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Abstract

Human Resource is a valuable and crucial asset. Training and developing them must be the
priority of any organization. Training is a dynamic and continuous process to improve the
quality of the employees; it is an effort to improve their performance. Given the positive
reinforcement of training up on the performance of employees, organizations are providing
successive training to their employees with the allocation of resources. There is ample of
evidence concerning the effect of the training upon the performance of employees, especially in
the context of the banking sector in Ethiopia, but no real study was conducted in the case of
Awash International Bank. Therefore, the objective of this study is to assess the effect of training
and development on employees’ job performance in the case of Awash International Bank S.C.
The research is cross-sectional type of research which is based on primary and secondary data.
The primary data were collected using self-administered questionnaires distributed to 55
respondents taken as sample size from 20 selected Awash International Bank branches in Addis
Ababa. The data were entered into EpiData version 3.1 and transferred to SPSS version 20 for
analysis. Descriptive statistics (mean and standard deviation) and inferential statistics (logistic
regressions) were used to analyze data. The result showed that employees were not satisfied with
the existing training needs assessment of the bank and employees were moderately satisfied with
training design and implementation and training evaluation. The study also found that training
policy awareness among employees was low. Multiple regression analysis showed that training
design and implementation and training evaluation as significant and positive predictors of
employee job performance in the case of Awash International Bank. The study recommends that
in order to enhance employee performance the bank should continue its training program so that

it can build and strengthen employee’s competencies.

Keywords: Training and Development, Employees’ Job Performance, Awash International
Bank, Ethiopia
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The environment of the 21* century is very dynamic and challenging. Organizations focus on
resources that provide them with better leverage compared to their competitors. Organizational
resources are divided either into tangible and intangible resources. Human resources fall under
the category of intangible resource since it is imperceptible and complex for rivals or opponents
to understand, purchase, imitate or substitute for competitors and the single source of sustainable
competitive advantage (Hitt , et al., 2007). Human resources develop tacit knowledge which is
not copied or expressed in written form for duplication. Beattie (2002) stated that human
resource is the basic source of differentiation and sustainable competitive advantage to business
institution. Human Resource Management (HRM) deals with employees practice in an
organization (Guest, 1997); and is made-up of policies, practices and systems that affect
employees behavior, attitudes and performances (Delaney, et al., 1996; Huselid, 1995). In
general, HRM is concerned with determining who works for the organization and how they work
in the organization (Huselid, et al., 2011). Powell & Snellman (2004) in their research asserted
that competition is no longer decided by who owns more natural or monetary resources, but
rather on who has more inventive and inspired ideas. The idea is that well managed human
resource has the ability to create irrefutable competitive advantage, contributing to organizational

objectives such as quality, customer satisfaction and profits (Huselid, et al., 2011).

Organizations with effective HRM tend to have employees that are more satisfied, and thus
organizations become more creative, productive and ultimately developing an advantageous
reputation in their community (Garavan, et al., 1999). Training and development is part of HRM
practices, although some researchers (Cheng, et al., 2001) consider it a costly and pointless
investment because most organizations are not sure how training and development will
ultimately contribute to organizational performance due to lack of evaluation. However, most
literatures recognized the unquestionable role of training and development of employees to the
growth and development of the fundamental activities that the organization engages in (Noe, et
al., 2002). Training is helpful, it provides employees with timely and relevant skills (Garavan, et

al., 1999) and in return enhances organizational service quality, decrease labor cost and increase

1



productivity and profitability (Kim, 2006). Thus, in order for an organization to maintain its
competitive advantage, it must equip its employees with necessary skills that will help them be
more creative and innovative, and allow them to contribute to their overall success and

excellence in service delivery (Powell, et al., 2004).

Different researchers defined training in different ways. Training can be defined as a prearranged
and scheduled endeavor to enable employees to acquire job-related knowledge, skills and
behavior (Aguinis, et al., 2009). Garcia (2005) described training as a learning process where
employees obtain new information as well as re-learn and strengthen existing knowledge and
skill. Dessler (2005) defined training as the process of strengthening employees’ knowledge and
skill need to perform job effectively by applying different methods. Likewise, Bramley & Kitson
(1994) defined training as an organizational method of increasing employee’s learning work

related competence.

Many HRM experts stressed that the effectiveness of training is dependent on the degree of
organizations ability of examining the extent to which training and development system is
closely connected with the organizational strategy. However, organizations are unwilling to
invest in training programs that has not been adequately evaluated in terms of its ability to
contribute to the organizational strategic goals and mission, and its effectiveness and uses on job
to achieve the desired objective. The evaluation is carefully made to utilize the four levels of
training effectiveness; reaction, learning, behavior and result derived from the program. (Hamid
Khan, 2002: 49)

According to Fitzgerald (1992) development involves the attainment of aptitude and skills to be
adopted in the present or future. It includes measures to prepare employees to develop the
organization in the future. It’s also the process of getting involved in many different types of

training and assignments.

Development not only focuses its attention in the present, but also has its mind on the future. It
focuses on the long term (one to three years) objectives of the organization as compared to

training which focuses on the short term (a year or less). (ibid)



The foundation to any organization is its human resource. Development is vital so that
employees can confront new obstacles and guarantee long term well-being and continuity of an
organization. It helps an organization meet change head-on. A well-developed employees does
not react to change it makes change. (ibid)

Development varies from training in that it does not ensue during a class; it occurs after the class

that results in real development to occur. (ibid)

Organizations are more reluctant to give development training to their employees in modern time
because employees will not return to the organization after they got development. Organizations

prefer to hire from the market when need arises.

Organizations are progressively focusing on the contribution of training program to
organizational strategic goals, and base the evaluation of training as a prerequisite for investment
in training program. In addition, the effectiveness of training program in terms of its application

is also given important consideration (Brinkerhoff, 2005).

Awash International Bank (AIB) is one of the private commercial banks in Ethiopia that started
its operation in 1995. Training and development department is part of the Human Resource
Directorate. The standard training and development program starts by developing training and
development plan. This plan consists of a list of the available training course and distributes it to
the other directorates. Each directorate sends its feedback on training requirements, after
consulting its staff, to the HR directorate. The directorate forwards the feedback to training and
development division and requests it to initiate the training program in accordance with the
allocated budget and appropriateness of the training with the job of each work unit. Subsequently
the training and development division will move to prepare the action plan of training courses,

number of trainees and time of delivery. The trainings can be in-house or outsourced.
1.2 Statement of the Problem

Numerous studies have shown that organizational goals and objectives can be effectively
realized with an active and responsible contribution of its employees. Falola, et al., (2014) stated

that employees are crucial asset and important element of attaining competitive advantage of any



organization, and training is a vital tool for its actualization. That is, training and development
are believed to be necessary strategic tools for effective individual and organization’s
performance. For this reason, organizations have been spending money on it with confidence that

it will earn them a competitive advantage in the world of business.

Neelam, et al., (2014) mentioned that training and development is a crucial aspect of HRM and
its imperative for organizations to get skillful and capable employees for better performance, and
employees will be good enough when they have knowledge and skill of doing the task. In
addition, training and development would give chance to the employees to further enhance their
career and get better position in the organization, and thus organizations efficiency would

increase.

Qasim, et al., (2011) mentioned that adequate training and development program helps
organization ensure that employees in various departments can comprehend the situation the
company is in and keeps them updated on the required skills need to perform their day to day
activities. This entails that human resource training and development provides a chance for
human resource department to play a pivotal role in human resource enhancement.

On the contrary, few people these days would argue against the importance of training and
development and its major influence on the success of organizational effectiveness and employee

performance enhancement.

Both developing and developed countries have suffered from the ineffectiveness of their training
programs. A number of researches have been conducted on why training programs in developing
countries do not lead to the desired outcomes (Al-Nuseirat, et al., 2014). Many studies claim that
most of the training and development programs in developing countries have fail due to their
inability to design a training program that targets specific objectives (Healy, 2001). The majority
of governmental, private and international organizations fail to recognize the importance of
training to increase their employees’ productivity and when the economy slows or when profits
decline, many organizations first seek cuts in their training budgets. This will leads to high job
turnover and an increase in the cost to hire new employees; which in return results in lower

organization’s profitability (Amir, et al., 2013).



The researcher, while making an initial assessment, observed that employees were facing
significant problems with training and development. Some of the issues included, but not limited
to, employees training needs were not properly identified and also on the training selection
process; the training delivery was not to their expectation and lack of support or lack of
motivation from top management. These problems were identified by observation and
preliminary interview question provided by the banks staff informally. With regard to staff
capacity developments, AIB provided in-house, outsourced and overseas trainings to over 6,000
employees on different occasions. Moreover, AIB financed 902 employees for their continued
education in diploma and degree programs. All in all, the Bank paid over Birr 18 million during
FY 2015/16 for the capacity developments of its employees (Awash International Bank S.C.,
2015/16). Certainly, the above problems will affect employees’ job performance which will
affect customer satisfaction and ultimately resulting in a decline in its future profit and failure to

reach its vision.

Though there are enormous researches conducted on the practice of training and development
and its effect on employee performance (Tekle Mariam, 2015; Beyene, 2015; Beyazen, 2011), no
research has been undertaken to examine whether the available researches can be applied to
Awash International Bank Share Company (AIB S.C.). This research aims to contribute to the
existing knowledge; hence, conducting this research is important to know the effect of training

on employees’ job performance in the bank and to forward possible recommendations.
1.3 Research Questions
The study is going to be guided by the following key research questions:

e What are the Training Needs Assessment practices at AIB?

e What kind of method is used to deliver and implement training and development
practice?

e How is training and development evaluation conducted in the AIB?

e Are employees aware of the AIB training and development policy?

e Does training and development programs help improve employee performance?



