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Abstract 

The main purpose of this study was to investigate an Assessment of Military Education and 

Training Development in the Ministry of National Defense/Education and Training Main 

Department at Combined Army Academy. To this end, basic objectives and guiding questions 

were developed to address the issues related to the practice of military education and training 

development, evaluation mechanism and its challenges on teaching and learning process. In 

order to meet the objectives of the study, a descriptive survey design method was employed. The 

research methods used in the study were both quantitative and qualitative (mixed) approach. 

Forty five (45) teachers and 28 students were selected using availability sampling technique for 

this study. Three department heads and three commands of the academy were also selected using 

Purposive sampling technique. Questionnaires,(close and open ended), interview and document 

analysis were used for collecting data. Frequency, percentages, mean and standard deviation 

distributive statistics were used to analysis the quantitative data. The data obtained through 
open-ended questions of the questionnaires and the interviews were qualitatively analyzed to 

supplement the quantitative data. Document viewed was conducted to supplement the data 

obtained through questionnaires and the interview. Findings indicated that the majority of the 

respondents were acknowledging the practice of education and training development practices 

conducted by CAA. Furthermore; delivering education and training development program by 

developing and revising its curriculum and conducting continuous need assessment were also 

recognized as special good achievement of the academy. However, there were challenges and 

limitations such as lack of clear written educational and training policy document, lack of clear 

long term plan about education and training development, lack of cooperation between College 

to College and between the Academic and its stakeholders were identified as the major 

challenges of the education and training programs. The study concluded that the institution has 

encouraging education and training development practice to enhance its human resources 

qualification. Generally, the study suggested that education and training development programs 

have to be strategic and systematic in order to achieve the desired objectives. 

 

Key words: Education, Training and Development
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CHAPTERONE 

Introduction 

This chapter deals with the background of the study, statement of the problem, objective of the 

study, significance of the study, delimitation of the study, limitation of the study, operational 

definition of key terms and organization of the study. 

1.1. Background of Study 

Academic systems are the foundations for the production and providing of qualified human 

resources. They are in charge of achieving educational objectives to shape learners in accordance 

with the needs and interest of stockholders. It is generally believed that a society‟s future layer 

depends on the success of colleges in effectively carrying out their objectives. Improved 

capabilities, knowledge and skills of the talented workforce proved to be major source of 

competitive advantage in a global market (McKinsey, 2006). 

Education and training is one of the essential driving forces and a necessary condition for a 

country‟s economic, social and cultural development. Education plays such a role as it increases 

and strengthens the creative and productive capacity of human beings. It is a tool for generating 

knowledge, raising living standards and enriching, as well as transmitting, society‟s culture to 

future generations (Awraris, 1975). 

A training and development undertaking is important for not only the organization, but also the 

employees. According to Quinn, Anderson and Finkelstein (1996) and McNamara (2008) both 

training and development have the following purposes: Enhancing the organizational capacity to 

adopt and use advances in technology because of sufficiently knowledgeable staff; Building a 

more efficient, effective and highly motivated team, which enhances the organizations 

competitive position and improves employee moral; Ensuring adequate human resources for 

expansion into new programs; Increase productivity; reduce employee turnover; increase 

efficiency resulting in financial gains; Decreased need for supervision; Increase job satisfaction 

and morale among employees; Increase employee motivation; Increase innovation in strategies 

and products; and Enhance company image. 
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According to Esterhuyse (2007) point of view, the development of military leaders has three key 

components: these are education, training, and experience.  He stated that, Military experience is 

the functions of knowledge and skills while Training is the development of skills and also 

Education is the expansion of knowledge. This means that officers need to be historically-

minded in order to deal with present realities and challenges. Yet, they have to deal with present 

realities in such a manner that they shape the future. Therefore, it is fact the three components 

are very crucial for organizational development and performance.  

 Military institutional leaders are expected to mobilize the abilities and efforts of the teaching 

staff to provide effective educational program. They should give considerable time to coordinate 

and manage experience, education and training. From the actual situation and challenges of 

education, training and practice, the Academy has a vital significance from the perspective of 

policy and the need of the defense institution. 

Military educational leadership means it is about guiding and inspiring the educators in putting 

their college/school curriculum into practice and continuously improving it in order to make 

alignment with the dynamics of changes (Glass, et al 2005). It ensures that the culture of 

teaching and learning educational practices. Therefore an academic leader is a responsible person 

for the overall direction and inspiration of his/her academic staff in achieving the goals set by the 

school.  

The importance of experience, education, and training in all college/school levels has led to a 

closer examination in order to better understanding of whether carried out effectively and 

efficiently or not, by academic leaders. Academic leadership involves the strategic application of 

knowledge to solve context specific problems and to achieve the purposes of education through 

others.  

Therefore, the major responsibility of the Academic leaders is to facilitate effective teaching and 

learning with the overall vision and mission of enhancing student achievement.   

       Armed forces around the world are exploring technological and biological enhancements to their 

soldiers. So to employ those weapons it needs knowledge and skill. 
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Ministry of National Defense Force of Ethiopia (MoND) has established different collages in 

different places of the country to enhance its capability by producing effective and efficient 

tactical, operational and strategically level leaders. 

Based on the concepts defined by different scholars, the researcher needs to assess the military 

education and training development in Combined Army Academy. The Combined Arms 

Academy is one of the educational and training institutions of Ministry of National Defense of 

Ethiopia (MoND). It was established in 2007 by the Training Main Department (TMD) of the 

Minster National Defense to produce competent tactical level leaders based on the academic 

educational visions, missions, and goals of the main curriculum, professional knowledge and 

skill and interpersonal relationship among the batches and develop team building and team work 

attitudes and perceptions of the officers. 

Interest of MoND which is expected from the Combined Army Academy is to enable the FDRE 

Defense Force carry out its constitutional mission effectively. The educational and training 

institutions being a center of capacity building are expected to: Develop capacity building 

centers to prepare competent human recourses for the current and future missions, Produce 

democratic thinker, competent, mission oriented and professional man power and, Establish 

standardized institutions which are able to cope up with the development of current situations 

and dynamism.  

The Combined Army Academy is 230km from Addis Ababa on the right side of the main road 

from Addis Ababa-Harare Djibouti junction in Afar region around Awash Sebat Killo. This area 

was traditionally known as Brigade. It had three programs: Artillery, Armor and Motorized and 

Anti-Air Craft programs. The academy was established in 1999 E.C (2007) and had graduated 

nine batches of tactical level leaders in B.A Degree and Diploma, which means one up to six B.A 

Degrees, seven- nine B.A and Diploma. 

The College has its own structure, vision and mission; the structure includes five departments 

and with one training support staff in order to achieve the main programs: such as foundation 

course, leadership course and special (Techniques and Tactics) course. The study attempts to 

measure the current conductions military education and training development related to 
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performance and interaction between theoretical knowledge and practical skills such as 

education, training and experience.  

Therefore, the purpose of this research is to assess the level of military education and training 

development whether the Combined Army Academy effective or not. 

1.2. Statement of the Problem 

In today changing global context, both individual and collective skills are the most important 

assets for organizations and determine their productivity competitiveness and ability to adapt and 

to be proactive when faced with an uncertain and complex environment. Thus training is a key 

strategy for generating skills in people, since it enables both learn and unlearn skills in other 

words to acquire new skills and change inappropriate skills (Pineda, 2010 p.674 cited in 

Brihanu,2016). 

The delivery of efficient and effective training is required to enhance the productivity of 

employees and improve their performance. However, the problem in training is that people 

usually like the training and performance material taught, but behavior and performance do not 

always reflect the extent of training and delivered and supposedly learned. Generally, absence of 

well-established training and development policy, lack of adequate budget, inadequate needs 

assessment, inappropriate training and development objectives, trying out-dated training and 

development methods, lack of close supervision and follow up are some of the major problems 

that common about Ethiopia organization are facing (Tamrat, 2010). These problems later on 

lead the organizations to lack of optimum man-task relationship, resistances of employees in 

taking future assignments, decrease in productivity, increase in operational error, increase in 

employee turnover and absenteeism and decrease in employee morale and confidence.  

Both developing and developed countries have suffered from the ineffectiveness of their training 

programs. There is a significant body of literature which discusses the reasons why training 

programs in developing countries do not lead to the desired outcomes. Many studies argue that 

most of the training and development programs in developing countries have failed to achieve 

their expected results mainly due to their inability to design a training program that targets 

specific objectives (Healy, 2001). He states that various training programs were offered in 

government organizations in some developing countries, but they were very ineffective in the 
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sense that they were very theoretical and too broad, and were not directed towards achieving any 

specific objectives. According to Healy, the training programs were not responsive to the needs 

of the employees as their needs or weaknesses have not been identified, and there was also no 

coordination among the different stakeholders within these organizations. 

Like other public organizations, the Combined Army Academy military education and training 

has been doing a lot of efforts in training and developing its officer performance. Thus, this study 

is appraising the nature of education and trainings development granted by the combined arms 

leaders. Moreover, this research examined the extent to which the education and training 

development programs of the CAA are effective, responsive to the needs and expectation of it‟s 

the whole stakeholders, and how this affects stakeholders‟ performance.  

The Combined Army Academy is established in the expectation of producing competent tactical 

level leaders by applying the competence of education and training defined by different scholars. 

To this end, the Academy has developed its own educational vision, mission, and goals and 

curriculum to build professional and competent leaders. The practices of education and training 

of the academy were examined in terms of the interaction education and training development. 

The researcher is triggered to undertake this study because of the following major reasons. First, 

CAA is an institution in which the researcher has been working for the last six years (since, 2008 

E.C). So, the researcher has experienced and observed different challenges such as problem of 

controlling, lack of motivating instructors and lack of manpower for training. Second, there is no 

research conducted regarding military education and training development in the academy. Third 

both developed and developing countries have suffered from the ineffectiveness of their training 

programs including all organizations (Healy, 2001). 

Therefore, this thesis aims to assess the practices of education and training development in the 

Combined Army Academy. In order to address the study effectively, the thesis have the 

following basic research questions: 

1. What does the current practice of education and training development of the combined 

army academy looks like?  

2. What mechanisms are employed to evaluate the practice of education and training 

development in CAA?  
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3. What are the main challenges of Combined Army Academy during the education and 

training development practice? 

1.3. Objectives of the Study 

1.3.1. General Objectives  

The main objective of the study was to examine, measure and aware the practice and challenge 

of education and training development in combined army academy. 

1.3.2. Specific Objectives 

Based on the general objective, the following specific objectives 

 To examine the practices of education and training development undertaken in CAA. 

 To measure, evaluate and understand the level of education and training development. 

 To assess and aware the major challenges that influence effectiveness of education and 

training development.  

1.4. Significance of the Study 

The significances of the study can be summarized by the following points. 

1) The study may generate awareness for Training Main Department education and training 

center about the drawback and problems encountered in the practices education and 

training development for military higher education institution (CAA). 

2) It may serve as an input for the college leaders/ managers and other stakeholders to 

improve the effectiveness of the college. 

3) Provides for the researcher to acquire knowledge and practical experience regarding the 

issue by assessing the facts on the ground and different scholar theories, and also for the 

partial fulfillment of the requirements for master of art (MA) degree in education and 

training development. 

4) It may serve as a starting point for further research-by provoking the interests and 

motivations of researchers on the area. 
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1.5. Scope of the Study 

The scope is delimited to the assessment of military education and training development in CAA. 

It is one of the colleges established under education and training main departments in the 

Ministry of National Defense; Training Main Department. There are four Colleges which are 

located: one college in Mekelle, one College in Addis Ababa, one Cadet College in Holota and 

CAA is located in Afar Regional state, Awash Sebat Killo. As to its area coverage, due to 

shortage of time, the study will confined to one college. To make the study manageable and 

specific it‟s content was delimited to the current practices of education and training development, 

the level of development education and training in the CAA, and the main challenges.  

1.6. Limitation of the Study 

The researcher has major limitation of the study was lack of adequate and exhaustive research 

work related to the title or research literature review the Ethiopian Defense force. The researcher 

has lack of research experience. In addition, poor documentation and unavailability of the 

required reference materials in relation to the title limited the study process. So, the researcher 

tries to solve the lack of document as other primary sources by using questionnaires and 

interviews to conduct this research and unreserved effort has been made to minimize the effect of 

the limiting factors. 

1.7. Operational Definition of Terms 

Education is the expansion of knowledge prepares officers to deal with the military realities of 

the future. 

Training is the development of military skills which is underpinned by the military realities of 

the present. 

Development: is focus on up grading employee‟s ability and attitude for the future career and 

organization (McNamara, 2008)  

Military training is understood as the activity that armed forces use to develop the necessary 

skills to perform effectively on the technical and tactical levels of war. 

The term „Academy‟:  refers to the combined army academy 

The term ‘Command’: refers to the highest leadership committee of the academy. 

The term ‘Commandant‟:  refers to the chief executive of the academy. 
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1.8. Organization of the Study 

The study was organized into five chapters. Chapter one consists of, background to the study, 

statement of the problem, purpose, objectives, research questions, significance, limitations, 

scope, and definition of terms and organization of the study. Chapter two consists of review of 

literature which related to the topics. Chapter three describes the research methodology which 

includes research design, target population, sample and sampling procedures, research 

instrumentation, validity and reliability of instruments, data collection and method of data 

analysis. Chapter four consists of data presentation, analysis and interpretation, Finally Chapter 

five focuses on the findings, conclusions and recommendations for further studies. Reference and 

appendices were appearing at the end of chapter five. 
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CHAPTER TWO 

2. Review of Related Literature 

Introduction 

This chapter focused on the review existing of literature related different international, regional 

and national reviews, in the context of military Education and Training Development. It includes 

Concept Framework of Education and Training Development, Concepts, Education and training 

Philosophy, Training and Development Policy, Purpose, Benefits, and Core Principles of 

Military Education. In addition to this, it Systematic Training and Development Process, 

Evaluating the Effectiveness of Training and Development Program and Finally, Challenges of 

Training and Development with summarized of the reviews literatures has been determined. 

2.1. Concept of Education and Training Development 

As Hackett (2004) discusses the need to make a distinction between training and education, as  

Hackett added that since education and training can and do provide both sorts  of  outcomes 

these days, the distinction between them is unrelated. Correspondingly, development is to equip 

people with the knowledge and skills they might need later in their careers, at a higher level in 

the organization; in other words, it is to enable them to fulfill their potential.    

According to Asare and Bediako (2002), Subordinates must be trained, and where possible 

developed to meet their own career needs and the need of the organization. Besides, it must 

incorporate newly recruited staff into orientation programs. It is difficult to differentiate between 

education and training. 

 Education is more comprehensive, exhaustive and wider in scope than training. Training is only 

one of the constituents of education. Secondly, true education brings about holistic development 

of personality of an individual, required for his personal growth in the long term. Training, on 

the other hand, develops skills, attitudes and job behavior, required for efficiency and 

effectiveness in the profession (Singh, 2005). 
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Therefore, training is assumed with the purpose of gaining a specific skill whereas education is 

undertaken basically for furthering an individual‟s knowledge and/or developing the individual‟s 

intellect.  

2.2. Definition and Concepts of Education, Training and Development 

Education is a basic pre-requisite for social, economic and political development of any society. 

Education is furthermore, a corner stone for development World Bank (1998, p.1). Education is 

the most powerful weapon which you can use to change the world (Nelson Mandela) 

Education is a strategic issue in structuring the military forces for the third 

millennium. Training for any purpose now will be effective only if the trainee is 

adequately educated. The lines formerly drawn between those who need 

"education" and those who need "training" have become blurred, if not irrelevant. 

Education without training in the combat arms has always been correctly 

understood as folly in the military. Now the military must come to grips with the 

fact that we cannot train the uneducated kim and Anderson (1997:3). 

