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Abstract 
While the literature on micro and small enterprises’ performance focused on the enabling 
external environment, little research focused on internal factors, mainly training. Financial 
shortage and unemployment are the present danger of our country and the government must 
successfully tackle them by creating and expanding micro and small enterprises. However, the 
limited capital should be efficiently utilized to multiply and expand micro and small enterprises 
that can create extra employment opportunities. Many intellectuals believed that effective 
trainings are the most important means to achieve such objectives. Thus, this study examined the 
impact of training on performance of micro and small enterprise operators found in Bahir Dar 
city administration. Empirical data was obtained through pre – post questionnaire survey and 
has been analyzed using descriptive statistics including paired sample t- test. The four level 
Kirckpatrick training evaluation model has been used, and the result of this study shows us that 
the micro and small enterprise operators’ performances were improved after training. More 
specifically, training has a positive impact on quality of operators’ work, working speed, 
productivity, motivation, and job satisfaction. However, still majority of the respondents are not 
satisfied with the trainings.Thus, so as to create extra job opportunities using small capital 
investment, the operators should be provided continuously with need driven, gap filling and 
problem solving capacity building trainings.  
 
keywords: Training, Performance, Operators, Micro and Small Enterprises,  Ethiopia 
 

1. Introduction 
 
According to Ministry of Trade and Industry, Micro and Small Enterprises (MSEs) are defined 
as follows: Micro enterprises are business enterprises found in all sectors of the Ethiopian 
economy with a paid-up capital (fixed assets) of not more than Birr 20,000, but excluding high-
tech consultancy firms and other high-tech establishments. And Small Enterprises are business 
enterprises with a paid-up capital of more than Birr 20,000 ($2,500) but not more than Birr 
500,000 ($62,500) but excluding high-tech consultancy firms and other high-tech 
establishments.(1 US$ equals about 9 Birr, 1 Euro equals about 10 Birr in 10/2003). According 
to Amhara Small and Micro Enterprises Development Agency (SMEDA), the MSEs are 
generally classified into eight development packages such as: construction, wood and metal 
work, textile and garment, food and food related items, urban agriculture, manufacturing, 
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handcrafts, and ICT. In successful developing countries, MSEs by virtue of their size, location, 
capital investment and their capacity to generate greater employment, have demonstrated their 
powerful propellant effect for rapid economic growth. The MSE sector has also been 
instrumental in bringing about economic transition by providing goods and services that are of 
adequate quality and are reasonably priced, to a large number of people. 
 
 The micro and small enterprise sector is also described as the natural home of entrepreneurship. 
It has the potential to provide the ideal environment for enabling entrepreneurs to optimally 
exercise their talents and to attain their personal and professional goals. According to Ageba 
(2006), however, MSEs found in developing countries like Ethiopia are faced with numerous 
constraints like finance, skill and managerial expertise, attitude change, production and sells 
premises, marketing networks and others. All these constraints are interrelated and inter 
dependent. In order to solve these constraints step by step, MSEs operators should efficiently 
mobilize the limited resources they have. Technical and vocational training, skill and managerial 
expertise, attitude change and market awareness building, do play significant role in the process 
of improving and maximizing the operators’ performance and transforming small enterprises into 
middle and large scale enterprises. Training (on job training) plays a significant role in 
developing the required attitude, skills and managerial expertise. It applies to any transfer of 
knowledge, skills or attitudes, which is organized to prepare people for more productive 
activities, or to change their working environment (Naukrihub.com). Unlike formal educational 
programs, short-term skill training directly or indirectly affects the performance of the micro and 
small enterprise operators (Tan and Batra, 1996). Thus, this study examined the impact of 
training on performance of micro and small enterprise operators. 
 

2. Literature Review 
 
Successful Small and Medium Enterprises (SMEs) play a unique role in social and economic 
development in both developed and developing countries. They are considered as a driving 
engine of economic growth, in addition to their role in the fight against poverty and 
unemployment (Holcombe, 1995; Khandker, 1998; Otero and Rhyne, 1994; Remenyi, 1991). 
Sustainability of such role requires sustainable success of SMEs. Determinants of SMEs' success 
vary among countries and sectors and can be classified into two groups: external and internal 
factors. The external factors include supporting economic, social and political environment, 
availability of funds and legislations and availability of active local and international institutions.  
 