1.4 Research Hypothesis

Ho: Training and development has no effect on employee performance.

H;: Training and development has effect on employee performance.
1.5 Objectives of the Study

1.5.1 General Objective

The general objective of this research is to study the effect of training and development on

employees’ job performance at Awash International Bank S.C.
1.5.2 Specific Objectives

e To assess training need assessment practice satisfaction in the AIB

e To identify the methods used to deliver and implement training and development
practice.

e To examine the methods of training and development evaluation conducted in the AIB

e To assess the level of awareness of the training and development policy at the AIB.

e To assess the effect of training and development on employee job performance.

1.6 Definition of Terms

e Training and Development: Training and development are often used interchangeably.
For the purpose of this research, training and development refers to organizational
activity concerned with enhancing the job performance of employees (either as
individuals or groups) in organizational environment. It can be considered as learning
process which involves strengthening of skills, concepts, changing of attitude and
obtaining more knowledge to improve employees’ performance (Hamid, 2015)..

¢ Human Resource Management: It is defined as the way organizations manage their
staff and help them to develop in order to be able to carry out organizations’ missions and
goals successfully (McCourt, et al., 2003).

e Human Resource Development: It is the integration of individual, career and

organization development roles in order to accomplish maximum productivity, quality,



opportunity and fulfillment of organizations members as they work to achieve the goals
of the organization (McCourt, et al., 2003).

e Training: It is defined as a planned and systematic activity resulting in enhanced level of
skill, knowledge and competency that is required to perform work effectively (Gordon,
1992).

e Development: It is a broad set of ongoing multi-faceted activities (including training)
aimed at bringing someone or an organization up to another level of performance, often
to perform some job or a new role in the future (Mc Namara, 2008)..

e Employee performance: It is define as the achievement of specific tasks measured
against identified or predetermined standards of accuracy, completeness, cost and speed
(Afshan, et al., 2012).

1.7 Significance of the Research

The study will help the bank understand the significance of training programs and its outcomes
to serve for various purposes. First, the result of the research is expected to provide input for the
bank to review its training policies, directives and guidelines; so that the training programs in the
future are designed, implemented and monitored to effectively enhance performance of the
employees. Second, it can also serve as a source of information for academicians, researchers
and policy makers. Finally, the study will enable the researcher to acquire greater knowledge and

experience on the area of training and development

1.8 Scope and Limitation of the Research

1.8.1 Scope

The study focused on one of the most important aspect of HRM that is training and development;
thus the study tried to examine the effect of training and development on employee’ job
performance. A cross-sectional study was employed in which the data were collected at one
point in time. In addition the researcher used variables such as needs assessment, method of
training delivery and method of training evaluation to assess the effect of training and
development on employee performance. The Study involved all the 277 clerical bank employees
of AIB S.C and was conducted from 22-27 May, 2017.



1.8.2 Limitation

Information obtained using self-administered questionnaire is subject to recall and social
desirability biases. In addition, there are other aspects apart from training that affect employees’
job performance and these factors include reward, managerial practices, employee personalities,
organizational climate, and employee involvement in decision-making. (Liao, et al., 2004)
Lastly, this research is limited to AIB branches located in Addis Ababa, and cannot be
generalized to other branches located outside of the capital.

1.9 Organization of the Research

This study is structured into five chapters; the first chapter is about introduction of the study. It
starts by outlining the background of the study. It provides the statement of the problem of the
study and the basic research question, followed by highlights of the general and specific
objectives of the study. The definition of terms and the significance of the study are discussed
next, followed by scope of the study. The organization of the study is described at the end of the
chapter.

Chapter two focuses on review of relevant literature in terms of three aspects: theoretical
literature, empirical literature and conceptual framework. The theoretical literature is mainly on
issues related to Human Resources Management practices. It includes literature on human
resource needs, training methods, human resource development, employee performance and

effects of training on performance.

Chapter three involves the study methodology and outlines the procedures used to obtain the
data, the reason for using this method, reliability and validity of the study. Other issues to be
discussed in this chapter include population, sample size, sampling technique, data analysis and

limitations of the study.

Chapter four presents the study results and their analysis and finally; the fifth chapter conclude

the study and provide recommendations.



CHAPTER TWO: REVIEW OF RELATED LITERATURE

2.1 Overview of Training and Development

Training has been defined differently by different authors. According to Armstrong (2006),
training is prearranged and methodological change in behavior through learning events,
programs and instruction which helps people obtain the levels of knowledge, skills and
competence required to carry out work effectively. Training involves skills that employees must
possess to enhance the probability of achieving the organization overall business and academic
goal and objectives. Conslusive training given to employees help in the reduction of panic and
disappointment, which most employees experience in many instances during their job career
(Truitt, 2011).

Cole (2002) defined training as educational activity steered towards acquiring specific
knowledge and skills for a job or a work. The essence of training is to obtain efficiency and
safety in operation of particular equipment or machine, or for an effective sales force to mention

a few.

According to Kondalkor (2002), Training is the is a long term philosophy of developing
employees on collective commitment, vision, empowerment, problem solving and employee
welfare; in which latest technology and organizational processess are used to to enhance quality
of work life to acquire organizational effectiveness and revamp into a vibrant competitive and

growth oriented learining organization.
2.2 Human Resource Management and Training

Beardwell, et al., (2004) stated that the recent emphasis by many organizations on the
importance of training can be attributed to the relative success of organizations that have
considerable invested in employee development. They have added that technological
development and organizational change have led managers to understand that success depend on
the knowledge, skills and abilities of their employees, and thus more investment in training.
Therefore, human resource must be recruited, compensated, appraised, trained and developed
(Mathis, et al., 2001).



Knowledge freshening is not an option but crucial. Training of employees must be a continuous
process which is the only meaningful stipulation in the condition of knowledge extension,
dynamic changes and increasing need for continuous product and service innovation. (Abbas, et
al., 2009) In general, organization should organize their workforce efficiently and effectively and

must focus on training employees to achieve best results and meet organizational objectives.

2.3 Difference between Training Development

As business managers, we consume a lot of time and money “training” our professionals. But
how much energy do we spend in to “developing” our people? What is the difference between
training and development? The difference is like the difference between today and tomorrow.
We make sure that employees are capable of achieving today’s job. This is among the reasons
why recurrent training is boring (Mc Dowall, et al., 2010).

Training is the process of learning a string of programmed behavior. It enhances employee
performance on the ongoing job and develops them to the intended job. On the other hand
development not only enhances job performance but also results in growth of personality.
Training not only brings about growth in potential capacities but also become better individuals
(Mc Dowall, et al., 2010).

Table 2. 1 Difference between Training and Development

Basis for Comparison

Training

Development

Meaning Training is a learning process | Development is an educational
in which employees’ get a | process which is concerned
learning  opportunity  to | with the overall growth of the
develop skills, competency | employees
and knowledge as per the job
requirement.

Term Short term Long term

Focus on Present Future

Orientation Job Oriented Career Oriented

Motivation Trainer Self

Objective To improve the work | To prepare employees for

performances of the | future challenges.
employees
Number of Individuals Many Only one
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Basis for Comparison Training Development

Aim

Specific job related Conceptual and  general
knowledge

Source: Surbhi (2015)

2.4 Objective of Training

The main aim of training is to help the organization to achieve its organizational objectives by

raising the value of its important resources, namely, its employees (Stredwick, 2005).

Armstrong (2001) states three specific objectives of training and objectives:

1 Cognitive objectives: deals with knowledge and information.

2 Affective objectives: deals with feelings and believes.

3 Psychomotor objectives: deals with the ability to manipulate objectives. Most training in

organizational setting is highly cognitive.

2.5

Significance of Training and Development

The importance of training and development according to Gary (2010) include:

Increase in production: the more the employees are trained the higher the level of
production. In concise, giving training implies updating the knowledge, skills and
abilities of its employees. Thus the amount of production will increase

Reduction in errors: one of the pros of trainings is the ability to reduce the amount of
errors. The more trained employees are, the lower the probability of making errors. So
training and making errors are inversely related.

Reduction in turnover: turnover plays an important role in the amount of training
investment companies will make. The greater the chance of employee turnover, the less
likely the company will invest in training.

Less supervision necessary: when the knowledge and skill level of employees increase,
the lesser the amount of supervision required. Thus if the organization employees are
well trained, the employees can perform their job efficiently and effectively and without

any supervision.
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New capabilities and attitude: training is the method of teaching new employees the
necessary skills they need to perform their job. Thus by having training programs in the
organization to develop capable and knowledgeable employees

Training help employees carry out tasks, monitor quality and manage complex
products and services within the organization.

Training help organization adapt to the changes in the business environment: due to
the dynamic nature of global and technological development, firms are facing new
challenges. Technology is beginning to occupy the role of human resource, thus to
overcome these hurdles, more improved and effective training programs are required by

all organizations.

2.6 The Training Process

Training, according to Garay (2010) is the mechanism of teaching new skills to employees to

help them perform their jobs. Steps involved in training and development include:

1.
2.

Organizational objectives

Needs analysis identifies specific skills needed to assess the prospects trainee’s skills and
develop specific measurable knowledge and performance objectives based on any kind of
deficiencies.

Instructional design that the trainers decide on compile and produce the training program
consent.

Validation stapes that bugs are worked out of the training program by presenting it to a
small representative audience.

Implement the program that actually training the targeted employee group.

Evaluations that deal about managers assess the program success or failures.
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Figure 2. 1 Model of a Training System

Source: (Robert, et al., 2005)

2.6.1 Organizational Objectives

According to Armstrong (2006) all organizations must have a clear defined strategy and
objectives that determines all decision made, especially for training decision. Organizations that
plan for their training process are in a better position that their counterparts because training
increases the level of motivation, reduce employee turnover and increases the capacity to adopt
new technology and method. There for organizational objectives and training goals should be in
line with each other.