According to Manpower Services Commissions (1981), training is defined as a planned process 

to modify attitude, knowledge, or skill behavior through learning experience to achieve effective 

performance in an activity or range of activities. Its purpose, in the work situation, is to develop 

the abilities of the individual and to satisfy the current and future needs of the organization. 

CEDEFOP (1996), The European Centre for the Development of Vocational Training, defines 

training as an activity or program of activities designed to teach the skills and knowledge 

required for particular kinds of work. Training usually takes place at working places, whereas 

education takes place at educational establishments. 

Both of the above definitions explain the application of training to the requirements of the 

organization and this training tends to occur in the workplace. They also indicate a relatively 

narrow limitation to specific skills and operations. Moreover, training normally has an immediate 

application and is generally completed in a shorter timescale than education (Van Wart et al, 

1993). 

According to (Rao, 1990:23-34), as cited Mengsitu (2014), Training is the act of 

increasing the knowledge and skills of an employee for doing a particular job. It is a 

short term educational process and utilizing a systematic and organized procedure by 

which employees learn technical knowledge and skills for a definite purpose. Training 

improves changes moulds the employee’s knowledge, skill, behavior, aptitude and 
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attitude towards the requirement of the job and the organization. Training refers to the 

teaching and learning activities carried on for the primary purpose of helping members 

of an organization to acquire and attitudes needed by a particular job and organization. 

Though development has several definitions according to its sectarian dimensions, the relevant to 

the subject under study is the one defined by MSC (1981) as development is the growth or 

realization of a person‟s ability, through conscious or unconscious learning. Development 

programs usually include element of planned study and experience, and are frequently supported 

by a coaching or counseling facility (MSC, 1981). 

According to Bolton (1995), development occurs when a gain in experience is effectively 

combined with the conceptual understanding that can illuminate it, giving increased confidence 

both to act and to perceive how such action relates to its context. It can be seen from the 

definitions that development indicates movement to an improved situation that for the individual 

means advancing towards the physical and mental potential one can possess. In many respects, 

development indicates growth and movement by the learner rather than learning itself (Wilson, 

1999). 

According to Bernatek (2003), training and development help to ensure that organizational 

members have the knowledge and skills needed to perform jobs effectively, take on new 

responsibilities, and adapt to changing conditions. For Fitzgerald (1992), training focuses 

primarily on teaching employees how to perform their current jobs and helping them acquire the 

knowledge and skills they need to be effective performers, whereas development focuses on 

building the knowledge and skills of organizational members so they are prepared to take on new 

responsibilities and challenges. Training tends to be practiced more frequently at lower levels of 

an organization; development tends to be used more frequently with professionals and managers 

(Jones and George, 2011). Both training and development can play a critical role in attracting 

and retaining workforce (Wilson, 1999). Training can be an essential tool for maintaining and 

improving the productivity of employees there by upgrading their skills that are relevant to meet 

specific business, customer needs and ever changing industry standards while development 

opportunities motivate employees by providing them with skill and knowledge enrichment 

(NISC, 2008). 
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2.2.1. Military Training and Education: Understanding the Difference 

As Caforio (2003), Military expertise has a body of defined theoretical knowledge and practical 

skills. The difference and interaction between theoretical knowledge and practical skills is rooted 

in the interaction between action and reflection; and between experience on the one hand and 

training and education the other. To re-phrase this idea, the blueprint for the development of 

military leaders has three key ingredients: training, education, and experience. Military 

experience is the application of knowledge and skills rooted in the context of military realities of 

the past. Training is the development of military skills underpinned by the military realities of 

the present. Education also defines the expansion of knowledge prepares soldiers to deal with the 

military realities of the future.  

This means that officers need to be historically-minded in order to deal with present realities and 

challenges. According Radbruch (1978), officers have to deal with present realities in such a 

manner that to shape for the future. Consequently points out that a professional military 

educational system should be a dichotomy between ideal and reality, between theory and 

practice, and between present and past. 

Similarly, Lawson (1989), has explained, that officers training, education and experience are 

rooted in military socialization. Military socialization aims at providing people within the 

military with the right values, norms and attitudes.  Military socialization is a higher order notion 

than military training and education since it encompasses much more than these two notions.  

Military training and education, however, cannot be done without military socialization. The aim 

is to develop them into effective leaders of organized force to ensure successful strategic effect. 

If this is not done in a proper manner, people die (Kelley, 1996). 

Militaries often experience difficulty in drawing a distinction between military education and 

training. Militaries in fact often approach the problem by ignoring the difference. The underlying 

philosophy and the fundamental aims and objectives of education, to be precise, clash with those 

of the military in general and military training in particular. Thus, there is an inherent tension 

between military training and education. 
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Inevitably, there are the seeds of tension when conformity and questioning are being 

taught side by side. It should come as no surprise that military education can occasionally 

give rise to uneasiness within the military as a whole. There are many apparent 

incompatible objectives: discipline and individuality, conformity and initiative, responding 

and innovating, determination and flexibility, imagination and objectivity, fire and 

dispassion (Mason Cited in Esterhuyse, 2007:37). 

2.2.2. Military Training: Teaching Officers what to think 

According to Esterhuyse (2000), Training is often associated with narrow forms of learning as 

the direct opposite of broad forms of learning which are regarded as education. This does not 

degrade learning in the training setting to the level of irrelevance. The narrowness of training is a 

description of its limited range of applications. What is learned during training is specific to a 

given type of situation and there is little cognitive understanding involved. In the military, 

training is rooted in the disciplined execution of drills as in weapon, fighting and other drills as 

well as standard operational procedures. Criterion objectives are most appropriate for training. 

Normally these objectives require that under a given set of conditions a student will exhibit a 

specific behavior to a certain predetermined level of standard. The trained response to orders is 

immediate and precise, and instructions are followed implicitly. A trained man, Moor craft points 

out, does what he is told to do. Training does not teach the officer how to think but rather what to 

think (Kline, 1985). Thus, good training produces officers who will respond instinctively in 

anticipated, recognizable circumstances in a manner circumscribed by their training. 

 Training is, therefore, a closed system since the trained individual is easily recognized as 

knowing the right answers, and doing things the approved way, or arriving at the right solution. 

The results of each trained individual in every situation can be expected to look the same. There 

are correct and incorrect ways of doing things and the distinction between right and wrong is 

clearly defined. Training allows little room for variation in movements, or procedures. In 

military training, in particular, the need to be functionally relevant and job-specific dominates. 

Or, as Kelley explains, training creates competence in using machines or tools required for tasks. 

The emphasis is on teamwork and immediate, co-ordinate obedience to externally imposed 

directives. Military training methods usually involve verbal instruction and demonstration with 

an emphasis on conformity, constraint and order to ensure that "… fear is instilled, aggression 

evoked, and disorder prevented.” 



14 
 

As Bashista (1994) Training, refers to technical and tactical competence of military leaders on all 

levels. Training may also be used to inculcate a particular institutional culture or ethos.  

Military training is a continuous process that not only includes the learning or acquisition of 

initial skills, knowledge, attitudes and understanding necessary for the performance of tasks and 

roles, but also frequent rehearsals and practice. The daily life of soldiers, airmen and sailors is 

itself a process of training in which they simultaneously do their job and learn to improve their 

performance. An important characteristic of particularly military training, Lawson argues, is that 

it does not conceptually require that the ends it serve to be morally good, though it may be good. 

2.2.3. Military Education: Teaching Officers how to think 

In the education of armed forces, a distinction is made between academic education and 

professional military education. For the purposes of this discussion, though, the emphasis is on 

an understanding of education as a concept in a military context. Education, Micewshi (2003) 

argues, should be understood within the framework of three considerations: 

 The fulfillment of an occupational qualification; 

 A continuous and in itself never-ending process by which an individual develops 

mentally and finds autonomous realization; and 

 The acquisition of knowledge characteristic of a certain culture or society. 

Elements of all three considerations are contained in the idea of military education. Military 

education prepares military members for higher rank and responsibility. In that sense, education 

is done for the fulfillment of occupational qualifications. People in the military, however, also 

study for reasons of personal growth and the acquisition of professional knowledge of the 

military culture and society. 

In education, the focus is on cognitive objectives written at the appropriate level of learning – 

knowledge, comprehension, application, analysis, synthesis, or evaluation to develop the 

individual's ability to think. Foster (19960), explains that thinking requires the higher order 

intellectual skills of analysis, synthesis and evaluation. Education, thus, instills the mental 

flexibility to look beyond the horizon, to anticipate and to shape the future. As Moor craft 
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explains, educating soldiers produces a sharp paradox: officers need to understand "… the value 

of what they may have to destroy". 

Education is an open process in which learning is continuous with no cap or ceiling on how well 

individuals may be prepared to handle new responsibilities. Right answers and right ways of 

doing things often do not exist in education – only better ones or worse. In education, it is 

possible for the individual to shift his development according to current interests and aspirations. 

Much of what is studied may often have little functional relevance to the final employment 

pursuit taken up by the individual.  

An understanding of the intimate link between education and experience is important. 

Military experience – In the case of training, experience provides maturity of judgment. 

Education, however, is the provision of filtered or analyzed experience to broaden an individual's 

own experience and judgment. It allows individuals to take part in the experiences of others at 

different times and in far-off places. 

Experience also serves as an important building block for the development of new theory and 

doctrine that may serve as guidance for future action. Thus, the analysis of experience is of 

critical importance for the education of members of the military. Reasoned analysis of 

experience develops the ability to think broadly, deeply and critically. This, though, is not 

something that is always encouraged in the military. 
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Table.2.1. Summary of the differences between military training and education 

Military training Military education 
Process Process 

Closed process 

Group focus 

Disciplined regimental environment 

Focus on conformity, constraint and order 

Exclusive military domain and focus 

Done in relative short periods of time 

Predetermined level of standard 

Open process 

Individual or personal focus 

Free-thinking environment 

Focus on independence, reasoning and communication 

Integrated military and civilian domain and  focus 

Done over protracted periods of time 

No cap or ceiling on how well a student may do 

Content Content 

Criterion objectives 

Focus on action, psychomotor and doing 

Focus on present realities and the known 

Technical and tactical nature 

Cognitive objectives 

Focus on reflection, cognitive and thinking 

Focus on future realities and the unknown 

Managerial and strategic nature 

Outcome Outcome 

Right or wrong answers 

Narrow learning: functional relevant and job-

specific 

Practical skills What to think 

Better or worse answers 

Broad learning: general application 

Theoretical knowledge How to think 

 

Within the context of this argument, the reason for the widespread use of military history the 

academic study of military experiences – as a tool for the education of officers is obvious. Prof 

Dennis Showalter recently pointed out that indeed all officers need to be military historians, 

especially those of general rank. He argued that a historical mind is a well-travelled mind and a 

well-travelled mind is an educated mind. However, has been written about the “… use and abuse 

of military history”. One important argument by Howard on the use of military history, though, 

needs to be emphasized. Howard argues that there are three guidelines that the militaries should 

keep in mind in the “use and abuse of military history for the education of officers. Military 

history needs to be studied in width, in depth and in context. 

2.3. Education and Training Philosophy 

According to Indian Army education and Training prospective (2005), the education aims to 

develop its personnel physically, intellectually, morally and professionally so as to acquire and 

improve their skills, attitudes, perceptions and values required for achievement of strategic, 

operational and tactical goals. “The training philosophy aims to ensure that no officer should ever lose 

his life or limb in combat. More you sweat in peace; less you bleed in war is an apt saying in this context. 

That is the essence of training in the Army (2005:29),”.In Army, it is the man that counts. He may be 

leader or a team member in a combat, supporting combat or providing specialized/ skilled 

expertise. Therefore, every individual, team and larger groups assume importance for the Army 
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to carry out its roles. It is only intelligent, imaginative and innovative training that produces good 

men and cohesive units and formations (Mahajan, 2000:29). 

Military problem  

How does the Army create a learning environment that develops agile, adaptive, and innovative, 

Soldiers and Army civilians with the competencies that build cohesive teams to win in a complex 

world? 

Central idea: Adaptive and continuous learning  

 The objective of Army learning is to provide forces, as part of joint, inter-organizational, and 

multinational efforts that are trained and ready to accomplish campaign objectives and protect 

U.S. national interest. To achieve this objective, the Army will create and maintain a learning 

environment (figure 2-1) that develops agile, adaptive, and innovative Soldiers and Army 

Civilians, and builds cohesive teams that conduct training and education under tough and 

realistic conditions. This environment is centered on the learner, who learns through a 

combination of training, education, and experience through the three training domains of Army 

learning: operational, institutional, and self-development. Learning is agile and adaptive by 

quickly responding to identified gaps/requirements, while delivering the learning when and 

where it is needed. Learning is continuous and progressive in that the learner relies on close 

coordination of training and education, coupled with gains in experience, to acquire and perform 

progressively higher skills and responsibilities as their careers advance. Learning is also 

outcomes based, focused on producing defined outcomes that meet specified goals through 

rigorous assessment. 
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Figure2.1.Source TRADOC Pamphlet (2017): The Army learning environment 

2.4. Training and Development Policy 

Policy is a general statement by senior management on how is it wishes certain situations to be 

deal with (Truelove, 1999). The importance of having a set down policy statement is that it helps 

to maintain a consistency of different training and development approach throughout the 

organization and ensures that the senior management‟s philosophy put in to effect. All 

organizations may have polices with regard to the training and development functions. But not 

all have got these in a written form, and some of those which have do not widely publish them 

even within the organization (Truelove, 1999).  

According to Kenney et al (1979) organizations have very different polices for gain the 

maximum benefit from training while in contrast there are still many organizations where the 

systematic approach is unknown and management do not accept responsibility of training. The 

majority of organizations lie somewhere between these extremes with training which is variable 

in quality, limited scope and to a greater or lesser extent.  
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Organization‟s training policies represent the commitment of its directors to training and are 

expressed in the rules and procedures which govern or influence the standard and scope of 

training in the organization. Organization should have different policies for training depending 

on the class or level of trainers or level of trainees to be trained. Trace (1984) pointed out that 

training policies are necessary to provide guidelines for those responsible for planning and 

implementing; insure that organization‟s training resources are allocated to pre- determined 

requirement, provide for quality of opportunity for training throughout the organization. Most 

training and development programs that linked to strategic goal and organizations strategy can 

yield positive results for the organization (Trace (1984).Therefore, by linking training and 

development programs; one determines organization needs that are essential to assist the 

organization with meeting its objectives. Those organizations which do not have a well 

implemented policy might be ineffective to address the problems of human resource training and 

development needs of the organization.  

2.4.1. Training Policy and Objectives of Ministry of National Defense 

Training policy and of structure of MoND that expects from learners  could be categorized in to 

three main domains; their specialization, their general knowledge and specific knowledge; 

specialization denotes what exactly officers do in their daily duties and general knowledge  notes 

that what they have to practice and develop the body of knowledge and support policy makers 

through acquired skills researching, economic, political, social and cultural issues; whereas 

specific knowledge that need to be acquired means, according to the document, it is the national, 

other countries, regional and international rule of engagements, polices laws that the military to 

respect.  

The first is the 2004 defense training main department (DTMD), training policy description that 

the military training goals is to expand training centers and focus on training activities for 

reducing the nation‟s vulnerability. The training in all centers, according to this policy, is that 

MoND will focus on joint operation skills and knowledge development, strategic operational 

management education in addition to other course. This policy also describes the purpose of 

preparing policy document that is will give autonomous authority to ground and air force to 

apply their own way of training for specific units tasks as they believe to be, however, with in 

conformity to the policy guidance.  
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Second, the 2006 training organization and structure of training document description 

Explanation College‟s responsibility to achieve MoND‟S strategic goals through education and 

training.  

The third document, given the five years-term strategy of defense university college (DU) 

prepared in 2007, all colleges, including CAA have been given the mandates to improve 

curriculum, their way of governance, and management and leadership preferences as these 

colleges are knowledgeable to their situation than their superior leaders about that particular 

college situation (Cited by Taye,2013).   

