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[bookmark: _Toc135534812]Abstract
Any organization's ability to succeed is largely dependent on the caliber of its people resources. Employees are a company's most precious asset. The effectiveness of the organization's workforce is crucial to its survival. The development of new technical knowledge and abilities in the various areas of the organization is greatly aided by training. This study's primary goal was to evaluate how training affected worker performance while using The Motor & Engineering Company of Ethiopia as a case study. Descriptive and explanatory research designs were used on the study. Also the study used primary source of data. A quantitative research approach of the data collection was used and 123 questionnaires were distributed in which 114 were collected. The questionnaires data was analyzed using descriptive research method, correlations, and multiple linear regression analysis used by Statistical Package for Social Sciences (SPSS IBM version 23) data analysis tool. Accordingly, training process (r=.593** with p<0.001) and Training policy (r=.410** with p<0.001). The correlation analysis indicates all relationship between the independent variables (training process and training policy) and dependent variable (employee performance) are positively and significantly correlated. Based on the findings of the study, the researcher recommends that in order to enhance employee performance the organization to continue its training program and implement training process also develop its own training policy so that it can build and strengthen employee’s performance.
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[bookmark: _Toc135534813][bookmark: _Toc109998060]Chapter One
[bookmark: _Toc135534814]Introduction
[bookmark: _Toc109998061][bookmark: _Toc135534815]1.1 Back ground of the Study
In everyday life, the world is changing at a rapid rate, and in order to keep up, we must maximize the abilities of our employees in order to be successful in business (Christina, 2009). Human efforts are critical for an organization's ability to effectively and efficiently use its other assets to achieve its goals.
Change is a persistent topic as we enter the second decade of the twenty-first century. Organizations in the private and open sectors will need to respond to social, technical, economic, and political change in a flexible and adaptable manner in order to survive and grow. This indicates that the organization's ability to deal with both external and internal demands will determine its survival and growth. This means that existing and new employees will need to learn new skills, attitudes, and views on a regular basis (Roger and Jim, 2009: 369).
Having a lasting competitive advantage is essential for an organization's survival. In order for organizations to fulfill their strategic goals, human resources play a critical role. It is critical for any organization, or for that matter, a country, to maximize employee contributions in order to maintain successful performance and economic growth. As a result, the company's workforce would be appropriately managed or cared for in terms of improving employee performance through training and development; otherwise, the result would be employee frustration, tasks or duties not being completed as per the company's standard and high employee turnover. (Thomas 2015; Thomas 2015; Thomas 2015; Thomas 2015; Thomas 2015; Thomas)
Organizations have turned to training as a significant priority in their drive to develop an innovative, competent, adaptable, and high-quality workforce capable of competing effectively on a global scale. Effective training programs aid in the creation of a more favorable learning environment for employees and prepare them to deal with impending issues more simply and quickly (Nzeru, Willard, 2015). Organizations with strong training programs are better able to meet their strategy and goals, which leads to overall growth. Training and development, according to (Decenzo and Robbins 2010), is the method through which we can equip human resources with the essential knowledge and skills to satisfy the current and future needs of a company.
Training is a means of providing new or present employees with the skills they need to perform at their various tasks; he considers training to be a characteristic of successful management, and managers who ignore it are doing it to the detriment of the businesses they oversee. According to them, training is defined as an organization's effort aimed at assisting employees in acquiring job-related competencies. (Ajibade & Ayinla, 2014) 
The training process included the teacher, who is one of the factors leading to the success of training, which is the existence of a trainee who is convinced to the training objectives and need to such training; as the trainee is the basis and focus of the training process. The trainer is the person responsible for preparing and selecting the suitable scientific material. 
Every organization's major goal is to improve its performance, but this is impossible to do without effective staff performance. A wide range of changes focusing on employee performance training have been undertaken in many areas (Gleeson & Husbands, 2001). Training improves profitability while creating more positive attitudes about profit orientation for the organization. Individual training boosts job knowledge while also assisting in aligning with the organization's aims.
For the past decade, the Motor & Engineering Company of Ethiopia (MOENCO) has been a pioneer and major automotive importer in Ethiopia. Organizations must have knowledgeable, skilled, and experienced staff in order to be productive and efficient in business. MEONCO is participating in an employee training program in order to compete in a changing environment. However, the training program is failing to achieve its objectives.
The goal of this study was to look at the impact of training on employee performance using The Motor & Engineering Company of Ethiopia /MOENCO/ as a case study, and to give organizations advice on how to make the best use of training and development programs to ensure that their employees perform well on the job.
[bookmark: _Toc109998062][bookmark: _Toc135534816]1.2 Statement of the Problem
Business organizations' fundamental goal is to accomplish their mission while exceeding their shareholders' expectations. Employees at all levels have a critical part in attaining the stated purpose. Organizations provide training programs as part of their regular operations/tasks in order to increase their employees' capacities. It is common knowledge that training improves employees' skill, knowledge, and attitude competencies, as well as their overall performance and productivity in enterprises Cole, G.A. (2002).
Mahapatro (2010), on the other hand, believes that a corporation should have a well defined strategy and set of objectives that direct and drive all decisions made, including training decisions. Companies that organize their training process have a better chance of succeeding than those that don't. The majority of business owners want to succeed, but they do not invest in training that will increase their chances of success.
If the specified goals are to be met and assessed, training programs must be carefully devised. For the training process to be effective and successful, problems such analysis of training need assessment, training design, training implementation, and training evaluation should be given careful consideration while building the training program. As a result, any firm should make it obligatory to arrange for such a training program for its personnel in order to improve their talents and competencies in the workplace.
MOENCO has been Ethiopia's biggest automotive importer and reseller for the past sixty years. This is the consequence of its employees' efforts. Training is one way to develop competent workforce in terms of quality service delivery and efficiency. MOENCO has been involved in training for a long time, but employee training in the company has not followed the training process, and weak training policy and management support for training programs have been noticed.
Given the existence of the aforementioned perceived problem, this study empirically aimed to assess the effect of employee training and toward improving employee performance in The Motor & Engineering Company of Ethiopia. Additionally, this study contributes to closing the gap in the literature and thus establishes the foundation for empathizing with some aspects of human resource management in general and training in particular in Ethiopia.
[bookmark: _Toc109998063][bookmark: _Toc135534817]1.3 Research Questions
By addressing the following questions, the study explores the effects of training on employee performance in the Ethiopian Motor Engineering/MOENCO/ industry: -
1. [bookmark: _Toc135534818][bookmark: _Toc109998064]What is the effect of training process on employee performance at MOENCO? 
2. [bookmark: _Toc135534819] What are the effects of training policy on employee performance at MOENCO?
3. [bookmark: _Toc135534820] What is the relationship between training and employee performance at MOENCO.