2.6.2 Training Needs Assessment (TNA)

Training Needs Assessment (TNA) is the gap between current and desired results. TNA can
occur at three levels: the organization, the job and the individual. Training needs occur due to the
identified gap between the required knowledge, skills and experience for the individual and that
actually possessed by the concerned employee (Stredwick, 2005). This identification of training

needs process can take in number of ways like when an employee starts a new job.
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a. Tasks or job analysis: full research of a job to figure out the skills required to perform it.
Another way to diagnose training needs is through analyses of the tasks performed in the
organization. Job descriptions and job specifications give information on the performance
expected and skills required for employees to complete the required work. By contrasting
the requirement of jobs with knowledge, skills and abilities of employees, training needs
can be figured out (Mathis, et al., 2008).

b. Performance analysis: process of identifying whether there is performance deficiency
and whether the deficiency should be corrected via training or through some other means.
Performance deficiency can be identified using performance appraisal, observation,
interview, and attitude survey and assessment results (ibid).

c. Individual analysis: evaluate how good individual employee is performing the job and
identifying which employees require training and what kind of training is needed. The
usage of performance appraisal data in performing these individual analyses is the most
popular approach. Another way of evaluating individual training needs is to inquire both
managerial a non-managerial employees about what training they require. The result can
tell managers what employees believe their problems are and what actions are needed
(ibid).

2.6.3 Designing Training and Development Programs

Once it has been identified that training and development is required, training goal must be
established. Management should specifically state its end results for each employee (Decenzo,
2005). The outcome of training needs assessment enables training objectives to be achieved by
answering two fundamental basic questions, “who needs training and what training is needed.”

When designing training and development programs the following steps needs to be taken:

a. Training objectives: the training design stage depends on adequate and sufficient
information resulting from TNA stages. The first step that Human Resource Development
(HRD) manager should do is to outline the objective for training program. Training
objectives should be SMART (Specific, Measurable, Achievable, Realistic and Time-
bound) and tangible. These objectives must specify what is expected from the trainee
when they return to their work (Kuber, et al., 1989).
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b. Selecting the trainer: the characteristics of good trainer include ability to communicate
their knowledge clearly, use various structural techniques, have good interpersonal skills
and have the ability to motivate others to learn (Kuber, et al., 1989).

c. Prepare lesson plan: objectives must be translated to executable training sessions via
development of lesson plans. A lesson plan is a guide for actual delivery of training
content. Development of lesson plan requires the trainer to identify what is to be covered
and how much time must be spent in each part of the session (Kuber, et al., 1989).

d. Select the methods: can be on the job training or off the job training (Kuber, et al.,
1989).

2.6.4 Implementing Training and Development Program

Following the formulation of designing and development program, the next phase is the
implementation stage. Arrangements for instructors, classrooms, materials and so on would be
made at this point. (Mathis, et al., 2008) Experienced trainers who are able to deal with different

people and situation are necessary for the successful implementation process.
2.6.5 Evaluating Training and Development Programs

How a training program is determined whether it’s effective or not? One was is to measure the
change in outputs in terms of costs, sales, production, employee turnover or revenue. The HRM
can compute the Return on Investment (ROI) by determining the benefit of the training and
dividing it by training expenses (Decenzo, et al., 2010). According to Armstrong (2003) training
and development programs should be monitored continually to insure that plans are going
according to budget. To ensure managerial results, training should be evaluated after each event.
So evaluation must be:

e Objective and targeted as an important outcome.

e Accomplished according to agreed evaluation.

e Matched with organization philosophy, culture and objective.

e Should be reasonable.
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2.7 Types of Training

2.7.1 On The jJob Training

On the job training is a type of training which involves learning a new skill while working.

Stredwick (2005) tried to explain the pros and cons of on the job training.

Table 2. 2 Pros and Cons of On the Job Training.

Pros Cons

Provides instant entry into the job. Trainees are bound to make mistakes and this

can be expensive in an on-the-job situation.

Trainees work, learn and develop expertise | Behavior of the trainee and supervisor.

at the same time.

Result of actions can be seen.

Trainees can be effectively supervised

while learning.

Trainees learn social aspects of the job,
informal culture and the small details that
are often omitted from training manuals or

job description.

Source: Stredwick (2005)

Types of on the job training include:

1 Mentoring: type of on the job training in which a senior or experienced employee takes
control of the training and development of the new employee. This implies a closer
relationship can exist, whereby the mentor plays the role of an advisor and protector to the
trainee (Beardwell, et al., 2004).

2 Shadowing and Job Rotation: also known as off-practice on the job training methods. It
involves giving trainee-managers a “feel” for the organization by providing experience of
working in different department. Its and old method and has been criticized for the way it’s
often implemented. Trainees are not warmly welcomed and are seen by supervisors and
workers in the department as obstacle to the daily routines. However, if well-structured and

planned with the corporation of all department supervisors, this method can be a worthwhile
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learning experience. Another version of training is job rotation which is lateral transfer of
employee to work at different job. It provides good exposure to verify tasks. Often operated
within a department to ensure the employees to know the entire departments work, the
training needs to be well planned and coordinated, with mutual support given to each other
by the employees within the department. There must also be clear learning objectives (ibid).
3 E-learning: a more new concept of informational and learning exchange environment is e-
learning (e-learning). This emphasizes the use of new technology such as e-mail, internet and
computer software package to facilitate learning for employees whenever they need it. The
adoption of online learning is attractive to organization because the required data is available
when learners want to learn. This will speed up the learning process and knowledge
exchange. Until recently, a unit of learning was expressed interims of a three day a course, a
morning course or two-hour course. The e-learning courses can be formal (an actual course
delivered via software or the internet) or informal (exchange of information and knowledge

via e-mail or an internet) (ibid).

2.7.2 Off The Job Training

Off the job training is a type of training that occurs outside of work. The advantage of the off the
job training are allowing the trainee to concentrate on learning the new job with-out distraction
and for the training to be delivered systematically by skilled and experienced trainers. It can also
help to give an immediate good first impression for a new employee. Trainees can make
mistakes without fear of an immediate cost to the organization and tests can be set up for each
stage to ensure that the job has been learnt thoroughly before being released into the real working
situation. Mathis and Jackson (2008) has described the advantage of the off the job training
which is listed below.
e It may be cheap for managers to have and outside trainer making training in areas where
internal resources are limited.
e There may be not much time to develop internal training materials.
e The HR may not have the relevant expertise required expertise for the subject matter
where training is needed.

e Interaction between managers and peers in other companies has its own advantage.
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The cons are that is difficult to simulate a situation that is close to real life one without

substantial investment cost. Some of the off the job training include:

1

Class Room Lectures: lectures transmit specific technical, interpersonal or problem solving
skill. Lecturing to large number of trainees requires an attentive and motivated audience. It’s
a good method of conveying information; but research shows that only 20% or less stick.
Visual aids are helpful and follow-up practice is imperative for this activity to be of any
value. Armstrong (2006) mentioned that the efficiency of the lecture depends on the
capability of the speaker to present material with the judicious use of visual aids.

Discussion: the aim of discussion is to get audience to take part actively in learning, learning
from other people’s experience, and aid people in understanding other people’s point of view
and develop ability of self-expression. The goal of the trainer is to guide collective thinking.
If mandatory, show peoples opinion expressed by individual back to groups to ensure they
find their answers by themselves. The job of a leader is to aid reach a conclusion and not to
do it for them (ibid).

Simulation and Games: these are organized competitions and operational models used as
training modules to replace real life scenarios (Bernatek, 2011). The advantage of games and
simulation includes the development of problem solving and decision making skills, a greater
comprehension of the whole organization, capability to learn actual problems and the ability

to capture student’s interest.

2.8 Types of Employee Development Methods

Employee development methods are methods used to enhance employee capability that are

directly affects future contribution to an organization (Gilley, et al., 2009).

1

Formal Education: occurs either outside job usually in the form of college degree or inside
through corporative universities, which includes lectures by business professionals or senior
executives in the organization.

Job Experience: involves working through problems, decision making, interpersonal
relationships and task management. It’s more evident when employees are faced with new
tasks or challenges on the job. Initiatives that aid these types of development tasks include

job enlargement, job rotation, promotion or assignment and projects.
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3 Assessment: includes gathering information and giving feedback about performance, skills

and behaviors on the jobs.

2.9 Problems Relating to Training and Development Practice

Presently there are so many complications that every company faces regarding training and

development programs. Some of the problems that are faced by the organization include:

Turnover: rate at which employees leave the organization. Too many departures affect
negatively on the organization and shows inability to retain employees. If the reason for
increased turnover is lack of training, more employees will continue to leave the
organization. High turnover cost the organization a lot of money. Every time an employee is
terminated, money must be spent to heir someone else. This includes time and money spent
to processing termination papers, advertising for someone new, interviewing job applicants,
and allowing existing employees and new workers time to adjust to each other. If this
adjustment happens frequently, existing employees may grow tired of it.

Physical disaster or noncompliance: in an environment that requires employees to perform
physical duties, such as a plant or warehouse forklift operator; lack of training is hazardous to
an employee’s health and violates federal health and safety laws.

Relationship and income loss: strong business relationship are built on trust and
understanding. The absence of employee training may result in incompetent communication
that ruins those relationships. Further company loss if projects are improperly designed due
to lack of employee training.

Unproductivity: a well-trained and committed employee is likely to remain with the
company because he/she took time to insure to receive proper training; and is more motivated
to give back to the company. An employee who lacks proper training is unmotivated because
he/she lacks the knowledge needed to serve the customers. This result in low productivity

and inaccurate work, which hurts the company bottom line.