Based on policy guidelines of the MOND the CAA has its own educational strategies, visions, 

missions and values. 

1. Educational Strategies of the Combined Arms Academy (CAA)  

The CAA implements the following educational strategies to achieve the 

objectives of Ministry of National Defense:  

Create democratic and conducive class rooms and learning environment; Ensure 

the relevance, quality and modernity of the education towards the contemporary 

intent of MoND and the dynamism of technology; Integrate the professional 

education with the knowledge of federalism (constitution) and political build-up 

of officer students; Motivate research and publication by aligning the academic 

performance, promotion and awards with research undertakings in accordance 

with appropriate rules and regulations; Promote student centered teaching-

learning process and encourage self learning approaches; Develop unwavering 

but flexible education flow-chart and system and tool of assuring the quality of 

education and  Enhance the teaching and learning capacity of the Academy using 

different methods like workshops, short trainings, domestic and foreign further 

education, etc (CAA curriculum,2011:18). 

Implication of the Intent of MoND to the CAA 

To enable the FDRE Defense Force prepares and carries out its current and future mission 

effectively, the Combined Arms Academy, being a center of capacity building, is expected to: 

Develop capacity building centers enabling to prepare competent Company/Regiment 

commanders: Produce democratically thinking, competent, mission oriented and professional 

Company/Regiment commanders: Create standardized teaching and learning environment which 

is able to cope up with the dynamism of military developments. 
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2. Visions of CAA:  

To be a center of excellence and most preferred academy for producing professionally competent  

Mechanized and Motorized regiment and company (battery) commanders. 

3. Missions of CAA: 

Produce efficient and competent regiment and company (battery) commanders who can 

lead, prepare and command Mechanized and Motorized tactical level units: Conduct 

continuous research and provide consultancy service, develop education inquiries in 

line with the dynamism of technology, be effective capacity building institution and 

concert all efforts for the development of tactics in building modernization to the 

national army : and Collaborate with the society and regional administration based on 

social and economic activities(CAA curriculum,2011:17). 

2.5. Purpose and Objectives of Training Development 

A training and development undertaking is important for not only the organization, but also the 

employees. According to Quinn et al (1996) and McNamara (2008) both training and 

development have the following purposes: 

Enhancing the organizational capacity to adopt and use advances in technology because of 

sufficiently knowledgeable staff; Building a more efficient, effective and highly motivated team, 

which enhances the organizations competitive position and improves employee moral; Ensuring 

adequate human resources for expansion into new programs; Increase productivity; reduce 

employee turnover; increase efficiency resulting in financial gains; Decreased need for 

supervision; Increase job satisfaction and morale among employees; Increase employee 

motivation; Increase innovation in strategies and products; and Enhance company image. 

2.6. Benefits of Training and Development to Organizations 

Training and development are indispensable components of strategic human resources 

management (Armstrong, 2006). Training has distinct role for the achievement of organizational 

goal by incorporating the interests of the organization and the workforce (Storey, 2002 and 

Thang, cited in 2010). Nowadays, training is the most important factor in the business world 

because it increases the efficiency and the effectiveness of both employees and the organization 

(Aguinis and Kraiger, 2009). Though employee‟s performances depend on various factors, 

training is the most important ones (Armstrong, 2006). Training helps employees to explain with 
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knowledge and skills needed for their present job (Fitzgerald, 1992) because few people come to 

the job with complete knowledge and experience necessary to perform their assigned job. 

In order to cope with the rapid rate of change, organizations are increasingly challenged with 

developing meaningful training programs for their employees as a way to compete and succeed 

in today‟s volatile environment (Drost et al, 2002). Pfeffer (2000) argues that training can be a 

source of competitive advantage by providing innovations and opportunities to learn new 

technologies and improve employee skills, knowledge and firm performance. Crosby (1984) also 

argued that training and education may be considered as the main process geared to 

organizational progress, providing a forum for communication among new strategies, new 

values, new tools, and improved ways to perform the work as proposed. Hence, training could 

improve organizational performance in terms of increased sales and productivity; enhanced 

product and/or service quality and market share; reduced employees turnover, absence and 

conflict (Huselid 1995, Martocchio and Baldwin 1997, Salas and Cannon-Bowers 2000). 

2.7. Core Principles of Military Education 

Quality Education Requires a Comprehensive Vision: To get military education right, armed 

forces must have a clear and comprehensive vision of the military education and training system 

for officers from the cadet course training lieutenants to the colonels‟ course education strategists 

(Corum, 2012). 

Most Western nations have a four- phase systems of military education that follows a common 

patterns. Phase one is the course in military academy or within a civilian university that leads to 

a commission as a lieutenant. Phase two is the intermediate officer education for lieutenants and 

captains, during which officers take course in a specific field of military specialty as well as 

company level leadership courses. This phase usually includes a basic staff course of three to six 

months to teach junior officers the basics of battalion and brigade staff functions. 

 It is phases three and four that are of concern here, as these phases constitute the higher level of 

education for officers. Phase three is commonly a one to two years general staff course in which 

the student (usually a major) is educated in the operational arts and learns how to plan and 

conduct joint operations at the division and corps levels. While the operational level of war is the 

focus during this phase, the student also receives some education in strategy and political 
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economic issues, since an effective operational planner must be able to understand and translate 

strategic intent into practical operational plans. 

Phase four is a course of varying duration (four to twelve months) for lieutenant colonels and 

colonels to educate them at the strategic level of conflict. The focus of the strategic course is less 

military than the general staff course, and concerns itself more with national and coalition 

strategy. To masters this phase, an officers needs to be educated in international relations, the 

national strategic process, defense management, and economics and others such fields. This 

phase involves learning the difficult and highly complex mechanisms that combine the intent of 

the civilian leadership with the others civilian and military means to achieve national policy 

goals. 

Quality Military Education Takes Time: It is a simple and understandable fact that military and 

civilian organizations are loath to release their best officers and civil servants for long periods in 

order that they can obtain a professional education. It is also understandable that most 

commanders and civilian leaders are usually focused on the immediate and short-term tasks of 

their organizations. It is a rare leader or organization that can look to the long term. 

It is also important to recognize that effective mid-level and senior leaders cannot stop their 

professional education at B.A. level, but need to have a regular and well conceived program of 

professional learning throughout their whole career. Indeed, with the establishment of officer 

specialist schools and general staff colleges and, finally, war colleges in the nineteenth century, 

the military was the first major institution to recognize that an ethic of life-long learning and 

education was necessary to achieve success in the long term. 

Research and Education Must Be Tied Together: An effective higher-level education that 

develops students‟ critical thinking capabilities will combine a program of research with 

education. Research and education are not incompatible. Indeed, the two processes reinforce 

each other. 

In a higher-level institution, unlike an undergraduate college, you have a student body that 

already has a considerable degree of education as well as extensive experience. Officers going to 

a basic staff college course are usually ten to fifteen years into their military career. They have 
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already held several assignments, have likely been a lower-level commander, and have 

experienced one or more overseas deployments.   

Quality Military Education Requires Close Cooperation with Civilian Institutions: If you want to 

have a high-quality military education, you need to locate your school close to the top civilian 

universities and develop a close working relationship with civilian academy institution. In 1999, 

when the Baltic defense college was established, the key consideration in locating the college 

was finding a location close to the top civilian education institution. Tartu was an obvious 

choice, because Tartu University (established in 1632, with 15,000 students today) is one of the 

top educational institutions in Eastern Europe, and is rated among the top sixty universities in the 

European Union. By locating the Baltic Defense College only a few minutes‟ walk from Tartu 

University, the college and its students can take advantage of the superb resources and faculty of 

the University. For example, the Baltic Defense College is only five minutes‟ walk from the 

Tartu University library, with its five million volumes and excellent data bases. Baltic Defense 

College students and faculty have full rights to use the Tartu university libraries free of charge. 

For its part, all the resources at the Baltic Defense College which offers an excellent specialist 

library on defense issues and military history, as well as a number of military-related databases 

are fully open to students from Tartu University. 

High Standards are Essential: For an academic course to be worthwhile and effective there must 

be high admission and course performance standards. These standards ought to be objective in 

nature, and should be calculated in order to maximize the effectiveness of the courses offered. If 

admission standards are consistently high, then the students will be able to study and conduct 

analysis at a more complex level from the start of the course. Syndicate and group work, which 

is essential in all the higher-level military courses in NATO nations, will proceed much more 

smoothly if the students are rigorously prepared to do the work. 

At the same time, a high standard for course performance must be set and enforced, even if that means 

failing students who are otherwise good officers but cannot meet the intellectual standards that are 

required. As a norm, the military standards need to be high enough to meet the best civilian accreditation 

standards for good graduate schools. Anything less will make the time spent in a staff college course seem 

unattractive to the students, and will not garner support from defense ministries (Corum, 2012).   
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On the other hand,  the MOND has its own principles such as :Accomplishing 

task with excellence result and best quality; Providing scientific training based on 

research and works and state of the art technology; Following participatory 

training system by taking trainees experience as an input; Being self sufficient by 

developing our academy’s overall potential; Satisfying customers by conducting 

problem solving creative research and Producing professional combined Arms 

leaders who can accomplish their mission at any circumstance. 

Therefore, in CAA the principles of Training and development for training to be effect; the 

above mentioned principles (Positive Reinforcement; Learner Participation; Feedback 

Mechanism and Transferability of knowledge, skill, attitude and behavior to job performance) 

are also related.  

According to the Curriculum of (CAA, 2012), the following are the guiding principles of the Combined 

Arms Academy. These are: 

Execute every duty and task with high quality and best results, Realize scientific 

education by applying modern technology and conducting continuous research, Student 

centered teaching-learning strategy and using knowledge and experience of students as 

an input, Enhance the all-round capacity of the academy and make it self-contained, 

Satisfy the interest of stakeholders by conducting innovative and problem solving 

research and rendering consultable services, Producing efficient Armored and 

Motorized, artillery, and Anti-Aircraft specialists who can accomplish their task at any 

place in any condition, Achievable, participative and fair leadership and service system,  

and Cooperative culture in the academy in mission accomplishment (CAA,2012:17-18). 
 

2.8. Systematic Training and Development Process 

Training and development activities allow organizations to adapt, compete, excel, innovate, 

produce, be safe, improve service, and reach goals Salas et al., (2012). However, not all training 

and development practices are effective in achieving organizational objectives (Pineda, 2010). 

In order to be effective, it is advisable to adopt a systematic approach that benefits both 

employers and employees (Armstrong, 2006). To this end, the popular ADDIE model (Analyze, 

Design, Develop, Implement, and Evaluate) is central to organizations TD practices which 

involve phases of TD process. 
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Figure2.2.Source: McFarland (2017): The ADDIE Process 

2.8.1. Analyzing Training and Development Needs 

It is the first step in any training and development practice that deals with conducting a proper 

diagnosis of what needs to be trained, for whom, and within what type of organizational system 

(Salas et al., 2012). It is based on accurate and relevant information on organization‟s present 

performance, problems and future plans (Tannenbaum and Yukl, 1992). Training and 

development needs emanate from the deviation of actual performance from desired performance 

(McCleland, 2002 in Tannenbaum and Yukl, 1992). Salas et al. (2012) pointed that training is 

not always the ideal solution to address performance deficiencies, and a well conducted needs 

assessment can also help determine whether a non-training solution is a better alternative. 

According Salas et al. (2012), a thoroughly conducted assessment provides the following 

outcomes: Expected learning outcomes, Guidance for training design and delivery, Ideas for 

training evaluation, and Information about the organizational factors that will likely facilitate or 

hinder training effectiveness. The traditional trichotomy for needs assessment involves 

organizational analysis, task analysis, and person analysis (Latham, 1988).   
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A. Organizational Analysis 

The purpose of this analysis is to provide information as to where and when training is needed in 

an organization (Latham, 1988). In doing so, organizational analysis provides a theme to link 

training and organizational strategy. Two themes underlie in this area. First, training needs must 

be linked to corporate strategy. That is training courses should support the strategic direction of 

the organization, and training objectives should be aligned with organizational goals. Second, 

organizations have an ethical responsibility for developing training programs that minimize the 

technical obsolescence of their employees (Sonnenfeld and Peiperl, 1988). 

B. Task Analysis 

A task analysis identifies the nature of the tasks to be performed on the job and the knowledge, 

skills, and abilities (KSAs) needed to perform these tasks. Increasingly rapid technological 

changes can modify task requirements, which in turn can influence knowledge, skill, and ability 

requirements. Rapid changes in job requirements increase the importance of cross job retraining 

(Latham, 1988). 

C. Person Analysis 

Person analysis focuses on identifying who should be trained and what training is needed by an 

individual. Inadequate person analysis can result in training targeted to inappropriate level or to 

the wrong people. In addition to determining who needs training, person analysis can be used to 

assess whether employees have the prerequisite attitude, knowledge, and motivation to benefit 

from training. Individuals who lack basic skills or motivation prior to training are less likely to 

succeed and may require remedial preparation prior to entering a specific training program 

(Tannenbaum and Yukl, 1992). 

Ford & Noe (1987) studied self-assessed training needs and found small but significant 

differences for managers with different job levels, functions, and attitudes towards the utility of 

training. Lower-level managers reported higher needs for administrative skills than did middle 

managers. Managers who perceived training to be worthwhile reported greater need for training 

in quality-control skills. New employees also have unique training needs, and formal training 
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programs for new employees often fail to present material at the appropriate level of difficulty 

and job specificity (Feldman, 1988). 

2.8.2. Designing Training and Development Program 

It is an enabling factor which covers the planning and creation of training and development 

programs by taking in to account learning objectives, trainee characteristics, current knowledge 

about learning processes, and practical considerations such as constraints and costs in relation to 

benefits. As cited in Salas et al. (2012), empirical studies on all forms of employee training 

consistently show that when training is designed systematically and based on the science of 

learning and training, it yields positive results. Trainees are more likely to transfer the training 

content to the work context when they perceive that the training program was designed and 

delivered in such a way that maximizes the trainees‟ ability to transfer the training to the job 

(Holton, 2005 in Velada et al, 2007). Tannenbaum and Yukl (1992) provided the following 

guidelines for design of training that would contribute significantly to training effectiveness: The 

instructional events that comprise the training method should be consistent with the cognitive, 

physical, or psychomotor processes that lead to mastery; The learner should be induced to 

produce the capability actively; All available sources of relevant feedback should be used, and 

feedback should be accurate, credible, timely, and constructive; The instructional processes 

should enhance trainee self-efficacy and expectations that the training will be successful and will 

lead to valued outcomes; Training methods should be adapted to differences in trainee aptitudes 

and prior knowledge. 

2.8.3. Developing Training and Development Program 

During the Development stage, the trainer will organize the knowledge and performance 

objectives, instructional materials, course design, and model from the design stage are put 

together for employees to achieve learning objectives. During this stage, existing materials will 

be reviewed lesson plans will be selected and new ones will be produced. In the review process, 

critical input is essential to ensure that the training materials are clear, concise, and effective in 

addressing objectives. The objective will describe how the trainer and employees will perform 

during training to achieve the learning objectives (Noe et al., 2006). 
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2.8.4. Implementing Training and Development Program 

The Implementation stage is the process that cannot be taken for granted. This is when 

conditions are determined (who, what, when, where) under which the training will be offered and 

the solution implemented. This is done by reviewing the data collected during the life of the 

project, reviewing the lessons learned about field conditions from the validation, and discussing 

with employees who are knowledgeable about conditions at the job. The outcome of this step 

defines the guidance and support needed to ensure successful training plan. Next, the availability 

of trainers, facilities, and resources is confirmed and used to create the training program 

schedule. Training will be delivered as planned, trainees and trainers performance is evaluated 

(Armstrong, 2006). 

2.9. Evaluating the Effectiveness of Training and Development Program 

Evaluation of training in organizations is the analysis of the total value of a training system or 

action in both social and financial terms, in order to obtain information on the achievement of its 

objectives and the overall cost-benefit ratio of training, which in turn guides decision-making. 

