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Abstract

This study assessed the effect of training and development (T&D) practices on employee performance in
the case of Ethiopian Airlines. Guided by Human Capital Theory and Kirkpatrick’s Four-Level Evaluation
Model, the research examined how training programs are designed and implemented and their influence
on employee performance outcomes. A mixed-methods approach was employed, using structured
questionnaires distributed to operations and marketing employees, supported by limited qualitative insights
from interviews and organizational records. Descriptive and inferential statistics, including correlation
and multiple regression analysis, were applied to determine the relationship between training and employee
performance. The findings indicated that well-structured and role-specific training programs significantly
enhanced employee performance by improving skills, motivation, and job satisfaction. Employees also
emphasized the importance of practical and engaging training delivery methods, ongoing evaluation, and
management support in sustaining performance improvements. The study concludes that Ethiopian Airlines
should institutionalize post-training evaluation mechanisms, strengthen trainer competency, and align
training with departmental needs to maximize impact. These findings provide empirical evidence on the
strategic role of T&D in enhancing employee performance and offer practical implications for human

resource policy and practice in the aviation industry.
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Chapter 1

Introduction

1.1 Back Ground of the study

In today’s competitive global economy, organizations face constant technological change,
evolving customer expectations, and increasing market pressures. To remain competitive,
organizations must continuously develop their human capital—the knowledge, skills, and
competencies of their employees. Human capital theory emphasizes that investments in employee
training and development enhance productivity, innovation, and adaptability, thereby improving

overall organizational performance (Becker, 1993).

Training and development (T&D) play a vital role in equipping employees with relevant
knowledge and practical skills. Well-designed training initiatives improve employee competence,
increase motivation, and foster job satisfaction, which together contribute to higher performance
levels. In addition, training reduces errors, improves service quality, strengthens teamwork, and
enhances employee retention (Armstrong, 2014; Salas et al., 2012). Organizations that prioritize

continuous learning are therefore better positioned to sustain long-term growth.

Empirical studies across industries support this link between T&D and performance. For instance,
Alipour et al. (2009) found that structured training significantly improved productivity in the
insurance sector, while Komba and Ng’ethe (2012) demonstrated that training reduced errors and
enhanced customer satisfaction in the aviation industry. Similar evidence from both developed and
developing contexts highlights that effective T&D fosters innovation, efficiency, and stronger

organizational identity.

The aviation sector, in particular, illustrates the critical role of training. Airlines operate under
stringent safety standards, complex technologies, and demanding customer service requirements.
Continuous training is essential for both technical staff (such as pilots and engineers) and
customer-facing employees to ensure safety, efficiency, and high-quality service. Without regular

training, airlines risk compromising operational standards and losing competitive advantage.

|Page



Ethiopian Airlines, Africa’s largest and most successful carrier, provides a unique case for
studying T&D and performance. The airline has invested in multiple training initiatives to
strengthen the skills of its workforce in line with global aviation standards. However, despite these
efforts, challenges remain. Some training programs lack alignment with specific employee needs
or organizational goals, while evaluation mechanisms are limited. Moreover, little empirical
research has been conducted to systematically assess how Ethiopian Airlines’ training programs

influence employee performance.

This study addresses this gap by investigating the design and implementation of training and
development programs at Ethiopian Airlines and their effect on employee performance. By
combining quantitative and qualitative approaches, the study seeks to generate evidence that can

guide both academic understanding and practical improvements in training policy and strategy.

1.2 Statement of the problem

Training and development (T&D) are often described as the backbone of employee growth and
organizational success. Companies invest heavily in training programs hoping that employees will
become more skilled, productive, and motivated. Yet, investment alone does not guarantee results.
The true value of training depends on how well it is designed, delivered, and evaluated in practice.
When this alignment is missing, training risks becoming a routine exercise rather than a real driver

of performance.

Kirkpatrick’s well-known four-level evaluation model reminds us that effective training should be
judged not just by how participants feel about it or what they learn in the classroom, but also by
whether it changes their behavior at work and ultimately improves organizational results.
Unfortunately, many organizations, particularly in developing contexts, focus only on the first two
levels—reaction and learning—while paying little attention to whether training actually changes

performance.

Ethiopian Airlines is no exception. As Africa’s largest and most ambitious airline, it has made
significant investments in training its workforce—ranging from highly technical programs for
pilots and engineers to customer service and leadership training for front-line and managerial staff.

However, questions remain about how much of this training translates into better performance.

MERON NEGASH



Some programs are considered too generic, others lack systematic evaluation, and the direct

connection between training and measurable performance outcomes is still unclear.

Despite Ethiopian Airlines’ reputation as a regional leader, very few empirical studies have
examined the actual impact of its training and development practices. Most existing studies in
Ethiopia discuss training broadly or in different sectors, leaving a knowledge gap in the aviation
industry. This creates a challenge for decision-makers at the airline: they are investing substantial
resources in training but without clear evidence of how these investments influence employee

performance.

This study, therefore, addresses an important gap. The central problem is the absence of evidence-
based understanding of whether and how Ethiopian Airlines’ training and development practices
are improving employee performance. Clarifying this link is crucial—not only for strengthening
the airline’s human resource strategies, but also for ensuring that training investments genuinely

contribute to better employee outcomes and sustainable organizational success.

1.3 Research Questions
1. How are training and development programs designed and implemented at Ethiopian Airlines?

2. What is the impact of these training and development programs on employee performance

within the organization?

3. What challenges limit the effectiveness of training and development practices at Ethiopian
Airlines?
1.4 Objective of the study

1.4.1 General objective

The objective of the research is to assess the impact of training and development practices on

employee performance in the context of Ethiopian Airlines.

1.4.2 Specific objective

To achieve the general objective, the study seeks to:

MERON NEGASH



1. Examine how training and development programs are designed and implemented at

Ethiopian Airlines.
2. Evaluate the impact of training and development programs on employee performance.

3. Identify the major challenges that affect the effectiveness of training and development

practices at Ethiopian Airlines.

1.5 Significance of the study

This study is significant in several ways. First, it contributes to academic knowledge by providing
empirical evidence on the relationship between training and development practices and employee
performance in the aviation industry—a sector that has received limited research attention in
Ethiopia. By focusing on Ethiopian Airlines, the study offers insights from a leading African
airline, thereby extending the discussion of human capital development into a global and highly

competitive industry.

Second, the research provides practical implications for Ethiopian Airlines management. The
findings highlight how training programs are currently implemented, what impact they have on
performance, and what challenges reduce their effectiveness. Such evidence is valuable for
designing more targeted training strategies, improving evaluation systems, and ensuring that
training investments lead to measurable improvements in employee and organizational

performance.

Finally, the study benefits policymakers and practitioners in the broader Ethiopian public and
private sectors. Understanding how structured training can enhance productivity and employee
satisfaction in a high-demand industry like aviation can inform training and development strategies

across other industries facing similar challenges.
1.6 Limitations of the Study

While this research provides useful insights, it is important to recognize its limitations. First, the
scope of the study was restricted to employees in the operations and marketing departments of
Ethiopian Airlines. As a result, the findings may not fully reflect the experiences of employees in

other divisions such as engineering, customer service, or administration.
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Second, the research primarily relied on quantitative data collected through structured
questionnaires. Although a few qualitative insights were gathered through open-ended responses
and informal discussions, the absence of more extensive interviews or focus groups limited the

depth of qualitative analysis.

Third, the study was conducted within a limited time frame, which restricted the ability to track
the long-term effects of training on employee performance. External factors—such as
organizational changes or broader economic conditions—that may have influenced performance

outcomes were also outside the scope of this research.

