
The Practice and Problems of 
Training Programs under Public 

Sector Capacity Building Program in 
Hareri Regional State 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

March 2009 
Addis Ababa, 

Ethiopia 



\ 

Dedicated to my beloved families, brothers 

and who live to contribute & for . 

the better contribution. 



Acknowledgments 

After due praise and Thanks to Allah, the Compassionate, the Ever­

Mighty, Lord of the Universe, the student researcher wishes to express his 

thanks to all the many people who have supported him & contributed 

advice, suggestions and assistance of any kind, 

The student researcher wishes to record his gratitude to all staff members 

of Federal Ministry of Capacity Building and Hareri Region Sector Bureaus 

for their cooperation in providing him necessary documented and verbal 

information, 

Thanks are due to Ato Adane Tessera, my Advisor, for his respective 

critical comments, invaluable technical assistance and refining and 

improving this script, though busy he was, 

The student researcher also thanks those readers of this paper, who will 

express their concern over the use of any expressions, 

Fillally, he say all of you "May Allah reward you much more than he can 

ever say!" 

11 



BPR 

CBBH 

CDC 

Abbreviations and Acronyms 

Business Process Reengineering 

Capacity Building Bureau of Hareri 

Center for Disease Control and Prevention - Ethiopia 

EMI Ethiopian Management Institute 

HPRSCD Hareri People Regional State Council Dairy 

ICT Information Communication Technology 

KSA knowledge, skills, and attitudes 

MCB 

M&E 

PIP 

PRSP 

PSCAP 

SDPRP 

TNA 

UNDP 

Ministry of Capacity Building 

Monitoring and Evaluation 

Program Implementation Plan 

Poverty Reduction Strategy Papers 

Public Sector Capacity Building Program 

Sustainable Development and Poverty Reduction Program 

Training Needs Assessment 

United Nations Development Program 

III 



Table of Contents ........................ ............... ............. ... .. ......................... Page 

Acknow ledge men ts ............... ... ... ... ...... .... .... .... .......... ..... ......... .................. I 

Abbreviations and Acronyms ............. .. ... ........... .. ...... .. ..... ..... .. .... ... ...... ... .. II 

Table of Contents ....... .. ........ ..... ............ .. ............ ...... .. .... ................ .. ...... III 

List of Tables ... .. ....... .. ....... .. .... .................... ... ..... .... .......... ... .... .. .... ...... .. . VI 

List of Figures ........ .. ....... .. ..... .. .... .. ........................................ .. ... ... ... ........... VI 
Abstract ... ... ............... ...................... .. .... .. ....... .. ................................... VII 

Chapter One 

1. The Problem and Its Approach ...... ........................ .... .......................... 1 

1.1 Background of the study ......... ...... ...................................... ............... . 1 

l.2 Statement of the Problem ... ... ... ...... ... ...... ... ..... .... .... .......... .. ............. .4 

1.3 Objectives of the study ..................... .. ... ...... ... ..... ... .. ................. .. .. ... 7 

1.4 Significances of the Study ...... .... ...... ........... .. ........................ ............ 8 

1.5 Delimitation of the study .................................. .. ... .. .. ....... ................. 8 

l.6 Limitation of the s tudy .......... ...... ... ..... .............................................. 9 

I .7 Defini tions of Terms .... ... ..... ...... .... ..... . ... ..... . ............ ..... .. .......... .. ...... 9 

1.8 Organization of the Study ..... .. ......................................................... . 1 0 

Chapter Two 

2 . Review of Related Literature ............................................................... 11 

2.1. The Concept and Importa nce of Training ... ... ..... ... ...... .. .................... 11 

2.1. 1 Training Concept ................................... .. ..... .... .. ........................... 11 

2.1.2 The Importance of Tra ining ............ ... .... ....... .. .. ........................... 13 

2 .2 Characteristics of Effective Training Program ......... ... ..... .... ......... .. ..... 16 

2.3 The Process of a Tra ining Program ............................. ........................ 18 

2.3.1 Preparation for Training .................................. .... .... .... ............... 20 

2.3.1.1 Training Needs Assessement/TNA .......................... .. .......... . 20 

A. Organizational Analysis ............. ..... . ... ... ....... .... .. .......... 21 

B. Task Analysis .................... ...... ................................... ... 22 

C. Individual Analysis ....................................... .. ... .. ... .. ..... 22 

IV 



2.3.1.2 Designing the Tra ining Program ......................................... 24 

A. Formulation of Specified Objectives of the Tra ining .......... 25 

B. Identifying the Training Contents .... .. .. .... ...... .. .. .. ........... 27 

C. Determining Appropriate Methods of Training ...... .. ......... 28 

On-the Job Training ........ .. .. .. ............................ .... .......... 28 

Off-the Job Training .. ............ .... .............. .. ...................... 29 

D. Selection of Trainees and Trainers ........................ ... .. .... 30 

2.3.2 Delivering the Training .. .. .... . .... .................................. .. .................. 32 

2.3.3 Assesing the Training Program and Its Su ccess ...... ..... . .... . .......... .. 33 

2.4 Training Programs under PSCAP .......................................................... 36 

2.4. 1 Public Sector Capacity Building Programs:Overview ...... .. ... .... ........ 36 

2.4.2 The Nature and Organization of the Training Progra ms under 

PSCAP .... ..... ... ... ... ..... .... ......... .. .. ..... .. .... ...... .. ....... ...... ... ... ... ...... . 37 

Chapt er Three 

3. Research Design and Methodology .................... ............... .... ...... .... ..... 39 

3.1 Research Method .... ........ .............. .. .................... ... ....................... ... 39 

3 .2 Da ta Sources ... ............ .. ....... ... ........ .. .. ...... .... . ... .. ... .. ..................... 39 

3.3 Samples a nd Sampling techniques ............. ... .... .. .......... ................... 39 

3.4 Data Gathering Instruments used ........... . ... .. .. ... ... .. .. ................ .. ... .. 41 

3.4.1 Questionnaires .......................... .. .... .. ... .. ............. ........ .. ...... .. .41 

3.4.2 Interview Guide ........ .......................... ... ............. ... .. .... ... ....... .42 

3.4.3 Document Review / Analysis ........................ .. .... .. ...... .... .. . ...... 42 

3.5 Pilot Testing ...................................................... ... ............ .......... .. .. .. 42 

3.6 Data Collection Procedure ................................... .. ........... .. .. . ...... .... 42 

3.7 Methods of Data Ana lysis .. . .. ..... . ....... . ........ . .... ..... ........ ... .. .. .... ..... 43 

v 



Chapter Four 

4. Presentation, Analysis and Interpretation Data ..... . ... ..... ..... .. ... . ...... ... . .44 

4.1. General Characteri stics of the Study Population ......... .... .......... .. ........ 44 

4.2. Analysis of the Findings of the Study ............ ........ .. .. .. ........ .... . ......... .46 

4.2 .1 Training Needs Assessment Issues ......................... .. .. ........... ...... .47 

