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ABSTRACT 
Theme of the study: Training provides employees with the knowledge and skills required to operate within the systems and standards set by management. Organizations need to be kept up to date through effective training to grow and achieve what they have dreamed for. However, some sectors and departments do job without providing the required training. As the result, the required results cannot be obtained and objectives cannot be achieved as per requirement and schedule. Even though certain sectors provide training they do not do as per specific work requirement, at appropriate time, for appropriate employee, using appropriate methodology and by appropriate professionals, resulting in unsatisfactory result. Objectives: This study was designed to assess the current employees’ training practice and its effects on performance at the selected public sectors of north Shewa zone of Oromia region. Methodology: Descriptive design with quantitative approach was applied, and 25% of the target population, was included in the study, by purposely selecting 7 sectors from 30 zonal public sectors. By proportionally allocating the sample to the selected sectors, a total of 251 employees were included in the study, and the participants were consecutively included using quota sampling method until the sample size was attained. Self-administered questionnaires were used to gather information from employees, and data were analyzed using quantitative approach, with the statistical package for social studies (SPSS 20). Descriptive statistical indexes like frequency, percentage, mean and standard deviation (STD) were calculated as needed. Findings: The study described general characteristics of the study participants, characteristics related to: training practices, training need assessments, objectives of training, resources and facilities, training methods and experiences on evaluation methods, and experience on constraints in providing training. The mean age (±STD) of the study participants was 39.5 (±6.1). The mean age of males (±STD) was 40.0 (±6.2), while that of females was 38.7 (±5.8). Most of the participants reported that their sectors have no separate training units, training need assessments were not conducted at their sectors, and selection of trainees was not need assessment based. Majority of the study participants reported that their sectors had constraints in providing training, mainly related to less attention given by their management, lack of budget, inconvenient training method, and presence of unrelated training contents with actual works. Conclusion: Need assessment based training of employees can improve their performance, and constraints of providing training may significantly decrease its effectiveness. Recommendation Thus, all public sectors of north shewa zone should have separate training units, consistently conduct training need assessment, and the training practice should be strengthened, and be planned regularly, focusing on minimizing the constraints of training to achieve the required goal. 
Keywords: Training practice, employees, public sectors, north shewa zone, Oromia.
xi  
CHAPTER ONE INTRODUCTION 
1.1. Background of the study 
Training is defined as the process that provides employees with the knowledge and the skills required to operate within the systems and standards set by management  
(Sommerville, 2007). When employees are recruited into the organization, they may not come with all the required skill set to discharge fully their roles in the organization. Hence, the one to equip such new employees with relevant skill set for the good of the organization. Also, the business world is very dynamic and ever changing. Organizations keep innovating making it imperative or organizations to keep training and learning. The rate technological advancement has made it almost impossible for any forward-looking organization not to flow with the competition is cut throat. Customers keeping raising expectations which every bank which want to remain in business will necessarily have to meet. The Customer-facing employees will need the right skills, knowledge and attitude to manage the customers with their high expectation. The right skill, knowledge and attitude can be acquired through training. The research will attempt to find out the impact which training has on employee performance bearing in mind that the aggregate of individual performance will culminate to organizational performance (Daniel, 2018). 
Training generally increases productivity, motivates workers and inspires skills by providing all the information that workers need to do their work. Training and development help organizations to implement Human Resources Management practices and policies (Nickson, 
2007). The role of human resource department is to improve the organization‟s effectiveness by providing employees with knowledge, skills and attitudes that will improve their current or future job performance. Organizations help their people learn new skills so as to be able to perform well. Organizations with more progressive people- oriented policies can be excelled, leaving the competition behind. This is mainly because when organizations invest in people, in their training, what they get in return is higher skill and greater competence that improves morale and productivity. As people‟s growth is linked with the organization‟s growth in view of long- term profitability, organizations need to invest in their people. Some researchers argue that training contributes significantly to the performance of an organization, implying an affirmative link sandwiched between human resource systems and organizational performance (Osman et al, 2011). 
Training is an essential and inseparable part of the human resources management. Though an employee once recruited into a specific position is expected to best suit the job description, it is unlikely that he possesses all the skills and knowledge required and immediately becomes fully functioning (Decenzo and Robbins, 2007). A newcomer often needs months to learn the goals, rules, regulations, structure and working culture of the organization to adapt and get in the same pace with other colleagues. Thus, training is very important for both the new employees and those on job, for better accomplishment of the goals of the organization and for serving the customers as expected from each employee. 
1.2. Statement of the Problem 
The success or failure of an organization depends on the quality of human resources (Shora, 2004). Organizations need to be kept up to date through effective training to grow and achieve what they have dreamed for. The dynamics nature of skill and knowledge indicates need of improvement in the life and at work through continuous learning. For the sake of economic, social and political development, sectors assure the success of their organization through competent employee. The capacity building training produces competent employees those who can assure the success of the organization by providing service as per requirement. The training also helps to develop self-confidence of the employee, which enable him/her to perform the task very well. By doing so, service quality provided by the employee satisfy the customer and determines the rank of the sector. However, some sectors and departments do job without providing the required training. As the result, the required results cannot be obtained and objectives cannot be achieved as per requirement and schedule. Furthermore, some sectors provide training but not as per specific work requirement and appropriate time. This also results in unsatisfactory result.  
According to Altaye (2005) and Melaku (2004), the selection of trainees as well as trainers is based on special relations and criteria set by organizations. This shows that, inappropriate selection system affects the effectiveness of the training. Furthermore, in most organizations training and development of human resource programs are evaluated at the end of the program rather than at each stage .This shows that providing training is not enough to assure success of the sector in particular work but it should be together with delivering the training as per requirement for particular task, at appropriate time, for appropriate employee, using appropriate methodology and by appropriate professionals. However, some sectors are suffering from incorporating these elements while provide training. Therefore, this study was designed to answer the following research questions. 
1. What are the current training practices of employees in the selected public sectors of North Shewa zone, Oromia region?  
2. What are the effects of employees‟ training practices on their performance in the sectors? 
1.3. Research objectives 
 
  General objective: To assess employees‟ training practice and its effects on performance at selected public sectors of north Shewa zone. 
 Specific objectives:  
1. To determine the current status of employees‟ training practices  
2. To assess effects of employees‟ training practice on their performance 
1.4. Significance of the study 
Different studies might be conducted about training, however the information about the training practices and associated problems in the sectors have not yet been reflected and documented. The output of study will be beneficial to the sectors evaluating their performance related to employee training and design their continuing training practices accordingly. It will help the sectors to review and evaluate their concern on the importance of training towards the accomplishment of their goals. The output of the research is not only going to benefit the sectors but any firm that want to sustain its competitive advantage will achieve through investment in the human capital of the firm. It will also benefit the local communities in the services provided, and all others that could be customers for the sectors or that will work with the sectors. The policy makers can also benefit from the study in the efforts made for improving performance of the public sectors. 
1.5. Scope of the study 
This study was mainly focused on employees‟ training practices and related problems. The study was about assessing training practices and problems related with, and was carried out at selected public sectors of north shewa zone including zonal Education office, office of Trade, Public service and human resource development, Agriculture, Transport agency, and Finance. 
1.6 . Organization of the paper 
This paper was organized into six chapters. The first chapter is an introduction which includes background of the study, problem statement, objective of the study, research questions, significance of the study, and scope of the study. The second chapter is review of related literatures which consists theoretical background and important findings from different literatures. The third chapter involves methodologies applied in the study. The fourth chapter is the result of the study and the fifth is discussions. The sixth chapter about conclusion and recommendation respectively. 

