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ABSTRACT 

This study was designed to assess the impact of training on staff performance in Dashen 

Bank S.C. The methodologies used to undertake the study involved both primary and 

secondary data collection instruments. The study found out that there is a strong corelation 

between targeted staff training and job performance. Close and systematic integration of staff 

training with performance planning and evaluation could maximize the benefits of training in 

terms of enhancing the efficiency of both the individual staff members as well as the 

organization. Thus, strategic investment in staff training remains crucial for Dashen bank's 

continued growth and adaptation in the competitive banking sector. The study, through an 

investigation of the link between staff training and staff performance, seeks to contribute to 

the body of knowledge on the need for and modalities of strategic investment in performance 

driven staff development by all organizations, particularly the dynamic banking sector in 

Ethiopia.  
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CHAPTER ONE 

INTRODUCTION 

 

This chapter introduces the background of the study, the research questions to be answered, 

the significance of the study, the statement of the problem, the scope of the study, the 

company to be studied, and the organization of the study. 

  

1.1 Background of the Study 

Human resource management (HRM), encompasses the processes of recruiting, hiring, training, and 

overseeing an organization's employees. It is defined as the policies, procedures, and systems 

that influence employees' behaviour, attitudes, and performance. Human resources are 

recognized as an organization's most significant asset. While effectively managing non-human 

resources like land, capital and equipment is crucial, a business cannot thrive without also properly 

developing its human resources, namely its people.  However, only a small of percentage firms 

fully achieve their potential due to inefficient and ineffective use of their human resources. 

Thus, human resources management is considered as a critical function in an organization.  

It has been observed that organizations that use the right human resources management 

approach and invest in the development of their workforce achieve higher levels of employee 

performance, satisfaction and commitment. This, in turn, leads to increased productivity and 

service quality, ultimately benefiting the organization. In today's corporate context, where 

competition is severe and market dynamics shift rapidly, human resources are critical to 

organizational success.  

Staff training is among the key human resource capacity development strategies 

organizations use for improving organizational effectiveness. In this context training is 

defined as an intentional effort by organizations to promote learning experiences that provide 

employees with the competencies, they need to fulfil their job duties effectively.  It can take 

many forms, including workshops, seminars, on-the-job training, e-learning modules, and 

mentorship programs.  

Staff training helps build staff skills, knowledge, and capacities. In this regard, the impact of 

training on employee performance has received great attention from scholars and 

practitioners alike. Successful training not only enhances the skills and knowledge of 
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employees, but also helps to increase employee satisfaction, which is an important 

consideration for reaching organizational objectives (Guest et al. 2020). Training and 

development can further the level of creativeness, self-confidence, and problem-solving 

capacities of staff. While many companies recognize the value of training, others limit training 

opportunities due to the perceived high cost and other reasons that will negatively impact on the 

organization in the long run. When companies invest in the skilling of their employees, they are 

keeping their staff up to date in many aspects of the business, which will in turn keep the 

company up to date and ahead of the competition. 

Banks are an essential component of any nation's economy as they help manage a country‟s 

resources. They provide financial services and play crucial role in the development of a 

country through facilitating the movement of financial assets from both foreign and domestic 

sources for its investment, consumption, and trade requirements. The stability of the banking 

system is of utmost importance for a country, as any instability can potentially lead to 

financial crises and economic instability. Therefore, the strong performance of banks is 

considered vital for the growth of an economy.  One of the basic factors in the success of any 

bank is its core asset of skilled and motivated employees.  

 

In today‟s globalized and competitive world, the banking sector needs to give increased 

attention to staff training. The dynamic nature of the banking industry, the evolving skill 

requirements and the continuously shifting policy and regulatory landscape compel banks to 

strategically invest in the continuous skilling of their staff to help them keep abreast of 

developments nationally and worldwide and achieve service excellence to foster customer 

loyalty. Banks need to develop effective training programs that align with both individual 

career aspirations of staff and organizational goals. This scenario applies to Banks in Ethiopia 

as well, including Dashen Bank S.C, one of the premier private banks in Ethiopia, which is 

the focus of this study.   

This study aims at creating a good understanding on how staff training is being designed, 

managed and harnessed for the improvement of staff performance and operationalization of 

the organizational Vision of Dashen Bank S.C. The study, through an investigation of the link 

between staff training and staff performance, seeks to contribute to the body of knowledge on 

the need for and modalities of strategic investment in performance driven staff development 

by all organizations, particularly the dynamic banking sector in Ethiopia.  
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1.2 Historical Background of the Company 

The history of banking in Ethiopia dates back to the turn of the 20th century, when the Bank 

of Abyssinia was established in 1905 in Addis Ababa, marking the introduction of banking in 

the country. Dashen Bank S.C was established on September 20, 1995, with an initial capital 

of Birr 14.9 million, following the commercial code of Ethiopia (1960) and the banking 

business proclamation No. 84/1994, which focused on licensing and supervision of banks. 

The initial group of founders consisted of 11 businessmen and professionals who joined 

forces by pooling their financial resources and expertise to create this innovative private 

bank. According to its profile, currently Dashen Bank S.C Headquartered in Addis Ababa, is 

one of the largest private banks in Ethiopia operating through a network of more than 500+ 

branches, 16 dedicated Forex windows and 9 Forex bureaus, more than 400+ATMs and 

over 1400+ point-of-sale (POS) terminals spread across the country. Dashen Bank S.C is 

committed to serving its customers wherever they may be, ensuring their banking needs are 

met both locally and internationally. Thus, Dashen Bank S.C maintains correspondent 

banking relationships with 462 banks in 70 countries and 170 cities across the world, making 

it one of the few in the country with such large global reach. The Bank currently has more 

than 13,200 staff across the country. 

Dashen Bank S.C has been recognized for its outstanding achievements, as it has been 

awarded the prestigious Bank of the Year Award for 2023 in Ethiopia. This marks the second 

consecutive year and the thirteenth overall time that Dashen Bank S.C has received this 

esteemed honour. Dashen Bank S.C measures its achievements not only through financial 

measures, but also by building customer satisfaction, employee involvement, and 

contributing to the welfare of the communities it serves.  

1.3 Statement of the Problem 

According to Mangkunegara (2017:44) "Training is a short-term educational process that 

uses systematic and organized procedures…, There is a strong consensus that no individual, 

regardless of profession, ability, or qualification, can be considered fit at the time of 

employment without the proper training and industry specific skilling.  An organization can 

also use training to try to address staff weaknesses. Effective training can frequently result in 

productivity benefits that will offset the expense of training. Staff training is especially vital 

in areas where technology is constantly developing and shifting. Organizations must grow 
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and train their employees in response to a changing environment and technological 

innovation.  

“Employee performance is the achievement or effectiveness at the employee or employment 

level” (Bhatnagar, 2020; Bin, 2020; Čech, 2020; Meričková, 2020; Wolff, 2020). Employee 

performance can be affected by many factors including work environment, compensation, 

workload and so much more. Experience has also shown that staff training could be a critical 

factor that contributes to enhanced staff motivation and performance.  

Strong organizational training policies and practices help to effectively bridge the gap 

between organization‟s expectation on staff performance and staff skills and knowledge. In 

order to ensure that staff training policies and practices contribute to the organizations 

development needs, such polices need to be guided by the organization‟s overall strategic 

vision and plan. Thus, staff training needs assessment and training plans are required to be a 

core element of organizational visioning exercises and long-term strategic plans. This holds 

true for Dashen Bank S.C as well. The study will look at the extent to which the Dashen Bank 

staff training plans are guided by overall strategic plan also if the performance planning and 

measurement process reflect the staff training needs.  

Furthermore, the absence of a well-established training policy, poorly managed strategic 

plans and policies, a lack of organizational commitment to invest in training programs, 

inappropriate training objectives, outdated training methods, a lack of close administration of 

the training program, not evaluating the results of training programs, and not emphasizing the 

results of the training to improve employee development are major issues that most 

organizations in the country face. These issues eventually lead to a lack of optimal job 

participation, furthering employee caregivers, a drop in performance, an increase in 

operational disparity, employee turnover, and absenteeism.  

In the case of banks, the ability of employees to interact with customers well impacts 

customer retention. Since all banks are service providers and they want to hold on to and 

expand their customer base, customer handling is very important.  Motivated and fulfilled 

employees tend to exhibit friendliness, positivity, and responsiveness, qualities appreciated 

by customers. Conversely, dissatisfied employees can contribute to customer dissatisfaction. 

Given the intense competition among banks for market share and business, customer 

dissatisfaction could prove harmful to a bank's success and image. 
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To gain a competitive edge or advantage, banks must see their employees as a key asset. 

Given that significant change is unthinkable without effective human resources management, 

organizations must now prioritize their strategic utilization of human resources to distinguish 

themselves in a competitive business environment. This research aims to identify, analyse, 

and assess the current state of staff training practices within Dashen Bank S.C and its impact 

on performance thereby contributing valuable insights for enhancing organizational 

effectiveness and employee well-being.  

1.4 Research Question 

Major research questions are formulated:  

1. What is the impact of training frequency and delivery style on the effectiveness of 

training (performance improvement) in Dashen Bank S.C? 

2. How effectively is individual training plan linked to individual performance goal 

setting and performance monitoring in Dashen Bank S.C? 

3. What are the current practices of Dashen Bank S.C on monitoring and measuring the 

effectiveness of staff training?  

4. What is the impact of training on performance of staff of Dashen Bank S.C? 

1.5. Objective of the Study  

1.5.1 General objective 

The General objective of the study is to determine the effect of staff training on the 

performance of the employees of Dashen Bank S.C head office. 

1.5.2. Specific objective of the study 

1. To assess the impact of training delivery style and frequency on the effectiveness of 

training (as measured by employee performance) in Dashen Bank S.C. 

2. To assess the link between individual training needs and individual performance goal 

setting and performance monitoring in Dashen Bank S.C.  

3. To identify the current practices of Dashen Bank S.C on monitoring and measuring 

the effectiveness of staff training. 

4. To identify the impact of training on staff performance in Dashen Bank S.C. 

1.6. Significance of the study 

The study is designed to benefit both academics and management practitioners in the banking 

sector in the design and operationalization of performance linked organizational training 

programs and plans. The study's primary findings will shed light on current practices in 



6 | P a g e  
 

Dashen Bank‟s training program and also provide useful insights into areas where 

improvements can be made by identifying gaps and strengths. Furthermore, the findings of 

this study will contribute to a better understanding of training practices in the banking 

industry. This study also has the potential to be a catalyst and a reference paper for future 

research works within the academic community on the issue of performance linked staff 

training.  

1.7. Scope of the Study  

The scope of the study includes geographical, methodological, time, and conceptual scopes. 

Conceptually, the study is focused on investigating the effect of training on employee 

performance in the case of Dashen Bank S.C. Head Office in Addis Ababa City. 

Geographically, the study was conducted in one organization called Dashen Bank S.C, 

particularly in the head office. Methodologically, the study was conducted based on a 

questionnaire survey and interview questions. Time-wise, the study was conducted from 

October to mid-June. 

1.8. Limitation of the Study  

A.  Scope: The scope of the study is limited to the Dashen Bank S.C Head Office in Addis 

Ababa City and thus the findings cannot be fully generalized to other units of the 

organization or other organizations. 

B. Geographically: the research focus is on Dashen Bank‟s Head Office in Addis Ababa. 

The research covered the views of both management and non-management employees of the 

bank. 

C. Methodologically: this research paper follows a mixed approach of qualitative and 

quantitative research. The research design is descriptive.  

D. Source: A significant constraint or the major limitation of the study arises from the data 

source. The study will be confined to the information disclosed by the respondents, mainly 

sample of bank staff members specifically targeted because of their access to training 

opportunities or information on the same.   
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1.9. Definition of the Term 

The following definitions are provided to ensure uniformity and understanding of these terms 

throughout the study. 

Human Resource Management (HRM): HRM is responsible for employee engagement, 

satisfaction, training, long-term development, and retention, in addition to recruiting the 

appropriate individual for the proper role at the right time (Nasir, 2017) 

Staff training: are activities and initiatives designed to enhance the knowledge, skills, 

abilities, and overall performance of employees within an organization. Training is 

characterised as an instructor-led, content-based intervention leading to desired changes in 

behaviour‟ (Sloman, 2005: 2) 

Job Performance: Job performance is the result of individual or group work that shows the 

level of achievement of job qualifications in organizations that aim to meet organizational 

goals (Al- Omari & Okasheh, 2017; Papilaya & Rijal, 2019). 