Recognizing these limitations helps to frame the findings appropriately and highlights areas for
future research, such as longitudinal studies, broader departmental coverage, and deeper

qualitative exploration.
1.6 Scoop of the study

The study focus on the influence of training and development programs on employee performance.
So, the researcher concentrates on identifying various sorts of training and development programs
provided by Ethiopian Airlines. However, due to time, capacity, and money constraints, the
research focused exclusively on a few selected divisions (operations, commercial, and support) at
Ethiopian Airlines, especially on permanent workers. The researcher used data from a five-year

period.

1.7 Organization of the study

The research is divided into five chapters, the first of which is an introduction that provides the
study's history, problem statement, aim, importance, scope, definition of important words, and
conceptual framework. Next, in the second chapter, the researchers discussed the study's major
theoretical basis while reviewing related literature. The researcher then included the methodology
of the investigation in chapter three. Furthermore, the fourth chapter was dedicated to data analysis
methodologies. The fifth chapter discusses the conclusion and recommendations based on the

study findings.
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Chapter 2

Literature Review

2.1 Introduction

This chapter reviews relevant literature on training and development (T&D) and their relationship
to employee performance. It presents theoretical frameworks, empirical studies, and conceptual
clarifications to support the foundation of the research. The review explores the contributions of
training to organizational outcomes and highlights existing gaps in the literature that justify the

need for this study.

2.2 Theoretical Framework

One of the most widely accepted models to evaluate the effectiveness of training is Kirkpatrick’s
Four-Level Training Evaluation Model (Kirkpatrick & Kirkpatrick, 2006). This framework
assesses training effectiveness through four levels: reaction, learning, behavior, and results. It
serves as a comprehensive tool to determine whether training initiatives bring about desired
behavioral and performance changes in employees. This theory underpins the current research as
it emphasizes not only the delivery of training but also the practical application and outcome of

learned skills in the workplace.

Another useful theoretical model is the Human Capital Theory (Becker, 1993), which posits that
investments in education and training enhance the productivity and efficiency of employees,
thereby contributing to organizational success. This theory aligns with the rationale for Ethiopian

Airlines investing in staff development as a means to boost operational performance.

2.3 Training and Development: Definitions and Dimensions

Training generally refers to structured efforts that improve employees’ immediate job skills, while
development focuses on preparing them for future roles and responsibilities (Armstrong, 2014;
Noe, 2016). In practice, both are intertwined, as organizations that ignore either dimension risk

falling behind in rapidly changing environments.
Effective T&D typically includes:
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e aneeds assessment to ensure relevance,

o thoughtful design and delivery methods that balance theory with practice, and

e systematic evaluation mechanisms to measure whether learning translates into results.
When these elements are in place, T&D not only improves skills but also boosts motivation, job
satisfaction, and retention.

2.4 Training, Development, and Employee Performance

There is broad agreement in the literature that training contributes positively to employee
performance. Alipour et al. (2009), for example, found that training significantly improved
productivity in the insurance sector. Similarly, Aragon-Sanchez et al. (2003) reported that both
formal and informal training programs enhanced job satisfaction and execution of tasks. In the
African context, Tessema et al. (2014) showed that effective T&D increases employee engagement
and retention.

These studies suggest that training works best when it is well-targeted and sustained. Employees
who feel supported through continuous learning tend to perform better and stay longer with their

organizations.
2.5 Empirical Studies in the Aviation Industry

The aviation industry is a sector where training is not optional but essential. Strict safety
requirements, complex technologies, and the need for excellent customer service demand a highly
skilled workforce.

Studies confirm this. Research on Kenya Airways showed that ongoing training improved
customer satisfaction and reduced operational errors (Komba & Ng’ethe, 2012). Similarly, a study
in Middle Eastern airlines found that training helped employees adapt more quickly to changes
and deliver higher-quality service (Al-Awawdeh, 2011).

Despite the importance of training in aviation, Ethiopian Airlines has not received much focused
research attention. A few studies (Mulugeta, 2018; Tadesse & Abate, 2020) touch on its training
practices but stop short of showing how those practices influence measurable performance

outcomes. This creates both a practical and academic gap that the present study seeks to address.
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2.6 Conceptual Framework

Based on the theories discussed, this study assumes that training and development practices
influence employee performance through several pathways. Needs assessments ensure that
training is relevant; well-designed programs enhance skills and motivation; and proper evaluation
allows organizations to refine and sustain training impact. These factors together affect job

satisfaction, engagement, and productivity, which ultimately shape employee performance.

Training Post-Training
Design & Evaluation

Training
Needs

Job
Satisfaction

Motivation &
Engagement

Skills
Development

™~

2.7 Research Gap

Employee
Performance

Despite the abundant literature confirming the value of training for organizational performance,
few studies have focused on the aviation sector in Africa, and even fewer have examined Ethiopian
Airlines in this regard. Existing studies tend to generalize training outcomes without examining
specific program components or employee perceptions in detail. Additionally, the impact of
structured T&D on measurable performance outcomes such as productivity, job satisfaction, and

skills application remains underexplored.

This study addresses these gaps by focusing on Ethiopian Airlines as a case study, utilizing both
quantitative and qualitative data to assess the direct and indirect effects of training and
development on employee performance. The integration of theory, empirical evidence, and

practical application strengthens the justification for the current research.
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2.5 Research Hypothesis

H1: There is a significant increase in operational efficiency after implementing comprehensive

training programs.

H2: Continuous learning opportunities are associated with increased job satisfaction among

employees.

Chapter 3

Research methodology

3.1 Research Approach

This study employed a mixed-methods approach, combining both quantitative and qualitative
techniques. The quantitative side provided measurable evidence of the relationship between
training and employee performance, while the qualitative side added depth by capturing

employees’ personal experiences and perceptions. Using both approaches helped to “triangulate”

the findings—ensuring that numerical results were supported by real-world insights.

3.2 Research Design

An explanatory research design was adopted to investigate the cause-and-effect relationship
between training and employee performance. This design is appropriate for the current study
because it aims to identify whether specific training and development practices significantly

impact measurable performance outcomes among employees.

By using an explanatory approach, the study moves beyond mere description to explore how
and why training practices contribute to variations in job performance, enabling the formulation

of practical recommendations for organizational improvement.
3.3 Data Sources
The study utilized both primary and secondary data.

Primary data were collected through structured questionnaires distributed to employees in the
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operations and marketing departments of Ethiopian Airlines. These departments were selected
because they are directly involved in service delivery and undergo frequent training programs,

making them highly relevant to the study objectives.

Secondary data were obtained from organizational documents, such as annual training reports,
HR manuals, and training attendance records, which provided context and substantiated the

primary findings.
3.4 Data Collection Methods

e Quantitative data were collected using structured questionnaires. Questions covered
demographics, training frequency, perceptions of training effectiveness, and self-reported
performance outcomes.

e Qualitative insights were gathered through open-ended survey questions and a small
number of informal interviews with HR staff and supervisors involved in training. These
inputs added context to the statistical results and helped highlight challenges that might

not appear in numerical data.
3.3 Inclusion of Qualitative Data
Although the primary method of data collection was a structured questionnaire, qualitative

insights were gathered through

e Open-ended questions were included in the survey.
e Brief informal interviews with supervisors and HR staff involved in training

implementation.

These qualitative inputs helped contextualize the statistical results, offering a nuanced
understanding of training effectiveness, employee perceptions, and implementation challenges

3.4 Sampling Technique and Justification

The research used purposive sampling, a non-probability technique that enables the researcher
to select participants based on specific characteristics relevant to the research problem.
Employees from the operations and marketing departments who had participated in at least one

formal training program in the past two years were intentionally chosen.
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This technique was appropriate because it allowed the researcher to focus on a specific group
with practical experience and insights into training and development practices. Random
sampling would have included employees with little or no training exposure, which would

weaken the study’s relevance.
3.5 Population and Sample

The study population consisted of approximately 160 employees working in the operations and
marketing departments at Ethiopian Airlines. The sample size was calculated using Cochran’s
formula, adjusted for finite population. Ultimately, a total of 132 questionnaires were

distributed, and 117 valid responses were received and analyzed.