CHAPTER TWO 
2. REVIEW OF RELATED LITERATURE 
2.1. Theoretical Review 
Training takes place in pursuit of developing employees‟ competences and improve their performance, help people grow within the organization in order to meet organizational future human resource needs within the organization and to reduce the learning time for employees starting in new jobs, on appointment, transfer or promotion, and ensure that they become fully competent as quickly and economically as possible (Stredwick, 2005). The main purpose of training is to increase organizational efficiency and effectiveness through improving employee‟s competencies and human asset in general (Meyer and Smith, 2000). Training is the process of increasing the knowledge, and skills for doing a particular job. It is an organized procedure by which people learn knowledge and skill for a definite purpose. The purpose of training is basically to bridge the gap between job requirements and present competence of an employee (Ramya, 2016, p: 697).” Training must be reconciled and aimed to the objective of a specific organization; it is important to analyze what are the present skill and the need of the training to achieve organizational objective, and what type of training is required to meet organizational objectives (Vemic, 2007a). Training also lead the employee to the right mix of knowledge, skills and attitudes which could help a job holder to perform tasks successfully (Kumpikaitė, 2008). Nowadays, organizations make their business in tough and competitive environment, and its internal and external environment changes due to various factors. Hence, every organization need and have to change its internal and external environment accordingly. 
2.2. Training 
Training is the process that provides employees with the knowledge and the skills required to operate within the systems and standards set by management (Sommerville, 2007). Training, in the most simplistic definition, is an activity that changes people‟s behavior (Mccleland, 2002). Staff Training is an indispensable part of Human Resource Management activities; more and more companies have realized how important it is to maintain training in the changing and complex work environment. Training is designed to provide learners with the knowledge and skills needed for their present job because few people come to the job with the complete knowledge and experience necessary to perform their assigned job. 
Becker (1964) provides a systematic explanation of investment in human capital and associated productivity, wages, and mobility of workers. Such investment not only creates competitive advantages for an organization but also provides innovations and opportunities to learn new technologies and improve employee skills, knowledge and firm performance. In fact, there is an increasing awareness in organizations that the investment in training could improve organizational performance in terms of increased sales and productivity, enhance quality and market share, reduce turnover, absence and conflict. In contrast, training has been criticized as faddish, or too expensive, and there is an increasing skepticism about the practice and theoretical underpinning of linking training with firm performance. The knowledge and skills of workers acquired through training have become important in the face of the increasingly rapid changes in technology, products, and systems. 
2.3. The Importance of Staff Training 
 
Staff training is a significant part as well as the key function of Human Resource Management and Development; Staff training is the key task to help everyone in the company to be more united. An enterprise could hire experienced employees or train employees to be skilled. When the company trains their own staff, by providing and forming a harmonious atmosphere, accurate work specification and the passion of work, team spirit was built between employees and management team within the process. Training of work tasks is one of the main aspects of staff training, including principles at work, professional knowledge and skills, by offering employees these essentials, staff training helps personal abilities match with business requirements. Training could be enormously demanding and should be in-depth; lack of training or poor training brings out high employee turnover and the delivery of substandard products and services (Sommerville, 2007). Staff training enhances the capabilities of employees and strengthens their competitive advantage. Effective training will improve the personal characters and professional abilities. Not only employees, management and organization would benefit from staff training, customers and guests benefit as well, because of the received quality products and services (Sommerville, 2007). 
 
