2002). It is increasingly achieving better products and 

services at a progressively more competitive price (Stoner 1996). 

2.10. The relationship between Training and employees performance  

Most of the previous studies provide the evidence that there is a strong positive relationship 

between human resource management practices and organizational performance. (Purcell et al, 

2003). According to Guest (1997) mentioned in his study that training and development 

programs , as one of the vital human resource management practice, positively affects the quality 

of the workers knowledge, skills and capability and thus results in higher employee performance 

on job. This relation ultimately contributes to supreme organizational performance. The result of 

Farooq. M & Aslam. M. K (2011) study depicts the positive correlation between training and 

employee performance as r=.233. Thus, we can predict from this finding that it is not possible for 

the firm to gain higher returns without best utilization of its human resource, and it can only 

happen when firm is able to meet its employee‟s job related needs in timely fashion. Training is 

the only ways of identifying the deprived need of employees and then building their required 

competence level so that they may perform well to achieve organizational goals. Moreover, the 

result of the study of Sultana.  A, et.al. (2012), conducted in telecom sector of Pakistan, states the 

R² as .501 which means that 50.1% of variation in employee performance is brought by training 

programs. Further, the T-value was 8.58 that explain training is good predictor of employee 

performance. As depicted by the work of Harrison (2000), learning through training influence 

the organizational performance by greater employee performance, and is said to be a key factor 

in the achievement of corporate goals. However, implementing training programs as a solution to 

covering performance issues such as filling the gap between the standard and the actual 

performance is an effective way of improving employee performance (Swart et al., 2005).  

 According to Swart et al., (2005), bridging the performance gap refers to implementing a 

relevant training intervention for the sake of developing particular skills and abilities of the 

workers and enhancing employee performance. He further elaborate the concept by stating that 

training facilitate organization to recognize that its workers are not performing well and a thus 

their knowledge, skills and attitudes needs to be molded according to the firm needs. There 

might be various reasons for poor performance of the employees such as workers may not feel 

motivated anymore to use their competencies, or may be not confident enough on their 
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capabilities, or they may be facing work- life conflict. All the above aspects must be considered 

by the firm while selecting most appropriate training intervention that helps organization to solve 

all problems and enhance employee motivational level to participate and meet firm expectations 

by showing desired performance. As mentioned by Swart et al.(2005) this employee superior 

performance occur only because of good quality training program that leads to employee 

motivation and their needs fulfillment.  

According to Wright and Geroy, (2001), employee competencies changes through effective 

training programs. It not only improves the overall performance of the employees to effectively 

perform the current job but also enhance the knowledge, skills an attitude of the workers 

necessary for the future job, thus contributing to superior organizational performance. Through 

training the employee competencies are developed and enable them to implement the job related 

work efficiently, and achieve firm objectives in a competitive manner.  

However, employee performance is also affected by some environmental factors such as 

corporate culture, organizational structure, job design, performance appraisal systems, power and 

politics prevailing in the firm and the group dynamics. If the above mentioned problems exist in 

the firm, employee performance decreases not due to lack of relevant knowledge, skills and 

attitude, but because of above mentioned hurdles. To make training effective and to ensure 

positive effect of training on employee performance these elements should be taken into 

consideration Wright and Geroy (2001). Besides, Eisenbergeret al. (1986) stated that workers 

feel more committed to the firm, when they feel organizational commitment towards them and 

thus show higher performance.   

 Bartel (1994), reports that there is a positive correlation between effective training program and 

employee productivity, however to make it possible, (Swart et al., 2005), it is the responsibility 

of the managers to identify the factors that hinders training program effectiveness and should 

take necessary measures to neutralize their effect on employee performance. In addition, Ahmad 

and Bakar (2003) concluded that high level of employee commitment is achieved if training 

achieves learning outcomes and improves the performance, both on individual and organizational 

level. These findings are also consistent with the results of Kim (2006) research work.  
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Generally, it can be debated that the effect of training program on employee outcomes such as 

motivation, job satisfaction and organizational commitment, did not received much attention so 

far. Rare work was done to test whether firms can affect their workers attitude, through proper 

training interventions. According to Lang (1992) training should be planned in such a way that it 

results in organizational commitment. On the other hand Gaertner and Nollen (1989) proposed 

that employees‟ commitment is a result of some human resource practices, that is, succession 

planning and promotions, career development and training opportunities. All these practices, 

when achieved results in greater employee performance. Moreover, Meyer and Smith (2000), 

investigate the link between Human Resource Management practices and organizational 

commitment, so as to discover the causes of effective employee performance..   

Although the above literature provides the evidences regarding the benefits of training and its 

positive influence on employee performance, Cheramieet al. (2007), argued that, management, 

mostly feel hesitant while investing in its human resource due to various reasons. Sometime, in 

spite of receiving effective and timely training programs, employee are intended to cash it for the 

sake of their own market value and employment opportunity , or willing to change job just 

because of higher salaries, and thus, firm investment in training results as a cost rather than 

profit. It is also observed that due to the resistance of the organization towards offering training, 

propels individuals to invest themselves for their career development and greater performance 

(Baruch, 2006).   

As mentioned by Arnoff (1971), training sessions accelerate the initiative ability and creativity of 

the workforce and facilitate to avoid human resource obsolescence that may occur because of 

demographic factors such as age, attitude or the inability to cope with the technological changes. 

Obisi (2001), reported that training is a systematic process of enhancing the knowledge, skills 

and attitude, hence leads to satisfactory performance by the employees at job. He further 

mentioned that the need and objectives of the training program should be identified before 

offering it to the employees.   

Scott, Clothier and Spriegel (1977) argued that training is the crux of better organizational 

management, as it makes employees more efficient and effective. They further elaborated that 

training practice is have a strong bond with all other human resource practices as (Mamoria, 
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1995), it enables employees to develop themselves within the firm and raise their market value in 

the market. Moreover, training supports to shape employees‟ job related behavior and facilitate 

them to participate for the success of the organization and ultimately firm gets higher return due 

to superior performance of its employees. Mamoria (1995), further mentioned that a well trained 

worker is able to make a best use of organizational resources along with minimum level of 

wastages. As stated by Ohabunwa (1999), when employees are well trained organization can 

delegate responsibility and authority to them with full confidence of ensuring organizational 

success. 

2.11. Factors affecting employee performance  

According to Anderson (2003), the following are the factors affecting employee performance in 

a business organization are experience, work-home balance, manager interaction and setting 

goals.  

Experience: hiring employees who do not have the proper background for the job is one of the 

things that start a performance downward spiral (Anderson, 2003). Company training should be 

used to enhance the employee's background. If an employee has undergone extensive training 

but is still experiencing performance issues, then the problem could be that the employee does 

not possess the necessary experience to do the job.  