Training: Training is an effort from an organization which has planned to provide assistance 

on employees‟ learning (Noe, 2013) 

1.10. Organization of the Study 

The study is organized into five chapters.  The first chapter presents the introduction of the 

study. This chapter presents detailed discussion on the background of the study, the problem 

statement, the research question, the objective of the study, definition of terms, significance 

of the study, the scope and limitation of the study. The Second chapter will present Literature 

Review covering the theoretical background of the study. Different factors that impact 

performance of employees were raised from various angles from standard discussion to 

modern views and based on these discussions conceptual model of the study including the 

hypothesis was developed.  

 

The Third Chapter will discuss the methodology adopted to conduct the research. In that 

chapter the design and methodology will be discussed in detail including, the sampling 

method/approach, data collection, data collection techniques and data analysis procedures. 

The Fourth chapter will consist of presentation of findings, analysis and interpretation. It will 
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answer all the research questions. The fifth and final chapter will present the researcher‟s 

conclusions and recommendations, based on the findings. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

The objective of this chapter is to offer an insight into human resource concepts from diverse 

sources, which will serve as theoretical support for the research. The concept of human 

resource management, training aims and objectives, organizations‟ need for training, the 

concept of employee training, identification of training needs, training and transfer of 

training, evaluation of training, benefits of training, training and development, employee 

performance and finally factors affecting employee performance. 

2.1. Theoretical Literature  

The significance of efficient human resource management within organizations is evident 

through numerous studies and journals. Human resources are considered the backbone of any 

institution, as they contribute to the achievement of organizational goals and objectives. By 

effectively utilizing human resources, organizations can enhance productivity, improve 

service quality, and gain a competitive edge in the market. Due to the important role of 

human resources in achieving the goals and realization of organizational strategies, human 

resource management (HRM) is of great importance. In fact, employees of an organization 

are the key to the success or failure of that organization (Arulrajah et al., 2015). 

Human Resources Management has been defined as the “process of attracting, developing, 

and maintaining a talented and energetic workforce to support organizational mission, 

objectives, and strategies” (Schermerhorn, 2001: p.240). Human resource management is a 

method of managing an organization's most precious asset, its people. Human resource 

management is concerned with the planning, recruiting, selection, training, development, 

performance management, and retention of employees. The purpose of human resource 

management is to maximize an organization's effectiveness by improving the performance of 

its staff. 

Human resources are considered the most important assets of an organization, but very few 

organizations are able to fully harness its potential (Ahmed & Schroeder 2002). Human 

resources (HR) are the department in charge of discovering, screening, employing, and 

training job candidates, as well as managing employee benefit programs. HR is a vital aspect 

of assisting organizations in adapting to a rapidly changing business environment in the 

twenty-first century. Human resources in other words, well informed capable citizenry can 

improve the total ability of an organization, a society, a government agency and virtually of a 
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country, of a nation (khan, 2003). As HR is the policy maker, they design policy for 

betterment of company‟s performance, and now training has become one of the parts of HR 

policy. Because it direct contributes to the employee performance, which leads to overall 

organizational performance (Adralin, 2004). 

HR also focuses on training and developing current staff members to maximize their skills 

and potential. Ensuring a supportive company culture where people feel engaged falls under 

its purview too. Training has become one of the necessary functions in most organizations, as 

training leads to superior performance in the same field and is an important part of human 

resource department as it has a significant impact on the success of an organization through 

enhancing employee performance as well as, organizational performance (Azara Shaheen et 

al., 2013 and Nelson Jagero et al., 2012). 

According to (Armstrong, 2001) training is the formal and systematic modification of 

behaviour through learning which occurs as a result of education, instruction, development 

and planned experience. Whereas training is mainly as a result of needs of the organization 

which is identified after thorough performance appraisal (Balogun and Obasan, 2007). In 

addition to this Jahanzeb and Bashir (2013), identified that training & development directly 

contributing to employee‟s career development. 

There are many ways an organization might better or improve its human resource 

management practices, such as but not limited to training and growth, performance 

management, compensation and benefits management, and maintaining employee and 

employer relationships. Managing the employee's environment is very critical and must be at 

the very top of the manager's agenda. The environment sets the tone for the interaction of 

staff members amongst themselves and the supervisors. employees are most precious asset 

for any company as they can build up or destroy reputation of company and they can affect 

profitability (Elnaga and Imran, 2013). 

Businesses are increasingly acknowledging the potential of their employees to serve as a 

competitive advantage. In today‟s environment the organizations can achieve competitive 

advantages by hiring valuable workforce. According to Abbas Z. (2014) training as an 

essential element to an employee for the development of the companies because some of the 

employees have lack of knowledge skills and competencies and failed to accomplish task on 

timely basis. 
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Any training should be a continuous process or activity for individual worker (Chiaburu & 

Teklab, 2005) and organizational development (Champoux, 2000). Training is a nonstop 

process that keeps employees of an organization up to date and on their toes. Training is a 

continuous process of acquiring specific skill, talent and knowledge of an employee in order 

to achieve the predetermined goal and objectives (Kearney, 2010). The process comprises 

semi-structured initiatives to develop employees' knowledge, skills, and talents in order to 

increase their performance and promote the achievement of company goals. It also improves 

their problem-solving skills and know-how. The significance of training and development in 

the enhancement of employee competencies and organizational development has been 

espoused by several authors (Chang et al., 2011; Swanson, 2001; Youndt and Snell, 2004). 

A number of scholars (Colombo and Stanca, 2008; Sepúlveda, 2010) thought about training 

as a primary and powerful tool to successfully accomplish organizational goals and objectives 

and enhancing employee productivity.  

Finding its root in the human capital theory, banks are designing various HR practices aiming 

at the higher organisational performance (Gulzar 2019). 

Historically, Ethiopia has restricted international access to its banking and finance sectors. 

However, the Ethiopian government intends to execute a series of changes to permit 

international competition in the industry, with the goal of attracting foreign investment, 

improving the country's competitiveness, and fostering economic progress. Businesses strive 

to look into diverse prospects to help maintain and/or boost organizational performance 

(Hickman and Silva, 2018) 

2.2. Objectives and Aim of Training 

Training aims to deliver knowledge and skills that work-related, as well as putting effort in 

changing employees‟ attitude (Werner & DeSimone, 2011). Provide an opportunity and 

comprehensive framework for the development of human resources in the organization, 

allowing them to fully express their talents and realize potential. 

 To develop each employee's constructive thinking and whole personality. 

 To develop each individual's talents to accomplish the current job as well as future 

responsibilities. 

 Employee motivation must be developed and maintained. 

 Improve superior-subordinate interactions. 
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 Create a sense of team spirit, teamwork, and inter-team communication. 

 Improve organizational health, culture, and climate. 

 Human resource information that is general and methodical. 

2.3. Strategic Plan Guiding Staff Training 

Strategic planning is an important instrument for university management. Strategic planning 

was introduced into management by non- profit organizations such as universities and 

foundations in the 1970s (Liu and Li, 2006, p. 4).  Strategic planning is a process in which a 

leader or the management of an organization define the vision for the future and identify their 

organization's goals and objectives. The process includes establishing the sequence in which 

those goals should be realized so that the organization can reach its specified image or goal.   

Kien (2012) declared that productivity is an important factor for building organizational 

competitiveness, sustaining its strategic and financial performance, attaining the desired goal, 

International Journal of Learning & Development and meeting the value propositions of its 

stakeholders Organizations may guarantee that their workforce has the skills and knowledge 

needed to face current and future problems by designing and implementing a strategic plan 

for staff training and development. This contributes to the overall success of the organization. 

Guidance for Staff Training can refer to a set of principles, recommendations, or instructions 

designed to assist organizations in implementing effective training and development 

programs for their staff to further benefit the company. These guidelines aim to ensure that 

training initiatives align with organizational goals, address specific needs, and contribute to 

the overall growth and success of both individuals and the organization as a whole. The key 

principles of training focus on the needs of employees to do meaningful work through 

learning programs supported by scientific theories taking into account the elements of 

efficiency, effectiveness, and individual differences (Diab and Ajlouni, 2015). 

It will require patience and perseverance to re-educate the organization to think in terms of 

business outcomes for training (Keeton, 2014). Training plans are critical to the advancement 

of specific learning programs, which is why employers should not mistake them for employee 

development plans. Development plans, as opposed to training plans, which are skill-based 

course guides for groups of employees or even the entire organization, are long-term, high-

level instructions for individual employees that may include training programs to build 

specific abilities. 
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2.3.1. Systems Approach to Training 

As discussed, earlier Training constitutes a basic concept in human resource development. 

According to Garavan (1997) and Berge et al. (2002) training is the planned and systematic 

modification of behaviour through learning events, activities and programs which results in 

the participants achieving the levels of knowledge, skills, competencies and abilities to carry 

out their work effectively, 

The success of training can be gauged by the amount of learning that occurs and is transferred 

to the job. Without a well-designed, systematic approach to training, what is learned may not 

be what is best for the organization. The type of training given to employees must be 

specifically tailored to that individual; there is no need for training if the training and the 

workload and criteria differ from those of the employees receiving the training. Accordingly, 

there are four major relevant phases in a training process, as cited in (Bohlander, et al., 2001, 

p. 22-224& Mathis and Jackson, 2000, P. 228). 

1.  The assessment phase: Training need analysis identifies the specific job performance 

skills needed, assesses the prospective trainees‟ skills and knowledge. 

2.  Training design phase: it is designing of the type of learning environment necessary 

to enhance learning and develops specific, measurable knowledge and performance 

objectives based on identified deficiencies. 

3. Implementation phase: This step is the actual training phase, which delivering the 

training to the targeted employee group based on the training need analysis. 

4. Evaluation phase. This step helps to assess the training program‟s success or failure 

2.3.2. Purpose, Process and Outcomes of Training 

According to Cole (2002), in his book Personnel and Human Resource Management, training 

is a learning activity directed towards the acquisition of specific knowledge and skills for the 

purpose of an occupation or task. An employer's formal training program is an endeavour to 

provide opportunities for employees to gain job-related skills, attitudes, and information.  

To develop the desired knowledge, skills, and capacities of employees in order for them to 

perform well on the job, effective training programs are required, which may also affect 

employee motivation and commitment. Employees may create or ruin a company's reputation 

and success. And they are in charge of the majority of the actions that can affect client 

pleasure, product quality, and event success. Consequently, research and development on 
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training to optimize its effectiveness and efficiency are critical (Sheeba and Christopher, 

2020). 

Most businesses have long recognized the importance of training in their growth and 

expansion. As new technology makes certain occupations and skills obsolete, a greater 

emphasis is placed on the need for a professional and highly trained workforce has become 

dire. Many of the talents displaced by computers were unskilled or semi-skilled, underlining 

the significance of higher education and skills work force for those seeking employment in 

the future. According to Blain (2009) research shows that in Europe, 44% of employees 

receive job-related technical skills training and 33% receive information technology (IT) 

skills training. 18% of employees have undertaken sales related training in the past year, 

while 25% have undertaken personnel development skills training, 21% management skills 

training and 15% leadership skills development. 

2.4. Align Training Programs with its Strategic Goals. 

Training over the years has evolved from an administrative function to a very strategic 

function. Before organizing any training and development, the company must have a clear 

vision of what it wants to achieve in the future and what it will stand for. The company must 

know its key performance indicators (KPIs), strategic objectives, and strategic priorities. 

What is the mission, vision, and values of the company? How do they affect the customers, 

stakeholders, and competitors? Training and development efforts help achieve business goals 

by identifying them and making sure they are relevant, reasonable, and attainable. 

Management decisions related to policies and practices that together shape the employment 

relationship and are aimed at achieving certain goals. These goals concern performance goals 

which have been defend and measured in multiple ways (Boselie 2014). 

After identifying the company's strategic plan, it must know the performance results 

necessary for achieving it.  According to Aguinis and Kraiger (2009), for appropriate goal 

setting, better design and delivery of training need assessment is very important. It is very 

important to align the company's human resource management and training programs with 

the company's strategies and goals. The training function is thus said to be integrated with 

business strategies (Sum, 2011; Sum and Chorlian, 2013) 

2.5. Measure the Effectiveness and Impact of its Training Programs. 

Measuring the effectiveness of training programs is an important component of human 

resource management because it helps organizations to evaluate the strengths and weaknesses 
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of their training programs and make changes to improve their effectiveness. Edens and Bell 

(2003), stated that before evaluation, evaluation criteria must be decided, because for better 

effectiveness of training evaluation criteria is essential part. Whereas According to Vemic 

(2007), With advent of external environment‟s fierce competition, complexity in work and 

innovative technology breakthrough, and uncertainty of turbulent society, training needs 

become common in almost all organization whether public or private 

Plameta, Myers, Gyarmati and Voyer (2011), evaluation does not mean that whether training 

program works in an organization but also which training program best suited to the 

particular needs and which employees should be nominated for it under particular 

circumstance. There are many ways to measure training effectiveness. 