Evaluation involves collecting information on the results obtained in order to analyze and 

evaluate them and facilitate the optimization of training in the future (Pineda, 2010). Effective 

evaluation enables to make adjustments, decide to continue or not (Salas et al., 2012). It 

ultimately focuses on determining the extent to which training has responded to the needs of the 

organization and its translation in terms of impact and profitability (Pineda, 2010). Lingham et 

al. (2006) suggest that effectiveness of training should be based on the extent to which trainees 

are able to apply the knowledge, skills and attitudes they obtained in the training suggesting the 

importance of applicability of training programs. There are several model of training evaluation 

that organize the process, provide guidelines for the content and outline the phases of its 

implementation. According to Pineda (2010), the most commonly used is the Kirkpatrick model 

which has four hierarchical levels: 

1. Reaction - What did the participant think about the program? It helps to measure the 

reaction of the trainee regarding the learning experience, the instructor, the methodology 

used, and the like. 
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2. Learning - Did the participant learn what was expected? It deals with the measurement 

of what new skills, knowledge, and/or change in attitude acquired by way of testing or 

self-assessment. 

3. Behavior - Did the learning transfer to the job? It is concerned with measuring the 

extent to which the participant has applied the learning to his job. 

4. Results - Has the training contributed towards the overall performance or well-being of 

the organization? Evaluation ultimately measures tangible outcomes of training, such as 

greater profit, reduced cost, or fewer errors.  

According to Salas et al. (2012), the temporal phases of evaluation process may take place 

before, during, and after training. 

1. Before Training: The participants‟ skills and knowledge are assessed before the training 

program; it helps to identify the method of training. 

2. During Training: It is a phase at which training is going on, and evaluation involves 

short test on regular basis. 

3. After Training: It is the phase when the participants‟ skills and knowledge are evaluated 

in a way to determine whether training has brought the desired effect. 

2.10. Challenges of Training and Development 

Several studies in both developed and developing countries have identified significant challenges 

that hinder the proper management of training and development. Studies conducted by Al Bahar, 

Peterson and Taylor (1996); Ardichvili and Gasparishvili (2001); Lloyd (2002); Budhwar and 

Sparrow (2002); Budhwar, Al-Yamadi and Debrah (2002); Alzalabani (2002); Bing, Kehrhahn 

and Short (2003) are worth mentioning. They have confirmed that lack of human resource 

development professionals; lack of experience and understanding of training and development on 

the part of managers; lack of immediate support from supervisors in facilitating the transfer of 

the learning process; lack of support, commitment, involvement and cooperation of top 

management in the development of human resources; high level of turnover, failure to find and 

hire adequately educated and skilled employees and give them with lifelong learning; failure to 

formulate human resource development plans and strategies and integrate them with 

organizational policies, plans and strategies were identified as key challenges for proper 

management of training and development. 
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Summary 

While the concepts of education, training, development and learning can be difficult to untie, it is 

useful, from an organizational perspective, to develop precise and separate definitions, in order 

to better understand the specific, concrete challenges and outcomes associated with each type of 

activity. Though their meanings are closely interrelated, it can be misleading to simply use these 

terms synonymously, as is often done. In the field of human resources, where the immense 

benefits of appropriate employee training, education, development and/or learning are widely 

recognized, working towards more precise definitions can help to clarify the issues at stake, 

empowering individuals and organizations to achieve their objectives using the most appropriate 

policy and strategies available. In the context of Military, education aims to develop its personnel 

physically, intellectually, morally and professionally so as to acquire and improve their skills, 

attitudes, perceptions and values required for achievement of strategic, operational and tactical 

goals whereas, the training philosophy aims to ensure that no officer should ever lose his life. 

That is the essence of training in the Army. 
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CHAPTER THREE 

Research Design and Methodology 

This chapter presents the research design, source of data, sample and sampling techniques, 

instrument of data collection, method of data analysis, and ethical considerations are briefly 

discussed below.  

3.1. Research Design 

In this study, descriptive servey research design was used by using both quantitative and 

qualitative method. Descriptive survey research design is particularly important for the study 

because it helps to describe and interpret the actual events that exist now and existed in the past 

and that have influences on the present military education and training development CAA.  

According to Cohen, Anion and Morrison (2005), descriptive research design is used to collect 

numerical data from large population. In addition to this, by using descriptive research method it 

is easy to use various forms of data as well as incorporating human experience which enabled the 

researcher to look the study in so many various aspects and can provide bigger overview about 

the subject matter. It also gives room to use both quantitative and qualitative data in order to find 

solution to the specific study. This in turn can help to describe and give an answer to certain life 

experiences. 

The researcher believed that for a better understanding of the issue covered in the study, this type 

of method is appropriate. Because this method enables to assess, describe, and interpret the 

perception of all stakeholders (Top, middle and lower Leader/mangers) who have adequate 

knowledge and information about the practice of education and training development of CAA. 

3.2. Source of Data 

In this study both primary and secondary source of data were used. The primary sources of data 

were collected from student officers, teaching staff, department heads, training and curriculum 

development and commands at the CAA and other stakeholders from education and training 

main department.  

Secondary data source has collected through assessing research thesis internal legislation, 

Assessment Audit report, workshop report, curriculum and the internet.   
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3.3. Population, Sample Size and Sampling Technique 

Target of population 

The study population was drawn from the Academy teaching staff, student officers, Training and 

curriculum Development, department heads and commands, which have adequate knowledge and 

information about the issue under this study. 

Combined Army Academy instructors, students and commands were the population of the study. 

The total population comprises 28 trainees from tenth batch, 45 instructors and TCD, 3 

department heads and 3 commands of the academy. Therefore, all instructors, students, 

department heads and commands of the Academy were the total population 79 for which data 

were available. 

Samples and Sampling Technique 

In an effort to undertake this study, comprehensive sampling and purposive sampling techniques 

have used. All instructors and training and curriculum development (45), second year, students 

(28) department heads (three) and commands (three) were selected using availability sampling 

technique because their number is small. Vanderstoep and Johnston (2009:49) state that 

availability sampling involves selecting people who are available or convenient for the study. 

The researcher believes that, the indicated total respondents were sufficient to provide 

information about the current practices challenge and evaluation system of education and 

training development on survey questionnaire.  

For the qualitative part of the study, purposive sampling technique has been used. Accordingly, 

three department head and three commands were interviewed. With this connection, the 

researcher believes that the subjects selected for this purpose have better attachment and 

experiences about the area of study than any other sources. 

3.4. Instrument and Procedure of Data Collection 

3.4.1.Instrument of Data Collection Tools 

The main instruments for data collection were questionnaire, interview and document analysis. 

Thus, the following instruments were developed and employed. Questionnaires were given for 

the teaching staff and student officers using close and open ended questionnaires. Interview was 

be given for department heads and Academic commands. 
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Questionnaire: - Regarding to the questionnaire it was designed for 45 teaching staff 

(instructors), and 28 student officers. A cover page has prepared which explains the purpose of 

the study and instruction to be follow by the respondents. The questionnaire was included both 

close and open ended for in-depth information. In the case of close ended questions, items have 

rated by use of Likert scale, rating scale based on the scale from “strongly agree” to “strongly 

disagree”. Regarding open ended questions the purpose was to get additional and supportive 

information about the study under consideration and to get background of information. 

Interview: - Another important tool was implement to collect the primary data was Semi 

structure interview. In terms of the interview design three academic commands and three 

department heads. The issue is about the idea of education and training development, what do 

you think if you agree why? If will don‟t agree, why? And other WH questions were asked. The 

informant has collected purposefully by asking information about the respondent‟s knowledge 

about education and training development. The all questions and interview had prepared in 

Amharic to enable the informants to express freely without language barrier. 

Document Analysis (viewed) 

The researcher, viewed Feb, 2012 internal legislation, June, 2011 curriculum, January 2009/2017 

Self Assessment Audit report and April 2009/2017 workshop report analysis and their 

performance management system was assessed for better understand how the academy 

practically implements the education and training development activities.   

3.4.2. Procedures of Data Collection 

Before the actual data collection was carried out, instruments were checked by language 

instructor, advisor and a pilot test have conducted. The number of respondent were selected 

using  Pilot study  are six peoples from Defense Command and Staff College three instructors 

and three student officers related to the  job of CAA. 
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3.4.3. Pilot Study 

A pilot test was conducted to test and check the reliability of the items of the questionnaire and 

to make the necessary correction. In measuring reliability of data, the main the criterion should 

be dependability or truth worthiness of the data Selcaran (1992). Construct internal consistency 

was checked computing Cranach alphas (Creswell, 2009).Accordingly, the reviewed 

questionnaire was pre-tested using Cranach‟s alpha reliability measurement scales on a sample of 

six randomly selected trainees and trainers of command and staff collage and the result was at 

Alpha value of 0.632.Cronbach alpha resulted 0.894 for a number of items six respectively, 

indicated that the survey instrument is reliable instrument.  Based on the response of the pilot test 

the researcher also consult with experienced individuals to the validity and after getting 

comments the researcher corrected and adjusted the mistakes which were suggested by 

individuals. 

After that the researcher has got full permission from the academy leader or management to 

dispatch the questionnaire, conduct interview and making document analysis from the available 

and useful documents for the study. Accordingly, the researcher was met the selected 

participants and has managed the questionnaire by orienting the purpose of the study, how they 

filled it out, where and when to be submitting the papers after they filed it. Eventually, two sets 

of questionnaires compose of close and open ended question items were prepared then the 

questioners were distributed to the department heads and academic commands. 

3.5. Method of Data Analysis 

Data analysis begins with a report on the number of returns and non-returns of the questionnaire 

instrument. After capturing this information about questionnaire response, the data were gathered 

through questionnaire have two parts, the first part is questionnaire related to background 

information that is about the demographic characteristics of the informants. The second part of 

the questionnaire was related to the basic research question. The data gathered from 

questionnaire were summarized and analyzed by using descriptive statistics like frequency, 

percentage, mean and standard deviation. Then the data were described using tables for more 

clarification and the data were coded using scientific statistical data analysis software such as 
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SPSS version 20. The data gained from interview and document review were analyzed 

contextually as per the research basic questions. 

Table3.1. Summary of Sample Respondents, Sampling Techniques and Method of Data 

Collection 

Sample/respondents  

 

 

Sample size  

 

Sampling techniques  

 

Methods of data 

collection  

 

Quantitative data sources  73   

 Instructors/Trainers 45 comprehensive  
 

Questionnaires 

Trainees 28 comprehensive  
 

Questionnaires 

Qualitative Data Sources 06   

Commands 03 Purposive  Interviews  

 

 Department Heads   03 Purposive  Interviews  

 

Total of Sample 79   

 
 

3.6. Ethical Consideration in the Research Work 

The participants of the study were fully informed that the study was only for academic purpose.  

The researcher ensured that the confidentiality and anonymity of the participants was maintained 

through the removal of any identified characteristics before widespread dissemination of 

information. The researcher made it clear that the participants name would not be used for any 

other purpose, nor were information shared that to bear their identity in any way. 
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CHAPTER FOUR 

Data Presentation, Analysis and Interpretation 

This chapter deals with the presentation, analysis and interpretation of the data collected from 

three groups: Leaders, trainers and trainees. The data were collected through questionnaire from 

the trainers and the trainees and through interview from the leaders. Besides, information was 

gathered through document analysis. All the data gathered through closed ended questionnaires 

were organized in tabular form and interpreted using frequency, percentage, mean and standard 

deviation. The information gathered through open ended questionnaires, interviews and 

document analysis were also qualitatively described in words in order to give answers for the 

basic research questions set in this study. 

Therefore, this chapter has two parts, the first part discusses about the characteristics of 

respondents while the second part deals with the analysis and interpretation of the findings of the 

study, corresponding to the basic research questions. 

4.1.Characteristics of the Respondents 

The respondents were two types. The first group was trainers and training curriculum and 

development members and the second was Trainees. Both of the respondents were drawn from 

Combined Army Academy. 

The first part of the questionnaire was distributed to 45 trainers and TCD officers who 

participated in the teaching training program offered by the CAA and all filled and returned the 

questionnaires. The second part of questionnaires was distributed to 10
th

 batch 2
nd

 year of 28 

student officers who participated in the offered learning/training programs by the CAA and all 

filled and returned them. 

Thus, the characteristics of the two groups of respondents were examined in terms of sex, age 

education level (qualification), teaching experience, years of service in the army and ranks based 

on the responses to the request for personal data in the first section of the questionnaires obtained 

from 45trainers and 28 trainees.  
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The analysis and interpretation of the data are presented as follows under the given Table. 

Concerning characteristics of respondents of the sample was done to see/examine whether the 

respondents‟ sex, age, qualification, teaching experience, years of service in the army and ranks 

make a difference in their responses. 

Table 4.2: Characteristics of Respondents 

 

No 

Item Category of Item Trainers Trainees 

Frequency  % Frequency % 

 

1 

 

Sex 

Male 45 100 28 100 

Female - - - - 

Total 45 100 28 100 

 

 

2 

 

 

Age in year 

30-35 7 15.6 8 28.6 

36-40 13 28.9 15 53.6 

41-45 10 22.2 5 17.8 

46-50 14 31.1 - - 

51 and above 1 2.2 - - 

Total 45 100 28 100 

 

3 

 

 Educational level 

MA/ MSC 13 28.9 - - 

BA/BSC 29 64.4 13 46.4 

Diploma 3 6.7 13 46.4 

12 - - 1 3.6 

10 - - 1 3.6 

Total 45 100 28 100.0 

 

4 

 

Teaching Experience 

Year 

<5 15 33.3 - - 

6-10 30 66.7 - - 

11-15 - - - - 

16 and above - - - - 

Total 45 100 - - 

 

5 

 

Service year in the Army 

Below 10 years  3 6.7 -- -- 

10-20 years  17 37.7 23 82.1 

21 years and above  25 55.5 5 17.8 

Total 45 100 28 100.0 

 

6 

 

Rank 

Higher Officer 25 55.6 5 17.9 

Line Officer 16 35.6 23 82.1 

Others 4 8.9 - - 

Total 45 100 28 100.0 
 

As it can be seen from Table (2) all 45 of the trainers and all 28 trainees were males. This is 

because of the nature of the work.   

In terms of age, 20 (44.5%) of the trainers were 30 up to 40 years old and 25 (55.5%) were 41 up 

to 51 and above years old. This shows that the age of trainers was almost evenly distributed. On 

the other hand, 23 (82.2%) of trainees were 30 up to 40 years old and five were 41up to 45 years 
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old. This also shows that most of the trainees were below the age of 40.  This implies most of 

respondents were at adult age or mature. 

The Educational Background of respondents was shown in item 3 of the same table. With regard 

to the trainers respondents, 13 (28.9%) were MA/MSc. holders and 29(64.4%) were BA/BSc. 

holders and the remaining three were diploma holders. On the other hand, regarding the 

educational background of trainees, 13(46.4%) the respondents were BA/BSC holders, 13 

(46.4%) were diploma holders and two participants were grades 12
th
 and 10

th
. Therefore, it can 

be concluded that the majority of respondents of trainer were masters and degree holders and the 

majority of the trainees were first degree and diploma holders which is very important to easily 

understand and answer the questions reasonably.  

Regarding the teaching service of trainers, 15(33.3%) of respondents have served for 1-5 years 

and 30(66.7 %) of them have 6-10 service years in the college. This indicates that the majority of 

the trainers had relatively long teaching experience, but in the higher college instructors 

experience was less and can affected education and training development.  

Item 5 of the same table describes the service years of both the trainers and trainees respondents 

in the army. Accordingly, 25 (55.5%) of the trainers who responded to the questionnaire have a 

service years of above 21 years, 17 (37.7%) of the respondents have 10-20 years and the 

remaining three respondents have a service years of below 10 years. On the other hand, 

regarding the trainees who respond to this study, five have service years of above 21 years and 

23 (82.1 %) had service years of 10- 20 years of service in the army. This show that the majority 

of the respondents both the trainers and the trainees have a long service years in the army and 

have full information of their institutions which is vital for the study.  