Work–home balance: as much as an employer may not want to be affected by the personal life 

of his employees, personal problems can sometimes affect employee performance. Managers 

need to be sensitive to employees‟ personal problems, and be prepared to discuss the issues with 

employees when necessary. If an employee requires time off to deal with a personal problem, 

then granting that time off will help to show all employees that the company values them 

(Anderson, 2003). 

Manager interaction: if an employee does not get feedback from his/her manager, then he/she 

has no idea how to rate his/her performance. Managers should be trained to give positive and 

negative employee feedback. In negative situations, the manager should work with the employee 

to create a programme that will help address the performance shortcomings. It is easier for 
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employees to improve their performance when they know what they are doing right and what 

they are doing wrong (Anderson, 2003).  

Setting goals: to help employees improve their performance, employers need to set goals that 

employees are required to achieve. Performing to the minimum standards means the employee is 

doing his job, and that can help an employee understand what is expected of him at a minimum. 

It would also be helpful to create incentives that will give employees motivation to go beyond 

the set goals (Anderson, 2003). 

2.12. Job Satisfaction and Performance  

According to Lussier & Kimbal, (2009) job satisfaction is how content we are (or are not) with 

our jobs. The continuum ranges from high satisfaction (positive attitude) to low satisfaction 

(negative attitude). Job satisfaction and job performance are perhaps the two most central and 

enduring constructs in an individual level organizational research. This is because job 

satisfaction affects employee absenteeism, morale, performance and turn-over. Robbins and 

others, (2003) define job satisfaction as an individual‟s general attitude toward his or her job. 

Price (1997) defined job satisfaction as the degree to which employees have a positive affective 

orientation towards employment by the organization. Cranny and others (1992) defined job 

satisfaction as an effective (emotional) reaction to a job that results from the incumbent‟s 

comparison of actual outcomes with those that are desired. Job satisfaction could therefore be 

referred to the degree to which people enjoy in doing their job. According to Aronson (2005) a 

satisfied, happy, efficient, dedicated and hardworking employee is the biggest asset of any 

organization. 

2.13 Role of training and development on performance 

According to Swart et al., (2005), bridging the performance gap refers to implementing a 

relevant training and development intervention for the sake of developing particular skills and 

abilities of the employees and enhancing employee performance. He further elaborate the 

concept by stating that training and development facilitate organization to recognize that its 

workers are not performing well and a thus their knowledge, skills and attitudes needs to be 

molded according to the firm needs. It is always so that employees possess a certain amount of 

knowledge related to different jobs. However, it is important to note that this is not enough and 
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employees need to constantly adapt to new requirements of job performance. In other words, 

organizations need to have continuous policies of training and development and retaining of 

employees and thus not to wait for occurrences of skill and performance gaps.  

According to Wright & Geroy (2001), employee competencies change through effective training 

and development programs. It not only improves the overall performance of the employees to 

effectively perform the current job but also enhance the knowledge, skills and attitude of the 

workers necessary for the future job, thus contributing to superior organizational performance. 

Through training and development the employee competencies are developed and enable them to 

implement the job related work efficiently, and achieve firm objectives in a competitive manner. 

2.14 Conceptual Framework 

A conceptual framework represents the researcher‟s synthesis of literature on how to explain a 

phenomenon. It maps out the actions required in the course of the study given his previous 

knowledge of other researchers‟ point of view and his observations on the subject of research. 

In other words, the conceptual framework is the researchers understanding of how the 

particular variables in his study connect with each other. Thus, it identifies the variables required 

in the research investigation. It is the researcher‟s “map” in pursuing the investigation.(Regoniel, 

2015). 
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Figure 1: Conceptual Framework 

 

Source: Developed By the Researcher 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

The main objective of this research was to assess the role of training and development on 

employee Performance in ACSI. This chapter presents the selected method of research and how 

it was employed in the study. This chapter includes sub-sections on research design, sampling 

techniques, data collection and data analysis techniques. 

3.2 Research Design 

The research used the research deign descriptive type and explanatory design. This is an ideal 

methodology when collecting information about employee attitudes, opinions. It is a method of 

collecting information by interviewing or administering a questionnaire to a sample of 

individuals. This study uses explanatory research design to explaining, understanding, predicting 

and controlling the relationship between variables. By taking cross-section of the population 

relevant data was collected at one point in time. 

3.3 Sampling Techniques 

ACSI's target population of this study is 5,000 employees. The sample size of the study is 298. 

The simple random sampling (SRS) technique (Each individual is chosen randomly and entirely 

by chance, such that each individual will have the same probability of being chosen at any stage 

during the sampling process. For managing and proximity purpose the researcher has planned to 

apply the study on ACSI. 

The sample size of the study was based on the following scientific technique and in relation to 

the time and financial constraints to conduct the study. 

n = N/1 + N (e) 2    Where n = Sample Size      N = Total Population   e = Standard Error  

Given e = 5% = 0.1                       N = 5000          n =?  

Solution: n = 5000/1 + 5000 (0.05)
2
      n = 5000/1 + 5000 (0.0025)     n = 5000/1 + 15  

http://en.wikipedia.org/wiki/Probability
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n = 5000/16 = 298.04 = 298  

Therefore, the scientifically determined sample size shows 298 respondents. 

3.4 Data Collection Techniques 

3.4.1 Data Source 

In order to achieve the objective of the study, the research approach used  in this study was 

mixed approach and in regards to the sources of data, the study used both primary and secondary 

source of data. Based on the nature, scope, objectives and availability of time and resource, the 

researcher used questionnaires and secondary data source like books, documents, existing 

research papers, journals and publication, websites, other relevant journal. 

3.4.2 Data Collection Tools  

Primary data was gathered using a structured questionnaire. This method covered some 

employees of the respected firm. A questionnaire is a type of survey was respondent‟s writes 

answers to questions posed by the researcher on a question form. The questionnaire is prepared 

to be inclusive of the constructs measured in the study.  The questionnaire has two sections. The 

first section covered the demographic profile of the participants like age, sex, educational level 

and other background data. The second section is structured on a likert scale of 1-5 to show their 

degree of agreement or disagreement to the sentences about the constructs under study. 

The information will be gathered through workers' discernment was broke down subjectively. 

Having translated all the perspectives from the representatives‟ insight and putting together 

specifically and relying upon the exploration inquiries of the examination. The examination will 

be found on the assortment of both essential and auxiliary information. As to information, the 

information was gathered through survey filled by the current representatives of the association 

at corporate was arranged in two sections. Section one investigated the populace 

socioeconomics. Section two the connection between preparing program with worker execution 

and preparing conveyance techniques with representative's presentation. The information was 

utilized in preparing technique and manual for additional explanation. 
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3.5 Data Analysis 

The demographic facts obtained from the respondents will be summarized using frequency 

distribution.  Scale  typed  questionnaires  will be  analyzed  by  using  descriptive statistics,  

correlation, and  particularly  regression  and answering the research questions. The data will be 

analyzed using SPSS. This provided the generalization of the findings on of the data concerned 

and the standard deviation provides a dispersion of the data according to the variability of the 

data. 