Approaches for measuring the success of training programs include before and post-training 

assessments, feedback from employees and trainers, on-the-job and follow-up evaluations. 

Sanders (2011) has presented a new point of view of training, according to him, previously 

training was considered to be an expenditure, but now it is serving a role of an investment 

activity. An organization's training effectiveness is measured by how it affects a trainee's 

knowledge, skills, performance. Training effectiveness relates to the quality of the training 

offered and how well it matched its goals and objectives. One of the most widely used ways 

to evaluate training is the Kirkpatrick Model. This approach, developed by Don Kirkpatrick 

in the 1950s, offers a four-level approach to evaluating any course or training programs. This 

are: 

A. Reaction: This phase assesses the training program's impact on employee attitudes 

and views. The training reaction is evaluated based on whether or not the purpose is 

reached, the relevance of the training contents, the material delivered during training, 

the manner employed by the trainer, the effect of other participants, and finally the 

general reaction of trainees. This phase or level of training is reviewed immediately 

following the training session or within one month. 

B. Learning: Refers to the level of knowledge obtained by the employee undergoing 

training. Learning can be assessed in both formal and informal ways, and it should be 

assessed using pre- and post-learning evaluations to determine accuracy and 

comprehension. The reaction to training is initially evaluated by the training 

objective, how much knowledge has been enhanced or how much learning has 

occurred after training, how effectively employees used knowledge learned after 

https://www.amazon.com/Evaluating-Training-Programs-Four-Levels/dp/1881052494
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training, back support for application of knowledge, relevant contents of the training, 

trainees' expectations from the training program, and output for the overall session. 

C. Behaviour: Measures whether participants in the training were truly impacted by the 

learning and whether or not they were applying what they learned. It shows what 

skills have been developed as a result of learning during training sessions. Oftentimes, 

evaluating behaviour uncovers issues within the workplace. A lack of behavioural 

change may not indicate that training was ineffective, but rather that the organization's 

current processes and cultural factors are not conducive to the intended change. 

D. Results: The Kirkpatrick Model generates a feasible measurement plan for clearly 

defining goals, measuring results, and identifying areas of significant influence. 

Analysing data at each level allows organizations to evaluate the relationship between 

each level to better understand the training results and, as an added benefit, allows 

organizations to readjust plans and correct course throughout the learning process. 

Training results evaluation has evaluated delegates skills or knowledge enhancement 

for an organization, the knowledge and skills they are able to use to perform their 

duty, and the organizational support required by the delegate to apply knowledge or 

skills. 

2.6. Main Challenges and Possible Solutions in Training Practice. 

The central factor in HR is the human resources or the human capital in an organisation. They 

are viewed as the driving force for the success of organisations because of their skills, 

competencies, knowledge and experience (Becker, 1975; Schmidt & Lines, 2002; Harrison & 

Kessels, 2004). The fundamental problem provided by a lack of HR experts is that HR 

practitioners are today faced with the challenge of coping with the demand for knowledge 

workers and issues relating to the hiring, training, and retention of a skilled and competent 

workforce. Employers and organizations must deal with the demand for knowledge workers 

as well as promote learning and development in the workplace, in addition to hiring a 

shortage of intellectual HR experts. 

2.7. Methods of Training 

It is a program that supports workers in acquiring new knowledge or skills to enhance their 

performance in their current positions (Davidescu, Apostu, Paul, and Casuneanu,2020). 

Employee training techniques includes a variety of methods and approaches employed to 

educate and enhance the skills, knowledge, and competencies of employees. The primary 



17 | P a g e  
 

goal of these approaches is to enhance job performance, job satisfaction, and overall 

efficiency within an organization. 

Various methods are utilized in human resource training that include but are not limited to. 

2.7.1. Case Study Method. 

The case study is a method used in off-the-job managerial training and development that 

takes place outside of work. It contains a detailed textual explanation of a simulated or real-

world decision-making scenario. Trainees are expected to solve the difficulties described in 

the case using their decision-making abilities combined with cooperation skills. As a training 

tool, the case study method can enhance team spirit, develop decision-making skills, 

interpersonal skills, better communication, and strengthen the analytical skills of trainees 

(Cakmak and Akgun, 2018). 

2.7.2. Games-Based Training 

is the attractiveness of games for training purposes has improved over the past as games offer 

a low-cost yet effective substitute to training (Akour, Alsghaier, and Aldiabat, 2018). This is 

a training method that employs games and other interactive activities to teach new skills and 

information. This way Trainers can make learning more fun, enjoyable, allowing students to 

remain motivated and involved throughout the training process. 

2.7.3. An Internship 

Is a professional working experience that allows the students or candidates to gather real time 

experience and knowhow in the workplace. An internship gives a student the opportunity a 

carer exploration and learn new things along the way.  

2.7.4. Job Rotation 

Is one of the methods of training that involves the laterally movement of employees in 

different jobs within the organization to gather a better understand of the work and this 

method of tanning Eliminates boredom, encourages development and Gives employees a 

break from strenuous job duties. Job rotation is valuable to the organization as it assists 

develop a common culture because of broad and everyday exposure and at the same time 

infuses fresh blood in tasks and giving human resources a new challenge and opportunity to 

prove themselves (Davidescu, Apostu, Paul, and Casuneanu, 2020; Al-Nashmi and 

Almoayad, 2015). 
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2.7.5. Job Shadowing 

Is a type of on-the-job training that allows an employee to follow and closely observe another 

employee executing a role. This will give an insight to how the trainer reacts and handles 

different sicarios in the workplace. Job Shadowing can be helpful as a method to generate 

human resource interest and engagement (Rony, Lubis, and Rizkyta, 2019). 

2.7.6. Lecture 

Lectures are probably the most dreaded and ridiculed training technique (Raynolds, 2019). 

Integrating Transparency in Learning and Teaching (TILT) is an effective tool for providing 

equitable opportunity in higher education. An instructional style in which the instructor 

chooses what knowledge to impart to pupils and provides it. This applies to both in-person 

and virtual classes. 

2.7.7. Mentoring and Apprenticeship 

Research suggests that mentored mentees are more willing to become mentors (Bruce and 

Bridgeland, 2014). Enhanced communication and problem-solving abilities are among the 

advantages of job autonomy in the long run. Employees who receive mentorship tend to 

value teamwork and sharing of information, leading to increased employee retention rates 

and stronger company allegiance. 

2.8. Conceptual Framework  

The proposed model is self-made and explains the relationship between employees training 

and employees‟ performance. Employees‟ performance is a dependent variable and training 

practice is independent variable. To this end, this study was guide by the following 

conceptual framework, which used to explain the interrelationship between the variables. 

Consequently, the conceptual framework developed as of the review of related literature.  
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Figure 2.1 Conceptual Framework  

     Independent Variable                                                        Dependent 

variable 

 

 

 

 

 

 

 

 

 

 

2.9. Hypothesis  

The hypothesis is formulated based on the objectives of the study, which is investigating the 

effect of training on employee performance in the case of Dashen Bank S.C in the Head 

Office. In line with this, we hypothesize that:  

H1: There is a significant positive relationship between employees‟ performance and training 

frequency and delivery approach. 

H2: There is a significant positive relationship between employees‟ performance and 

training.  

H3: There is a significant positive relationship between training need identification and 

employees’ performance.  

H4: There is a significant positive relationship between training planning and evaluation 

and employees’ performance. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 
The primary focus of this chapter will be to provide an overview of the research methodology 

used to investigate the research problem. It covers the research design, source of data, 

sampling method, data collection procedure and methods of data analysis in relation to the 

impact of training on staff performance in Dashen Bank S.C Head Office. 

3.1. Research Design and Approach 

The study will use both qualitative and quantitative (mixed) research methodology in 

collecting and analysing data. A mixed-methods research approach is recognized to 

contribute to a more comprehensive and nuanced understanding of and response to the 

research questions. The qualitative approach has been used to analyse the interview results 

and supplement and strengthen the quantitative aspects.  

3.2. Source of Data 

In order to assess the impact of training on performance of staff members at the head office 

of Dashen Bank S.C, this study has used both primary and secondary data sources. This has 

enabled the researcher to get a more comprehensive and reliable findings.  

3.2.1. Primary Data  

The primary data for this study has been collected through a questionnaire and a Key 

Informant Interview (KII) A questionnaire was used to get responses from a sample of bank 

staff members below Grade VIII and above Grade II, while a sample of Dashen Bank S.C 

staff members in Grade VI and VIII above, which are team leaders, department heads, and 

managers, were reached through key informant interview (KII). This category of staff was 

specifically targeted because their positions allow them to access relevant information and 

knowledge, including the training exposure and performance of the staff members under their 

supervision. Similarly, the staff members of the Human Resources Department of the bank 

were also targeted as KII respondents.  

3.2.2. Secondary Data  

Secondary data was collected from relevant books, internet sources, unpublished materials, 

annual reports, the bank rule, and procedures, the company‟s strategic plan and human 

resource records.  
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3.3. Population, Sample Size and Sampling Techniques 

3.3.1. Targeted Population 

The target population for the study are Dashen Bank S.C Head quarter staff in the following 

positions: Recruit Professionals, Junior Officers, Officers, Senior Officers, Team Leaders, 

Department Heads and Managers. These job categories were targeted because of their high 

likelihood to be recipients of staff training and involved in the planning and monitoring of 

staff training. The total number of staff in these job categories at the Dashen Bank S.C head 

Quarter is 765. 

3.4. Sampling and Sampling Techniques 

A preliminary assessment was undertaken by the researcher to determine the total number of 

staff in Dashen Bank S.C head office and the distribution across job categories and positions. 

Then a cluster sampling technique was used to select samples from among the target job 

categories indicated above.  

Dashen Bank S.C head office is selected as the sample population due to the relatively large 

size of staff compared to branch offices. A total of 1,600 are employed in the head office in 

39 departments in the Dashen Bank S.C Head Office and an average of 45 staff members in 

each department consisting of Recruit Professionals, Junior Officers, Officers, Senior 

Officers, Team Leaders, Department Heads and Managers. In order to assess the impact of 

training on staff performance across these job categories which are likely to have varied 

experience based on their particular positions, it was deemed necessary to consider the use of 

cluster sampling as a group-based sampling method. It was also determined that based on a 

global practice for such social research (John, Hafiz, Robert, & David, 2007) a sample size of 

10% is adequate to be considered a representative sampling.   

Therefore, this study targeted a total of 82 respondents from the total targeted population of 

765 in Dashen Bank S.C head office comprising as follows: 
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Table 3.1: Targeted Populations 

Item 

No 

Composition Total 

Population 

Sample Taken 

1 Department head 70 8 

2 Team leader  120 13 

3 Senior Officer  130 14 

4 Officer  195 21 

5 Junior officer 40 6 

6 Recruit professional 180 20 

7 TOTAL 765 82 

 

3.5. Instrument of Data Collection 

Multiple data gathering techniques will be used to collect data from the study area. Thus, 

questionnaires, open ended questions/checklist, and document review guide will be employed 

to gather data. The study will use both primary and secondary data in order to get a view of 

the staff training practices and its link to performance in the Dashen Bank S.C Head Office. 

3.5.1. Data Collection Method 

The data collection methods to be used for gathering data are interviews, and secondary data 

analysis. The key informant interviews (KII) respondents included staff and managers in the 

relevant departments of Dashen Bank S.C, specifically the Talent Development Department 

and the Human Resource Operation and Development Partnership Management Department 

at the Head Office. Participants in the KII, which will be conducted based on a checklist, will 

be drawn from the management of these two departments to gain insight into the design, 

operationalization, and monitoring of staff training and capacity development practices at 

Dashen Bank S.C. The document review process will cover key corporate policy and strategy 

documents and reports that pertain to staff training practices and their relevance to the overall 

Dashen Bank S.C business performance. 



23 | P a g e  
 

The respondents were briefed on the questionnaire and the checklist prior to the interviews to 

enhance clarity and ensure data reliability.  

3.6. Method of Data Analysis  

The primary data analysis is done using Statistical Package for the Social Sciences (SPSS) 

version 27, for descriptive statistics, correlation and regression. In analysing the data, the 

researcher also used inferential statistics like Pearson‟s correlation and multiple linear 

regressions.  

