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ABSTRACT

Training is one of the main functions of the human resource management

department.Trainingistheprocessofimpartingaspecificskilltoperform aspecific

job.Theprimarygoaloftrainingprogramsistoencouragetheachievementofthe

organizations overallgoals.A through orientation training is notavailable in most

organization.Whenemployeesstartanewjobtheyareexposetoavarietyofnewwords

andpracticesitcanbetoughtoprocessalloftheinformationatfirst.Theresearchwas

undertakengenerallytoanalysetheeffectoftrainingonnewemployeesperformance.

Anexplanatoryresearchdesignwithcensusmethodisappliedinthisstudy.Employees

withlessthantwoyearsofexperiencewasusedinthestudy,withatotalof76

employees.Theprimaryinformationwascollectedthroughquestionnairethenthedata

wasanalyzedwiththehelpofStatisticalPackageforSocialSciences(SPSS)version20

software..Asthispaperfindstheresearchoutcometherearepositiveandnegative

outcomesThefindingsoftheresearchgenerallyrevealthattraininghasagreatdealof

impactonemployeeperformance.

Keyword:Training,Employeesperformance
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CHAPTERONE

INTRODUCTION

Thischapterconsistsofbackgroundofthestudy,statementoftheproblem,research

questions,andobjectivesofthestudy,scopeandlimitationofthestudy,significance

andorganizationofthestudy.

1.1BackgroundofTheStudy

Humanresourcemanagement(HRM)encompassesallaspectsofhowpeoplearehired,

managed,anddevelopedinbusinesses.Humanresourcemanagement(HRM)beganin

the1980sasatheoryonhowpeopleshouldbehandled.Personnelmanagementwas

supplantedbythisterm.'Humanresourcesincludepeople'sknowledge,skills,networks,

and energy,as wellas theirphysicaland emotionalhealth,intellectualtalents,

personalities,andmotivations,'accordingto Boxall(2013).TheHR architectureof

systemsandorganizations,theHRfunction,and,mostsignificantly,linemanagersall

contributetoHRM (Armstrong,2021).

Organizationalhumanresourceswasbetterutilized,employeeandorganizationalgoals

wasbetteraligned,laborandtotalworkforcecostswasbettermanaged,andsignificant

gainsinproductivityandprofitabilitywasrealized.Employeescanbehiredatthebest

moment,atthebestprice,andinaccordancewithfutureorganizationalneedsifa

strategyisputin place.Idleorunder-supplied laborcan beavoided,whilelabor

surpluses can be put to work developing new markets or products. These

characteristicscanbeimprovedbyidentifyingandresolvingchallengesbroughtonby

an aging workforce as wellas talentorskills shortfalls.Employee training and

development,as wellas employee morale,can be used to meetfuture skill

requirements(Alanetal,2020).
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Trainingistheprocessofmasteringasetofpre-programmedactions.Thereissome

educationineverytraining,andthereissometraininginalleducation.Trainingand

educationarealsoinextricablylinkedtodevelopment.Knowledgeisappliedthrough

training.Itaimstoimproveanemployee'spresentjobperformanceorpreparethem for

afutureemployment.Trainingisacornerstoneofgoodmanagementsinceitimproves

staffeffectivenessandproductivity.It'sanimportantaspectoftheoverallmanagement

strategy.

Initsbroadestdefinition,trainingreferstowhatisequatedwithlearninginthiscontext.

Inthemeantime,weknowthatlearningentailsfarmorethanformaltraining,seminars,

orcourses.Learningcanalsotakeplacewithinthescopeofformalandscheduled

programs.Instead,quickknowledgeandskillacquisitionisinformal,ongoing,demand-

driven,social,andmobile(Armin,2020).

Trainingistheprocessofimpartingaspecificskilltoperform aspecificjob.The

primarygoaloftrainingistoimproveemployeecompetenciessothatbusinessescan

maximizetheefficiencyandeffectivenessoftheirhumanresources.Organizations

couldprofitfrom trainingbygainingtheiremployees'"heartsandminds,"causingthem

toidentifywiththecompany,expendgreatereffortonitsbehalf,andstaywithit

(Armstrong,2021).

Aspreviouslysaid,training maybedescribed asatechniqueimplemented byan

organizationtoencourageskillorknowledgedevelopmentamongitsemployees.The

fundamentalgoalofsuchprogramsistoaidintheachievementoftheorganization's

overallgoals.Atthesametime,effectivetraining,learning,ordevelopmentprograms

mustbeabletodemonstratethattheyhelpemployeesachievetheirpersonalobjectives

(Alanetal,2020).

Manynewemployeeswillarriveatworkwithasetofrequiredcompetencies,skills,and

characteristics.Others,on the other hand,may require intensive training and

developmentbeforetheyarereadyto contributemeaningfullyto theorganization.
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Furthermore,manyemployeeswillrequiretraining,learning,ordevelopmentatsome

pointinthefutureinordertomaintainaneffectivelevelofjobperformance,particularly

asjobsvaryorchangeovertime.Whilethiscanbedoneinformally,itisusuallymore

effectivetouseawell-organized,formalorientationtrainingoracompleteon-the-job

developmentprogram (Alanetal,2020).

Ittakestimeandworktodevelopagoodnewemployeeorientationprogram,butitis

wellworththeinvestment.Accordingtostudies,awell-planned,thoroughorientation

program benefitsboththeemployerandtheemployees.'Newemployeeswhoattended

athree-hourorientationtrainingexhibitedahigherlevelofcommitmentthanthosewho

skippedtheclass(Grabmeier,2000).

Firstandforemost,newemployeetrainingshouldbeviewedasaprocessratherthana

one-timeevent.Toaidtheirtransitionintoandadaptationtotheirnew environment,

employeesshouldobtainknowledgeonaneed-to-knowbasissoasnottooverwhelm

them (Lawson,2006).

TheMinistryofTradewasre-establishedinAugust1995underproclamationNo4/1995

issuedtoprovideforthedefinitionofpowersanddutiesoftheexecutiveorgansofthe

FederalDemocraticRepublicofEthiopia(FDRE).WithaproclamationNo 619/2003

issuedtorevisethereorganizationoftheexecutiveorgansoftheFederalDemocratic

RepublicofEthiopiaProclamationNo256/2001,theMinistrywasreorganizedonce

again.

Thisstudyexaminetheeffectoftrainingpracticeonnewemployee'sjobperformance

inMinistryofTradeandRegionalIntegration.

1.2StatementoftheProblem

Athoroughorientationtrainingisnotavailableineveryorganization.Whetherornot

employeeshavetheopportunitytositinatrainingsessionandlearnhowthecompany
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works,employeeswasexposedtoanumberofnovelphrasesandprocedureswhen

theystartanewjob.Processingalloftheinformationinthebeginningcanbedifficult.

Employeesareanorganization'smostpreciousresource,butthewaymostcompanies

'welcome'new employeesgivestheideathattheyarenot.Orientationisfrequently

treatedasanafterthoughtinorganizations.Othersspendthousandsofdollarsanda

significantamountoftimeandeffortonsleekPowerPointpresentations,manyguest

speakers,and extensive employee handbooks,allofwhich leave new employees

disoriented,nervous,andoverwhelmed.

Tobeginwith,thenormalnewemployeeorientationtrainingistiresome.Itispresenter-

centeredandlecture-driven,likemanyothertraditionalorientationtrainings,withlittleor

no potentialforparticipantengagement.Too many data,figures,and faces are

crammedintoafew hourswiththistechnique.Whenthenew employeeeventually

arrivesonthejob,it'sclearthatnooneispreparedforhisorherpresence(Lawson,

2006).

Becausetheorientationprogram istheemployee'sfirstintroductiontothecompany,it

shouldbeapositiveandmemorableexperience.Thisprogram mustbeatoppriority

sinceitsetsthetone.Awell-thought-outanddeliveredprogram aidstheemployee's

transition,makeshim orherfeelgoodaboutthecompany,andinstillsenergyand

enthusiasm.Theemphasisshouldbeonassistingthenewemployeeinintegratinginto

theorganizationandestablishingrelationships.

Avitalmanagerialskilliscreatinganeffectivenewhiretrainingprogram.Organizations

musthaveaclearvisionoftheirfuturebeforeestablishinganewhiretrainingprogram.

Organizationsmustspecifypreciselywhateachnewhireneedstoknow.Creatingnew

employee protocols aids in outlining the what,why,when,and how ofproperly

educating new hires.Makethedutiesand processesasconcreteaspossibleby

identifyingthejobsorproceduresthatemployeesmustunderstandandbreakingthem

downintosteps.Choosetheidealcandidatetocompletethetraining:Everyemployee
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cannotbetrainedineveryability,unfortunately.Allocatesuppliesandtimeasresources.

It'scrucialtotrainnewemployees.Thesuccessofthenewemployeetrainingprogram

dependsonhowwellthetoolsandtimeareprovided.

From the researchers’judgment,ministryoftrade and regionalIntegration isnot

exercising any training and orientation programs to enhance employees work

performance.Itis the researcher’s interestto assess the orientation trainings.

Therefore,inthisstudytheresearcheridentifiedtheTrainingmethodsusedforNew

EmployeesinMinistryoftradeandRegionalIntegration..

1.3ResearchQuestions

Theresearchquestionsofthestudyarepresentedbelow:

1.Whatis the effectoforientation training on the performance ofnew

employees?

2.Whatistheeffectofon-the-jobtrainingonnewemployee’sperformance?

3.Whatistheeffectofoffthejobtrainingonnewemployee’sperformance?

1.4ObjectiveoftheStudy

1.4.1GeneralObjective

ThemajorobjectiveofthestudywastoanalyzeTheeffectoftraininginnewemployees

jobperformancethecaseofministryoftradeandregionalintegration.

1.4.2SpecificObjectives

Thespecificobjectivesofthestudyare:

1.ToexaminetheeffectofOrientationtrainingonnewemployeesperformance.
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2.ToanalyzetheeffectofOnthejobtrainingonnewemployeesperformance.

3.ToexaminetheeffectofOffthejobtrainingonnewemployeesperformance.

1.5SignificanceoftheStudy

Thefindingofthisstudyhelpstoremindtheorganizationshumanresourcetohave

correctiveaction.Italsogivestheresearcherapracticalunderstandingoftrainings.This

studyalsobeusefultootherstudentsasastudyguide.Thisstudyisbeneficialto

identifywhichtraining method isgood foremployeesperformance.Itcanalso be

beneficialforteam leaderstounderstandwhichtypesoftrainingmethodsimpactson

employeesforabetterperformance.Additionally,theresearchlaysagroundforfurther

studiesonsimilartopics.