2.10 The Effect of Training and Development on Employee
Performance

Previous study provides information that there is a strong positive relationship between training

and employee performance. Training and development programs as one of the vital human
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resource management practice positively affect the quality of the workers knowledge, skills and
capability and thus results in higher employee performance on the job (Guest, 1997). Learning
through training influence organizational performance by greater employee performance and is
said to be a key factor in the achievement of corporate goals (Harrison, 2000). 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).

Employee competencies change through effective training program. It is not only to improve the
overall performance of the employees to effectively perform the current job but also enhance the
knowledge, skills and attitudes of the workers necessary forth future jobs; and those contributing
to superior organizational performance. Through training, employee competencies are developed
and enable them to implement the related work efficiently, and achieve firm objectives in a

competitive manner (Wright , et al., 2001).

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 employees
and enhancing the performance. Training facilitates organization to recognize that it works are
not performing well and thus their knowledge, skills and attitudes needs to be molded according
to the firms need. There might be various reasons for poor performance of the employees such as
workers may not feel motivated any more to use competencies, or may not be confident enough
on their capabilities, or they may be facing work life conflict. All of the above aspects must be
considered by the firm while selecting most appropriate training intervention that help the
organization to solve all problems and enhance employee motivational level to participate and

meet firm expectation by showing desired performance.

According to Wright and Geroy (2001), employee competency change through effective training
programs. It’s not only to improve the overall performance of the employees to effectively
perform the current job, but also to enhance the knowledge, skills and attitude of the workers
necessary for the future job and those contributing to superior organizational performance.
However, employee performance is also affected by some environmental factors such as

corporate culture, organizational structure, job design, performance appraisal system, power and
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politics prevailing in the firm and the group dynamics. If the above mentioned problems exist in
the firms, employee performance decreases not due to lack of lack of relevant knowledge, skills

and attitude, but because of hurdles which is mentioned above.

It can be debated that the effect of training program on employee outcome such as motivation,
job satisfaction and organizational commitment did not receive much attention so far and rare
work was done to test whether firms can affect their workers attitudes through proper training

intervention (Amir, et al., 2013).
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2.11 Empirical Review

Study conducted by Tazebachew (2011) that involved 60 employees to assess the effect of
training on employee’s performance in public organizations found that most employees are not
involved in the design and development of the organization training. The researcher found that
employee selection for training depended on performance evaluation results and seniority. The
researcher also found that some respondents were not clear with the mechanism that the
organization practices. In an interview with the training manager, the researcher acknowledged
that both on the job training and off the job training methods were available even if the first type
of training is most of the time given to employees. In the same research, the majority of
respondents acknowledged that taking training in groups is more beneficial than obtaining it

individually.

Yebelay (2014) conducted a research on the effect of training and development on employee
performance at the Ethiopian Insurance Corporation. One hundred and thirteen respondents were
selected using stratified random sampling and consisted of managerial and non-managerial staff.
The majority of the respondents complained about the training selection method and mentioned
that it was unfair and unsystematic; and also mentioned that off the job training is preferable than
on the job training. In addition, the respondents mentioned that management involvement in
designing and improving training program of the organization is limited. The findings on the
effect of those trained employees performance revealed a significantly positive relationship with
r=0.777, p < 0.01. This value of correlation indicates a stronger relationship and significant at p

value less than 0.01

A study by Kiweewa and Asilimwe (2014)on the implication of training on employee
performance in regulatory organizations in Uganda was conducted using a sample size of 80
respondents out of the expected 108 (response rate of 81%). The study showed a significant
relationship between training and employee performance in regulatory organization in Uganda.
The findings showed the majority of the respondents (54.4%) mentioned that training benefited
both the organization and the employees. They have also mentioned that organizations improved
in performance due to the skills acquired by employees. Eighty point seven percent of the

respondents indicated that the company was satisfied with their performance after training
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because performance gaps in the identified areas had been met. The study also conducted person
correlation in order to know the relationship between the variables and the result is 0.433. In

general training and performance have positive relationship.

In general, literature on training and development is scare and most available are not conducted
in line with the performance aspects of local banks, this research tries to assess the effect of

training and development on employee performance the case of Awash International Bank S.C.
2.12 Conceptual Framework

The conceptual framework shows the association of Training and development and employees’
performance. In this study employees performance is dependent variable while the components
of training cycle, namely; Training Needs Assessment, Training Design and Implementation and
Training Evaluation are the independent variable.

Independent Variable (V) Dependent Variable (DV)

Training and Development Jlob Performance

Training Meeds Assessment
+ Identify Training Needs

Training Design and Implementation

+ Objectives of Training Job Performance

* Training Content > . Work Quality

+ Selection of Trainer

* Training Material

Training Evaluation
+ Time allotted for training
+ Feedbackduring and after

training
+ Changerealization
+ Training Evaluation Formants

Figure 2. 2 Effect of Training and Development on Employees’ Job Performance

Source: Adapted from Kanyesiga & Bazinzi (2015)
23



Most of the advantages derived from training and development are easily obtained when training
is planned and systematic. This suggests that organizations, trainers and trainees are prepared
well for the training in advance. According to Armstrong (2006), training should be well
organized in that it is specifically designed, planned and implemented to meet defined needs.

People who know how to train provide it and the impact of training is carefully evaluated.

Figure 2 shows the relationship between independent (training and development) and dependent
variable (employee performance). According to the above model, the first step in training and
development process is to identify the organization objectives. The training and development
objectives must be in line with organizational objectives. The next step is to conduct Training
Needs Assessment (TNA) in order to implement it effectively. After all we have to evaluate the
process carefully to know the outcome and results of the process. Employees who have received
effective training are likely to do well on the job by increasing the quality of work, hence
achieving organizational goal and gaining competitive advantages. The next step is to design the
training so that it meets employees’ needs. Finally, training needs to be evaluated so as to
identify whether it meet its objective or not. Once the training process is carefully implemented,

this will lead to improved employees’ job performance.
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CHAPTER THREE: METHODOLOGY

3.1 Description of the Organization

Awash International Bank S.C. (AIB) is the pioneer private commercial bank in Ethiopia after
the downfall of the military regime and the introduction of the market economic policy in 1991.
It was established in accordance with the existing laws and regulation; and the 1960 commercial
code of Ethiopia, by the Monetary and Banking Proclamation No. 83/1994 and by the Licensing
and Supervision of Banking Proclamation No. 592/2008. Awash International Bank was founded
by 486 shareholders with a paid-up capital of Birr 24.2 million. Licensed on November 10, 1994,
it started banking operations on February 13, 1995. The bank has 240 branches (129 branches in
Addis Ababa) and more than one million customers. Its deposits in 2015/16 exceeded 24 billion
birr. Awash International Bank is one of the biggest and the first private commercial bank in
Ethiopia banking history. Its head-quarter is located at the new building opened in 2010 at the
central financial hub of Addis Ababa. It was named after the popular Ethiopian river “Awash”
which is the most utilized river in the country especially for irrigation and hydroelectric power.
Awash River plays a pivotal role in the economic development of the country (Awash
International Bank S.C., 2015/16).

3.1.1 Vision of the Bank
“To be one of the top ten East African Banks by 2025”.

3.1.2 Mission of the Bank

To provide innovative, competitive, and diversified banking service accessible to the society

with qualified and dedicated staff in a profitable and socially responsible manner.

3.1.3 Core Values
e Building public trust and confidence.
e Treating customers as guest of honors.
e Growing together with customers.

e Discharging social responsibilities
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e Developing competent leadership with the right vision as well as competent and qualified

employees imbued with strong team spirit.

e Building strong and healthy bank of which the current and future generations will be

proud of.

3.1.4 Objectives

e To meet the emerging private sector for quality and dependable domestic and

international banking services,

e To expand and diversify commercial banking services in response to the growing demand

of the customers, and

e To contribute towards the economic and social development of the country and to operate

profitably in a sustainable manner.

3.2 Research Design and Approach

A descriptive and causal design was applied in this research using both quantitative and
qualitative research methods. Descriptive design is used to describe existing situation under
study; and explanatory study design is used for explaining, understanding and predicting the

cause and effect relationship between variables.

This study utilized cross-sectional survey in which all relevant data were collected at a single
point in time. A questionnaire was used as quantitative survey instrument. Quantitative approach
enables to answers questions through a controlled deductive process, allowing for the collection
of numerical data, the prediction, the measurement of variables, and the use of statistical
procedures to analyze and develop inferences from that data. Interview was used to collect
qualitative data. Qualitative methods are based on the facts which are socially constructed rather
than objectively and are based on people experience (Noor, 2008).

3.3 Sample and Sampling Technique

As stated on Neelam et al, (2014) population means the totality of individuals from which some
sample is drawn. The population of this study consisted of clerical staffs found in the selected
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branches. These employees were selected since these employees are at the forefront of customer
handling and most of the training is given to them. Clerical staff included cashiers, accountants,
auditors, managers, etc. Janitors, cleaners and security personnel were excluded since these
employees seldom receive training. AIB S.C has 129 branches in Addis Ababa based on its 21
annual report (Awash International Bank S.C., 2015/16). Using the table developed by Malhotra
(2009), a sample size of 20 branches (medium) and 50 respondents (high) were enough for the
study. Individual branches were selected using simple random sampling from the list of branches
obtained from AIB S.C 2015/2016 21* annual report. The total population of the selected
branches was 277 clerical staff thus based on Malhotra’s table 50 respondents was taken as
sample size. Adding a 10% non-response rate and the final sample size was 55; this represent
about 20% of the selected AIB S.C branches population. Individual respondents were selected

using systematic random sampling.