[bookmark: _Toc135534821] 1.4 Objectives of the Study
[bookmark: _Toc109998065][bookmark: _Toc135534822]1.4.1 General objective
The overall objective of this research is to assess how training affects employees’ performance at Ethiopian Motor Engineering/MOENCO. 
[bookmark: _Toc109998066][bookmark: _Toc135534823]1.4.2 Specific objectives
1. [bookmark: _Toc135534824][bookmark: _Toc109998067]To Analise the effect of training process on employee performance at MOENCO
2. [bookmark: _Toc135534825]To determine what are the effects of training policy on employee performance at MOENCO?  
3. [bookmark: _Toc135534826]To investigate to what extent the management of MOENCO is committed to organize training program to its staff.  
4. [bookmark: _Toc135534827]To investigate the relationship between training and employee performance at MOENCO.
[bookmark: _Toc135534828]1.5 Scope of the Study
Employee training has a positive impact on employee performance, according to the study.  The research concentrated on Ethiopia Motor Engineering's head office in Addis Ababa, where they operate in the after-sales department and the auto service sector. 
The research focuses on the training aspect of the nature of training practices used, the relationship between training practices and employee performance, and case organizations by emphasizing specific variables – training process (training needs assessment, training design, training implementation, and training evaluation), training policy, and management commitment to training.
[bookmark: _Toc109998068][bookmark: _Toc135534829]1.6 Significance of the Study
The research focuses on the practice of training and its impact on employee performance. It would be beneficial for MOENCO's management to concentrate on variables that have a substantial impact on both employee and company performance. The study's findings are used as input by firms to re-examine how effective earlier training expenditures were in boosting employee performance and to take corrective action in the future.
As a result, this research has significant significance, as it will assist MOENCO in conducting training in order to improve staff performance. Scholars and researchers from various higher learning institutions will find the study highly useful in furthering their research in this field. It can also serve as a reference for students who want to do more research in the field.
[bookmark: _Toc109998069][bookmark: _Toc135534830]1.7 Definition of Terms
[bookmark: _Toc109998070]Training refers to a planned effort by a company to facilitate employees learning of job-related competencies.  The goal of training is for employees to master the knowledge, skill, and behaviors emphasized in training programs and to apply them to their day-to-day activities (Raymond A Noe, 2010)
Employee performance: It is defined as the achievement of specific tasks measured against identified or predetermined standards of accuracy, completeness, cost and speed (Afshan, et al., 2012).
Training Need assessment (TNA)-TNA is the process of evaluating the organization, individual employees, and an employee tasks to determine what kinds of training, if any, are necessary (Noe, Hollen Beck, Gerhart, &Wright, 2008)
Training Design- is a process of developing a plan of instruction for each training program to be offered to meet training objective (Goldstein& Ford, 2007).
Training evaluation: refers to the process of collecting the outcomes needed to determine whether training is effective or not (Noe, 2010).
Policy is a deliberate system of principles to guide decision and achieved rational outcome.
[bookmark: _Toc135534831]1.8 Organization of the study
The research is divided into five sections. The first chapter of the thesis is the general introduction section, which provides readers with background information, a problem statement, research questions, a hypothesis, the study's objectives, definitions of words, and the study's scope. Introduction, definition of training, goal of training, benefits of training, training techniques, employee performance, the relationship between training and employee performance, and measurements of training models are all covered in the second chapter. The third chapter explains the research methodology including quantitative research, the paths of data collection.
[bookmark: _Toc109998071]
[bookmark: _Toc135534832]
CHAPTER TWO
[bookmark: _Toc109998072][bookmark: _Toc135534833]REVIEW OF RELATED LITERATURE
[bookmark: _bookmark17][bookmark: _Toc109998073][bookmark: _Toc135534834]2.1 Theoretical Literature Review
[bookmark: _Toc109998074][bookmark: _Toc135534835]2.1.1 Concepts and Definitions
In comparison to other factors such as capital, technology, and finance, human resource is the most important part of an organization because it controls the other elements. The word "human resource" relates to an organization's workforce's knowledge, skills, creative abilities, talents aptitude, and values beliefs. Aptitude, values, attitudes, and beliefs are the most significant characteristics of human resources. However, if these critical characteristics are the same in a given context, additional human resource aspects such as knowledge, skills, creative abilities, and talents play a significant role in determining the efficiency and effectiveness of an organization's workforce. As a result, human resource development boosts an organization's utilization value. A developing company needs to be aware of its employees' evolving needs. This is accomplished through a structured activity known as training and development programs (Javed, 2014).
In every organization, training and development programs are essential. These programs assist employees perform better at work by updating their knowledge and improving their personal skills, as well as preventing managerial obsolescence (Pallavi, 2013). It is easier for management to analyze job performance and make appropriate decisions, such as employee promotions, awards, compensations, and welfare benefits, using these systems. Managers can use these training packages to help with succession planning, employee retention, and motivation. It makes the organization's staff more efficient and effective.
Organizations in today's competitive world require well-adjusted, trained, and experienced individuals to carry out their tasks. Employee education has become increasingly important as positions in today's dynamic firms have become more complex (DeCenzo, Robbins and Verhulst 2010). As a result, corporations spend a significant amount of money on human resource capital because the performance of human resources will ultimately improve the organization's performance. The performance of employees is influenced by a number of things. However, in today's dynamic enterprises, training is the most critical aspect.
Training and development has become a formal business function, a crucial issue of strategy, and a recognized profession with fantastic theories and approaches in recent years. More and more businesses of all kinds are embracing "continual learning" and other aspects of training and development as a means of boosting employee growth and attracting a desirable knowledgeable workforce.
As companies increasingly recognize the fundamental importance of employee growth and development, as well as the necessity of a highly skilled workforce, in order to improve the success and efficiency of their organizations, training and development has emerged as a formal corporate function, integral component of corporate strategy, and recognized as a profession with distinct theories and methodologies (Bernatek, 2010).
Training and development is the most significant instrument a company can use to increase employee dedication, effectiveness, efficiency, and loyalty, as well as to foster a cooperative culture. Top management and managerial level employees are sometimes found to be recalcitrant when it comes to HR training, whilst lower level employees lack the motivation to participate in training programs (Abdullah, H.2009)
Because training improves the efficiency and productivity of both people and the organization, it has become the most significant aspect in the corporate world today (Raja, Furqan and Mohammed, 2011). Training is the process of changing one's behavior, attitude, and skills through education, instruction, and practice. The primary goal of training is to help an organization achieve its short and long-term goals through enhancing its human resources. Training and development aren't done just for the sake of training; they're done to meet a specific need. As a result, training and development are need-based in the sense that they are carried out to address a knowledge deficit inside a company (Gunu et al., 2013).
Training and development refers to firms' official, continuing attempts to improve their employees' performance and self-fulfillment through a variety of educational approaches and initiatives. Joseph (2009, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph, Joseph These efforts have a wide range of applications in the modern workplace, ranging from teaching in very specific job skills to long-term professional development. In recent years, training and development has become a recognized profession with distinct theories and approaches, as well as a formal company function and an integral component of strategy. As a means of supporting employee growth and gaining a highly qualified workforce, an increasing number of firms of all sizes have adopted "continual learning" and other components of training and development.
Therefore, Training and development in today’s employment setting is far more appropriate than training alone since HR can exert their full potentials only when the learning process goes for beyond the simple routine (Pallavi, 2013).
Training should have a direct and immediate influence on job performance, and it should be based on the organization's needs and corporate culture. It differs from education and employee development in this regard, as both prepare the individual for life and work (Dubois & Rothwell, 2004). A company's intentional effort to facilitate employees learning of job-related competencies is referred to as training. These competences include information, abilities, or behaviors that are necessary for job success (Raymond A. Noe) (2010).
[bookmark: _Toc109998075][bookmark: _Toc135534836]2.2 Objectives of Training
The goals and objectives of training and development are aligned with the goals and objectives of the company. These goals should specify the expected behavior as well as the circumstances in which it will occur. Furthermore, appropriate training program objectives should state that at the conclusion of the training, whatever information, skills, and attitudes have been determined as necessary for optimal work performance should be attained (Armstrong, 2006).
Training objective may be regarded as intent, expressed in the form of a statement, describing a proposed behavioral change in the learner (Chenetal,2004). It specifies the tasks, procedures and techniques that the trainees should be able to carry out, the standards of performance required and the circumstance in which the work will be undertaken. 
[bookmark: _Toc109998076][bookmark: _Toc135534837]2.3 Benefits of training
The best way to answer the question why organizations should train people is to answer the question what will happen if they are not well trained. Now a day, in the modern work place training becomes important if there are deficiencies that should be addressed through training, or if there are changes in the organization which have to be put in place by having well trained employees. Training is required if there is a change in technology, working conditions, products, inadequate performance, shortage of staff (DavidA. DeCenzoet al, 2010).
[bookmark: _Toc109998077]Training need can be defined as the lack of knowledge, skill or ability and desire in any person, which prevents him from satisfactorily performing his job, or interferes with the full development of his potential in preparation for grater responsibilities. Robert L. et al. (2011),Also according to David (2009) a training need a key tool to minimized the gap between the present performance of an employee or group of employees, and the work performance. Training needs may be determined by finding out what is going on now and matching this against what should go on now or in the future.
According to Cole (2002) specifically he summarizes these benefits as below:
[bookmark: _Toc135534838]2.3.1 Increased Productivity
[bookmark: _Toc109998078]Adequate training improves job performance skills which improves both the quality as well as quantity of the product due to increase in the level of performance (Elnaga, A. and Imran, A. 2013).
[bookmark: _Toc135534839]2.3.2 Improvement in Employee Morale
[bookmark: _Toc109998079]Because of the improvement in needed skills, training programs build up confidence and satisfaction among employees. This in turn, develops enthusiasm and pride which are indicators of high morale (Elnaga, A. and Imran, A. 2013).
[bookmark: _Toc135534840]2.3.3 Reduced Supervision
A trained employee supervises himself he/she accepts responsibility and expects more freedom and autonomy and less supervision. This creates a spirit of participation and team work. Additionally, it can result in increase in span of supervision, thus reducing the costs associated with supervision (Elnaga, A. and Imran, A. 2013).
[bookmark: _Toc109998080][bookmark: _Toc135534841]2.3.4 Availability for Future Personnel Needs of the Organization

Good training programs develop the employees and prepare them for future managerial and executive positions. He also mentioned, when the need arises for personnel change, the internal sources can be utilized more effectively. This will ensure the organization’s ability to sustain its effectiveness despite the possible loss of key personnel (Elnaga, A. and Imran, A. 2013).
[bookmark: _Toc109998081][bookmark: _Toc135534842]2.3.5 Technological Transformation and Advancement
Every organization in order to survive and to be effective should recognize the need for change also adopt the latest technology i.e., mechanization computerization and automation. Technology alone does not guarantee success unless it is supported by people possessing requisite skill, so organization should train the employees to enrich them in the areas of changing technology skills and knowledge from time to time (Elnaga, A. and Imran, A. 2013).

[bookmark: _Toc109998082][bookmark: _Toc135534843]2.3.6 Personal Growth
[bookmark: _Toc109998083]According to (Elnaga, A. and Imran, A. 2013) the training programs give the participants a wider awareness, a sense of self satisfaction and fulfillment, an enlightened philosophy and a value system that are the apex of personal growth.
[bookmark: _Toc135534844]2.3.7 Improvement in Health and Safely
Proper training can help prevent industrial accidents and create a safer work environment. Accidents are caused generally either by defects in machines and equipment or due to deficiencies in people who are not properly trained to handle and maintain such equipment (Armstrong, 2009). According to Thomas Owusu, (2012) skilled and knowledgeable workers are less inclined to accidents due to training in job skills and safety attitude.
[bookmark: _Toc109998084][bookmark: _Toc135534845]2.3.8 Availability for Future Personnel Needs of the Organization
Good training programs develop the employees and prepare them for future managerial andexecutive positions. He also mentioned, when the need arises for personnel change, the internalsources can be utilized more effectively. This will ensure the organization’s ability to sustain its effectiveness despite the possible loss of key personnel (Elnaga, A. and Imran, A. 2013).
[bookmark: _Toc109998085][bookmark: _Toc135534846]2.4 Training Policy
Policies are created to provide direction and define boundaries for decision-making, such as what should be done in certain situations and how specific criteria and difficulties must be addressed (Armstrong &Stephens, 2005). As a result, policies are established in areas such as marketing, finance, operations, and human resources. In human resource, there could policies on training and development, recruitment and selection and salary administration and compensation; just to mention a few. Organizational policies (human resource policies) are either explicitly represented in manuals or informally developed through time as a result of customs and customary practices.
To eliminate uncertainty, however, it is critical that all major policy pronouncements be explicitly expressed in manuals. Managers, supervisors, and union/association leaders will be able to become more familiar with important policies and how they should be read as a result of this. If policies have not been written, senior management must once again express them. With legally articulated policies in a manual, the time spent attending may be better spent on more critical matters, and the misunderstanding that arises with oral traditions could be avoided. The researcher believes that, because employees come and leave, as well as the management and leadership of unions and associations, there is a significant need for policies to be more officially articulated.
[bookmark: _Toc109998086][bookmark: _Toc135534847]2.5 Employees Performance
Individual work plans (assignments) must be cascaded down from the organization's strategic plan to integrate employee performance to overall organizational performance. Because employee performance is vital to achieving corporate goals and objectives, it is critical to address the unique nature of managing employee performance (Armstrong et al., 2009).
Performance as how well a person completes tasks and also the attitude with which he/she completes the tasks (Brown, 2010). According to Hersen (2004), job performance can be defined (and assessed) in terms of quantifiable outcomes of work behaviors such as amount of sales, numbers sold and also in terms of behavioral dimensions which may include work-related communication, decision making, problem solving among other skills..  
The ability of a commercial organization, such as an automotive company, to produce desired objectives or output more efficiently and effectively is referred to as performance. Performance is measured in terms of measurable accomplishments or outcomes that are primarily focused on the client. Staff underperformance in the automotive industry, or in any business, is caused by issues such as poor supervision and a lack of employee training and development (Muhammad, 2009).
The aim of training is to maximize employees learning of new skill, knowledge, attitudes and behaviors to cope with the demand of dynamic business environments. These principles ofemployee training contribute to the overall organizational development which is a significantreason for organizations to encourage and promote this important human resource management functions (Hartel et al., 2007).
Therefore, employee performance is an important building block of an organization and factors which lay the foundation for high performance must be analyzed by the organizations. Since every organization cannot progress by one or two individual’s effort, it is collective effort of all the members of the organization (Mwita, 2000).
The most important impact of training on employees and organization performance is improve the quality and quantity of organization’s output, increase in the organization’s profitability, safeguarding the organization stability, minimizing the risk, decrease the organization cost and 16 expenses, improving the management of the organization and establishing the organization as national and international entities (Barzegar and Shahroz 2011)