The internal factors, on the other hand, depend mainly on training. They include 
entrepreneurship, employee skills, in addition to management (Magableh and AL-Mahrouq, 
2006). However, in addition to training, other factors such as relevant education and experiences 
are needed to cope with work and environment changes (Bryan, 2006). Traditionally, training 
was not viewed as an activity that could help SMEs create "value" and successfully deal with 
competitive and environmental challenges. However, this view has changed. 
 
 Enterprises that use innovative training practices are more likely to report better financial 
performance than their competitors who lack such training (Noe, 1998). Training also helps 
SMEs cope with the latest accounting systems, information technology, management concepts 
and production techniques (Jones, 2004). In this context, better estimation and understanding of 
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the impact of training on SMEs performance is demanding and costly. However, numerous 
researchers have investigated the impact of training on SMEs performance (i.e., Bryan, 2006; 
Hashim and Ahmad, 2006; Jones, 2004; Cosh et. al., 2004; Barry and Milner, 2002; Huang, 
2001; Smith and Whittaker, 1999; Betcherman et. al., 1997; Marshall et. al., 1995; Jennings and 
Banfield 1993; and Collier et. al., 2003). These researchers found that training facilitates SMEs 
expansion and enhances profitability, productivity and competitive advantage. Others have 
investigated the problems affecting SMEs' involvement in training markets (i.e., Westhead, 
1998; Kitching and Blackburn, 1999; Hunt and Hogan, 2005). They found that lack of time, high 
cost of training, low employee motivation, underestimation of training outcomes, part-time 
workers and high turnover rate are among the major problems.  
 
Despite the huge amount of literature that have analyzed the relationship between training and 
SMEs performance, there is a dearth of studies examining training in general and training in 
MSEs specifically in Ethiopia. For example, while Al-Wadi (2005), Mryan (1997), Magableh 
(2004) and Al-Mahrouq and AL-Jaber (2003) found that the lack of skills, low productivity, high 
turnover rate and lack of employees training are among the main problems facing SMEs’ 
development and slow down of SMEs’ growth; the determinants and impact of training on 
MSEs’ performance have not been studied thoroughly. More importantly, studies that examined 
the impact of training on SMEs performance have a major limitation: they considered training to 
be a static one step process, while in reality training is a dynamic process that can be better 
modeled and estimated. Therefore, the impact of training can be measured for MSEs that have 
been involved in a training market, but not for those who lack access. In this view, training is 
modeled as a four stages process. 
 
According to Kirkpatrick, 1979 cited in Passmore and Velez, 2012, the most popular and widely 
known approach to the evaluation of training is Kirkpatrick’s framework. The model has served 
as the primary organizing design for training evaluations in organizations for over 30 years. 
Kirkpatrick identifies four categories of measures:1. Reaction;2. Learning;3. Behavior; and 4. 
Results. 
 
In the first stage, participants’ reactions to the training program be measured immediately after 
the program. In the second phase what the training program participants learned during the 
training event is determined. Learning outcomes in this level can include changes in knowledge, 
skills, or attitudes. The goal of the third stage is to find out if training program participants 
change their on-the-job-behavior as a result of their having attended and participated in the 
training program. The level three question is, Did the training have a positive effect on job 
performance? Level three evaluation specifically involves measuring the transfer of knowledge, 
skills, and attitudes that trainees gained from the training context to the workplace. The fourth 
stage is to find out if the training program led to final results, especially business results that 
contribute to the “bottom line” (i.e., business profits). Level four outcomes are not limited to 
return on training investment (ROI). Rather it can include other major results that contribute to 
the well functioning of an organization. Outcomes are either changes in financial outcomes (such 
as positive ROI or increased profits) or changes in variables that should have a relatively direct 
effect on financial outcomes at some point in the future.  
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2.1 Rationale of the Study 
In all successful economies, MSEs are seen as an essential springboard for growth, job creation 
and social progress. The small business sector is also seen as an important force to: generate 
employment and more equitable income distribution; activate competition; exploit niche 
markets; enhance productivity and technical change and, through the combination of all of these 
measures, to stimulate economic development (Ageba, 2006). 
 