The last item indicates the military ranks of respondents of both trainers and trainees. Based on 

the data, 25 (55.5%) trainers were higher officers, 16 (35.6) were line officers and four 

participants incorporated other category. On the other hand, five were higher officers and 23 

(82.1%) trainees were line officers. Therefore, in terms of trainers, the majority of the trainers 

were higher officers and in terms of trainees, the majority of trainees were line officers. 
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Generally, 30(41.1%) of respondents were higher officers (includes, Major, Lieutenants Colonels 

and Colonel) while 39(53.4%) of respondents were Line officers. on the other hand, the 

remaining respondents include other groups of participants. 

4.2. Practice of Education and Training Development 

Trainers of the academy were asked five choice questions on the practice of education and 

training development and the responses were presented in the following table. 

Training Need Assessment  

According to Brown (2002), there are four reasons why training needs assessment should be 

done before training programs are developed to identify specific problem areas in the 

organization, to obtain management support that the training improves employee job 

performance,  to develop data for evaluation of the success of the training program  and  to 

determine the costs and benefits of training, because there are costs of leaving a training need 

unmet as well as benefits from improved job performance. Similarly, Training and development 

should be conducted by considering three types of analysis: organizational analysis, task 

analysis, and personal analysis (Desimone et al 2002; Bohlander and Snell 2004; Ivancevich 

2008).Based on the above fact, the questions raised to answer to what extent the Academic were 

conducting training need assessment in the organization based on the intent of MoND. 

The respondents had five alternatives; Strongly Agree, Agreed, Neutral, Disagree and Strongly 

Disagree in the following Table. 

Table 4.3: Trainers’ Response on Need of Assessment related to the important of the 

curriculum. 

No Item Trainers(N=45) 

Intent of MoND N  mean SDV 

1 The intent of MoND to the Academy has been defined 45 4.44 .546 

2 The intent of  MoND is embedded in the curriculum and other 

curriculum materials developed by the Academy 

45  

4.02 

 

1.033 

3 The intent of MoND have been communicated for the members 

of the Academy 

45 4.00 .879 

4 The members of the Academy are committed to achieving the 

training need of MoND 

45 4.07 .863 

 Mean Average   4.13  

N.B. AV. Mean value >3 high, mean=3 moderate and mean <3 low,  
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 As indicated in item1 of Table 3, the respondents were asked if the MoND‟s intent was clearly 

defined to the academy or not. Their responses for this question with (M=4.44, SD= 0.546) mean 

scores was that the MoND‟s intent was clearly defined to the academy based on need 

assessment.  

The 2
nd

 item in the same table was whether the intent of MoND was imbedded in the academy‟s 

curriculum and other curriculum documents or not. Their responses for this question with 

(M=4.02, SD=1.033) mean scores was that the intent of the MoND was included in the 

curriculum and other curriculum documents of the academy.  

The 3
rd

 item of the same table was that if the intent of MoND was communicated to the members 

of the academy or not. The responses for this question with (M=4.00, SD= 0.879) mean scores 

was that the intent of the MoND was communicated to the members of the Academy.  

The last item of table 3 asked respondents if the members of the academy are committed to 

achieve the training needs of the MoND or not. Their responses for this question with (M=4.07, 

SD=.863) mean scores was that the members of the academy are committed to achieve the 

training needs of the MoND.  

To conclude the responses, the respondents agreed on that: the training intent of the MoND was 

well defined; it was embedded in the curriculum of the academy; it was communicated to the 

members of the academy; and the members are committed to achieve the training need of the 

MoND. Even though all mean value were high. But, from four items the mean value of item two 

was high with relatively small value and the SD was also high, that means some respondents 

disagreed for the second item as it was not embedded in curriculum for the academy.  

4.2.1.The Intent of Stakeholders 

The researcher needs to answer to what extent the intent of stakeholders address by the academy 

toward the functional of education and training development, establish a clear system to know 

the intent of stakeholders, set a timetable for need assessment, whether or not the academy 

conducting need assessment and the extent the need assessment considers the current and future 

degree of competences. 
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Table 4.4:  Trainers’ Response on the Intent of Stakeholders intention related to education 

and training 

No Item 
Trainers(N=45) 

N mean SDV 

1 The Academy has functional education and training 

development office 45 

 

4.13 

 

.786 

2 The Academy has not established a clear system to know the 

Intent of Stakeholders 45 

 

3.18 

 

1.093 

3 The academy has set a timetable for the regular training need 

assessment of the stakeholders 45 

 

3.04 

 

1.065 

4 There is a practice of conducting education and training need 

assessment of the stakeholders 45 

 

3.40 

 

1.009 

5 The practice of conducting education and training need 

assessments considers the current and future degrees 

competences of the graduates. 

 

45 

 

2.91 

 

1.276 

 Mean Average   3.332  

 

Tabled 4, which included 5 items, presented the responses of respondents on the question 

regarding the intent of the stakeholders. Accordingly in item 1, respondents were asked if the 

academy has a functional education and training development office or not.  Their responses for 

this question with (M=4.13 and SD=0.786) mean scores assured that the academy has a 

functional education and training development office.  

Regarding Table 4 of item 2, most respondents agreed the academy has not established a clears 

system with mean value of (M= 3.18 and SD= 1.093).With regarded to this idea, the researcher 

requires ensuring to what extent the academy has created clear system through interview. 

 Most of respondents have defined that even though the College has some positive efforts about 

education and training development but there is no clear plan regarding the system. Example  

“Some of the department head made interview, he said”. 

The college has not create still clear system education and training development 

example the curriculum and stockholder were mismatch, clear system between 

colleges to colleges, well long term planned was the major challenge in the 

academy(Code  April,15/2018). 
 
 

This implies, the academy expected considerable effort to be clear for the system of education 

and training development. 

Regarding to item 3, and 4,the respondents  agreed or scores on somewhat  moderate that, they 

believes  the academy has established time table for regular training  and conducting need 
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assessment  both the value of mean also indicates M=3.04 with SD=1.065 and M=3.40 with 

S.D=1.009 respectively. This implies to some extent the academic has established regular time 

and conducting need assessment to develop education and training development. But there were 

limitations because, the finding of mean value and Standard deviation indicates some extent 

moderate it needs more effort in the academy. 

 

Item5 asked if the practice of education and training need assessment considers the current and 

future degree competences of the graduates, or not. Their responses with (M=2.91, SD=1.276) 

mean scores was that the consideration of the need assessment of the current and future degree 

competency of graduates was low. This indicates that the Academy needs better effort to 

enhance the education and training need assessment of the current and future competences of 

graduates.   

4.2.2.Training Design 

A five choice question questionnaire has been distributed for both the trainers and trainees and 

their responses are presented in the following table.  

Table 4.5: Trainers’ and Trainees’ response to the Objective of the training courses 

No.  Item Trainers(N=45) Trainees(N=28) 

N mean SDV N mean SDV 

1 The  course objective is well aligned with the 

graduate profile   
45 4.18 .614 28 3.86 .970 

2 The content was organized and easy to follow 45 3.33 1.108 28 3.39 1.197 

3 I consider that the training programs are  designed  

at level of abilities and education of subordinates 

45 3.02 1.215 28 3.43 1.317 

4 The time allotted for the training was sufficient 45 2.82 1.419 28 2.61 1.197 

5 I received updated training which is required  for 

my position 

45 2.84 1.242 28 3.39 1.286 

6 Training contents are clear, simple and 

understandable 

45 3.53 1.100  3.46 1.261 

 Mean Average   3.87   3.36  
 

As indicated in item 1 of Table 5, both trainers and trainees were asked the same question that if 

the course objectives are well aligned with the graduate profiles, or not. Their responses with 

(M=4.18, SD=.614) and (M=3.86, SD=.970) mean scores for trainers and trainees respectively 

was that the course objectives were well aligned with the graduate profiles of the academy.  
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The 2
nd

item in the same table is regarding the organization and level of difficulty of the course 

contents. Accordingly, respondents were asked if the contents of the courses were organized and 

easy to follow or not.  The responses with (M=3.33, SD=1.108) and (M=3.39, SD=1.197) mean 

scores for trainers and trainees respectively assured that the contents were moderately organized 

and moderately easy to follow. This showed that the academy should fix the gap indicated by the 

respondents.  

As indicated in item 3, respondents were asked if the training programs are designed at a level of 

abilities and education of subordinates or not. Their responses with (M=3.02, SD=1.215) and 

(M=3.43, SD=1.317) means scores for trainers and trainees respectively was that the training 

programs are somewhat moderately designed at the level of ability and educational background.  

 Item 4 of the same Table asked both trainers and trainees that if the time allotted for the training 

was sufficient or not. Their responses with (M=2.82, SD=1.419) and (M=2.61, SD=1.197) mean 

scores respectively for trainers and trainees assured that the time allotted for training was not 

sufficient.  

With regarded to item 4 farther, the researcher  had support to ensure through  interview and 

open ended, if the time allotted for the training was sufficient or not. As instructors and students 

more ensured that the time allotted and actually the content of the course was not appropriate and 

not well planned.  They believe that the time table should revise and carefully evaluate to 

identify the gap of the Academy. 

 

Item 5 asked both trainers and trainees that if the academy has provided updated training which 

can help trainees for the next positions. Their responses with (M=2.84, SD=1.242) and (M=3.39, 

SD=1.286) mean scores for trainers and trainees respectively was not the same. The majority of 

trainers assured that the academy did not provide updated training for the trainees, but the 

majority of the trainees argued that the Academy provided updated training for the trainees.  

The 6
th
 item of Table 5 was a question regarding the training contents. Both trainers and trainees 

were asked if the training contents are clear, simple and understandable or not.  Their responses 

with (M=3.53, SD=1.100) and (M=3.46, SD=1.261) mean scores for trainers and trainees 

respectively showed that the course contents were somewhat clear, simple and understandable.  
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From Table 5, it can be concluded that there is a gap on the time allotted for training and on the 

provision of updated training for trainers.  

4.2.3.Training Method 

The researcher directed to answer to what extent the training methods effectively used different 

methods (lectures, group discussion, exercise and presentation) and the language used in the 

training sessions was easy to understand. The data of the responses are presented as follows.  

Table 4.6: Trainers’ and Trainees’ response to the Training Method 

No.  Item Trainers(N=45) Trainees(N=28) 

N Mean SDV N Mean SDV 

1 I found the different training methods listed 

below to be relevant and of good quality:   

      

a) Lectures 45 3.33 1.279 28 3.71 1.357 

b) Group Discussion 45 3.27 1.321 28 3.39 1.286 

c)  Practice Exercise 45 2.78 1.412 28 2.82 1.416 

d) Presentation 45 3.09 1.427 28 3.14 1.380 

2 The language used in the training sessions  

was easy to understand 

45 3.27 1.452 28 3.07 1.464 

 Average   3.15   3.23  
 

In item 1 Table 6, a), the respondents were asked if they found the training method lecture 

relevant and good or not. Their responses with (M=3.33, SD=1.279) and (M=3.71, SD=1.357) 

mean scores for trainers and trainees respectively responded that they found lecture relevant and 

good to some extent. The majority of the respondents replied the lecture was relevant and good. 

In the same item (b), respondents were asked to indicate if they found group discussion relevant 

and good. Their responses with (M=3.27, SD=1.321) and (M=3.39, SD=1.286) means scores for 

trainers and trainees replied that they found the quality and relevance of group discussion 

somewhat moderate.  

In item 1 (c), respondents were asked to indicate if the quality of practical exercise in the 

academy was relevant and good or not. They responded with (M=2.78, SD=1.412) and (M=2.82, 

SD=1.416) mean scores for trainers and trainees respectively that the relevant and quality of 

practical exercise was less than average. Therefore, the Academy needs considerable effort in 

this issue. 
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In item 1 (d), respondents were asked to indicate if they found presentation relevant and good or 

not. They responded with (M=3.09, SD=1.427) and (M=3.14, SD=1.380) means scores for 

trainers and trainees respectively replied that the majority of the respondents found the method 

relevant and good.  

The last item of Table 6 was regarding the language used in the training sessions was easy to 

understand good or not. They responded with (M=3.27, SD= 1452) and (M=3.07, SD=1.464) 

mean scores for trainers and trainees were respectively that more than moderate.   

4.2.4. The Selection of Trainers 

This questions also focused to answer what looks like selection of trainers in terms of instructors, 

whether they  have sufficient knowledge or not, The conditions of support training staff for 

students, communicate well, open, honest and fair to all and   interested in the teaching job. 

In the following Table 7, both trainers and trainees were asked a five choice to rate the selection 

process of trainer for the academy. The data is presented as follows.  

Table 4.7: Trainers’ and Trainees’ response to the selection of Trainers 

 

As indicated Table 7 item 1, respondents were agreed instructors had same extent above 

moderate knowledge with (M= 3.38, SD=1.051) and (M=3.07, SD=1.152) mean scores 

respectively for.  Regarding to this items the researcher ensured through open ended and 

interview questions, same instructors has no enough competency for teaching and the academy 

had lack of selection criteria for trainers. 

With regarded item 2, the respondents were asked to response if the training staff were 

responsive to participants‟ needs and questions or not. The responses of trainers indicated with 

No. item 

 

Trainers(N=45) Trainees(N=28) 

N Mean SDV N Mean SDV 

1 Instructor/trainer/ have not sufficient knowledge 45 3.38 1.051 28 3.07 1.152 

2 The training staff was responsive to participants 

needs and questions 

45 3.16 1.278 28 2.89 1.197 

3 Trainers communicate well 45 3.96 .824 28 3.68 1.249 

4 Trainers are open, honest and fair to all 45 3.82 1.093 28 3.21 1.287 

5 The trainer are interested in the teaching job 45 4.07 .889 28 3.54 1.138 

 Mean Average   3.68   3.28  
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(M=3.16, SD= 1.278) means scores that training staff were responsive to the participants‟ need 

and questions. But same respondents responses a little bit different from the above response with 

(M=2.89, SD=1.197) mean scores argued that the training staff are not responsive to the 

participants‟ needs and questions. This implies the instructors had not sound selections in the 

activity of the academy. Therefore, the instructors need great attention during the selection 

process. 

In item 3 of the same Table, both trainers and trainees were asked to indicate their responses if 

the trainers are able to communicate well or not. Their responses with (M=3.96, SD= .824) and 

(M=3.68, SD=1.249) means scores for trainers and trainees respectively assured that the trainers 

can communicate well.  

In item 4 of the same Table, respondents were asked to indicate their response if the trainers in 

the academy are open, honest and fair to all or not.  Their responses with (M=3.82, SD=1.093) 

and (M=3.21 SD=1.287) mean scores for trainers and trainees respectively were that the trainers 

are open, honest and fair to all.  

The last item of Table 7 was regarding the interest of the trainers in their profession. 

Accordingly, respondents were asked if the trainers were interested in the reaching job or not.  

Their responses with (M=4.07 SD=.889) and (M=3.54, SD=1.138) mean scores for trainers and 

trainees respectively assured that the trainers of the academy are interested in the teaching job.  

Therefore, from the above Table it can be concluded that the Academy has done a well job in the 

process of selection of the instructors/trainers but needs more effort to let the training staff to be 

responsive to participants‟ needs and questions.    