Table 3. 1 Sample Size

Population Size Sample Size

Low Medium High

51-90 5 13 20

91 - 150 8 32
151 - 280 13 32

281 - 500 20 50 80
501 - 1200 32 80 125
1201 - 3200 50 125 200
3201 - 10000 80 200 315
10001 - 35000 125 315 500
35001 - 150000 200 500 800

Source: Malhotra (2009)

Table 3. 2 Sample Size Determination

Branch Name Number of Clerical Staff | Proportion | Sample Size
Addis Gebeya Branch 16 0.06 3
Addis Ketema Branch 26 0.09 5
Adey Ababa Branch 11 0.04 2
Arat Kilo Branch 22 0.08 4
Bole Michael Branch 11 0.04 2
Bole Millennium Branch 8 0.03 2
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Branch Name Number of Clerical Staff | Proportion | Sample Size
Bulgaria Mazoria Branch 10 0.04 2
Genet Hotel Akababi Branch 8 0.03 2
Gojamber Branch 10 0.04 2
Jemmo Branch 21 0.08 4
Kality Gumruk Branch 8 0.03 2
Kebena Branch 9 0.03 2
Kera Kori Branch 15 0.05 3
Lideta Branch 18 0.06 3
Meganagna Adebabay Branch 14 0.05 3
Megenagna Branch 17 0.06 3
Sabategna Branch 20 0.07 4
Salegora Branch 9 0.03 2
Saris Branch 16 0.06 3
Torayiloch Branch 8 0.03 2
Total 277 1 55

Source: Survey Questionnaire, 2017

3.4 Source and Tools/Instruments of Data Collection

The data for this study was collected from primary and secondary sources. The primary data
comprise of responses obtained from questionnaires administered to randomly selected study
respondents and structured interview with the head of training division. Study participants were
randomly chosen from list of selected branches of AIB S.C.

The sources of secondary data for this research consist of mainly published textbooks, academic

journals, training and development publications, other human resource management publications.

For quantitative data, a structured standard questionnaire was the instrument for data collection.
Respondents were issued questionnaires to fill on the information required. The questionnaires
consisted of closed-ended questions. The closed-ended questions are set for the respondents in

order to ensure uniformity and greater reliability. Further to collect data, semi-structured
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interview was made in order to obtain most accurate answers based on the interviewees’ opinion
and experience, and to facilitate further analysis. The interview is an insightful tool which
focuses directly on the studied topics but also includes bias and can be manipulative (Yin, 2009).
Semi-structured interview was used as a tool for the qualitative research. In the semi-structured
interview, the interviewer prepared a number of questions that were in the general form of an
interview schedule. It is standardized in order to minimize differences between interviews.
Moreover, the sequence of questions may vary and the follow up questions can be asked in
response to some significant replies (Bryman, et al., 2003). Interview guidelines and voice

recorder will be used as data collection instruments.

3.5 Procedures for Data Collection
3.5.1 Quantitative Data Collection Procedure

A facilitator was recruited for data collection. The researcher acted as a supervisor while the data
facilitator handed and collect the questionnaires. One day training was given by the researcher to
the data facilitator prior to data collection. The training focused on understanding the meaning of
each question, obtaining consent, keeping confidentiality of the information he gathered and
quality of data collection. Emphasis was given on the significance and the appropriate meanings
of each question as well as how to explain for the participants in understandable manner if

required.

3.5.2 Qualitative Data Collection Procedure

Key Informant Interview (KII) was held with the head of training division at AIB. The data was
collected through KII guide. The interviewer used audio tape to document the discussions. The
whole interview was recorded so that the correct information is available for use in this research,
as well as provides the possibility to go back to analyze in detail what the interviewee actually
said.

3.6 Methods of Data Analysis

The collected data was checked for its completeness, consistency and accuracy before analysis.

The collected data was cleaned, coded and entered into Epi Data version 3.1 and then exported to
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SPSS version 20 for analysis. The data obtained was tabulated and analyzed in terms of the

objectives of the study using descriptive and inferential statistics. The plan of data analysis is as

follows:

Descriptive Statistics

Frequency and percentage was used to assess the Socio-Demographic data

Issues related with training needs assessment, training design and implementation, training
evaluation and employee performance was measured using the measurement developed by
Zaidatol (2009). The measurement of the items in the survey questionnaire was based on 5
point likert scales with 1 demonstrating “strongly disagree” to 5 indicating “strongly agree”.
Mean score of above 3.80 is regarded as high, 3.40-3.79 is considered moderate and below

3.39 is regarded as low perception. Table 3.3 shows the mean score measurement.

Table 3. 3 Mean Score Measurement

Mean Score Description
<3.39 Low
3.40-3.79 Moderate
>3.80 High

Source: Zaidatol (2009)

Inferential Statistics

Logistic regression was used to determine the relationship of predictor on outcome variables.
Variables that have a p-value of less than 0.25 at bivariate level were selected as candidates
for multiple regression analysis.
Regression had been calculated using the proposing formula:

Yi = B0+ B1Xi+ei
Where Yi is the value of the dependent variable for case i,

— Xi is the value of the independent variable for case i,

— B0 and B1 are constants, and

— ¢i isthe error in prediction for case i.
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3.7 Validity and Reliability

Validity is the extent to which a measure or scale gives the correct answer. (Kirk, et al., 1986) It

indicates the degree to which an instrument measures what it is supposed to measure. To check

the validity of the research, the researcher took the following measures:

For ensuring data quality the questionnaire was prepared first in English, translated to
Ambharic, and then re-translated back to English by professional translator to check its
consistency.

Data was collected using standardized questionnaires from the employees of the AIB.

The questionnaire was pretested on 10% of sample number (6 employees) on a separate
branch to check the validity of the questionnaire and necessary modification was made on the
instrument.

The branch in which the pilot study was conducted was excluded from the study.
Questionnaire was checked thoroughly for its validity before it was distributed to
respondents.

At time of data collection, filled questionnaires were checked for completeness and
consistency of information by the supervisor.

Data was also checked for uniformity and completeness before entry into computer software
for analysis.

Random sample of 30% was re-entered into the double entry feature of Epi-data version 3.1

to check the consistency of the entered data.

Internal consistency reliability is a measure of consistency between different items of the same

construct. Cronbach’s alpha is a reliability measure designed by Lee Cronbach in 1951

(Bhattacherjee, 2012). Cronbachs alpha is a coefficient of reliability. It is commonly used as a

measure of the internal consistency or reliability of a psychometric test score for a sample of

examinees. For testing the reliability of the data instrument, Cronbach’s alpha was calculated to

test the reliability of the research instrument. The result of the reliability test is shown in table

3.4.
Table 3. 4 Cronbach Alpha Reliability Test Result
Cronbach's Alpha N of Items
.965 55

Source: Sample Survey, 2017
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3.8 Ethical Consideration

Ethical clearance was obtained from Saint Mary’s University, School of Graduate Studies. In
addition, verbal consent was obtained from all study subjects to ensure that participation will be
on voluntarily basis. On top of that, to keep the anonymity of study participants, code numbers
rather than personal identifiers was used. The KII was done after explaining the whole essence of

the interview and obtaining consent from the interviewee.
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CHAPTER FOUR: RESULTS AND DISCUSSION

4.1 Respondents Background Information

According to the sampling process described in chapters three, 55 questionnaires were

distributed to 20 branches; all of the copies were returned thus making the response rate 100%.

Out of the 55 respondents, 58.2% were males and 41.8% were females. More than half of the

respondents (61.8%) were between the ages of 20-30 while 29.1% were between the ages 31-40;

from the data it is obvious that a large proportion of the workforce are young and an opportunity

for the AIB to perform better and give attention to training and development. A great majority of

the respondents (67.3%) were Bachelor’s degree holders, followed by Diploma (23.6%). When it

comes to how long they were working for the AIB, 47.3% mentioned that they were working for

AIB between 1-5 years, 21.8% were working between 6-10 years and 20% were working for less

than a year. Table 4.1 shows details of respondents’ characteristics.

Table 4. 1 Basic Characteristics of the respondents

Basic Characteristics of the respondents

No. | Question Response Frequency | Percentage
1 Age 20-30 34 61.8
31-40 16 29.1
41-50 5 9.1
Total 55 100
2 Sex Male 32 58.2
Female 23 41.8
Total 55 100
3 Educational level Diploma 13 23.6
Degree 37 67.3
Masters 3 5.5
PhD 2 3.6
Total 55 100
4 How long have you been working for the Lessthan1 |11 20.0
AIB? Year
1-5 Years 26 47.3
6-10 Years 12 21.8
11-15 Years |5 9.1
Above 15 1 1.8
Years
Total 55 100

Source: Researchers Own Survey, 2017
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4.2 Training Needs Assessment Practice in AIB

Table 4. 2 Employees' Training Information

Training Need Assessment Practice at AIB

No. | Question Response Frequency | Percentage
1 Have you had any form of Yes 55 100
training since you joined AIB? Total 55 100
2 In your branch, who is Bank Manager 29 52.7
responsible for selecting Human Resource 6 10.9
employees for training? Manager
Management Committee | 12 21.8
Don't Know 8 14.5
Total 55 100
3 How were you selected for Compulsory for all 21 36.2
training?(you can select more employees upon joining
than one) the bank
Managers 20 34.5
recommendations
Upon Employee Request | 2 3.4
Don't Know 15 25.9
Total 58 100
4 | What kind of training have you On the Job Training 5 9.1
gone through since joining AIB? | Off the Job Training 35 63.6
Both 15 27.3
Total 55 100

Source: Researcher Own Survey, 2017

Table 4.2 shows details of employees training information. From the table, all of the respondents
(100%) underwent some form of training since they joined AIB. More than half of the
respondents (52.7%) mentioned that the bank manager is responsible for selecting employees for
training; this is consistent with what the interviewee mentioned that bank managers and training
unit are usually responsible for selecting employees for training. In a multiple response question
regarding how employees were selected for training, the top two responses were compulsory for
all employees upon joining the bank (36.2%) and manager’s recommendations (34.5%).
Regarding the type of training they have gone through since joining AIB, more than half of the
respondents (63.6%) stated off the job training, 9.1% mentioned on the job training and 27.3%
mentioned both. This goes hand in hand with what the interviewee mentioned that most of the
training given to employees is off-the-job trainings, due to the availability of facilities and

equipment’s required for training at the headquarters.