[bookmark: _Toc109998087][bookmark: _Toc135534848]2.6 Effect Training Practices
The training methodologies utilized should be appropriate for the course's objective and the participants' characteristics, such as their employment, learning needs, and prior experience, degree of knowledge and abilities, and how receptive they will be to being taught.
Wherever possible, a variety of methods should be used. Providing adequate time for involvement and active learning through discussion, case studies, and simulations is especially crucial in management, supervisory, and interpersonal skills training. Lectures should only be a small percentage of the overall course (Armstrong, 2006).
Training can be assessed on four different levels (Greg, et al., 2009). As the level of instruction progresses, the evaluation gets more severe and specific.
Reaction- It refers to reactions of trainees of the content and methods of training, to the trainer and to any other factors perceived as relevant. How well the trainees like the program? Did they think it worthwhile? Training reactions capture how the trainees feel about training. It can help to know what went well and what did not which can be useful for providing feedback to training designers and trainers (Greg, et al., 2009).
Learning- the trainees to determine if they learned the principles, skills, and facts they were to learn. It is a change that occurs from experience. Learning can improve knowledge, skills, or attitudes, and each of these can be assessed (Greg,etal., 2009).
Behavior-It's useful to know whether the trainee's on-the-job conduct has altered as a result of the training program. In other words, it asks if there have been any changes in job behavior as a result of the training. Was it possible to apply what you'd learned on the job? Behavior, on the other hand, is more difficult to assess than reaction and learning (Greg, et al., 2009).
Result- Employers assess outcomes by assessing the impact of training on the attainment of organizational goals. Because the training genuinely cut costs, improved quality and quantity, or created other benefits for the organization's profitability or survival in general, the results are relatively concrete (Greg, et al., 2009).
[bookmark: _Toc109998088][bookmark: _Toc135534849]2.7 Training Processes
A training design approach is used in effective training techniques. A commercial enterprise, according to Mahapatro (2010), should have a well-defined strategy and set of objectives that influence and drive all decisions made, including training decisions. Companies that organize their training process have a better chance of succeeding than those that don't. The majority of business owners want to succeed, but they do not invest in training that will increase their chances of success. The steps in the training process are represented by a variety of models; however, the contents are mostly the same. The prepping handle, according to Kulkarin (Kulkarin, 2013), consists of four stages:
[bookmark: _Toc109998089][bookmark: _Toc135534850]2.7.1 Need Assessment
Need assessment is the first step in any training and development practice that deals with conducting a proper diagnosis of what needs to be trained, for whom, and within what type of organizational system (Salas et al., 2012). A Need: A “need” refers to the gap between what is and what could or should be within a particular context, leading to strategies aimed at eliminating the gap between what is and should or could be. Dr Mo Hamza (2012). Need assessment refers to the process used to determine if training is necessary.
Recognizing the desires of target employees is the first stage in creating a training course. There are a variety of approaches to doing a need assessment.
Assessing Organizational training needs is the diagnostic phase of a training plan. This assessment considers issues of employee and organizational performance to determine if training can help. Needs assessment measures the competencies of a company, a group, or an individual as they relate to what is required. It is necessary to find out what is happening and what should be happening before deciding if training will help, what kind is needed (Mathis &Jackson, 2011). Determining training needs typically involves generating answers to several questions.
2.7.1.1 Organizational Analysis
The primary way to diagnose training need is thought organizational analysis, which considers the organization as a system. An important part of the company’s strategic human resource planning is identification of the knowledge, skill, and abilities that will be needed by employees in the futures as both job and organizational change (Raymond A. Noe et al, 2010). It helps to understand to understand the objectives, policy and function of the organization, the state of affairs of its business operation, work system processes, management system authority and responsibility relationship, performance results (Pont, 2003).

2.7.1.2 Person Analysis
[bookmark: _Toc107764553][bookmark: _Toc109995687][bookmark: _Toc109997778][bookmark: _Toc109998090][bookmark: _Toc135534851]The second way to diagnose training need analysis approach is person analysis. Here the concentration is on the individual employee and helps to identify who needs training. Person analysis involves (1) determining whether performance deficiencies result from a lack of knowledge, skill, or ability (a training issue) or from a motivational or work-design problem, (2) identifying who needs training, and (3) determining employees‟ readiness for training (Raymond A. Noe et al , 2010). Training is often necessary when there is a discrepancy between an employee performance and the organization’s expectations or standards.
2.7.1.3 Task analysis
The third way of diagnosing training needs is task analysis. This approach refers the results in a description of work activities, including tasks performed by the employee and the knowledge, skills and abilities required to complete the tasks. A job is a specific position requiring the completion of certain tasks. In other word a task analysis involves identifying the task and the training that employees will require in terms knowledge (includes facts or procedures), skills (indicates competency in performing a task), and abilities (includes the physical and mental capacities to perform a task (Raymond A.Noeetal, 2010).
According to Mathis and Jackson, (2008) a task analysis involves four steps: -Select the job or jobs to be analyzed. Develop a preliminary list of tasks performed on the job by (a) interviewing and observing expert employees and their managers and (b) talking with others who have performed a task analysis. Validate (Authorize) or confirm the preliminary list of tasks. Once the tasks have been identified, it is important to identify the knowledge, skills, or abilities necessary to successfully perform each task 
[bookmark: _Toc109998091][bookmark: _Toc135534852]2.7.2 Designing the training programs
Following the identification of training needs through various investigations, training goals and needs must be developed. All of the gathered data is used to build a comprehensive inquiry that determines the distance between where a company is with its representative capabilities and where it needs to be. To address the specific objectives, the training content must be meaningful and related the training objectives. According Noeet al.2010, motivation to learn is enhanced when training is related to helping learner such as related to current job tasks, problems, enhancing skills, or dealing with jobs or company changes. In addition, the training context should be similar to the work environment (2010).
[bookmark: _Toc109998092][bookmark: _Toc135534853]2.7.3 Implementation of the training program
Following the identification of training needs through various analyses, training objectives and priorities must be created. All of the information gathered is utilized to create a gap analysis, which determines the difference between where an organization is now and where it needs to be in terms of personnel capabilities. The process of establishing a plan of instruction for each training program to be delivered in order to accomplish the training aim is known as training design (Goldstein & Ford, 2007).
[bookmark: _Toc109998093]Setting objectives, selecting the trainer or vendor, devising a lesson plan, selecting program methodologies and approaches, preparing materials, and scheduling the program are all important aspects of designing a training and development program. An organization can choose to buy or make the HRD program owner throughout this procedure. In any event, reasonable steps should be taken to maximize the program's utilization of human resources in the organization. Trainers should be selected either internally or externally, train-the trainer programs should be held training methods for each training module should be selected, and training materials should be prepared. Participant oriented design should be prepared. In all means, training and developmental opportunities should be given on a performance opening and to whom they are badly needed. The most important issue to be inculcated in the design phase is that trainings and developments should have explicit objective before they are delivered (Randyet.al.p163). After the design stage is completed, the next step will be implementation.
[bookmark: _Toc135534854]2.7.4 Evaluation of the training program
Once a company implements training program, it must evaluate the program’ success, even if it has produced desired result for other companies and even if similar programs have produced desires for it. (Garg, 2009) Objectives of training evaluations are: -
· To monitor the quality of training
· To provide feedback
· To appraise the overall effectiveness of the investment in training
· To assist the development of new methods of training
· To aid the individual evaluate his or her own learning experience.
Also According to Gary Dessler (1994), there are four basic categories of training outcomes or effects that can be measure.
First, assesses the trainees' response to the training. It expresses how trainees feel about their training. The second is education. It aids trainees in determining if they have learnt the ideas, skills, and facts that they were supposed to learn. The third factor is one's behavior. It's useful to know whether the trainee's on-the-job conduct has altered as a result of the training program.
Finally, there is a result that gauges the program's effectiveness in terms of business objectives. The goal of evaluation is to acquire information (feedback) on the impacts of training programs and to assess the training's value in light of that information. We answer the question: How far has the training has achieved its purpose? This is not any easy task because it requires effort, resources, and skills to separate the effects of training on the job performance from other potential environment factors. (Itika, 2011)
Training is an organized activity for increasing the knowledge and skills of the people for a definite purpose. It involves systematic procedures for transferring technical knowhow to the employees so as to increase their knowledge and skills for doing specific jobs with proficiency (Mahapatro,2010).
Employee training will assist organizations in increasing productivity, profitability, or survival in today's competitive business market (Javed, 2014). Businesses can choose between two types of training: on-the-job and off-the-job strategies. Employees receive on-the-job training while performing their usual duties. As a result, they do not waste time when learning. Orientations, job instruction training, apprenticeships, internships, and assistantships, as well as job rotation and coaching, are all examples of on-the-job techniques. Lectures, television conferences or discussions, case studies, role acting, simulation, group exercise, and laboratory training are examples of off-the-job practices Noe, R.A. (2009). 