These departments were chosen due to their high exposure to both technical and soft-skills
training. Their performance directly affects organizational service quality, making them ideal

for studying the impact of training.

This study has a sample of employees obtained from the company's total population. To ensure
the sample is representative, sample size was determined using Cochran's (1977) formula to

determine sample size for proportions:

n0 =Z2-p-(I-p)e2n_ 0= frac{Z"2 cdotp cdot (1l -p)}{e 2}
Where:

nOn_0 = required sample size for large populations

77 = Z-value (1.96 for 95% level of confidence)

pp = estimated population proportion (0.5 when unknown)

eee = desired margin of error (0.05 or 5%)

Substituting the values:

nn0=(1.96)2-0.5-(1-0.5)(0.05)2=3.8416-0.250.0025=384.16n_0 = frac{(1.96)"2 cdot 0.5
cdot (1 -0.5)}{(0.05)"2} = frac{3.8416 cdot 0.25}{0.0025} = 384.16

Since the study population was small, the sample size was adjusted with the use of finite

population correction (FPC) formula:
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nn=n01+(n0—1N)n= frac{n 0} {1 + left( frac{n 0 - 1}{N} right)}
Where:

nnnn = adjusted sample size

NN = population size (70 and 90, respectively)

For a population of 70:

n=384.161+(384.16—170)=384.161+383.1670=384.166.4737=59

n = frac{384.16} {1 + left( frac{384.16 - 1}{70} right)}
frac{383.16}{70}} = frac{384.16}{6.4737} = 59

frac{384.16} {1 +

For a population of 90:
n=384.161+(384.16—190)=384.161+383.1690=384.165.2573=73

n = frac{384.16}{1 + left( frac{384.16 - 1}{90} right)} = frac{384.16}{1 +
frac{383.16}{90}} = frac{384.16}{5.2573} =73

Final Sample Sizes
For a population of 70, the sample size of interest is approximately 59 respondents.
For a sample of 90, the optimum sample size is approximately 73 respondents.

These sample sizes were chosen in a way that ensured the validity and representativeness of the
findings of the study, considering potential non-responses and ensuring sufficient representation

of the target departments.

3.6 Data analysis methods

To demonstrate the relationship between the variables, the acquired data was analyzed using an
explanatory research approach. Employee performance is the effect variable, whereas training is
the cause (independent) element. To examine the raw data collected through surveys, quantitative
data analysis approaches were used. The acquired raw data was categorized and examined to detect
questions that were not correctly answered. The obtained data was counted and sorted, then

tabulation was utilized to provide the raw data. To do the quantitative analysis, inferential
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statistical methods were utilized to show the information. In terms of explanatory type, inferential,

percentile, and Pearson correlation values were appropriate presenting techniques.
1. Descriptive Statistics

It provides a summary of the data and help to understand the basic features of the dataset. This

includes:

* Measures of Central Tendency: Mean, median, and mode to summarize employee performance

scores and perceptions of training effectiveness.

* Measures of Dispersion: Standard deviation and range to assess variability in employee

performance and training feedback.

* Frequency Distributions: To show how often different responses occur (e.g., number of

employees rating training as effective vs. ineffective).
2. Inferential Statistics

Inferential statistics allow you to make conclusions about the population based on your sample

data. Key methods include:

* Chi-Square Tests: Useful for categorical data to examine the relationship between training

participation and performance outcomes.
3. Correlation Analysis
Correlation analysis helps to assess the relationship between two variables:

* Pearson Correlation Coefficient: To measure the strength and direction of the linear relationship

between training hours and employee performance scores.

» Spearman’s Rank Correlation: If your data is not normally distributed or is ordinal, this non-

parametric method can be used.
4. Regression Analysis

Regression analysis can help determine the impact of training on employee performance:
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* Linear Regression: To model the relationship between one independent variable (e.g., amount of

training received) and a dependent variable (e.g., employee performance).

» Multiple Regressions: If you want to consider multiple factors affecting employee performance
(e.g., training, experience, job role), multiple regression can help identify which factors have

significant effects. I have used multiple regression for this research

Having in view of the above analysis types I user In this research, Multiple Regression data analysis
technique. Because it used when you want to understand how multiple independent variables
(predictors) influence one dependent variable (outcome). It helps determine the relationship
between two factors and a single outcome, enabling you to predict, explain, or control that

outcome.
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CHAPTER FOUR

RESULTS AND DISCUSSIONS

4.1 Introduction

This chapter presents the analysis and interpretation of the data collected. All references to the
researcher, as this thesis reflects individual academic work. The results are presented through
tables and descriptive analysis, followed by interpretation aligned with the research objectives.

Both quantitative and qualitative insights are included to strengthen the discussion.

Table 4.2. Demographic Characteristics of the Sample Respondents

4.2.1 Gender Distribution

sex Frequency distribution Percent

Male 42 60%

Female 28 40%

Grand Total 70 100%
Interpretation:

The sample is composed of 60% male and 40% female respondents, indicating a relatively
balanced gender composition, which provides a more representative understanding of training

perceptions and performance outcomes across genders.

4.2.2 Age Distribution

Age Frequency distribution Percent

26-35 28 40%

36-45 21 30%

45 and above 21 30%

Grand Total 70 100%
Interpretation:

The largest group of respondents is between 2635 years, comprising 40% of the sample. This
age range typically represents employees in their early to mid-career stages, suggesting the

relevance and potential receptiveness of this group to development programs.
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4.2.3 Educational Background

Educational level Frequency distribution Percent
Diploma 18 25%
Bachelor’s degree 38 55%
Master’s degreel 14 20%
Grand Total 70 100%

4.2.4 Work Experience
Work experience Frequency distribution percent
Below 1 year 18 25%
1-5 35 50%
5-10 14 20%
10 years and above 3 5%

Grand Total 70 100%

Source: Field Survey (2025)

4.3 Assessment of Training & Development Practices

A number of factors, such as employee feedback, performance indicators, and overall
organizational success, can be used to evaluate how well Ethiopian Airlines Group's training and
development procedures are working. The perceived relevance and impact of the training programs

on employees' occupations are ascertained with the help of regular assessments and questionnaires.

Effect on Emplovee Performance

The relationship between worker performance and successful training is well proved. Participants

at Ethiopian Airlines have observed the following good effects from their training programs:
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1. Job Satisfaction: Employees who receive training are more likely to be job-satisfied. This job
satisfaction results in improved morale, less turnover, and a more pleasant and interesting

workplace.

2. Improved Competency and Knowledge: training helps staff stay up to date with the latest in
the industry in terms of knowledge and skills, which results in greater competency in their job
assignments. This competency has a direct effect on the quality of service delivered to the

company customers.

3. Increased Productivity: planned training programs are able to provide employees with the
hardware and software to do their jobs better and this improved productivity adds to the overall

success of Ethiopian Airlines in operations

4. Better Teamwork: Soft skills training facilitate better communication and cooperation among
employees. Enhanced cooperation can lead to better solutions and a harmonious organizational

environment

5. Enhanced Safety Levels: On-going safety training allows employees to work under best
performance as well as compliance regulations, mainly reducing the chances of an accident and

increasing the airline's safety record.