4. 2.2 Techniques of Tra ining Needs Assessment .................... .... .. ......... .48 

4.2.3 Issues Related to Setting Training Objectives .... ............ .. .............. .49 

4.2.4 Identifying Training Con tents ........ .................. .... .. .. .......... ........... 53 

4.2.5 Choosing Training Methods ........................ " ... ................ . .. ......... 54 

4.2.6 Selection of Trainers and Trainees .... .. ........ ........ ..... .. .. .. .. .. .... ..... 56 

4.2.7 Training Evaluation Issues ...................... .. ........ ... ..... .......... ....... 59 

4.2.8 Review of Training Programs in PSCAP .... .. ...... .... ...... ...... ..... .. ..... 62 

4.2 .8 .1 Types and Trends of Training Programs in PSCAP .... .. ......... 62 

4.2.8.2 Contents of Training Programs in PSCAP ............................ 63 

'0 
4.2.8.3 Values of Training Programs under PSCAP .. .. .... . .. .. ..... .. .... . 64 

4.2.8.4 The Training Success under PSCAP ........................ .. ......... 65 

4.2.8 .5 Major Problems of Training Programs in PSCAP ............... .... 66 

Chapter Five 

5 . Summary, Conclusions and Recommendations ................... ....... .......... 69 

5.1 Summary ................... ............ ... .... .... ..... ... ..... ..... ..... ..... .. .. .. .. ..... ... .. 69 

5.2 Conclusions ... ... .... .......... . .. . ....... ...... .... ... .. ....... ... ..... .... . .. ... ............. 74 

5 .3 Recommendations ..................... . ...... .... ... ......... .. .. ...... ... .... ............. . 74 

References .................... . ... ........ .. ... ... .. . ... . ........... . ..... . .. .. . .. .. . .. . .... .. . ... .... . 

Annexes ......... ..... .. ....... ........ .. ... ........... 0 ........... . ............. .. ..... . ... ... ... . .... .. . 

VI 



Table 1 

Table 2 

Table 3 

Table 4 

Table 5 

Table 6 

Table 7 

Table 8 

Table 9 

List of Tables 

Population and Sample of the Study 

General Characteristics of the Respondents of the Study 

Frequency and Percentage Distribution on INA Aspects 

Frequency and Percentage Di stribution on INA techniques used 

Kruskal-Wallis Test on Training Objectives Formulated 

Kruskal-Wallis Test on Identi fying Training Contents 

Kruskal-Wallis Test on Training Methods Employed 

Kruskal-Wallis Test on Selection of Trainers 

Kruskal-Wallis Test on Selection of Trainees 

Table 10 Kruskal-Wallis Test on Training Evaluation Issues 

Table 11 Frequency and Percentage Distribution on Types of Training Programs 

Table 12 Frequency and Percentage Distribution on Contents of Training Programs 

Table 13 Kruskal-Wallis Test on Values of Training Programs in PSCAP 

, Table 14 Frequency and percentage Distribution on Aspects of Training Success 

Table 15 Frequency and percentage Distribution on Major Problems Encountered 

Training Programs under PSCAP 

List of Figures 

Figure I Summary of the Cyclical Process of Training Program 

Figure 2 The Links between Needs Analysis, Objectives and the Design of Training 

VII 



( 

Abstract 

The main purpose of this study was to undertake aformative evaluation of the training programs 
under Public Sector Capacity Building Program, which have been offered by respective 
governmental organizations in Hareri Regional State of Ethiopia since 2005. As well, to identifY 
the strengths and weaknesses portraying these training programs and finally to conclude by 
presenting feasible recommendations. Accordingly, descriptive survey study method was 
employed; the study condllcted in four public sector organizations that were selected using 
stratified sampling techl 1iqlle, and proportional random sampling technique was used in 
identifying the st udy grollp within the public sectors. On this basis, I2 organization officials, I I 6 
trainees and 9 trainers were the subjects of this study. Interview, questionnaire, and document 
analysis were used to collect the necessary information. Results obtained were analyzed via 
percentage, average lIIean rank and Kruskal Wallis test (a non parametric alternative to one­
way ANOVA). The results of this study reveal that although the majority of training programs 
offered to employees of respected organizations were imposed by higher authorities, they were 
essential and powerjiti areas in escalating the public sectors and thereby contribute to the 
process of alleviating poverty and sustaining development; and respondents' perception on the 
majority of cases of training programs was similar. Yet, the training programs were dominated 
by short term type trainings, insufficiency of training needs analysis, improper selling of training 
objectives, mismatching the organizational training needs and the training objectives with that of 
the identified and presented training contents, not applying the various training methods in afair 
and balanced manner, deficiency in a typical characteristics and roles of trainers, lacking fair­
minded and pursuing appropriate procedures for the selection of employees to the training 
programs, and most ill/portanlly not paying allention to the practice of evaluation were 
observed. To address these issues; it is recommended that training needs analysis should be 

. practiced regularly using the powerjiti and systematic approaches in assessing prominent 
in/orll1(1tion abo lit employees' job (lnd organization peljormance. Moreover, general and 
specific objectives fiJI' each collrse should be formulated clearly and properly indicating what 
lruinees IFill be ahfe to accolllplish when the training program is over with displaying them in a 
/llI/l/ner I\lhich evel), lrainee aware o/"lhell1. Also, involving swkeholders ha.\· to he undertaken on 
idenrifjJing training cOl1lel1ls Ihal hold detailed statement oj' what a trainee need to learn. 
Besides, lIsing variolls training lIIethods have to take consideration to enable trainees participate 
actively and to lIIake thelll expose to various situation. Designing clear and objective selection 
criteria II1l1st be forlllulated for both trainees and trainers. Above all, evaluation has to be 
practiced all the way through the training programs using various assessment techniques and 
undergo all levels of evaluation depending on the degree of importance. Along with developing 
proper procedures and training instruction guidelines with recording essential training events as 
objective and type of training, place, venue and duration of the training, complete listing of 
trainers and participants, and expccted outcome/impact of the training program should also be 
part of the program. 
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CHAPTER ONE 

1. The Problem and Its Approach 

1.1 Background of the Study 

Organizations are entities established for certain purposes that are to be achieved using various 

resources. The human resource an organization possesses is the most influential one. Hence, 

securing and empowering the proper quality as well as quantity of the existing human capacity 

tlu'ough various types of training programs is indispensable. 