[bookmark: _Toc109998094][bookmark: _Toc135534855]2.8 Factors that Contribute to Improve Employee Performance
[bookmark: _Toc109998095]The first thing to remember is that employee performance does not occur in vacuum. We have to take systems perspectives and look those factors that contribute for enhancement of employee performance. Some of these factors are information, resources, incentive, knowledge, capacity, motivation and training and development. In fact, there is an increasing awareness in organizations that the investment in training could improve organizational performance in terms of increased productivity, enhanced quality and market share, reduced turnover, absence and conflict (Armstrong, 2006).
The term "good performance" refers to how well employees completed the duties they were given. Employees in every organization are held to certain standards in terms of their performance. And they are considered good performers when they perform up to the set standards and meet organizational expectations, whereas poor performance can occur as a result of insufficient job training, causing both customers and employers to be dissatisfied, whereas trained employees will better satisfy the needs of their customers and employers (Kenney, 1992).
It is also believed that to achieve the organizational goals employee performance is important that depends on a variety of factors but training receives high importance as it improves the skills, capabilities, confidence and competencies (Naveed, et al., 2014). Training generates benefits for the employee as well as the organization by positively influencing employee performance through the development of employee knowledge, skills, ability, competencies and behavior (Benedicta and Appiah, 2010).
It is obvious that training plays an important role in the development of organization, improving performance as well as increasing productivity, and eventually putting companies in the best position to face competition and stay at the top. According to the study of Alazar (2012), the absence of proper job training will affect a person's expertise. This will probably affect their motivation, and quite likely their opportunity to progress. Conversely, the absence of opportunity to develop may have a negative impact on their motivation, and thus their desire to learn or apply themselves. There is appositive relationship between training and employee performance.
Employee commitment has become increasingly important in many organizations as indicated by (Meyer, et al., 1993) in their study. The construct „employee commitment‟ is however complex and commitment cannot be seen as a single, homogenous entity, which means the same to all employees. It is multifaceted and can impact on an organization in a number of ways. It changes over times as employee circumstances and needs change. Commitment is defined as purely psychological-It is a measure of the extent to which an employee has formed a strong psychological attachment to an organization (Meyer, et al., 1993).
According to the study of (Neely, et al., 1995), effectiveness was referred as the extent to which customer requirements are met and to efficiency as a measure of how economically the firm’s resources are utilized when providing a given level of customer satisfaction. The employee performance is going to be more effective if he is trained in good manner and the affective commitment will lead to more emotional type of attachment which is going to improve the work efficiency and helps the organization in succeeding competitive edge in the market because of the training employees stick to the same organization which helps him to develop as commitment more of norm type to help organization (Meyerand Allen, 1990, P.1).
According to Rautalinko and Lisper (2004), successful and effective job training has a significant impact on employees' productivity at their current workplace. When an employee feels well-trained, they are more likely to stay with the company. Organizations that are able to create an environment where training is supported and valued by employees will be able to obtain stronger commitment outcomes, according to another study (Bartlett, 2001).
In general, it is debatable whether the impact of training programs on employee outcomes such as motivation, job satisfaction, and organizational commitment has gotten enough attention. Rare work was done to examine whether firms can alter their workers attitude, by adequate training interventions.
[bookmark: _Toc135534856]2.9 Empirical Literature Review
A lot of studies on the impact of training on employee performance have been undertaken. Training has a positive effect on employee performance, according to the findings of the studies.
According to empirical research conducted by Sultana et al., (2012) studied the “training practices that are taking place in Pakistan’s telecommunication sector”. The impact of these training practices on employee performance has analyzed. On his study he stressed on planed and systematic training design and its implementation, customized exclusively for performance enhancement and productivity improvement, in order to successfully attaining the training programs objectives.
Elnaga and Imran (2013) investigated the effect of training on employee performance and made recommendations for improving employee performance through effective training programs. Authors resembled a company employee with a blood supply. Employee performance has a significant impact on a company's success or failure.



[bookmark: _Toc109998096][bookmark: _Toc135534857]2.10 Conceptual Framework
Independent Variable                                                                          Dependent variable
Training process
· TNA
· Training policy
· Training design
· Training implementation 
· Training evaluation




Employee performance





Figure 2.1: Conceptual Framework Model
Source: Developed based on the objective and literature reviewed

















[bookmark: _Toc109998097][bookmark: _Toc135534858]CHAPTER THREE
[bookmark: _bookmark31][bookmark: _Toc109998098][bookmark: _Toc135534859]RESEARCH DESIGN AND METHODOLOGY
[bookmark: _Toc135534860][bookmark: _Toc109998099]3.1 Research Design 
This chapter of the research deals with the research methodologies that were used in collecting data for the study. It contains the research design, sources of data, population and sampling technique, data gathering instruments, procedures for methods and data analysis.
The general objective of this study is to examine the influence of training on Employee’s performance in The Motor & Engineering Company of Ethiopia. In order to capture the logical structure of the study, the researcher has used both descriptive and explanatory research design. Descriptive research design helps to portray accurately the characteristics of a particular individual, situation or a group. The descriptive survey research design is appropriate choice, because it is a cross sectional study and the study aimed at measuring the attitude of the employees at one time meaning that it won’t continue studying stability of the data over time from their company (Creswell, 2003). Also descriptive research permits to investigate the issue of study through looking into the problem by exploring the views of different sets of respondents, as well as by exploring different literatures related with the study (Geoffrey et al., 2005). An explanatory designs try to establish cause-and-effect relationships. The primary purpose of explanatory research design is to determine how events occur and which ones may influence particular outcomes (Dawson & Bob 2006). Therefore, this study used both descriptive and explanatory method in order to explain the effect of training on employees‟ performance in The Motor & Engineering Company of Ethiopia.
The research approaches to be used are quantitative and qualitative research approach based on questionnaires respectively to provide a better understanding of research problems. This research approach analysis doing to the most extent will quantitative data a means for testing objective theories by examining the relationship among variables (Creswell 2009, p.4). Therefore, the study used a mixed approach.
[bookmark: _Toc135534861]3.2 Population, Sample Size and Sampling Technique
[bookmark: _Toc135534862]3.2.1 Research Population
The target population of this study is employees which is 123 of The Motor & Engineering Company of Ethiopia working at head office operating in Addis Ababa at after sales department Auto service section. According to MOENCO Human Resource department information, entire the company, there are 123 employees working at in Addis Ababa at after sales department Auto service section.
[bookmark: _Toc135534863]3.2.2 Sample Size and Sampling Techniques
The study will be done in The Motor & Engineering Company of Ethiopia (MOENCO) located in Addis Ababa. The total population will be 123 employees. Due to the limited size of the population census survey was appointed.
Census method refers to the complete enumeration of the universe. A universe may be a place a group of people or a specific locality through which we collect the data. The census method is suitable only in the following cases: -
 Where higher degree of accuracy is required.
 Where there is enough availability of finance.
 Where the universe is not vast.
 Where there is enough time to collect data.
Data collection through census method gives opportunity to the investigator to have an exhaustive study about a problem. The researcher gathers a lot of knowledge through this method and higher degree of accuracy in data.
3.2.1.1 Sampling size
As the researcher tried to explain a census method were appointed which 123 employees working at Addis Ababa branch at after sales department Auto service section. Therefore, questionnaires were distributed to 123 employees.
[bookmark: _Toc135534864]3.3 Data Source and Tools of Data Collection
For the purpose of this study in order to obtain relevant information primary data collection method were used. The primary sources of data were collected through questionnaires from The Motor & Engineering Company of Ethiopia corporation head office after sales department auto service section. The reason for the selection of questionnaire is that it helps in procuring extensive data at reasonable cost. It can be used economically to collect data form a large number of respondents and help respondents to fill the questionnaire at their convenient time without the interviewer bias and also it is best to get response in a relatively short time.


[bookmark: _Toc135534865]3.4 Procedures of Data Collection
The designed questionnaire was pilot tested and then amended before administering it to all employees. The purpose of the pilot test is to refine the questionnaire that enabled the researcher to see the validity and the likely reliability of the instrument (Saunders, Lewis & Thornhill 2009). The distributed questionnaire will be collected within a week after the distribution. The questionnaire will have two sections. The first section is about the biographical information about the employees, and the second section focuses on training and performance issues. The interview was conducted with Managers focusing on the overall training practices of The Motor & Engineering Company of Ethiopia.
[bookmark: _Toc135534866]3.5 Methods of Data Analysis
The data were collected through the questionnaire are analyzed through descriptive analysis with the help of the Software Package for Social Science (SPSS) and present with the help of tables, frequency and percentage. Spearman Correlation is applied to identify the causal relationship with dependent and independent variables. The findings will be discussed in relation to the research questions and the literature reviewed. In addition to this, the information gathered through interview is used to elaborate major factors related to training practices of the organization and the results are presented in the form of a summary and narration.
[bookmark: _Toc135534867]3.6 Reliability and Validity of Measures/ Instruments
[bookmark: _Toc135534868]3.6 .1 Validity
Validity is the strength of the conclusions, inferences or propositions. It involves the degree to which you are measuring what you are supposed to, more simply, the accuracy of your measurement (Kothari, 2004). Validity is used to make more accurate and meaningful results. Generally, in the study the researcher tried to assure validity. The first thing that will be done the adopted the questionnaire from previous other studies and some questions will be improved according the objective of this study. Pilot test was conducted on research Questionnaires before distribution. Questionnaires was distributed and collected by the researcher in person.
[bookmark: _Toc135534869]3.6.2 Reliability
Reliability refers to the extent to which the data collection techniques will yield consistent findings. Internal consistency reliability is a measure of consistency between different items of the same construct. (Kotair ,2004). Cronbach‟s alpha is a reliability measure designed by Lee Cronbach in 1951. Cronbachs alpha is a coefficient of reliability. It is commonly used as a measure of the internal consistency or reliability of a psychometric test score for a sample of examinees. For testing the reliability of the data instrument, Cronbach‟s Alpha was calculated to test the reliability of the research instrument. Ideally, the Cronbach„s alpha coefficient of a scale should be above 0.70.
Table 1: Reliability Statistics
	Variables 
	Cronbach's Alpha 
	No. of Items

	Entire questionnaire 
	0.92 
	39

	Training Process 
	0.86 
	20

	Training policy 
	0.72 
	5


[bookmark: _Toc135534870]3.7 Ethical Considerations
The ethical issues for this research is mainly related to all the data collected from the MOENCO, official letter from the college will be asking for a permission to access for data from MOENCO.
Participant’s willingness to respond genuinely for provided questioners will be communicated and after data collection Participants’ response confidentiality and anonymity will be guaranteed,
confidentiality about the information obtained from the MOENCO will be guaranteed according to the MOENCO rule. As much as possible ethical language was used in the questioners constructed and distributed to the respondents.