1.6Scopeofthestudy

Theresearchconcentrateontheeffectsofnew employeestraining.Employeesof

MinistryofTradeandRegionalIntegrationwasexaminedinthisstudy.Thestudy's

conceptualscopewasrestrictedtoideasrelatedtonew employeeperformanceand

training.Therearenumeroustrainingmethodsavailableatthesametime.However,

onlythreetypesoftrainingmethods—orientation,on-the-jobtraining,andoff-the-job

training—were utilized forthe purposes of this study.The study is restricted

geographicallytoAddisAbeba'sthreebranches.Thelocationsofthebranchesareat

NifasSilkLafto.

1.7LimitationsoftheStudy

ThisstudywaslimitedtoemployeesworkinginthreebrancheslocatedinNifassilk

lafto,AddisAbaba.Asaresult,thefindingsofthisstudypaperdonotrepresentthe

entireMinistryofTradeandRegionalIntegration'semployees.Becauseofthelimited

timeandresources,onlystandardizedquestionnairewereusedtogetresponses.
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1.8DefinitionofTerms

Training:Trainingreferstoactionsthatareconductedoutwiththeprimarygoalof

allowingpeopleofanorganizationtoacquireandapplytheinformation,skills,abilities,

andattitudesrequiredforaspecificjob(Adefope,2017).

EmployeePerformance:Itisdefinedastheresultorcontributionofemployeesonthe

jobthathelpsthecompanyachieveitsobjectives.Theachievementofcertaintasks

againstpredeterminedstandardsofcorrectness,completeness,cost,andspeedis

referred to asperformance.Employee performance can also be characterized as

employees employing theirtalents,abilities,and competencies to effectivelyand

efficientlycompletethetaskassignedtothem bytheirsubordinate(Adefope,2017).

1.9OrganizationoftheStudy

Thefirstchapterpresentsanoverview ofthestudy.Itconsistsofbackgroundofthe

study,statementoftheproblem,objectiveofthestudy,researchquestion,definitionof

terms,significanceofthestudy,scopeofthestudyandorganizationofthestudy.

Chaptertwopresentsliteraturereview,concepts,definitionsandconceptualframework.

Chapterthreeprovidesanindepthdiscussionoftheresearchmethodologyusedto

investigate the research problem.The design forthe sample selection and size,

researchinstrumentsused,andthestatisticaltechniquesusedtoanalyzethedatais

highlighted.Chapterfourfocusesanticipatedresultsfrom theresearchstudy.Chapter

fivedealswithsummary,conclusion,limitationandrecommendation.Conclusionsare

drawnbasedonthepredictedresultsandthepossiblepracticalimplicationsofthe

researchfindings.
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CHAPTERTWO

REVIEW OFRELATEDLITERATURES

Inordertoanswertheresearchquestionsseveralstepsweretaken.Oneofthesesteps

isreviewingrelevantconceptsandtheoriesaboutthetopic.

2.1TheoreticalReview

2.1.1EmployeeTraining

Traininganddevelopmentisessentialforallorganizationstoachievetheirobjectives.

Manyresearchershavebeendoneinthisareaforunderstandingtheimportanceof

traininganddevelopment.Manystudieshavebeenconductedinordertocomprehend

thesignificanceoftraininganddevelopment.Themostdomineeringapprehensionfor

organizations,according to (Abbas Q.and Yaqoob 2009),is withouta doubt

performance.Thestudydiscoveredthattraininganddevelopmenthadafavorable

correlation with employee performance and effectiveness thatwas statistically

significant.

Manystudieshavebeenundertakenonthistopic.EmployeesregardHRM activitiesasa

gift,andtrainingisoneofthem (Mahbuba,2013).Traininganddevelopment,according

to(IftikharandSirajud2009),isavitalactivityforimprovingemployeeperformance.

The organization willnotbe able to accomplish its strategic goals,mission,or

effectivenesswithouttraining.MillerandOsinski(2002);(RajasekarandKhan2013),on

theotherhand,focusedandexaminedthatemployeetraininganddevelopmentisan

important aspect of human resource management,with the identification of

organizationalneeds,technique,andprocessfrom manyindustrialviewpoints.

Trainingistheprocessoflearningthatisanessentialaspectofhumanresource

development.AccordingtoAbbasZ.(2014),trainingisanimportantcomponentforan
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employee'sdevelopmentinorderforthecompanytogrow becausesomeemployees

lack knowledge,skills,and competencies and failto complete tasks on time.

Furthermore,trainingisalearningactivityaimedatacquiringspecificknowledgeand

abilitiesforthepurposeofagivenvocationorwork.Thejobortaskistheemphasisof

training,suchastherequirementforefficiencyandsafetyintheoperationofspecific

machinesorequipment,orthenecessityforasuccessfulsalesforce,tonameafew

examples(Cole,2002).

Orientationtrainings,accordingtoNunvi(2006),areaimedatsustainingandincreasing

presentjobperformance,whereasdevelopmentaimstobuildskillsforfuturepositions.

Iftrainingistobefullyunderstood,Armstrong(2021)notedthatitshouldbedeveloped

and practiced inside the company through appreciating learning oftheories and

techniques.Trainingisaplanned,systematicactivitythatresultsinincreasedlevelsof

ability,knowledge,and competencythatare required to execute workeffectively.

Development,on the otherhand,is a comprehensive,multi-faceted collection of

activities(includingtraining)intendedatraisingsomeoneoranorganizationtoahigher

levelofperformance,sometimesinpreparationforanew careerorroleinthefuture

(McNamara2008)WhileSinghandMohanty(2012)statedintheirstudythattrainingis

a crucialtoolforimproving workerperformance and,as a result,increasing an

organization'svalue,organizationsmuststrikeabalancebetweentrainingvalueand

training expenditure.Furthermore,according to Chris (2011),employee training is

necessaryforanorganizationtoimproveemployeeperformance,andtheorientation

training should beevaluated in accordancewith theorganization'sobjectivesand

missions.

2.1.2Scopeoforientationtrainings

Thebasicgoaloftrainingatthestartofajobistobringtheknowledge,skills,and

abilities(oftenreferredtoasKSAs)requiredforeffectiveperformanceuptoasuitable

level.Training and learning give opportunities foran individualto acquire new
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information,skills,andcompetencesastheyprogressonthejob.Asaresult,the

individualmaybemoreproductiveonthejobandqualifyforhigher-levelpositions.

A well-planned program willsetthe tone forallsubsequenttraining.Mostbasic

questions a new employee mighthave should be answered during a thorough

orientation.Whenthisoccurs,effortcanbeconcentratedonteachingjob-relatedskills.

New employeesareforcedtolearnontheirownwithoutawell-plannedorientation

session.Thiscanbeinconvenientandtime-consuming.Frequently,anemployeewas

missingimportantinformationorwasgivenerroneousormisleadinginformation.Alot

oftimewaswastedre-inventingthewheelifanorientationprogram ismissingorpoorly

organized.

Whengivenpreciseguidance,adefinedassignment,andspecificinformation,anew

employeeismorelikelytogetuptospeedquicklyandbemoreresponsivetotraining

whenitcomestime.Orientationshouldgiveanewemployeealloftheknowledgeheor

sheneedstoknowabouttheirfunctioninthecompany.Thisisbestachievedinaone-

on-oneencounter,butitcanalsobedoneinagroupsetting(M.Cadwell1988).

Changes in the workplace,such as organizationalreorganization,new workplace

agreements,andtechnologyinnovation,havehadasubstantialimpactonthetraining

andlearningrequirements.Theyrecognizethatmanyjobswasmodifiedorexpanded,

necessitatingnewskillsandknowledgeotherjobswilldemandanarrowersetoftalents

andbecomehighlyspecializedandmanyjobswascompletelydisplacedbynewly

generatedemployment.Therequirementtoestablishacapacityforcontinualchange,

particularlyknowledgemanagement,wasacrucialcomponentofallsuchprojects,as

muchofitwasinfluencedbyexternalinfluences(Alanetal2020).

2.1.3BenefitsofTraining

Thebenefitoftrainingcanbesummarizedasfollows:Employeemoraleisimproved,

and training assists employees in gaining job securityand happiness.The more
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satisfiedandmotivatedanemployeeis,themorehewillcontributetotheorganization's

successandtheloweremployeeabsenteeism andturnoverwas.Lesssupervisionis

required sinceawell-trained individualisfamiliarwith thetaskand requiresless

monitoring.Asaresult,lesstimeandeffortwaswasted.Ifpeoplelacktheknowledge

andabilitiesrequiredtoperform aspecifictask,therewasfeweraccidentsanderrors.

Thelesslikelyanemployeeistohaveanaccidentonthejob,andthemoreproficient

theindividualgets,thebetter.Employeesgainskillsandefficiencyduringtraining,

increasingtheirchancesofpromotion.Theygrow morequalifiedforadvancement.

Theybecomeavaluableassettothecompany.Employees'efficiencyandproduction

improveasaresultoftraining.Employeesthathavebeenproperlytrainedperform in

bothquantityandquality.Whenpersonnelareeffectivelytrained,thereislesswastage

oftime,money,andresources.WattaandDaniel(2014).

Khanetal(2011)goontosaythattrainingplaysasignificantroleinachievingan

organizationalgoalbycombiningtheinterestsofthecompanyandtheworkforce.

Employeesandtheorganizationbothbenefitfrom training.Employeeswithmoreon-the

-jobexperienceperform betterbecausetheirskillsandcompetenciesgrowasaresult

oftheirworkexperience.

Themainpurposesandgoalsofanewemployeeorientationtrainingare

 toprovideemployeeswithinformationthathelpsthem integratesmoothlyand

quicklyintotheorganization

 tointroduceemployeestotheorganizationasawhole—itsstructure,philosophy,

purpose,valuesandsoforth

 to help new employees identify the importance oftheirroles within the

organizationandhowwhattheydoaffectsothers

 tointroduceemployeestotheirdepartment’sgoalsandtheirrolesinhelping
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meetthose goals to promote communication between the employee and

managementtocommunicateexpectationsregardingpolicies,proceduresand

performance

 tomakenew employeesfeelwelcomeandtoassurethem thattheymadethe

rightdecisioninjoiningtheteam togetemployeesexcitedaboutbeingapartof

theorganizationandmotivatedtodothebestjobpossible(M.Cadwell1988).

2.1.4TypesofTraining

1,InductionTraining

Thisisatypeoftrainingthatisgiventoanew employeewhenheorshefirststarts

workingforthecompany.Thistrainingisgiventothem inordertoincreasetheirtrustin

theorganizationandtoinform them ofthenumerousprocedures,rules,andregulations.