Benefits to the Employee 
According to Sommerville (2007), training increases job satisfaction and recognition of the employee. During the training, employees was introduced what the work is about, how to do, what kind of role does the job play in the whole business, it helps them to understand their work better and also love what they do by understanding the work. Employees gained professional knowledge and skills during training and also broads their choices on setting career targets. 
They can get the opportunity to get to know other positions, increases the possibilities of promotions in the meantime. It helps the employee become an effective problem solver. Practical experience can be taught and guided in the training; employees will learn the methods of solving problem or complaints during training. It allows the employee to become productive more quickly. By training, employees get familiar with their work tasks, advanced knowledge and techniques which improve their capabilities, increases productivity. (Sommerville, 2007). 
Benefits to Management 
To management, training aids in evaluating employee performance. People who are responsible for training will find out those employees during training, who are quick learners, who have better knowledge and skills, so that different methods of training can be chosen, therefore, better results can be acquired. It also aids in sustaining systems and standards. It also helps management to identify employees for promotions or transfers. During the training, employees‟ abilities and personalities can be easily identified by experienced trainers, or some employees are more suitable for other positions, institutions can adjust and make best use of employees‟ knowledge and abilities (Sommerville, 2007). 
Benefits to Organization 
According to Sommerville (2007), training leads the organization to improved profitability. Brookes (1995) mentioned that training reduces accidents and safety violations in the organization. Without organized training and guidance, especially employees who work with dangerous facilities, accidents are easily occurred, training can help organizations to prevent accidents. The training reduces wastage and costly employee turnover. With the help of staff training, unnecessary wastage and damages can be avoided. Regular trainings can decrease work pressures and employee turnover, as a result, better service can be achieved with less labor cost. Training also aids in organizational development (Sommerville, 2007). 
2.4. The Training Processes 
Go et al. (1996) advocate the need for a systematic approach as outlined in their nine-step approach to developing training within the organization. 
Step 1: Assessing training needs 
Analyzing training needs is a crucial part of HRD as the identification of needed skills and active management of employee learning is integral to developing corporate and business strategies. 
Many would argue that for training to be effective it is necessary to discern not only the training needs of the individual and the group, but also how their needs fit the overall organizational objectives. Essentially then training needs analysis allow for an appreciation of the need to ensure that there is a fit between training and the company culture, strategy and objectives. Equally, the training needs of the individual needs to be reconciled with those of the organization. In terms of developing a training needs analysis aspects such as job descriptions, job analysis, person specifications or whether performance objectives agreed at appraisals have been met may all potentially be useful indicators. 
Step 2: Preparing the training plan 
The training plan is concerned with outlining what needs to be done based on the training needs of individuals, departments and the organization as a whole. In effect the training plan provides an outline sketch of what the training should address, as well as considering practical aspects such as the method, time and location of the training. 
Step 3: Specifying the training objectives 
A key question to be asked before the training is operationalized is: what are the training objectives? It is important when employees are undertaking training that they understand what they should be able to accomplish when the training program has been completed. 
Step 4: Designing the training program 
Go et al. (1996) suggest a number of issues need to be considered in designing the training program, including: Program duration, Program structure, Instructional methods, Support resources (e.g. a training facility) and the selection of training materials (e.g. videos), Training location or environment, which may also be determined by the task, for example, whether it involves practical skills, Instructor and instructor‟s experience, Origin of the training program, Criteria and methods for assessing participants learning and achievement, Criteria and methods for evaluating the program. 
Step 5: Selecting the instruction methods 
There are a multitude of methods that organizations can use to train and develop staff. All of these various methods will have both strengths and weaknesses and in that sense there is no one best‟ training method. Rather, there is a need for organizations to adopt a contingent approach to training in developing training methods. 
Although there are a great variety of training methods, generally most writers broadly categorize them into three different types of training, in-company on-the-job, in-company off-the job and external off-the-job. 
Step 6: Completing the training plan 
With the establishment of the main design features and the methods which are to be used, the training plan can now be completed. Go et al. note that a complete training plan will have details about the target group (e.g. All service staff), the topic to be considered (e.g. Customer handling), method(s) to be adopted (e.g. Role play), time (e.g. two hours) and location (e.g. 
Conference center). 
Step 7: Conducting the training 
Go et al. (1996 suggest that if other aspects of the nine-step approach are adhered to the training activity/program should be effectively delivered. A number of factors might impact on the training, such as participant selection, ensuring the group feels comfortable physiologically and psychologically and ensuring the person delivering the training is properly prepared and has the right skills. 
Step 8: Evaluating the training 
The ultimate stage of the nine-step approach is to evaluate the training in order to glean feedback from the trainees. There are a number of methods of evaluating training, as identified by Holden (2004): Questionnaires are a useful way to elicit trainees responses to courses and programs. Tests or examinations are common in more formal training courses and are useful for checking the progress of trainees. Projects can be useful in providing useful information for instructors. Structured exercises and case studies allow for trainees to apply their learned skills and techniques under observation. Tutor reports allow for instructors to offer an assessment of the utility of the training. Interviews of trainees can be formal or informal, individual or group, or by telephone. Observation of courses by those responsible for devising training strategies can be very useful in the development of future training. Participation and discussion during the training, though this requires a highly skilled facilitator. 
Step 9: Planning further training 
After the training and its evaluation, training has, in effect, come full circle and the planning process can begin again. 
2.5. Types of Staff Training 
2.5.1. Sort by training objectives 
Training is differed by disparate groups, one is the top management group, the second group is supervisory management, and the third group is front line employees who participate in operations and providing services. As for the top management group, including general manager, directors, managers and assistant managers of every department, they take care of making decisions. 
The training should be about building proper economic views, marketing, forming sales strategy, budgeting and cost controlling etc. Supervisory management group is the supportive team in the organization, such as supervisors, team leaders etc. they should be trained about management concept and ability, professional knowledge, customer services and how to deal with guests requests and complaints etc. Front line staff helps hotels actual operation; training for them should be focused on professional knowledge, technical competencies and working attitudes to improve their abilities (Woods, 2006). 
2.5.2. Sort by training contents 
Trainings are held for different purposes, some are organized to help new employees to get to know the institution, some are for improving employees‟ professional skills, therefore, the trainings can be divided by their contents: 
Apprentice training is a type of training that introduces general information and basic skills needed at work to   workers. This training helps building up good relationships between employees themselves and as well as between employees and management team.  
Moreover, it helps employees to set up the right attitude towards work (Walker, 2007). 
Certification training is a kind of training, which employees get professional certificate on practical or theoretical tests. It aims to improve employees‟ skills and motivate them when they pass the tests (Walker, 2007). 
Simulation training is a practical training which is held with the help of Human Resource Department, aiming to improve methods of working and increase work effectiveness by simulating the real workplace. This training is in existence in everyday work; therefore, it is long term. In order to have good results from this training, department heads play very important roles by using proper training skills. Stimulation is a device or situation that replicates job demands at an off-the-job site.   
When the information to be masteed is complex, and the equipment used on job is expensive, and /or the cost of wrong decision is high. On-the-job training is the type of training which is held whiles the employee is working. Employees‟ professional quality is the key services, the rules and principles of work are taught in this kind of training, besides, courtesy, manners and techniques of handling interpersonal relations are taught as well. This kind of training aims to train employees to learn the best way to do the work in the most quickly and effective way. Cross training is a type of training which ensure the communication among departments and increase the ability of adjusting to distinguished environments, cross training is used to assist employees to receive knowledge and skills from other departments (Walker, 2007). According to Gomez et al (2007), cross functional is about training employees to perform operations in areas than their assigned job. An example is job rotation. It can be used to provide a manager in one functional area with a broader perspective than he or she would otherwise have. 
2.6. Employees’ Performance 
Performance can be separates to organizational performance and employee‟s performance. 
Employees‟ performance is known also as job performance. However: it seems that employees‟ performance is commonly objectively measured in organizations and it will appear that there are few alternative options (Otley, 1999). Performance in organizations is reliant on the performance of employees‟ and other sides such as the environment of the organization, the difference between organizational and employees‟ performance is apparent, 
Therefore, organizations that are doing well is one that is successfully attain objectives (Otley, 1999).  
In other words, Effective implementing and developing appropriate strategy and employees‟ performance is the single result of an employees‟ work (Hunter, 1986). According to Ramlall (2008) the good employee performance is required for organizations, since an organization‟s success reliant on the employees‟ creativity commitment and training. Moreover, Good employees‟ performance is important in stabilizing the organizational economy by improving living standards and higher salaries, an increase in goods accessible for consumption, therefore: individual employee performance is important to society in general (Griffin et al., 1981). 
According to Pincus (1986) the general performance is linked to efficiency or perceptionoriented terms, According to Hunter and Hunter (1984) vital role in a high employee‟ performance is the skill of the employee himself then the employee must be capable to deliver good outcomes. 
Hunter and Hunter (1984) also discuss that this is something the organization can know in front and they can select employees with the required skills or they can recruit those employees themselves. Absolutely the last is more time consuming, but can achieve superior results in the end. According to Kostiuk and Follmann (1989) in most organizations, performance is measured by supervisory rating; however, these data are not very valuable since they are highly subjective. 
2.7. The Relationship between Training and Employee’s Performance 
Most of the previous studies provide the evidence that there is a strong positive relationship between human resource management practices and organizational performance (Purcell et al., 2000). According to Guest (1997) mentioned in his study that training and development programs, as one of the vital human resource management practices, positively affects the quality of the workers knowledge, skills and capability and thus results in higher employee performance on job. This relation ultimately contributes to supreme organizational performance. As depicted by the work of Harrison (2000), learning through training influence the organizational performance by greater employee performance, and is said to be a key factor in the achievement of corporate goals. However, implementing training programs  as a solution to covering performance issues such as filling the gap between the standard and the actual performance is an effective way of improving employee performance (Swart et al., 2005). 
According to Swart et al., (2005), bridging the performance gap refers to implementing a relevant training intervention for the sake of developing particular skills and abilities of the workers and enhancing employee performance. He further elaborates the concept by stating that training facilitate organization to recognize that its workers are not performing well and a thus their knowledge, skills and attitudes needs to be molded according to the firm needs. There might be various reasons for poor performance of the employees such as workers may not motivated anymore to use their competencies, or maybe not confident enough on their capabilities, or they may be facing work life conflict. 
According to Wright and Geroy (2001), employee competencies change through effective training programs workers necessary for the future job, thus contributing to superior organizational performance. Through feel training the employee competencies are developed and enable them to implement the job-related work efficiently, and achieve firm objectives in a competitive manner. 
However, employee performance is also affected by some environmental factors such as corporate culture, organizational structure, job design, performance appraisal systems, power and politics prevailing in the firm and the group dynamics. If the above-mentioned problems exist in the firm, employee performance decreases not due to lack of relevant knowledge, skills and attitude, but because of above mentioned hurdles. To make training effective and to ensure positive effect of training on employee performance these elements should be taken into consideration Wright and Geroy (2001). Besides, Eisenbergeret el. al. (1986) stated that workers feel more committed to the firm, when they feel organizational commitment towards them and thus show higher performance. Bartel (1994) reports that there is a positive correlation between effective training program and employee productivity. 
2. 8. Empirical Review 
Primary data collection will be used to undertake the study. Besides to this, the number of participants for this study will be 251 employees. The methodology that will be used to work on this paper is descriptive research method. The samples for this study will be selected purposely from the total population. The data will be collected by self-administered interview and analyzed by quantitative data analysis method. The collected data will be presented in demographic data and employee training with their numerical and expressive results.  
 