[bookmark: _Toc109998110][bookmark: _Toc135534871]CHAPTERFOUR
[bookmark: _Toc109998111][bookmark: _Toc135534872]Results and Discussion
[bookmark: _bookmark42][bookmark: _Toc135534873]4.1 Introduction
The study's presentation, analysis, and discussion of the information acquired through questionnaires are the topics of this section. The conclusions have been presented in accordance with the results of the various tests taken from the respondents. The data were analyzed using correlation and regression analysis as well as descriptive statistics like frequencies and means from the Statistical Package for Social Sciences (SPSS IBM version 23).
[bookmark: _Toc109998112][bookmark: _Toc135534874]4.2 Response Rate
[bookmark: _Toc109998113]The survey questionnaires were distributed to the identified employees of The Motor & Engineering Company of Ethiopia. Out of the 145 distributed questionnaires all the 114 questionnaires were returned completely filled in which nine of them were not returned which makes it a response rate of 79.6%. According to Mugenda and Mugenda (2003), a response rate of over 50% is recommended. There is not any missing data from the employees.
[bookmark: _Toc135534875]4.3 Demographic Characteristics of the Respondents
Five Variables concerning the respondents' demographic data make up the first section of the questionnaire. It includes information about the respondents' individual characteristics, such as their gender, age, educational background, and year of employment, and the tables that follow show their complete demographic make-up.


 Table 4. 1: Demographic Characteristics of the Respondents
	Variable
	Category
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
Gender
	Male
	99
	86.8
	86.8
	86.8

	
	Female
	15
	13.2
	13.2
	100.0

	
	Total
	114
	100
	100
	

	

Age Category
	18-25
	46
	40.4
	40.4
	40.4

	
	26-35
	57
	50
	50
	90.4

	
	36-45
	9
	7.9
	7.9
	98.3

	
	46-55
	2
	1.7
	1.7
	100.0

	
	Above56
	0
	0
	0
	

	
	Total
	114
	100
	100
	

	
Educational Level
	Diploma
	78
	68.4
	68.4
	68.4

	
	Degree
	32
	28.1
	28.1
	96.5

	
	Masters
	4
	3.5
	3.5
	100.0

	
	Total
	114
	100
	100
	

	


Year of Service
	1-5  
	45
	39.5
	39.5
	39.1

	
	6-10  
	47
	41.2
	41.2
	80.7

	
	11-15  
	13
	11.4
	11.4
	92.1

	
	16-20 
	6
	5.3
	5.3
	97.4

	
	Above20
	3
	2.6
	2.6
	100.0

	
	Total
	114
	100
	100
	


           Source: Own survey, 2022
[bookmark: _Toc109998114][bookmark: _Toc135534876]4.3.1 Gender of the Respondents
Table 1 above demonstrates that 99 of the respondents—representing 86.1 % respondents—were men, while 16—representing 13.9 % women. Due to this, it was found that male employees outnumbered female employees in the organization.
[bookmark: _Toc109998115][bookmark: _Toc135534877]  4.3.2 Age of respondents
Based on information from Table 1, the majority of 51 respondents (44.3%) were between the ages of 26 and 35. The next-highest percentage of respondents, 34, who were between the ages of 18 and 25 years, made up 29.6 percent of the total. Twenty-four respondents, or 20.9 percent of all respondents, fell into the third group of respondents who were between the ages of 36 and 45. The final group, number 6, comprised individuals between the ages of 46 and 55 (5.2%). The majorities of MOENCO employees are young and experienced, which presents a tremendous chance for the company to perform better and emphasize training programs, according to the data.
[bookmark: _Toc135534878]4.3.3 Educational Qualification of respondent
When it comes to respondents' educational backgrounds, the majority, or 77 (or 67% of the respondents), have a diploma. The following respondents possess first degrees in 33 (28.7%) and master's degrees in 5 (4.3%), respectively. The data shows that diploma holders make up the majority of MOENCO respondents.
[bookmark: _Toc109998116][bookmark: _Toc135534879]4.3.4 Respondent Years of service in MOENCO
The data gathered indicates that respondents have a range of educational backgrounds, from a college diploma to a master's degree. According to the data gathered, 29 (25.2%) of the respondents have worked for the company for one to five years, 35 (30.4%) of the population have worked for the company for six to ten years, 37 (32.2%) have worked for eleven to fifteen years, 11 (9.6%) have worked for the company for sixteen to twenty years, and the remaining 3 (2.6%) have worked for MOENCO for more than twenty years, respectively.
The composition of work experience of the representative samples may have a positive effect on the quality of the finding of the study as it includes the views of each group.
[bookmark: _Toc109998117][bookmark: _Toc135534880]4.3.5 Frequency of Training
The figure below shows the rates at which respondents are taught. The outcome shows that 123 employees in total participated in organizational training. 30 (26.1%) of the total respondents stated that their employees had only taken part in training programs once, 56 (48.7%) had taken part in training twice to three times, and 29 (25.2%) had taken part more than three times. Nearly all of the respondents had participated in training at least once, which amply supports the company's success in utilizing training as a component of its strategy for the development of its human resources (workers).
[bookmark: _bookmark46]     Table 4. 21: Frequency of Training
	
Frequency of Training
	
Frequency
	
Percent
	Valid Percent

	Ones Times
	30
	26.3
	26.3

	Two-Three Times
	56
	49.1
	49.1

	More than three times
	28
	24.6
	24.6

	Total
	114
	100.0
	100.0



[bookmark: _Toc109998118][bookmark: _Toc135534881]4.4 Descriptive Statistics of Data Collected for the Study
The data presentation, analysis, and interpretation about the training process are covered in the following subsections. These subsections cover the training needs assessment, training design, training delivery, and training evaluation, which are the aspects of training that were used as independent variables for the study. In light of this, the paper uses mean range as the optimal analytical metric based on the mean range created by Al-Sayaad et al (2006).
[bookmark: _Toc109998119][bookmark: _Toc135534882]4.4.1 Training Needs Assessment
In this subsection, the researcher sought to ascertain whether the company conducted an accurate assessment of its staff training needs prior to scheduling staff training. Assessment of the need for training is thought to improve employee performance.
Table 4. 3: Respondent opinions on training need assessment

	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	Training need assessment is carried out atorganizationleveltodeterminetheskill&knowledgegaprequiredtoachievetheorganization`s strategic plan.
	Fre
	0
	4
	2
	89
	19
	114
	
1.92

	
	
	%
	0
	4
	1.8
	78
	16.7
	100
	

	
2
	Training need assessment is carried out at task level to identify the skill, ability &knowledge required to perform a certain job.
	Freq.
	0
	5
	4
	93
	12
	114
	
1.85

	
	
	%
	0
	4
	3.5
	82
	10.5
	100
	

	
3
	Training need assessment is conducted at individual employee level to determine skill &knowledge gap of individual.
	Freq.
	0
	1
	6
	82
	25
	114
	
2.02

	
	
	%
	0
	1
	5.3
	72
	21.9
	100
	

	4
	Training needs assessment process carried by the organization is participatory.
	Freq.
	0
	2
	14
	83
	15
	114
	2.02

	
	
	%
	0
	2
	12
	73
	13.2
	100
	

	
5
	Training programs  are organized in the organization by conducting training need
assessment.
	Freq.
	0
	7
	6
	83
	18
	114
	
2.03

	
	
	%
	0
	6
	5.3
	73
	15.8
	100
	


      Source: Own survey, 2022
According to the table, the first statement, which attempted to gauge the degree of agreement on the organization-level training need assessment, received 108 negative responses (or 94 percent) of the total respondents. The remaining 2 percent, or 2 percent, were in agreement, while 2 percent were neutral. This demonstrates unequivocally that MOENCO should incorporate TNA into its organizational strategy.
The second statement from the above table tried to measure whether TNA at task level is carried out at MOENCO. From the total 114 respondent 93 or 81% disagreed with mean of 1.85 on the statement, this show that there is low practice on identifying the skill, ability & knowledge required to perform a certain job at task level.
One can see that TNA at the individual level at MOENCO is weak in the third sentence in the table above. 82 (71.9%) of the 114 respondents disagreed with the mean of 2.02, and 6 (5.3%) were neutral, indicating that the practice of TNA at the individual level is very weak. This suggests that the organization should work on enhancing TNA at the individual level to increase the effectiveness of training programs.
The following statement assesses whether TNA is a participant or not; 85 (72.8%) of the data, with a mean of 2.02, indicate disagreement. According to the outcome, TNA is not participative. When it comes to the final claim, 83 employees (72.8 percent) with a mean of 2.03 do not think that MOENCO organizes training without TNA.
[bookmark: _Toc109998120][bookmark: _Toc135534883]4.4.2 Training design
According to Tsaur and lin, 2004 Training design plays Avery vital role in the employees as well as organizational performance. Abad training design is nothing but the loose of time and money. 
        Table 4. 4: Respondent opinions on training design.
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	The environment and facilities are
Adequate and comfortable to conduct trainings.
	Freq.
	22
	53
	17
	19
	3
	114
	
3.63

	
	
	%
	19.3
	46.5
	14.9
	16.7
	2.6
	100
	

	2
	The objective of training is well
Known by its staff.
	Freq.
	5
	10
	8
	72
	19
	114
	2.21

	
	
	%
	4.4
	8.8
	7.0
	63.2
	16.7
	100.1
	

	3
	Training curriculum are well known
By employees.
	Freq.
	0
	2
	7
	92
	13
	114
	1.98

	
	
	%
	0.0
	1.8
	6.1
	80.9
	11.4
	100.2
	

	4
	The trainers are well trained and
Prepared on the subject matter.
	Freq.
	16
	60
	7
	28
	3
	114
	3.51

	
	
	%
	14
	53.0
	6.1
	24.6
	2.6
	100.3
	

	
5
	There is a clear view of training
Objectives in conducting training program in MOENCO
	Freq.
	0
	4
	7
	76
	27
	114
	
1.89

	
	