Reid (1997: 46) describes training as the cornerstone of all performances in an organization since 

it is through training that people learn the basic skill s they need to do their job and meet the 

minimum performance standards that have been set. In addition, the contribution of training 

uphold the development of people, improve performance, raise morale; generally, improves the 

health, productivity and effectiveness of the organization (Dessler, 1997: 127). We can deduce 

from this that, training is the most critical function in the effective use of human resources to 

empower individuals in the organizations; and also contributes much to the overall 

organizational performance. 

To ensure a successful training program, organizations need to go through appropriate process 

and procedures. Susan (1986: 24) articulated that any training program consists of at least four 

consecutive, interrelated and step-by-step basic features. First, training needs must be assessed. 

This is to identify the specific job performance skills needed, to analyze the sk ill s and needs of 

the prospective trainees, and to develop specific measurable knowledge and performance 

objectives. Secondly, the design step where the actual contents of the training program is 

compiled and produced as books/handouts, exercises, and other activities. The third is the 

implementation of the training program using various techniques like on-the- job training and 

programmed training learning. Finally, comes to the evaluation and follow up step to assess the 

success and failure of the training program, and to make necessary amendments for future 

practices. 
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Equally true that the focus of training right at the very outset is on a person-on-the job-in-the­

organizat ion. Wherever it moves during the training process, the same starting point becomes the 

1"ll'lI s ag;lin at the end. hopefu ll y with a difference. Of course, that difference in terms of actually 

more effecti ve behaviour is the measure of the effectiveness of training (Lynton, 1973: IS). 

To this, the government of the Federal Democratic Republic of Ethiopia has emphasized the 

importance of building the capacity of civil servants with establishing training departments in 

government offices with the aim of assisting public servants at all levels to perform their works 

effic iently and to develop their personal capacities and to improve organizational performances 

thereby contribute to the country's poverty reduction and sustainable development effort (MCB, 

2002: 1-3). 

Alongsicie , nowadays, there is a global call for poverty reduction and sustainable development 

through building the capacity of individuals in particular and societies at large. It is recognized 

that while poverty reduction is an end objective, it is not possible to directly work on poverty 

reducti on without working on the intermediate components/elements that affect it. 

The task of capacity building, therefore, must be taken up for organisations and systems that are 

mandated to deliver public services; and certainly, the main focus of the effort for poverty 

reduction would be on the various organisations and systems, which directly or indirectly impact 

the conditions and li ves of the poor. These systems do so through the various services they 

ckl ivcr (Ebe!. 2003: 4). From this, it is understandable that changing the intensity of poverty is a 

time taking project and needs collaboration of different bodies. 

Accordingly, governments, international funding & donor agencies have taken the major concern 

to tackle the problem. In light of this, the Ethiopian Government established the Ministry of 

('''I';Il'I\\ Illidding (1\'1('11 ) ill October 200 1 to meet the challenges of the problem with focus on 

key areas of capacity building activities comprising human resources, organizations & 

institutions, systems & processes both across sectors & regions (~I;"9u ,? '}I];J': 1999: 5; MCB, 

2002: 1-2). 

The MCB on its part has prepared a comprehensive capacity building program. According to 

(MeB, 2002: 16-17 ) there are various programs under implementation, and that others are 
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expected to be developed over time in both the public & private sectors in accordance with the 
needs of the economy. Alongside, the ministry has deve loped Sustainable Development and 
Poverty Reduct ion Program (SDPRP) as well as Poverty Reduction Strategy Papers (PRSP). 
Donor governments and international organizations have rallied around the strategy hoping to 
make a dent in the country 's huge poverty and with a view to setting it towards sustainable 
development (MCB, 2006: 42). 

Public Sector Capacity Building Program usually named as PSCAP is among the key sub­
programs of SDPRP. It is officially launched in 2004, but actual implementation began in 2005 
with the aim of imprpving the scale, efficiency, and responsiveness of the public service delivery 
at all administrative levels, empower citizens to participate more effectively in shaping their own 
development, and promo!\': good governance and accountability. PSCAP comprises support for 
the development of human resources through provision of training across public organizations, 
development of working systems, and improvement in organizational effectiveness. Above all, it 
focuses on enhancing rapid socio-economic and institutional transformation. Furthermore, 
PSCAP is envisaged as a nation-wide program, designed to help remedy the severe public sector 
capacity constraints at the federal, regional , and local levels. To ensure the consistency of 
PSCAP activities undertaken by a wide array of beneficiaries with national policies and 
priorities, the Government has established clear rules of access that should be met by federal 
executing inst itutions as well as regions (MCB, 2006: 7-8; MCB, 2004: 75) . 

. To meet these efforts of capacity building activities as intended, focusing on human resource as 
the most important resources to almost each organization is vital. In line to this, MCB, (2006: 
53) recognizes the importance of the development of healthy, productive and trained human 
power for generating broad-based sustained development; furthermore, "The development of 
human resources is a key to achieving economic growth and reducing poverty. Investing in 
people's education, health ... creates knowledge, broadens sk ills, and improves the human capital 
so essential for sustaining economic growth, raising living standards, and enriching people's 
li ves. Besides, it is the best way to equip them to become more helpful , as well as such 
investments benefit society" (UNDP, 1997: 2) . Subsequently, MCB (2006: 37) noted that the 
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focus of activities of most of the sub-programs under PSCAP at both federal and regional levels 

intended to be undertaken on the development of human resources through training of staff. 

In Hareri Regional State, many types of development centered trainings under PSCAP have been 

offered at various times and directed to improve the knowledge, skill s, and competencies of civil 

servants; furthermore to upgrade the status of individuals working at different administrative 

levels and public sectors, and thereby to achieve improved organizational performance. 

Hence, this study as a kind of formative/process evaluation has undertaken how well these 

trainings have been carri ed out by public sector organizations in Hareri region. The study 

attempts to examine the organization and management of the training programs, appreciate 

strong sides, and find out ,ome of the problems related with them in the region under the study. 

1.2 Statement of the Problem 

Public orgmiizations have been suffering from lack of trained manpower in Ethiopia. MCB 

(2002: 5) noted these deep-rooted deficiencies of human resources and institutional capacity in 

public sectors as one of the major facto rs constraining the efforts directed at ensuring sustainable 

development & decreasing poverty in the country. This signifies that the largest portion of 

Ethiopian civi l servants do not have the opportunity of training to improve their quality of 

performances. Hareri Regional State , has been attempting to turn over this condition by 

empowering individual s \Vo rking in different organizations thereby bri nging organizational 

performance improvement. 