However, having all these contributions, MSEs found in developing nations like Ethiopia, face a 
wide range of constraints and they are often unable to address the problems they face on their 
own .The constraints relate amongst others to: the legal and regulatory environments; access to 
markets; finance; business information; business premises (at affordable rent); the acquisition of 
skills and managerial expertise; access to appropriate technology; access to quality business 
infrastructure and, in some cases, discriminatory regulatory practices(Ageba,2006). 
 
Moreover, negative attitude of the public to the importance of the sector due to cultural influence 
is another constraint to the development of MSEs (Walelign & Wondimu, 2002). 
 
In order to minimize, if not possible to eliminate, all these constraints, the MSE operators should 
improve and maximize their performance, mobilize and utilize their limited resources efficiently 
and effectively, by developing the required attitude, skill and managerial expertise.  One key 
factor among others that plays a significant role in developing the required attitude, skills and 
managerial expertise is training. Training applies to any transfer of knowledge, skills or attitudes, 
which is organized to prepare people for more productive activities, or to change their working 
environment. Unlike formal educational programs, short-term skill training directly or indirectly 
affects the performance of the micro and small enterprise operators (Tan and Batra,1996). Paying 
due attention for these roles, SMEDA of the region provides basic business leadership skill 
development, vocational and technical skill development trainings for MSEs operators found in 
the region in general and Bahir Dar city administration in particular. Despite this, however, the 
problems, and effects of such trainings given for MSE sector have not been adequately studied 
empirically. Thus, this study examined the impact of such training on performance of micro and 
small enterprise operators. 
 

3. Methodology of the Study 
The research was based on empirical data collected through pre-post questionnaire surveys on 
MSE operators working in Bahir Dar city administration and taking trainings. 200 questionnaires 
were randomly distributed to MSE operators of Bahir dar city administration participated in 
either one or both of the trainings given by the agency. Out of the distributed questionnaires, 80 
were returned and used for analysis. Response rate is 40%. Reaction and behavioral change 
responses of respondents were collected by questionnaires designed using five point Likert scale 
ranging from strongly disagree (1) to strongly agree (5), and data were analyzed using 
descriptive statistics. While learning and result evaluation feed backs were collected with pre-
post questionnaire designed using the same scale ranging from very poor (1) to very good (5) and 
data were analyzed applying paired sample t-test.  
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In order to evaluate the effects of training given to MSE operators of Bahir dar city 
administration and to identify problems related to the training I used kirkpatrik’s four level 
training evaluation model. 
 
According to Kirkpatrick, 1979 cited in Passmore and Velez, 2012, the most popular and widely 
known approach to the evaluation of training is Kirkpatrick’s framework. The model has served 
as the primary organizing design for training evaluations in organizations for over 30 years. 
Kirkpatrick identifies four categories of measures:1. Reaction;2. Learning;3. Behavior; and 4. 
Results. 
 
The study assessed MSE operators training reaction and outcomes on knowledge and skills, 
transfer, and job performance without including the impact of the training upon the organization. 
At Level 1, the focus is on the learner’s perceptions about the program and its effectiveness. The 
measurement instruments usually request comments about the training content, materials, 
instructors, facilities, delivery methodology, etc. I used a five level Likert scale questionnaire 
ranging from strongly disagree (1) up to strongly agree (5) to evaluate the participants’ reaction 
to the training programs. This is important because positive reactions to a training program may 
encourage employees to attend future programs. In contrast, negative comments about the 
program may discourage learners from attending and/or completing the program. The negative 
comments can be used to modify the program and to ensure organizational support for the 
training program. 
 
Kirkpatrick’s Level 2 is content evaluation, the examination of what employees learned in the 
training program. Kirkpatrick defined learning “as the extent to which participants change 
attitudes, improve knowledge, and/or increase skill as a result of attending the program 
(Kirkpatrick & Kirkpatrick, 2006, p. 22).” Although research does not support that acquired 
knowledge and skills equates to the behavioral changes or on the job performance (Strunk, 
1999), it is also evident in the literature that Level 2 evaluations is still one of the most popular 
forms to evaluate the effectiveness of training programs (Bersin, 2003). As Kirkpatrick and 
Kirkpatrick stressed (Kirkpatrick & Kirkpatrick, 2006), “Evaluating learning is important. 
Without learning, no change in behavior will occur (p. 50).” Therefore, in order to measure the 
knowledge and skill improvement attained from the training I used a five point Likert scale 
ordinal measure.  
 