3.6 Validity and Reliability 

Reliability Analysis 

Reliability  test  was  conducted  to  ensure  internal  consistency  of  the  research  instrument  

and Cronbach‟s alpha is used to measure the internal consistency of the measurement items. For 

this study we used 16 items in measurement of three variables and we came to know that the 

items in this study are reliable. The reliability coefficient which is more than or equal to 0.60 

should be considered adequate to develop a questionnaire. Therefore, a low coefficient alpha 

indicates the sample of items perform poorly in capturing the construct motivating  the  measure.  

Conversely, a large coefficient alpha implies that the items test correlates with the true scores 

closely. 

Table 1: Reliability Statistics 

Cronbach's Alpha N of Items 

.697 16 

Source: SPSs output 

 As indicated on the above table, Table 1, the Cronbach‟s alpha for reliability statistics of the 

data collected is 0.844. Which is seen as adequate and permitted, for the scale variables. 
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Validity analysis 

Validity, often called construct validity, refers to the degree in which the test is truly measuring 

what it is supposed to measure. It states how good a test is for a particular situation. If a test has 

poor validity then it does not measure the content and competencies it ought to. According to 

Kothari (2004) content validity is the extent to which a measuring instrument provides adequate 

coverage of the topic under study. If the instrument contains a representative sample of the 

universe, the content validity is good. Its determination is primarily judgmental and intuitive. It 

can also be determined using a panel of persons who shall judge how well the measuring 

instrument meets the standards, but there is numerical way to express it. Based on this definition 

the content validity was verified by the advisor of the research, who look into the appropriateness 

of the questions and the scale of measurement. In addition discussions with Fellow researchers as 

well as feedback from the pilot survey were another way of checking the appropriateness of the 

questions. In case of secondary data, only relevant articles and literature from academic, 

scientific and marketing databases is used for this study. 

3.7 Ethical Considerations  

It is imperative that ethical issues are considered during the formulation of the evaluation and 

data collection plan. Considerations include:  

1. Confidentiality: confidentiality means that any identifying information is not made 

available to or accessed by anyone. 

2. Anonymity:  Anonymity is a stricter form of privacy than confidentiality, as the identity 

of the participant will remain unknown. 

This study considered some ethical issues while conducting the research. The participants in this 

research had the right to choose whether or not to participate. They were also informed of all 

aspects of a research task. Consumers were also given the right to privacy about the information 

they provided. The participants name was never mentioned in any of the data presentation and it 

will remain confidential. 
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CHAPTER FOUR 

DATA PRESENATION AND ANALYSIS 

4.1 Introduction 

The data that are collected through the structured questionnaire summarized and analyzed in 

order to realize the ultimate objective of the study is presented in this section. The chapter 

contained the data presentation, and analysis of the sample population based on the primary data 

collected. Questionnaire was analyzed by using descriptive statistics, correlation, and regression 

is used to present demographic profile of respondents, statistical analysis, and relationship with 

the variables. The data was analyzed using SPSS data analysis software. A total of 98 

questionnaires were distributed.  Out of the 298 questionnaires 282 were returned, which is 

around 93% of the total distributed.  

4.2 Demographic Profile 

4.2.1 Age Group Demographic of Respondents 

Regarding age distributions, respondents in the age range between 30-39 amounted to 99 

(35.1%) of the total respondents that is the highest share, followed by the age group of 20 - 29 

years of Age with 87 respondents (30.9%). Respondents above 50 years of age were 63 (22.3%), 

the least respondents percentage of the total sample was presented with 33 respondents (11.7%) 

of the total sample population contribution. The age descriptive frequency is presented in table 2. 

This implies most of the responders are below the age of 40, it constitutes about 66% of the total 

respondents. Hence, the research outcome can be concluded as young employees result. 
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Table 4.1: Age Group Distribution 

 

 Frequency Percent Valid Percent 
Cumulative 

Percent 

Valid 20 - 29 87 30.9 30.9 30.9 

30 - 39 99 35.1 35.1 66.0 

40 - 49 33 11.7 11.7 77.7 

50 Above 63 22.3 22.3 100.0 

Total 282 100.0 100.0  

Source: SPSS Output 

 4.2.2 Gender Distribution of Respondents 

The table below shows the proportions regarding gender distribution. It shows that male 

respondents constituted the largest share of the gender composition representing 171 (60.6%) 

while 111 (39.4%) were male, as shown on Table 3. 

This shows the largest number of respondents were male with 60.6%, while female respondents 

constituted 39.4% of the total respondents. 

Table 4.2: Gender Distribution 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 171 60.6 60.6 60.6 

Female 111 39.4 39.4 100.0 

Total 282 100.0 100.0  

Source: SPSS Output 

4.2.3 Work Experience of Respondents 

Regarding the work experience at Amhara Credit and Saving Institution of respondents, 93 

(33%) of the total respondents have 2 - 5 years of experience, while 75 (26.6%) respondents have 
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less than 2 years‟ work experience at ACSI. Numbers of respondents having 6 - 10 years of 

experiences were 45 (16%) respondents. Respondents with above 10 years were 66 (23.4%), 

while one respondent hasn't given response for the background information. 

 This implies that most of the sample respondents have less than 10 years of employment 

duration at ACSI. The general description of the data of respondents work experience are shown 

below on, table 4. 

Table 2.3: Work Experience at ACSI 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than 2 years 75 26.6 26.6 26.6 

2-5 years 93 33.0 33.0 59.6 

6-10 years 45 16.0 16.0 75.5 

Above 10 years 66 23.4 23.4 98.9 

Not Mentioned 3 1.1 1.1 100.0 

Total 282 100.0 100.0  

Source: SPSS Output 

4.2.4 Educational Level 

Regarding the educational level of respondents, 78 respondents with 27.7%, largest portion, have 

an educational level of less than high school, equal with the respondents having high school 

educational level. Respondents with Degree educational level were 66 out of the total 282 

respondents (23.4%). 48 respondents composing 17% of the total have diploma, while only 12 

(4.3%) respondents had masters and above educational level. 

This implies that most of the sample respondents are employees having below degree of 

educational level comprising 72.3%. The summarized general description of the data of 

educational level is shown below on, table 5. 
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Table 4.4: Educational Level 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than high school 78 27.7 27.7 27.7 

High School 78 27.7 27.7 55.3 

Diploma 48 17.0 17.0 72.3 

Degree 66 23.4 23.4 95.7 

Master and Above 12 4.3 4.3 100.0 

Total 282 100.0 100.0  

Source: SPSS Output 

4.3 Analysis of Independent Variables 

The following results are focused on displaying the descriptive statistics of the independent 

variables to investigate the role of training and development on employees performance as well, 

to the queries in the questionnaire. The independent variable training and development is to be 

measured by training and development program and training and development delivery method. 