In line to thi s, training takes the most crucial part of building the human capital. Supporting this, 

r:rank (200l: 2) states that training is a key competitive advantage for corporations, organizations 

and institutions - indeed, to the country as a whole. The world changes so quickly that it's hard 

for an individual employee to be competitive in today 's changing environment without 

improving herlhis skills. Training was once a way to escape the office for a few hours; has now 

become a necessity to getting your job and improving your performance. 
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Training improves not merely the skills and knowledge of people 111 organizations but al so 

enhances indi vidual s' motivat ion towards organizational success. Mullins (1996: 63) verifies that 

training increases confidence, moti vation and commitment of people, and increases the level of 

individual and organizational competence. Hence, training is one of key elements of improved 

organizational performance and organizations are expected to have training programs in order to 

achieve their goals. 

Ahead of this, training is an important mechanism to build the capacity of individuals and groups 

in particular and that of organizations in general. However, whether those trainings have been 

contributed to the overall performance of an organization or not needs close assessment. 

According to DeCenzo and Robbins (1988: 263), organizations have to set up sustainable records 

to know whether training efforts have achieved their goals of correcting deficiencies in skill s, 

knowledge and attitude that were assessed as needing consideration. The function of training 

evaluation is therefore, to make necessary adjustments to any of the preceding attempts so as to 

improve future practices. 

Accordi ng to the report revealed in the Hareri People Regional State Council Dairy in its 

2006/2007 version; at the moment, there are about 250,000 people living in Hareri regional state, 

60% of them are existing in urban and the rest 40% in rural area. Among the general population, 

nearl y 7,000 civil servants working in different organizations at different levels delivering 

services to the public in the region (HPRSCD, 2006/2007: 5). Along this, in Hareri regional 

Sla te, var ious types of development centered trainings under PSCAP organized and coordinated 

by Capacity Building Bureau of Hareri (CBBH) in the intention of enhanc ing the capability of 

public institutions service deli ve ry to the community thereby contribute to the process of 

alleviating poverty and sustainable development. 

But importantly, training programs benefit organizations only when they are planned 

appropriately and executed accordingly. Mullins (1996: 636) writes that, to secure the full 

benefits of successful training, there must be a planned and systematic approach to manage 

trainings. Apart from this, organizations have to evaluate the success or failure of trainings they 

offered. 
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Usua ll y yet, these days, the way training program is more often set up something like this: There 
can be a pressure to improve performance in some area, say monitoring and evaluation or 
leadership development (added), " It is urgent' " confirming by officials and without delay the 
first training program has to start, Its duration is "roughed out", The course outline to be 
developed quickly at a desk, discussed with a few officers down the corridor, and it ensures that 
the subject gets covered, The subject' fans out' as its application is considered and as more and 
more people want to design the course, Soon the outline is overfilled, senior staffs will be pushed 
to follow it strictly; otherwise they could not ' get through it'. Then, organizations may possibly 
be informed to send their staff to the program. Though the notice short, they feel obliged to send 
their quota of participants. No or minimal criteria: usually a certain academic standard and some 
experience, so that the program is sure to be full of participants. While conducting training, 
lecturing seems about the only way to get through. Trainers console themselves with the thought 

. that part will at least be exposed to the subject that way, ' oriented ' . As soon as the first batch 
leaves, the next batch comes. There are so many people to train and time is short (Lynton, 1973 : 
19; Truelove, 1998: 23)'! ! 

In a harmony to this, the trainings under PSCAP in public sectors of Hareri region have been 
practicing nearly in a similar fashion. In particular, stakeholders were not there to identify the 
training contents; as well as, in selecting participants no recognized criteria were set, lecturing 
method dominated the trainings, trainer's stand was took part by senior employees, and so forth. 

As well , the student researcher has understood and confirmed from discussions with various civil 
servants of the region and concerned bodies (like officials of CBBH and others) that whether the 
trainings in PSCAP have been conducted accord ing to the basic and of the essence of training 
procedures or not is not studied, and as a result their standard is not di stinguished. Therefore, this 
issue needs to be identified scientifi call y following the systematic procedure thereby find out its 
actual ex tent ; and investiga te some related problems in order to take appropriate measures to 
improve the condition for future pract ices in the region. 

Accordingly, the study tries to answer the following research questions: 

I . How do public sector organizations in Hareri region assess training needs in PSCAP? 

2. What elements/components of training do organizations consider when conducting 
training programs? 

6 
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3. I-low are training opportunities offered to individuals in public sector organizations? 

4. To what extent do pa rticipants of training programs in various public sectors perceived the 

tra inings offerecP 

5. How have been evaluations of the training programs practiced? 

6. What have been the major problems that hamper training activities under PSCAP? 

1.3 Objectives of the Study 

Many organizations face the challenge of developing greater confidence, initiative, solution­

finding , and problem-solving capabilities among their people. Moreover, they need staff at all 

levels to be more se lf-sufficient , resourceful, creative and autonomous. This behavior enables 

workforce can operate at higher level, which makes their organizations more productive and 

. competitive. People's efforts produce bigger results. It's what all organizations strive to achieve. 

Consequently, training as an essential component within organization, it should be dealt properly 

so as to make its effort s worthwhile. 

General Objective: 

The main reason for doing this research study is to assess and investigate the practice and 

problems of training programs under PSCAP in Hareri region; as well, it is intended to propose 

the likely means through which the difficulties of the practice can be solved and thereby reduce 

the problem. 

Specific Objectives: 

. The following are hoped-For-outcomes of this research study: 

• Assess whether organi zations undertake the basic training principles as a guideline, 

• Investigate how are trai ni ng opportunities are offered to individuals in public sectors, 

o Examine the extent to which participants of training programs in various public sectors 

perceived the trai nings offered , 

• rind out how evaluations of the training programs practiced, 

• Identify major problems affecting to trainings under PSCAP, and 
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• Propose the likely means through which the problems will be solved to improve the 

situation of training programs in PSCAP in the region. 

1.4 Significances of the Study 

As it is affirmed earlier, building the human capacity in an organization is a central issue to 

improve its overall performances and thereby contributes much to the overall wellbeing of a 

country. To this end, training plays a great role in the effective use of human resources to 

empower individuals in the organizations; and also contributes much to the overall economic 

development. 

Pertaining to this, the results of the study will have the following benefits: 

• It may enlighten public sectors whether the implementation of training programs 111 

PSCAP is taking place consistent with the essential training standards and procedures, 

• It may provide valuable information on the actual status and practice of trainings 111 

PSACP to the region, 

t • It may inform the trainers and the regional officials on how Imuchl the training programs 

are/have been functioning, 

o It is believed to serve as a learning experience to the student researcher and, 

o It may contribute as a reference material for future in-depth invest igation in the area. 