 




2.9. Conceptual Model 
Below constructed conceptual model illustrates the relationship between training and employee performance, in the presence of intervening variables. (Yimam MH 2022, Imran 2015, Nickson, 2007, Guest 1997, Swart et al., 2005, Geroy 2001, Bartel 1994). 
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Figure 1 Conceptual model on training practice of employee and their performance 
     







   
 
CHAPTER THREE 
3. RESEARCH METHODOLOGY 
3.1. Study Area 
This study was conducted in selected public sectors of North Shewa zone of Oromia region found in Fitche town. Fiche is a town in central Ethiopia, and the administrative center of North Shewa Zone in Oromia. It's located about 114 kilometers away from Addis Ababa on the main road of Addis Ababa to Debre Markos. The town has a latitude and longitude of 9°48′N 38°44′E / 9.800°N 38.733°E and an elevation between 2,738 and 2,782 meters above sea level. Based on report from the Central Statistical Agency in 2005, Fiche has an estimated total population of 37,861 of whom 18,446 are men and 19,415 women (Fiche, Ethiopia at Detailed Pedia, 2024). According to office of public service report, there are 30 zonal public sectors in the town which collectively consist of 986 employees.    
3.2. Research Design 
In this study, descriptive design with quantitative approach was used in order to ascertain and be able to describe the characteristics of variables of interest in situation. Descriptive approach has the advantage in explaining, describing in details and it is best in analyzing the problems. This method is found to be very essential for this study because it helps to clarify points that are discussed.  
3.3. Sources of Data 
The necessary data for this study were collected from primary sources. The primary data were collected through self-administered questionnaires. Close ended questionnaires were used for the employees and managers who work in selected public sectors of north Shewa zone, Oromia region. The selected sectors were office of education, trade, public service and human resource development, Entrepreneurship and Skill, agriculture, transport agency and finance.  
3.4. Population and Sample Size 
 
The target population of this study was all the employees of the zonal public sectors of North Shewa zone of Oromia region, while the study population was all the employees of the selected zonal public sectors of north shewa zone that were included in the study.  
According to the report from office of zonal public service, the target population, that is all the employees of the 30 zonal public sectors of North Shewa zone, was 986, while the study population, that is all the employees of the purposely selected 7 zonal public sectors: office of education, trade, public service and human resource development, Entrepreneurship and Skill, agriculture, transport agency and finance was 340. From the 340 employees of the 7 purposely selected zonal public sectors, 251 employees which is about 25.5% of the target population were included in the study.  
3.5. Sampling Techniques 
The 7 zonal public sectors were purposively selected based on the number of employees and expectation of training access. Then, from the target population, that is 986 employees of the total 30 zonal public sectors, 25.5% employees were proportionally distributed to the 7 selected sectors, keeping fair distribution of the sample over the sectors based on their population of employees. Thus, 251 employees were selected and the information were gathered from the employees including the head of the organization. For selecting the sample from the purposely selected sectors, proportional allocation to the selected sectors was used to fairly distribute the sample to be drawn from the sectors. The study participants were consecutively included based on quota sampling methods. In case a participant refused to fill the questionnaires, the next participant was included in the study, and this method continued until the sample size was attained. 
3.6. Methods of Data Collection 
The study was done based on primary data. Primary data were collected from the employees by using self-administered questionnaires that comprise close-ended questions. 
3.7. Data Organization, Presentation, Analysis and Interpretation 
 The data were analyzed using quantitative approach. To simplify the data analysis the row data were coded and entered into computer for processing it using the statistical package for social studies (SPSS 20), for the analysis of data. Descriptive statistical indexes like frequency, percentage, mean and standard deviation were calculated as needed.  
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CHAPTER FOUR DATA ANALYSIS 
4.1. Response Rate 
Since the volunteer study participants of the selected sectors were consecutively included in the study, continuing until the sample size was attained, the response rate was 100%. 
4.2. Background Information of the Study Participants 
The study included 251 employees, and the mean age (±STD) of the study participants was 39.5 (±6.1). The mean age of males (±STD) was 40.0 (±6.2), while that of females was 38.7 (±5.8). About 60% of the study participants were males, and most of the participants were in the age group 36 to 45 years. Most of them (87.6%) were first degree holder or more. Most participants were from office of finance and transport agency. With field of study, majority were from Business and 
Economics, and most participants have ≥10 years work experience (Table 1). 
Table 1 General characteristics of the respondents 
	Variables 
	Frequency 
	Percent 

	Sex  
	 
	 

	   Male  
	150 
	59.8 

	   Female  
	101 
	40.2 

	Age  
	 
	 

	   26-35 
	77 
	30.7 

	   36-45 
	127 
	50.6 

	   46 and above 
	47 
	18.7 

	Educational level 
	 
	 

	   Diploma or lower 
	31 
	12.4 

	   First degree and above 
	220 
	87.6 

	Sector 
	 
	 

	   Agriculture  
	43 
	17.1 

	   Public service and HRD 
	34 
	13.5 

	   Entrepreneurship and skill 
	22 
	8.8 

	   Trade  
	30 
	12.0 

	   Education  
	30 
	12.0 

	   Transport agency  
	46 
	18.3 

	   Finance  
	46 
	18.3 

	Field of study 
	 
	 

	   Business and economics 
	173 
	68.9 

	   Agriculture 
	36 
	14.3 

	   Technology 
	12 
	4.8 

	   Social sciences 
	20 
	8.0 

	   Natural sciences 
	10 
	4.0 

	   Work experience 
	 
	 

	   10 years or less 
	128 
	51.0 

	   11-20 years 
	96 
	38.2 

	   More than 20 years 	
	27 
	10.8 


4.3. Presentation of Results and Discussion 
4.3.1. Results 
4.3.1.1. Descriptions related to training practice and its effects on performance 
Majority of the participants (80%) reported that their sectors have no separate training units but most (80%) of them had experience of participating in training. The highest percent (36%) of those who did not participate in training reported that trainings were given for coordinators. Most (36.3%) of those who took training reported that they took professional (their study field specific) trainings, and most (90.5%) of whom agreed that they were working based on the training they got. The employee that took training also confirmed that their capacity was built (44% agree and 34.1% strongly agree), and work interest (27.5% agree and 27.5 strongly agree), work confidence (45.1% agree and 30.2% strongly agree), interpersonal communication (50% agree and 19.8% strongly agree), work effectiveness (49.5% agree and 28% strongly agree), and performance (50% agree and 28% strongly agree) increased after taking training. But majority (29.1%) of the study participants that took training disagreed that new technology was introduced (table 2) by using the given training. This study also showed that training opportunity was not equal for all, and majority of the study participants indicated that the training was as incentive for employees (51.4% agree and 6.4% strongly agree). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Table 2 Data related to training practice and its effects on performance
 
	Variables 
	Frequency 
	Percent 

	Presence of separate training unit  
	 
	 

	   Yes   
	33 
	13.1 

	   No 
	201 
	80.1 

	  Don‟t know 
	17 
	6.8 

	Training unit led by professional (If present)  
	 
	 

	   Yes  
	30 
	90.9 

	   No  
	3 
	9.1 

	Got training 
	 
	 

	   Yes  
	201 
	80.1 

	   No  
	50 
	19.9 

	Reason if did not get training yet 
	 
	 

	   Budget problem 
	14 
	28.0 

	   Given for coordinators 
	18 
	36.0 

	   Shortage of time  
	5 
	10.0 

	   Absence of trainer on specific job 
	13 
	26.0 

	Training type (if got) 
	 
	 

	   Professional (study field specific) training 
	73 
	36.3 

	   Management specific training 
	59 
	29.4 

	   General training for workers 
	69 
	34.3 

	   If got training, working based on it 
	 
	 

	   Yes  
	182 
	90.5 

	   No  
	19 
	9.5 

	If got training and used, work effectiveness added 
	 
	 

	Strongly disagree 
	13 
	7.1 

	Disagree  
	15 
	8.2 

	Neutral  
	13 
	7.1 

	Agree  
	90 
	49.5 

	Strongly agree  
	51 
	28.0 

	If got training and used, capacity is built 
	 
	 