34




Table 4. 3 Training Needs Assessments Practice Responses

No. | Question N | Minimum | Maximum | Mean SD

5 The selection of trainees in AIB is 55 1 5 3.27 1.239
fair

6 AIB periodically conducts training 55 1 5 2.76 1.201
needs assessment of its employees

7 | sponsored myself at least once for | 55 1 5 4.22 .854

further studies to acquire new
knowledge, skills and abilities as
long as employed in AIB.

9 In the past, my identified training 55 1 5 2.71 1.066
and development needs were actually
met

10 | I am confident that the existing 55 1 5 3.44 1.167

process will meet my future training
and development needs aspiration.

11 | The process used to identify training | 55 1 5 3.16 1.229
and development needs are effective

12 | Training need assessment process 55 1 5 2.95 1.239
was participatory.

14 | Training need assessment documents | 55 1 5 3.36 1.176

are well organized and used.

Average Mean Score = 3.23, Average Standard Deviation = 1.15

Source: Researcher Own Survey, 2017

Table 4.3 shows details of training needs assessment practice. The average mean score for
training needs assessment is 3.23 £ 1.15 which is low. This indicates that respondents are not
satisfied with the current training needs assessment of AIB, the selection of employees for
training is not fair, employees training needs assessment are not identified and the process used
to identify training needs assessment is not effective. The interviewee mentioned that there is a
process developed by the training unit, called Annual Training Planning Process, to determine
training needs assessment. This is a research process and involves determining employees
learning needs by collecting information and then designing training needs based on the obtained
feedback. But most importantly, the training unit determines training needs assessment based on
the technologies procured by the bank. Since AIB is competing in a dynamic environment, the

bank strategy is to select employees who are on hands with the technologies.
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Table 4. 4 Objective of the training course

4.3 Training Design and Implementation

Objectives of training course

No. | Question N | Minimum | Maximum | Mean SD

1 | was given sufficient information on | 55 1 5 2.89 1.181
the objectives of the training course
before my arrival.

3 The objectives of the training 55 2 5 3.69 791
fulfilled my needs.

4 The objectives of the training were 55 2 5 3.65 .865
achieved.

Average Mean Score of training objectives = 3.41, Average Standard Deviation = 0.95

Source: Researcher Own Survey, 2017

Table 4. 5 Training Content

Training Content

No. | Question N | Minimum | Maximum | Mean SD

5 The topics covered were relevantto | 55 3 5 4.09 .586
my job.

6 The content was organized and easy | 55 1 5 3.60 974
to follow.

7 | consider that the training programs | 55 1 5 3.80 951
are designed at level of abilities and
education of employees.

16 | The training exercises best help 55 1 5 3.82 .905
trainees learn and apply different
types of knowledge or skill.

8 | received updated training which is | 55 1 5 3.75 927
required for my job position.

Average Mean Score of training content = 3.81, Average Standard Deviation = 0.87

Source: Researcher Own Survey, 2017
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Table 4. 6 Selection of Trainer

Selection of Trainer

No. | Question N | Minimum | Maximum | Mean SD

9 Trainers have sufficient knowledge. 55 1 5 3.76 981

10 | The training staff encouraged 55 1 5 4.00 .816
participation throughout the course.

11 | The training staff was responsive to 55 2 5 411 .658
participants’ needs and questions.

12 | Trainers communicate well. 55 1 5 3.89 .936

13 | The trainer summarized the main 55 2 5 4.05 .780
points before finishing.

14 | The trainer used effective examples 55 2 5 4.02 733
and illustrations.

15 | The trainer used body language to help | 55 1 5 3.91 .888
communicate ideas visually.

18 | The trainer clearly described what to 55 1 5 3.96 .881
expect from the presentation.

19 | The trainer defined unfamiliar 55 2 5 3.69 .858
technical terms.

20 | The trainer provided clear instructions | 55 1 5 3.69 .960
for all activities.

Average Mean Score of training content = 3.91, Average Standard Deviation = 0.84

Source: Researcher Own Survey, 2017

Table 4. 7 Learning Material

Learning Materials

No. | Question N | Minimum | Maximum | Mean SD

25 | I assume the material, hand-outs 55 2 5 3.64 .890
and/or activities useful to the training
provided to me were adequate.

26 | The materials distributed were helpful. | 55 2 5 3.75 .907
27 | The trainer made sure materials could | 55 1 5 3.67 .904
be read easily from where | was
sitting.

Average Mean Score of training material = 3.68, Average Standard Deviation = 0.90

Source: Researcher Own Survey, 2017

The mean value for training design and implementation is 3.78 which is moderate. Table 4.4-4.7
shows details of training design and implementation of AIB. The questions were divided into
four segments; namely objectives of the training course, training content, selection of trainer and
training delivery.
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4.3.1 Objectives of the Training Course

The average mean score for objectives of training course is 3.41 + 0.95 which is moderate. This
means that the respondents are neutral regarding whether the training objectives fulfilled their
needs and whether training objectives were achieved. However one aspect that the respondents
were not satisfied was that they were not given sufficient information about the training

objectives prior to the training as shown in table 4.4.

4.3.2 Training Content

The average mean score for training content is 3.81 £ 0.87 which is high. This means that the
respondents are satisfied with how training contents were organized, how the training contents
are designed to the at levels and abilities of trainees and how the topics covered during training
was relevant to their jobs as shown in table 4.5. The interviewee mentioned that the training unit
uses two methods to design trainings. One is vendor based training were by when the bank
procures a new product, the vending company sends people to trainer the employees of the
purchasing company. The other is in-house training were by the training unit follows the
curriculum designing procedure. This type of training design involves developing follow-charts,
defining objectives, targets and then defining trainers, trainees, methodology and content.

4.3.3 Selection of Trainer

The average mean score for selection of trainer is 3.91 + 0.84 which is high. This means that the
respondents are satisfied with the trainers including their level knowledge, how they
communicated, how they use their body language to help communicate ideas visually, how they
used effective examples, how the trainer clearly described what to expect from the presentation,
how the trainer defined unfamiliar technical terms, how the training staff was responsive to
participants’ needs and questions and how trainer summarized the main points before finishing
as shown in table 4.6. The interviewee mentioned that AIB uses two options when selecting
trainers. If the necessary knowledge is found within the bank, then the training is given by staff
members to their fellow employees. If the necessary knowledge is not available within the bank,
then AIB hires professional trainees either local or foreigners to provide the trainings. The Goal
of AIB is to provide the best type of trainers to its employees so that they can learn and apply
what they have learned so that ultimately they can serve our customers appropriately.
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4.3.4 Training Materials

The average mean score for objectives of training course is 3.68 + 0.90 which is moderate. This
means that the respondents are neutral regarding adequateness of the training material and their
helpfulness as shown in table 4.7. According to the interviewee, the bank is in the final touches
of furnishing and opening the new training unit that is fully equipped with all the materials

necessary to conduct trainings.

4.4 Training Evaluation

Table 4. 8 Training Evaluation Responses

No. | Question N | Minimum | Maximum | Mean SD

1. | Before | have attended training, my | 55 1 5 3.82 .884
knowledge, skills and performance
needed improvement.

2. | Trainings are conducted whenever 55 1 5 3.51 1.136
they are required as per the situation.
3. | Trainings related to job 55 2 5 3.87 .904

responsibilities are given which helps
in overall development.

4. | The time allotted for training is 55 1 5 3.35 1.126
sufficient.

5. | The management request feedback 55 1 5 3.40 1.099
from trainees’ during their training
process.

6. | The management request feedback 55 2 5 3.60 1.047
from trainees’ after training.

7. | I have realized change in my 55 2 5 3.89 137

performance after attending any
training in the AIB.

8. | I was able to transfer the new skills 55 1 5 4.02 .952
into my job.

9. | There are relevant criteria to evaluate | 55 1 5 3.20 1.112
training program.

10. | Training evaluation process was 55 1 5 3.38 1.080
participatory.

11. | There are formal training evaluation | 55 1 5 3.04 1.036
formats in the bank.

12. | Overall, | am satisfied with the 55 1 5 3.67 924

trainings | underwent.

Average Mean Score for Training Evaluation = 3.56, Standard Deviation = 1.00

Source: Researcher Own Survey, 2017
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The average mean score for training evaluation is 3.56 = 1.00 which is moderate. This means

that the respondents are neutral regarding the time allotted for training, training feedback during

training and after training, change realization after attending training, ability to transfer or apply

the newly learnt knowledge or skills into the job, there are relevant criteria to evaluate training

program and that there are relevant formal training evaluation formats in the bank as shown in

table 4.8. The interviewee mentioned that the bank has what it called an On-Spot evaluation that

IS made after the training is done, where by employees are asked to fill forms regarding the

training they underwent. The also bank also conducts regular meetings with the trainer and asks

them about the trainings and whether the employees are taking advantage of it. In addition, the

bank conducts two kinds of training evaluation assessment; one is called trainees satisfactory

survey and the other is training impact evaluation.