Theyareintroducedtotheirworksurroundingsaswellastheircoworkersinorderto

fosterasenseofbelongingandloyalty.Aneconomicorganizationmustprovidethe

requiredconditionsforanew employeetohaveapositivefirstimpressionofthe

organizationandtheworkenvironment(Gabriel2014).

2,JobTraining

Thisisdeliveredinavarietyofwaystohelpworkersbecomeproficientinmanaginga

varietyofmachines,equipment,andmaterialssothattheiroperationsaresmoothand

error-free,andworkplacemishapsareavoided.Employersregularlyusetoeducatetheir

employees.AhmadandMustabsar(2016).

3,CraftsTraining

Craftsmanshiptrainingistheprocessofproperlylearningagivencraftandbecominga

proficientartisan.Training varies in scope and severity depending on the craft.

Apprenticeshiptrainingisthemostcommonmethodforthistypeofeducation.
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4,PromotionalTraining

Existing talented employees maybe provided enough training to enable them to

advancetohigherpositionswithinthecompany.Thegoalofthistypeoftrainingisto

prepareindividualsforgreaterjobresponsibilities.Promotionisaresultofastrongjob

matchoraresultofhumancapitalinvestment.Accordingtothehumancapitalmodel,

workersoftenreceivejob-specifictraining,makingthem morevaluabletothefirm

offeringthetraining(MichaelR.2014)

5,RefresherTraining

Itiscreatedforthecompany'slong-servingpersonnel.Itsgoalistofamiliarizethe

presentstaffwith themostup-to-datetechniquesofexecuting theirjobsand to

increasetheirefficiency.

2.1.5TrainingTechniques

Inmostcases,trainingisdeliveredinoneoftwoways:On-the-jobtraining,andoff-the-

jobtraining.On-the-jobtrainingmethods,arethosethatareprovidedtoemployeeswhile

theyareworkinginacompany.It'salow-costandeasy-to-usetrainingmethod.Sucha

trainingstrategycaneffectivelytrainbothinexperiencedandsemi-experiencedstaff.

Employeesaregivenhands-ontraininginareal-worldsetting."Learningbydoing"isthe

mottoofsuchinstruction.Jobrotation,coaching,andinterim promotionsareexamples

ofon-the-jobtrainingapproaches.Off-the-jobtrainingmethods,referstotrainingthat

takesplaceoutsideoftheworkplace.Itiscommonlyusedwhilehiringnewpersonnel.

Workshops,seminars,andconferencesareexamplesofoff-the-jobtrainingapproaches.

Suchanapproachisexpensiveandsuccessfulonlyifabignumberofemployeesmust

betrainedinashortperiodoftime(JamesandDaniel2014).

Beardwell&Holden(2013)pointoutthatstrategicuseoftrainingmethodscanbea

verycost-effectiveinvestmentwhendonecorrectly.Theyalsoarguethatifthetraining

methodsarenotadjustedappropriately,traineesmaynotgainfrom theactivity.On-the-
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jobtrainingandoff-the-jobtrainingarethetwotypesoforientationtrainings.On-the-job

training–thisisprobablythemostcommonapproachtotraining,anditcanrangefrom

the selectively unsophisticated approach,which involves verbalinstructions or

demonstrationsofhow tousetoolsandotherequipment,tothemoresophisticated

approach,whichinvolveswritteninstructionsordemonstrationsofhow tousetools

andotherequipment.

1,On-the-jobtrainingMethods

Thesestrategiesinstructneworinexperiencedemployeestolearnbywatchingpeersor

superiorsexecutethejobandattemptingtoemulatetheiractions.

1,Coaching:isaone-on-oneorientationtraining.Itaidsinrecognizingweakareas

immediatelyandattemptingtofocusonthem.Italsohastheadvantageofallowingyou

toapplywhatyou'velearnedintheclassroom toreal-worldsituations.Themostserious

issueisthatitreinforcescurrenthabitsandstyles.InIndia,thisistheonlywaythat

mostscootermechanicsareeducated.

2,Mentoring:Thedevelopmentofattitudeisthegoalofthisinstruction.It'sforpeople

whoworkinmanagementpositions.Aseniorinsiderisalwaystheonetomentor.Italso

involvesone-on-oneengagement,similartocoaching.

3,Job rotation:Is the process ofputting people through a sequence ofrelated

occupationsinordertotrainthem.Rotationnotonlyfamiliarizesapersonwithavariety

oftasks,butitalsorelievesmonotonyandallowsforthedevelopmentofrelationships

withavarietyofpeople.Rotationmustbedoneinasensiblemanner.

4,JobInstructionalTechnique(JIT):Isatechniqueforteachingemployeeshowtodo

theirjobs.Itisastep-by-stepon-the-jobtrainingmethodinwhichasuitabletrainer

providesanoverviewofthejob,itspurpose,andthedesiredresults,demonstratesthe

taskorskilltothetrainee,allowsthetraineetoshowthedemonstrationonhisorher

own,and providesfeedbackand assistance.Throughasequenceof'frames,'the
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traineesarepresentedwiththelearningcontentinwrittenform orbylearningmachines.

5.Apprenticeship:Apprenticeshipisamethodofeducatinganewgenerationofskilled

workers.Thisform ofinstructionispopularintrades,crafts,andtechnicaldisciplines

whereachievingskilloveralongperiodoftimeisnecessary.Forlongperiodsoftime,

thetraineesworkasapprenticestospecialists.Theymustworkincloseproximityto

andunderthedirectsupervisionoftheirsuperiors.

6.Understudy:Inthistechnique,asuperiortrainsasubordinateasanassistanttoa

manager.Byparticipating in the day-to-dayproblems,the subordinate learns via

experienceandobservation.Themaingoalistogetthesubordinatereadytotakeon

fullresponsibilityandobligations(Kanu2015).

2,Off-the-jobTrainingMethods

Off-the-jobtrainingmethodstakeplaceoutsideoftheworkplace,withstudymaterials

provided,afocusonlearningratherthanperformance,andtheflexibilitytoexpress

oneself.Methodsthatareimportantinclude:

1.LecturesandConferences:Thetraditionalanddirectmethodofinstructionislectures

andconferences.Eachtrainingcoursebeginswithalectureandaconference.It'sa

large-audience speech presentation.The lectures,on the otherhand,mustbe

motivationalandengagingforthetrainees.Thespeakershouldbewell-versedonthe

subject.Lecturesandseminarsarethemostpopulartrainingtechniquesincolleges

anduniversities.

2.VestibuleTraining:VestibuleTraining refersto on-the-job training thatprovides

immediateaccesstonew information(learning).Workersaretrainedinaprototype

settingonspecificjobsinaspecificportionoftheplantduringvestibuletraining.An

attemptismadetosimulateworkingconditionsthataresimilartothosefoundina

workshop.Workersmaybeplacedinsimilarjobsintheactualworkshopafterbeing

trainedinsuchconditions.
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3.SimulationExercises:Asimulationisaman-madeenvironmentthatisidenticaltoa

real-lifesituation.Managementgames,casestudies,roleplaying,andin-baskettraining

arethefourfundamentalsimulationtechniquesutilizedfordeliveringtraining.

A,ManagementGames:Well-designed games can help to instillthinking habits,

analytical,logical,andreasoningabilities,thevalueofteamwork,timemanagement,the

abilitytomakejudgmentswithoutallofthefacts,aswellascommunicationand

leadershipskills.

B,CaseStudy:Casestudiesarein-depthexamplesthatprovidecontextforaproblem

whilealsohighlightingthemainpoint.

C,RolePlaying:Eachtraineeassumestheroleofapersonwhoistouchedbyanissue

andresearchestheissues'effectsonhumanlifeand/ortheconsequencesofhuman

actionsontheworldaroundusfrom thatperson'sperspective.

D,In-baskettraining:In-baskettraining,alsoknownasin-traytraining,isacollectionof

businessmaterialsthatmaycontaine-mailSMSs,reports,memoranda,and other

documents.Thetrainerisnowaskedtoprioritizethedecisionsthatmustbemaderight

nowvsthosethatcanwait.

4.SensitivityTraining:LaboratoryorT-grouptrainingisanothernameforsensitivity

training.Thisprogram aimstoimprovepeople'sunderstandingofthemselvesand

othersthroughthedevelopmentofsocialsensitivityandbehavioralflexibility.

5.TransactionalAnalysis:Itgives students a practicaland realistic method for

analyzingandunderstandingotherpeople'sbehavior.Thereisamotivationprovidedby

onepersonandareactiontothatmotivationprovidedbyanotherpersonineverysocial

encounter(Kanu2015).

EmployeePerformance

Employeeperformanceisanassessmentofhow successfullyorpoorlyanemployee
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performstheirassignedworkobligationsandmeetsdeadlinesorrequirementsona

timelybasis.EmployeePerformanceisthecornerstonetoanycompany'ssuccess.

Eachemployeemustcontributetothecompany'svisionandobjectives.Thereisnoone

-size-fits-allapproachtoemployeeperformance;itallcomesdowntohowcompanies

manage,upskill,andinspiretheirworkers.

Employeeperformance,accordingtoDeadrickandGardner(2007),isdefinedasthe

recordofoutcomesachievedforeachjobfunctionduringacertaintimeperiod.When

regardedinthislight,performancemaybethoughtofasadistributionofrealized

outcomes,anditcanbequantifiedusinganumberofmetricsthatdefineanemployee's

performancepatternacrosstime.Employeeperformance,ontheotherhand,isdefined

bySaeedetal(2013)astheartofcompletingtaskswithinestablishedparameters.

Furthermore,variousaspectsmustbeconsideredinorderforanemployeetoworkwell.

Managerialattitude,companyculture,personaldifficulties,jobcontent,andmonetary

benefitsaresomeoftheaspectstoconsider.Furthermore,allofthesecharacteristics

haveafavorableimpactonemployeeperformance,withtheexceptionofpersonal

issuesthatimpedeemployeesuccess.

2.1.6EffectsofTraining

Trainingshouldgiveanopportunityfornew employeestoacquirecriticalknowledge

aboutthecompany,anditshouldbedeliveredusingadultlearningconceptsandactive

training techniques. To begin, start the formal orientation session with an

icebreaker/mixermeanttocreatearelaxedatmosphereandgetpeopleinteractingand

minglingfast.Pleasedon'trelyonthetried-and-truemethodofgoingaroundtheroom

and asking everyone to perform a self-introduction.It's tedious,predictable,and

inconvenient.Besides,noonepaysattentionafterthefirstfiveorsixpeople.

Anewemployeeorientationtrainingmershouldbehandlednodifferentlythananyother

effectivetrainingdesign.Itshouldincludespecificlearningobjectives,need-to-know

ratherthannice-to-knowcontent,activetrainingmethodsthatfocusontheparticipant
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and reflectadultlearning principles,and ways to measure training effectiveness

(Lawson2006).