Level three evaluation specifically involves measuring the transfer of knowledge, skills, and 
attitudes from the training context to the workplace. If participants do not apply what they 
learned to their job, the training effort cannot have an impact on the organizational results. As a 
result, a five point Likert scale questionnaire was used to evaluate the improvement achieved. 
 
Level 4 measures MSE operators’ job performance by determining the extent to which operators 
apply their newly acquired knowledge and skills on the jobs (Kirkpatrick, 1960a).This level of 
evaluation is critical, as it addresses the issue of learning and behavioral transfer to operators’ job 
performance. If employees do not apply what they learned to their job, the training effort cannot 
have an impact on the organizational results. Training effectiveness can be affected by “training 
factors” before trainees go back to their workplace as well as “workplace factors” that operate in 
their workplace when they return. In order to minimize the effect of work place factors on the 
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training outcomes I preferred and used the four level Kirkpatrik’s model which excludes final 
organizational outputs like ROI, ROA, and others.   
 
Five point Likert scale ranging from very poor (1) up to very good (5) was applied to assess this 
item. Regarding questionnaire design, it consists of four sections. The first section covers the 
reflections of MSEs’ operators about the trainings, the second covers what the operators learnt 
from the trainings, and the third covers the behavioral change operators brought due to trainings. 
The last section focuses on the effects of trainings on the MSE operators’ performance. Majority 
of the questionnaires items were close-ended questions while too few open-ended items that need 
respondents’ explanations were included in the questionnaire.   
 

4. Results and Discussions 
 
Types of Surveyed Enterprises  
 
About 36.3% of the surveyed enterprises are Wood work & Metal work, 22.5% textile and 
garment, 13.8% food and food related, 12.5% construction, 11.3% and 3.8% are manufacturing, 
and computer and ICT respectively. 
 
Reaction and Behavioral Change of MSE Operators 
 
In the Krickpatrik’s training evaluation model, reaction level is focused on the learner’ 
perceptions and satisfaction about the training program. The measurement instruments usually 
request comments about the training content, materials, instructors, facilities, delivery 
methodology, etc. I used a five level Likert scale questionnaire ranging from strongly disagree 
(1) up to strongly agree (5) to evaluate the participants’ reaction to the training programs. The 
result obtained from the survey is discussed as follows :( see Table 4.1 below) 
 
According to Ageba (2006), the MSEs faced with numerous constraints like finance, skill and 
managerial expertise, attitude change, production and sells premises, marketing networks and 
others. In order to efficiently utilize the available limited resources and to create extra assets with 
additional job opportunities that can curb the alarmingly increasing unemployment rate, the skill 
and knowledge gaps as well as the attitude problems can be solved by providing need driven 
trainings. However, among the total only 5.2% of the respondents agree as the trainings were 
need driven and delivered in a conducive time and environment. 
Moreover, the trainers should be well skilled, experienced and prepared.  The training activities 
should be properly scheduled; delivery methods should be clearly stated, the language used 
during training and the overall nature of the training should be directly related to real practices 
and should be user friendly to the MSEs operators. The survey result, however indicate that only 
2.6% of the respondents are satisfied with the trainings.   
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Table 4.1 : Trainings Reaction  of Respondents 

  
Strongly 
Disagree Disagree Neutral Agree 

Strongly 
Agree 

Trainings were need driven   48.1%. 46.8% 5.2%   
Trainings were delivered in a 
conducive time and environment 

2.6% 39.0% 53.2% 5.2%   

Trainings were user friendly   14.3% 70.1% 15.6%   
Trainers are well skilled about the 
training they deliver 

  20.3% 52.7% 27.0%   

Trainings give you better idea of 
the career path which you want to 
pursue 

  21.9% 49.3% 28.8%   

The training objectives for each 
topic were identified and followed 

  22.4% 72.4% 2.6% 2.6% 

Class participation and interaction 
were encouraged. 