1.5 Delimitation of the Study 

Although training programs under PSCAP is undergoing at all governmental systems of the 

whole country, to make the study specific and manageable, it is delimited to Hareri region where 

the student researcher wa~ close to get the information on the situation of training programs and 

. other associated PSCAP issues. As well, as far as the knowledge of the student researcher is 

concerned, systematic research work had not been conducted in the region pertaining to the 

problem. Aclditionally, consistent with MCB (2004: 173), among the activity areas of PSCAP, 

the practicc of training program took up dominantly. Hence, the study concentrated merely on 

the training part of the entire program. 
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1.6. Limitation of the Study 

Besides the main problem: constraints of relevant materials in the area of trainings in PSCAP, 

the other problems the student researcher confronted during conducting the study were 

unwillingness of some data sources especially, organizational officials to provide the necessary 

information, and unavailability of fully documented data about the practice of training programs 

under PSCAP in the region. The student researcher believes that, had these obstacles not 

occurred, the study would have been better in scope and depth. 

1. 7 Definitions of Terms 

Some terms have' been involved 111 this paper with special emphasis, which are listed In 

alphabetical order and defined below in the way that they are used in the study: 

Assessment: 

Capacity 

Building 

Organization 

Officials 

Public Sector 

Stakeholders 

Training 

a systematic process by which as many data as possible are gathered and used to 

evaluate important elements involved in trainings to know whether objectives 

are achieved or not (Carter y, Good, 1973: 43). 

is a process that strengthens the ability of individuals, groups, organizations, 

and communities to carryout the functions and achieves their objectives 

(Eade, 1986: 3), 

in this study refers to heads, v/heads and team leaders of public sector 

organizations. 

national , regional or local part of economic and administrative life that deals 

with the delivery of goods and services by and for the government, whether 

national , regional or municipal (Definitions of Public Sector on the Web (n.d), 

in this study refers to those who are associated in training, its process and 

outcomes; i ,e, trainees, trainers, organization officials, and the like. 

is a planned process to acquire/modify knowledge, skill, and attitude through a 

learning experience to achieve effective/improved performance in a specific 

current or future work situation (and organization) (Wills,1993: II), 
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1.8 O.-ganization of the Study 

The description of this research study were organized and presented in five chapters. The 

introductory chapter briefed background of the study; stated the research questions; explained 

objectives and significances of the study; and follows review of the relevant related literature, 

which developed the theoretical and existing realities in relation to the contributions of the 

training programs in Public Sector Capacity Building Program and examined their current 

situation. And then, the design and methodology of the research showed the approach of data 

collection, processing and interpretation. Consequently, the presentation and analysis part tried to 

examine, evaluate, and interpret the implications of the results with respect to the research 

questions. Besides; some statistical treatments of the research data collected were also presented. 

Finally, the summary, condusion, and recommendation section tried to draw inferences based on 

the result and also forwarded some suggestions proceeding the main findings and conclusions of 

the study. At the end , references and documents containing relevant information that were used 

in thi s study have been annexed in the appendices. 
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CHAPTER TWO 

2. Review of Related Literature 

This chapter deals with the general concepts of training, importance of training, training 

processes and overview of trainings under PSCAP. 

2.1 The Concept and Importance of Training 

2.1.1 Training Concept 

We li ve in an age in which organizations In both the private and public sectors face the 

chall enge of constantly upgrading and building the capacity of their wo rk force. In this view, 

Wa rren ( 1969. R) states that the human reso urce an organ ization possesses is now emerging as 

the l11 0s t important resou rce. Furthermore, the human resource element differs from other 

resources in that it has a will , free choice and intrinsic value that are treated differentl y from 

other organi zational resources. It is through thi s constituent that other resources (materials & 

financia l) could be acq uired and used (Mathi s and Jackson, 1997: 284). 

In supplementing to thi s, Thomson (1 994, 1) and Ebel (2003, 7) argue that we invest in new 

techno logy (machineries, equipments, etc .) to increase productivity because better models have 

been deve loped but we are reluc tant to develop our own 'better models' in the human resource 

area . Thus. a very important aspect, and almost central , to any capacity building effort is the 

development of human resources. Even with the increasing spread of information technology in 

del ivery of se rvices, the centrality of human interface cannot be undermined since the quality of 

Iwman resource determines how we ll other resources can be utili zed. Therefore, we can state 

that effecti ve se rvice delivery at various levels of government across the country would be 

sign ilicantl y dependent o n the quality orthe people across the se rvice deli very chain . 

Ma thi s and Jackson ( 1997) supplemented that the quality of service is primarily dependent on 

the knowledge, ski lls. and att itudes (KSA) of the personnel at the front-line. Here comes the ro le 

of' training to ra ise the capacity of the ex isting human resources and to meet the ever changing 
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organizational needs, priorities, and values. 

Training activities are an important addition to the benefits and services already offered to 

employees, that they are a worth while investment, and wi ll help employees to develop and 

rullill their potential. Moreover, White (1996: 164) describes training as the stand of all 

performances since it is through training that people learn the basic skill s they need to do their 

job and meet the minimum performance standards that have been set. From thi s, it can be 

unckrstood that training is not merely a teach ing-learning acti vity rather it goes beyond that 

(Wmcshaur, 1988: 4). 

There are several definitions of training but the following one is especially helpful because it 

makes the differellce with education clear: According to Wills (1993 , II ), training is a planned 

process to acquire/modi fy attitude, knowledge and skill through a learning experience to 

;lchic\'c clTcctive/ill1proved perfo rmance in a specific current or future work situation (and 

organization). Hence, it focuses on enhancing the competence and ability of people to apply 

acquired knowledge and sk ills with understanding of appropriate attitude in their work. While 

education is concerned with providing a knowledge base, thinking capacity and sk ills needed by 

people to be producti ve members of the workfo rce at some future time. By thi s, it is interesti ng 

t(\ 11Ok' that training is on ly effec ti vc if it succeeds to improve the performance of trained 

persons: thus trainees are able to apply the learning successful in their wo rk (Th0111so n, 1994 : 

18) . We can comprehend li'om this that passing tests and exams, for example can prove learning 

has taken place. But, the impact of th is learning is not the ultimate proving of the effectiveness 

of the training. 

Therefore, training differs from education in that the former aims at achieving short-term 

specific organizational objec ti ves whereas the latter is directed towards the long-term 

development of individuals for a variety of roles in society (Walker, (1992: 242), Poulter, (1982: 

2-3). In addition, training plans are shorter in time than educational plans. However, it is un 

deniable that both are complementing each other and have ' learning' as a common denominator 

(Reid, 1997: 55 -57). 
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On the other hand. despite the fact that there are similarities between the term training and 
development , we fi nd a clear difference between them. To Warren (1969: 16), and EM I (2001: 
5), training suppli es spec ific knowledge, skill s, or attitudes needed by the organization to meet 
its objecti ves. It is or iented to the completion of specific tasks within standards of productivity. 
Whereas, deve lopment supplies individuals prepared to meet organi zational objectives in 
speci fic positions or funct ions. In other words, it prepares individuals to perform whole group of 
tasks. On top of thi s. the goal of training is a quick improvement in wo rker's performance, while 
the goal of development is the overall enri chment of the organizations human resource prepared 
by employees for future work demands. This is to mean that training strongly influences present 
pe rformance leve ls. while deve lopment goes beyond the current job requirements (Mathis and 
Jackson. 1997: 3 14). 