The Correlation analysis was employed to conduct analysis of the association between dependent 

variable (employee performance) and the independent variables. The regression analysis was 

used to measure the effect of training practice on employees‟ performance. 

3.7. Validity and Reliability 

3.7.1. Validity Test 

The degree of reliability of the instrument that is the uniformity of the variables was checked 

with the Cronbach‟s Alpha statistics. The reliability measure helps to determine the extent to 

which the items in the questionnaire are related to each other and get an overall index of the 

repeatability or internal consistency of the scale as a whole.  

Employees‟ performance affecting factors were suggested based on literature and 

consultations of some managers from the company. Then before distribution to the 

respondents, the validity of the instruments was checked by the researcher as to whether it 

measures what it purported to measure. Accordingly, based on the approval obtained from the 

advisor, the questionnaire was considering as valid data collection tool. The secondary data 

were from valid sources in terms of the following major issues: 

 Content validity: the data from the above sources ensure that adequate and 

representative set of information that help to explain the relationship between the 

factors and productivity of employees are included. 

 Construct validity: the data and information incorporated in the sources enables to 

justify the positive relation between factors and productivity under the given 

manufacturing and sales environments.  
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Hence both the internal validity which is issue of the authenticity of the cause-and-effect 

relationship of factors and productivity and external validity which shows the generalizability 

of the relation of the dependent variable (employee performance) and independent variable 

(factors) could be justified.  

3.7.2 Reliability Test 

The degree of reliability of the instrument that is the uniformity of the variables was checked 

with the Cronbach‟s Alpha statistics. The reliability measure helps to determine the extent to 

which the items in the questionnaire are related to each other and get an overall index of the 

repeatability or internal consistency of the scale as a whole.  

Table 3.2: Reliability Test scale 

Alpha Value  Reliability Scale 

0.90 Excellent Excellent 

0.80-0.89 Good 

0.70-0.79  Acceptable 

0.60-0.69  Questionable 

0.50-0.59  Poor 

<0.50  Unacceptable 

Reliability coefficients range from 0.00 to 1.00, with higher coefficients indicating higher 

levels of reliability. 

 Table 3.3: Reliability Test 

 

 

 

 

 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha 

Based on 

Standardized Items 

N of Items 

.866 .873 19 
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Considering Cronbach‟s Alpha, all dimensions are above the cut of point of 0.7. According to the 

above table 3.2, the overall Cronbach Alpha result for strategic management items is 0.866, 

which is the higher value from the acceptable standard 0.70 for all variables. Hence, from the 

finding it can be agreed that there was a high degree of internal consistency in all items of each 

variable used for data collection and the instrument which is used in the study is reliable. 

3.8. Ethical Consideration  

The research has complied with all the key ethical considerations expected including, 

voluntary participation, informed consent, anonymity, confidentiality, avoiding potential for 

harm, and results communication. All the respondents participated in the survey voluntarily and 

based on informed consent. The researcher has ensured that that the responses provided are 

utilized in complete confidentiality and for the purpose of the research only. The thesis 

reflecting the outcome of the data collected will be shared with all interested among the 

respondents once cleared.  
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CHAPTER FOUR 

DATA ANALYSIS AND INTERPRETATION 
This chapter presents the results of and interpretation of the collected data. It consists of two 

sections. The first section shows the survey findings focusing on i) demographic 

characteristics of respondents in terms of gender, educational qualification, work experience 

and ii) experience with staff training including, frequency of training, methods of training, 

and relevance of the training. The second section discusses the main part of the study, the 

analysis and interpretation of data that was collected through questionnaires  

4.1. Response Rate 

A total of 102 questionnaires were distributed to the sample group. Among the questionnaires 

distributed, 89 were completed and returned resulting in 87.25% response rate. This response 

rate was considered very good and adequate to draw conclusions on the effect of staff 

training practices on employees‟ performance. As well, 8 number of respondents were 

engaged through the KII. Accordingly, the analysis of this study is based on the response 

from the questionnaires collected and the result of the semi- structured interviews.  

Table 4.1: Respondents response rate 

No Percent  

Questionnaires Distributed  102 100% 

Questionnaires Completed and Returned  89 87.25% 

Questionnaires Unreturned  13 12.75% 

 

4.2. Demographic Background of the Respondents  

The first section of the questionnaire consists of several items about the demographic 

characteristics of the respondents, such as gender, age, academic qualification, job position, 

and work experience of the respondents The following table summarizes the findings on the 

demographic characteristics of the respondents. 
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Table 4.2: Gender 

Gender  Frequency  Percent 

Valid 

 

 

Male  48 53.93% 

Female  41 46.07% 

Total 89 100% 

Accordingly, out of 89 total participants, 48 (53.93%) were male, and the remaining 41 

(46.07%) were female. Therefore, among the sampled respondents, there is a relatively 

greater proportion of male respondents compared to female respondents.  

Table 4.3: Age Group 

Age Group  Frequency  Percent 

Valid 

 

 

 

 

23-25 46 51.69% 

26-35 33 37.08% 

36-40 9 10.11% 

41-50 1 1.12% 

51-60 0 0% 

Total 89 100% 

The data obtained from the questionnaire, as shown in the above table, represents the 

different age groups of respondents, ranging from 23 to 60 years. A total of 46 respondents, 

corresponding to 51.69%, are between the ages of 23- 25 and 33 respondents, who are 

between the ages of 26- 35, account for 37.08% of the total respondents. The remaining 

11.2% are between 36 and 50  

This data shows that the majority of the respondents are between the ages of 23 and 25. A 

young workforce brings numerous advantages to the company, including innovation, 

technological proficiency, energy, long-term potential, cultural relevance, and cost-

effectiveness. By leveraging the strengths of young employees, the company can foster a 

dynamic and forward-thinking workplace that is well-equipped to navigate the challenges of 

the modern business environment and a youth work force worthy of its investment in terms of 

training.  
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Table 4.4: Education level 

Education  Frequency  Percent 

Valid 

 

 

 

 

High School  0 0% 

Diploma 0 0% 

BA/BSC 73 82.02% 

PHD 0 0% 

MA/MSC 16 18% 

Other 0 0% 

Total 89 100% 

 

Regarding the educational status of the respondents, the number of employees who have a 

bachelor's degree takes the largest share, which is around 82.02% (73) of the total 

respondents. Master‟s degree holders take second place, with 18% (16) share of the total 

respondents.  

From the above data, it is clear that most of the respondents are bachelor‟s degree holders. 

This implies that the company‟s minimum educational requirement for professional job 

categories is a degree so as to render effective services to the customers through the use of a 

well-educated staff to the workplace. The 18% (16) respondents with master degree shows 

that the staff are eager to learn and have the potential to take up additional responsibilities 

through career advancement by making use of staff training opportunities.  

Table 4.5: Job Position 

Job Position  Frequency  Percent 

Valid 

 

 

 

 

 

Director  0 0% 

Manager 3 3.37% 

Department Head 3 3.37% 

Team Leader 2 2.25% 

Senior Officer 14 15.73% 

Officer 13 14.60% 
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 Junior Officer 9 10.11% 

Recruit Professional 45 50.57% 

Other  0 0% 

Total 89 100% 

 

The respondents were asked to give their current jobs classification. Table 4.4 above shows 

the current position classification of respondents in the company. As can be seen from the 

table, the largest share of the respondents was Recruited Professionals, which is around 

50.57% (45). The remaining portion goes to respondents who are in the positions of Senior 

Officer and Officer, which are 15.73% (14) and 14.60% (13) respectively. 

Table 4.6: Work Experience 

Work Experience  Frequency  Percent 

Valid 

 

 

 

 

1 To 2 Years 52 58.43% 

2 To 4 Years 12 13.48% 

3 To 5 Years 0  0% 

5 To 7 Years 5 5.62% 

7 To 10 Years 6 6.74% 

> 10 Years 14 15.73% 

Total 89 100% 

Around 58.43% (52) of the total respondents are within 1 to 2 years of service in their current 

positions, which take up the largest portion of the respondents. The number of employees 

with greater than 10 years of working experience takes second place, i.e., 15.73% (14), and 

respondents with 2 to 4 years of experience come in third place with a percentage of 13.48% 

(12). This is an eloquent demonstration of the Bank‟s commitment to provide employment 

and career opportunities to young graduates.  

Table 4.7: experience with staff training  

Frequency Of Training Frequency  Percent 

Valid 

 

 

Less Than a Quarter 10 11.23% 

Quarterly 22 24.73% 

Every Six Months 15 16.85% 
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 Once A Year 30 34% 

Every Two Years 10 11.23% 

Never 2 2.25% 

Total 89 100% 

 

The schedule of employee training at Dashen Bank S.C Head Office, as reported in the above 

table, indicates that the majority of respondents, represented by 34% (30), undergo training at 

least once a year. Around 24.7% (22) of the respondents have benefited from training 

quarterly, and 16.85% (15) participate every six months on average. Equal number of 

respondents 10 (11.2%) indicated training frequency of less than a quarter and every two 

years and only 2 (2.25%) have never had training.  

As can be seen from Table 4.6 above, the frequency of training programs in the company is 

quite encouraging with 47% of the respondents claiming to have had training equal to and 

more frequently than every six months.  

The outcome of the KII also indicated that the Bank follows the guidelines issued by the 

National Bank of Ethiopia, which states that at least 2% of the bank's profit must be allocated 

for staff training costs.  However, it was reported that the bank has been regularly allocating 

even more of its resources for staff training based on guidance from its Board.  

Table 4.8: Selection Criteria for Training 

Selection Criteria for Training  Frequency  Percent 

 

Valid 

 

 

 

 

 

 

On Joining the Company  30 33.71% 

Supervisors‟ Recommendation 17 19.10% 

Compulsory For All Employees 20 22.47% 

Upon Employee Request  0 0% 

Based On Performance Appraisal 0 0% 

Don‟t Know 22 24.72% 

Total 89 100% 

The above table illustrates the results of how the respondents were selected for training in the 

company. The majority of the staff, which accounts for 33.71% (30) have received training 
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upon joining the company. Whereas 24.72% of the respondents were selected for training 

based on parameters they were not aware of 22.4% were selected for training that were 

mandatory for all employees. However, 19.10% (17) of the respondents were selected based 

on their supervisor‟s recommendation. None of the respondents took training based on their 

own request or based on performance review. This implies that the staff selection criteria for 

training   is mainly understood by the superiors, leaving most of the respondents unclear on   

the training process and how they were chosen for the training that they were given. 

The outcome of the KII with managers suggested that training candidates are chosen through 

various methods that include 

 Supervisor recommendation 

 In response to market demand 

 Based on new business trends 

 Company overall strategy 

 Through budget management 

 Training g needs assessment. 

Table 4.9: Type of Training Received 

Type Of Training Received Frequency  Percent 

Valid 

 

 

 

 

Job Shadowing 38 42.71% 

An internship 10 11.23% 

Case Study Method 10 11.23% 

Mentoring And Apprenticeship 7 7.86% 

Lecture 16 17.98% 

None Of the Above 8 8.99% 

Total 89 100% 

 

A number of methods of training that are commonly employed for staff training are presented 

in Table 4.8 above, including both the on-the-job and off-the-job training method 

classifications. As revealed above, the most common methods of staff training identified by 

the respondents are job shadowing, which represents 42.71% (38) and lecture, which 

represents 17.98% (16). The other methods of training are internship, case study method, 
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mentoring, and apprenticeship, which represent 11.23% (10) for both case study and 

internship and 7.86% (7), respectively.  

These results indicate that Dashen Bank S.C places a strong emphasis on job shadowing and 

lecture methods of training methods. This could be partly explained by the nature of the 

business of the company (being more customer-oriented). The choice of training methods 

could also be due to time and cost considerations.  

The KII respondents indicated that the Bank conducts staff training through all forms and 

types of training depending on the position and job grade. The Bank uses classroom-based 

training to accommodate a large number of staff.  

4.3. Analysis of Collected Data 

 As per the research methodology, each research question was analysed through descriptive 

statistics.  

SPSS version 27 was used by the researcher due to the considerations listed below. 

 User-Friendly 

 Reliable and Exportable Answers 

 Manipulate Data 

 Statistical Analysis Variety 

4.3.1. Descriptive Data Analysis  

In section two of the questionnaire, queries directly related to the research-related questions 

were covered under four headings, including i) the impact of training frequency and delivery 

approach on performance, ii) the impact of training on performance (, iii) the link between 

training and performance planning and monitoring s and iv) Successes and challenges in staff 

training planning, execution and evaluation for performance improvement.  The list of 

questions under each of the four headings were designed to draw information and thus 

triangulate responses from various perspectives. The respondents were guided by the Likert 

scale approach listed in the table below: 

 Strongly Disagree (SDA) = 1, Disagree (DA) = 2, Neutral (N) = 3, Agree (A) = 4, and 

Strongly Agree (SA) = 5. 