  23.4% 45.5% 31.2% 
  

Adequate time was provided for 
questions and discussion 

2.8% 42.3% 39.4% 15.5%   

The  content was organized and 
easy to follow 

  44.2% 32.5% 23.4%   

Trainees receive the training 
necessary to do their jobs. 

2.6% 35.1% 36.4% 26.0%   

  Very 
Unsatisfied 

Unsatisfi
ed 

Neutral Satisfi
ed 

Very 
Satisfied 

Overall, how satisfied are you with 
the training you have received at 
the agency? 

2.6% 28.6% 66.2% 2.6%   

 Source: Survey Questionnaire 
 

Table 4.2. Behavioral Change of Respondents 

  
Strongly        Strongly 
Disagree Dis agree Neutral Agree Agree 

You  often make use of skills 
learned during training 

 12.5% 70.0% 17.5%   

You are able to teach your new 
knowledge, skill, or attitude to 
others 

  20.0% 57.5% 20.0% 2.5% 

You are aware that your behavior 
is changed after training 

  18.8% 52.5% 26.3% 2.5% 

You believe that trainings you 
involved in improved your  
professional career 

  27.5% 38.8% 31.3% 2.5% 

Source : Survey Questionnaire 
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As level 3 goal is to find out if training program participants change their on-the-job-behaviour 
as a result of their attendance and participation in the training program, the respondents were 
asked questions that can measure the change in their on job behaviour, specifically the transfer of 
knowledge, skills, and attitudes from the training context to the workplace. If participants do not 
apply what they learned to their job, the training effort cannot have an impact on the 
organizational results. No final results can be expected unless a positive change in behaviour 
occurs. In this regard only 28.8% of the respondents thought that their behaviour has changed 
due to trainings and 17.5% applied the knowledge they gained from the trainings. Only 33.8 
percent of them believe that their professional carrier has improved because of the trainings. 
 
Table 4.3: Learning level 3 

 
Paired Samples T-Test 

 Paired Differences t df Sig. 
 (2-
tailed
) 

Mean Std. 
Deviation 

Std. Error 
Mean 

95% Confidence 
Interval of the 
Difference 
Lower Upper 

Pair 
1 

Understandin
g of the job 
doing 
       -Before  
training 
       - After 
training   
                                          

  -.288 .455 .051 -.389 -.186 -5.646 79 .000 

Pair 
2 

Awareness 
about  the 
business 

- Before 
training                                          
- After 
training 

-.400 .493 .055 -.510 -.290 -7.257 79 .000 

Source: Questionnaire 

Paired Samples Statistics 
 Mean N Std. Deviation Std. Error Mean 

Pair 
1 

 Understanding of the job  doing 
     - Before training 3.11 80 .857 .096 

     - After training 3.40 80 .704 .079 

Pair 
2 

Awareness about the business 
      - Before training 3.08 80 .742 .083 

     - After training 3.48 80 .595 .067 
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In order to use the result of Table 4.3, for meaningful statistical conclusions the assumption of 
normal distribution is considered as the sample size is large(> 30). Paired-sample t-test was used 
to test whether there were significant differences between the mean values of the business 
awareness and understanding of MSE operators before taking the training/s and after taking the 
training/s. The value in the columns of sig. (2-tailed) revealed that the value for business 
awareness and understanding were less than 0.05 (i.e. less than 0.025 for 2-tailed test). This 
means that there were statistically significant difference on the business awareness and 
understanding of their jobs before taking training (M=3.11, SD=.857) and after trainings 
(M=3.40, SD=.704, t (79) = -5.646, p<.05). Thus, it shows that training has a positive impact on 
MSE operators’ awareness and understanding about their business. 
 
Impact of Training on Performance of MSE Operators 
The importance of training as one tool for MSEs’ growth has been recognized worldwide. Many 
studies revealed that training contributes significantly in the growth of enterprises. For instance, 
Edgcomb (2002) established that training has significant impact on participant characteristics 
and final participants’ outcome. Training adds to the skill of MSE operators, change their 
behavior on how they perceive and conduct business activities and in turn enhance their ability to 
perform better.  