 

 

 

 

 



48 
 

4.2.5.The Selection of Trainees 

Table 4.8:  Trainers’ and Trainees’ response to the Selection of Trainees 

 

In item 1 Table 8, both trainers and trainees were asked to rate if the academy has set clear 

criteria for the selection of trainees or not.  Their response with (M=3.76, SD=1.264) and 

(M=3.39, SD=1.370) mean scores for trainers and trainees respectively was that the academy had 

set clear criteria for the selection of trainees. But, Academic entry criteria to the program would 

be in line with the Ethiopian Higher Education Institutions‟ admission requirements. Through the 

interview, the researcher found that the respondent were reported, the academic criteria and the 

stakeholders were not appropriate on the ground. Example one TCD said: 

The academic criteria and our stakeholders were not appropriate because of lack of 

educational background, age criteria, and professional experience (Code April, 

15/2018). 

 

In the 2
nd

 item of table 8, respondents were asked if the academy admission criteria have been 

communicated for the stakeholders or not. The respondents with (M= 2.87, SD=1.120) and 

(M=2.57, SD=1.136) for trainers and trainees respectively has responded that the admission 

criteria has not been communicated to the stakeholders. From the mean and standard deviations, 

we can conclude there was gap in the process of admission criteria.   

In item 3 of the same Table, respondent were asked if the academy is directly involved in the 

recruitment of trainees or not. The respondents, with (M=2.64, SD=1.151) and (M=2.36, 

No Item Trainers(N=45) Trainees(N=28) 

N Mean SDV No Mean SDV 

1 The Academy has set clear admission criteria 45 3.76 1.264 28 3.39 1.370 

2 The Academy admission criteria has been 

communicated for the stakeholders 
45 2.87 1.120 28 2.57 1.136 

3 The Academy is directly involved in the 

recruitment of trainees 
45 2.64 1.151 28 2.36 1.026 

4 Trainees are recruited based on the criteria set by 

the Academy 
45 2.87 1.358 28 2.57 1.230 

5 The Academy does not accommodate the trainees 

who are not secured the admission criteria's. 
45 3.67 1.243 28 2.57 1.317 

6 According to its intake capacity and the intent of 

stakeholders the Academy has been received 

qualified trainees as a required number 

45 2.36 1.190 28 1.82 .772 

 Mean Average   3.03   2.55  
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SD=1.026) mean scores for trainers and trainees respectively, responded that the academy was 

not directly involved in the recruitment of trainees. 

In the item 4 of the same Table, respondents are asked if the trainers were recruited based on the 

criteria set by the academy or not. Their responses, with (M=2.87, SD=1.358) and (M=2.57, 

SD=1.230) mean scores for trainers and trainees respectively, was that trainers are not recruited 

based on the criteria set by the academy. 

In item 5 of Table 8, respondents were asked to indicate their response if the Academy does not 

accommodate the trainees who do not fulfill the admission criteria set, or not. Their responses 

with (M=3.67, SD=1.243) and (M=2.57, SD=1.317) mean scores for trainers and trainees 

respectively was different. The trainers agreed on the statement but the trainers did not. 

Therefore, there was gap in communication on accommodate of trainees who did not fulfill the 

admission criteria.      

The last item of Table 8 asked respondents if the Academy has been received qualified trainees 

according the intake capacity and the intent of stakeholders. Their responses, with (M=2.36, 

SD=1.190) and (M=1.82, SD=.772) mean scores for trainers and trainees respectively, was that 

the academy has not been received qualified trainees as required, according to the intake capacity 

and according to the intent of the stakeholders.  

Therefore, Table 8 indicated that both the trainers and trainees assured that there is gap the 

Academy should look in the selection process of trainees.  

Generally, from Table 8, we can understand, except item one and five, all case of four items had 

gaps such as, lack of clear admission criteria, lack of participation directly for recruitment, and 

secure admission criteria were the main problem of the Academy. 

4.2.6.Training Implementation 

Regarding the training implementation, the researcher directed to answered to what extent the 

Academy, program implementation based on organizational needs, implemented by qualified 

trainers, relevant of the curriculum, planning implementation, The extent Academic leaders have 

competency, The extent the curriculum was implemented based on its goals, weather there was 
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responsible mechanism for controlling the implementation of Instructional methods and written 

documents. 

Table 4.9: Trainers’ and Trainees’ response to the courses Training implementation 

 

The above Table 9 presented data regarding the implementation of the training programs.  Item 1 

of the Table asked both trainers and trainees if the designed training program is implemented 

based on the organizational needs or not. Respondents, with (M=2.91, SD=1.145) and (M=3.25, 

SD=1.323) mean scores for trainers and trainees respectively, responded differently. The trainers 

responded that the designed program was not implemented based on the organizational needs, on 

the other hand the trainees responded that the designed program is implemented based on the 

organizational needs. 

In item 2of the same Table, both trainers and trainees were asked if the training program is 

implemented by qualified trainers or not. The responses from the trainers with (M=2.42, 

SD=.892) mean scores as that the training program was not implemented by qualified trainers. 

No Item Trainers(N=45) Trainees(N=28) 

N Mean SDV N Mean SDV 

1 The designed training program is implemented 

based on the organizational needs 

45 2.91 1.145 28 3.25 1.323 

2 The training program is implemented by qualified 

trainers/instructors 

45 2.42 .892 28 3.21 1.197 

3 The curriculum implementation is relevant to 

develop capability of trainees 

45 3.04 .976 28 3.18 1.249 

4 There is effective planning implementation in the 

organization 

45 3.13 1.036 28 3.11 1.343 

5 The Academy command and leaders at all levels 

have enough knowledge and skills for training 

implementation 

45 3.16 1.021 28 3.39 1.370 

6 The planned curriculum is implemented based on 

its goals 

45 2.56 1.013 28 3.64 1.224 

7 There is a mechanism and functional organizational 

structure who is responsible for controlling the 

implementation of Instructional methods set for 

courses offered at each levels 

45 3.04 1.021 28 3.71 1.084 

8 The Academy is committed for the implementation 

of the grading system 

45 3.44 .943 28 3.18 1.249 

9 The Academy has written documents like  

curriculum, legislation and quality assurance and 

other relevant documents 

45 3.20 1.057 28 2.75 1.323 

 Mean Average   2.988   3.268  
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On the contrary, the response from the trainees with (M=3.21, SD=1.197) mean scores, was that 

the training program was implemented by qualified trainers.   

In item 3 of the same table, respondents were asked to indicate their responses if the curriculum 

implementation was relevant to develop the capacity of trainees, or not. Their responses, with 

(M=3.04, SD=.976) and (M=3.18, SD=1.249) mean scores respectively for trainers and trainees, 

was that they found the curriculum implementation was somewhat moderately relevant to 

develop the capacity of trainees.  

In item 4 of the same Table, respondents were asked if there is effective planning 

implementation in the organization, or not. Their responses with (M=3.13, SD=1.036) and (M= 

3.11, SD=1.341) mean scores, is that there moderate effective planning in the organization.  

In item 5, respondents were asked to indicate their responses if the academy commands and 

leaders at levels have enough knowledge and skill for the training implementation, or not. Their 

responses, with (M=3.16, SD=1.021) and (M=3.39, SD=1.370) mean scores, responded that the 

Academy leaders have same extent enough knowledge and skill to run the training 

implementation. 

In item 6 of Table 6, respondents were asked if the planned curriculum is implemented based on 

its goals, or not. The responses of trainers, with (M=2.56, SD=1.013) mean scores, was that the 

planned curriculum is not implemented based on its goal. On the contrary, the responses of 

trainees, with (M=3.64, SD=1.224) mean scores, was that the planned curriculum is implemented 

based its goals.  

Item 7 of the same Table was regarding the mechanism and organizational structure.  Both the 

trainers and trainees were asked to indicate if there is a mechanism and functional organizational 

structure which is applicable   for controlling the implementation of instructional methods set for 

courses offered at each level, or not. The responses of trainers, with (M=3.04, SD=1.021) mean 

scores, was that the availability of mechanisms and functional organizational structure is 

moderate. On the other hand, the trainees response, with (M=3.71, SD=1.084) mean scores, was 

that there is mechanisms and functional organizational structure which is applicable for 

controlling the implementation of instructional methods set for courses offered at each level. 



52 
 

In item 8 of the same table, respondents were asked if the Academy was committed for the 

implementation of the grading system, or not. Their responses, with (M=3.44, SD=.943) and 

(M=3.18, SD=1.249) mean scores for trainers and trainees respectively, should that the academy 

was somewhat moderate committed for the implementation of the grading system.  

In item 9 of the same Table, respondents were asked to rate if the academy has written 

documents like curriculum, legislation and quality assurance and other relevant documents, or 

not. Their responses, with (M=3.20, SD=1.057) and (M=2.75, SD=1.323) mean scores display 

somewhat moderate values for trainers and low mean value for trainees with respect to writing 

documents. 

From the above information, the academy had problems like lack program implementation based 

on organizational need, limitation of qualified trainers, curriculum implementation based on the 

goal of the Academy were the main challenge of training implementation. 

4.2.7.The Training Outcomes 

In the following table, trainers were asked a five choices questions regarding the outcomes of the 

training. The data are presented follows:   

Table4.10: Trainers’ response to the Evaluating of the outcome 

No Item Trainers(N=45) 

N Mean SDV 

1 The Academy is conducting training outcome assessments based on the 

timetable 

45 3.37 1.136 

2 The assessments are focused in making sure that the qualifications described 

in the curriculum are achieved 

45 3.22 1.277 

3 The Academy has produced graduates with the required qualifications 45 3.16 1.086 

4 The academy has functional curriculum development and research office   45 3.18 1.230 

5 The academy has scheduled a revision of the curriculum 45 3.00 1.168 

6 The academy is periodically collecting data which are used as input for 

curriculum revision 

45 3.29 1.160 

7 Using stakeholders‟ feedback as an input has been taken as a direction for 

curriculum revision purpose. 

45 3.36 1.151 

8 The academy has a rich experience of working towards improving the 

curriculum 

45 3.20 1.100 

  Mean Average   3.223  
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In item 1 Table 10, respondents were asked to indicate their responses if the academy was 

conducting training outcome assessments based on the time table. Their responses, with 

(M=3.73, SD=1.136) mean scores, was that the academy has conducted training outcome 

assessments based on the timetable.  

In item 2 of the same Table, respondents were asked to rate their responses if the assessments are 

focused in making sure that the qualifications described in the curriculum are achieved, or not.   

Their responses, with (M=3.22, SD=1.177) mean scores, was that the assessments are focused in 

making sure that the qualifications described in the curriculum are achieved.  

In item 3 of the same Table, respondents were asked to indicate if the Academy has produced 

graduates with the required qualifications, or not. Their responses, with (M=3.16, SD=1.086) 

mean scores, was that the academy has produced graduates with the required qualifications.   

In item 4 of the same Table, respondents were asked to rate if the academy has functional 

curriculum development and research office, or not. Their responses, with (M=3.18, SD=1.230) 

mean scores, was that the academy has functional curriculum development and research office. 

In item 5 of this Table, respondents were asked to indicate their responses if the academy has 

scheduled a revision of the curriculum, or not. Their responses, with (M=3.00, SD=1.168) mean 

scores, was that somewhat moderate they couldn‟t to decide whether the Academy has scheduled 

or not.  

In item 6 of the same Table, respondents were asked to indicate if the academy was periodically 

collecting data relevant for curriculum revision, or not. Their responses, with (M=3.29, 

SD=1.160) mean scores, was that the Academy was collecting data which was relevant for 

curriculum revision.  

In item 7 of this Table, respondent were asked if the academy uses the feedback collected from 

stakeholders for the purpose of curriculum revision, or not. Their responses, with (M=3.36, 

SD=1.151) mean scores, was that the academy has used the feedbacks collected from 

stakeholders for purpose of curriculum revision.  
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In item 8 of Table 8, respondents were asked to indicate if the academy as rich experience of 

working towards improving the curriculum. Their responses, with (M=3.20, SD=1.100) mean 

score, was that the academy has rich experience of working towards improving the curriculum.  

4.3. The Mechanisms Employed to Evaluate the Practice of Education and Training 

Development 

4.3.1. Reasons for Evaluation 

The researcher directed to  respondents answered reasons for evaluation the education and 

training development that need how to justify, determine, appropriateness, investment on the  

training, important , assist  activities for future program and what is the strengths and weaknesses 

of  education and training development and also  the researcher asked what lookalike the test 

clarity and validity of instruction, how to establish training development requirement and quality 

of training  provider. 

Table 4.11: Trainers’ and Trainees’ response to the Reasons for evaluation 

No Item Trainers(N=45) Trainees(N=28) 

N Mean SDV N Mean SDV 

1 To justify the existence of the training function 45 4.49 .991 28 3.86 1.208 

2 To determine a program achieved its objectives  45 4.44 1.035 28 4.04 .999 

3 To determine the appropriateness of a program  45 4.31 1.104 28 3.82 1.156 

4 To determine the return on investment of training  45 4.58 .991 28 4.07 1.086 

5 To find out where important is required 45 4.22 1.085 28 3.89 1.100 

6 To assist  activities for future programs 45 4.11 1.092 28 3.89 1.066 

7 To identify the strengths and weaknesses in the TD 

process which  training facilitates  

45 4.44 1.035 

 

28 3.96 1.347 

8 To test clarity and validity of instruction (included 

subject matter, test, exercises, questions, activities)  

45 4.49 .968 28 4.07 1.215 

9 To establish training development requirement  45 4.44 .967 28 4.04 1.290 

10 To determine the service quality of training  

provider 

45 4.24 1.026 28 3.96 1.105 

 Mean average  4.38   3.96  

 

N.B. Mean value >3 High, Mean value=3 Moderate and Mean Value >3 Low. 

In item 1 table 11, respondents were asked to indicate if the reason to evaluate the training is to 

justify the existence of the training functions or not. Most of respondents responded, with 

(M=4.49, SD=.991) and (M=3.86, SD=1.208) respectively that means the respondents agreed   to 
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justify the activities of education and training were one of the reasons for evaluation of the 

training outcomes.  

In item 2 of the same Table, respondents were asked if one of the reasons to evaluate the training 

outcome is to determine a program achieved its objectives, or not. Their responses, with 

(M=4.44, SD=1.035) and (M=4.04, SD=.999) mean scores for trainers and trainees respectively, 

were that to determine a program if it achieved its objectives, or not. Both the trainers and 

trainees assured that one of the reasons to evaluate the training outcomes is to determine if a 

program achieved its objectives.  

In Item 3 of the same Table, respondents were asked to indicate if one of the reasons to evaluate 

the training outcomes is to determine the relevance of a program, or not. Both the trainers and 

trainees, with (M=4.31, SD=1.104) and (M=3.82, SD=1.156) mean scores for trainers and 

trainees respectively, assured that the objective of evaluating the program is determine the 

relevant of a program is one of the reasons to evaluate the training outcomes.  

In item 4 of that Table, respondents were asked to indicate whether one of the reasons to evaluate 

the outcomes of training outcomes is to confirm the training effectiveness, or not. Both the 

trainers and trainees, with (M=4.58, SD=.991) and (M=4.07, SD=1.086) mean scores for trainers 

and trainees respectively, replied that the evaluation is conducted to confirm the training 

effectiveness which is ongoing. 

In item 5 of Table 11, respondents were asked to indicate their responses whether one of the 

reasons to evaluate the training outcomes was to indicate the direction of future concern, or not. 

Both trainers and trainees, with (M=4.22, SD=1.085) and (M=3.89, SD=1.079) mean scores for 

trainers and trainees respectively, responded that the evaluation is conducted to indicate the 

direction of future concern. 

In item 6 of Table 11, the respondents were asked to indicate their responses if the objective of 

evaluating training outcomes is to support other programs to include in the future, or not.  Their 

responses, with (M=4.11, SD=1.092) and (M=3.89, SD=1.066) mean scores for trainers and 

trainees respectively, was that evaluating training outcomes helps to assist other programs to be 

included.  
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According to item 7, respondents were asked to indicate their responses if the objective of 

evaluating training outcomes is to identify the strengths and weaknesses training development 

process, or not. Both trainers and trainees, with (M=4.44, SD=1.035) and (M=3.96, SD=1.347) 

mean scores respectively, responded that identifying the strengths and weaknesses is one of the 

reasons to evaluate training outcomes.  