Table 4. 9 Employees' Awareness on training and development policy of AIB

4.5 Employees Awareness of AIB Training and Development Policy

No. | Question Response Frequency | Percentage
1 | Areyou aware of the training and Yes 25 45.5
development policy of the AIB? No 30 54.5
Total 55 100
2 If yes, how did you know about it? During Orientation | 12 48
Official 3 12
Communication to
me
Through AIB 4 16
Publication
Information From 6 24
Colleagues
Total 25 100
No. | Question Response Frequency | Percentage
3 How do you rate your understanding | Very Low 3 12
of the human resource training and Low 2 8
development policy of AIB? Average 13 52
High 5 20
Very High 2 8
Total 25 100

Source: Researchers Own Survey, 2017
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As shown in table 4.9, the prevalence of the awareness of AIB training and development policy
among the respondents is low 45.5% while employees who are not aware or are not sure account
to 54.5%. Of those who are aware of the training and development policy of the AIB; 48% came
to know about it during orientation, 24% through information from colleagues and 12% through
official communication to them. In addition when asked to rate their level of understanding of
training and development policy of the AIB, 52% rated average while 20% rated high. According
to the interviewee, AIB has training policy, but it is only communicated to some of its employees
to keep its confidentiality. The most common method of conveying this policy is through

orientation which is line with this research.

4.6 Responses on Employees’ Performance

Table 4. 10 Responses Regarding Employees Performance

No. | Question N | Minimum | Maximum | Mean SD

1. | The work knowledge is increased 55 1 5 3.64 .988
through the training programs.

2. | The job satisfaction increases 55 1 5 3.51 .920
through the training.

3. | The training provided by the AIB 55 2 5 3.76 .860

helped me to perform my work
quickly and efficiently.

4. | Because of the knowledge, skills and | 55 1 5 3.51 1.034
attitude that I received from the
training, | can accomplish activities
without waste.

5. | I feel that training enable me to 55 1 5 3.80 .869
perform my work with greater
accuracy and precision.

6. | The employees’ attitude/behavior 55 1 5 3.62 972
becomes willing to accept more
challenging assignments after
receiving the training.

7. | The employees become more 55 1 5 3.80 .826
responsible after the training.

8. | The employees become committed 55 1 5 3.60 .955
toward their jobs after getting the
training.
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No.

Question

Minimum

Maximum

Mean

SD

The employees become more
supportive of the company values
after receiving training.

55

1

5

3.56

1.118

10.

The employees become more
productive after receiving training.

55

3.69

1.153

11.

After receiving training, the
employees’ job performance helps in
enhancing the bank’s productivity.

55

3.53

1.152

12.

Because of good training practice of
AlB, | feel I have a moral obligation
to respond to the needs of the
customer.

55

3.75

.985

13.

Since the culture of the Bank is good
enough to provide training on time, |
am so specialized in the services that
will be delivered to the clients of the
Bank.

55

3.56

1.135

14.

Training improves employees’ job
performance

55

2

5

3.82

925

Average Mean Score for employees performance = 3.63, Standard Deviation = 0.99

Source: Researchers Own Survey, 2017

Details of employee performance are shown in table 4.10. The average mean score of employee
performance is 3.63 £ 0.99 which is moderate. This means that the respondents are neutral
regarding training increases work knowledge, job satisfaction increases through training, the
training help employees perform their work quickly and efficiently, without waste and with
greater accuracy and precision, training enables employees to accept challenging assignments,

after receiving training employees’ job performance helps in enhancing the bank’s productivity

and training improves employees’ job performance.

In order to determine the effect of training and development on employees’ job performance,

Performance

linear regression was used.
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Table 4. 11 Model Summary

Model Summary

Model R Square Adjusted R Std. Error of
Square the Estimate
1 .820% 672 .653 6.239

a. Predictors: (Constant), TE, TNA, TDI

ANOVA?®
Model Sum of df Mean Square F Sig.
Squares
Regression 4063.814 3 1354.605 34.803 .000"
Residual 1985.022 51 38.922
Total 6048.836 54

a. Dependent Variable: EP
b. Predictors: (Constant), TE, TNA, TDI

Table 4. 12 Effect of Training and Development on Employee Performance Regression

Coefficients?

Model Unstandardized Standardized t Sig. | 95.0% Confidence Collinearity
Coefficients Coefficients Interval for B Statistics
B Std. Error Beta Lower Upper Tolerance | VIF
Bound Bound
(Constant) | -5.031 5.736 -.877|.385| -16.548 6.485
TNA 321 .169 .182 1.898(.063| -.019 .660 .698 1.434
TDI .324 132 .369 2.459].017 .059 .589 .285 3.510
TE 518 .219 .366 2.362].022 .078 .958 .268 3.727

a. Dependent Variable: EP

Source: Researchers Own Survey, 2017

According to table 4.11, 65.3% of the variation in job performance in the selected branches of

Awash International Bank is explained by the predictor variables. Training Design and

Implementation (TDI) and Training Evaluation (TE) came out as predicator variable for

employees’ job performance. The interpretation of table 4.12 is as the following:

e At 95% confidence interval the Beta value of training design and implementation is 0.324

which indicates that a change in one standard deviation in the predictor variable results in
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a change 32.4 standard deviation (p>0.05); keeping training evaluation constant. The VIF
of the training design and implementation is 3.510, it can be concluded that there is no
multicollinearity symptom. Thus there is an effect of training design and implementation
on employee job performance.

e At 95% confidence interval the Beta value of training evaluation is 0.518 which indicates
that a change in one standard deviation in the predictor variable results in a change 51.8
standard deviation (p>0.05); keeping training design and implementation constant. The
VIF of the training design and implementation is 3.727, it can be concluded that there is
no multicollinearity symptom. Thus there is an effect of training evaluation on employee

job performance.
The result of the hetroscedasticity is shown in table 4.13:

Table 4. 13 Breusch-Pagan and Koenker hetroscedasticity test

Breusch-Pagan and Koenker test statistics and sig-values
LM Sig

Breusch-Pagan 5.389 0.145

Koenker 5.434 0.143

Source: Researcher own survey, 2017

Since the p-value of Breusch- Pagan and Koenker is greater than 0.05, then hetroscedasticity is

not present.
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS

5.1 Conclusion

The following are the major conclusion that can be drawn from the results and findings of this
research:

5.1.1 Training Needs Assessment Practice of AIB

Employees are not satisfied with the effectiveness of the training needs assessment process
currently conducted at AIB. Employees are also not satisfied with trainee selection process and
the frequency within which training needs assessment is made. Respondents also mentioned that
their past training needs assessment were not taken into consideration and are doubtful that the

current process will fulfill their future demand of training and development.

5.1.2 Training Design and Implementation

Employees are somehow satisfied with the design and implementation of training in AIB. The
employees are moderately satisfied with the objectives, content, selection of trainers and the
training materials. However, this is still short of the required and that there is room for
improvement. Since AIB is competing in tense and dynamic environment; training must be
designed in a way that is reflecting the continuous changing demand of the banking sector and its
customers. Training design and implementation has also been identified as predictor variable of
employee performance. The result in this study was in line with previous studies (Raja , et al.,
2011; Tekle Mariam, 2015) which stated that training design and implementation has significant

positive effect on employee job performance.

5.1.3 Training Evaluation

Employees are somehow satisfied with the training evaluation process at AlIB; but this does not
mean that there is no room for improvement. Employees have realized change in their
performance after attending any training in the AIB and that they were able to transfer the new
skills into their jobs. Employees were neutral on the frequency of conducting training evaluation
during and after training. However, employees were not satisfied with the training criteria used

to evaluate training, and with the formal training evaluation formats currently used in the bank.
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Training evaluation has also been identified as predictor variable of employee performance. The
result in this study is in line with Mengistu’s study (2016) in which training evaluation had

significant and positive relationship with employees’ job performance.

5.1.4 Training and Development Policy Awareness

The training and development policy awareness at AIB is low. Among those who are aware of
the policy, orientation was the most common means of awareness; and that most of them have an

average level of understanding of the policy.

5.1.5 The Effect of Training and Development on Employees’ Job Performance

Simple linear regression showed significant and positive relationship between employees’ job
performance and all the predictor variables (training needs assessment, training design and
implementation and training evaluation). However in multiple linear regressions training design
and implementation and training evaluation were predictor variables of employee job
performance. Thus these two variables must be taken into consideration when enhancing

employee job performance.
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5.2 Recommendations

5.2.1 Training Needs Assessment Practice at AIB

e Participatory Training Needs Assessment. The training unit must review its training
needs assessment process since it has been identified as a weak area. The training unit
also must consider employees training needs and incorporate them into the training
process.

e Transparent Trainee Selection Process: the bank must make its trainee selection process
transparent as much as possible so that employees can become aware of how they were

selected for training.

5.2.2 Training Design and Implementation

e Employees must be informed upfront about the objectives of the training since this area
has been identified as a weakness.

e Since training design and implementation has been identified as predictor variable of
employees’ job performance; its recommended that the bank must give special

consideration during training design as it can improve employees performance.

5.2.3 Training Evaluation

e Enough time should be allocated for training as this part was found as a weakness in
training evaluation. So the training unit must consider this aspect during design phase.

e The training division should give great attention and make it participatory when the
training is being evaluated so that it will help to duly follow the training processes.

e Since training evaluation has been identified as predictor variable for employees’
performance; feedbacks from employees on trainings, training methods and trainers
capacity should be collected during and after training processes. This will enable the

Bank to improve their current and future training programs and to gauge its effect.

5.2.4 Training Policy Awareness

e AIB must take steps to convey its training policy among its employees in order to
understand the intention of the Bank and to create self confidence among employees.