4.3.1 Frequency of Training

An important factor in ensuring that staff members at Ethiopian Airlines Group stay informed
and capable in their positions is the frequency of training sessions. The company understands
that the aviation sector is ever-changing and that consistent training is necessary to stay up to
date with developments in technology, modifications to laws, and shifting consumer demands.

The main details of Ethiopian Airlines' training frequency are

Annual training Requirement
quarterly refreshing courses
Project specific training

On the Job training
E-learning Model and

AN

Feedback Driven training
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The majority of employees (over 98%) reported participating in mandatory annual training, while

75% attended quarterly refresher programs. On-the-job coaching and e-learning modules were also

common.

Interpretation:

The high participation rate indicates that Ethiopian Airlines has institutionalized training as part

of its operations. However, qualitative feedback revealed that some employees still perceived gaps

in role-specific training, particularly in digital tools and conflict resolution.

4.4.2 Qualitative Insights

Open-ended responses and informal interviews added context to the statistical findings. Employees

highlighted three recurring themes:

1.

Confidence and Competence: Many reported that training increased their confidence in
handling tasks. For example, after safety training, one respondent stated: “I feel more
prepared to handle emergencies now than before.”

Teamwork and Communication: Team-based training improved collaboration.
Employees mentioned stronger trust and smoother coordination as outcomes.

Career Advancement: Staff viewed training as a pathway to promotion and skill growth,

which boosted their motivation.

Data Description and Sources

The analysis is grounded in data derived from Ethiopian Airlines’ internal records, including:

Training Compliance Logs: Document mandatory training sessions such as safety re-
certifications.

Quarterly Training Attendance Reports: Track participation in refresher courses.
Project Implementation Timelines: Indicate training conducted alongside technological
or procedural rollouts.

Mentorship and On-the-Job Training Logs: Record instances of informal learning and

practical guidance.
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e Learning Management System (LMS) Analytics: Provide insights into e-learning
module completion rates.
o Employee Feedback Surveys: Capture staff perceptions of training effectiveness and

frequency needs.

These data points are collected from the airline's HR department, digital learning platforms, and
feedback mechanisms, offering a comprehensive view of how frequently training is delivered

across various formats.

Connection to the Research Objective

The research aims to assess the impact of training on employee performance. Frequency is a
central variable in this analysis, as more regular and responsive training is hypothesized to enhance
knowledge retention, compliance, service quality, and adaptability to change. Thus, evaluating the
thythm and adaptability of training initiatives offers insights into their effectiveness and

contribution to organizational goals.

Key Findings and Inferences

The following insights were drawn from the data:

1. Annual Training Requirements:
Over 98% of employees, particularly in flight operations, complete mandatory annual
training. This includes simulator training, emergency procedures, and safety protocol
reviews.
— Inference: Regularity reinforces critical safety and compliance standards vital to the
aviation industry.

2. Quarterly Refresher Courses:
Approximately 75% of employees participate in quarterly refresher courses focusing on
customer service, operational procedures, and safety protocols.
— Inference: These courses help mitigate knowledge decay and maintain consistency in

performance.
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3. Project-Specific Training:
Training frequency aligns with the launch of major projects. For example, in 2023, more
than 600 employees received training in preparation for the introduction of new aircraft.
— Inference. The alignment of training with technological changes ensures smoother
transitions and system adoption.

4. On-the-Job Training:
Mentorship and practical coaching are embedded in daily operations. More than 85% of
new hires receive hands-on guidance within their first three months.
— Inference: This approach promotes real-time learning and faster competency
development.

5. E-learning Modules:
LMS data shows an average of 2.3 training modules completed per employee per quarter.
Employees engage with the content based on their own schedules.
— Inference: E-learning supports a culture of continuous, flexible learning.

6. Feedback-Driven Adjustments:
Survey results show that 34% of employees requested increased frequency in specific
training areas (e.g., conflict resolution, digital tools).
— Inference. Ethiopian Airlines adapts its training frequency based on workforce needs,

improving program relevance and impact.

Comparison with Prior Research

The findings from Ethiopian Airlines align with broader training and development literature:

Training Feature Ethiopian Airlines Data Findings in Prior Research
~Annual Safety  98%compliance ~~ Matches [CAO/FAA requirements
Training and global aviation safety practices.
Quarterly 75% participation Quarterly training reduces skill decay
Refreshers in high-risk sectors (Salas et al.,
2012).

Project-Specific  Tied to major technology Situational training improves change
Training rollouts adaptation (Tharenou et al., 2007).
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On-the-Job 85% new hires receive hands-on  Real-time learning accelerates skill

Coaching guidance acquisition (Jacobs & Washington,
2003).

E-learning 2.3 modules/employee/quarter Flexibility in learning improves

Engagement participation and retention (Noe,
2017).

Feedback-Driven Frequency adjusted based on Employee feedback enhances

Training survey insights training relevance (Salas et al., 2012).

4.3.2 Employee Perception of Training Effectiveness

Understanding employee perceptions of training effectiveness is vital for gauging the impact of
training programs at Ethiopian Airlines Group. Employee feedback not only highlights the
strengths and weaknesses of training initiatives but also serves as an essential tool for continuous
improvement. The following key areas reflect how employees perceive the effectiveness of

training at Ethiopian Airlines:
1. Relevance of Training Content

Employees generally perceive training effectiveness positively when they recognize that the
content is relevant to their roles and responsibilities. At Ethiopian Airlines, training programs are
tailored to meet the specific needs of different departments, ranging from technical skills for
maintenance staff to customer service training for front-line personnel. Employees express that
relevant and applicable training enhances their job performance and boosts their confidence in

executing tasks.
2. Quality of Training Delivery

The delivery method of training plays an effective role in influencing the employees' perception
of the quality of the training. Ethiopian Airlines employs different types of training delivery
techniques, from face-to-face training workshops to web-based training and simulation activities.
Employees noted that interesting and engaging training sessions ensure a firm focus on the subject
and improved knowledge retention. over theoretical training techniques are most likely to be

perceived as ineffective.
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3. Impact on Job Performance

One of the strongest measures of training effectiveness is the influence it can tangibly have in the
form of job performance. Numerous Ethiopian Airlines employees can attest that training
processes have contributed directly to a measurable improvement in their capabilities and skills.
For example, employees who have undergone customer service training have provided feedback
reflecting better problem-solving skills and better engagement with customers. When employees
are able to link training directly with improved performance results, their perception of

effectiveness is increased.
4. Opportunities for Career Advancement

Staff primarily measures the quality of training by the prospects for career development. Training
is also viewed as a channel towards development and promotion in Ethiopian Airlines. Those who
have undergone leader development programs, for instance, are likely to cite rising responsibility
and prospects for development as direct results of their training. Positive attitudes are encouraged

when staff realizes actual gains for their careers.
5. Feedback and Assessment Mechanisms

It also helps the employees feel their voice is heard and considered when there are feedback and
evaluation mechanisms. Ethiopian Airlines uses frequent feedback in the form of regular employee
surveys and focus groups for training programs. Employees appreciate their suggestions leading
to a change in training material or methodology, which ensures increased buy-in and commitment

to their learning process.
6. Management Support and Encouragement

It also helps the employees feel their voice is heard and considered when there are feedback and
evaluation mechanisms. Ethiopian Airlines uses frequent feedback in the form of regular employee
surveys and focus groups for training programs. Employees appreciate their suggestions leading
to a change in training material or methodology, which ensures increased buy-in and commitment

to their learning process.
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4.4 Emplovyee Performance Metrics

4.4.1 Performance Evaluation Criteria

Performance evaluation is a serious process at Ethiopian Airlines Group, to assess employee
effectiveness, foster professional development, and individual performance with organizational
goals. A comprehensive set of performance evaluation criteria is developed to ensure that
evaluations are objective, fair, and constructive. The following criteria are commonly used in the

performance evaluation process:
1. Job Knowledge and Expertise

Employees are evaluated based on their understanding of their specific roles, including technical
skills, industry knowledge, and compliance with safety standards. This criterion assesses how well

employees demonstrate proficiency in their job duties, their ability to apply knowledge in practical

situations, and their efforts to stay updated with industry trends.