Table 4.4. Impact on Performance 

 Paired Differences T df Sig. 
(2-
tailed
) 

Mean Std. 
Deviatio
n 

Std. 
Error 
Mean 

95% Confidence 
Interval of the 
Difference 
Lower Upper 

Pair 
1 

Quality of the work  
-  Before training -        
- After training 

-.350 .480 .054 -.457 -.243 -6.522 79 .000 

Pair 
2 

Understanding of 
problems and getting 
solutions 
- Before training -                                                                      
- After training 

-.449 .638 .072 -.592 -.305 -6.216 77 .000 

Pair 
3 

Working speed 
-  Before training -                        
- After training 

-.212 .412 .046 -.304 -.121 -4.617 79 .000 

Pair 
4 

Productivity 
- Before training 
 -After training 

-.350 .553 .062 -.473 -.227 -5.656 79 .000 

Pair 
5 

 Motivation  
- Before training 
 -After training 

-.338 .620 .071 -.478 -.197 -4.778 76 .000 

Pair 
6 

 Job satisfaction 
 - Before training 
 - After training 

-.100 .302 .034 -.167 -.033 -2.963 79 .004 

Source: Survey Questionnaire 
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The effectiveness of business leadership and technical skill development trainings on the MSE 
operators’ performance was measured using paired sample t-test in terms of their work quality, 
understanding and problem solving capacity, working speed, motivation, productivity and job 
satisfaction improvements.  
Table 4.4 above confirmed that there were statistically significant differences between the mean 
values of   MSE operators’ performance before taking the trainings and after taking the trainings. 
All the values in the sig.(2-taild) column revealed that the P-value were less than 0.05. This 
shows that training has a positive impact on quality of operators’ work, working speed, 
productivity, motivation, and job satisfaction 
 

5. Conclusion and Suggestion 
Financial crises and unemployment are the most prior challenges of the contemporary world. 
MSEs are the number one choices of governments to successfully confront these challenges and 
to curve the problems. The result of this study shows us that the MSE operators’ performances 
were improved after training. More specifically, training has a positive impact on quality of 
operators’ work, working speed, productivity, motivation, and job satisfaction. However, still 
majority of the respondents are not satisfied with the trainings.Thus, so as to create extra job 
opportunities using small capital investment, MSE operators should be provided continuously 
with need driven, gap filling and problem solving capacity building trainings.  

Even though our (Ethiopian) government has endeavoured to support the MSEs by providing 
trainings, it is done in a haphazard way. As the trend depicts and the respondents explained in the 
open ended questions of the questionnaire the trainings were more of theoretical, unorganized & 
discontinuous. On the other hand, they were motivating, hint giving and direction indicating.  
 
References 
Al-Mahrouq, M. & Al-Jaber, T. (2003). “The Required Economic Strategies and Monetary 

Policy for Small and Financial Institutions in Funding Small and Medium enterprises.” 
Amman, Jordan. 

Al-Wadi, M. (2005). “Small –Scale Business Challenges, with Special Reference to their Role in 
the Development of Jordan.” Arab Management Journal. 25 (1):1-43. 

Aw, Bee-Yan and Hong Tan (1993), “Training, Technology and Firm-Level Productivity in 
Taiwanese Manufacturing,” PSD Working Paper, The World Bank. 

Barry, B & Milner, B. (2002). SMEs and Electronic Commerce: Departure from the Traditional 
Prioritization of Training. Journal of European Industrial Training. 26(7):316-326. 

Bartel, Ann (1991), “Productivity Gains from the Implementation of Employee Training 
Programs”, NBER Working Paper # 3893, November. 

Bartel, Ann (1992), “Training, Wage Growth, and Job Performance: Evidence from a  Company 
Database,” NBER Working Paper # 4027, March. 

Betcherman, G., Leckie, N. & McMullen, K. (1997). “Developing Skills in the Canadian 
Workplace.” CPRN Study No. W02, Renouf Publishing, Ottawa. 

Collier, W., Green, F., Peirson, J., & Wilkinson, D. (2004). Training and establishment survival. 
Working paper.University of Kent, Canterbury. 



Journal of Policy and Development Studies Vol. 10, No. 3, August 2016 

102 

 

Cosh, A, Duncan, J, Hughes, A. (1998). Investment in Training and Small Firm Growth and 
Survival: An empirical analysis for the UK.1987-97, DFEE Publications Research. 
Report No.36, London. 