	Strongly disagree 
	15 
	8.2 

	Disagree  
	10 
	5.5 

	Neutral  
	15 
	8.2 

	Agree  
	80 
	44.0 

	Strongly agree  
	62 
	34.1 

	If got training and used, performance increased 
	 
	 

	Strongly disagree 
	15 
	8.2 

	Disagree  
	11 
	6.0 

	Neutral  
	14 
	7.7 

	Agree  
	91.0 
	50.0 

	Strongly agree  
	51.0 
	28.0 

	If got training and used, new techno introduced 
	 
	 

	Strongly disagree 
	18 
	9.9 

	Disagree  
	53 
	29.1 

	Neutral  
	31 
	17.0 

	Agree  
	41 
	22.5 

	Strongly agree  
	39 
	21.4 


   
Table 2 Data related to training practice and its effects on performance (continued) 

	Variables 
	Frequency 
	Percent 

	If got training and used, interpersonal communication increased 
	 
	 

	Strongly disagree 
	17 
	9.3 

	Disagree  
	22 
	12.1 

	Neutral  
	16 
	8.8 

	Agree  
	91 
	50.0 

	Strongly agree  
	36 
	19.8 

	If got training and used, work interest increased 
	 
	 

	Strongly disagree 
	10 
	5.5 

	Disagree  
	35 
	19.2 

	Neutral  
	42 
	23.1 

	Agree  
	50 
	27.5 

	Strongly agree  
	45 
	24.7 

	If got training and used, work confide. increased 
	 
	 

	Strongly disagree 
	14 
	7.7 

	Disagree  
	17 
	9.3 

	Neutral  
	14 
	7.7 

	Agree  
	82 
	45.1 

	Strongly agree  
	55 
	30.2 

	Training opportunity is equal for all 
	 
	 

	Strongly disagree 
	44 
	17.5 

	Disagree  
	54 
	21.5 

	Neutral  
	57 
	22.7 

	Agree  
	76 
	30.3 

	Strongly agree  
	20 
	8.0 

	Training opport. is as incentive for employees 
	 
	 

	Strongly disagree 
	13 
	5.2 

	Disagree  
	44 
	17.5 

	Neutral  
	49 
	19.5 

	Agree  
	129 
	51.4 

	Strongly agree  
	16 
	6.4 

	Training opport is in r/n to immediate supervisors 
	 
	 

	Strongly disagree 
	15 
	6.0 

	Disagree  
	55 
	21.9 

	Neutral  
	102 
	40.6 

	Agree  
	64 
	25.5 

	Strongly agree  
	15 
	6.0 

	Training opportunity is mainly for office leaders 
	 
	 

	Strongly disagree 
	69 
	27.5 

	Disagree  
	86 
	34.3 

	Neutral  
	50 
	19.9 

	Agree  
	30 
	12.0 

	Strongly agree  
	16 
	6.4 


 
4.3.1.2. Training need assessment practices 
Concerning training need assessment practices, nearly half (48.6%) of the study participants reported that training need assessments were not conducted at their sectors, while in those sectors that conducted need assessment, the need assessments were mostly (76%) done by reviewing the performance of their employees (table 3). 
Table 3 Training need assessment related descriptions 
	Variables 
	Frequency 
	Percent 

	Sector conduct training need assessment  
	 
	 

	   Yes  
	96 
	38.2 

	   No  
	122 
	48.6 

	    Don’t know 
	33 
	13.1 

	Belief that need assessment is used/applied/ for offering training  
	 
	 

	   Yes  
	92 
	36.7 

	   No  
	118 
	47.0 

	   Don’t know 
	41 
	16.3 

	Training need assessment is conducted according to professions  
	 
	 

	   Yes  
	48 
	19.1 

	   No  
	157 
	62.5 

	   Don‟t know 
	46 
	18.3 

	Sector means of conducting training need assessment 
	 
	 

	   Conducting survey 
	6 
	6.3 

	   Reviewing performance  
	73 
	76.0 

	   Through group discussion 
	17 
	17.7 

	If no need assessment, absence of expert was the reason 
	 
	 

	   Strongly disagree 
	38 
	31.1 

	   Disagree  
	59 
	48.4 

	   Neutral  
	9 
	7.4 

	   Agree  
	8 
	6.6 

	   Strongly agree  
	8 
	6.6 

	   If no need assessment, lack of budget was the reason 
	 
	 

	   Strongly disagree 
	8 
	6.6 

	   Disagree  
	35 
	28.7 

	   Neutral  
	36 
	29.5 

	   Agree  
	14 
	11.5 

	   Strongly agree  
	29 
	23.8 

	If no need assessment, lack of understanding on need assessment was there 
	 
	 

	   Strongly disagree 
	31 
	25.4 

	   Disagree  
	48 
	39.3 

	   Neutral  
	22 
	18.0 

	   Agree  
	11 
	9.0 

	   Strongly agree  
	10 
	8.2 

	If no need assessment, lack of time was the reason 
	 
	 

	   Strongly disagree 
	24 
	19.7 

	   Disagree  
	60 
	49.2 

	   Neutral  
	11 
	9.0 

	   Agree  
	12 
	9.8 

	   Strongly agree  
	15 
	12.3 


 
4.3.1.3. Descriptions related to objectives of training in the selected sectors 
Majority (72.5%) of the study participants reported that their sector set objectives before training. However, only 59.3% of the current study participants reported that the objectives were achieved (table 4). 
Table 4 Descriptions related to objective of training
  
	Variables 
	Frequency 
	Percent 

	Sector set objectives before training 
	 
	 

	   Yes  
	182 
	72.5 

	   No  
	14 
	5.6 

	    Don’t know 
	55 
	21.9 

	If set, the objective was achieved 
	 
	 

	   Yes  
	108 
	59.3 

	   No  
	63 
	34.6 

	   Don’t know 
	11 
	6.0 

	Attainable objective was set for training 
	 
	 

	Yes  
	118 
	64.8 

	No  
	17 
	9.3 

	Don’t know 
	47 
	25.8 



4.3.1.4. Training development, resources and facilities in the selected sectors 
Most of the study participants (43% strongly disagreed and 16.3% disagreed) did not agree that the selection of trainees was need assessment based at their sectors. Most (49.8%) of the study participants agreed that the trainers participated in the trainings had adequate knowledge of the training while majority (36.3%) of the participants who participated in training disagreed that there was enough training aids. Most (44%) of the participants also disagreed that there was enough budget allocated for the training (table 5).  
 
 
 
 
 
  Table 5 Data on resources and facilities related to training  

	Variables 
	Frequency 
	Percent 

	Trainees selection is need assessment based 
	 
	 

	   Strongly disagree 
	108 
	43.0 

	   Disagree  
	41 
	16.3 

	   Neutral  
	36 
	14.3 

	   Agree  
	39 
	15.5 

	   Strongly agree  
	27 
	10.8 

	Trainers have knowledge of training 
	 
	 

	   Strongly disagree 
	20 
	10.0 

	   Disagree  
	31 
	15.4 

	   Neutral  
	23 
	11.4 

	   Agree  
	100 
	49.8 

	   Strongly agree  
	27 
	13.4 

	Training match the objectives 
	 
	 

	   Strongly disagree 
	14 
	7.0 

	   Disagree  
	40 
	19.9 

	   Neutral  
	47 
	23.4 

	   Agree  
	70 
	34.8 

	   Strongly agree  
	30 
	14.9 

	Training environment was conducive  
	 
	 

	   Strongly disagree 
	24 
	11.9 

	   Disagree  
	63 
	31.3 

	   Neutral  
	47 
	23.4 

	   Agree  
	48 
	23.9 

	   Strongly agree  
	19 
	9.5 

	There was enough training aids 
	 
	 