Hence, this section of the chapter will present the respondents response regarding items used to 

measure training and development program and training and development delivery method. 

4.3.1 Training and development Program 

Table 6 presents the questionnaire requests regarding training and development program. As the 

mean of the result shows (Mean = 2.90), the majority are in level to neutral for the questions 

asked for the training and development program developed by ACSI. 

1. Ambiguity raised to decide agreement or disagreement on the statement, "employee are 

recruited according to their educational level and department that fits the job position" 

(Mean = 2.82), 
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2. Objectives of the training and development program are not clear that they designed to 

improve the employees performance (Mean = 2.84), 

3. There are adequate training and development programs for specific job positions (Mean = 

3.41), 

4. The training and development period is not clearly situated as the training and 

development program (Mean = 2.85), 

5. The length of the training and development period is not well defined and sufficient 

(Mean = 2.58), and 

6. The selection of trainers appropriateness and fairness is ambiguous (Mean = 2.91). 

Respondents gave their response to the following training and development program related 

statements on the questions of agreement or disagreement, the mean of the respondent are 

shown. The detailed data is in the table below. 

Table 4.5: Training and development Program 

 

 N Minimum Maximum Mean Std. Dev. 

Employee are recruited according to their 

educational level and department that fits 

the job position 

282 1.00 5.00 2.82 1.31 

Objectives of the training and 

development program are designed to 

improve the employees performance 

282 1.00 5.00 2.84 1.41 

There are adequate training and 

development programs for specific job 

positions 

282 1.00 5.00 3.41 1.19 

The training and development period is 

appropriate as the training and 

development program 

282 1.00 5.00 2.85 1.43 

The length of the training and 

development period is well defined and 
282 1.00 5.00 2.58 1.19 
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sufficient 

The selection of trainers is appropriate 

and fair 
282 1.00 5.00 2.91 1.21 

   Mean 2.90  

Source: SPSS Output 

Respondents gave their response on the statement employee are recruited according to their 

educational level and department that fits the job position. They showed a neutrality to the issue. 

This shows they can't decide to agree or disagree on the statement. As the standard deviation 

value shows that, 1.31, the deviation in respondent‟s answers range is not that huge. Hence, it 

can be concluded that most respondents are not clear with the issue to decide in level of 

agreement. 

Obviously, training and development programs should have clearly stated objectives. As the 

query showed about the objectives of the training and development programs undergone in 

Amhara Credit and Saving Institution respondents gave their feedback in neutrality. Objectives 

of the training and development program are not clear that they are designed or not to improve 

the employees performance. The standard deviation, 1.41, shows the cumulative answers given 

by the respondents highly vary. Hence, there is some fluctuated result regarding the issue raised. 

The respondents agreed that there are adequate training and development programs for specific 

job positions. Since, different job positions need different kind of training and developments, 

there should be very specific program designed for different job positions. As the respondents 

responded, there are adequate training and development programs for specific job positions. The 

standard deviation implies most answers are concentrated about the mean. It can be then 

concluded that there are adequate training and development programs for specific job positions. 

Training and development period should be clearly situated according to the training and 

development programs. As the query showed about the period appropriateness of the training and 

development programs undergone in Amhara Credit and Saving Institution respondents gave 

their feedback in neutrality. The period appropriateness of the training and development program 
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are not clear and appropriate. The standard deviation, 1.43, shows the cumulative answer given 

by the respondents highly varies. Hence, there is some varied result regarding the issue elevated. 

The respondents responded the length of the training and development period is not well defined 

and sufficient. Sufficiency and definition of the length of training and development period should 

be well defined, but the ACSI's length of the training and development period is not well defined 

and sufficient. The standard deviation implies most answers are concentrated about the mean. It 

can be then concluded that the length of training and development period should be well defined. 

Respondents gave their response on the statement the selection of trainer‟s appropriateness and 

fairness is ambiguous. They showed neutrality to the issue. This shows they can't decide to agree 

or disagree on the statement. As the standard deviation value shows that, 1.21, the deviation in 

respondent‟s answers range is not that huge. Hence, it can be concluded that most respondents 

are not clear with the issue to decide in level of agreement. Thus, the selection of trainer‟s 

appropriateness and fairness is indefinite. 

4.3.2 Delivery Method 

Table 7 shows, the data collected by questionnaire requests regarding leadership. The mean of 

the result shows (X = 3.35), the majority are of the respondents are neutral for leadership for the 

questions asked. While almost all statements are responded with agreement, the statement " The 

tax revenue collection of the branch is highly affected by the leadership style of the branch" got 

most respondents to neutrality with the statement (X = 3.02). The following statements interpret 

the leadership related data collected by the researcher. 

7. The training and development types of the training and developments delivered are 

empowering for employee performance (Mean = 2.55), 

8. Ambiguity raised to decide agreement or disagreement on the statement, " The training 

and development types delivered are vigorous for the trainers knowledge and competence 

" (Mean = 2.96), 

9. The learning style quality is unclear to say it high or low (Mean = 3.10), 

10. The employee performance cannot be highly ruled by the learning style (Mean = 2.60), 
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11. The training and development materials are well prepared and in accordance with the 

training and developments delivered (Mean = 3.46), and  

12. It is ambiguous that the training and development materials given helps to improve 

employees performance (Mean = 3.18). 

Respondents gave their response to the following training and development delivery method 

related statements on the questions of agreement or disagreement, the mean of the respondent are 

shown. The detailed data table and interpretation is forwarded below. 

Table 4.6: Delivery Method 

 

 N Min Max Mean Std. Dev. 

The training and development types of the 

training and developments delivered are 

empowering for employee performance 

282 1.00 5.00 2.55 1.23 

The training and development types delivered 

are vigorous for the trainers knowledge and 

competence 

282 1.00 5.00 2.96 1.21 

The learning style of the trainers is with high-

quality 
282 1.00 5.00 3.10 1.33 

The employee performance can be highly 

roleed by the learning style 
282 1.00 5.00 2.60 1.38 

The training and development materials are 

well prepared and in accordance with the 

training and developments delivered 

281 1.00 5.00 3.46 1.18 

The training and development materials given 

helps to improve employees performance 
281 1.00 12.00 3.18 1.58 

   Mean 2.98  

Source: SPSS Output 
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4.4 Correlation Analysis 

Correlation analysis is a statistical method used to evaluate the strength of relationship between 

two quantitative variables. A high correlation means that two or more variables have a strong 

relationship with each other, while a weak correlation means that the variables are hardly related. 

In other words, it is the process of studying the strength of that relationship with available 

statistical data. This technique is strictly connect to the linear regression analysis that is a 

statistical approach for modeling the association between a dependent variable, called response, 

and one or more explanatory or independent variables. 