Improvedcapabilities,knowledge,andskillsofthetalentedpersonnelprovedtobea

substantialsourceofcompetitiveadvantageinaglobalmarket,accordingtoImran&

Elnaga (2013).Effective orientation trainings are required to develop the desired

knowledge,skills,andabilitiesofemployeesinorderforthem toperform wellonthejob.

Theseprogramsmayalsoaffectemployeemotivationandcommitment.Organizations

mustprovidetrainingtotheiremployeesinordertopreparethem todotheirjobsto

theirfullcapacity.

Trainingisaneedintheworkplace,accordingto(ElnagaandImran2013).Employees

don'thaveastronggraspontheirobligationsordutiesiftheydon'thaveit.Trainingis

criticalindevelopingthecompetenciesofnewandexistingemployeessothattheycan

dotheirjobseffectively.Italsohelpsemployeesovercomeinadequaciesinanyjob-

related area bypreparing them to hold future positions in a companywith full

capabilities.Trainingisviewedasaninvestmentbyacompanythatnotonlygenerates

ahighreturnoninvestmentbutalsohelpsthecompanygainacompetitiveadvantage.

Effectivetrainingisthoughttobeamajoraspectinimprovingperformancesinceitcan

raiseemployeeandcompanycompetencylevels.Ithelpstobridgethegapbetween

whatisrequiredandwhatisactuallyhappening,i.e.thegapbetweenintendedand

actualemployeeperformance.

Employersrequiretheiremployeestolearnnewskillsforavarietyofreasons,according

toKatcherandSnyder(2003:90).Improvementsincapital.Organizationsspendmillions

ofrandsmodernizing theirplantsand equipmentbutverylittleonhumancapital

development.Employeesareavaluableassettoacompany,butemployersaremore

concerned with meeting deadlines and increasing profits than with developing

employees'talents,whichcouldhindertheireffectiveness.Evenifthecompanyisstill

productive,thefocusshouldbeontheemployees'dedication,commitment,andloyalty.
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Up-to-dateequipmentwillnotbeusedoptimallyifpersonneldonotreceiveongoing

training.

ImprovementsinmoraleEmployeeswhodeveloptheirjobabilitiesonaregularbasis

wascomemoreproductive.Employeeskilldevelopmentisimportantnotonlyatwork,

butalsointheoutsideworld.Itcontributestoeachemployee'scompletepersonal

growthaswellasthenation'ssocioeconomicdevelopment;hence,althoughhappy

employeesareproductive,moreproductiveemployeesarehappier.

Adaptabilitytochangeisoneofthemostimportantqualitiestohave.Themorehighly

skilledthepersonnel,theeasieritwasfortheentirecompanytoadjusttochangesin

demand forits products and services in the domestic and worldwide markets.

Employeesaresometimeshesitanttoadapttochangeduetotheuncertaintyinvolved.

2.2EmpiricalReview

BirukinhisfindingsofImpactofTrainingonEmployeePerformance:InCaseof

EthiopianPoliceUniversityCollege(June2019)hefoundthatThereisatrainingand

developmentdepartment.Andthedepartmenthaveitsowntrainingpolicy.However,

theorientationtrainingishaphazardandunsystematicbecauseitispreparedatrandom.

EthiopianPoliceUniversityCollegedoesnothaveamethodforevaluatingtraining.The

orientationtrainingisbasedonthetraininganddevelopmentdepartment'sconceptual

ideas as wellas the managementofthe institution.Furthermore,there is no

performanceevaluationmeasurementtechniquebecausetraineesarechosenbasedon

theirseniorityoryearofservice/status.Theresearcherneededtolookintotheimpact

oftrainingonemployeeperformance.Itwasobservedthatrespondentsweredisagreed

with the Ethiopian Police UniversityCollege training and developmentprogram is

plannedandsystematic.Eventhoughtheyhaveatrainingstrategy,EthiopianPolice

UniversityCollegelacksatrainingevaluationtechnique.TheUniversityCollegealso
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doesnotevaluatetheperformanceofitsemployeesaftertheyhavecompletedtheir

training.Employees unanimously agreed thattraining and developmenthave a

significantbeneficialimpactontheirperformance.Inhisstudytheresultshowedthat,

training issignificantlycorrelated with employeeperformance.And thedependent

variable(employeeperformance)andtheindependentvariable(training)relationship

aresignificantlycorrelatedintheircorrelation.Basedonhisfindings,theresearcher

recommendedthattheInstitutionstrainingandpolicyandprogram shallbeplanned,

systematic,andneedbasedandnotrunasaritual.Thetrainingdepartmentshouldbe

worktogetherwitheveryemployee’simmediatesuperiortoidentifythetrainingneeds.

Theemployeesshouldbeparticipativeandengageinthedevelopmentanddesigningof

theInstitutionstraininganddevelopmentprogram.Thiswillincreasetheircommitment

andloyaltytowardstheirInstitution.

Benedicta(2010),inhisstudytheimpactoftrainingonemployeeperformanceacase

studyofHFC BANK he found thatHFC Bank offers orientation trainings forits

employees.Ithasaninternalorientationtrainingthathasbeeninplacesincethebank's

establishment. In-house training is required for all staff,regardless of their

qualifications,age,orrank.Theimprovementinreturnsperunitspentinspending,as

wellasaconsistentgrowthinincomeandprofit,show thattrainingiseffectivein

improvingindividualandorganizationalperformance.Theorientationtrainingiswell-

structured,well-planned,and well-executed,and ithasresulted in improved skills,

efficiency,andperformance,aswellastheacquisitionofnewskillsandinformation.He

also recommended thatalthough HFC's existing in-house orientation training is

successful,thecompanycouldexploreallowingemployeestocontinuetheireducation

inordertoincreasetheirqualifications.ItiscriticalforGhana'scorporatesectorto

recognizethattraininghasanimpactnotjustonemployeeperformancebutalsoona

company'soverallperformance.Thereshouldbeawillingnesstoinvestinstafftraining

withtheawarenessthatitwillpayoffinthelongrun.

Kum F.D(2014),exploredhowtraininganddevelopmentaffectedworkers'performance.
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SouthAfricawasthelocationofthestudy.Quantitativeapproachwasutilized.The

study'sfindingsshowedthatbusinesseswithafocusonhumanresourcemanagement

seetrainingasachancetoboostlong-term productivity.Anyfirm thatinvestsintraining

anddevelopmentwillundoubtedlyseeareturnonthatinvestmentbyinvestinginits

employees.Employeesshouldbeviewedashumancapitalbecausetheyareessentially

an organization's assets.The greaterthe investmentin them,the higherthe

performancebehaviorthatcanprovidethefirm acompetitiveedgecanbeexpected

from them.

Girma (2018),inhisstudyeffectsoftraininginenhancingemployeeperformancethe

caseofEthioTelecom headofficeAccordingtotheresearch,thereisarelationship

between the independentand dependentvariables.While there is no association

betweentrainingstyleandconflictreduction,thereisasubstantialcorrelationbetween

trainingtypeandstaffmotivation,customersatisfaction,anderrorreductionmetrics.

Customerhappiness,motivation,andmistakereductionarestronglycorrelatedwith

trainingevaluation,howeverdisputeresolutionisnotasstronglycorrelated.Strongly

correlatedwithcustomersatisfaction,somewhatcorrelatedwithstaffmotivation,and

negativelycorrelatedwithmistakereductionistheindependentvariabletrainingpolicy

andprocess.Thedriversoftheindependentvariablessupporttheemployees'improved

overallperformance.

Nkemakolam (2020)EffectsofTraining onemployeeperformancestudyonairtel

networkslimited Theresultsofthisstudyindicatethattraining affectshow well

employeesperform intermsoftheiroccupations.Thisfindingisgenerallyinlinewith

someofthewidelyreadliteraturethatwasalsoconsultedforthisstudy.Employees

wereaskedquestionsviaaquestionnaireabouttopicssuchasemployeeselectionfor

training,trainingparticipation,trainingdesign,trainingdeliverystyle,andtheeffectof

thetrainingonemployeeproductivityinordertogatherin-depthunderstandingofthis

topic.Accordingtothefindings,performanceisimprovedwhenpersonnelarechosen

fortrainingusingamethodicalmethodologyfreeofdiscrimination.Thissuggeststhat
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employeeswhorequiretraininghaveaccesstoit,improvingtheeffectivenessoftheir

abilitytodonecessaryduties.

2.3ConceptualFramework

Thisstudy isdesignedtodeterminetheeffectoftraining onemployees performance by

usingthreedimensions.Theconceptualframeworkofthestudyispresentedbelow.

Figure1:ConceptualFrameworkoftheStudy

Source:Developedbytheresearcher,2022
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CHAPTERTHREE

RESEARCHMETHODOLOGY

3.1ResearchDesign

The structured procedure of conducting research is referred to as research

methodology.Manydifferenttechniques are used in differentforms ofresearch,

althoughthephraseiscommonlyusedtorefertoresearchdesign,datacollection,and

data analysis.The differentprocedures,systems,algorithms,and otherresearch

methodsarereferredtoasresearchmethods.Theword"researchmethods"refersto

alloftheproceduresutilizedbyaresearcherthroughoutaresearchinvestigation.(Sam,

2012)

Themainobjectiveofthisresearchwastoexaminetheeffectoftrainingonnew

employsperformance.Thereforethisstudyappliedacausalorexplanatoryresearch

designasitattemptstounlockthecauseandeffectrelationshipbetweentrainingand

jobperformance.Explanatoryresearchistheinvestigationofrelationships.

AccordingtoCreswell(2012)anexplanatoryresearchdesignisacorrelationdesignin

whichtheresearcherisinterestedintheextenttowhichtwovariablesormoreco-vary,

thatis,wherechangesinonevariablearereflectedinchangesintheother.Sincethis

studyattemptstoassesstheeffectofIndependentvariablesonDependentvariable

employingexplanatoryresearchdesignisappropriate.

3.2.ResearchApproach

Thestudyoverallgoalwasto lookattheeffectof training on new employees

performance,andinordertodoso,thestudyappliedquantitativemethods.Detailed
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information regarding training approaches was acquired from team leaders and

employees.Whenconductingquantitativeresearch,theresearcherusenumbersasa

foundationforgeneralizingtheresultsofthequestionnaires.

Quantitativeresearchisbasedondeterminingthequantityoramountofsomething.It

canbeusedtodescribephenomenathathaveanumericalvalue(Sam,2012).