According to item 8 of the same Table, respondents were asked to indicate their responses if the 

evaluating training outcomes helps to test the clarity and validity of the instruction (including 

subject matters, test, exercises, questions, activities), or not. Their responses, with (M=4.49, 

SD=.968) and (M= 4.07SD=1.215) mean scores for trainers and trainees respectively, was that 

evaluating the training helped to test the clarity and validity of the instruction.  

In item 9 of the same Table, both trainers and trainees were asked to rate their responses if 

evaluating the training outcomes helped to establish training development requirements, or not. 

The majority of the respondents, with (M=4.44, SD=.967) and (M=4.04, SD=1.290) mean scores 

for trainers and trainees respectively, replied that evaluating training outcomes helped to 

establish training development requirements.  

In the last item of Table 11, respondents were asked to indicate their responses whether the 

purpose of evaluating training outcomes is to determine he service quality of training provider, 

or not. The majority of the respondents, with (M=4.24, SD=1.026) and (M=3.96, SD=1.105) 

mean scores for trainers and trainees respectively, assured that the purpose of evaluating training 

outcome by the Academy was determine he service quality of training provider.  

From Table 11, it can be concluded that all the points mentioned in the table are assured by the 

majority of the respondents as reasons why the training process is evaluated by the academy.  

4.4. The Main Challenges during the Practice of Education and Training 

Development 

The last question but not list, from table12 item one up to item ten, the researcher needs to 

understand what were the main challenged of the practice of education and training development 

in the Academy. 
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In the following table, both trainers and trainees were asked five choice questions to give their 

view on the challenges the academy has faced during the implementation of training and 

education. The data are presented as flows:  

Table 4.12: Respondents Views on the main Challenges/problems of Education and 

training development in the College. 

NB.  Mean value >3 High, Mean=3 Moderate and Mean <3 Low, 

As item 1 of Table 12, showed, the respondents believed that there were challenges faced in the 

Academy, like lack of clear guidance education and training policy with (M=3.31, SD=1.145) 

and (M=3.25, SD=1.647) mean scores for trainers and trainees respectively, was that the 

unavailability of clear guidance, written documents, education and training policy is one of the 

challenges of the academy. From this data we can understand the education and training 

development activities were negatively affected. 

With regarded Table12item 2, respondents were asked to indicate if there were lacks of attention 

by the top Academic leaders or not. Both the trainers and trainees responded with (M=2.24, 

SD=1.131) and (M=2.04, SD=1.347) respectively. Therefore, the result of the mean value 

No item 

 

Trainers(N=45 ) Trainees(N=28) 

N Mean SDV N Mean SDV 

1 There is no clear guidance,  written document 

and training policy 

45 3.31 1.145 28 3.25 1.647 

2 There is  no lack of attention by top  academic 

Leaders or managers 

45 2.24 1.131 28 2.04 1.347 

3 There is no  absence of competent department to 

coordinate the program effectively  

45 2.29 .968 28 3.07 1.245 

4 Poor quality training delivery methods 45 2.24 1.026 28 2.25 1.076 

5 The training had no brought to me a new 

knowledge 

45 2.49 1.100 28 3.21 1.197 

6 Time allocated for the training of each course 

was inadequate  

45 3.18 1.072 28 3.25 1.236 

7 Mismatch b/n course content, graduate profile 

and course objective 

45 2.69 1.104 28 3.29 1.182 

8 There is Inadequate trainers for training 45 3.11 1.133 28 3.00 1.122 

9 There is inadequate feedback on education and 

training programs from students 

45 2.98 1.055 28 3.18 1.156 

10 .The concept of education and training in Army 

is biased mainly towards training only. 

45 3.20 1.036 28 3.29 1.182 

 Mean average   2.573   2.983 Total 

2.778 
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indicates, the academic leaders or managers expected to give due attention for all activities of the 

educational and training development.  

As indicated in item 3 of Table 12, respondents were asked if the departments leader by 

competent leaders to coordinate the program, or not. The respondents, describes their agreements 

with (M=2.29, SD=.968) and (M=3.07, SD=1.245) respectively, replied differently. The trainers 

do not agree on the problem but trainees agreed on the problem that the departments are not 

coordinated by competent leaders. There were lack competent leaders during the cordoning 

process. Therefore, from the above evidence, the education and training activities needs qualified 

or competent leaders. 

In item 4 of the same Table, respondents were asked the level of training delivery methods in the 

Academy. Most of respondents agreed the training delivery method were low and poor quality 

with (M=2.24, SD=1.026) and (M=2.25, SD=1.076) respectively. It was evidence the Academy 

leaders expect to conduct considerable measures to correct the gap. 

Similarly, in item 5 of the same Table, respondents were asked if the training has brought a new 

knowledge to them, or not. Respondents responded with (M= 2.49, SD=1.100) and (3.21, 

SD=1.197) respectively, they replied differently. The majority of the trainers replied that the 

training that had new knowledge for me. Whereas half of respondent believed opposite, the 

training did not provided them a new knowledge.  

Therefore, from this fact, the respondent idea was not the same. There were different opinions 

thus. Different opinion by itself is a problem. It needs sound and clear system procedure to give 

effective knowledge. 

In item 6 of the same Table, respondents were asked to indicate their responses if the time 

allocated for training of each course was adequate or inadequate.  Both the trainers and trainees 

agreed with (M=3.18, SD=1.072) and (M=3.25, SD=1.182) respectively. 

In item 7 of the same Table, respondents were asked to what extent mach between course 

content, graduation profile and course objectives. Two different responses were disagreed, with 

(M=2.69. SD=1.104) mean scores for trainers, but (3.29, SD=1.182) mean scores for trainees, 

that the trainers replied that there is no mismatch between course content, graduation profile, and 
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course objectives. On the contrary, the trainees opposed that there is a mismatch between course 

content, graduation profile, and course objectives. 

From the two category of respondent, we can conclude the data obtained indicated to ward 

positive and negative. It need more clarification and more attention the level of course content, 

graduation profile, and course objectives aligned or not with all activates of the academy 

members. 

According to item 8 of table 12, respondents were asked if the trainers in the academy are 

enough in number to run the training, or not. The trainers responded, with (M=3.11, SD=1.133) 

means scores that there are nearly enough trainers to run the training. But the trainees, (M 3.00, 

SD=1.122) mean scores, could not decide whether they are enough or not.    

Item 9 of table 12, indicated most instructors disagreed There is adequate feedback on education 

and training programs from students with (M=2.98, SD=1.055). Whereas most students agreed 

with (M=3.18, SD=1.156) mean scores there were inadequate feedback or sharing of information 

between trainers and trainees. The trainers replied it was difficult to decide. But the trainees 

responded that the feed backs collected from students were inadequate.  

In the last item of Table 12 questions, the respondents were asked related to the concept of 

education and training was biased mainly towards training only. The highest rates were reported 

for the concepts of education and training was biased mainly towards training only. With 

(M=3.29, SD=1.182) followed closely by M=3.20, SD=1.036) .This implies the academy 

education and training system was not support each other.  

These finds are also supported by the results of interviews with one of responsible research and 

curriculum development covered by the study. According to his information, there seems to be a 

gap in the system and focus of education and training, In terms of the education training system. 

For instance, he stated: 

I think that the problem of the education and training system not only the Academy but also 

the whole system of military higher education, without education the training has no long time 

For example, in the academy there are three man programs, Anti-aircraft cannot deliver 

currently because of lack of trainees based on the criteria, and there is no clearly stated long 

term plan about education and training development. Interview (Code April, 15/2018). 
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From this evidence, we can conclude the Academy education and training system has problem of 

focus to develop the whole training system, education has need attention to support for the 

training. 
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CHAPTER FIVE 

Summary, Conclusion and Recommendation 

The final chapter deals with the summary of the findings, conclusions and recommendations. 

5.1 Summary of Major Findings 

The main  purpose of the study was to identify the current practice of education and training 

development within Combined Army Academy, to measure, evaluate and understand the level of 

education and training development and to assess and aware the major challenges that influence 

effectiveness of education and training development among student officers .To this end. The 

study employed descriptive design with quantitative and qualitative method to address the 

following questions: 

1. What the current practice of education and training development of the combined army 

academy looks like?  

2. What mechanisms are employed to evaluate the practice of education and training 

development?  

3. What are the main challenges of Combined Army Academy during the practice education 

and training development? 

From the sampling techniques, Availability sampling and purposive sampling techniques were 

used to select sample respondents. From 79 total target population about 45 trainers and 28 

trainees whose educational preparation was grade masters degree, Bachelor degree, diploma, 

grade 12 and 10 were included in the study. Questionnaire mainly rating scales, interview and 

document analysis were used as data gathering tools. Based on this, 73 Questionnaire were 

distributed to respondents of which 73 (100%) questionnaires were filled and returned. 

Accordingly, 45 trainers and 28 trainees were used as a data source.  Data obtained through 

questionnaire,   frequency, percent, mean and standard deviation (SDV) supported by SPSS 

software Version 20 used. Whereas data obtained using interviews and document analysis were 

analyzed, interpreted and major findings are summered below.  

Pertaining to sex composition, the finding of the study discovered that 60.56 percent of trainers 

and 39.44 percent of trainees‟ respondents were male. Concerning educational level most of 
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respondents (46.48) are degree holders, 26.76 diplomas, 14.1 masters, 1.41 grade12 and 1.41 

grades10. This indicated that teaching – learning process is some of effectively undertaking.  

The study looked the extent of training need assessment conducted, its training design, training 

method, selection of trainers and trainees, training implementation, and training outcome, reason 

of evaluation and the major challenge and gap to assess the practice of education and training 

development in the academy.   

It was pointed out that CAA set education and training development objectives that mainly 

focuse on improving skills and performance of trainees. Even though, the academy had 

considerable effort in terms of training needs assessment but there were limitation of 

effectiveness of training need assessment based on the intent of MoND in addition to most of 

respondents have defined that even though the College had some positive efforts about education 

and training development but there is no clear plan regarding the system. Example  The college 

had not create still clear system education and training development example the curriculum and 

stockholder were mismatch, lack clear system between colleges to colleges, lack of well long 

term planned was the major challenge in the academy. 

Training Method should be used for the organization is determined by the individual 

circumstances and other factors like, „who‟, „what‟ and why of your training and development 

program .In relation to training method, the relevant and quality of practical exercise was less 

than average.  

Another important gap  findings regarding the selection of trainees, the academic curriculum 

criteria and stockholders were not appropriate because of lack of educational background, age 

criteria, and professional experience‟ also there were problem with in instructors in terms of 

quality and quantity in the academy. 

The academy had been different implementation manuals such as, internal legislation quality 

assurance and curriculum, but In relation to the education and training implementation there 

were lack of program implementation based on organizational need, limitation of qualified 

trainers, curriculum implementation based on the goal of the academy were the main challenge 

of training implementation. 
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Evaluation which is the final phase of the education and training development program, involves 

the collection of information on whether trainees were satisfied with the program, learned the 

material, and were able to apply the skills back on the job.  It was indicated that CAA had been 

doing training and development evaluation at the end of the program.  But no significant effort 

was found for doing training evaluation while the training program was going on.  Both trainer 

and trainee respondents indicated that the method employed to collect data for the training 

evaluation was only by distributing questionnaires at the end of the training program. 

 

Finally, The academy major challenge were  lack of clear written educational and training policy   

Lack of clear long term plan about education and training  development, Lack of cooperate 

between College to College and between Academic and stakeholders. 

5.2 Conclusion 

The following conclusions were can be drawn from the finding of the research. 
 

It has been agreed up on by many writers and training professionals, training and development 

need assessment is vital to achieve the desired training and development objectives and to use 

wisely the scarce resources and minimize wastages, Even though, the CAA has considerable 

positive effort to develop education and training development from time to time, there is still 

weakness in the academy negative no enough effectively used need assessment techniques. The 

result of the finding indicated, The Academy has no clear written education and training policy 

for guidance of student officers in the process of teaching and learning activities. The academy 

has no collaboration with any of the MoND institutions and stakeholders other important gaps 

obtained, there is no alignment between the educational criteria and the actual stakeholders, and 

due to lack of educational back ground and age criteria example one program cannot deliver 

currently. 
 

Data gathered indicated from interview, lack of quality and quantity trainers and trainees, lack of 

time allocated and insufficient distribution training modules were reflected as the major 

constraints of the training institution. Another finding ensured though the open ended and 

interview question were  the combat experience of our army didn't well organized to support the 

teaching process by real combat experience especially military course example tactic and there 
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were shortage of relevant resource in the library this will affect the teaching and learning process 

of the college. 

Finally Evaluation which is the final phase of the training and development program, involves 

the collection of information on whether trainees were relevant to with the program, learned the 

material, and were able to apply the skills back on the job. It was indicated that CAA had been 

doing training and development evaluation at the end of the program, But not problem solving. 

5.3 Recommendation 

Based on the conclusion made earlier, the following recommendations are forwarded to alleviate 

or at least to minimize currently encountered problems in Combined Army Academy related to 

practices and challenges of education and training development. 

1. As it is shown by the study, the current practices of education and training needs assessment 

in the Combined Army Academy needs improvement. Training needs assessment is the base 

for any training program.  Therefore, CAA shall use different appropriate techniques used to 

identify the gaps in the teaching and learning practice, such as questionnaires, interviews, 

observation, to address the individual as well as organizational problems. 

2. Another reported gap in the practice of education and training development was lack of clear 

guidance and written document education and training policy. This is a very serious issue 

since the training process was not guided by a policy framework. Thus, Ministry of National 

Defense Main Training Department in collaboration with CAA needs to have clear guidance 

and written document of education and training policy.  

3. Different military Colleges have different experience therefore; all Colleges should share 

experiences each others to learn lessons from their strength and weakness. In addition, the 

Academy should have relations between Defense University and public universities such as 

Addis Ababa University, Ethiopia Civil Services University (AAU, ECSU) and others. 

4. In order to solve the problems of long term education and training development, TMD and 

CAA education and training system should be aligned with  MoND strategic plan and should 

have considerable attention to develop knowledge and skills. 

5. In addition to its main mandate, the academy shall consider to include preparatory school to 

its curriculum in collaboration with Education and Training Main Department of MoND.  
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Recommended area for further studies 

 From the literature review, a number of issues were identified and discussed from the concept of 

Military education and training development. Considering the fact Military education and 

training is a complex practice. Further research can be made by enlarging the research sample 

size and stakeholder for interview in the military education and training development to 

investigate to what extent they are practicing education and training. 
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Appendix -A 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES  

COLLEGE OF EDUCATIONAL AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING & MANAGEMENT 

 

Questionnaire for Instructor and leaders (TCD) 

Dear Respondent,  

The main purpose of this questionnaire is to collect necessary data for the study on the An 

Assessment of Military Education and Training development: at combined army academy. 

This questionnaire has been designed to solicit information for purely academic purpose; the 

information collected will be kept confidential. As the outcome of the study will highly depend 

up on your responsible, sincere and timely response, you are kindly requested to complete the 

questionnaire genuinely.  

Note: 

 Please don‟t write your name  

 Please fill the answer by putting “√” mark and short answer on the space provided 

  Kindly give more attention and return the completed questionnaire as much as possible 

 

Thank you in advance for your cooperation! 