The following sections present some of the key findings under each of the four areas.   
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A. The impact of Training frequency and delivery approach on performance 

It is stipulated that the right frequency of training and the use of a combination of training 

approach and techniques that is tailored to the employees needs and responsive to their career 

pathway can positively impact on staff knowledge, skills and job performance. The questions 

under this topic sought to solicit respondents‟ opinion on the effectiveness of the frequency, 

delivery approach and job applicability of the trainings received in relation to their job 

performance improvement.  

Table 4.10: Training Techniques 

1.1 The training techniques that the organization used helped me to 

enhance my job performance.  

 Respondents Opinion/Position Frequency  Percent 
 

Valid 

 

 

 

Strongly Disagree 0 0.00% 
 

Disagree 1 1.13% 
 

Neutral 16 17.98% 
 

Agree 54 60.67% 
 

Strongly Agree 18 20.22% 
 

Total 89 100% 
 

 

The above table illustrates the findings on the effectiveness of the training techniques used in 

helping respondents improve their job performance. In analysing the responses obtained from 

the respondents, the findings showed that 60.67% (54) of the respondents agreed and 20.22% 

(18) strongly agreed that training techniques used by the Bank were effective in enhancing 

their skills and helping them improve their job performance, while 17.98% (16) were neutral. 

On the other hand, 1.13% (1) of participants disagreed that the training techniques were 

effective in improving their job performance. The overall finding indicated that the training 

techniques used during training at Dashen Bank S.C are recognized to have been effective in 

bringing about improvements in the respondents‟ job performance. The results from the KII 

also indicated that more than 15,000 staff members received training in 2016 E.C alone 

through many of Dashen Bank‟s training platforms, which mainly include online classes, 

lectures and seminars. 
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The importance of effective training techniques cannot be overstated. Training methods that 

consider the training goals will deliver better results in terms of enhancing employee 

performance and eventually supporting organizational growth and adaptability. By investing 

in well-designed training programs, organizations not only equip their employees with the 

skills necessary for their roles but also create a dynamic and resilient workforce capable of 

navigating the complexities of the modern business landscape.  

Table 4.11: Frequency of Training 

1.3 I consider that the frequency of training opportunities is adequate to 

keep me up to date and informed.   

 Respondents Opinion/Position Frequency  Percent 
 

Valid 

 

 

 

Strongly Disagree 6 6.74% 
 

Disagree 14 15.73% 
 

Neutral 18 20.22% 
 

Agree 37 41.58% 
 

Strongly Agree 14 15.73% 
 

Total 89 100% 
 

 

Respondents were asked if they consider that the frequency of training opportunities was 

adequate. Accordingly, 41.58% (37) and 15.73% (14) of the participants agreed and strongly 

agreed respectively that the frequency of training opportunities was adequate, while 20.22% 

(18) of participants were neutral. On the other hand, 15.73% (14) of participants disagreed 

and 6.74% (6) strongly disagreed about the adequacy of the frequency of training 

opportunities provided by the Bank. 

B. The impact of training on performance. 

In today's competitive business environment, organizations constantly seek ways to improve 

their performance and gain a competitive edge. One of the most effective methods to achieve 

this is through well-crafted staff training programs. Training not only enhances the skills and 

knowledge of employees but also fosters a culture of continuous improvement and 

innovation.  

 

The following tables show the Respondents‟ assessment on the impact of trainings received 

on their performance. 
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Table 4.12: Objective and Meaningful Training 

2.1 I get objective and meaningful training to support my job 

performance 

 Respondents Opinion/Position Frequency  Percent 
 

Valid 

 

 

 

Strongly Disagree 3 3.37% 
 

Disagree 5 5.62% 
 

Neutral 8 8.99% 
 

Agree 58 65.17% 
 

Strongly Agree 15 16.85% 
 

Total 89 100% 
 

As presented in the Table above, quite a substantial proportion of the respondents (82%) 

agreed and strongly agreed that they routinely get meaningful training to support their job 

performance, while 8.99% (8) were neutral on the matter. This is significant because the 

purpose of training is to improve individual employees and individual and eventually 

organizational performance. The remaining 5.62% (5) and 3.37% (3) of the respondents 

respectively disagreed and strongly disagreed that they have received training to support job 

performance.  

The KII interview also illuminated that staff training in Dashen Bank S.C has the following 

objectives. 

 To build a learning culture 

 Improve performance 

 Staff confidence building 

 Staff motivation and retention 

Table 4.13: Trainings Effectiveness 

2.2 The trainings I received had an effect on my job performance. 

Respondents Opinion/Position Frequency  Percent 

Valid 

 

Strongly Disagree 1 1.12% 

Disagree 2 2.25% 
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Neutral 22 24.72% 

Agree 55 61.80% 

Strongly Agree 9 10.11% 

Total 89 100% 

 

Table 4.14 above illustrates the Respondents‟ response on whether training had an effect on 

their job performance. The relationship is considered relevant as it is the centre of this thesis. 

In analysing the responses obtained from the respondents, the findings showed that 61.80% 

(55) of the respondents agreed and 10.11% strongly agreed, whereas 24.72% (22) were 

undecided. On the other hand, 2.25% (2) of participants disagreed and 1.12% (1) of them 

strongly disagreed that the training they attended had an effect on their job performance. The 

overall finding indicated that by and large the training given to staff members at Dashen 

Bank S.C has had an effect on their job performance. 

From Bank management‟s point of view, the result of the KIIs also confirmed supervisors‟ 

belief that staff training has had impact on their job performance as evidenced by the result of 

performance assessments.  

Table 4.14: Capability After Training 

2.3 After receiving training, I feel more capable to do my job. 

Respondents Opinion/Position Frequency  Percent 

Valid 

 

 

 

Strongly Disagree 1 1.12% 

Disagree 5 5.62% 

Neutral 16 17.98% 

Agree 53 59.55% 

Strongly Agree 14 15.73% 

Total 89 100% 

 

Respondents were asked to express the difference brought about by staff training in their 

level of confidence in their capacity to do their jobs well.  As can be observed in Table 4.15 

above, a total of around 75% of participants agreed and strongly agreed that the training they 
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received has had a positive impact on their confidence, while 17.98% (16) were neutral and, 

around 5.62% (5) and 1.12% (1) disagreed and strongly disagreed, respectively.  

The finding confirms that general conviction that training can be a powerful tool that 

significantly boosts staff confidence and enhances the capability of staff to perform their job. 

By focusing on skill development, increasing confidence, improving performance, fostering 

adaptability to change, and enhancing job satisfaction, training ensures that employees are 

well-equipped to meet the demands of their roles. Organizations that prioritize effective 

training programs not only enhance their employees' capabilities but also drive overall 

organizational performance. In an ever-evolving business landscape, investing in staff 

training is essential for maintaining a competitive edge and achieving sustained growth. 

Table 4.15: Progressing to Managerial Positions 

2.4 I see myself progressing to managerial positions in the future 

thanks to the training I have received 

Respondents Opinion/Position Frequency  Percent 

Valid 

 

 

 

Strongly Disagree 4 4.49% 

Disagree 11 12.36% 

Neutral 40 44.94% 

Agree 24 26.97% 

Strongly Agree 10 11.24% 

Total 89 100% 

Training can open up new career opportunities by preparing employees for higher-level 

positions. It demonstrates a commitment to personal and professional development, making 

both employees and employers more competitive in the job market. 

Accordingly, the respondents were asked to express their level of agreement if they foresee 

careers advancement after receiving training. As illustrated in Table 4.16 above, 44.94% (40) 

of the respondents were neutral, which is a cause for some concern since one of the core 

reasons for giving training is self-development and boost to one‟s u career. On the other 

hand, 26.97% (24) of the respondents agreed, and 11.24% (10) strongly agreed that the 

training they received could further their careers while around 17% (11) disagreed and 

4strongly disagreed. 
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C. The link between training and performance planning and monitoring 

Performance planning and reviews have great potentials as opportunities to discuss and 

identify areas of skill gaps and where the employee's performance can be supported through 

targeted skills development interventions. Performance based training needs assessment 

ensures that performance improvements are sustained, creating a cyclical process of 

continuous development and improvement. This synergy between training, performance and 

monitoring is essential for achieving both individual and organizational goals. 

Table 4.16: Performance Evaluation 

3.1 During performance evaluation the need for training and areas of 

training are identified. 

Respondents Opinion/Position Frequency  Percent 

Valid 

 

 

 

Strongly Disagree 1 1.12% 

Disagree 9 10.11% 

Neutral 33 37.08% 

Agree 43 48.32% 

Strongly Agree 3 3.37% 

Total 89 100% 

 

The respondents to the study were asked to express whether, during performance evaluation, 

the need for training and areas of training were identified and agreed on. Around half (51%) 

of the respondents agreed and strongly agreed that performance evaluations are used for 

identifying the need for training and areas of trainings need while 37.08% (33) gave a 

neutral opinion. The remaining 10.11% (9) respondents disagreed and 1.12% (1) strongly 

disagreed that performance evaluation involves identification of trained needs.   The fact that 

more than half of the respondents agree shows that the process of linking performance 

evaluation with training needs identification has already been initiated in Dashen Bank S.C.  
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Table 4.17: Relationship between Training and Performance Plan  

 

 

 

 

 

 

 

 

 

Table 4.18 above shows that a total of 45% of the respondents agreed and strongly agreed 

that the trainings received were directly related to their performance plan or goal setting. The 

fact that quite a substantial proportion (42.70% (38) were neutral on the matter could be taken 

as an indication that the practice is yet to take root in Dashen Bank S.C., On the other hand, 

11.23% (10) disagreed, and 1.12% (1) strongly disagreed that the trainings received directly 

relate to their performance plan. 

Many researches have shown that training is a fundamental and effective instrument in the 

successful accomplishment of a firm's goals and objectives, resulting in higher productivity. 

Thus, the link between training and performance goal setting needs further attention in 

Dashen Bank S.C going forward. 

Table 4.18: Use of Organizational Training plan 

3.4 In Dashen Bank S.C staff training is guided by an overall 

organizational training plan.  

Respondents opinion/position Frequency  Percent 

Valid 

 

 

Strongly disagree 0 0.00% 

Disagree 12 13.48% 

Neutral 26 29.21% 

3.2 The trainings I took are directly related to my performance plan 

(Goal Setting). 

Respondents Opinion/Position Frequency  Percent 

Valid 

 

 

 

Strongly Disagree 1 1.12% 

Disagree 10 11.23% 

Neutral 38 42.70% 

Agree 31 34.84% 

Strongly Agree 9 10.11% 

Total 89 100% 
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 Agree 32 35.96% 

Strongly agree 19 21.35% 

Total 89 100% 

Respondents were asked to give their opinion on whether staff trainings are guided by an 

overall organizational training plan. Based on Table 4.20 above, a total of 57% participants 

agreed and strongly agreed that in Dashen Bank S.C staff training is guided by an overall 

organizational training plan while 29%. were neutral. Only around 13% disagreed that 

Dashen Bank S.C has an organizational training plan for staff members. According to KII 

results, training areas are prioritized based on the strategic plan of the bank, which is 

developed every five (5) years.  The strategic plan and pillar of the bank as well as market 

expectations guide the training of its staff members.  

It is encouraging to note the confirmation by the majority of the respondents on the existence 

and use of an organization training plan that guides the planning and operationalization of 

staff training programs in Dashen Bank S.C. 

D. Evaluation of staff training program   for performance improvement 

Planning and executing staff training programs for performance improvement comes with 

various challenges, but the potential benefits far outweigh the difficulties. By identifying 

training needs accurately, allocating resources wisely, engaging employees effectively, and 

measuring outcomes rigorously, organizations can successfully enhance staff skills 

development and thereby improve employee performance.  Training is not a one-time event 

but a continuous process that, when well implemented, can drive significant positive change 

within the organization. 

Table 4.19: Training Organization 

4.1 Staff trainings organized by the bank are generally well planned. 

Respondents opinion/position Frequency  Percent 

Valid 

 

 

 

Strongly disagree 4 4.50% 

Disagree 13 14.60% 

Neutral 23 25.84% 

Agree 36 40.45% 
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Strongly agree 13 14.61% 

Total 89 100% 

The results of the data collected revealed that 55% of the respondents held the view that staff 

trainings in the bank are well planned and executed. Around 14.60% (13) and 4.50% (4) of 

the respondents disagreed and strongly disagreed respectively that the training Dashen Bank 

S.C organizes is well planned. 