3.3DatacollectionMethod

Aquestionnairebasedonareviewofrelevantliteraturerelevanttothestudy'stopicwas

developedandadministeredinordertocollectfirsthanddata.Basedonthisresearch,

questionnairesweredevelopedasadatacollectiontool.Theuseofclosed-ended

questionnairesensuresthecollectionofquantitativedata.Closed-endedquestions

wereusedtocollectquantitativedatafrom theregardingtheirperceptionoftheeffect

onemployeeperformance.Therespondentswereinstructedduringtheadministration

ofthequestionsbytheresearchertomarkthemostsuitableanswer.Respondentsare

alsorequiredtoanswerintelligentlyandexpeditiouslyaspossible.

3.4SamplingDesign

Samplingreferstotheprocessbywhicharesearcherselectsasample.Theselectionof

asubsetofthetotalnumberofunitsofinterestwiththegoalofdrawingbroad

conclusionsabouttheentirebodyofunitsisknownassampling(parasuruman,2004).

TheresearchwasrestrictedtothreebranchesinAddisAbaba.Employeeswithless

thantwoyearsofexperienceareusedinthestudy,withatotalof76employees.

Becausethestudypopulationissmall,theresearchwasconductedutilizingcensus

method to obtain information from allemployeesbecausethepopulation sizeis

manageableandtheinformationisrelevantandacceptablefortheresearchgoal.
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3.5SourceofData

Themainsourcewastheprimarydatasourceforthisstudy.Employeesurveyswere

usedtocollectprimarydata.Theresearcherusedprimarysourcesthroughoutthestudy.

Theprimarydata,whichisdirectlyrelatedtothepurposeofthequestionnaire,wasused

totesttheeffect.

3.6Dataanalysisandpresentation

Inordertobeabletomakeinferencesfrom themodeldeveloped,dataanalysisis

important.Itwasnecessarytoemploystatisticaltechniquestoanalyzetheinformation

asthisstudywasquantitativeinnature.Computerprogram suchasSPSS wasusedto

analyze the quantitative data.SPSS ispowerfulprogram,able to dealwith large

datasets,andrelativelyeasytouse(MooiandSarstedt2011).Correlationanalysiswas

usedtodeterminethenatureofrelationshipbetweentheindependentanddependent

variable.Further,multipleregressionanalysiswasalsoappliedtofurtherexplainthe

significanceeffectofthedependentandindependentvariables.

Dataanalysisishowresearchersgofrom amassofdatatomeaningfulinsights.There

aremanydifferentdataanalysismethods,dependingonthetypeofresearchrefersto

the process ofexamining orinterpreting whathas been collected.The primary

informationwascollectedthroughquestionnairethenthedatawasanalyzedwiththe

helpofStatisticalPackageforSocialSciences(SPSS)version20software.Thedata

gatheredfrom respondentsweresummarizedusingadescriptivestatisticmethod

throughtables,frequencycountsandpercentages.Inordertodeterminetheoverall

trendsofthedataset,ameanscoreandstandarddeviationswerealsousedtooffera

condenseddata.Inaddition,correlationandregressionanalyseswereusedtoexamine

therelationshipofthevariables.
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3.7ReliabilityandValidityAnalysis

ReliabilityAnalysis

Reliabilityreferstothedegreeoftheresultsconsistencyunderthesameconditions.It

shouldremainthesameifresearchhastoberepeated.Tosustainahighlevelof

reliabilityforprimarydata,aftercompilingquestionnairesfilledbyrespondents,those

answersweretransferredtoexcelsheets.Afterwardtheresultsweredoublechecked,in

ordertoavoidanymistakes.

Theresearcherused16itemstomeasurefourvariablesforthisinvestigationand

discoveredthattheitemsaretrustworthy.Toassesstheconsistencyofthestudy

instrument,areliabilitytestwasundertaken.Thereliabilityofthemeasuringitemsis

evaluatedusingCronbach'salpha.Ingeneral,reliabilitycoefficientsmorethanorequal

to0.60shouldberegardedassufficientforquestionnairedevelopment.

Table3.1ReliablityStatistics

Cronbach'sAlpha No.Ofitems

.710 16

Validityanalysis

Thedegreetowhichatesttrulymeasureswhatitissupposedtomeasureisreferredto

asvalidity,alsoknownasconstructvalidity.Itspecifieshoweffectiveatestisinagiven

situation(Bhattacherjee,2012).Whenatestlacksvalidity,itfailsto measurethe

contentandcompetenciesthatitshould.AccordingtoKothari(2004),contentvalidityis

theextenttowhichameasuringinstrumentcoversthetopicunderstudyadequately.



40

Thecontentvalidityoftheinstrumentisgoodifitcontainsarepresentativesampleof

theuniverse.Itsdecisionisprimarilybasedonjudgmentandintuition.Itcanalsobe

determinedbyapanelofpeoplewhowilljudgehow wellthemeasuringinstrument

meetsthestandards,butthereisanumericalwaytoexpressit.Inaddition,discussions

withfellowresearchersandfeedbackfrom thepilotsurveywereusedtoensurethatthe

questionswereappropriate.

3.8EthicalConsiderations

Itis imperative thatethicalissues are considered during the formulation ofthe

evaluationanddatacollectionplan.Considerationsinclude:

Confidentiality:confidentialitymeansthatanyidentifying information isnotmade

availabletooraccessedbyanyone.

Anonymity:Anonymityisastricterform ofprivacythanconfidentiality,astheidentityof

theparticipantwillremainunknown.

This study considered some ethicalissues while conducting the research.The

participantsinthisresearchhadtherighttochoosewhetherornottoparticipate.They

werealsoinformedofallaspectsofaresearchtask.Werealsogiventherighttoprivacy

abouttheinformationtheyprovided.Theparticipantsnamewasnevermentionedinany

ofthedatapresentationanditwillremainconfidential.
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CHAPTERFOUR

DATAPRESENATIONANDANALYSIS

4.1Introduction

This section presents the data collected through the structured questionnaire,

summarizedandanalyzedinordertoachievethestudy'sultimategoal.Basedonthe

primarydatacollected,thechapterincludeddatapresentationandanalysisofthe

sample population.The questionnaire was analyzed using descriptive statistics,

correlation,and regression to presentthe demographic profile ofrespondents,

statisticalanalysis,andrelationshipwithvariables.SPSSdataanalysissoftwarewas

usedtoanalyzethedata.Therewere76questionnairesdistributedintotal.68ofthe76

questionnaireswerereturned,accountingforroughly90%ofthetotaldistributed.

4.2DemographicProfile

4.2.1AgeGroupDemographicofRespondents

Regardingagedistributions,respondentsintheagerangebetween30-39amountedto

31(45.6%)ofthetotalrespondentsthatisthehighestshare,followedbytheagegroup

of20-29yearsofagewith29respondents(42.6%).Respondentsabove40yearsof

agewere8(11.8%),itistheleastrespondentspercentageofthetotalsample.Theage

descriptivefrequencyispresentedinthetablebelow.

Thisimpliesmostoftherespondersarebelowtheageof40,itconstitutesabout88%of

the totalrespondents.Hence,the research outcome can be concluded asyoung

employeesresult.
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Table4.1:AgeGroupDistribution

Frequency Percent Valid

Percent

Cumulative

Percent

Valid 20-29 31 42.6 42.6 42.6

30-39 29 45.6 45.6 88.2

Above40 8 11.8 11.8 100

Total 68 100.0 100.0

Source:SPSSOutput,2022

4.2.2GenderDistributionofRespondents

Thetablebelow showstheproportionsregardinggenderdistribution.Itshowsthat

malerespondentsconstitutedthelargestshareofthegendercompositionrepresenting

41(60.6%)while27(39.4%)weremale,asshownonTable4.2.

Thisshowsthelargestnumberofrespondentsweremalewith60.6%,whilefemale

respondentsconstituted39.4%ofthetotalrespondents.

Table4.2:GenderDistribution

Frequency Percen
t

ValidPercent Cumulative
Percent

Valid Male 41 60.6 60.6 60.6

Female 27 39.4 39.4 100.0

Total 68 100.0 100.0

Source:SPSSOutput,2022
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4.2.3EducationalLevel

Regardingtheeducationallevelofrespondents,respondentswithDegreeeducational

levelwere36outofthetotal68respondents(52.9%).29respondentscomposing42.6%

ofthetotalhavediploma,whileonly3(4.4%)respondentshadmastersandabove

educationallevel.

Thisimpliesthatmostofthesamplerespondentsareemployeeshavingbelowdegree

ofeducationallevelcomprising72.3%.Thesummarizedgeneraldescriptionofthedata

ofeducationallevelisshownbelowon,table4.3.

Table4.3:EducationalLevel

EducationalLevel
Frequency Percen

t
ValidPercent Cumulative

Percent

Diploma 29 42.6 42.6 42.6

Degree 36 52.9 52.9 95.6

MasterandAbove 3 4.4 4.4 100.0

Total 68 100.0 100.0

Source:SPSSOutput,2022

4.3AnalysisofIndependentVariables

The following results are focused on displaying the descriptive statistics ofthe

independentvariables to investigate the effectoftraining on new employee’s

performanceaswell,tothequeriesinthequestionnaire.Theindependentvariable

trainingistobemeasuredbyorientationtrainingandtrainingdeliverymethod.Hence,
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thissectionofthechapterwillpresenttherespondentsresponseregardingitemsused

tomeasureorientationtrainingandtrainingdeliverymethod.

4.3.1OrientationTraining

Table4.4presentsthequestionnairerequestsregardingorientationtraining.Asthe

meanoftheresultshows(Mean=2.98),themajorityareinleveltoneutralforthe

questionsaskedfortheorientationtrainingdevelopedbyMOTRI.

1.Ambiguityraisedtodecideagreementordisagreementonthestatement,

"employeearerecruitedaccordingtotheireducationallevelanddepartment

thatfitsthejobposition"(Mean=2.82),

2.Objectivesoftheorientationtrainingprogram aredesignedtoimprovethe

employee’sperformance(Mean=2.84),

3.Thereareadequateorientationtrainingprogramsforspecificjobpositions

(Mean=3.41),

4.Theorientationprogram motivatesforbetteremployeesperformance(Mean

=2.85),

Respondents gave their response to the following orientation training related

statements on the questions ofagreementordisagreement,the mean ofthe

respondentareshown.Thedetaileddataisinthetablebelow.

Table4.4:OrientationTraining

N Min Max Mean Std.Dev.