Thus, training is job spec ific and addresses particular performance deficits or problems, wh ile 
development is concerned with the over all work forces usefulness (Mabey, 1998: 51). Clarify ing 
this. the I'oeus of tra ining lies on speci fic tasks or occupation through improving the immediate 
work force in the wo rk place. While, development tends to be focused on group of tasks by 
improving the growth needs of individuals and sati sfying organizations ' future manpower needs 
(Henman, 2000: 42). 

III 'lI1d la rge. we can take a broad view that each of the three types of learn ing activities differ in 
varying degrees with the acquisition of knowledge, applying sk ill s, and changing attitudes. 

2.1.2 The Importance of Training 

The si gnificance and val ue of training has long been recogni zed. There is a popular and often 
repeated quota ti on " lying tha I. "Give a person a fi sh and you feed him for a day . Teach a person 
to ti sh and you feed him for a lifetime" (Anonymous) . This simple but profound saying is 
stressed the need to make a person act /behave instead of just receive a provision for long lasting 
purpose to make a di fference on hi s/her life. This fact is also reflected more on today's 
competiti ve world of work and the exponential growth in technology with its effect on the 
economy and society at large (Lynton and Uda i, 1973: 79). Hence, this implies that the need for 
training is more prominent than ever. 
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Suppicmenting to thi s idea. (Camp. 1986) in Mehreteab, (2004, 32) exp ressed that in today' s iirst 
growing world, peo ple's education onl v (added) is no longer adequate to carryout their jobs 
because jobs are growing faster than the people who hold them. This is primari ly due to the 
rapid and cont inuous prod uction and disscmination of the results of science and technology. 
Sim ilarl y, Landale (2004: 11 ) mentions government legislation, aggressive competition, 
advances in technology, changing demographics of the workforce, and changes in customer 
needs as the triggers for training. 

Increased producti vity is time and again said to be the most important reason for training, but it 
is onl y one of the benefit s. Clarifyi ng this, Wareshaur (1988: 21) says that training is essential 
not onl y to increase productivity but also to motivate and inspire workers by letting them know 
how important their j obs are and giving them all the information they need to perform those 
jobs. Moreover, it is important to assist employees to learn concepts, ski lls, and more 
importantl y eq uip and empower them to apply those concepts and skill s (Warren, 1969: 5). On 
top of thi s, train ing helps an organi zation'S success in various ways, from creating an 
enthusiasti c work environment to inc reasing customer sat isfaction. Many of these outcomes are 
ti ed together, so when you achieve one, oftentimes the others fall into place (Mabey, 1998: 51). 

Conce rn ing thi s, Graham and Bennett (1998 : 283) identify it having dual functions. On one 
hand, it benefit s the organi zati on by enabling it to make use of its human resource whose ability 
and competence to perform organi zational tasks are improved. Then again, training gives 
employees a feeling of mastery over their work and of recognition by management which in turn 
increases their j ob satisfaction. E ither cases underlines why training is delivered in 
organi zations. Furthermore, organizat ions trai n the ir employees for the reason that the 
employees can not do something that the job requires shou ld be done. There is some skill they 
have yet to perfect or acquire, or some knowledge they are lacking that keeps them from doing a 
completely sati sfactory job. However, thi s has to be confirmed by careful investigation whether 
the deficiency is purel y attributed to lack of training or to other factors (Broadwe ll , 1989: 7-8). 

In relation to thi s, no quali ty and amou nt of work forces only guarantee a perfect match between 
job requ irements and individual ab ilities, and ensure organizational success. For this, the 
purpose of training is to improve individual ab ilities and bring them more in line with existing 
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or antic ipated job requ irements (Henman, 2000: 26). Hence, a training function is no longer an 

ex tra ope ration within the organization rather it is an essential element/co mponent and one 

management too l used to develop the effectiveness of the human capital , and fulfill the ove r all 

organi zation'S speci fi c miss ion ( Warren, 1969: 8). Thi s implies that developing competence is a 

crucial issue fo r estab li shing a smart workfo rce that can ac hieve a competiti ve success. 

EM I (200 1: 7) li sts the fo llowing as general benefit s from employee train ing: 

ac hievement o f improved job perfo rmance and productiv ity in the work env ironment; 

improvement of produc t qual ity and service to customers; 

maintenance-of suffi cient and sui table range of skill s, and increasing mot ivation amongst 

employees; 

development of knowledge, skill s, and attitudes in the work force; 

increased job sati sfaction, value of employees in the labor market, and improving 

prospects of internal promotion; 

Increasing the commitment of staff by encouraging them to identi fy themselves with the 

mission and object ives of the organi sati on, thereby increas ing job sati sfaction and 

reducing labour turnover; 

Im prov ing ind ividual, team and corporate perfo rmance in terms of higher output, better 

q uality , fewer errors and accidents, faster speed and overall productivi ty; 

Helping to manage change by prov iding people with the knowledge and skill s they need 

to adjust to new SilLlGti ons; and 

increased capacity to adopt new technologies and methods. 

Though the above mentioned benefi ts are only a parti al listi ng of the many values that result 

fro m training, we may c1 assi fy them as Caffarell a (1987) cited in Picogna (1 993: 3) by li sting 

three bas ic and unarguab le reasons why training occurs: to prepare people to do their jobs 

e ffect ive ly and efti ciently , to improve performance of people already at work, and to assist the 

organi zation as a whole to grow and deve lop. However, most training programs seem to develop 

because of other quite di ffe rent reasons: some senior executive has targeted a staff member for 

remediatio n, an organ ization is look ing for an answer to reverse a negati ve performance trend, 
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or a requirement is imposed from some external source (Heneman, 2000: 37). 

All things considered, training is not an alternative but critical for organizations to survive and 
achieve their goals in today's competitive world . It is used as a capacity and a means to an end 
for meeting ever changing organi zational necessities, priorities, and values. Its role should be 
viewed as centra l among the strategic and operational planning, controlling, and staffing 
functions of an organization and its posture must always reflect credibility, i.e.; the worth of 
training must be comprehensible to those who plan it, provide it, experience it, and profit by it 
Picogna, 4). Hence, it can be comprehended from this that all the concerned bodies have to be 
conscious to the function of trai ning for the better performance of an organization. 