Table 4.20: Effectiveness of Training Programs 

4.4 In Dashen Bank S.C the effectiveness of training programs is 

properly evaluated in terms of improvements in employees’ 

performance. 

Respondents opinion/position Frequency  Percent 

Valid 

 

 

 

Strongly disagree 4 4.50% 

Disagree 12 13.48% 

Neutral 32 35.96% 

Agree 29 32.58% 

Strongly agree 12 13.48% 

Total 89 100% 

 

Respondents were asked about the measurement of the effectiveness of training programs in 

terms of improvement in employee performance. The data indicated in Table 4.24 above 

shows that 35.96% (32) were neutral to the issue, whereas 32.58% (29) respondents agreed 

and 13.48% (12) strongly agreed that effectiveness of training programs is monitored and 

measured against improvement in staff performance.  

According to the KII respondents the Bank monitors and measures training outcomes in two 

major ways: 

 Through interviews with supervisors 

 Distributing questionaries among trainees  

Interviews are conducted for each staff member trained who are at the management level, 

[above grade VI]. Since a lot of resource is invested in their training, including international 

training, a considerable attention is devoted to measuring the outcomes of such trainings. 



42 | P a g e  
 

Post – training questionaries are distributed for those staff members under grade VI to get 

their feedback on the benefit of the training and its impact on their performance. 

Table 4.21: Benefit of Training 

 I see no benefit in taking part in the training the Bank provides. 

Respondents opinion/position Frequency  Percent 

Valid 

Strongly disagree 30 33.71% 

Disagree 24 26.97% 

Neutral 26 29.21% 

Agree 9 10.11% 

Strongly agree 0 0.00% 

Total 89 100% 

 

As shown in the above table, respondents were asked if they saw any benefit in taking part in 

the training that the bank provides. It was encouraging to see that the majority (more than 

60%) see the benefit of taking part in Bank staff trainings.   

Not seeing any benefit in company-provided training can have numerous negative 

consequences for both employees and the organization. It can lead to decreased motivation 

and engagement, wasted resources, skill stagnation, reduced productivity and performance, 

and a negative workplace culture. To mitigate these adverse effects, it is crucial for the bank 

to ensure that training programs are relevant, engaging, and clearly aligned with employees' 

roles and career aspirations. By doing so, Dashen Bank S.C can foster a culture of continuous 

learning and development, empowering employees to enhance their skills and contribute 

meaningfully to the organization‟s success. Recognizing and addressing the importance of 

training can transform it from a perceived burden into a valuable asset for both individuals 

and the company as a whole. 

E. Employees job Performance 
 

Employee performance is crucial to the success and growth of any firm. It refers to the 

efficiency, effectiveness, and quality of work performed by personnel. High employee 

performance leads to increased production, improved customer service, and, eventually, a 
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healthier bottom line for the organization. This essay delves at the varied nature of employee 

performance and the elements that drive it. 

Table 4.22: Importance of Training 

In general, training is vital to the performance of employees in the bank.  
 Respondents opinion/position Frequency  Percent  

Valid 

 

 
 

Strongly disagree 0 0.00% 
 

Disagree 0 0.00% 
 

Neutral 11 12.35% 
 

Agree 28 31.47% 
 

Strongly agree 50 56.18% 
 

Total 89 100%  
As presented in the above table 4.22, 56.18% (50) of the respondents Strongly agreed that 

training is vital to the performance, while 31.47% (28) agreed was well whereas 12.35% (11) 

of respondents were neutral. This shows even the staff them self‟s see the importance of 

training. 

Table 4.23: Increase job Performance 

In my opinion training helps me to increase job Performance.  
 Respondents opinion/position Frequency  Percent  

Valid 

 

 

Strongly disagree 0 0.00% 
 

Disagree 0 0.00% 
 

Neutral 5 5.61% 
 

Agree 19 21.34% 
 

Strongly agree 65 73.04% 
 

Total 89 100%  

The data provided reflects the opinions of 89 respondents on whether training helps them 

increase job performance. As can be observed from Table 4.23 above Here‟s a detailed 

analysis of the data shows out of respondents 5.61% (5) were neutral on the matter, 21.34% 

(19) of participants agreed that training helps me to increase job Performance, while 20.22% 

(18) strongly agreed on this, while 73.04% (65) strongly agreed on this. The overall findings 

indicates that the majority of the respondents (more than 73%) are convinced that the staff 

trainings have seen an increase in performance after receiving training. 
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Table 4.24: Skill gap between Employee’s Performance. 

The training content helps to fill the skill gap between employee’s 

performance.  
 Respondents opinion/position Frequency  Percent  

Valid 

 

 

 

 

Strongly disagree 0 0.00% 
 

Disagree 0 0.00%  

Neutral 0 0.00%  

Agree 48 53.93% 
 

Strongly agree 41 46.07% 
 

Total 89 100%  
 

Respondents were asked the training content helps to fill the skill gap between employee‟s 

performance. Table 4.10 above shows an analysis of the following data. 

According to the table above, the result obtained indicates that the majority, or 53.93% (48) 

of the respondents, agreed, 46.07% (41) of them strongly agreed A comprehensive training 

approach is essential for the growth and success of any organization.  

The data indicates a strong consensus on the importance of comprehensive training for 

organizational growth and success. With 53% agreement among respondents, it is clear that 

employees value training highly. This provides a compelling case for the organization to 

prioritize and enhance its training programs, fostering a culture of continuous learning and 

development that can drive performance, innovation, and employee satisfaction. 

Table 4.25: Enhance my Job Performance 

The trainings motivate me to enhance my job performance.  
 Respondents opinion/position Frequency  Percent  

Valid 

 

 

 

Strongly disagree 0 0.00%  

Disagree 0 0.00%  

Neutral 0 0.00% 
 

Agree 41 53.93%  
Strongly agree 48 46.07% 

 

total 89 100%  

All respondents either agree or strongly agree that training motivates them to enhance their 

job performance. This unanimous positive feedback indicates a strong belief in the 

motivational impact of training among employees. Nearly half of the respondents (46.07%) 
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strongly agree with the statement. This suggests that a substantial portion of employees feel 

very strongly that training significantly boosts their motivation to perform better at their jobs. 

4.4. Correlation Analysis  

The study is set to determine the relationship of training practice and employees‟ 

performance at Dashen Bank S.C Head office. Pearson correlation was used to associate the 

independent variables (training need assessment, training design, training delivery and 

evaluation) and dependent variable (employees‟ performance). A correlation coefficient 

expresses quantitatively the magnitude and direction of the linear relationship between 

variables, Pearson correlation coefficient reveal magnitude and direction of (either positive or 

negative) and the intensity of the relationship (-1 to +1).  

 

In this section a correlation analysis was done to know whether relationship do exist between 

the independent and dependent variables conceptualized in the framework. The researcher 

used one of the most commonly used types of correlation coefficient which is Pearson 

correlation coefficient methods because of the statistical accuracy that usually results from 

this method.  

 to 0.19 (0.00 to -0.19) ------- very weak positive (negative) correlation  

 0.2 to 0.39 (0.2 to -0.39) ---------- weak positive (negative) correlation  

 0.4 to 0.59 (0.4 to -0.59) ---------- Moderate positive (negative) correlation  

 0.6 to 0.79 (0.6 to -0.79) ---------- strong positive (negative) correlation  

 0.8 to 1.0 (0.8 to -1.0) ------------- very strong positive (negative) correlation  

Correlations 

 

Training 

Frequency  

Training 

Delivery 

Approach 

Training 

need 

Identificati

on 

Training 

planning 

and 

Evaluation 

Employees 

Performanc

e 

Training 

Frequency  

 

Pearson 

Correlation 

1     

Sig. (2-

tailed) 
 

    

N 89     

Training 

Delivery 

Approach 

 

Pearson 

Correlation 

.713
**

 1    

Sig. (2-

tailed) 

.000 
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N 89 89    

Training need 

Identification 

 

Pearson 

Correlation 

.514
**

 .546
**

 1   

Sig. (2-

tailed) 

.000 .000 
 

  

N 89 89 89   

Training 

planning and 

Evaluation 

 

Pearson 

Correlation 

.354
**

 .499
**

 .504
**

 1  

Sig. (2-

tailed) 

.001 .000 .000 
 

 

N 89 89 89 89  

Employees 

Performance 

 

Pearson 

Correlation 

-.012 .137 .072 .028 1 

Sig. (2-

tailed) 

.914 .201 .500 .792 
 

N 89 89 89 89 89 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Table 4.25: Correlations of effect of training on employee performance 

The correlation table provides insights into the relationships between different aspects of 

training and performance in an organizational context. Here‟s a detailed analysis of the 

correlations presented: 

4.4.1. Training Frequency  

 Strong positive correlation with Training Delivery Approach (r = .713, p < .01). 

 Moderate positive correlation with Training Need Identification (r = .514, p < .01). 

 Moderate positive correlation with Training Planning and Evaluation (r = .354, p < 

.01). 

 Very weak negative correlation with Employees Performance (r = -.012, p = .914), 

indicating no significant relationship. 

H1: There is a significant positive relationship between employees‟ performance and training 

need assessment. 
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Based on the result obtained from Pearson correlation, there is a Very weak relationship 

between the dependent variable employee performance and the independent variable 

training frequency and delivery approach. Hence, we don‟t accept the first hypothesis, H1. 

 

4.4.2. Training Delivery Approach 

 Strong positive correlation with Training Frequency (r = .713, p < .01). 

 Moderate positive correlation with Training Need Identification (r = .546, p < .01). 

 Moderate positive correlation with Training Planning and Evaluation (r = .499, p < 

.01). 

 Weak positive correlation with Employees Performance (r = .137, p = .201), 

indicating no significant relationship. 

H2: There is a significant positive relationship between employees‟ performance and 

training.  

The result of the study showed that, the dependent variable “employees‟ performance” and 

the independent variable training have a weak association and hence we don‟t accept the 

second hypothesis H2. 

4.4.3. Training Need identification. 

 Moderate positive correlation with Training Frequency (r = .514, p < .01). 

 Moderate positive correlation with Training Delivery Approach (r = .546, p < .01). 

 Moderate positive correlation with Training Planning and Evaluation (r = .504, p < 

.01). 

 Weak positive correlation with Employees Performance (r = .072, p = .500), 

indicating no significant relationship. 

H3: There is a significant positive relationship between training need identification and 

employees‟ performance. 

The researcher beforehand hypothesized that, there is a significant weak positive relationship 

between the predicted variable employees‟ performance and training identification. Hence the 

result of the study confirmed same and we don‟t accept the third hypothesis, H3. 

4.4.4. Training Planning and Evaluation: 
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 Moderate positive correlation with Training Frequency (r = .354, p < .01). 

 Moderate positive correlation with Training Delivery Approach (r = .499, p < .01). 

 Moderate positive correlation with Training Need Identification (r = .504, p < .01). 

 Very weak positive correlation with Employees Performance (r = .028, p = .792), 

indicating no significant relationship. 

H4: There is a significant positive relationship between training planning and evaluation 

and employees’ performance. 

From the Very weak positive relationship obtained on the above discussion based on the 

Pearson correlation test, the dependent variable, “employees‟ performance “and the 

independent variable “training planning and evaluation” are directly related and we don‟t 

accept the fourth hypothesis H4. 

4.4.5. Employees Performance: 

 

 Very weak negative correlation with Training Frequency (r = -.012, p = .914), 

indicating no significant relationship. 

 Weak positive correlation with Training Delivery Approach (r = .137, p = .201), 

indicating no significant relationship. 

 Weak positive correlation with Training Need Identification (r = .072, p = .500), 

indicating no significant relationship. 

 Very weak positive correlation with Training Planning and Evaluation (r = .028, p = 

.792), indicating no significant relationship. 

These strong correlations suggest that effective and frequent training not only enhances 

performance directly but also positively influences performance planning and monitoring 

processes. Challenges in training planning are also significantly related to how training 

impacts performance and its frequency and delivery approach, highlighting the 

interconnectedness of these aspects in achieving training success. 

4.5. Regression Analysis  

Multiple linear regression analysis is a constructive statistical technique that can be used to 

analyse the association between a single dependent and several independent variables. With 

this general principle this particular study tried to employ linear multiple regressions to 
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analyse, the effect of training practice on employees‟ performance. These training practices 

are treated as independent variables and employees‟ performance as dependent variable. To 

develop the regression line formula, the dependent and the independent variables are denoted 

as, (A=Training Frequency, B= Training Delivery approach C= Training need 

identification, D= Training Planning and evaluation, and the dependent variable, 

E=Employee Performance. 