 Table 4.7: Correlation between Independent Variables and Dependent Variable 

Correlation 

Training and 

development 

Program 

Delivery 

Method 

Employee 

Performance 

Training and 

development 

Program 

Pearson Correlation 1 .681
**

 .797
**

 

Sig. (2-tailed)  .000 .000 

N 281 281 282 

Delivery 

Method 

Pearson Correlation .681
**

 1 .764
**

 

Sig. (2-tailed) .000  .000 

N 282 281 280 

Employee 

Performance 

Pearson Correlation .797
**

 .764
**

 1 

Sig. (2-tailed) .000 .000  

N 282 282 281 

 Independent Variables: Training and development Program 

                                      Delivery Method 

Dependent Variable: Employee Performance 

Source: SPSS Output 

 

https://www.sciencedirect.com/topics/neuroscience/regression-analysis
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Pearson  correlation  test  was  conducted  to  know  the  degree  of  relationship  between  the 

independent  variables  and  the  dependent  variable. The results of the correlation between these 

variables are shown in table 8. Like the demographic factors, the scale typed questionnaire data 

is entered to the SPSS software to process correlation analysis. Based on the questionnaire which 

was filled, the above correlation analysis was prepared to show the relationship between 

variables. 

A correlation coefficient is a numerical measure of some type of correlation, meaning a 

statistical relationship between two variables. As it is indicated in the table there is positive 

relation between independent variables and Employee's Performance with p value of less than 

0.01 (P<0.01), showing the results are significant at a significance level of 0.01 . It also observed 

that all the correlations are positive (>0). In other words: 

1. Above Delivery Method, Training and development Program has a very strong 

relationship with Employee's Performance in the case  study of Amhara Credit and 

Saving Institution(r = 0.797), and  

2. Also, even though lesser, Delivery Method has a very strong relationship with 

Employee's Performance in the case study of Amhara Credit and Saving Institution(r = 

0.764). 

4.5 Regression Analysis 

4.5.1. Diagnostic Test of Assumptions 

To test multiple linear regressions, it is first necessary to test the classical assumption that 

includes linearity, normality test, autocorrelation test, and multicollinearity test. The results of 

each assumption are presented as follow; 

I. Linearity Test 

Linearity test aims to determine the relationship between independent variables and the 

dependent variable is linear or not. The linearity test is a requirement in the correlation and linear 

regression analysis (Almquist et al., 2016). If the value of sig. deviation from linearity in the 

ANOVA test is greater than 0.05, then the relationship between the independent variables are 

https://en.wikipedia.org/wiki/Numerical_measure
https://en.wikipedia.org/wiki/Correlation_and_dependence
https://en.wikipedia.org/wiki/Variable_(mathematics)
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linearly dependent, and if the value is less than 0.05, then the relationship between independent 

variables with the dependent is not linear. Table 4.14 presents the result of linearity test.   

I. Autocorrelation Test 

For conducting a regression analysis, there has to be no autocorrelation. Fortunately, we can 

identify this issue using the Durbin–Watson test. The Durbin– Watson indicates the 

autocorrelation test result. Thus, as stated by Almquist et al. (2016), if Durbin–Watson values lie 

between 0 and 4, we can say that there is no autocorrelation. From this, we can conclude that 

there is no autocorrelation and we can proceed with the regression model. 

II. Multicollinearity Test 

Almquist et al. (2016) states that multicollinearity causes large variance and standard error with 

a very low t- ratio and wide confidence interval. Different methods are often suggested to detect 

the existence of multicollinearity problem. Variance inflation factors (VIF) technique and 

tolerance is mostly used for this test. As stated by Almquist et al. (2016), the decision-making 

criteria is if the VIF value lies between 1 -10, then there is no multicolinearity and if the VIF 

value < 1 or > 10, then there is multicollinearity. If the value of tolerance is less than 0.2 or 0.1 

and, simultaneously, the value of VIF 10 and above, then the multicollinearity is problematic. 

Based on these criteria, the tests were conducted on the independent variables and the result is 

shown as below; 

Table 4.15: Multicollinearity Test  

 Tolerance VIF 

Employee Performance .264 6.109 

Delivery Method .276 3.137 

Training and development Program .252 6.572 

Source: Compiled from Survey Questionnaires using SPSS  

Based on the coefficients output – collinearity statistics, obtained VIF value of all independent 

variables obtained is 1 to 10. Besides this, the value of tolerance for each variable is above 0.2. 

Hence, it can be concluded that there is no multicollinearity symptoms.  
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III. Normality Test 

In order to test the normality, the researcher used a normal probability plot test by using SPSS. 

As it is indicated in Almquist et al. (2016), the decision making criteria is if the points follow the 

diagonal line, it can be concluded that the value is normally distributed. Conversely, if the points 

do not follow the diagonal line, it can be concluded that the residual value is abnormally 

distributed. The normal probability plot of the SPSS output is presented as below; 

Figure 4.1: Normal P-P Plot 

 
Source: Own computations, 2021 

Based on normal chart probability the above plot, we can see that the existing points always 

follow and approach the diagonal line. Thus, it can be concluded that the residual value is 

normally distributed so that the regression analysis procedure has been fulfilled.  

IV. Residual Normality Test  

One of the classical linear regression models assumptions is the error term should be normally 

distributed or expected value of the error term should be normally distributed or expected value 

of the errors terms should be zero (E (UT))=0). The researcher used histogram to identify normal 

distribution of residuals and the result is presented as follow; 
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Figure 4.2: Regression Standardized Residual 

 
Source: Own computations, 2021 

The result indicates that standard residuals are a little bit far away from the curve, many of the 

residuals are fairly close more to the curve and the histogram is bell shaped. This implies that the 

majority of scores lie around the center of the distribution (so the largest bars on the histogram 

are all around the central value. Therefore, this indicates that the residuals are normally 

distributed. 

Regression  is  a  model  for  the  relationship  between  a  dependent  variable  and  a collection  

of  independent  variables.  It  also  used  to  model  the  value  of  a  dependent  scale variable 

based on its linear relationship or “straight line” relationship to one or more predictors. The 

researcher determines the relationship between a dependent variable and multiple independent 

variables using multiple regression analysis. 

4.5.1 Variables in the Regression Analysis 

From the table below, the SPSS output shows independent variables of the study entered into the 

Statistical Software (SPSS). Hence, Training and development Program denoted by TP, and 

Delivery Method denoted by DM are presented to be the independent variables of the model. 

While the variable Employee's Performance labeled as EP was the dependent variable of the 

study. 

The table further shows that there is no variable removed from the data entry database. The entry 

method used is also shown to be by entering the collected data. 
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Table 4.8: Variables Entered 

Mod

el 
Variables Entered Variables Removed Method 

1 
(TP) Training and development 

Program,  

(DM) Delivery Method,  

(EP) Employee's Performance 

_ Entered 

a. Dependent Variable: Employee's Performance 

b. All requested variables entered. 