	   Strongly disagree 
	13 
	6.5 

	   Disagree  
	73 
	36.3 

	   Neutral  
	53 
	26.4 

	   Agree  
	43 
	21.4 

	   Strongly agree  
	19 
	9.5 

	Enough budget allocated for the training 
	 
	 

	   Strongly disagree 
	41 
	20.4 

	   Disagree  
	94 
	46.8 

	   Neutral  
	29 
	14.4 

	   Agree  
	15 
	7.5 


   Strongly agree  	22 	10.9 



4.3.1.5. Training Methods and Experiences on Evaluation Methods in the Selected Sectors The majority (66.9%) of study participants, responded as orientation was given for the newly employed workers. About 40% of the study participants reported that their sectors used on-job method of training for training their employees. The reports of the participants showed that 33.5% of the employees were not satisfied with the method of training used. Majority (69%) of the unsatisfied employees reported that the reason for not being satisfied was that the training lacked details. Most (45.8%) of the participants disagreed that their sectors keep records of trainings for employees, which could make regular evaluation of the effectiveness of training courses difficult.  However, most (54.6%) of the participants agreed that formal assessment is conducted for feedback on training. Majority (63.3%) of the study participants agreed that their sector had defined training plan while 53.2% disagreed that trainings were defined within the plan. In the sectors that had defined training plan, about 43% of the participants disagreed that trainings were implemented as planned (table 6). Table 6 Training methods and experience on evaluation methods 
	Variables 
	Frequency 
	Percent 

	Orientation is given for new employee 
	 
	 

	  Yes  
	168 
	66.9 

	  No  
	69 
	27.5 

	  Don‟t know 
	14 
	5.6 

	Method sector uses for training employees 
	 
	 

	  On the job method 
	100 
	39.8 

	  Off the job method 
	61 
	24.3 

	  On and off the job method 
	54 
	21.5 

	  Don‟t know 
	36 
	14.3 

	Employees satisfied with the method of training 
	 
	 

	  Yes  
	128 
	51.0 

	  No  
	84 
	33.5 

	  Don‟t know 
	39 
	15.5 

	Reason for unsatisfied with training method  
	 
	 

	  Lacks details 
	58 
	69.0 

	  Not timely given 
	26 
	31.0 

	Sector keeps records of trainings for employees 
	 
	 

	     Strongly disagree 
	21 
	8.4 

	     Disagree  
	115 
	45.8 

	     Neutral  
	61 
	24.3 

	     Agree  
	36 
	14.3 

	     Strongly agree  
	18 
	7.2 

	Productivity is evaluated after training 
	 
	 

	     Strongly disagree 
	29 
	11.6 

	     Disagree  
	63 
	25.1 

	     Neutral  
	47 
	18.7 

	     Agree  
	93 
	37.1 

	     Strongly agree  
	19 
	7.6 


  
Table 6 Training methods and experience on evaluation methods (continued)
 
	Variables 
	Frequency 
	Percent 

	Formal assessment for feedback on training 
	 
	 

	   Strongly disagree 
	48 
	19.1 

	   Disagree  
	17 
	6.8 

	   Neutral  
	26 
	10.4 

	   Agree  
	137 
	54.6 

	   Strongly agree  
	23 
	9.2 

	Uses evaluation system to reduce repetition of training 
	 
	 

	   Strongly disagree 
	17 
	6.8 

	   Disagree  
	27 
	10.8 

	   Neutral  
	27 
	10.8 

	   Agree  
	159 
	63.3 

	   Strongly agree  
	21 
	8.4 

	Evaluation indicated productivity 
	 
	 

	   Strongly disagree 
	39 
	15.5 

	   Disagree  
	49 
	19.5 

	   Neutral  
	55 
	21.9 

	   Agree  
	74 
	29.5 

	   Strongly agree  
	34 
	13.5 

	Training provided timely (at beginning of the work) 
	 
	 

	   Strongly disagree 
	33 
	13.1 

	   Disagree  
	97 
	38.6 

	   Neutral  
	42 
	16.7 

	   Agree  
	50 
	19.9 

	   Strongly agree  
	29 
	11.6 

	Sector has defined training plan 
	 
	 

	   Strongly disagree 
	15 
	6.0 

	   Disagree  
	33 
	13.1 

	   Neutral  
	17 
	6.8 

	   Agree  
	159 
	63.3 

	   Strongly agree  
	27 
	10.8 

	Training defined within the plan 
	 
	 

	   Strongly disagree 
	16 
	8.5 

	   Disagree  
	100 
	53.2 

	   Neutral  
	20 
	10.6 

	   Agree  
	37 
	19.7 

	   Strongly agree  
	15 
	8.0 

	Training is implemented as planed 
	 
	 

	   Strongly disagree 
	16 
	8.5 

	   Disagree  
	82 
	43.4 

	   Neutral  
	32 
	16.9 

	   Agree  
	43 
	22.8 

	   Strongly agree 
	16 
	8.5 


4.3.1.6. Descriptions Related to Experience on Training Related Problems 
About 64% of the study participants reported that their sectors had problem during training. Of the participants that reported problem, 33.5% agreed that less attention was given by their management, 
42.9% agreed that lack of budget was there, 28.6% agreed on inconvenient training method, and 22.4% agreed and 21.7% strongly agreed on presence of unrelated training contents with actual work (table 7). 
Table 7 Descriptions related to experience on constraints of training
  
	Variables 
	Frequency 
	Percent 

	Sector had problem during training 
	 
	 

	   Yes  
	161 
	64.1 

	    No  
	21 
	8.4 

	    Don‟t know 
	69 
	27.5 

	If problem during training, less attention was given by the management 
	 
	 

	   Strongly disagree 
	18 
	11.2 

	   Disagree  
	54 
	33.5 

	   Neutral  
	11 
	6.8 

	   Agree  
	54 
	33.5 

	   Strongly agree  
	24 
	14.9 

	If problem with training, lack of budget 
	 
	 

	   Strongly disagree 
	20 
	12.4 

	   Disagree  
	25 
	15.5 

	   Neutral  
	18 
	11.2 

	   Agree  
	69 
	42.9 

	   Strongly agree  
	29 
	18.0 

	If problem with training, due to inconvenient training method 
	 
	 

	   Strongly disagree 
	12 
	7.5 

	   Disagree  
	34 
	21.1 

	   Neutral  
	27 
	16.8 

	   Agree  
	46 
	28.6 

	   Strongly agree  
	42 
	26.1 

	If problem with training, presence of unrelated training contents with actual work 
	 
	 

	   Strongly disagree 
	12 
	7.5 

	   Disagree  
	39 
	24.2 

	   Neutral  
	39 
	24.2 

	   Agree  
	36 
	22.4 

	   Strongly agree  
	35 
	21.7 


 
 
4.3.2. Discussions 
In this study, training practice of employees and their effects on performance were assessed. The 5 Likert scales (strongly disagree, disagree, neutral, agree and strongly agree) were used to rate the responses of the study participants in assessing the effects of training practices on performance, in which the response „neutral‟ indicates that the participant is not sure whether training practice has effect on performance or not while „strongly disagree/disagree „or „agree/strongly agree‟ show presence of certain effect of training practice on performance. The study found that majority of the study participants that got training agreed that they were working based on the training they got, and confirmed that their capacity was built (44% agree and 34.1% strongly agree), and work interest (27.5% agree and 27.5 strongly agree), work confidence (45.1% agree and 30.2% strongly agree), interpersonal communication (50% agree and 19.8% strongly agree), work effectiveness (49.5% agree and 28% strongly agree), and performance (50% agree and 28% strongly agree) increased after taking training. This might be due to improved capacity (knowledge and skill) of the employee from taking training because attending the training programs can give a better understanding of the job responsibilities for the employees, and is positively associated in bringing the job-related skills into the employees.  
 