	%
	0
	3.5
	6.1
	66.7
	23.7
	100
	


[bookmark: _Toc109998121] Source: Own survey, 2022


From the above table the 1st statement respondents’ attitude on the environment and facilities of training program. According to collected data out of 114 respondent 75 (65.8%) with mean of 3.6 are agreed that the environment and facilities are adequate and comfortable for conducting training program which implies there is comfortable facility and environment to conduct training in MOENCO. The remaining 17(14.8%) fall on neutral & 19(16.7%) disagreed.
When we came to the 2nd statement from the above table majority of the respondent which 91(79.9%) with mean of 2.21 disagreed that objective of training is well known by its staff. This result show there less understanding/knowledge on the training object at MOENCO by its staff. The other element on the above table was about training curriculum. Out of 114 respondent 92 or
80.9 % of the respondent with mean of 1.98 replay that training curriculum is not well known by employees at MOENCO. The remaining 9(6.1%) of the respondent are neutral, this result implies that there is lack of awareness about training curriculum on MOENCO`s training program by its employees.
From the above table the 4th statement is about the trainers. The majority of respondents which are 76(67 %) agreed that trainers are well trained and prepared on the subject matter. This result implies that MOENCO have capable trainers’ in-terms of knowledge.
[bookmark: _Toc135534884]4.4.3 Training implementation
4.4.3.1 On-the-job training
On-the-job training is delivered to employees while they perform their regular jobs. In this way, they do not lose time while they are teaching (Armstrong, 2006).
[bookmark: _bookmark50]    Table 4. 5 : Employee opinion on contribution of on On-the-job training
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	Employee	job	rotation	within
MOENCO helps me to increasing my overall performance.
	Fre
	38
	53
	16
	7
	0
	114
	
4.07

	
	
	%
	33.3
	46.5
	14.0
	6.1
	0.0
	100
	

	2
	I have been coached by employee supervisor as part of the training program.
	Fre
	8
	12
	9
	49
	36
	114
	
2.1842

	
	
	%
	7
	10.5
	7.9
	43.0
	31.6
	99.98
	

	

3
	My supervisors and seniors and I regularly review the objective of sharing knowledge for
improvement.
	Freq
	7
	11
	12
	46
	38
	114
	

2.1491

	
	
	%
	6.1
	9.6
	10.5
	40.4
	33.3
	100
	


   Source: Ownsurvey,2022

The majority of respondents, 91 (79.1%), with a mean of 4 employees, believe that work rotation helps them to improve their performance. This indicates that MOENCO employees have participated in job rotation, which has a favorable effect on their performance.
When we come to the 2nd statement on the above table 85(73.9%) with mean of 2.1 employees are not coached by their supervisors or other employees as part to training program. This indicates the practices of coaching by their supervisors or other employees as training program at MOENCO is poor.
The other component of this part deals with employee and supervisor knowledge sharing for improvement. According to the response, this aspect has a disagreement level of 84 (73.7 percent) with a mean of 2.1, while the remaining 12 (10.5 percent) have a neutral status. This demonstrates how poorly supervisors and staff are reviewing objectives. MOENCO needs to pay attention to this problem.
4.4.3.2 Off-the-job training

       On these section three statements are forwarded to respondents about off the job training.

[bookmark: _bookmark51]   Table 4. 6 : Employee opinion on contribution of on Off-the-job training
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	The lecture training programs are designed at level of abilities and
education of Employee
	Freq.
	10
	8
	18
	48
	30
	114
	
2.3

	
	
	%
	8.8
	7.0
	15.8
	42.1
	26.3
	100
	

	2
	The	method	of	lecture	is
participatory.
	Freq.
	6
	16
	19
	46
	27
	114
	2.37

	
	
	%
	5.3
	14.0
	16.7
	40.4
	23.7
	100
	

	3
	Off job training is related with the actual job performed.
	Freq.
	11
	59
	19
	18
	7
	114
	3.43

	
	
	%
	9.6
	51.8
	16.7
	15.8
	6.1
	100
	



     Source: Own survey, 2022
[bookmark: _Toc109995719][bookmark: _Toc109998122]The first item in the above table attempted to demonstrate the degree of employee agreement with regard to lecture training programs. The majority of respondents, 78 (or 68.4 percent), disagreed with the statement, with a mean score of 2.3; 15.8 agreed.
[bookmark: _Toc109995720][bookmark: _Toc109998123]In order to determine how much respondents agreed with the second statement in this section—where the lecture approach is participatory—they had to rate their level of agreement. Accordingly, the majority of respondents (73, or 64.1 percent), disagreed that the lecture technique is participatory, with a mean score of 2.37. This outcome demonstrates the one-way nature of the lecture method. The second factor in this paragraph is whether or not the actual task being performed is related to any off-the-job training.
[bookmark: _Toc109998124][bookmark: _Toc135534885]         4.4.4 Training evaluation

[bookmark: _bookmark52]Table 4.4.6: Respondent opinions on training evaluation
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	Feedbacks are taken from trainee about the training program.
	Freq.
	0
	10
	4
	73
	27
	114
	
1.9737

	
	
	%
	0
	8.8
	3.5
	64.0
	23.7
	100
	

	
2
	Feedback are taken from trainees to improve the effectiveness of the
training
	Freq.
	10
	15
	3
	65
	21
	114
	
2.3684

	
	
	%
	8.8
	13.2
	2.6
	57.0
	18.4
	100
	

	
3
	Assessment are given before and
after training about the subject matter program
	Freq.
	6
	24
	28
	43
	13
	114
	
2.7105

	
	
	%
	5.3
	21.1
	24.6
	37.7
	11.4
	100
	

	
4
	Follow up was done whether I am
implementing what I learned from the training program..
	Freq.
	1
	2
	14
	68
	29
	114
	
1.9298

	
	
	%
	0.9
	1.8
	12.3
	59.6
	25.4
	100
	

	
5
	Quality of my work has been measured after I have taken training in the organization.
	Freq.
	8
	12
	6
	53
	35
	114
	
2.1667

	
	
	%
	7.0
	10.5
	5.3
	46.5
	30.7
	100
	



       Source: Own survey, 2022

[bookmark: _Toc109998125]The employees were asked if feedbacks have been taken from trainee about the training program and out of 114 respondent 100(87.7%) with mean of 1.9 disagreed. This implies that the practice of taking feedback from trainee at MOENCO is very poor. The remaining respondent fall on neutral and agreed with 8.8% and 3.5% of the total respondent.
When we come to the 2nd statement on the above table employees were asked about the degree of agreement where feedback are taken from trainees to improve the effectiveness of the training, according to the result 86(75.4%) with mean of 2.3 disagreed. This implies there poor practice on taking feedbacks to improve effectiveness of the training.
From the above table the third statement asked if assessments are given before and after training program. Majority of respondents which were 56(49.1%) disagreed. This result implies that the practices of giving assessment are poor. The remaining 28(24.6%) were neutral and 30(26.4%) were agreed.
Out of 114 respondent 97(85%) with mean of 1.92 indicates that follow up were not done whether they implemented what they learned from training program. this indicates there poor follow-up system after completion of training program. On the other hand respondents were asked to put their level of agreement on if the quality of their work has been measured after training program and the majority of respondents which were 88(77.2%) with mean of 2.1 replied that quality their work has not been measured after training program. According to the result it can be conclude that there is poor practice of training in MOENCO.
[bookmark: _Toc135534886]4.4.5 Training policy of MOENCO
The significance of having a Training policy statement is that it helps to maintain a consistency of different training approach throughout the organization and ensures that the senior management’s philosophy put in to effect.
      Table 4. 7 :Respondent opinions on training policy
	No
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	There	is	well	designed	and widely shared training policy at
MOENCO.
	Freq.
	12
	26
	2
	53
	21
	114
	
2.61

	
	
	%
	10.5
	22.8
	1.8
	46.5
	18.4
	100
	

	2
	Training policy of MOENCO is
known by every staff member
	Freq.
	3
	21
	13
	61
	16
	114
	2.42

	
	
	%
	2.6
	18.4
	11.4
	53.5
	14.0
	100
	

	3
	Training policy can helpgive
Clear direction of training output.
	Freq.
	14
	70
	16
	7
	7
	114
	3.68

	
	
	%
	12.4
	61.4
	14
	6.1
	6.1
	100
	

	4
	Training policy of MOENCO is
Related with reward
	Freq.
	9
	14
	19
	37
	35
	114
	2.34

	
	
	%
	7.9
	12.3
	16.7
	32.5
	30.7
	100
	

	5
	Training policy is developed with the participation of employee
	Freq.
	1
	15
	20
	51
	27
	114
	2.23

	
	
	%
	0.9
	13.2
	17.5
	44.7
	23.7
	100
	


       Source: Own survey, 2022
Respondents were asked if there is widely shared training policy at MOENCO. From the total 114 respondents 74(64.4%) with mean of 2.24 disagreed that training policy is not widely shared at MOENCO. The 38(33.3%) replied agreed which indicates that there is poor training policy shared among employee at MOENCO.
In response to the question of whether employees are aware of the training policy in the second statement from the table above, 77 respondents (or 67.5 percent) disagreed with the statement, with a mean score of 2.42. 13 (11.4%) were neutral, and the rest 24 (21%) were in agreement. Employees were also questioned about the effectiveness of training policies in providing clear direction for training outcomes. The majority of respondents—84 (73.1 percent), with a 3.68 percent response rate—believe that training policies provide clear direction for training outcomes. The remaining 16 respondents, or 14%, had no opinion on the statement.
Whether or not the training policy was backed by rewards was covered in the fourth statement in the table above. Out of 114 respondents, 72 (78%) disagreed with the statement that suggests that training programs are not supported by rewards, with a mean disagreement score of 2.23; the remaining 19 (16.7%) were indifferent. The last row of the above table's training policy row attempted to gauge the level of consensus regarding employee participation in training policy development. 79 respondents (68.7% of the total) completed the questionnaire, and the mean score was disagreed (2.23%). This outcome suggests that MOENCO did not involve its employees in creating training policy.
[bookmark: _Toc109998126]

[bookmark: _Toc135534887]4.4.6 Commitment of management

[bookmark: _bookmark54]       Table 4. 8 : Respondent opinions of Commitment of management to organize training
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	The management of MOENCO consider training as part of
Organization strategy.
	Freq.
	14
	20
	14
	49
	17
	114
	
2.55

	
	
	%
	12.3
	17.5
	12.3
	43
	14.9
	100
	

	
2
	The	management		of MOENCO	support	the
Training program
	Freq.
	16
	25
	5
	49
	19
	114
	
2.74

	
	
	%
	14.04
	21.93
	4.386
	42.98
	16.67
	100
	

	
3
	The	management	of MOENCO have positive
attitude toward straining program
	Freq.
	10
	25
	7
	53
	19
	114
	
3.21

	
	
	%
	8.8
	21.9
	6.1
	46.5
	16.7
	100
	

	
4
	The	management	of MOENCO	monitor
Training program
	Freq.
	5
	18
	28
	46
	17
	114
	
2.54

	
	
	%
	4.386
	15.79
	24.56
	40.35
	14.91
	100
	

	
5
	The management of MOENCO support to staff to participate on training
program
	Freq.
	4
	21
	28
	46
	15
	114
	
2.59

	
	
	%
	3.509
	18.42
	24.56
	40.35
	13.16
	100
	


   Source: Own survey, 202
According to table 66 (57.9%) with a mean of 2.55, the respondents don't agree with management's view that training should be a part of the organization's strategy. 41 people, or 35.9%, were in agreement. The results indicate that most employees did not think management thought about training as an element of organizational strategy.
Out of the 114 respondents, 68 (59.65 percent) disagreed with the assertion that MOENCO's management supports the training program, with a mean score of 2.74. The remaining respondents, 41 (35.97 percent), agree, and 7, or 6.1%, are neutral. The findings show that employees believe MOENCO's management provides inadequate support for the training initiative.
When we look at the degree of agreement on the question of whether management at MOENCO oversees the training program, the majority of respondents—63 in total, or 55.26 percent—are in disagreement, with a mean score of 2.2.54. This suggests that employees think MOENCO management has poor monitoring practices for its training programs.