2.2 Characteristics of Effective Training Program 

Training is a course o r action of acquisit ion of knowledge, app lying sk ill s, and/or changing 
attitudes of an individual or group of individual s to make them perform their tasks more 
effec ti ve ly. In addition, as Saiyadai n, ( 1999: 112) training activities are an important addition to 
the benefits and services already offered to employees, that they are a worthwhile investment to 
upgrade and improve their potential , and this intern ensures organizational success . However, 
this can not come haphazard ly unless fulfilling certain standard of judgments. 

To thi s effect, the trai ning programs should be consistent with the overall organizational mission, 
strategies, and priorities; but, this does not avoid involving the flexibility of analyzi ng new 
situations and developing reali sti c strategies. On the other hand, transfer of learning from 
train ing to actual job sett ing increase if the concepts and applications taught should be the ones 
that can be easily used in the real world of work. To make this on the ground, learning about the 
trainee's home organization. giving also trainees glimpses into how concepts relate to the 
organ ization as a whole can support their effo rts to apply these concepts on the job, and makes it 
easier to provide more rel evant training (Wareshuer, 1988 : 231). We can understand from this 
that helping employees on ly to learn concepts, skills and attitudes does not guarantee training's 
successfu lness rather equipping and empowering them to apply those learning is more important. 

Apart from this, the effect iveness of any training program depends on the relevance of the topic 
and the content , and the abi lity of the trainer to impart hi s/her knowledge in a captivating 
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manner. In line to thi s. Pont. (1991:4) underlines the availability of good trainers as the key 
person who understands both the content and techniques of selling, running and evaluating 
training programs. Suppl ementing to thi s, the support and commitment of managers to tra in ing is 
worth mention ing lo r the success o f a tra ining progra m. Recognizing thi s fact, Henman, (2000: 
36) states that managers who fail to value training are less likely to appreciate its benefits. This 
in turn may affect the altitude of employees under that particular organization. 

Thus, the factors that contribute to successful training program may be summarized as follows: 

- top management support and commitment preferably direct 

invo lvement; 

- high standards of pmfessionali sm; sound knowledge of training 

principles and methods, and an intimate knowledge of the 

organ ization's operati ng style: 

- a reputation established by a good truck record in identifying and 

sati sfy ing needs; 

- sk ill in recognizi ng the necess ity for change and being able to 

handle it effectively; 

- adaptability in responding to varying individual and group 

characteristi cs; 

- encouragement of team train ing as the condition needs, and 

- the ex tent to which the organization sees training as a motivating 

factor at work, and supports the idea of internal career 
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development ; 

- eva luation procedures which enable training activities to be 

moniterd and if necessary modified (Robinson, 1985: 159-200; 

EMI, 2005: 2-3). 

Besides, all the above cons iderd success factors for training, the effecti veness of the trai ning 

program can be recogni zed practically if and only if participants use their learning on the job, the 

application of learning improves job performance, and the change in performance contributes to 

the achievement of important organi zational goals. 

2.3 The Process of a Training Program 

Tra ining is a continuous process and follows a logical sequence of activities. Moreover, training 

programs do have cyc licai process that holds distinct steps. To be effective, training must be 

carefully planned , use appropriate techniques and be evaluated to understand its effectiveness in 

assist ing the organisation reach its goa ls . 

There are fi ve steps to be covered by the training programs. The first is the need analysis , which 

invo lves identifying specific job performance skill s that requires training. It has to be targeted to 

impro ve the productivity of the targeted parties . The second is setting clear, measurable, and 

achievable objec ti ves. The thi rd step holds the development of the programs. The fourth step is 

va lidation where by some representatives of the trainees evaluate the va lidity of the program 

deve loped. The last step is. to implement and eval uate the trai ning programs (Thomson, 1994: 

27; lligen and others, 1999 : 368 ; Dess ler, 1997: 251 ). 

On the other hand, Pond (199 1 :3) exp lains some activities that training program comprises: need 

assessment, planning and designing, developing material s, delivering, and lastl y evaluating the 

train ing program. In add ition, Wills (1993: 31) lists acti vities invo lved in the program as need 

identification , preparation of courses, selection of trainers, determination of resources and 

locations, preparing sess ion plans , budget setting, administering training, validating the transfer 

of training and evaluating the total program . 
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As di scussed abovc. therc are disc repancies ar ise by differe nt scholars concerning the elements 

of the training process. However. we can summarize it as important and basic acti vities that 

begin with an assessment of training needs, for which appropriate training is designed, fo llows 

the de live ry acco rdingly, and concluded with some form of evaluation and feedback. This is 

illustrated in the figure I as follows. 

Fig. I. SUlllmalY oft"e Cvc lical Process ofTrajnjng Program 

Iden tify Training 
Needs 

Define Objectives 
of Training , 

Design Training 
Programs 

.!. 

t 1 1 ! 1 
Techniques Facilities Locations Trainee Trainer 

I I I I 

Implement Tra ining 

Evaluate Training 

Source: Sa las & Canon-Bowe rs: (htlp: Ilwww.crystal-nctbook.info. training/ppt_slidcslinp312). 
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2.3.1 Preparation for Training 

2.3.1.1 TJ'aining Needs Assessment/TNA 

Identifying trai ning needs is the starting point for managing the training process. It is a diagnosis 
of a problem which is usuall y expressed as a di sc repancy between run it perfo rmance and des irecl 
acccptable performance; or it is the gap which ex ists between the true requirements of a given 
.illb and the present capabi iit ics of the incum bent. Moreover, it implies that there are weaknesses 
sOl1lewhere in the organ ization whi ch demand strengthening by means of training in some form 
or another (Robinson. 198 5: 36; Thomson, 1994: 30; and Wills, 1993: 34). However, the cause 
of discrepancy or gap could be a number of factors , and training may not necessarily be the 
appropriate solution. To thi s. Nadler and Wiggs (I989: 9) noted that performance gaps or 
organizational constraints could occur for a number of reasons. While some of these constraints 
or gaps revolved using training, others could be solved through other measures. Thus, 
undertaking TNA has an important purpose of sorting out those problems that could be solved 
Ilnl~, through training. 

TNA is very esscntial not onl y to determine whether there is a performance defi ciency but also 
to choose the contents of training program to be offered, and accordingly to select appropriate 
mcthods to meet the con te nts effecti ve ly. In agreement to thi s, Dalziel (1997: 136) states that the 
1" " "" \ \ ,d' id"ntil\in t! trainint! needs as "what has to be learned" have been ex tended to include 
"hull the lc'll'I1ing ca n be achieved ; to make choices about what training strategy are feasible." 

