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Introduction: There is no doubt that organization
ecumenical are striving for prosperity and outcom-
peting those in the same industry. In order to do so,
organizations have to obtain and utilize her human
resources efficaciously. Organizations need to be
vigilant of face more authentically towards keeping
their human resources up-to date. In so doing, man-
agers need to pay special attention to all the core
functions of human resource management as this
plays a consequential role in different organizational,
gregarious and economically cognate areas among
others that are influential to the procurement of the
organizational goals and thus organizations prosper-
ous continuation in the market. This study, ergo, goes
on to discuss one of the core functions of human
resource which is training, employee performance,
and how the earlier affects the latter. This chapter is
divided into four sections, which will give the reader
a comprehensive overview of the study. The first sec-
tion presents the subject matter by presenting the
background of the study. This is will be followed by
the verbalization of the research quandary and the
purport of the study. Determinately, the last section
presents an overview of the progress of the rest of
study.

Organizations are facing incremented competition
due to globalization, transmutations in technology,
political and economic environments and conse-
guently prompting these organizations to train their
employees as one of the ways to prepare them to
adjust to the incriminations above and thus enhance
their performance. It is consequential to not ignore
the prevailing evidence on magnification of erudition
in the business corporate world in the last decenni-
um. This magnification has not only been established
by amendments in technology nor a cumulation of

factors of engenderment but incremented efforts
towards development of organizational human re-
sources. It is, consequently, in every organizations
responsibility to enhance the job performance of the
employees and certainly implementation of training
11 and development is one of the major steps that
most companies need to achieve this. As is conspicu-
ous that employees are a crucial resource, it is conse-
guential to optimize the contribution of employees
to the company aims and goals as an expedient of
sustaining efficacious performance. This ergo calls
for managers to ascertain an adequate supply of staff
that is technically and convivially competent and ca-
pable of vocation development into specialist de-
partments or management positions. The question
that may arise in many instances is why human re-
sources are consequential. Bearing in mind that hu-
man resources are the perspicacious property of the
firm, employees prove to be a good source of gain-
ing competitive advantage, and training is the only
way of developing organizational astute property
through building employees competencies. In order
to prosper. Organizations have to obtain and utilize
human resources efficaciously. Organizations, ergo,
need to design its human resource management in
ways that fit into the organization’s structure as this
it will make the organizations achieve their goals and
objectives. Moreover, it is additionally paramount
for organizations to avail their workforce in obtain-
ing the indispensable skills needed and, increment
commitment. The management of human resources
in Africa in general and Uganda in particular is rath-
er challenging as most organizations have difficulties
finding opportune human resources. This may partly
be a result of the different kinds of quandaries, for
example, political instability, corruption, bureaucra-
cy, poor infrastructure, low calibers of inculcation
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and purchasing puissance, diseases and famine ken-
ned to prevail in the African business context.

The purport of this study was to investigate the ef-
fects of training on employee performance of culled
Commercial Bank of Ethiopia in Dawro Zone. The
main objective of training is to ameliorate employee
erudition and the skills for their better performance.
The performance is quantified in terms of the amend-
ment in motivation, efficiency and the Employee
Job Contentment. Both primary and secondary data
sources were utilized. Structured questionnaire was
designed to amass the information from the respon-
dents. The accumulated data were analyzed utilizing
descriptive statistics and multiple regressions. Re-
garding the frequency of training provided, many re-
spondents, i.e., 139 out of 160 respondents avowed
that they took training for one or two times. This may
retard the efficacy and motivation of employees of
the organization. Regarding the methods implement-
ed to distribute trainings, the company mostly used
induction/orientation in which 25 percent (40 out of
160 respondents) affirmed that they took trainings
through lecture. The findings on the Effect of Training
on Employee Performance are generally paramount.

Validity refers to the extent of precision of the results
of the study. Validity of the results can either be in-
ternal or external. Internal validity refers to the anal-
ysis of the precision of the results obtained. External
validity refers to the analysis of the findings with re-
gards to whether they can be generalized (Ghauri &
Gronhaug 2005, 65). Where quantifications are uti-
lized, there subsist variants of validity; face validity,
which describes the extent to which the quantifica-
tion used is plausibly capable of what is due to quan-
tify, convergent validity, which describes the extent
to which the quantification used can bring kindred re-
sults if utilized elsewhere and divergent validity that
describes the extent to which one construct is distin-

guished from another (Ghauri & Gronhaug 2005, 83 —
84). Moreover, concretely four validity types for qual-
itative research subsist, which are often accentuated.
They are: descriptive, interpretative, theoretical and
generalizable validity. Descriptive validity is associat-
ed with degree to which the authentic description of
the results is true. Interpretative validity is associated
with the interpretation’s goodness. Theoretical valid-
ity refers to how adequate the 39 theory suggested
is, such as whether the theory genuinely fortifies the
study subject. Generalizable validity is referred to
what extent the results of the study can be general-
ized, for instance, are the results of this study true for
other organization so in the same industry? (Ghauri
& Gronhaug 2005, 216 — 218). In this study, validity
was taken into consideration. For example, because
the questionnaire is constructed by the researcher, it
is designed on the substructure of the researcher’s
needs in cognation to the study topic and so brings
advantages in the sense that it measures precisely
what the researcher intends to quantify.

The researcher consequently does not require to de-
pend on other researchers for information on for ex-
ample quandary areas and pertinence of the items
included in the questionnaire. Further still, descrip-
tive, interpretative, and theoretical validity were tak-
en into consideration. Exhaustive literature review
in the study area was conducted punctiliously afore
taking on the research. This enabled theories and the
guestions in the questionnaire to be identified. The-
ories and themes are well fortified by the findings.
Reliability refers to the stability of the quantification
used to study the relationships between variables
(Ghauri & Gronhaug 2005, 81). The questions in the
guestionnaire were designed taking into consider-
ation the issues cognate to the quandary and goals
of the study and theories on the subject. It is con-
sequently believed that the replications and results
from this study are reliable.