Employees are recruited according to their

educationallevelanddepartmentthatfitsthejob

position

68 1.00 5.00 2.82 1.31
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Objectivesoftheorientationtrainingaredesigned

toimprovetheemployee’sperformance
68 1.00 5.00 2.84 1.41

There are adequate orientation trainings for

specificjobpositions.
68 1.00 5.00 3.41 1.19

The orientation program motivates for better

employeesperformance
68 1.00 5.00 2.85 1.43

Mea
n

2.90

Source:SPSSOutput,2022

Respondentsgavetheirresponseonthestatementemployeearerecruitedaccordingto

theireducationallevelanddepartmentthatfitsthejobposition.Theyshowedneutrality

totheissue.Thisshowstheycan'tdecidetoagreeordisagreeonthestatement.Asthe

standarddeviationvalueshowsthat,1.31,thedeviationinrespondent’sanswersrange

isnotthathuge.Hence,itcanbeconcludedthatmostrespondentsarenotclearwith

theissuetodecideinlevelofagreement.

Obviously,orientationtrainingsshouldhaveclearlystatedobjectives.Asthequery

showedabouttheobjectivesoftheorientationtrainingsundergonerespondentsgave

theirfeedbackinneutrality.Objectivesoftheorientationtrainingarenotclearthatthey

aredesignedornottoimprovetheemployeesperformance.Thestandarddeviation,

1.41,showsthecumulativeanswergivenbytherespondentshighlyvaries.Hence,there

issomefluctuatedresultregardingtheissueraised.

Therespondentsagreedthatthereareadequateorientationtrainingsforspecificjob

positions.Since,differentjobpositionsneeddifferentkindoftrainings,thereshouldbe

very specific program designed fordifferentjob positions.As the respondents

responded,thereareadequateorientationtrainingsforspecificjobpositions.The

standarddeviationimpliesmostanswersareconcentratedaboutthemean.Itcanbe

thenconcludedthatthereareadequateorientationtrainingsforspecificjobpositions.
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Theorientationprogram motivatesforbetteremployeesperformance.Asthequery

showedabouttheorientationprogram motivatesforbetteremployeesperformance

respondentsgavetheirfeedbackinslightdisagreementandneutrality.Theorientation

program motivatessomeemployee’sperformance.Thestandarddeviation,1.43,shows

thecumulativeanswersgivenbytherespondentshighlyvary.

Therespondentsrespondedthelengthofthetrainingperiodisnotwelldefinedand

sufficient.Sufficiencyanddefinitionofthelengthoftrainingperiodshouldbewell

defined,buttheMOTRI'slengthofthetrainingperiodisnotwelldefinedandsufficient.

Thestandarddeviationimpliesmostanswersareconcentratedaboutthemean.Itcan

bethenconcludedthatthelengthoftrainingperiodshouldbewelldefined.

Respondents gave their response on the statement the selection of trainers

appropriatenessandfairnessisambiguous.Theyshowedaneutralitytotheissue.This

showstheycan'tdecideto agreeordisagreeonthestatement.Asthestandard

deviationvalueshowsthat,1.21,thedeviationinrespondentsanswersrangeisnotthat

huge.Hence,itcanbeconcludedthatmostrespondentsarenotclearwiththeissueto

decidein levelofagreement.Thus,theselection oftrainersappropriatenessand

fairnessisindefinite.

4.3.2OntheJobTraining

Table4.5shows,thedatacollectedbyquestionnairerequestsregardingonthejob

training.Themeanoftheresultshows(X=3.35),themajorityoftherespondentsare

neutral.Whilealmostallstatementsarerespondedwithagreement,thestatement“The

selectionoftrainersisappropriateandfair"gotmostrespondentstoneutralitywiththe

statement(3.10).Thefollowingstatementsinterprettherelateddatacollectedbythe

researcher.

 Trainingperiodisappropriateandinaccordancewiththejob(Mean=2.55),
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 Ambiguityraisedtodecideagreementordisagreementonthestatement,"The

lengthofthetrainingperiodiswelldefinedandsufficient"(Mean=2.96),

 Theselectionoftrainersisappropriateandfair(Mean=3.10),and

 Theonthejobtraininghasasignificanteffectonemployeesperformance(Mean

=2.60).

Respondentsgavetheirresponsetothefollowingtrainingdeliverymethodrelated

statements on the questions ofagreementordisagreement,the mean ofthe

respondentareshown.Thedetaileddatatableandinterpretationisforwardedbelow.

Table4.5:OntheJobTraining

N Min Max
Mea
n

Std.Dev.

Training period is appropriate and in

accordancewiththejob
68 1.00 5.00 2.55 1.23

Thelengthofthetrainingperiodiswell

definedandsufficient
68 1.00 5.00 2.96 1.21

The selection oftrainers is appropriate

andfair.
68 1.00 5.00 3.10 1.33

Theonthejobtraininghasasignificant

effectonemployeesperformance
68 1.00 5.00 2.60 1.38

Mean 2.98

Source:SPSSOutput,2022
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4.3.3OfftheJobTraining

Table4.6shows,thedatacollectedbyquestionnairerequestsregardingoffthejob

training.Themeanoftheresultshows(X=3.44),themajorityoftherespondentsare

neutral.Whilealmostallstatementsarerespondedwithagreement,thestatement"The

employee performance can be highly effected by the offjob training"gotmost

respondentstoneutralitywiththestatement(3.89).Thefollowingstatementsinterpret

therelateddatacollectedbytheresearcher.

 Thetrainingmaterialsarewellpreparedandinaccordancewiththetrainings

delivered(Mean=3.67),

 Ambiguityraisedtodecideagreementordisagreementonthestatement,"The

training types delivered are vigorous for the trainer’s knowledge and

competence"(Mean=3.21),

 TheoffJobtrainingprogramsarenotwastingemployeestimeandperformance

(Mean=2.99),and

 Theemployeeperformancecanbehighlyeffectedbytheoffjobtraining(Mean=

3.89).

Respondentsgavetheirresponsetothefollowingtrainingdeliverymethodrelated

statements on the questions ofagreementordisagreement,the mean ofthe

respondentareshown.Thedetaileddatatableandinterpretationisforwardedbelow.
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Table4.6:OfftheJobTraining

N Min Max
Mea
n

Std.Dev.

Thetrainingmaterialsarewellprepared

and in accordance with the trainings

delivered.

68 1.00 5.00 3.67 1.23

Thetrainingtypesdeliveredarevigorous

for the trainer’s knowledge and

competence.

68 1.00 5.00 3.21 1.21

TheofftheJoborientationtrainingsare

not wasting employees time and

performance

68 1.00 5.00 2.99 1.33

Theemployeeperformancecanbehighly

effectedbytheoffthejobtraining
68 1.00 5.00 3.89 1.38

Mean 3.44

Source:SPSSOutput

4.4CorrelationAnalysis

Correlationanalysis isastatisticalmethodusedtoevaluatethestrengthofrelationship

betweentwoquantitativevariables.Ahighcorrelationmeansthattwoormorevariables

haveastrongrelationshipwitheachother,whileaweakcorrelationmeansthatthe

variablesarehardlyrelated.Inotherwords,itistheprocessofstudyingthestrengthof

thatrelationshipwithavailablestatisticaldata.Thistechniqueisstrictlyconnecttothe

linear regressionanalysis thatisastatisticalapproachformodelingtheassociation

between a dependentvariable,called response,and one ormore explanatoryor
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independentvariables.

Table4.7:Correlation

Correlation
Orientation
training

OnJob
Training

OffJob
Training

Employee
Performanc
e

Orientation
training

Correlation 1 .681** .736* .697*

Sig.(2-tailed) .000 .032 .026

N 67 68 68 68

OntheJob
Training

Correlation .681** 1 .643 .764**

Sig.(2-tailed) .000 .065 .000

N 68 67 68 68

OfftheJob
Training

Correlation .736* .643 1 .903**

Sig.(2-tailed) .032 .065 .000

N 68 68 67 68

Employee
Performan
ce

Correlation .697* .764** .903** 1

Sig.(2-tailed) .026 .000 .000

N 68 68 68 67

DependentVariable:EmployeePerformance

Source:SPSSOutput,2022

Pearsoncorrelationtestwasconductedtoknowthedegreeofrelationshipbetweenthe

independentvariables and the dependentvariable.The results ofthe correlation

betweenthesevariablesareshownintable4.7.Likethedemographicfactors,thescale

typed questionnaire data is entered to the SPSS software to process correlation
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analysis.Basedonthequestionnairewhichwasfilled,theabovecorrelationanalysis

waspreparedtoshowtherelationshipbetweenvariables.

A correlationcoefficient isa numericalmeasure ofsometypeof correlation,meaninga

statisticalrelationshipbetweentwo variables.Asitisindicatedinthetablethereis

positiverelationbetweenindependentvariablesandemployee'sperformancewithp

valueoflessthan0.01(P<0.01),showingtheresultsaresignificantatasignificance

levelof0.01.Italsoobservedthatallthecorrelationsarepositive(>0).Inotherwords:

 Aboveall,OfftheJobtraininghasaverystrongrelationshipwithemployee's

performanceinthecasestudyofMOTRI(r=0.903),

 NexttoOfftheJobtraining,OntheJobtraininghasastrongrelationshipwith

employee'sperformanceinthecasestudyofMOTRI(r=0.764),and

 Even though lesser,Orientation Training has a moderate relationship with

employee'sperformanceinthecasestudyofMOTRI(r=0.697).

4.5RegressionAnalysis

Regressionisamodelfortherelationshipbetweenavdependentvariableandcollection

ofindependentvariables.Italsousedtomodelthevalueofadependentscalevariable

basedonitslinearrelationshipor“straightline”relationshiptooneormorepredictors.

Theresearcherdeterminestherelationshipbetweenadependentvariableandmultiple

independentvariablesusingmultipleregressionanalysis.

4.5.1VariablesintheRegressionAnalysis

From thetablebelow,theSPSS outputshowsindependentvariablesofthestudy

enteredintotheStatisticalSoftware(SPSS).Hence,OrientationtrainingdenotedbyTP,

andDeliveryMethoddenotedbyDM arepresentedtobetheindependentvariablesof
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themodel.WhilethevariableEmployee'sPerformancelabeledasEPwasthedependent

variableofthestudy.

Thetablefurthershowsthatthereisnovariableremovedfrom thedataentrydatabase.

Theentrymethodusedisalsoshowntobebyenteringthecollecteddata.

Table4.8:VariablesEntered

Mod

el

VariablesEntered VariablesRemoved Method

1 Orientationtraining,

OntheJobTraining,

OfftheJobTraining

_ Entered

a.DependentVariable:Employee'sPerformance

b.Allrequestedvariablesentered.