Table 4.26: Model Summary 

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .218
a
 .048 .002 1.155 2.206 

a. Predictors: (Constant), D, A, C, B 

b. Dependent Variable: E 

Source: SPSS Version 27 

 R: This is the correlation coefficient, which indicates the strength and direction of the 

linear relationship between the observed and predicted values of the dependent 

variable. In this case, R is 0.218. 

 R Square (R²): This represents the proportion of the variance in the dependent 

variable (E) that is predictable from the independent variables (D, A, C, B). Here, R² 

is 0.048, meaning 4.8% of the variance in E is explained by the predictors. 

 Adjusted R Square: This adjusts the R² value for the number of predictors in the 

model, providing a more accurate measure when comparing models with different 

numbers of predictors. In this case, Adjusted R² is 0.002, indicating that after 

adjusting for the number of predictors, almost none of the variance in E is explained 

by the model. 

 Std. Error of the Estimate: This is the standard deviation of the residuals (prediction 

errors), providing a measure of the accuracy of predictions. Here, it is 1.155. 

 Durbin-Watson: This statistic tests for autocorrelation in the residuals from a 

regression analysis. Values close to 2 indicate no autocorrelation, values less than 1 or 

greater than 3 are problematic. In this case, the Durbin-Watson value is 2.206, which 

is close to 2, suggesting little to no autocorrelation. 
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Analysis 

 The predictors (D, A, C, B) collectively explain only 4.8% of the variance in the 

dependent variable (E), as indicated by the R² value. 

 After adjusting for the number of predictors, the model explains almost none of the 

variance in E (Adjusted R² = 0.002). 

 The standard error of the estimate is 1.155, indicating the average distance that the 

observed values fall from the regression line. 

 The Durbin-Watson statistic suggests that there is little to no autocorrelation in the 

residuals. 

Table 4.27: ANOVA Analysis 

 

 

 

Source: SPSS Version 27 

1. Sum of Squares (SS): 

o Regression: The sum of squares due to the regression (explained variation), 

which is 5.615. 

o Residual: The sum of squares due to residuals (unexplained variation), which 

is 112.138. 

o Total: The total sum of squares, which is the sum of the Regression and 

Residual sums of squares, equalling 117.753. 

2. df (Degrees of Freedom): 

o Regression: The degrees of freedom for the regression, which is 4 (one for 

each predictor). 
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o Residual: The degrees of freedom for the residuals, which is 84 (total sample 

size minus the number of predictors minus 1). 

o Total: The total degrees of freedom, which is 88 (total sample size minus 1). 

3. Mean Square (MS): 

o Regression: The mean square for the regression, calculated as the Regression 

Sum of Squares divided by the Regression degrees of freedom, which is 1.404. 

o Residual: The mean square for the residuals, calculated as the Residual Sum 

of Squares divided by the Residual degrees of freedom, which is 1.335. 

4. F: The F-statistic, calculated as the Regression Mean Square divided by the Residual 

Mean Square, which is 1.052. 

5. Sig.: The significance value (p-value), which tests the null hypothesis that the 

regression model with no predictors (intercept only) is as good as the current model. 

Here, the p-value is 0.386. 

Analysis 

 The F-statistic is 1.052 with a corresponding p-value of 0.386. Since the p-value is 

greater than the common alpha level of 0.05, we fail to reject the null hypothesis. This 

indicates that the regression model does not provide a significantly better fit than a 

model with no predictors. 

 The Sum of Squares for the regression (5.615) is much smaller than the Residual 

Sum of Squares (112.138), indicating that the majority of the variability in the 

dependent variable (E) is not explained by the predictors (D, A, C, B). 

This further supports the conclusion from the Model Summary that the predictors do not 

provide a good fit for explaining the variance in the dependent variable. 
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Table 4.28: Coefficient 

 

Source: SPSS Version 27 

From the regression analysis, we can draw the following conclusions: 

1. Unstandardized Beta Coefficients (B) 

Unstandardized beta coefficients represent the amount of change in the dependent variable 

EEE for a one-unit change in the independent variable, holding all other variables constant. 

 Constant: 18.002 (The expected value of EEE when all predictors are zero) 

 A: -0.113 (A one-unit increase in AAA is associated with a 0.113 unit decrease in 

EEE) 

 B: 0.134 (A one-unit increase in BBB is associated with a 0.134 unit increase in EEE) 

 C: 0.027 (A one-unit increase in CCC is associated with a 0.027 unit increase in EEE) 

 D: -0.021 (A one-unit increase in DDD is associated with a 0.021 unit decrease in 

EEE) 

2. Standardized Beta Coefficients (Beta) 

Standardized beta coefficients represent the change in the dependent variable in standard 

deviations for a one standard deviation change in the independent variable, making them 

unitless and comparable across variables. 

 A: -0.239 (A one standard deviation increase in AAA is associated with a 0.239 

standard deviation decrease in EEE) 

 B: 0.310 (A one standard deviation increase in BBB is associated with a 0.310 

standard deviation increase in EEE) 
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 C: 0.063 (A one standard deviation increase in CCC is associated with a 0.063 

standard deviation increase in EEE) 

 D: -0.073 (A one standard deviation increase in DDD is associated with a 0.073 

standard deviation decrease in EEE) 

3. Statistical Significance (t and Sig.) 

 A: t=−1.533t = -1.533t=−1.533, p=0.129p = 0.129p=0.129 (Not statistically 

significant at the 0.05 level) 

 B: t=1.860t = 1.860t=1.860, p=0.066p = 0.066p=0.066 (Marginally significant, 

typically considered not significant at the 0.05 level) 

 C: t=0.459t = 0.459t=0.459, p=0.647p = 0.647p=0.647 (Not statistically significant) 

 D: t=−0.565t = -0.565t=−0.565, p=0.574p = 0.574p=0.574 (Not statistically 

significant) 

 Constant: t=20.094t = 20.094t=20.094, p=0.000p = 0.000p=0.000 (Statistically 

significant) 

4. Collinearity Statistics (Tolerance and VIF) 

Collinearity statistics help identify multicollinearity in the regression model. 

 Tolerance: Indicates the proportion of variability in the independent variable not 

explained by other independent variables. 

o A=0.466A = 0.466A=0.466 

o B=0.409B = 0.409B=0.409 

o C=0.599C = 0.599C=0.599 

o D=0.670D = 0.670D=0.670 

 Variance Inflation Factor (VIF): Indicates how much the variance of a regression 

coefficient is inflated due to collinearity. 

o A=2.145A = 2.145A=2.145 

o B=2.445B = 2.445B=2.445 

o C=1.670C = 1.670C=1.670 

o D=1.492D = 1.492D=1.492 

Typically, VIF values greater than 10 indicate high multicollinearity, so none of the 

predictors here show concerning levels of multicollinearity. 
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 Variable BBB has the highest standardized beta coefficient (0.310), suggesting it has 

the strongest impact on the dependent variable EEE among the predictors. 

 None of the predictors are statistically significant at the 0.05 level, though BBB is 

marginally significant at p=0.066p = 0.066p=0.066. 

 Multicollinearity does not appear to be a major issue in this model, as all VIF values 

are below the threshold of 10. 

These insights help understand the relationships between the predictors (A, B, C, D) and the 

outcome variable (E) while accounting for the potential influence of multicollinearity. 

The linear multiple regression formula for the dependent variable (employees‟ performance), 

and the four independent variables of training practice, strategic objective, training need 

assessment, training delivery and evaluation of training, employee performance took the 

form of 

 

 

 

Where, Y= the dependent variable employees‟ productivity  

             a = y axis intercept (the constant beta value)  

             b1, b2, b3, b4 =beta weight for each independent variable  

             X1, X2, X3, X4 =representing, Training Frequency and Delivery approach, Training 

need        

             identification, Training Planning and evaluation, respectively.  

             e = the error term (0.05 in our case)  

Based on Table 4.31 and taking the unstandardized beta value into consideration, the regression 

equation of this particular study to the nearest two decimal places can be expressed as: 

 

Regression Equation with Given Coefficients 

Plugging the coefficients into the regression equation, we get: 

Y = a + b1X1+ b2X2+ b3X3+ +e 

 

Y=0.196+0.149D+0.142C+0.607A+E 
 



55 | P a g e  
 

Y=0.196+0.149D+0.142C+0.607A+E 

 

Interpretation 

There seems to be a discrepancy as the provided equation does not include a coefficient for 

BBB, and the coefficients do not match those in the initial output. Based on the initial 

regression output, we should have the regression equation in the form of: 

E=18.002−0.113A+0.134B+0.027C−0.021DE = 18.002 - 0.113A + 0.134B + 0.027C - 

0.021DE=18.002−0.113A+0.134B+0.027C−0.021D 

Given the original regression coefficients, let's rewrite the correct regression equation for 

EEE: 

E=18.002−0.113A+0.134B+0.027C−0.021DE = 18.002 - 0.113A + 0.134B + 0.027C - 

0.021DE=18.002−0.113A+0.134B+0.027C−0.021D 

If we want to use the structure you provided and reinterpret it, we can compare the 

coefficients directly. For clarity, here‟s a side-by-side comparison of the given and expected 

regression equations: 

Provided Regression Equation: 

Y=0.196+0.149D+0.142C+0.607A+EY = 0.196 + 0.149D + 0.142C + 0.607A + 

EY=0.196+0.149D+0.142C+0.607A+E 

Corrected Regression Equation Based on Initial Output: 

E=18.002−0.113A+0.134B+0.027C−0.021DE = 18.002 - 0.113A + 0.134B + 0.027C - 

0.021DE=18.002−0.113A+0.134B+0.027C−0.021D 

To match the structure you provided, let‟s rearrange the equation to a similar form and 

interpret the differences: 
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Step-by-Step Analysis 

1. Constant Term: The constant term in the given equation is 0.196, while the constant 

term in the initial regression output is 18.002. 

2. Coefficients for AAA, BBB, CCC, and DDD: The given equation does not include a 

coefficient for BBB, and the coefficients for AAA, CCC, and DDD are different from 

those in the initial output. 

Interpretation of Given Equation: 

Assuming EEE represents the error term or residual in the given equation: 

Y=0.196+0.149D+0.142C+0.607A+EY = 0.196 + 0.149D + 0.142C + 0.607A + 

EY=0.196+0.149D+0.142C+0.607A+E 

 Constant: 0.196 (The expected value of YYY when all predictors are zero) 

 D: 0.149 (A one-unit increase in DDD is associated with a 0.149 unit increase in 

YYY) 

 C: 0.142 (A one-unit increase in CCC is associated with a 0.142 unit increase in 

YYY) 

 A: 0.607 (A one-unit increase in AAA is associated with a 0.607 unit increase in 

YYY) 

Since the original regression output did not provide this specific equation, we must be 

cautious in interpreting it. The coefficients provided in the initial output should be used to 

derive the correct regression equation, as shown earlier. 

Correct Regression Equation: 

Given the correct coefficients from the initial regression output, the appropriate regression 

equation is: 

E=18.002−0.113A+0.134B+0.027C−0.021DE = 18.002 - 0.113A + 0.134B + 0.027C - 

0.021DE=18.002−0.113A+0.134B+0.027C−0.021D 
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This equation indicates how changes in the independent variables AAA, BBB, CCC, and 

DDD impact the dependent variable EEE, accounting for the constant term and respective 

coefficients. 

Figure 4.1: Linear relationship between employees’ performance and training practice 

 
 

 

Source: SPSS Version 27 

The Normal P-P Plot of Regression Standardized Residuals suggests that the residuals are 

approximately normally distributed, with most points closely following the diagonal line. 

Minor deviations at the extremes are present but not severe enough to suggest major 

violations of the normality assumption. 

Implications for the Regression Model: 

 Assumption of Normality: The residuals' approximate normality indicates that the 

assumption of normality in regression residuals is reasonably satisfied. This supports 

the validity of inferential statistics, such as t-tests and F-tests, used in the regression 

analysis. 
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 Model Validity: The model appears to be a good fit with the data, as the residuals do 

not show significant departure from normality. This enhances confidence in the 

reliability and accuracy of the regression results. 
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CHAPTER FIVE 

FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

This chapter contains summary of major findings and makes conclusions that are drawn from 

the findings of the study, which are presented, discussed and interpreted in chapter four. In 

addition, the chapter includes the limitation of the study, the recommendations that are 

forwarded for the identified effects of training on employees „performance and further study. 