Capacity built, increased work interest, improved work effectiveness, confidence in working, and interpersonal communication at work place with better deal with their peers and supervisors, through training can enhance employees‟ performance at work (Imran and Tanveer, 2015). Other studies also indicated that training courses improve the self-confidence of trainees (AL-Mzary et al., 2015, Landa, 2018). Similarly, another study from Nigeria showed that training (specifically behavioral and cognitive) improves knowledge and skill for optimal performance of employees (Falola et al., 2014). A study from Addis Ababa also showed that training improves employees‟ performance (Abeba et al., 2015). Hence, training improves employees‟ job knowledge, interpersonal communication, and motivation for work, which may lead to better performance at work. But majority (29.1%) of the study participants that took training disagreed that new technology was introduced (table 2) by using the given training, which might be related to the type of training the employees took. This study also showed that training opportunity was not equal for all employees, and majority of the study participants indicated that the training was as incentive for employees (51.4% agree and 6.4% strongly agree). 
 
 The findings are in agreement with a study from Jordanian universities which stated that favoritism, followed by personal relations plays a role in the selection of trainees (AL-Mzary et al., 2015). Concerning training need assessment practices, nearly half (48.6%) of the study participants reported that training need assessments were not conducted at their sectors, while in those sectors that conducted need assessment, the need assessments were mostly (76%) done by reviewing the performance of their employees, which is in agreement with a study done at Jordanian universities (AL-Mzary et al., 2015), which indicated that the training needs were based on the work requirements. 
 
The study also indicated that sectors of most (72.5%) of the study participants set objectives before training. This is similar to a study conducted at Jordanian universities which stated that designing training courses was based on well stated aims and standards, and indicated that the training courses had clear aims and standards which was a positive feature (AL-Mzary et al., 2015). However, only 
59.3% of the current study participants reported that the objectives were achieved. 
 
Most of the study participants (43% strongly disagreed and 16.3% disagreed) did not agree that the selection of trainees was need assessment based at their sectors. This is inconsistent with the other  study conducted at Bahir Dar university, in which training needs assessment had a significant positive effect on the performance of the administrative employees in the university (Mohammed, 2022), but it is consistent with a study conducted in Addis Ababa, in which need assessment was rarely conducted (Abeba et al., 2015). Since the selection of employees is not need assessment based in the current selected sectors, the level of employees‟ performance in the sectors may be reduced, as training needs assessment has positive relationship with employee performance (Landa, 2018; Mahmud et al., 2019; Mohammed, 2022). 
 
This study showed that orientation was mostly given for the newly employed workers. This may help in equipping employees with the practice and core value of the organization and what is expected of them to do (Falola et al., 2014). Most (45.8%) of the participants disagreed that their sectors keep records of trainings for employees, which could make regular evaluation of the effectiveness of training courses difficult.  This is similar to the findings from study in Jordan, which indicated lack of regular evaluation of training courses in terms of the performance of employees (Al-Mzary et al., 2015).   


However, this study indicated that formal assessment is mostly conducted for feedback on training. 
The found that the sectors of most (63%) study participants had defined training plan, but about 43% of the participants disagreed that trainings were implemented as planned, and the training was not mostly (53.2%) defined within the plan. The study also indicated that the sectors, in most cases (64%), had problem during training, and the identified training include that less attention was given by their management, lack of budget, inconvenient training method, and presence of unrelated training contents with actual work, and all of these should be worked on and improved for better training and employees‟ performances. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
    
CHAPTER FIVE 
5. CONCLUSION AND RECOMMENDATION 
Introduction 
The current study was conducted in selected public sectors of north shewa zone of Oromia region, and included 251 employees, to assess training practice and its effects on the performance of the employees. The key findings from the study include: No separate training units in most of the sectors, but most of the participants had experience of participating in training. The employee that took training confirmed that their capacity built, and work interest, work confidence, interpersonal communication, work effectiveness, and also performance increased after taking training. This study also found that training opportunity was not equal for all, and training need assessments were rarely conducted at their sectors, and thus trainee selections were mostly not need assessment based. Inadequate budget were allocated for the training and there were also inadequate training aids. Orientation is mostly given for newly employed workers.  Reported constraint during training, include: less attention from management, lack of budget, inconvenient training method, and presence of unrelated training contents with actual work.  
5.1. Conclusion 
Need assessment-based training of employees can improve their performance through building their capacity, and increasing work interest, work confidence, interpersonal communication at the work place, and work effectiveness. Constraints of providing training for employees, including less attention by the management bodies, lack of budget, inconvenient training methods/techniques, and training contents that are not related to the actual works may significantly decrease the effectiveness of training given for the employees. 
5.2. Recommendations 
All public sectors of north shewa zone should have separate training units to strengthen their training practice, and should consistently conduct training need assessment for their employees by opening training opportunity for all their employees. In all the public sectors of north shewa zone, the training practice should be strengthened, and should be planned regularly, focusing on minimizing the constraints related to providing training to achieve the required goal of the training. 
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  APPENDIXES: 
Questionnaires 
Salale University School of Graduate Studies College of Business and Economics, Department of Management 
 Questionnaire to be filled by employees of selected public sectors of north shewa zone, Oromia region. The purpose of this questionnaire is to gather relevant data on employees‟ training practices and associated problems. 
General directions 
· Respondents of the questionnaire are employees of the sector with a minimum experience of 6 months in the sector 
· Response to all close ended question items by putting the mark, and writing your opinion on the open-ended ones, using the space provided. 
· The study is for academic purpose, no relation to organization and personal affairs 
· No need of writing your name on the questionnaire 
Part I: Personal Data 
 
1. Sex:                  1. Male                                                      2. Female 
2. Age  --------------------------------                            
3. Educational level ----------------------------- 
4. Field of Study ___________  
5. Work experience (in years):----------------------- 
6. Your current sector_______________ 
7. Current work unit/department ________ position _______  
Part II: Information related to training practice and its effects on performance of employees (for all selected study participants/employees) 
 I. Is there office/unit of training and development division separately?  
1. Yes               2. No              3. Do not know   
2. Does training office led by professional employee who fulfils required qualification for the position? 
        1. Yes                  2. No                      3. Do not know   
3. Did you get a chance for training?    1. Yes      2. No            3. Do not know 
4. If your answer for item No.3 is „No‟, what was the reason? _____________________________________________ 
5. If your answer for item No. 3 is „Yes‟, write the type of training? 
________________________________________________ 
6. Are you working on the basis of the training you got? 1. Yes    2. No   
7. If your answer for item 6 is „ Yes‟ , indicate your level of benefit  on the basis of the training you got by marking the rating scale of your choice from the following alternatives (Strongly Disagree-1 , Disagree-2, Neutral-3, Agrec-4 Strongly Agree-5). 
	SN 
	Questions 
	Rating scales 
	
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	7.1 
	The training has added work effectiveness 
	 
	 
	 
	 
	 

	7.2 
	The training program builds capacity 
	 
	 
	 
	 
	 

	7.3 
	The training increased work performance 
	 
	 
	 
	 
	 

	7.4 
	Training introduced new technologies 
	 
	 
	 
	 
	 

	7.5 
	Training increased interpersonal communication with other workers 
	 
	 
	 
	 
	 

	7.6 
	The training increased interest of work 
	 
	 
	 
	 
	 

	7.7 
	Training added confidence on the work 
	 
	 
	 
	 
	 


 
8. Indicate your level of agreement on the selection of trainees by marking the rating scale of your choice from the following alternatives (Strongly Disagree- 1, Disagree-2, Neutral-3, Agree4, and Strongly Agree-5)  
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	8.1 
	Selection opportunity is equal for all employees 
	 
	 
	 