Source:SPSSOutput

4.5.2ModelSummary

Table4.9:ModelSummary

Mode R RSquare
AdjustedR
Square

Std.Errorof
theEstimate

1 .698a .620 .611 .37

a.Predictors:(Constant),

Source:SPSSOutput

Themodelsummary,intheabovetablewhichreportsthestrengthofrelationship
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betweentheindependentvariablesandthedependentvariable.Intheabovetable,theR

isaPearsoncorrelationbetweenpredictedvaluesandactualvaluesofdependent

variable,withavalueof0.698,whichisveryhigh.While,R²ismultiplecorrelation

coefficientsthatrepresenttheamountofvarianceofdependentvariableexplainedby

thecombinationofthreeindependentvariables.Accordingtodifferentscholars,theR

squareabove0.6isaccepted,conventionally.Inthisstudy,theRsquareresultedis

0.620,whichimpliesitsisaccepted.

4.5.3OneWayAnalysisofVariance(ANOVA)

TheANOVAtellsuswhetherthemodel,overall,resultsisasignificantlygooddegreevof

predictionoftheoutcomevariable(Field,2005).F-ratioistheteststatisticusedto

decidewhetherthemodelasawholehasstatisticallysignificantpredictivecapability,

consideringthenumberofvariablesneededtoachieveit.Since,thesignificanceresult

ontheANOVAtableis0.000whichisp<0.01andtheregressionmeansquareis

greaterthanresidualmeansquarewithFvalue26.623,theregressionmodelfittoa

verygooddegreeofprediction.

Table4.10:ANOVA

Model
Sum of
Squares

df
Mean
Square

F Sig.

Regression 36.766 58 8.309 26.623 .000b

Residual 5.016 9 1.157

Total 41.782 67

a.DependentVariable:Employee'sPerformance

b.Predictors:Orientationtraining,OntheJobTraining,OfftheJobTraining

Source:SPSSOutput
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4.5.4RegressionCoefficients

Regression coefficients are estimates ofthe unknown population parameters and

describe the relationship between a predictor variable and the response. In

linear regression,coefficientsarethevaluesthatmultiplythepredictorvalues.

Theassumptionstobeexaminedareasfollows:(1)outliers,(2)normality,linearityand

homoscedasticity,and(3)multi-collinearity.

DuringconductingmultipleregressionandCollinearityDiagnostics,nooutlierwas

detectedandthereisnoneedtoberemoved.

Oneoftheassumptionstobeexaminedisnormality,linearityandhomoscedasticity.In

ordertochecknormalityagraphisplottedusingSPSSregressiongraph.Thebelow

graphshowstheassumptionofnormalityisaccepted,Moreover,thenormalitytestwas

conductedusingKolmogorovnormalitytestthebelowtable alsoshowstheresultsfor

allvariablesaresignificant(p<0.05).Thus,theassumptionofnormalityisaccepted.
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NormalityTest,OwnSurvey,2022

Theimportanceoftestingforlinearityliesinthefactthatmanystatisticalmethods

requireanassumptionoflinearityofdata(i.e.thedatawassampledfrom apopulation

thatrelatesthevariablesofinterestinalinearfashion).Moreover,tochecklinearity,a

graphisplottedusingSPSSregressiongraph.Thebelowgraphshowstheassumption

oflinearityismet.

LinearityTest,OwnSurvey,2022

Soastochecktheassumptionofhomoscedasticityorhomogeneity,residualdatais

plottedusingSPSSregressiongraphandthegraphshowsmostofthedatascattered

arecompactedinoneareaandthedataareellipticalinpatterninhomogenizedpattern.

Onthebelowgraphshowstheassumptionoflinearity,normalityandhomogeneity.
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Testofhomoscedasticity,OwnSurvey,2022

Multi-collinearity is known as a condition of high inter-correlation among the

independentvariableswithnocompletelineardependency.Thereshouldbenoperfect

linearrelationshipbetweentwoormoreofthepredictors(Field,2010).Whentolerance

iscloseto0thereishighmulti-collinearityofthatvariablewithotherindependentsand

theBandBetacoefficientswillbeunstable.Butinthiscasetoleranceismuchhigher

than0whichis(0.321-0.381).Hence,multi-collinearityisnotathreattothesubstantive

conclusionsofthisstudyandtheBandBetacoefficientsarestable.VIF(Variance

InflationFactor)issimplythereciprocaloftolerance.Inthiscase,sinceVIF(2.623-

3.114)arelessthan10andgreaterthan1,thusmulti-collinearityisnotathreattothe

substantiveconclusionsofthisstudyandtheBandBetacoefficientsarestable.
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Thefollowingtableshowstheregressioncoefficientsofthestudy.

Table4.11:RegressionCoefficients

Model Unstandardized
Coefficients

Standardized
Coefficients

t Sig.

B Std.Error Beta

(Constant) .108 .177 2.180 .562

Orientationtraining .598 .071 .522 5.368 .034

OntheJobTraining .687 .043 .691 4.230 .003

OfftheJobTraining .790 .062 .786 3.132 .000

a.DependentVariable:Employee'sPerformance

Source:SPSSOutput

From theregressiontableofcoefficientsamathematicalmodelcanbeformulatedas

illustratedbelow:

EP=0.598(OP)+0.687(On)+0.790(Off)

4.6Discussion

Thefindingshowsthatthereisadirectrelationshipbetweentrainingandemployee

performance.Therelationshipisdirectbetweentraining(orientationtraining,onthejob

andoffthejobtraining)andemployeeperformance.Whentheresearcherstatedallof

thedimensionshaveadirectrelationshipwithemployeeperformanceitmeansthat

mostoftheemployeesprefertohaveapropertraining.Direct(positive)relationship
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doesn'tnecessarilymeanallemployeespreferit,itmeansemployeeswhowantsa

training.

Naveed,(2014);Stoner,(1996);Aidan,(2013)alsofoundapositiverelationshipbetween

trainingandemployeeperformance.Someresearchersfocusedontrainingthatguide

followerstoperform beyondexpectations.Thefindingsofthisstudyalsofoundthat

there is a positive relationship between training and employee performance as

mentioned in the correlation matrix.A correlation coefficientbetween orientation

training and employee performance have a positive correlation,they are also

statistically significantat0.01 level.Also the regression resultshows thatthe

orientationtrainingshowsthattheindependentvariablehasapositiverelationshipwith

the dependentvariable employee performance.Severalresearchers argued that

orientation training has a positive insignificantimpacton employee performance

(Pieterseetal.,2010;Wang & Howell,2010).And Contraryto thefindings,other

scholars'research concluded thatthe effectiveness oforientation training has

significanteffecton employee performance in certain conditions (Pieterse,2010;

Schippers,&Stam,2010).

Asthispaperfindstheresearchoutcometherearepositiveandnegativeoutcomes.

Particularlyassomescholarsfounddeliverymethodoftraininghassomecriticismslike;

conceptualclarityisvaguebecauseofthewiderangeofcharacteristics.Andmany

scholarsfoundresultscontrarytotheabovecritiqueswhichisdeliverymethodof

traininghasitsownstrengths.Theprincipleofdeliverymethodoftrainingisconsistent

withtheneedsandmodernbeliefthatemployeesshouldadvocate.

Thefindingsofthestudyrevealedthatemployeesperform betterwhenbothorientation

traininganddeliveryareoperatedproperly.Infact,the industryexperiencedamedium

performanceunderthetraining.Trainingleadersfocusedmoreonjobperformance

ratherthan anyotherfunctions (Riaz & Haider,2010).Forexample,the training

concentratedonsupplyingemployeeswithresourcestoincreaseproductivityandto
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accomplishsharedgoals.Additionally,orientationtrainingweremoreconcernedwith

meetingthelowerlevelofemployeesperformance.
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CHAPTERFIVE

SUMMARY,CONCLUSIONANDRECOMMENDATION

Thischapterbrieflypresentssummaryoftheobjectives,researchmethodology,key

findingsofthemodel,conclusionandsuggestsusefulrecommendations.

5.1SummaryofMajorFindings

The research was undertaken generallyto analyze the effectoftraining on new

employeesperformance.Thestudyisdesignedtoconcludethegeneralobjectiveby

comingtoaconclusionafterexaminingtheeffectofOrientationtrainingonemployees

performance,analyzingtheeffectofOnthejobtrainingonemployeesperformance,and

examiningtheeffectofOffthejobtrainingonemployeesperformance.Tomeasurethe

effectoftrainingonemployees'performance,theresearcherusedtobroaddimensions

oftraining.

The scientifically determined sample size shows 76 respondents were taken as

samplesforthestudy.Sincethetotalpopulationoftheresearchissmallinnumberthe

researchwasconductedusingcensustechniquesinordertogetinformationfrom all

employeesbecausethenumberofthepopulationismanageableandtheyarerelevant

andappropriatefortheresearchpurpose.Theresearcherprovidedarelevantsample

sizedeterminationtechnique.Thestudywasbasedonthecollectionofbothprimary

and secondary data.Qualitative data was analyzed using contentanalysis while

quantitativedatawasanalyzedusingdescriptiveanalysis.Forthepurposeofanalysis

theresearcherusesSPSSsoftware.

Outofthepopulation76samplesweretakenwithreasonableformatindicated.The

paperadoptedquantitativeresearchstrategyandusedself-administeredquestionnaire
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tocollectdatafrom theemployees.Outofthe76questionnaires68werereturnedback,

whichisabout88% ofthetotaldistributed.Therespondent’sproportionshowsthe

largestshareofthegendercompositionweremalerepresenting41(60.6%)while27

(39.4%)werefemale.

Regardingagedistributions,respondentsintheagerangebetween30-39amountedto

31(45.6%)ofthetotalrespondentsthatisthehighestshare,followedbytheagegroup

of20-29yearsofagewith29respondents(42.6%).Respondentsabove40yearsof

agewere8(11.8%),itistheleastrespondentspercentageofthetotalsample.This

impliesmostoftherespondersarebelowtheageof40,itconstitutesabout88%ofthe

totalrespondents.Regardingtheeducationallevelofrespondents,respondentswith

Degree educationallevelwere 36 outofthe total68 respondents (52.9%).29

respondents composing 42.6% ofthe totalhave diploma,while only 3 (4.4%)

respondentshadmastersandaboveeducationallevel.

Afterdealing with descriptive statistics ofthe data collected to measure the

independentvariables.Pearsoncorrelationtestwasconductedtoknow thedegreeof

relationshipbetweentheindependentvariablesandthedependentvariable.Theresults

ofthecorrelation showed thatAboveall,OfftheJob training hasa verystrong

relationshipwithemployee'sperformanceinthecasestudyofMOTRI.NexttoOffthe

Jobtraining,OntheJobtraininghasastrongrelationshipwithemployee'sperformance

in thecasestudyofMOTRI,and,even though lesser,Orientation Training hasa

moderaterelationshipwithemployee'sperformanceinthecasestudyofMOTRI

Basedonanalysisofregression,theR isaPearsoncorrelationbetweenpredicted

values and actualvalues ofdependentvariable,with a value of0.698,which is

moderatelyhigh.While,R²ismultiplecorrelationcoefficientsthatrepresenttheamount

ofvarianceofdependentvariableexplainedbythecombinationoffourindependent

variables.Inthestudy,theRsquareresultedis0.620,whichimpliesitsisaccepted.Also,

theANOVAshowstheregressionmodelfittobeaverygooddegreeofprediction.
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5.2Conclusion

Thestudywasconductedaddressingthebasicobjectivethattraininghasasignificant

effectonnewemployee’sperformanceasstudiedonthecaseofMOTRI.Inalignment

withthegeneralandspecificobjectives,investigationsweremadeandtheconclusions

reachedarearrangedwithinthissectionandtheseimplicationsarepresentedbelow.