5.1 Summary of Major findings  

The study of this research aims to assess the effects of training on employees „job 

performance in the case of Dashen Bank S.C Sc. Hence, the data collected was primarily used 

to reach the objectives of the study explained in Chapter 1. The discussion of the results was 

done in terms of these objectives. 

Slightly more males. 53.93% are involved in this research study as compared to females 

comprising 46.07%. 51.69% of the respondents are within the 23–25 age range, which 

implies the bank‟s commitment to providing career opportunities for fresh graduates. The 

majority, or 82.02%, are bachelor's degree holders. 

Most of the respondents, which account for 58.43%, have been in their current position for 1-

2 years. 33.71% of the respondents were selected to participate in training on joining the 

company, while a surprising 24.72% didn‟t know how they were selected for training. 34% of 

the respondents had training once-a-year. 50.57% of the respondents were currently in the 

position of recruit professionals, which are new arrivals with work experience of below 2 

years in the bank.  

The most common methods of training facilitation identified by respondents were job 

shadowing and lectures, which account for 42.71% and 17.98%, respectively. Most of the 

respondents stated that training need assessment has been conducted using personal and task 

analysis techniques, which are essential to designing appropriate training programs optimally. 

However, the company has less concern for organizational analysis techniques. 

The result of the study indicated that most of the respondents agreed that the training 

techniques in use by the bank helped them improve their job performance. However, a small 

number of respondents were neutral. The majority of the respondents agreed that the training 
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they received used approaches that were suitable for their skill needs. By tailoring training 

approaches to the specific needs of the staff‟s workforce, the Bank could enhance skill 

development, improve job performance, and achieve organizational goals more effectively. 

Most of the respondents agreed that the frequency of training opportunities is adequate to 

keep them up-to-date and informed. The finding also indicated that the training methods used 

during the training provision program in the company clearly supported the majority of 

employees to improve their job performance. 

Concerning monitoring of training program effectiveness, most of the respondents indicated 

that training program evaluations were carried out during and at the end of the training 

program. Dashen Bank S.C Sc has not developed a training policy manual which could have 

helped undertake training program impact assessment in a structured manner.  

5.2 Conclusions 

Training Frequency and Selection Criteria 

The training frequency at Dashen Bank is commendable, with 47% of respondents 

undergoing training at least every six months. The selection for training, primarily focused on 

induction training, mandatory requirements, or supervisor recommendations, points to a 

structured process. Training frequency has a strong positive correlation with Training (r = 

0.713, p < 0.01). This suggests that more frequent and well-delivered training significantly 

improves overall performance. However, many respondents are also unclear on the specific 

criteria for their selection indicating the need for transparency on the selection process. 

Training Methods and Impact on Performance 

Job shadowing (42.71%) and lectures (17.98%) are the most common training methods, 

reflecting the customer-oriented nature of the bank's training activities. The effectiveness of 

these methods is evident, with 60.67% of respondents agreeing and 20.22% strongly agreeing 

that these techniques have improved their job performance. This has a very strong correlation 

with training frequency and delivery approach (r = 0.713, p < 0.01), reinforcing the notion 

that how often and how well training is delivered is crucial for performance improvements. 

This positive feedback underscores the importance of aligning training methods with job 

requirements to enhance performance. 
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Training and Performance Planning 

Training at Dashen Bank is increasingly being integrated into performance planning, with 

51% of respondents acknowledging that performance evaluations help identify training 

needs. However, the practice is still evolving, as indicated by the 42.70% neutral responses 

regarding the direct relationship between training and performance goal setting and 

performance evaluation. Performance Planning has a strong correlation with training (r = 

0.546, p < 0.01) and a moderate correlation with training frequency and delivery approach (r 

= 0.514, p < 0.01), indicating that performance planning and monitoring are better when 

training is both frequent and effective. The bank recognizes the need to monitor and measure 

training outcomes for enhanced individual and organizational performance. 

Evaluation and Benefits of Training Programs 

Training programs are perceived as beneficial by more than 60% of respondents in enhancing 

their job performance and confidence. Despite this, there is room for improvement in aligning 

training outcomes with career advancement opportunities, as a significant portion (40%) 

remains neutral on this issue. This has moderate to strong correlations with all the other 

variables: training frequency and delivery approach (r = 0.354, p < 0.01), training (r = 0.499, 

p < 0.01), and training identification (r = 0.504, p < 0.01). This indicates that the 

effectiveness and planning of training are intertwined with how training is perceived in terms 

of performance and frequency. 

Organizational Commitment to Training 

The bank's commitment to training is reinforced by the need for adherence to the National 

Bank of Ethiopia guidelines on the structured allocation of resources for staff training. The 

integration of various training methods and the focus on both on-the-job and off-the-job 

training further demonstrated the bank's dedication to staff development and its recognition 

of the link to organizational performance.   

Dashen Bank training programs are generally well-received, contributing positively to job 

performance and staff confidence. However, enhancing transparency in the selection process 

and further integrating training with performance planning could maximize the benefits. The 

bank's strategic focus on a young, educated workforce and robust training programs positions 

it well for continued growth and adaptation in the competitive banking sector. Investing in 
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continuous learning and development remains crucial for maintaining a competitive edge and 

achieving sustained organizational success. 

5.3 Recommendations  

Based on the research findings, the following recommendations are suggested to improve the 

training practice of Dashen Bank. 

 While the recognition on the link between staff training and performance planning 

and evaluation by the Bank is encouraging and there are already attempts at practicing 

it, there is a need to streamline this approach in the organization in a structured 

manner backed by operational guidelines, appropriate forms and compliance 

monitoring. 

 Staff training can be a major resource investment and organization commitment and 

thus needs to be guided by a strong training plan, linked with other staff development 

activities, like career progression, and with a clear link and contribution to the overall 

strategic plan of the organization.  There is a good beginning on this in Dashen Bank 

that needs to reinforced further.   

 There is a need for stronger emphasis on transparency with in the Bank on training 

processes (selection criteria, choice of methods…), organization training plan and the 

link with performance planning and evaluation. This will enhance clarity among bank 

staff, manage expectation and also improve their engagement in its operationalization.  

 While the study didn‟t delve in to the details on the process of the development of the 

training plan of the organization, from the data gathered, it was clear that there is a 

need to put further emphasis on securing input and feedback from staff on its 

development as well as review for enhanced effectiveness and alignment with staff 

career aspirations. 

 With the imminent opening up of the finance sector to foreign investors and 

continuously increased globalization of the banking industry, there is increasing 

pressure on local Banks, including Dashen Bank, to enhance staff efficiency and 

organization effectiveness to survive and remain competitive. In this regard, there is a 

need to align staff training plans to address the industry demand for such skill sets and 

be more responsive to shifting market requirements.   
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5.4. Further Research Directions 

The study concluded that there was a noticeable relationship between training practices and 

employees‟ performance. However, there are still numerous other variables that could play a 

role in this corelation. Thus, it is going to be very beneficial for other researchers to conduct 

research in this particular field in the future by including additional variables like employees‟ 

capacity, employees‟ involvement, employees‟ inspiration, employees‟ motivation, job 

satisfaction and working conditions to arrive at a more comprehensive research outcome on 

the issue. Such researches could also use more advanced empirical models in diverse 

situations and frameworks. 
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                                                APPENDICE I 

Questionnaire Administered 

ST. MARY’S UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

SCHOOL OF BUSINESS 

Questionnaire to be filled by Dashen Bank S.C employees Questioners 

Dear Respected Respondents: 

The purpose of this questionnaire is to collect information for the study on „„The Effect of training 

on employee‟s job performance in the case of Dashen Bank S.C”. This questionnaire is prepared to 

gather information on the training practices of Dashen Bank head office in regard to their 

performance. 

Dear respondent, I would like to assure you that the information you provide will be used only for 

academic purposes as the study is conducted as a partial fulfilment of the requirements of Business 

administration (MBA). To this end, you are kindly requested to give your genuine opinions, 

comments, and suggestions. You do not need to write your name.   

If you need any explanations or have concerns don‟t hesitate to reach me through the mobile phone 

number: +251901243896 or email: tensaeabera4@gmail.com, Thank you in advance!    

Part I: Background Information 

1. Sex:                   Male                            Female 

 

2. Age:                  23-25                     26-35                 36-40  

                                         41-50                              51-60                                                  

3. Educational Level: 

             High school completed                       Diploma                                   BA/BSC                

              PHD                                                    MA/MSC                                Others 

 

4. Job position:  
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                 Director                                        Manager                                       Department head                  

                    Team leader                             Senior officer                                Officer                         

                     Junior officer                            Recruit professional                    Other                                 

5. Length of service in Dashen Bank  

                  1 to 2 years                                  2 to 4 years                                         3 to 5 years  

     5 to 7 years                                  7 to 10 years                                  > 10 years 

  

Part II. Training Issues 

1. On average how often do you undergo training? 

               Less than a quarter                      quarterly                         every six months 

               Once a year                           every two years 

2. How were you selected for training (Please tick all that applies)?  

                 On joining the company Time                   Supervisors recommendation                                                      

                Compulsory for all employees                    upon employee request                                      

                Based on performance appraisal                 Don‟t know 

3. Which type of training have you received? (Please tick all that applies) 

             Job Shadowing                      an Internship                             Case study method 

                Mentoring and Apprenticeship                  Lecture                      None of the above 

Part III: Close-ended questions 

Part II: Respondents' opinion related to the effect of training on employees’ performance  

Instruction: Please indicate the extent to which you either agree or disagree with the following 

statements by marking a tick mark √ in the appropriate column to the right side where 

1= strongly disagree 2=Disagree 3=Neutral 4=Agree 5=strongly agree 

 

No. Question 

Rating Scale 

1 2 3 4 5 
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1 Training frequency and delivery approach            

1.1 

The training techniques that the organization 

used helped me to enhance my job performance.            

1.2 

Generally, staff trainings use approach that are 

suitable for my skill needs.           

1.3 

I consider that the frequency of training 

opportunities is adequate to keep me up to date 

and informed.             

1.4 

The type of training I have taken is directly 

applicable for my job.           

2 The impact of training on performance           

2.1 

I get objective and meaningful training to support 

my job performance.           

2.2 

The trainings I have received have an effect on my 

job performance.           

2.3 

After receiving the training, I feel more capable to do 

my job.           

 

I see myself progressing to managerial positions 

in the future thanks to the training I have received      

3 Training need identification           

3.1 

During performance evaluation the need for 

training and areas of training are identified      

3.2 

The trainings I took are directly related to my 

performance plan (goal setting)      

3.3 

The link between the trainings I receive and the 

performance requirements of my job is clear.           

3.4 

In Dashen Bank staff training is guided by an 

overall organizational training plan.       

4 Training planning and evaluation             

4.1 

Staff trainings organized by the bank are generally 

well planned.      

4.2 

Staff trainings organized by the Bank are generally 

effective.      
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4.3 The bank has good training staff and facilities.           

4.4 

In Dashen Bank the effectiveness of training 

programs is properly evaluated in terms of 

improvements in employees‟ performance.      

4.5 

Feedback on training programs content and approach 

is regularly solicited from the staff. 
     

4.6 

I see no benefit in taking part in the training the Bank 

provides 
     

4.7 

I feel like that training the bank is giving is excellent 

and educational, and see no problems with it 
          

5 
Employees job Performance  

     

5.1 

In general, training is vital to the performance of 

employees in the bank.  

     

5.2 

In my opinion training helps me to increase job 

Performance.  

     

5.3 

The training content helps to fill the skill gap 

between employee‟s performance.  
          

5.4 

The trainings motivate me to enhance my job 

performance.  
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APPENDICE II 

Interview Questions 

ST. MARY’S UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

SCHOOL OF BUSINESS 

Interview of Dashen Bank S.C employees Questioners 

Part IV: Unstructured interview questions. 

For department heads and team leaders 

1. Which training delivery style has shown to have the biggest impact on staff 

performance of the employees of Dashen Bank? 

2. Has there been a difference on staff performance after and before training was given 

staff performance in Dashen Bank? 

3.  What is the current practice of training planning, execution and evaluation and what 

are the link to performance planning in Dashen Bank? 

4. What have been the successes and major challenges that Dashen Bank has faced in 

last four years in operationalizing its staff training plan?  

 

For senior managers in learning and development department  

5. What is the budget for training in a year? 

6. How are candidates chosen for training? 

7. Which departments receive the most training and why? 

8. On average how many staff members receive training in a year? 

9. How are the training programs conducted? 

 