 

 

 

 

 



 
 

Part I:  

Background Information (Demographic Data) 

Put tick mark (√) in the box provided against your choice 

 College CAA     Department----------------------Section---------------------------- 

1. Sex:     Male                    Female 

2. Educational level: 

    MA/MSc                         BA/BSc                              Diploma                       Other 

3.  Teaching experience in year: < 5             6 -10             11-15                 16 and above   

4. Rank:  Higher officer                            Line officer 

5. Service years in the Army: 10-15          16-20              21-25             26-30          31 and above  

6. Age: 30-35             36-40              41-45                 46-50                        51 and above 

 

 

 

 

 

 

 

 

 

 

 



 
 

2 Training Design   Rating 

No 2.1 Objective of the training course 5 4 3 2 1 

1 The  course objective is well aligned with the graduate profile        

2 The content was organized and easy to follow      

3 I consider that the training programs are designed at level of abilities and  

education of subordinates 

     

4 The time allotted for the training was sufficient      

5  I received updated training which is required for my position      

6 Training contents are clear, simple and understandable      

         2.2 Training method      

1 I found the different training methods listed below to be relevant and of good quality:   A) 

Lectures 
     

2                 B) Group discussion      

3                  C) Practice exercise      

4                   D) Presentation      

5  The language used in the training sessions was easy to understand      

       2.3 Selection of trainers      

1 Instructor/trainer/ have  not sufficient knowledge      

2 The training staff was responsive to participants needs and questions      

3 Trainers communicate well      

4 Trainers are open, honest and fair to all      

5 The trainer are interested in the teaching job      

             2.4 Selection of Trainees        

1 The Academy has set clear admission criteria      

2 The Academy admission criteria has been communicated for the stakeholder      

3 The Academy is directly involved in the recruitment of trainees      

4 Trainees are recruited based on the criteria set by the Academy      

5 The Academy does not accommodate the trainees who are not secured the admission 

criteria's. 

     

6 According to its intake capacity and the intent of stakeholders the Academy has been 

received qualified trainees as a required number 

     

                       3 Training implementation      

1 The designed training program is implemented based on the organizational needs      

2 The training program is implemented by qualified trainers/instructors      

3 The curriculum implementation is relevant to develop capability of trainees      

4 There is effective planning implementation in the organization      

5 The Academy command and leaders at all levels have enough knowledge and skills for 

training implementation 
     

6 The planned curriculum is implemented based on its goals      

7 There is a mechanism and functional organizational structure who is responsible for 

controlling the implementation of Instructional methods set for courses offered at each 

levels 

     

8 The Academy has committed for the implementation of the grading system      

 

9 

The Academy has written documents like training policy, legislation and quality assurance 

and other relevant documents 

     



 
 

Part II 

1. Education and Training development practices 

Note: - Education and training development is conceptualized all activities of Combined arms 

Academy of leaders, instructor, students and staffs in the context of practice, challenges and their 

measurements of education and training development, 

 Instruction one:   Read each statement carefully. Then tick mark (√) in the boxes that indicates 

the extent to which you are engaged with the specific job behaviors or practices described in 

each questions 

NB: 5=Strongly Agree     4=Agree   3=Neutral      2=Disagree   1=Strongly Disagree 

Table 1:The practice of Needs Assessment 

1. Training Need Assessment  

No Statement Rating 

1.1 Intent of MoND   5 4 3 2 1 

1 The intent of MoND to the Academy has been defined      

2 
The intent of  MoND is embedded in the curriculum and other curriculum 

materials developed by the Academy 

     

3 The intent of MoND have been communicated for the members of the Academy      

4 
The members of the Academy are committed to achieving the training need of 

MoND 

     

1.2 Intent of Stakeholders       

1 The Academy has functional education and training development office      

2 The Academy has established a clear system to know the Intent of Stakeholders      

3 
The academy has set a timetable for the regular training need assessment of the 

stakeholders 

     

4 
There is a practice of conducting education and training need assessment of the 

stakeholders 

     

5 
The practice of conducting education and training need assessments considers the 

current and future degrees competences of the graduates. 
     

 

 

 

 

 



 
 

4. Evaluating the outcome  

No Statement 
Rating 

5 4 3 2 1 

1 The Academy is conducting training outcome assessments based on the timetable      

2 
The assessments are focused in making sure that the qualifications described in the 

curriculum are achieved 

     

3 The Academy has produced graduates with the required qualifications      

4 The academy has functional curriculum development and research office        

5 The academy has scheduled a revision of the curriculum      

6 
The academy is periodically collecting data which are used as input for curriculum 

revision 
     

7 
Using stakeholders‟ feedback as an input has been taken as a direction for curriculum 

revision purpose. 
     

8 The academy has a rich experience of working towards improving the curriculum      

 

Part Three: Please rank by important the reason which evaluation is to be conducted? 

Instruction Two: Please read the scale and answer the following questions by circling the 

relevant numbers 1-5. 

1 

Very important 

2 

Important 

3 

Neutral 

4 

Less important 

5 

Not important 

 

No 5, Reasons for evaluation 
Rank 

1 2 3 4 5 

1 To justify the existence of the training function      

2 To determine a program achieved its objectives       

3 To determine the appropriateness of a program       

4 To determine the return on investment of training       

5 To find out where important is required      

6 To assist  activities for future programs      

7 To identify the strengths and weaknesses in the TD process which  

training facilitates  

     

8 To test clarity and validity of instruction (included subject matter, test, 

 exercises, questions, activities)  

     

9 To establish training development requirement       

10 To determine the service quality of training  provider      

Mention others (if any) 

___________________________________________________________________________ 

_______________________________________________________________________. 

 

 

 

 

 

 

 



 
 

Part Four 

Instruction three: Respondents Views on the Problems/challenges of education and training 

development of the Academy. 

Please read each statement carefully and show the extent of your agreement on the statements by 

putting a tick mark (√) in the boxes against each rating scale of choice. The rating represents 

your level of agreement as follows: 5=Strongly Agree, 4=Agree, 3=Neutral, 2=Disagree, 

1=Strongly Disagree 

6, Challenges of Education and Training Development 

No                                               statement Rating 

5 4 3 2 1 

1 There is no clear guidance  written document and training policy      

2 There is  no lack of attention by top  academic Leaders or managers      

3 There is no absence of relevant department to coordinate the program 

effectively  
     

4 Poor quality training delivery methods      

5 The training had no brought to me a new knowledge      

6 Time allocated for the training of each course was inadequate       

7  Irrelevant b/n course content, graduate profile and course objective      

8 There is Inadequate trainer for training      

9 There is inadequate feedback on education and training programs from 

students. 
     

10 The concept of education and training in Army is biased mainly towards 

training only. 
     

Mention others (if any) 

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________. 

 

 

 

 

 

 

 

 

 

 



 
 

Part Five: 

Open ended questions 

1. In your opinion, what are the main problems of education and training development practices 

in your organization? 

             

             

              

2. What do you suggest to solve the above problems to improve your organization? 

             

             

              

3. Do you think your organization has adequate clear written training documents (e.g. policy, 

guidelines, manuals etc…) to use as a reference for the training activates? 

             

             

              

4. What are the main challenge of the practice of education and training development in your 

organization? 

             

             

              

5. What do you suggest the possible strategy for the future to improve education and training 

development? 

             

             

              

6. Please! Specify if you have others 

             

             

              

 

Thank you for your invaluable inputs!!! 

 

 



 
 

Appendix -B 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES  

COLLEGE OF EDUCATIONAL AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING & MANAGEMENT 

 

Questionnaire for student’s officer/Trainee 

Dear Respondent,  

The main purpose of this questionnaire is to collect necessary data for the study on the An 

Assessment of Military Education and Training development: at combined army academy. 

This questionnaire has been designed to solicit information for purely academic purpose; the 

information collected will be kept confidential. As the outcome of the study will highly depend 

up on your responsible, sincere and timely response, you are kindly requested to complete the 

questionnaire genuinely.  

Note: 

 Please don‟t write your name  

  Please fill the answer by putting “√” mark and short answer on the space provided 

  Kindly give more attention and return the completed questionnaire as much as possible 

 

 

Thank you in advance for your cooperation! 

 

 

 

 

 



 
 

Part I:  

Background Information (Demographic Data) 

Put tick mark (√) in the box provided against your choice 

 College CAA     Department----------------------Section---------------------------- 

1. Sex:     Male                    Female 

2. Educational level: 

    Degree                    Diploma                   12
th

 Grade              10+                Other 

3. Rank:  Higher officer                     Line officer 

4. Service years in the Army: 10-15          16-20            21-25              26-30           31 and above  

5. Age: 30-35             36-40              41-45                 46-50                       51 and above 

 

 

 

 

 

 

 

 

 

 

 



 
 

Part II 

2. Education and Training development practices 

Note: - Education and training development is conceptualized all activities of Combined arms 

Academy of leaders, instructor, students and staffs in the context of practice, challenges and their 

measurements of education and training development, 

 Instruction one:   Read each statement carefully. Then tick mark (√) in the boxes that indicates 

the extent to which you are engaged with the specific job behaviors or practices described in 

each questions 

NB: 5=Strongly Agree     4=Agree   3=Neutral      2=Disagree   1=Strongly Disagree 

 

1. Training Design   Rating 

No 1.1 Objective of the training course 5 4 3 2 1 

1 The  course objective is well aligned with the graduate profile        

2 The content was organized and easy to follow      

3 I consider that the training programs are designed at level of abilities and  

education of subordinates 

     

4 The time allotted for the training was sufficient      

5  I received updated training which is required for my position      

6 Training contents are clear, simple and understandable      

         1.2 Training method      

 

1 

I found the different training methods listed below to be relevant and of good quality:   

a) Lectures 

     

2 b) Group discussion      

3 c) Practice exercise      

4 d) Presentation      

5  The language used in the training sessions was easy to understand      

       1.3 Selection of trainer      

1 Instructor/trainer/ have sufficient knowledge      

2 The training staff was responsive to participants needs and questions      

3 Trainers communicate well      

4 Trainers are open, honest and fair to all      

5 The trainer are interested in teaching job      

      



 
 

1.4 Selection of Trainees   

1 The Academy has set clear admission criteria      

2 The Academy admission criteria has been communicated for the stakeholder      

3 The Academy is directly involved in the recruitment of trainees      

4 Trainees are recruited based on the criteria set by the Academy      

5 The Academy does not accommodate the trainees who are not secured the admission 
criteria's. 

     

6 According to its intake capacity and the intent of stakeholders the Academy has been 

received qualified trainees as a required number 
     

     1.5 Training implementation      

1 The designed training program is implemented based on the organizational needs      

2 The training program is implemented by qualified trainers/instructors      

3 The curriculum implementation is relevant to develop capability of trainees      

4 There is effective planning implementation in the organization      

5 The leaders and executives have enough knowledge and skill for training 

implementation 
     

     1.6   Implementation of Curriculum      

1 The planned curriculum is implemented based on its goals      

2 There is a mechanism and functional organizational structure who is responsible for 

controlling the implementation of Instructional methods set for courses offered at each 

levels 

     

3 There is a mechanism and functional organizational structure who is responsible for 

controlling the implementation of the assessment methods set for courses offered at 

each levels 

     

4 The Academy has committed for the implementation of the grading system      

 

5 

The Academy has written documents like training policy, legislation and quality 

assurance and other relevant documents 

     

 

 

 

 

 

 



 
 

Part Three: Please rank by important the reason which evaluation is to be conducted? 

Instruction Two: Please read the scale and answer the following questions by circling the 

relevant numbers 1-5. 

1 

Very important 

2 

Important 

3 

Neutral 

4 

Less important 

5 

Not important 

 

No Reasons for evaluation 
Rank 

1 2 3 4 5 

1 To justify the existence of the training function      

2 To determine a program achieved its objectives       

3 To determine the appropriateness of a program       

4 To determine the return on investment of training       

5 To find out where important is required      

6 To assist  activities for future programs      

7 To identify the strengths and weaknesses in the TD process which  

training facilitates  

     

8 To test clarity and validity of instruction (included subject matter, test, 

 exercises, questions, activities)  

     

9 To establish training development requirement       

10 To determine the service quality of training  provider      

Mention others (if any) 

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________. 

 

 

 

 

 

 

 



 
 

Part Four 

Instruction three: Respondents Views on the Problems/challenges of education and training 

development of the Academy. 

Please read each statement carefully and show the extent of your agreement on the statements by 

putting a tick mark (√) in the boxes against each rating scale of choice. The rating represents 

your level of agreement as follows: 5=Strongly Agree, 4=Agree, 3=Neutral, 2=Disagree, 

1=Strongly Disagree 

No  

Challenges of Education and training Development  

Rating 

5 4 3 2 1 

1 There is no clear guidance  written document training policy      

2 There is Lack of attention by top  academic Leaders or manager      

3 Absence of relevant department to coordinate the program effectively       

4 Poor quality training delivery methods      

5 The training had no brought to me a new knowledge      

6 Time allocated for the training of each course was inadequate       

7  Irrelevant b/n course content, graduate profile and course objective      

8 There is Inadequate trainer for training      

9 There is inadequate feedback on education and training programs from 

students. 
     

10 The concept of education and training in Army is biased mainly towards 

training only. 
     

Mention others (if any) 

___________________________________________________________________________ 

___________________________________________________________________________ 

___________________________________________. 

 

 

 

 

 



 
 

Part Five:  Open ended questions 

General over views of Education and Training Development (If you want 

additional space please use the back side) 

1. In your opinion, what are the main problems of education and training development practices 

in your organization? 

             

             

              

2. What do you suggest to solve the above problems to improve your organization? 

             

             

              

3. Do you think your organization has adequate clear written training documents (e.g. policy, 

guidelines, manuals etc…) to use as a reference for the training activates? 

             

             

              

4. What do you suggest on the capacity and ability of trainers?  

             

             

              

5. What is your suggestion on the method of evaluation and grading system of the academy? 

             

             

              

6.  What is your opinion on the practice of selection criteria and selection process? 

             

             

              

 

Thank you for your invaluable inputs!!! 

 

 

 



 
 

Appendix C 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING & MANAGEMENT 

Interview Guide Questions for all Levels of Leaders or Managers officers 

The purpose of this interview is to gather information about An Assessment of Military 

Education and training Development: at Combined Army Academy 

Thank you in advance for your cooperation! 

Part I: Background Information 

 College CAA     Department----------------------Section---------------------------- 

1. Sex:     Male                    Female 

2. Educational level: 

    MA/MSc                         BA/BSc                              Diploma                       Other 

3.  Teaching experience in year: < 5             6 -10             11-15                 16 and above   

4. Rank:  Higher officer                            Line officer 

5. Service years in the Army: 10-15           16-20            21-25              26-30           31 and above  

6. Age: 30-35             36-40              41-45                 46-50                        51 and above 

 

 

 

 

 

 



 
 

1. Is there Education and training development practice in your organization? 

2. What the criteria to evaluate the effectiveness education and Training development in    

your organization? 

3. Do you think that the institution has adequate written training document (e.g., policy, 

guidelines, manuals, etc) to successfully manage education and training development the 

organization? 

4. What are the main challenge of the practice of education and training development in 

your organization? 

5. What do you suggest the possible strategy for the future to improve education and 

training development? 

 

 

Thank you for your time!!! 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

Appendix D: 

Feedback on Questions: Pilot Study  

1) How long did it take you to complete the questions? ___________  

2) Were the instructions clear?        Yes         No  

If not, which ones were unclear? 

__________________________________________________________ 

__________________________________________________________ 

 3) Did you object to answering any of the questions?      Yes      No  

If no, which ones? 

 _______________________________________________________ 

_______________________________________________________  

4) Do you think any major issue was omitted in the questions?   Yes     No  

If yes, which ones?  

__________________________________________________________ 

___________________________________________________________  

5) Any other comments? 

______________________________________________________________________________ 

______________________________________________________________________________

_______________________________________________________________________  

Thank you again, for taking time out of your busy schedule to give me valuable feedback!! 

 

 

 

 



 
 

Appendix-E 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATIONAL AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Document analysis – Focus 

 

The purpose of this documents analysis is to gather information about An Assessment of 

Military Education and training Development: at Combined Army Academy 

 

No Focusing Points 

1 Policies and procedures related to military education and Training development  

2 Strategic plan about METD the organization 

3 Legislation, Curriculum and workshop METD the organization 

4 Any circulars related to METD 
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