Dutta, D. & Magableh, I. (2006). A socio-economic study of the borrowing process: the case of 
microentrepreneurs in Jordan. Applied Economics.38, P 1632. 

Gebrehiwot A. and Wolday, A.(2006),”Micro and Small Enterprises (MSEs) 
Greene, W. H. (2000). Econometric Analysis (4th ed.). USA: Prentice Hall International, Inc. 
Hashim, M. & Ahmad, S. (2006). An Assessment of Training Practices among Malaysian SMEs. 

Advances in Global Business Research. 3 (1).. 
Holcombe, S. (1995). Managing to Empower: The Grameen's Bank Experience of Poverty 

Alleviation, London: Zed Press. 
Huang, T. (2001). The Relation of Training Practices and Organizational Performance in Small 

and Medium Size Enterprises. Education and Training. 43(8/9): 437-444. 
Hunt, I. and Hogan, D. (2005). Moving Small Companies Towards Next Generation 

Employability, Community of Practice (COP) Report, COP3. 
Jennings, P.L. and Banfield, P. (1993). Improving Competence in Small Firms. Paper presented 

at the 16th National Small Firms Policy and Research Conference, Nottingham: The 
Nottingham Trent University. 

Jones, J. T. (2005). The Determinants of Training in Australian Manufacturing SMEs. Education 
and Training. 47(8-9): 605-615. 

Khandker, S., R. (1998). Fighting Poverty with Microfinance: Experience in Bangladesh. 
Washington, D.C: Oxford University Press for the World Bank. www.ccsenet.org/ijef 
International Journal of Economics and Finance Vol. 3, No. 5; October 2011 112 ISSN 
1916-971X E-ISSN 1916-9728 

Kitching, J., Blackburn, R. (2002). The Nature of Training and Motivation to Train in Small 
Firms, Small Business Research Centre, Kingston University, London. 

Magableh, I & AL-Mahrouq, M. (2007). Small and Medium Enterprises (SMEs): Concepts, 
Characteristics, Importance, Merits and Obstacles, a paper prepared at Small Enterprises: 
an Effective Tool to Address Poverty Forum, Yarmouk University Jordan 29-31 July. 

Magableh, I. (2009). Economics of Microfinance and SMEs in Jordan. VDM Verlag Dr. Muller 
Aktiengesellschaft & Co. KG. 

Marshall, J., Alderman, N., Wong, C., Thwaites, A. (1993). The Impact of Government Assisted 
Management Training and Development on Small and Medium-Sized Enterprises, 
Britain, Environment and Planning, pp.331-48. 

Mryyan, N. (1997). Labor Characteristics and Salary Determinants in the Informal Sector in the 
Urban Centres in Jordan. Dirasat, 24(2): 413-428. 

Noe, R., A. (2002). Employee Training and Development (2nd Edition), Boston: Irwin/McGraw-
Hill. 

Otero, M. & Rhyne, E. (1994). The New Word of Microenterprise Finance. London: IT 
Publications. 

Reid, R. S. & Harris, Richard I. D. (2002). The Determinants of Training in SMEs in Northern 
Ireland, Education and Training. 44 (8-9): 443-450. 

Remenyi, J. (1991). When Credit is Due. London: IT publications. 
Smith, A. and Whittaker, J. (1999). Management Development in SMEs: What Needs to be 

Done?”, Journal of Small Business and Enterprise Development. 5(2), 176-185. 



Journal of Policy and Development Studies Vol. 10, No. 3, August 2016 

103 

 

Tan, H.W. and Batra, G. (1996), “Enterprise Training in Developing Countries: Overview of 
Incidence, Determinants, and Productivity Outcomes”, Naukrihub.com, training and 
development. 

Tobin, J. (1958). Estimation of Relationships for Limited Dependent Variables. Econometrica. 
26, 24-36. 

Walelign, M. and Wondimu, T. (2006) “A survey on Identification of problems faced by Micro 
& Small Enterprises in ANRS” 

Westhead, P. (1998). Factors Associated with The Provision of Job Related Formal Training By 
Employers. International Journal of Entrepreneurial Behavior and Research. 4(3), 187-
216. 

 
 