The final statement attempts to demonstrate if management supports employees' participation in training programs based on the aforementioned table. The majority of respondents, 61 (53.51%), with a mean value of 2.59, are in disagreement. 28 (24.56 percent) were neutral, while the remaining 25 (21.92 percent) agreed. The findings suggest that MOENCO management has poor procedures for encouraging employees to enroll in training programs.
[bookmark: _Toc109998127][bookmark: _Toc135534888]   4.5 Descriptive Statistics of Employee Performance
This part deals with the data that were collected the perception of employees regarding the training of employee on performance.
     Table 4. 9 : Descriptive Statistics of Employee Performance
	No.
	Statements
	
	SA
	A
	N
	D
	SD
	Total
	Mean

	
1
	The	training	provided	by	the organization helped me to perform
My work efficiently and effectively.
	Freq.
	21
	25
	21.9
	33
	20
	112.9
	
3.02

	
	
	%
	18.4
	21.9
	20.2
	28.9
	10.5
	99.9
	

	2
	Due to the training, my motivation to do the job is increased.
	Freq.
	12
	23
	14
	54
	11
	114
	2.75

	
	
	%
	10.5
	20.2
	12.3
	47.4
	9.6
	100
	

	
3
	I feel training enable me to perform
My work with greater accuracy and precisely.
	Freq.
	9
	17
	10
	70
	8
	114
	
2.55

	
	
	%
	7.9
	14.9
	8.8
	61.4
	7
	100
	

	
4
	The training helped me to provide better	quality	of	services	to
customers
	Freq.
	19
	28
	10
	28
	29
	114
	
2.98

	
	
	%
	16.7
	24.6
	8.77
	24.6
	25.4
	100
	

	
5
	After training I feel that I am committed to the organization and
my work.
	Freq.
	13
	15
	30
	34
	22
	114
	
2.75

	
	
	%
	11.4
	13.2
	27.8
	29.6
	18
	100
	

	6
	The training method has positive effect on my skill.
	Freq.
	14
	39
	26
	20
	15
	114
	3.03

	
	
	%
	12.3
	34.2
	22.8
	17.5
	13.2
	100
	


Source: Own survey, 2022
According to the table, 53 respondents (46.49 percent) with a mean score of 3.02 out of a total of 114 disagreed with the first statement, whereas 46 respondents (40.35 percent) agreed and 15 respondents were neutral. This statement attempted to gauge the degree to which training provided by the organization helped employees perform their work efficiently and effectively. 53 people, or 46.49 percent, disagree with the above finding that the organization's training helped them work more productively and efficiently.


When we come to the second statement from the above table respondents representing 65(57%)114 respondents, with a mean score of 2.75, were in disagreement. Of the total respondents, 14 (12.3%) are neutral, and 45 (30.7%) of them agree. This evidence shows that the majority of respondents (65, or 57 percent) disagreed, proving that training did not help boost workers' motivation at work.
The third statement sought to ascertain whether employees felt that training helped them perform their jobs more accurately and precisely from the information in the aforementioned table. The majority of respondents—78 (68.4%), with a mean of 2.55—were in disagreement, followed by 26 (22.8%) who were in agreement, and 10 (8.8%) who were indifferent. According to the data above, the majority of employees did not believe that training had improved the accuracy and precision of their work.
The fourth question in the chart above questioned employees if receiving training had improved the level of services they provide to consumers. Out of 114 respondents, 57 (50%) with a mean score of 2.98 disagreed with the statement, while 47 (41.23%) agreed and 10 (8%) were neutral. The statistics show that 57 respondents (or 50%) disagree, indicating that MOENCO's training program does not assist employees in offering consumers higher-quality services. This suggests that the influence of training on staff quality is subpar.
When we come to the fifth statement employees were asked about their commitment after training program. From the total respondent 56(47%) were disagree with mean of 3.3.Whereas 28(24.6%) were agreed the remaining 26(22.81) were neutral. The data indicate that the majority of the respondents 56(47%) disagreed which indicate Training provided by the organization did not influence on the commitment of employees after training program.
When we come to the last statement for the above table it tried to ask if training methods has positive effect on their skill. Majority of the respondent which are 53(46.49%) agree where as 35(30.7%) degreed and the remaining 26(17.54%) were neutral. The result implies the training methods have positive impact on employee skill.
[bookmark: _Toc109998128][bookmark: _Toc135534889]      4.5.1 Relation between Training and performance 
Correlation refers to the relationship between variables. It measures the degree to which two sets of data are related. Pearson correlation coefficient reveals magnitude and direction (either positive or negative) and the intensity of the relationship (-1.0 to +1.0) Higher correlation value indicates stronger relationship between both sets of data (Coetzee, 2003).
Table 4. 10 : Pearson Correlation Analysis of the Variables
      Correlations	
	
	
Training process
	
Employee performance
	Training
policy	of MOENCO

	Training process
	Pearson
Correlation
	1
	.593**
	.322**

	
	N
	114
	114
	114

	Employee performance
	Pearson
Correlation
	0
	1
	.410**

	
	N
	114
	114
	114

	Training
policy	of MOENCO
	Pearson
Correlation
	.322**
	.410**
	1

	
	N
	114
	114
	114


**. Correlation is significant at the 0.01level(2-tailed).
Pearson correlation analysis was used in this paper to provide evidence of construct validity. To interpret the result it is better to see (Franzblu, 1985) definition which has five classical rules as shown below in interpreting the coefficient of correlation between two different variables.
(r=0 to 0.20) indicates negligible or no correlation.
(r=0.2 to 0.40) indicates positive but low degree of correlation.
(r=0.4 to 0.60) indicates positive moderate degree of correlation.
(r=0.6 to 0.80) indicates positive and marked degree of correlation.
(r=0.80 to 1.00) indicates positive and high degree of correlation.
Therefore, the purpose of this essay was to ascertain how training affected employee performance at The Motor & Engineering Company of Ethiopia. The relationship between the independent variable (training process and training) and dependent variable was determined using Pearson's correlation, and the results are shown in the table below (employee performance). The most fundamental and practical method for determining the relationship between two or more variables is the Pearson Correlation (Marczyk, et.al, 2005).
According to the table below, which displays the results of Pearson correlation analysis among the variables, factors included under both the training process—including training need assessment, training design, training implementation, and training evaluation—were all related to the dependent variable, i.e. employee performance, within the range of 0.2 to 0.40, with significant level. The table below clearly demonstrates the correlation or relationship between the dependent and independent variables. Figures with the double asterisk ("**") indicate that each variable is substantially and positively connected with each other at a significance level of p value 1 percent or less (0.01.) The table below shows the correlation between the chosen independent variable and the dependent variable (employee performance):




[bookmark: _Toc109998129][bookmark: _Toc135534890]CHAPTER FIVE
[bookmark: _Toc109998130][bookmark: _Toc135534891]CONCLUSIONS AND RECOMMENDATIONS
This chapter presents a summary of the findings, conclusions and puts forward recommendations based on the research findings. The general objective of this study was to examine the effect of training and developments on employee performance in the case of in The Motor & Engineering Company of Ethiopia.
[bookmark: _bookmark60][bookmark: _Toc109998131][bookmark: _Toc135534892]       5.1 Summary of Major Finding
For the past sixteen years, The Motor and Engineering Company of Ethiopia have been in the automobile industry. The firm launched a training program for its employees in order to have skilled workers. The purpose of this study was to look at how training affected employee performance. Employees who took part in MOENCO's training program were asked to complete a questionnaire in order to provide data for the study.
Out of the 123 distributed questionnaires 114 questionnaires were returned completely filled in which nine of them were not returned which makes it a response rate of 92.6%. Accordingly the demographic characteristics of the respondents discussed on the table 4.1 greater than half (86.1%) of the study participants are males and the remaining. The majority (57%) of the respondents were in the youngest age category within 26-35 years. In terms of education level 68.7% of respondent college diploma holder whereas 27.8 Bachelor’s degree level of education. In terms of year of service at MOENCO 41.7% of the respondent have 6-10 years’ work experience at the organization the remaining 39.1% or the respondent have 1-5 years and 11.3% of respondent have 11-15 years’ work experience at MOENCO. Among the total respondent 48.7% m participated training Two-Three Times.
Regarding to training need assessment at organization level 94% of the respondent replied that there is poor TNA at the organization. Training programs conduct at MOENCO lacks adequate training need assessment. Whereas majority of respondent, 92.5% TNA at task level were not done. From the respondent response it can be observed that 88.8% agreed on TNA is not conducted at the organization.