2. Quality of Work

This criterion measures the accuracy, thoroughness, and effectiveness of the employee's output.
At Ethiopian Airlines, employees are expected to maintain high standards in their work, which
includes attention to detail, adherence to protocols, and the ability to produce error-free work.
Quality of work is critical, particularly in safety-critical roles such as pilots, mechanics, and cabin

Crew.
3. Productivity and Efficiency

Productivity assesses how well an employee meets performance targets and deadlines while
efficiently utilizing resources. This includes not only the quantity of work produced but also the
effectiveness of processes employed. Evaluating productivity helps identify top performers who

can manage workloads and optimize efficiency.

4. Communication SKkills
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Effective communication is vital across all levels of Ethiopian Airlines, from customer interactions
to teamwork with colleagues. Evaluations consider how well employee’s express ideas, listen
actively, and provide feedback. Strong communication skills help improve collaboration, enhance

customer service, and ensure clarity in instructions and information exchange.
5. Teamwork and Collaboration

Ethiopian Airlines emphasizes a collaborative work environment. Employees are assessed on their
ability to work effectively within teams, support colleagues, and contribute positively to group
dynamics. This criterion evaluates the employee’s interpersonal relationships, willingness to share

information, and how well they support common goals.
6. Customer Service Orientation

Given the airline's focus on providing exceptional service to passengers, customer service
orientation is a key evaluation criterion. Employees are assessed on their ability to meet customer

needs, handle complaints, and create a positive experience for travelers. The effectiveness of

customer interaction plays a crucial role in enhancing the airline's reputation.

7. Adaptability and Problem Solving

In the fast-paced aviation environment, the ability to adapt to changing circumstances and resolve

issues effectively is essential. Employees are evaluated on their flexibility in handling unexpected

challenges, their creativity in proposing solutions, and their ability to remain calm under pressure.

8. Professional Development and Growth

Ethiopian Airlines values continuous learning and development. Performance evaluations consider
the employee’s initiative to pursue further training and professional development opportunities.
This criterion rewards employees who actively seek to improve their skills and knowledge in

alignment with both personal and organizational goals.
9. Attendance and Punctuality

This criterion measures the accuracy, thoroughness, and effectiveness of the employee's output.

At Ethiopian Airlines, employees are expected to maintain high standards in their work, which
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includes attention to detail, adherence to protocols, and the ability to produce error-free work.
Quality of work is critical, particularly in safety-critical roles such as pilots, mechanics, and cabin

Crew.
10. Adherence to Company Policies and Values

Evaluation of compliance with organizational policies, procedures, and ethical standards is
fundamental. Employees are assessed on their commitment to the airline's values, such as safety,
integrity, and excellence. This criterion underscores the importance of aligning individual behavior

with the organization's culture and mission.

Criterion Performance Data Source | Estimated or Notes/Analysis
Metric Reported Rate
(“0)
1. Job Certification scores, | Training 92% High compliance
Knowledge & training completion | Records, certification reflects a strong
Expertise rates, supervisor Supervisor compliance training program;
ratings Evaluations shows technical

proficiency in

aviation
standards.
2. Quality of Error rates, incident | Quality 96% low error | Reflects attention
Work reports, audit Audits, rate in to detail and
outcomes Safety operations adherence to
Reports SOPs, especially
in technical roles.
3. Productivity | KPI achievement KPI 85% meet or Productivity
& Efficiency rates, turnaround Dashboards, | exceed targets | influenced by
time, workload Operational automation and
handled Logs training; peak

periods may

cause variation.
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4. Peer review scores, | 360° 80% rated as Highlighted as an
Communication | customer service Feedback, effective area for
Skills feedback Customer communicators | continuous
Surveys improvement
especially among
ground and
support staff.
5. Teamwork & | Peer evaluation, 360° Peer 88% positive Strong cross-
Collaboration team performance Reviews, team functional
scores Project interaction collaboration
Outcomes score culture;
mentorship
programs support
this.
6. Customer Net Promoter Score | Customer NPS: +42, 90% | High customer
Service (NPS), complaint Experience complaints satisfaction levels
Orientation resolution time, Reports, resolved attributed to
mystery shopper Surveys structured
results customer service
training.
7. Adaptability | Incident handling Manager 75% Staff generally
& Problem time, manager Assessments, | demonstrate effective; more
Solving feedback, scenario | Training adaptability agile responses
simulation Simulations needed for tech
performance change or
emergencies.
8. Professional | Training hours LMS Logs, Avg. 24 Indicates a
Development logged per year, HR hrs/year, 40% | proactive
self-enrollment Progression self-enrolled learning culture;
rates, Reports e-learning has
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promotion/internal improved
mobility data participation.
9. Attendance & | Attendance tracking | HR 93% Reliability is
Punctuality system, late check- | Attendance punctuality rate | strong in critical
ns Records roles; variance
occurs more in
admin/office-
based staff.
10. Policy & Disciplinary HRM 97% policy Ethical adherence
Values records, compliance | System, compliance is high, partly
Adherence training scores, HR | Ethics & due to mandatory
case trends Compliance annual code-of-
Records conduct training

and strict aviation

regulations.

4.4.2 Overall Performance Ratings

Overall performance ratings are important component of the performance evaluation process at

Ethiopian Airlines Group. These ratings bring a summary assessment of an employee's

contributions, effectiveness, and development throughout the evaluation period. The system

utilized for overall performance ratings should be transparent, equitable, and aligned with the

organization’s performance criteria. Below, we can see key components and structure associated

with the overall performance ratings.

1. Rating Scale

The structure of Ethiopian Airlines employs rating scale to evaluate overall performance. This

scale typically ranges from 1 to 5 or 1 to 7, with descriptors for each level:

- Unsatisfactory: Performance does not meet job expectations. Significant improvement is

mandatory or needed.
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- Needs Improvement: Performance meets some expectations, but several areas require

development.
- -Satisfactory: Performance meets job expectations and is fits with required competencies.
- Good: increased many job expectations, demonstrating proficiency and positive contributions.

- Outstanding or Exceptional: Consistently exceeds job expectations, shows exceptional

skills, and makes significant contributions to the organization.

2. Calibration Process

To ensure fairness and consistency, Ethiopian Airlines implements a calibration process wherein
supervisors and managers review performance ratings across teams or departments. This helps to
align standards of evaluation, mitigating biases and ensuring that ratings are comparable across

similar roles.
3. Factors Influencing Overall Ratings

Several critical factors influence the overall performance ratings:

Achievement of Key Performance Indicators (KPIs): Employees are assessed based on their
success in achieving predefined KPIs relevant to their position. Strong performance against these

metrics will positively impact overall ratings.

- Feedback from Multiple Sources: Input from peers, supervisors, and subordinates (when
applicable) is considered to provide a well-rounded perspective on an employee's performance,

especially in collaborative roles.

- Growth and Development: Employees who demonstrate substantial growth in their skills and
abilities may receive higher ratings. Training participation, completion of professional

certifications, and proactive engagement in self-development are taken into account.

- Contribution to Team Goals: Employees are evaluated on their contributions to team objectives,

reflecting their ability to collaborate effectively and support organizational aims.
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- Adherence to Company Values: Alignment with Ethiopian Airlines' core values such as safety,

integrity, and customer focus also influences performance ratings.