Source: SPSS Output 

4.5.2 Model Summary 

Table 3: Model Summary 

Mode R R Square 
Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .698
a
 .620 .611 .37 

a. Predictors: (Constant),  

                      (TP) Training and development Program,  

                      (DM) Delivery Method,  

                      (EP) Employee's Performance 

Source: SPSS Output 

The model summary, in the above table which reports the strength of relationship between the 

independent variables and the dependent variable. In the above table, the R is a Pearson 

correlation between predicted values and actual values of dependent variable, with a value of 

0.698, which is very high. While, R² is multiple correlation coefficients that represent the amount 

of variance of dependent variable explained by the combination of four independent variables. 

According to different scholars, the R square above 0.6 is accepted, conventionally. In this study, 

the R square resulted is 0.620, which implies its is accepted. 
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4.5.3 One Way Analysis of Variance (ANOVA) 

The  ANOVA  tells  us  whether  the  model,  overall,  results  is  a  significantly  good  degree  

of prediction  of  the  outcome  variable (Field,  2005). F-ratio is the test statistic used to decide 

whether the model as a whole has statistically significant predictive capability, considering the 

number of variables needed to achieve it. Since, the significance result on the ANOVA table is 

0.000 which is p < 0.01 and the regression mean square is greater than residual mean square with 

F value 26.623, the regression model fit to a very good degree of prediction. 

Table 4: ANOVA 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

 Regression 36.766 79 8.309 26.623 .000
b
 

Residual 5.016 11 1.157   

Total 41.782 90    

a. Dependent Variable: (EP) Employee's Performance 

b. Predictors: (TP) Training and development Program, (DM) Delivery Method 

Source: SPSS Output 

4.5.4 Regression Coefficients 

Regression coefficients are estimates of the unknown population parameters and describe the 

relationship between a predictor variable and the response. In linear regression, coefficients are 

the values that multiply the predictor values. The following table shows the regression 

coefficients of the study. 
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Table 4.11: Regression Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B Std. Error Beta 

 (Constant) .508 .177  2.180 .033 

Training and development 

Program 
.336 .071 .340 5.368 .000 

Delivery Method .174 .062 .192 4.132 .002 

a. Dependent Variable: Employee's Performance 

Source: SPSS Output 

From the table we can say that α is 0.508, and this can be interpreted as meaning that if all the 

independent  variables were to be zero, the model predicts that there can be 50% of employee's 

performance. We can also read off the value of β from the table and this value represents the 

slope of the regression line. It is 0.336 for Training and development program and although this 

value is slope of the regression associated with a unit change in the outcome associated with a 

unit change in the predictor. Therefore, if Training and development program variable is 

increased by one unit, then the model predicts that 33.6% extra additional value on employee's 

performance will be experienced.  

The same is true for delivery method of training and development (17.4%) for which an increase  

in  one  unit  of  these  respective  variables  can  result  in  an  increase  in employee's 

performance by the percentage shown. This implies that if Training and development Delivery 

Method variable is increased by one unit, then the model predicts that 17.4% extra additional 

value on employee's performance will be experienced. 

The regression analysis shows that the role of training and development on employee's 

performance of Amhara Credit and Saving Institution as their percentage indicated above. From 

the regression table of coefficients a mathematical model can be formulated as illustrated below: 

EP = 0.508 + 0.336 (TP) + 0.174 (DM) + 0.05 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

This chapter briefly presents summary of the objectives, research methodology, key findings of 

the model, conclusion and suggests useful recommendations. 

5.1 Summary of Major Findings 

The research was undertaken generally to investigate the role of training and development on 

employees‟ performance. The study is designed to conclude the general objective by coming to a 

conclusion by assessing the training and development program & delivery methods offered by 

ACSI, investigating to what extent did the training and development program help the employee 

performance, and assessing how the training and development is relevant to the employee„s 

work. To measure the role of training and development on employees' performance, the 

researcher used to broad dimensions of training and development. The first dimension is the 

training and development program, which is measured by objectives of the training and 

development, training and development period and selection of trainers. The second dimension is 

training and development delivery method. This dimension was measured by training and 

development types, learning style and training and development materials. The scientifically 

determined sample size shows 294 respondents were taken as samples for the study. Sampling 

technique to take samples from the target population employed was simple random sampling. 

This techniques is used by the researcher since, the study is organized to take data without a 

criterion to select some group. The researcher provided a relevant sample size determination 

technique. The study was based on the collection of both primary and secondary data. Qualitative 

data was analyzed using content analysis while quantitative data was analyzed using descriptive 

analysis. For the purpose of analysis the researcher uses SPSS software.  

Out of the population 294 samples were taken with reasonable format indicated. The  paper  

adopted  quantitative  research  strategy  and  used  self-administered  questionnaire  to collect  

data  from  the  customers. Out of the 294 questionnaires 282 were returned back, which is about 

94% of the total distributed. The respondent‟s proportion shows the largest number of 

respondents were male with 60.6%, while female respondents constituted 39.4% of the total 
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respondents. Considering age group and work experience, most of the responders are below the 

age of 40, it constitutes about 66% of the total respondents and most of the sample respondents 

have less than 10 years of employment duration at ACSI. 

After dealing with descriptive statistics of the data collected to measure the independent 

variables, Pearson  correlation test  was  conducted  to  know  the  degree  of  relationship  

between  the independent  variables  and  the  dependent  variable. The results of the correlation 

showed that above Delivery Method, Training and development Program has a very strong 

relationship with Employee's Performance in the case  study of ACSI. Even though lesser than 

Delivery Method, Delivery Method has a very strong relationship with Employee's Performance 

in the case study of ACSI. 

Based on analysis of regression, the R is a Pearson correlation between predicted values and 

actual values of dependent variable, with a value of 0.698, which is moderately high. While, R² 

is multiple correlation coefficients that represent the amount of variance of dependent variable 

explained by the combination of four independent variables. In the study, the R square resulted is 

0.620, which implies it is accepted. Also, the ANOVA shows the regression model fit to be a 

very good degree of prediction. 

5.2 Conclusion 

The study was conducted addressing the basic objective that training and development has a 

significant role on employees‟ performance as studied on the case of ACSI. In alignment  with  

the general and specific objectives, investigations  were  made  and  the  conclusions  reached  

are  arranged with  in  this section and these implications are presented below. 

Regarding, the training and development program related deals respondents reflected that 

Objectives of the training and development program are not clear that they designed to improve 

the employees‟ performance. Even though there are adequate training and development programs 

for specific job positions, the training and development period is not clearly situated as the 

training and development program. In addition to that, the length of the training and development 

period is not well defined and sufficient. It is also observe that the selection of trainers 

appropriateness and fairness is ambiguous. Overall summary of the correlation and regression 
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analyses shows, Training and development Program has a very strong relationship with 

Employee's Performance in the case study of ACSI. 