In the instance of MOENCO's training design, it can be shown that the majority of respondents, or 65.8%, agreed that the training program could be conducted in a good training environment and facility. Additionally, 67 percent of the respondents think that trainers are knowledgeable about the issue. On the other hand, trainees' knowledge of the training program's goal is weak.
According to the study on training implementation at MOENCO, 79.5 percent of respondents thought that switching jobs benefited employees' overall performance. Along with poor coaching and knowledge sharing practices by/from supervisors, it was also noted that the lecture technique is not participative.
[bookmark: _bookmark61]Training evaluation was the subject of the next section. According to the data gathered, the majority of respondents (75.4 percent) believe that evaluation practices are subpar. The majority of respondents (64.4%) disputed that MOENCO has well-designed and widely-shared training policies. It is evident that employees are unaware of MOENCO's training policies. 59.65 percent of respondents overall disagree with the statement that MOENCO's management supports the training program.
[bookmark: _Toc109998132][bookmark: _Toc135534893]5.2 Conclusions
The study's findings are used to establish the primary conclusions listed below. The research of the impact of training on the productivity of employees at the Ethiopian Motor and Engineering Company is justified in the report. The findings showed a substantial and favorable correlation between employee performance and training. When evaluating an employee's performance, training is a crucial factor.
· The analysis indicates that the practice of training process of the MOENCO shows that TNA at organization level, at task level and at individual level was not adequate. TNA at the organization is not follow the proper way. This clearly demonstrates that there is a gap in applying the proper elements of TNA at MOENCO. On the other hand In setting and communicating the objective of training for trainees is not done in considerable manner which means giving sufficient information before training programs are started to make sure on the objectives of the training coherent with their need is expected but not done fully the mean score with this respect respondents moderately agree. Also Based on the responses collected from respondents on training implementation there is good practice on job rotation which have positive impact on employee performance. The finding discloses that the organization uses on-the job and off-the job techniques. But its observed that the practice of coaching is not agreeable. In terms of training evaluation, it is necessary to identify the training program’s strengths and weaknesses. This includes determining whether the program is meeting the learning objectives, the quality of the learning environment, and whether transfer of training to the job is occurring. As findings, training evaluation was not conducted at reaction, learning and behavioral level of evaluation.
· According to the majority of respondents to the questions gathered, MOENCO's training policy is not communicated with its employees, they are unaware of the policy, and employees were not involved in its development. Thus, a training strategy should be established to guarantee that the results are consistent with the organization's overarching goals. Additionally, it will assist the company in gathering knowledge about how to enhance upcoming trainings. It is well established that management's dedication to and support of training programs has a favorable effect. The majority of respondents think MOENCO's management lacks commitment.
· [bookmark: _bookmark62][bookmark: _Toc109998133]To conclude, the results of the correlation analysis show a relationship between the dependent variable, employee performance, and the independent variables, training, that is positively and strongly correlated with rain (training process and training policy).
[bookmark: _Toc135534894]5.3 Recommendations
One of the techniques used by organizations to increase the abilities, attitudes, and knowledge of their workforce is employee training. Organizations should prioritize their training initiatives. The following recommendation is sent to the organization as the final component of the research and is based on the findings.

· Before conducting preparing programs, MOENCO ought to carry out formal training needs assessment at individual level by comparing actual employee performance with the required implementation or at task level by comparing employee’s current capacities with   the new necessities of work. The training needs assessment is the key activity of the systematic approach in creating training program.
.


· It is recommendable that MOENCO to ought to give consideration when designing training program. In arrange to create the design effective there are components which have to be considered. Objectives of the training ought to be characterized clearly to the trainers, the contents ought to be significant and ought to fit with their particular ability. The other proposal is the company ought to give a chance for employees participate in the designing and development of training practices

· Training being one of the proficient improvement exercises, MOENCO ought to have a     appropriate     training     policy.     Clear     training      policy      will      play      a key   role   in    encouraging    training   practices    of    a    company.    So,    MOENCO is exhorted to design policy with respect to the training practice and to to prepare training policy to improve and modified preparing programs and contents based on its prerequisite
· As the modern management trend is highly concerned with human capital where training is a part of it, MOENCO should give high Emphasis for trainings programs for their employees. They should take training as part of their investment. so that as training can increase employee’s performance and their productive it will have positive impact on their profit and return
· As the advanced management slant is highly concerned with human capital where training may be a part of it, MOENCO ought to grant high emphasis for trainings programs for their training. They ought to take training as part of their investment. so that as training can increase employee’s performance.
· Finally as organizational performance highly linked with employee performance and employee performance relies on the training received, organizations should work hard on developing their employee’s performance by giving them properly organized training.
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[bookmark: _Toc109998136][bookmark: _Toc135534897]ADDIS COLLEGE
SCHOOL OF POSTGRADUATE STUDIES
DEPARTMENT OF MBA 
QUESTIONNAIRE FOR EMPLOYEE

Dear respondents first of all I would like to thank you for your willingness to complete this questionnaire.
This questionnaire is a major material in the preparation of a thesis on “Effect of training on employees’ performance in Ethiopia Motor Engineering.” for the fulfillment of the requirement for the Degree of Master of Business Administration (MBA) at Addis College, Addis Ababa.
The information that you will provide will be used only for educational purpose and will be kept confidential. Furthermore, writing name is not necessary. The researcher kindly asks your cooperation to attempt all questions objectively and honestly.
Thank you for your cooperation!


Daniel Lakew










	


[bookmark: _Toc107764574][bookmark: _Toc109995734][bookmark: _Toc109998137][bookmark: _Toc135534898]Part one: Basic Demographic Data (Please put “√” inside the box)
1. Gender
Male☐	Female☐
2. In which age group are you?
18-25☐	26-35 ☐	36-45☐	46-55 ☐	56 &above☐
3. What is your current Educational Qualification?
College Diploma☐	Degree☐	Masters☐
Other	(Specify) 	

4. Service years in the company?
1-5 ☐	6-10 ☐	11-15☐	16-20☐	above20 ☐
[bookmark: _Toc107764575][bookmark: _Toc109995735][bookmark: _Toc109998138][bookmark: _Toc135534899]PART TWO: ITEMS RELATED TO STUDY

1. Have you participated on Training program in MOENCO? 
Yes☐	No☐
2. If “ YES” how often you participate in training program
             One`s☐ Two-Three Times ☐ More than three times ☐
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[bookmark: _Toc109995736][bookmark: _Toc109998139][bookmark: _Toc135534900]PARTTWO: BASIC QUESTIONS OF THE STUDY
Put a tick mark (“√”) for each statement by using the Following scale rangingfrom5=StronglyAgree4=Agree3=Neutral 2=Disagree1=Strongly Disagree
	No.
	Research Questions
	Strongly
agree
	Agree
	Neutral
	Disagree
	Strongly
Disagree

	Training process
	5
	4
	3
	2
	1

	Training needs assessment

	
1
	Training need assessment is carried out at organization level to determine the skill &knowledge gap required to Achieve the
organization`s strategic plan
	
	
	
	
	

	
2
	Training need assessment is carried out at task level to identify the skill, ability &
Knowledge required to perform a certain job.
	
	
	
	
	

	
3
	Training need assessment is conducted at individual employee level to determine skill
& knowledge gap of individual.
	
	
	
	
	

	4
	Training needs assessment process carried
by the organization is participatory.
	
	
	
	
	

	
5
	Training programs are organized in the
organization by conducting training need assessment.
	
	
	
	
	

	Training design

	6
	The environment and facilities are adequate
and comfortable to conduct trainings.
	
	
	
	
	

	7
	The objective of training is well known by its
staff.
	
	
	
	
	

	8
	Training curriculum are well known by
employees.
	
	
	
	
	

	9
	The trainers are well trained and prepared
on the subject matter.
	
	
	
	
	

	10
	There is a clear view of training objectives in
Conducting training program in MOENCO
	
	
	
	
	

	Training implementation

	On-the-job training
	
	
	
	
	

	
11
	Employee job rotation within MOENCO helps me to increasing my overall performance.
	
	
	
	
	

	12
	I Have been coached by employee or
Supervisor as part of the training program.
	
	
	
	
	

	
13
	My supervisors and seniors and I regularly review the objective of sharing knowledge
for improvement.
	
	
	
	
	

	Off-job-training

	
14
	The lecture training programs are designed at level of abilities and education of
Employee
	
	
	
	
	

	15
	The method of lecture is participatory
	
	
	
	
	

	16
	Off job training is related with the actual job
performed
	
	
	
	
	

	Training evaluation

	17
	Feedbacks are taken from trainee about the training program.
	
	
	
	
	

	18
	Feedback are taken from trainees to improve
the effectiveness of the training.
	
	
	
	
	

	19
	Assessment are given before and after
training about the subject matter program.
	
	
	
	
	

	
20
	Follow up was done whether I am implementing what I learned from the
training program.
	
	
	
	
	

	21
	Quality of my work has been measured after I have taken training in the organization.
	
	
	
	
	

	Practice and effects of training policy of
MOENCO
	5
	4
	3
	2
	1

	22
	There is well designed and widely shared training policy at MOENCO
	
	
	
	
	

	23
	Training policies of MOENCO is known by
Every staff members
	
	
	
	
	

	24
	Training policy can help give clear direction of training output
	
	
	
	
	

	25
	Training policy of MOENCO is related with
reward
	
	
	
	
	

	26
	Training policy is developed with the
participation of employee
	
	
	
	
	

	Commitment of management to organize
Training program to its staff
	5
	4
	3
	2
	1

	27
	The management of MOENCO consider training as part of organization strategy
	
	
	
	
	

	28
	The management of MOENCO support the
Training program
	
	
	
	
	

	29
	The management of MOENCO have positive
attitude toward straining program
	
	
	
	
	

	30
	The management of MOENCO monitor
training program
	
	
	
	
	

	31
	The management of MOENCO Support staff
To participate on training program
	
	
	
	
	

	Effect of training practice on employee
Performance sin MOENCO
	5
	4
	3
	2
	1

	
33
	The training provided by the organization helped me to perform my work efficiently
and effectively.
	
	
	
	
	

	34
	Due to the training, my motivation to do the
job is increased.
	
	
	
	
	

	35
	I feel training enable me to perform my work
with greater accuracy and precisely.
	
	
	
	
	

	36
	The training helped me to provide better
quality of services to customers.
	
	
	
	
	

	
37
	After training I feel that I am committed to
the organization and my work
	
	
	
	
	

	
	
	
	
	
	
	

	38
	The training methods has positive effect on
my skill
	
	
	
	
	

	Perception of employee in relationship between
On-the-Job & Off-the-Job training with performance.
	
5
	
4
	
3
	
2
	
1

	
39
	Off-the-Job training is more effective than On-the-job training in improving our
performance.
	
	
	
	
	

	40
	On-the-jobtrainingismoreeffectivethanOff-the-Jobtraininginimproving your
performance
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