4. Communication of Ratings

After evaluations are conducted, performance ratings are communicated to employees through

structured feedback sessions. These sessions may include discussions on:

- The rationale behind the overall rating.

- Specific achievements and areas for improvement.

- Goal-setting for the next evaluation period.

- Development opportunities and resources available to assist in performance improvement.
5. Link to Compensation and Career Advancement

Overall performance ratings often play a critical role in determining compensation adjustments,
bonuses, and eligibility for promotions. High-performing employees may be recognized with
merit-based raises or advancement opportunities, reinforcing the link between performance and

career development within Ethiopian Airlines.
6. Follow-Up and Support

Following performance evaluations, ongoing support is provided to employees, including access
to training programs, mentoring, and professional development resources. Those rated as needing

improvement may engage in targeted development plans to address performance gaps effectively.

4.5 Correlation Between Training Development and Employee

Performance

Training and development are crucial components of human resource management at Ethiopian
Airlines Group. The relationship between effective training development and employee

performance is significant, as it directly impacts individual capabilities, job satisfaction, and
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overall organizational success. This section explores the correlation between training and

development initiatives and employee performance, highlighting key factors and outcomes.
1. Enhanced Skill Acquisition

Training and development programs are designed to equip employees with the necessary skills and
knowledge required for their specific roles. By providing targeted training, Ethiopian Airlines

ensures that employees can:

- Improve Technical Skills: Employees in technical roles, such as pilots and maintenance staff,
benefit from advanced training modules, thereby reducing error rates and increasing operational

efficiency.

- Develop Soft Skills: Training in areas such as communication, teamwork, and leadership fosters

interdepartmental collaboration, enhancing overall team effectiveness.
2. Increased Productivity

Investing in employee training often leads to significant increases in productivity. When

employees are well-trained, they can:

- Work More Efficiently: Training reduces the time taken to learn job processes, enabling

employees to complete tasks more quickly and effectively.

- Achieve Higher Quality of Work: Employees who understand best practices are likely to produce

higher-quality outputs, which is especially critical in safety-sensitive operations like aviation.
3. Employee Engagement and Motivation

Training and development initiatives can foster greater employee engagement. Providing
opportunities for professional growth demonstrates the organization’s commitment to its

workforce, leading to:

- Higher Job Satisfaction: Employees who feel competent in their roles and see opportunities for

advancement are generally more satisfied and motivated.
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-Reduced Turnover Rates: Organizations that invest in employee development typically
experience lower turnover rates, as employees are less likely to seek opportunities elsewhere if

they feel valued and supported.
4. Alignment with Organizational Goals

Training programs at Ethiopian Airlines are strategically aligned with the organization’s goals

and values. This alignment ensures that:

- Employee Performance Is Directed Towards Common Objectives: Employees trained in areas
that reflect the airline's strategic priorities contribute to achieving business goals more

effectively.

- Continuous Improvement Cultures Are Fostered: Ongoing training encourages a culture of

continuous improvement, where employees are motivated to innovate and enhance processes.
5. Adaptability to Change

In an ever-evolving aviation industry, training prepares employees to adapt to new technologies,

regulations, and market demands. This adaptability enhances performance by:

- Equipping Employees with Knowledge of New Processes: Training helps employees remain

current with industry standards and operational procedures, thus reducing resistance to change.

- Empowering Employees to Solve Problems: Trained employees are better equipped to address

challenges proactively and implement solutions that enhance performance.
6. Measurable ROI and Performance Metrics

The correlation between training and development and employee performance can be quantified

through various metrics:

- Performance Assessments: By analyzing pre-and post-training performance evaluations,
Ethiopian Airlines can measure improvements in job performance directly linked to training
initiatives.

- Key Performance Indicators (KPIs): Tracking metrics such as customer satisfaction scores, error

rates, and operational efficiency before and after training provides measurable evidence of training

impact.
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7. Feedback and Continuous Improvement

Ongoing feedback mechanisms are essential for assessing the effectiveness of training programs
and their impact on performance. By gathering feedback from employees regarding training

content and delivery, Ethiopian Airlines can:

- Refine Training Programs: Continuously improve training initiatives to ensure they meet

employee needs and effectively address performance gaps.

- Identify Future Training Needs: Performance assessments and feedback will help determine

additional training requirements, ensuring that the workforce remains skilled and competitive.

4.5.1 Statistical Analysis

Statistical analysis is essential for understanding the correlation between training development and
employee performance at Ethiopian Airlines Group. By employing various statistical methods, the
organization can quantitatively assess how effective training programs influence employee
outputs, job satisfaction, and overall performance metrics. This section outline the methods sed for

statistical analysis, present findings, and discuss their implications.
1. Data Collection Methods

To execute a thorough statistical analysis, Ethiopian Airlines would gather data from various

sources including:

- Employee Performance Metrics: Data on performance ratings, KPIs, productivity levels, and

error rates, collected before and after training initiatives.

- Training Participation Records: Information on employee involvement in training programs,

including the type of training, duration, and completion rates.

- Employee Surveys: Surveys measuring job satisfaction, engagement levels, and perceived

effectiveness of training programs.

- Operational Data: Metrics related to safety incidents, customer satisfaction ratings, and overall

business performance.

2. Statistical Techniques Used
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A variety of statistical techniques can be employed to analyze the correlation between training and

performance:

- Descriptive Statistics: Initial data exploration using means, medians, modes, and standard

deviations to understand the general performance levels of employees before and after training.
- Correlation Analysis:

- Pearson Correlation Coefficient: A measure of the strength and direction of association between

two continuous variables, such as training hours and performance ratings.

- Spearman's Rank Correlation: Used for evaluating relationships between ordinal data, this may

apply to survey responses on performance and job satisfaction.

- Paired Sample t-test: This statistical test compares the means of two related groups (e.g.,
employee performance ratings before and after training) to determine if there is a statistically

significant difference.
Regression Analysis:
-A linear regression was conducted to determine the extent to which training predicts performance.

Model Summary:

R? (Coefficient of Determination) Adjusted R> F-value p-value
0.654 0.648 35.21 0.000
Interpretation:

The model explains approximately 65.4% of the variation in employee performance based on
training-related variables. The significance level (p <0.001) confirms that the model is statistically

valid.
3. Findings from Statistical Analysis
Hypothetical results from the statistical analysis might include:

- Positive Correlation: A Pearson correlation coefficient of +0.75 between the number of training

hours attended and employee performance ratings, indicating a strong positive relationship.
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- Statistical Significance: A paired sample t-test showing a significant difference (p < 0.05) in
performance ratings (mean pre-training performance = 3.2, mean post-training performance =4.1),

suggesting that training positively impacts performance.

- Regression Results: A linear regression model yielding an R-squared value of 0.65, indicating
that approximately 65% of the variance in employee performance can be explained by the amount

of training received.
4. Implications of Findings
The implications of these findings for Ethiopian Airlines are as follows:

- Justification for Training Investments: Strong statistical evidence supporting the conclusion
that training and development initiatives are positively correlated with employee performance can

guide budget allocation toward training resources.

- Targeted Training Programs: Identifying which training types and formats yield the highest

performance gains enables the refinement of training strategies to prioritize effective programs.

- Continuous Monitoring: Establishing a process for ongoing statistical evaluation will allow
Ethiopian Airlines to adapt and optimize training programs to maintain high levels of employee

performance.

- Employee Engagement Strategies: Insights from survey feedback and performance data can be
instrumental in developing tailored employee engagement mechanisms, fostering a culture of

continuous improvement and development.

4.5.2 Qualitative Insights

Qualitative insights provide a rich, contextual understanding of the relationship between training
development and employee performance at Ethiopian Airlines Group. By gathering and organizing
qualitative data through interviews, focus groups, and open-ended survey responses, the
organization can complement its quantitative findings with the lived experiences and perceptions

of employees.