Regarding,theorientationtrainingrelateddealsrespondentsreflectedthatobjectivesof

theorientationtrainingarenotclearthattheydesignedtoimprovethenewemployees

performance.Eventhoughthereareadequateorientationtrainingsforspecificjob

positions,theorientationprogram onlymotivatesfew employees.Inadditiontothat,

employeearerecruitedaccordingtotheireducationallevelanddepartmentthatfitsthe

job position.Overallsummaryofthe correlation and regression analyses shows,

Orientation traininghas a moderate effectwith employee's performance in the

casestudyofMOTRI.

Onthejobtrainingrelateddealsthestudyconcludedthattrainingperiodisappropriate

andinaccordancewiththejob.Ambiguityraisedtodecideagreementordisagreement

onthestatement,"Thelengthofthetrainingperiodiswelldefinedandsufficient".The

selectionoftrainersisappropriateandfair.Theonthejobtraininghasastrong

significanteffectonemployeesperformance.

Regardingoffthejobtraining,theresultshowedthatthetrainingmaterialsarewell

preparedandinaccordancewiththetrainingsdelivered.Ambiguityraisedtodecide

agreementordisagreementonthestatement,"Thetrainingtypesdeliveredarevigorous

forthetrainer’sknowledgeandcompetence".TheofftheJobtrainingprogramsarenot

wastingemployeestimeandperformance.Theemployeeperformancecanbehighly

effectedbytheoffthejobtraining.

From themeasurementsofthetraining dimensionmeasured itisconcluded that

traininghasaverystrongsignificanteffectonemployee'sperformanceasofthecase
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studiedinMOTRI.

5.3Recommendations

Agovernmentalorganizationwithahighlevelofoperationsandrevenuegenerationitis

highlydemandedthattheemployeesperformancetobeexcellent.Tomanagethisdeal

oneofthebasicpartsthatshouldbeincludedistheemployeestraining.Togettoknow

thattrainingaffectsemployees'performanceisagreatdeal.Inaccordancetothe

resultsandconclusionofthestudy,theresearcherforwardedrecommendationslisted

hereunder:

 Themajorrecommendationtotheministerorganizationistoimplementoffthe

jobtrainingstoenhanceemployeesperformance.Asthestudyhadfound,offthe

jobtraininghasaverystrongsignificanteffectonemployeesperformance,

 As the study had indicated,orientation traininghas a moderate significant

effecton employees performance.As the conclusion drawn indicates,top

managersofthefirm arerecommendedtolookintotheorientationtraining

delivered.Includingtheobjectiveofthetraining,timeperiodandselectionof

trainers,

 Nexttooffthejobtraining,onthejobtraininghasalsoastrongsignificant

effecton employees performance in case of MOTRI, special focus is

recommendedtobededicatedtotheissue.Specifically,trainingtypes,learning

style,andtrainingmaterialsarerecommendedtogetinsightsfrom thecompany,

and
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 Researchers may consider taking other independent variables that are

determinantsoftraining,aswellasredoingthestudymayresultamoreprecise

andaccurateoutcome.
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APPENDIXI:QUESTIONNAIRE

DearRespondents,Iam astudentofSt.Mary’sUniversity,SchoolofGraduateStudies

undertakingMBA.Iam conductingaresearchprojecttitledtheeffectoftrainingfornew

employee’sperformanceusing MinistryofTradeandRegionalIntegrationasacase

study.Youarecordiallyinvitedtotakepartinthisstudybyhonestlycompletingthe

attachedquestionnaire.Thisquestionnairewasdesignedtocollectinformationsolely

foracademicpurposes.I'dliketoexpressmygratitudeinadvancefortakingthetimeto

completethisquestionnaire.

N.B:

1.Youdon’tneedtowriteyourname

PARTI.PERSONALDATA

Choosetheoneletterthatshowsyouraccuratepersonalinformationforthefollowing

questions.

1.Whatisyourgender?

A.Male B.Female

2.Whatisyouragegroup?

A.20-29 B.30-39

C.40Above

3.WhatisyourEducationallevel?

A.Diploma B.Degree C.Masters and



69

above

PARTII.CLOSE-ENDEDQUESTIONAIRE

NO DESCRIPTION
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ORIENTATIONTRAINING

1 Employeesarerecruitedaccordingto theireducational

levelanddepartmentthatfitsthejobposition

2 Objectives ofthe orientation training are designed to

improvetheemployee’sperformance

3 Thereareadequateorientationtrainingsforspecificjob

positions.

4 Theorientationprogram motivatesforbetteremployees

performance

ONTHEJOBTRAINING

5 Trainingperiodisappropriateandinaccordancewiththe
job

6 The length ofthe training period is welldefined and
sufficient

7 Theselectionoftrainersisappropriateandfair.

8 Theonjobtraininghasasignificanteffectonemployees
performance

OFFTHEJOBTRAINING

9 Thetrainingmaterialsarewellpreparedandinaccordance
withthetrainingsdelivered.
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10 Thetrainingtypesdeliveredarevigorousforthetrainer’s
knowledgeandcompetence.

11 The off Job orientation trainings are not wasting
employeestimeandperformance

12 Theemployeeperformancecanbehighlyeffectedbythe
offjobtraining

EMPLOYEEPERFORMANCE

13 The training given by the firm is empowering for
employeesperformance.

14 Theorientationtrainingshaveaffectedmyperformance
onjob

15 Thetrainingmaterialsgivenhelpstoimproveemployees
performance.

16 Iam highlyeffectiveandefficientonmyjobperformance.
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ከፍል1

ርዕሰጉዳይ

እኔበቅድስትማርያም ዩንቨርስቲ፣በንግድስራትምህርትክፍል፣በቢዝነስአድሚኒስትሬሽንየድህረምረቃ

ፕሮግራም ተማሪነኝ።የዚህ መጠይቅአላማ የንግድናቀጠናዊ ትስስርሚኒስቴርንእንደጉዳዩጥናት

በመጠቀም ለአዲስሰራተኞችየስራአፈጻጸም ስልጠናውጤትየሚልርዕስያለው የምርምርፕሮጀክት

እያካሄድኩ ነው ይህ ጥናትለመረጃግብአትነትሚውልሲሆንእርሶም የምልከታምላሾትንእንዲሰጡ

ተመርጠዋል።ለግብአትነትሚሰጡትመልስለጥናቱብቻእንድሚውልለመግለፅእወዳለሁ።

ከዚህ በታች ያሉት ጥያቄዎች ለምላሽ ሰጪው ናቸው።እባክዎትንየራይት (√)ምልክት በተቀመጠው

አራትመአዘንውስጥበማስቀመጥየመልስምልከታዎንያድርጉ።

ማስታወሻ

ስምዎትንመፃፍአያስፈልግም

ክፍል፩:ስለምላሽስጪው

1.ፆታ፡ ወንድ ሴት

2.እድሜ፡20-29 30-39 ከ40በላይ

3.የትምህርትደረጃ:ሰርተፍኬት ዲፕሎማ ዲግሪ ማስተርስ



72

ክፍል2:መጠይቅ

ከዚህ በታች ያሉት ጥያቄዎች ለምላሽ ሰጪው ናቸው።እባክዎትንየራይት (√)ምልክት በተቀመጠው

አራትመአዘንውስጥበማስቀመጥየመልስምልከታዎንያድርጉ።

ቁ

ጥር
መግለጫ

በ

ጣ

ም

እ

ስ

ማ

ማ

ለ

ው

እ

ስ

ማ

ማ

ለ

ው

ገ

ለ

ል

ተ

ኛ

አ

ል

ስ

ማ

ማ

ም

በ

ፍ

ጹ

ም

አ

ል

ስ

ማ

ማ

ም

በንግድቢሮየአቅጣጫ ልምምድ

1 ሠራተኞችየሚመለምሉትከስራቦታጋርበሚጣጣምየትምህርትደረጃና

ክፍልመሰረትነው

2 የአቅጣጫ ስልጠናውዓላማዎችየሰራተኛውንየሥራአፈጻጸምለማሻሻል

የተዘጋጁናቸው

3 ለተወሰኑየስራቦታዎችበቂየአቅጣጫ ስልጠናዎችአሉ.

4 የአቅጣጫ ፕሮግራሙ የተሻለሠራተኞችእንዲሰሩያነሳሳል
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በንግድቢሮየሥራላይሥልጠና

5 የስልጠናውወቅትተገቢናከሥራውጋርየሚጣጣምነው

6 የስልጠናውጊዜርዝመትበደንብየተገለፀናበቂነው

7 አሰልጣኞቹተገቢናፍትሃዊበሆነመንገድተመርጠዋል።

8 የስራስልጠናውበሰራተኞችየስራአፈፃፀምላይከፍተኛተፅዕኖአለው

በንግድቢሮከሥራውጪ ሥልጠና

9
የሥልጠናው ቁሳቁሶችበደንብየተዘጋጁናከተሰጡትሥልጠናዎችጋር

የሚመሳሰሉናቸው።.

10 የስልጠናአይነቶችለአሰልጣኙዕውቀትናብቃትብርቱናቸው።

11
ከሥራ ውጪ ያለው የሥራ አቅጣጫ ሥልጠናሠራተኞችንጊዜና

አፈጻጸምእያባከነአይደለም

12
የሰራተኛው የስራአፈጻጸምከስራውጪ ባለው ስልጠናከፍተኛውጤት

ሊያመጣይችላል

የሰራተኞችአፈጻጸም

13
ሚኒስትርቢሮው የሚሰጠውሥልጠናለሠራተኞችየሥራውጤትኃይል

ይሰጣል።
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14
አቅጣጫንየምሰለጥናቸው ስልጠናዎች በስራአፈፃፀም ላይተፅዕኖ

አሳድሯል

15
የሚሰጡት የሥልጠና ቁሳቁሶች የሠራተኞችንአፈጻጸም ለማሻሻል

ያግዛሉ።

16 በሥራዬውጤታማናስኬታማነኝ።