On delivery method related deals the study concluded that the learning style quality is unclear to 

say it high or low. The employee performance cannot be highly ruled by the learning style. Even 

if, The training and development materials are well prepared and in accordance with the training 

and developments delivered, It is ambiguous that the training and development materials given 

helps to improve employees performance. The training and development types of the training 

and developments delivered are empowering for employee performance. The other Ambiguous 

thing to conclude was the vigorousness of training and development types delivered for the 

trainers is according to the knowledge and competence of the employees or not. Generally, the 

result showed that Delivery Method has a very strong relationship with Employee's Performance 

in the case study of ACSI, even if the role is not as significant as Training and development 

Program. 

From the measurements of the training and development dimension measured it is concluded that 

training and development has a very strong significant role on Employee's Performance as of the 

case studied in ACSI. 

5.3 Recommendations 

A governmental organization with a high level of operations and revenue generation it is highly 

demanded that the employees performance to be excellent. To manage this deal one of the basic 

parts that should be included is training and development. To get to know that training and 

development affects employees' performance is a great deal. In accordance to the results and 

conclusion of the study, the researcher forwarded recommendations listed here under: 

1. As the researcher had indicated, training and development program has a very strong sig-

nificant role on employees‟ performance. As the conclusion drawn indicates, top manag-

ers of the firm are recommended to look in to the training and development program de-

livered. Inclusive the objective of the training and development, time period and selection 

of trainers, 
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2. Next to training and development program, delivery method of training and development 

has also a very strong significant role on employees performance in case of ACSI, special 

focus is recommended to be dedicated to the issue. Specifically, Training and develop-

ment Types, learning style, and training and development materials are recommended to 

get insights from the company, and 

3. Researchers may consider taking other independent variables that are determinants of 

training and development, as well as redoing the study on different companies and indus-

tries may result a more precise and accurate outcome. 
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QUESTIONNAIRE 

QUESTIONNAIRE TO ASSESS “ROLE OF TRAINING AND DEVELOPMENT ON 

EMPLOYEE PERFORMANCE IN AMHARA CREDIT AND SAVING INSTITUTION 

(ACSI) ON THE CASE OF DEBREBRHAN BRANCH” 

 
Dear Respondents, the main objective of the study is to investigate ROLE OF TRAINING 

AND DEVELOPMENT ON EMPLOYEE PERFORMANCE IN AMHARA CREDIT AND 

SAVING INSTITUTION (ACSI) ON THE CASE OF DEBREBRHAN BRANCH”. The 

research is going to be carried out on your responses and other relevant data that could support it. 

It forms a major part of the research and the information you will give enables to identify the real 

determinants and then helps to raise adequate information for public use. Your cooperation to 

respond consciously is very important to this study because it represents thousands of others who 

are not included in the sample. The information collected is only for academic purpose it could 

be promised that all information you provide would be strictly confidential. 

YEHUALASHET GOSHIME 

0913157518 

 

PART I.  PERSONAL DATA 

Choose the one letter that shows your accurate personal information for the following 

questions. 

1. What is your gender?  

A.  Male     B.   Female  

2.  What is your age group?  

A. 20-29   B. 30-39  

C. 40-49   D. 50-Above  

3. What is your Educational level? 

A.  Less than high school   B.  High school   

C.  Diploma      D.  Degree   

E.  Masters and above 

4. How long have you been an employee of ACSI? 
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A. Less than 2 years B. 2-5years 

C. 6-10 years D. Above 10 years 

 

PART II.  CLOSE-ENDED QUESTIONAIRE 

 

NO DESCRIPTION 

S
tr

o
n

g
ly

 

D
is

a
g

re
ed

 

D
is

a
g

re
ed

 

N
eu

tr
a
l 

A
g

re
ed

 

S
tr

o
n

g
ly

 

A
g

re
ed

 

TRAINING PROGRAM 

1 
Employee are recruited according to their educational 

level and department that fits the job position 
     

2 
Objectives of the training program are designed to 

improve the employee‟s performance 
     

3 
There are adequate training programs for specific job 

positions. 
     

4 
The training period is appropriate as the training 

program 
     

5 
The length of the training period is well defined and 

sufficient 
     

6 The selection of trainers is appropriate and fair.      

TRAINING DELIVERY METHODS 

7 
The training types of the trainings delivered are 

empowering for employee performance.  
     

8 
The training types delivered are vigorous for the trainer‟s 

knowledge and competence. 
     

9 The learning style of the trainers is with high-quality.      
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10 
The employee performance can be highly effected by the 

learning style 
     

11 
The training materials are well prepared and in 

accordance with the trainings delivered 
     

12 
The training materials given help to improve employees 

performance. 
     

EMPLOYEE PERFORMANCE 

13 
The training given by the firm is empowering for 

employee‟s performance. 
     

14 
The training programs have affected my performance on 

job 
     

15 
The training delivery methods have affected my 

performance on job. 
     

16 
The overall effect of training is high and significant on 

employees‟ performance. 
     

 

PART III.  OPEN ENDED QUESTIONS 

4. Dear respondent, in which area of the ACSI training program and delivery you see a lot 

of problems (most)?  

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________________________________________ 

 

5. Dear respondent, in which area of the ACSI training do you recommend it has to improve 

(most)?  

___________________________________________________________________________ 

___________________________________________________________________________ 
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በደብረብርሃን ዩኒቨርስቲ 

ማኔጅመንት ትምህርት ክፍሌ 

የማስተርስ ድግሪ በቢዝነስ አስተዳደር 

ሇሁለም የድርጅቱ ውድ ሰራተኞች “Role of training and development on employee per-

formance in Amhara Credit and Saving Institution (ACSI) on the case of Debrebrhan 

branch” ሊይ ጥናት ሥራ እየሠራሁ ነው ፡፡ይህ መጠይቅ ሇትምህርታዊ ዓሊማ ብቻ መረጃን 

ሇመጠየቅ የተቀየሰ ነው ፡፡ ይህንን መጠይቅ ሇመሙሊት ሇጥቂት ጊዜ በትህትና እንድትቆዩ 

እጠይቃሇሁ ፡፡የተሰጠው መረጃ በሙለ በሚስጥራዊነት ይወሰዳሌ ፡፡ 

ስሇ ትብብርዎ በጣም አመሰግናሇሁ። 

የኋሊሸት ጎሽሜ 

ስሌክ 0913157518 

ክፍሌ I 

መሰረታዊ የዴሞግራፊክ መረጃ (እባክዎን የሚስማማበት ቦታ ሊይ ምሌክት ያድርጉ) 

1. እድሜ 

20-25  

25-30   

ከ 30 በሊይ 

2. ጾታ 

ወንድ   

ሴት  

3. የጋብቻ ሁኔታ 
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ነጠሊ  

ያገባ 

ላልች  

4. የሥራ ሌምድ 

3 ዓመት በታች  

ከ 3 እስከ 5 ዓመት 

ከ 5 ዓመት በሊይ  

5. ይህ የእርስዎ የመጀመሪያ ድርጅት ነው? 