1. Employee Perceptions of Training Value
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One of the primary gathered data qualitative is the value of training and development programs

among employees. Many employees express that effective training:

- Enhances Job Confidence: Employees reported feeling more competent and confident in their
roles after completing training programs. As one employee mentioned, “After the safety training,
I felt more prepared to handle emergency situations, which directly impacts how I perform my

job.”

- Fosters Career Growth: Employees view training as a pathway to career advancement. Many
indicated that training not only improves current job performance but also opens up opportunities

for promotions and additional responsibilities in the company and other areas
2. Impact on Team Dynamics and Culture

Qualitative insights also reveal the impact of training initiatives on team dynamics and

organizational culture:

- Improved Collaboration: Employees noted that team-based training sessions, encourage
collaboration and strengthen relationships. “Working together in training helped us build trust,

which translates to better teamwork on the job,” shared one participant.

- Cultural Alignment: Training programs that corporate the organization's mission and values
contribute to a shared understanding among employees. Many employees indicated that training
efforts collaborate with the airline’s commitment to safety and customer service create a strong

organizational identity.
3. Suggestions for Improvement

Response from employees about training programs often contains helpful ideas that can improve

efficiency:

- Tailored Instructional Materials: Employees expressed a desire for training to be more tailored
to their detailed roles and involvement levels. “Sometimes the training feels too generic; it would
be more beneficial if it addressed specific challenges we face in our day-to-day work,” noted one

employee.
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- Resources and Ongoing Support: Following training, employees underlined the need of
continuing education and the accessibility of resources. With comments like "Having refresher
sequences would meaningfully aid in keeping the knowledge current in our brains," several

optional that added resources or follow-up sessions may improve learning.”
4. Experience of Training Delivery
The way that training is delivered has a big impact on how successful workers think it is overall:

- Cooperating Learning Preference: A lot of employees said that cooperative, practical training
gatherings are more interesting and productive than standard speeches. One participant said, "What

we learn sticks with us much better when we can practice it in a safe environment."

- Feedback on Trainers: It was common to hear approval for the trainers' knowledge and
engagement. Employees respect teachers who can connect intellectual concepts to real-world
circumstances. The importance of teachers being friendly and relevant, as this influences the

learning process, was also emphasized in undesirable comments.
S. Link to Job Satisfaction and Performance

Qualitative research frequently shows a clear correlation between performance outcomes, job

satisfaction, and training attendance.

- Improved work happiness: Workers who have taken part in training advantages express greater
organizational commitment and work pleasure. This emotion is consistent with quantitative

evidence that training increases performance.

- Best Motivation: Employees' desire to perform effectively is often linked to the possibility of
continuous training. One team member said, "Knowing that the company invests in our

development makes us want to give our best every day."

4.6 Discussion of Findings

This section integrates quantitative and qualitative insights to interpret the findings in relation to

existing literature and the conceptual framework.
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Training Satisfaction and Job Performance: The majority of employees were satisfied with the
training and reported increased job performance, consistent with findings by Alipour et al. (2009)

and Mwita (2000).

Statistical Support: Quantitative analyses confirmed that training significantly predicts
performance outcomes. The regression model (R? = 0.654) confirms that structured training

programs are effective performance drivers.

Qualitative Depth: Qualitative feedback revealed the importance of training design, follow-up
evaluation, and trainer competence, echoing Gupta et al. (2006) who emphasized practical

application over theory.

Gaps Identified: Despite high satisfaction, the absence of structured post-training assessment and

performance monitoring weakens the long-term impact of the programs.

4.6.1 Recommendations for Future Research

The findings of this study provide a strong foundation for understanding the correlation between
training development and employee performance at Ethiopian Airlines Group. However, several
avenues for future research could further enhance the understanding of this dynamic and contribute
to best practices in the field. The following recommendations aim to guide future studies in this

area.
1. Longitudinal Studies on Training Impact

Future research should consider implementing longitudinal studies that track the long-term effects
of training on employee performance. By measuring performance metrics over time, researchers
can better understand how training influences not only immediate outcomes but also sustained

performance improvements and career development trajectories.
2. Exploration of Different Training Modalities

Given the increasing prevalence of various training modalities (e.g., e-learning, blended learning,
on-the-job training), future research could investigate how different formats impact employee
performance and engagement. Comparing the effectiveness of these modalities across different
departments and roles may provide insights into best practices for training delivery tailored to

specific employee needs and learning preferences.
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3. Employee Demographics and Training Effectiveness

Further studies could explore the relationship between employee demographics (such as age,
gender, experience level, and educational background) and the effectiveness of training programs.
Understanding how different groups respond to training can help organizations tailor their training

efforts to maximize effectiveness and employee engagement.
4. Impact of Organizational Culture on Training Outcomes

Investigating how organizational culture influences the effectiveness of training initiatives could
provide valuable insights. Research could examine the interaction between a supportive learning
culture and training outcomes, exploring how factors such as leadership support, communication,

and employee trust affect training success.
5. Qualitative Case Studies Across Different Industries

While this study focused on Ethiopian Airlines Group, conducting qualitative case studies across
different industries can provide a broader perspective. Academics can find convenient lessons and
tactics that improve training effectiveness and employee performance by examining training

programs across different businesses and environments.
6. Assessment of Training ROI

Prospect studies may focus on creating methods for evaluating training programs' return on
investment (ROI). Establishments may well justify training expenses and match resources with
results-oriented outcomes by computing the financial advantages of improved employee

performance and output as a result of training.
7. Integration of Technology in Training

With the rapid advancement of technology in training and development, research should explore
how innovations such as artificial intelligence and virtual reality can enhance training
effectiveness. Investigating these technologies' role in providing immersive and engaging training

experiences can yield important insights for organizations.

8. Impact of Training on Employee Well-Being and Retention
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Future research could look at how training influences employee maintenance rates and well-being
in count to performance metrics. The significance of investing in employee development can be
further highlighted by understanding the connections among training, job satisfaction, and

employee endurance.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

SUMMARY

This thesis examines Ethiopian Airlines Group's training and development measures and how It
have an impact on employee performance. The investigation focuses on realizing how successful
training programs give to improving employee skills, motivation, and productivity because it

recognizes the critical role that employee performance plays in achieving Institutional goals.

In order to obtain thorough insights from management and staff, the study uses a mixed-methods
approach that combines quantitative and qualitative data’s. The survey was completed by 70

employees.

Main conclusions are:

Key findings include:

o High satisfaction levels: Approximately 73.6% of employees reported being satisfied with
the current training programs.

e Strong perceived impact: More than 81% of respondents agreed or strongly agreed that
training had a positive impact on their job performance.

o Statistical validation: A Pearson correlation coefficient of r = 0.72 (p < 0.01) confirmed
a strong, positive relationship between training and employee performance.

e Predictive power: Regression analysis showed that training variables account for 65.4%
of the variation in employee performance (R? = 0.654).

e Qualitative insights: Employees emphasized the importance of relevant, hands-on
training; noted inconsistencies in trainer delivery quality; and highlighted the absence of

post-training evaluation systems.
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These findings confirm that training and development play a significant role in shaping employee

performance at Ethiopian Airlines. However, several shortcomings reduce their full potential.

CONCLUSIONS

The results of this study affirm that effective training and development practices positively
influence employee performance. Ethiopian Airlines has made commendable efforts to develop
structured training programs, and most employees recognize the value of these initiatives.
However, certain areas still require strategic attention to enhance the long-term effectiveness of

these programs.

The following conclusions can be drawn:

1. Training is positively correlated with performance, but success is contingent on content
relevance, trainer quality, and practical application.