	 
	 

	8.2 
	Training opportunity is as incentive for employees 
	 
	 
	 
	 
	 

	8.3 
	The opportunity is given in relation of immediate supervisors 
	 
	 
	 
	 
	 

	8.4 
	The opportunity is mainly for office leaders 
	 
	 
	 
	 
	 


 
Part III: Training Need Assessment related questionnaires (for all selected employees) 
I. Does your sector conduct training need assessment?    1. Yes     2. No      3. Do not know  
2. Do you believe that need assessment is used/applied/ for offering training? 1. Yes   2. No   
3.Do not know  
3. Do you think that need assessment conducted according to professions? 1. Yes    2. No             3. Do not know  
4. How did your sector gather information to assess training needs? 1. Conducting survey                2. Observing employees in performing tasks   3. Based on performance reviewing   4. In conducting group discussion   5. Do not know 
5. If need assessment has not been conducted, what was the reason? Indicate your reaction by marking the rating scale of your choice from the following alternatives (Strongly disagree- 1, Disagree 2,       Indifferent 3,      Agree 4,      Stronglyagree-5). 
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	5.1 
	Absence of the experts to do the assessment 
	 
	 
	 
	 
	 

	5.2 
	Lack of budget 
	 
	 
	 
	 
	 

	5.3 
	No understanding of the training need assessment 
	 
	 
	 
	 
	 

	5.4 
	Shortage of time to do 
	 
	 
	 
	 
	 


 
Part IV: Training Objectives (for all selected employees/participants) 
1. Did your sector set the objectives before offering training programs? 1. Yes      2.No              3. Do not know   
2. If say yes for No 1, do you believe that the objective was achieved? 1. Yes  2. No   3. Do          not know  
3. Were the objectives of the training attainable?   1. Yes  2. No   3. Do not know  
Part V: Training development, Resources and Facilities (for all selected participants) 
I. Indicate your level of agreement on the training development, resources and facilities by marking the rating scale of your choice from the following alternatives (Strongly disagree-1 , Disagree-2, indifferent-3, Agree-4, strongly agree-5) 
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	I 
	Training development 
	 
	 
	 
	 
	 

	Trainees 
	 
	 
	 
	 
	 

	1 
	Trainee selection was on the basis of need assessment 
	 
	 
	 
	 
	 

	Trainers 
	 
	 
	 
	 
	 

	2 
	Trainers were professionals (by field of study) for the 
	 
	 
	 
	 
	 

	
	training 
	
	
	
	
	

	3 
	Trainers matched the objective of training to each content 
	 
	 
	 
	 
	 

	II 
	Resources and facilities 
	 
	 
	 
	 
	 

	4 
	There was conducive training environment 
	 
	 
	 
	 
	 

	5 
	There were adequate training aids 
	 
	 
	 
	 
	 

	6 
	There was adequate budget allocation for the training 
	 
	 
	 
	 
	 


 
Part VI: Training Methods and Experience on Evaluation Methods (for all selected participants) 
Training Methods: 
1. Is there an orientation program before offering jobs for new employees?       
1. Yes   2. No  3. Do not know  
2. Which method did your sector use in training its employees? 1. On-the-job method    2.     
     Off-the-job-method 3. Other specify____________________________________ 
3. Have you satisfied with the method used in your training?  
1. Yes          2. No                  3. Do not know        
4. If your answer is no for question No.3, what was the reason? 
_________________________________________ Evaluating Training Programs: 
4. Indicate your level of agreement by marking the rating scale of your choice from the following alternatives ( Strongly disagree-1 , Disagree-2, Indifferent-3, Agree-4, Strongly Agree-5) 
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	5.1 
	The sector kept records of the training programs for each employee 
	 
	 
	 
	 
	 

	5.2 
	There was a system of evaluating productivity after training 
	 
	 
	 
	 
	 

	5.3 
	There was a formal assessment to get feedback from trainees 
	 
	 
	 
	 
	 

	5.4 
	The evaluation system used to reduce repetition of training 
	 
	 
	 
	 
	 

	5.5 
	The evaluation was capable to indicate productivity 
	 
	 
	 
	 
	 

	5.6 
	Training provided timely (at the begging of the work) 
	 
	 
	 
	 
	 


 
 
Training Plan Related Questionnaires:  
5. Indicate your level of reaction by marking the rating scale of your choice from the following alternatives (Strongly Disagree- 1, Disagree-2,  Agree 3, Agree-4, strongly Agree-S) 
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	6.1 
	The sector has a clearly defined training plan 
	 
	 
	 
	 
	 

	6.2 
	The issue of training employees is clearly defined with in the plan 
	 
	 
	 
	 
	 

	6.3 
	Employee training is implemented in line with the plan 
	 
	 
	 
	 
	 


 
Part VII: Constraints of Training (for all selected participants) 
1. Did the sector have problems during training sessions? 1. Yes   2. No   3. Do not know  
2. If 'yes' for item no.l, indicate your level of agreement about the problems of training and development by marking the rating scale of your choice from the following alternatives (Strongly Disagree- 1, Disagree-2, Agree- 3, Agree-4, strongly Agree-5 
	SN 
	Questions 
	Rating scales 
	
	

	
	
	1 
	2 
	3 
	4 
	5 

	2.1 
	Absence of training plan 
	 
	 
	 
	 
	 

	2.2 
	Less attention by the office management 
	 
	 
	 
	 
	 

	2.3 
	Lack of experts for training and development programs 
	 
	 
	 
	 
	 

	2.4 
	Lack of adequate budget 
	 
	 
	 
	 
	 

	2.5 
	Inconveniency of training development methods 
	 
	 
	 
	 
	 

	2.6 
	The trainees was not selected based on need assessment 
	 
	 
	 
	 
	 

	2.7 
	Lack of evaluation of training development 
	 
	 
	 
	 
	 

	2.8 
	Irrelevancy of training contents with the actual work 
	 
	 
	 
	 
	 


 
 
 

List of Public Sectors of North Shewa Zone, with the Number of their Employees
	SN 
	Sector 
	Employee 
	 

	1 
	Administrative  
	59 
	 

	2 
	Public service and human resource development  
	46 
	 

	3 
	 General court  
	20 
	 

	4 
	Woman and children affairs  
	12 
	 

	5 
	Finance  
	63 
	 

	6 
	Microfinance  
	11 
	 

	7 
	House and town development  
	38 
	 

	8 
	Government employee social affairs  
	16 
	 

	9 
	Health  
	53 
	 

	10 
	Education 
	40 
	 

	11 
	Investment and industry  
	36 
	 

	12 
	Agriculture 
	58 
	 

	13 
	Communication 
	9 
	 

	14 
	Water and energy 
	39 
	 

	15 
	Peace and security (Milisha) 
	7 
	 

	16 
	Small enterprise 
	36 
	 

	17 
	Land administration 
	33 
	 

	18 
	Police commission 
	8 
	 

	19 
	Prison administration commission 
	105 
	 

	20 
	Administration and security 
	16 
	 

	21 
	Trade  
	41 
	 

	22 
	Transport agency 
	62 
	 

	23 
	Youth and sport  
	24 
	 

	24 
	 Entrepreneurship and skill 
	30 
	 

	25 
	Road and logistics 
	17 
	 

	26 
	 Planning and economic development 
	14 
	 

	27 
	 Civil service agency 
	7 
	 

	28 
	Construction Authority 
	52 
	 

	29 
	 Environmental protection Authority 
	13 
	 

	30 
	Mineral development authority 
	21 
	 

	
	Total employees 
	986 
	 


Selected Sectors=7= education, trade, Public service and human resource development, 
Entrepreneurship and skill, Agriculture, Transport agency and finance= sample size=251   
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 	27 
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