አዎ              አይ 

6. የትምህርት ደረጃ 

ሀ) የሁሇተኛ ደረጃ ትምህርት ቤት    

ሇ) የምስክር ወረቀት ደረጃ  

ሐ) የዲፕልማ ደረጃ  

መ) የመጀመሪያ ዲግሪ  

ሠ) ማስተርስ ዲግሪ 

 

ክፍሌ II. የተዘጋ መጠይቅ 

ተ.ቁ መግሇጫ 

በጣ
ም
 

አ
ሌ
ስማ

ማ
ም
 

አ
ሌ
ስማ

ማ
ም
 

አ
ሊዉ

ቅ
ም
 

እ
ስማ

ማ
ሇሁ

 

በጣ
ም
 

እ
ስማ

ማ
ሇሁ

 

የስሌጠና መርሀ-ግብር 
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1 ሠራተኛ እንደ የሥራ ደረጃቸው በሚስማማው የትምህርት 
ደረጃቸው እና እንደየክፍሊቸው ይመሇምሊለ      

2 የስሌጠና መርሃግብሩ ዓሊማዎች የሰራተኛውን አፈፃፀም 
ሇማሻሻሌ የተነደፉ ናቸው      

3 ሇተወሰኑ የሥራ መደቦች በቂ የሥሌጠና ፕሮግራሞች 
አለ ፡፡      

4 የሥሌጠናው ጊዜ እንደ የሥሌጠና መርሃግብር ተገቢ ነው      

5 የስሌጠናው ጊዜ በደንብ በሚገባ የተገሇፀ እና በቂ ነው      

6 የአሰሌጣኞች ምርጫ ተገቢ እና ፍትሃዊ ነው ፡፡      

የሥሌጠና አሰጣጥ ዘዴዎች 

7 የተሰጡት የሥሌጠና ዓይነቶች ሇሠራተኛ አፈፃፀም አቅም 
የሚሰጡ ናቸው ፡፡      

8 የተሰጡት የሥሌጠና ዓይነቶች ሇአሠሌጣኙ ዕውቀት እና 
ብቃት ጠንከር ያለ ናቸው ፡፡      

9 የአሠሌጣኞች የመማሪያ ዘይቤ ከፍተኛ ጥራት ካሇው ጋር 
ነው ፡፡      

10 የሰራተኛው አፈፃፀም በትምህርቱ ዘይቤ ከፍተኛ ውጤት 
ሉኖረው ይችሊሌ      

11 የሥሌጠና ቁሳቁሶች በሚገባ ተዘጋጅተው በተሰጡ 
ስሌጠናዎች መሠረት      

12 የተሰጠው የሥሌጠና ቁሳቁሶች የሰራተኞችን አፈፃፀም 
ሇማሻሻሌ ይረዳለ ፡፡      

የሠራተኛ ሥራ አፈፃፀም 

13 በድርጅቱ የተሰጠው ሥሌጠና ሇሠራተኛ አፈፃፀም ኃይሌ 
ይሰጣሌ ፡፡      
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14 የሥሌጠና መርሃግብሮች በሥራ ሊይ ያሇኝን አፈፃፀም ሊይ 
ተጽዕኖ አሳድረዋሌ      

15 የሥሌጠና አሰጣጥ ዘዴዎች በሥራ ሊይ ያሇኝን አፈፃፀም 
ሊይ ተጽዕኖ አሳድረዋሌ ፡፡      

16 የሥሌጠናው አጠቃሊይ ውጤት በሠራተኞች አፈፃፀም ሊይ 
ከፍተኛ እና ከፍተኛ ነው ፡፡      

 

ክፍሌ III 

1. ኩባንያዎ የሥሌጠና እና የሌማት ፕሮግራም ያዘጋጃሌ? 

አዎ                 አይ 

2. የእርስዎ ድርጅት ሇሠራተኞቹ የሥሌጠና ፍሊጎቶችን ሇይቶ ያውቃሌ? 

አዎ                        አይ 

3. በአማካይ ሇስሌጠና እና ሇሌማት መርሃግብር ምን ያህሌ ጊዜ ይፈጅ ነበር? 

አንድ ወር               ሁሇት ወር              ሦስት ወር 

4. ባሇፈው አንድ ዓመት ውስጥ ምን ያህሌ የሥሌጠና ፕሮግራሞች ተደርገዋሌ? 

አንድ                   ሁሇት                 ሶስት 

5. በመጪው የገንዘብ ዓመት ውስጥ የሥሌጠና መርሃግብሮች አለዎት? 

አዎ                      አይ 

6. የእርስዎ ከፍተኛ አመራር ምግብ ይመሇሳሌ? 

አዎ                          አይ 

7. የሥሌጠና መርሃግብሩ ሇወደፊቱ የሚከናወኑ ምን ይመስሌዎታሌ? 

አዎ                             አይ 
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8. የሰራተኞች ሌማት ፕሮግራሞች ስሇ ማስተዋወቂያዎች ከእውነታው የራቀ ተስፋን 

ያሳድጋለ? 

አዎ                                አይ 

 9. ሥራ አስፈፃሚው ሇእራሱ የሌማት ሥራዎችን ያከናውን ይሆን? 

አዎ                          አይ 

10. በተቆጣጣሪዎችዎ ሊይ እምነት ይሰማዎታሌ? 

አዎ                                   አይ 

11. በድርጅቱ ውስጥ የሥሌጠና ፕሮግራሞችን ያውቃለ  

አዎ                አይ 

12. ድርጅቱ ሇግምገማ ወጥነት ያሇው ፣ ወቅታዊና ሚዛናዊ ዘዴ አሇው? 

አዎ                አይ 

13. ፍትሃዊ ደመወዝ እየተከፈሇዎት እንደሆነ ይሰማዎታሌ? 

አዎ                አይ 

14. ድርጅቱን ከተቀሊቀለበት ጊዜ አንስቶ  የሥሌጠና ዓይነት ወስደዋሌ? 

አዎ                አይ 

አዎ ከሆነ ከስንት ጊዜ በፊት 

ሀ) ከ6-6 ወር ( ) 

ሇ) ከ7-12 ወሮች ( ) 

ሐ) ከ1-3 ዓመት ( ) 

መ) ከ 4 ዓመት በሊይ ( ) 
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ሠ) ተፈጻሚ አይሆንም ( ) 

15. ድርጅትዎ የተወሰነ የሥሌጠና ሂደት ይጠቀማሌ? 

አዎ                አይ 

16. ሇስራዎ ከፍተኛ የቴክኒክ ዕውቀት ይፈሌጋለ? 

አዎ                አይ 

17. የቢሮ ሁኔታዎች ምቹ ናቸው? 

አዎ                አይ 

18. በድርጅታዊ ስሌጠና ረክተዋሌ? 

አዎ                አይ 

 

 

 

 