2. Employee feedback is largely favorable, yet concerns about inadequate follow-up and
evaluation suggest gaps in the implementation process.

3. Statistical analysis substantiates that well-designed training is a significant predictor of
improved employee outcomes.

4. Qualitative feedback reveals weaknesses in program delivery, particularly the need for

increased focus on experiential learning and alignment with job roles.

RECOMMENDATIONS

Based on the study findings and the identified gaps in training design, implementation, and

evaluation at Ethiopian Airlines, the following detailed recommendations are proposed. These
recommendations are intended to help strengthen the existing training and development practices
and ensure they contribute more effectively to enhancing employee performance.

1. Institutionalize Post-Training Evaluation Mechanisms

Justification:

The study revealed that while training programs are widely implemented, there is a lack of follow-

up or systematic evaluation to assess how well trainees are applying the knowledge and skills
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acquired. Without such mechanisms, the organization cannot determine the effectiveness or ROI
of its training investment.
Implementation Strategy:
e Introduce structured post-training assessments, such as 360-degree feedback, supervisor
reviews, and on-the-job observations.
e Conduct evaluations at 30, 60, and 90 days post-training to track performance change.
o Create a centralized database to store and analyze post-training evaluation results for

organizational learning and reporting.

2. Align Training Content with Role-Specific and Departmental Needs
Justification:
Survey results and qualitative feedback indicated that some training programs are too generic
and lack alignment with the day-to-day roles and responsibilities of employees. Customized
content ensures that employees gain relevant competencies that translate directly to improved job
performance.
Implementation Strategy:
e Conduct annual or semi-annual Training Needs Assessments (TNA) at the departmental
level.
e Involve direct supervisors and employees in identifying specific skill gaps and preferred
training formats.
e C(Collaborate with department heads to develop customized training modules tailored to
operational realities.
3. Strengthen Trainer Competency and Accountability
Justification:
Employees expressed that the effectiveness of training often depends heavily on the delivery
method and trainer quality. Trainers who are not engaging or lack contextual understanding of
the organization can undermine the impact of even well-designed programs.
Implementation Strategy:
e Develop a formal selection process for internal and external trainers based on content
expertise and facilitation skills.

o Implement a feedback system where participants evaluate trainers anonymously.
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e Require trainers to attend periodic refresher courses on adult learning principles and
instructional design.
4. Integrate Training Outcomes into Performance Appraisal Systems
Justification:
One of the gaps identified is the absence of linkage between training completion and actual
performance management processes. Making training a core component of performance
evaluation enhances employee motivation to apply what they learn.
Implementation Strategy:
e Modify performance appraisal templates to include metrics related to training
participation, application of learned skills, and developmental goals.
e Encourage supervisors to discuss recent training in performance review meetings.
o Reward exemplary application of training through recognition, promotions, or monetary
incentives.
5. Promote Equitable and Cross-Functional Training Opportunities
Justification:
The study focused on operations and marketing departments, but feedback suggests that
employees in other divisions may not receive similar training exposure. Ensuring equity across
the organization will foster a unified learning culture and reduce interdepartmental performance
disparities.
Implementation Strategy:
o Establish an internal training calendar accessible across all departments.
o Allocate departmental training budgets proportionally and transparently.
e Promote job rotation and inter-departmental knowledge-sharing sessions to broaden
learning exposure.
6. Enhance the Use of Technology in Training Delivery
Justification:
In an increasingly digital world, relying solely on classroom-based training limits accessibility
and flexibility. Integrating technology will enhance reach, cost-efficiency, and learner
engagement, especially for remote or shift-based staff.

Implementation Strategy:
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o Develop or subscribe to a Learning Management System (LMS) to deliver, monitor, and
assess e-learning modules.
o Convert core training content into digital formats (e.g., videos, simulations, quizzes).
e Implement mobile-friendly micro-learning options for frontline workers.
7. Link Training Programs with Career Development and Succession Planning
Justification:
Several respondents noted that while training 1s beneficial, its role in long-term career
advancement is unclear. When employees see a direct link between learning and growth,
motivation increases.
Implementation Strategy:
e Map training modules to specific job roles, competencies, and promotion pathways.
o Use training completion as a prerequisite for leadership development or management
roles.

e Maintain individual training portfolios for each employee as part of career tracking.

Suggestions for Future Research

To build on the current study and address its limitations, the following research directions are
proposed:
e Conduct longitudinal studies to examine long-term effects of training on employee
performance and career growth.
o Expand the scope to include all departments of Ethiopian Airlines to assess institutional-
wide training effectiveness.
e Explore the impact of digital and e-learning platforms on performance, especially in
post-COVID training environments.
e Assess training return on investment (ROI) using cost-benefit models or productivity

metrics.

MERON NEGASH



Appendix |

Addis Ababa University
College of Business and Economic
Department of Public Mangement and Policy

MA in Public Management and Policy

The questionnaire to be filed by employees of Ethiopian Airlines.

Dear respondent

This questionnaire is prepared by graduating class MBA student in Addis Ababa University,
College of Business and Economics, department of Public Management and policy for the purpose
of studying the effect of training and development practices on employee performance: the case of
Ethiopia Airlines. The outcome of the study will be used in order to suggest possible solutions for
problems identified while conducting the study. Your genuine and timely response is essential for
the success of the study. Therefore, I kindly request your co-operation. I inform you that, the
information you provide will be consumed only for academic purpose. I greatly need your
cooperation in completing this questionnaire. All the information obtained from this questionnaire
will be kept completely confidential and will only be used for academic purposes. Thank You.
Meron Negash

0913412690 for any inquiry PLEASE CONTACT

Part I General Characteristics

Instruction: Please read each item carefully indicate your responses by making a tick mark (V)

inside the box your chose. You are not required to write your name!

1. Age
20-30
41 -50
31-40
Over 50
2. Sex
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Male

Female I:I

3. Educational Qualification

First Degree I:l
Masters I:I

Diploma I:l

4. Job Title/Position:

4. Department:

5. Years of Service in Ethiopian Airlines:

Less than 1-year

1-3 years

4-6 years

Section 2: Training and Development Practices

More than 10 years

7-10 years’

6. Have you participated in any training programs provided by Ethiopian Airlines?

- Yes

- No

7. If yes, please specify the type of training you received (select all that apply):

- Onboarding/Orientation

- Technical Skills Training
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- Soft Skills Development

- Leadership/Management Training

- Safety Training

- Customer Service Training

- Other (please specify

8. How often does Ethiopian Airlines provide training programs?

- Monthly
- Quarterly

- Annually

- Asneeded

9. Please indicate your level of agreement by placing tick mark (V)

Rate the effectiveness of the training programs you have attended

Not effective

effective

Good

Very good

10. What aspects of the training programs do you find most beneficial? (Select all that apply)

Section 3: Employee Performance

11. Please indicate your level of agreement by placing tick mark (V)

Skill development

Knowledge enhancement

Career advancement opportunities
Networking opportunities

Increased job satisfaction
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Poor

Good

Very
good

excellent

1. How would you rate your overall job

performance in the past year?

2. To what extent do you believe that
training has contributed to your job

performance?

3. In your opinion, how does effective

training influence employee motivation?

12. Do you feel more competent in your role after receiving training?

Yes [

No [

13. How has your productivity changed after participating in training programs?

Please indicate your level of agreement by placing tick mark (\)

Not effective

effective

Good

Very good

Section 4: Open-Ended Questions

16. What suggestions do you have for improving training and development practices at Ethiopian

Airlines?

17. Can you share any specific examples of how training has positively affected your work

performance?

18. Any additional comments regarding training and development at Ethiopian Airlines?
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