Lastly, the management of AIB should continuously improve and follow up
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systematically the training plan and policy in operation. This can help the bank to have

planned, systematic and up-to-date training and development programs.

5.3 Direction for future Research

This research is conducted to examine the effect of training and development on employees’ job
performance the case of Awash International Bank S.C branches that are found in Addis Ababa.

Based on the findings of this research, training design and implementation and training
evaluation are found to have significant and positive relationship on employees’ job performance
which indicates that studying the effect of the above two variables on employees’ job

performance requires further analysis rather than studying training as a whole.
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APPENDICES
APPENDIX A: Questionnaire English Version

Saint Mary’s University
School of Graduate Studies
College of Business Administration

SURVEY TO ASSESS
THE EFFECT OF TRAINING AND DEVELOPMENT ON EMPLOYEES’ JOB PERFORMANCE

The Case of Awash International Bank S.C

ID. No: SS /BR / Date: [

This questionnaire has been designed to gather data on the “The Effect of Training and Development on
Employees’ Job Performance; the Case of Awash International Bank”. The findings of the study will be
used for a research paper to be presented for the partial fulfillment for the awards of Masters of Business
Administration in Project Management at Saint Mary’s University. The responses will be aggregated and
used in summary so that no one’s response will be identified in isolation. There are no direct or indirect
negative consequences by participating in this survey. The data collected will be used only for the purpose
stated in here and will not be shared with anybody else. The questionnaire consists of 8 pages (including the
cover page). It will take 15-20 minutes to complete the questionnaire. Your genuine responses will be

helpful in the successful completion of the paper. Please give your responses to all the questions.

The researcher would like to thank you in advance for your time and consideration in giving the responses.

The researcher is scheduled to get the filled questionnaire back at the end of the day.

Yours Sincerely,

Abdirahman Omer Ahmed

Tel: +251939-99-8254

Email: abdi_4u2@hotmail.com

Decision:
e | have read the above statement, and decided to participate in this study. |:|
e | have read the above statement, and decided not to participate in this study. |:|

Directions for filling the questionnaire

e Do not write your name.
e Put the “v”’mark in the box provided for choice questions
e Make sure you answer all the questions.

Note: AIB stands for Awash International Bank.

55


mailto:abdi_4u2@hotmail.com

Part One: Background Information

1. Age:
20-30 31-40 41-50 51-60 61 and above

] b ] o] O] o]
2.5ex: a) Male|:| b) Female |:|
3. Educational Level: a) Diploma|:| b) Degree|:| c) Masters |:| d) PhD |:|

e) Others (Specify)

4. How long have you been working for the AIB?

a) Less than 1 Year |:| b) 1-5 Years |:| c) 6-10 Years |:| d) 11-15 Years |:|
e) Above 15 Years [ |

Part 11: Questions Related To Training Needs Assessment
1. Have you had any form of training since you joined AIB? a) Yes[ | b)No [__]

2. In your Branch, who is responsible for selecting employees for training?
Bank Manager Human Resource Manager Management Committee Don’t Know

[ ] 0[] o] O]

3. How were you selected for training? (You can select more than one)

a) Compulsory for all employees [ 1 b) Managers recommendations

upon joining the bank |:|
c¢) Upon Employee Request |:| d) Don’t Know |:|

4. What kind of training have you gone through since joining AIB?

a) On-the-job Training b) Off-the-job Training ¢) Both

[ ] ] [ ]
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To what extent do you agree with the following statements?

No. Statements Strongly Strongly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5
5. The selection of trainees in AIB is fair
6. AIB periodically conducts training
needs assessment of its employees.
7. | sponsored myself at least once for
further studies to acquire new
knowledge, skills and abilities as long
as employed in AIB.
8. In the past, my identified training and
development needs were actually met.
9. | am confident that the existing
process will meet my future training
and development needs aspiration.
10. | The process used to identify training
and development needs are effective.
11. | Training need assessment process was
participatory.
12. | Training need assessment documents

are well organized and used.

15. What are the major challenges of human resource training and development in the AIB? (You can select more
than one)

a) Shortage of Training Material

e) Lack of Qualified Trainers

g) Others: Please Specify:

[ ]

¢) Low Commitment from Top Management |:| d) Inadequate Training Needs Assessment
Process

[ ]

b) Shortage of Budget

f) Lack of Training and Development
program awareness
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Part I11: Questions on Training Design And Delivery Style

To what extent do you agree with the following statements?

Training Design Strongly Strongly
objective of the training course Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
1 | was given sufficient information on
the objectives of the training course
before my arrival.
2 The objectives of the training fulfilled
my needs.
3 The objectives of the training were
achieved.
Training content Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
4 The topics covered were relevant to
my job.
5 The content was organized and easy to
follow.
6 | consider that the training programs
are designed at level of abilities and
education of employees.
7 The training exercises best help
trainees learn and apply different types
of knowledge or skill.
8 | received updated training which is
required for my job position.
Selection of Trainer Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
9 Trainers have sufficient knowledge.
10 The training staff encouraged
participation throughout the course.
11 The training staff was responsive to
participants’ needs and questions.
12 Trainers communicate well.
13 The trainer summarized the main
points before finishing.
14 The trainer used effective examples
and illustrations.
15 The trainer used body language to

help communicate ideas visually.
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Training Delivery

Adult Learning Principles Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
16 | The trainer clearly described what to
expect from the presentation.
17 | The trainer defined unfamiliar
technical terms.
18 | The trainer provided clear instructions
for all activities.
Learning Material Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
19 | I assume the material, hand-outs
and/or activities useful to the training
provided to me are adequate.
20 . -
The materials distributed were helpful.
21 | The trainer made sure materials could
be read easily from where | was
sitting.
Part 1V: Questions Related To Training Evaluation
To what extent do you agree with the following statements?
No. Statements Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
1. Before | have attended training, my
knowledge, skills and performance
needed improvement.
2. Trainings are conducted whenever
they are required as per the situation.
3. Trainings related to job
responsibilities are given which helps
in overall development.
4, The time allotted for training is
sufficient.
5. The management request feedback
from trainees’ during their training
process.
6. The management request feedback
from trainees’ after training.
7. I have realized change in my

performance after attending any
training in the AIB.
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No. Employees performance Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
8. I was able to transfer the new skills
into my job.
9. There are relevant criteria to evaluate
training program.
10. | Training evaluation process was
participatory.
11. | There are formal training evaluation
formats in the bank.
12. | Overall, | am satisfied with the

trainings | underwent.

Part VI: Questions Related To Training Policy

1. Are you aware of the training and development policy of the AIB?

Yes

a) ]

2. If Yes, how did you know about it?

During Orientation Official Communication to me Through AIB Publications

a)[ ]

) [ ]

No

)]

o[ ]

Information from Colleagues

o]

3. How do you rate your understanding of the human resource training and development policy of AIB?

Very Low Low

[ ]

0[]

Average

o[ ]

High

O]

Part VI: Questions on Effects of Training on Employee Performance

To what extent do you agree with the following statements?

Very High

e) [ ]

No. Employees performance Strongly Strongly
Disagree | Disagree Neutral Agree Agree
1 2 3 4 5
1. The work knowledge is increased
through the training programs.
2. The job satisfaction increases through
the training.
3. The training provided by the AIB

helped me to perform my work
quickly and efficiently.
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No.

Employees performance

Strongly
Disagree
1

Disagree
2

Neutral
3

Agree

Strongly
Agree
5

Because of the knowledge, skills and
attitude that | received from the
training, | can accomplish activities
without waste.

| feel that training enable me to
perform my work with greater
accuracy and precision.

The employees’ attitude/behavior
becomes willing to accept more
challenging assignments after
receiving the training.

The employees become more
responsible after the training.

The employees become committed
toward their jobs after getting the
training.

The employees become more
supportive of the company values
after receiving training.

10.

The employees become more
productive after receiving training.

11.

After receiving training, the
employees’ job performance helps in
enhancing the bank’s productivity.

12

Because of good training practice of
AIB, | feel I have a moral obligation
to respond to the needs of the
customer.

13

Since the culture of the Bank is good
enough to provide training on time, |
am so specialized in the services that
will be delivered to the clients of the
Bank.

14

Training improves employees’ job
performance
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APPENDIX B: Questionnaire Amharic Version
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APPENDIX C: Interview Guide

Saint Mary’s University
School of Graduate Studies
College of Business Administration
INTERVIEW GUIDE TO ASSESS THE EFFECT OF

TRAINING AND DEVELOPMENT ON EMPLOYEES’ JOB PERFORMANCE
The Case of Awash International Bank S.C.

Key Informant Interview with the Head of Training Unit at Awash International Bank

Position: Date: / /2017

Service Year:

1.
2.

© o N o O

10.
11.

12.

13.
14.

Does the AIB have human resource training and development policy?

If your answer is yes, have you communicated to all employee and what media was used?
How are training and development needs assessment determined? How does AIB
incorporate an employees’ interest in the training and development programs?

What are the bases for selecting trainees’? Is the trainee selection process appropriate? &
who is the responsible body for selection?

Could you please talk about the training design process of the bank?

What are the methods used for training employees and staff members?

Does the AIB have adequate and modern training facilities?

Does AIB have sufficient trainers both in quality and quantity in all fields?

Avre the training and development programs relevant to the needs of trainees and are they
relevant to the current AIB training policy?

Are the training provided by the AIB practical?

How much is the total investment/ expenditure by the AIB to train employees per year?
Roughly.

How do you evaluate the training and development programs in the AIB and when do
you evaluate the training program?

What are the major challenges of the AIB in the training and development programs?
What measures should be taken to overcome the prevailing challenges of training and

development in AIB?

69