The ex istence of gaps in skill s, knowledge and attitudes (KSA) among employees 111 

organi zati ons is retl ec ted through various types of indicators that serve as sources of information. 
As Mycrs. (1981: ~ 8 2) ancl Pettman, (1985: 87) some of the major possible sources of 
informati on are : inadeq uate job performance, lack/shortage of skill , drop in productivity, 
quality control records, accident reports, increased customer complaints, etc. However, thi s can 
reflec t a glimpse of problems. Therefore, undertaking systematic approaches and different 
tL'cilni LJ IICS is morc appropr ia te. To conduct training needs, analyz ing the physical characteri stics 
01' an organi zati on, job requ irements , surveys, reports, inventori es, fo rmal or informal interviews 
are used (Patton and PratL 2002 : 468; and Butler,1998: 96). On top of th is , training need 
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assessment has six bas ic steps: studying the culture of the organization, studying features of the 
job. forecasting changes in the job, determining essential knowledge, sk ills and attitudes, 
assessing current si tuation and identifying deficient areas (EMI,200S: 17-19). 

Developing and conducting TNA on this basis can come with several benefits. Among others, 
Warshauer, (1988: 17-2 1) lists the following as: clarifying crucial organizational issues, 
increasing the commitnmlt of participants, providing for the best use of limited resources, 
prm'iciing program anci des ign ideas. and formulating strategies for how to proceed. 

Remarkably, we can say that TNA, as the base line of training activities has to be performed in a 
regular basis to identi fy whether there is a deficiency of performance that can be resolved by 
"I'kring training. MOSI importantl y. this is to save var ious organizational sources. 

Most scholars agree that training needs are identified and analyzed at three levels: 
Organizational. person. and task level (Goldstein, 1974: 14; Dalziel, 1997: 198; IIIgen and 
olhers. 1999: 375 : and Will s. 1993: 39) . 

A. Organizational Analys is 

An organization could be effective when it can clearly identify its weakness and strength. 
Consequently. training must be seen as a tool that enforces the strong sides and reduces the weak 
I' ''"lh "I' Ihc' "rg'"li/.ali on. Analys is or organizat ion which in turn facilitates the remedial 
measures to be taken 1'01' the weak points identified. 

According to Goldstein (1974. 16) organizational analysis involves an exami nation of the short 
and long-IeI'm goals of the organization, as well as of the trends that are likely to affect these 
:ell,ds. In 'lddilion. il inc ludcs among others. analysis of goals, resources, cl imates and constraints 
in Ihe organi zation (Mullins. 1996: 637). Focusing on training programs and supporting systems­
for example, se lection, problem resolving mechanism, and work procedures is another aspect of 
this level analysis (Go ldstein , 1974: 16). 

More important ly, when identifying organizational needs , it is essential to consider the global 
and national contexts. They are: the often rapidly changing pattern of government, intervention 
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in Ih e' conlrol. cncoura gcmcnL IJrov lslon and fundi ng that launched by the government 

,kp;l rlmCnls : Ihc pacc or tech nological advancements and job change; the effects of legis lation 

and national economic policies on the organizations markets and policies are some of these 

factors that should be considered (Dalziel,1997 : 146). 

B. Task Analysis 

Task analysis is a careful analysis of the job to be performed by the trainees upon completion of 

the training program. According to Specter (2000 : 153) it includes analysis of different factors 

and types of jobs as well as identification of knowledge, skills and attitudes needed to perform 

the jobs. On top of this, task analysis is simply identifying specific skill s needed to improve the 

performance and producti vity of the trainees. (Mullins, 1996: 642). 

As Warcshauer, (1988: 64) usually this analysis is divided into two separate procedures. The first 

step is a job description. It is not a descri ption of the worker rather it specifies the individual's 

dutics and the spec ial cOlldilions under which the job is performed. The second , is most 

commonly referred 10 as task specification, further denotes all the tasks required on the job so 

that eventuall y the particular skills, knowledge and attitudes required to perform Ihe job will 

becomc clear. Furthcrmorc. il ind icales whether tasks have changed over pcriod of time and 

whether employees have adequate skil ls in performing these tasks (Saiyadain, 1999: 221). 

Apart from thi s, task analysis invo lves a detailed examination of various components of jobs and 

how they are performed should be analyzed. This helps to determine if jobs are have changed 

ove r certain period and if employees have adequate knowledge, skill s and abi lities in performing 

such lasks (Saiyadain, 1990: 220). In addition, it describes observable and measurable behaviors 

involved in the performance of a task (Patton, 2002: 462). 

C. Individual Analysis 

I Ill" ; Ih\l\ " I \Ill ;lIw h 'sis pn1\ idc a picture of the task and the organizational setting. One critical 

consicleration is thc behaviors req uired of the individual who will be in the training program. Job 

requirements must be translated inlO the human attributes necessary to perform the task. The 

detenllination of the learning environment and instructional media is directly dependent on the 
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partic ul ar types of behav ior necessary to perfo rm the task (Goldestain, 1974: 18). In line with 

th is. Saiyada in (1990: 220) states that in conducting person analys is, individuals' sk ills, 

knowledge and attit udes are examined mai nly to determine ' who needs to be trained' and 'what 

kind o f training is needed'. In a similar way, ind ividual needs assessment can be readi ly 

identified by analyzing the phys ical and mental characteristics, background , education and 

training. experience. knowledge, ski lls, moti vation, past and current performance of employees 

( I racc),.19X4: 61). 

Anot her feature of person analys is is the exami nati on of the perfo rmance standards and the 

capabiliti es of the target pop ulati on. It is im portant to dctermine which necessary behav ioral 

characteri sti cs have already been learned by the prospective trainees . This is because, too many 

training programs are exerc ises in boredom, because they focus on skill s already acquired. The 

determination of the target population is also necessary. Some training programs are designed for 

individuals who already in the system, while others are for trainees who are not yet part of the 

organi zation (Goldestein , 1974: 19-20). Hence, in any case, it is sense less to design the train ing 

env iron ment wi thout acklnwledging the characteri stics of the groups to be trai ned. 

Assessing the above three leve ls, one can realize a strong re lationsh ip among them. As 

Wareshauer (1988 : 22), tough a train ing need is a gap, which ex ists between the requirements of 

a given job and the present capab il ities of the incumbent; it shoul d be carried out thro ugh 

occupat iona l and organiza ti ona l needs. T hi s invo lves amo ng other things, establi shing whethe r 

the organi za tiona l structu re and capab ility are ri ght to meet the challenges of the fu turc and 

identifying the needs that ari se in the various functions or occupati ons throughout the operation 

of work. 

In some. needs assessments he lp determi ne when training is the answer - and when it is not to 

organi zationa l constra ints. Unless an organi zation can cope with its changing environment, it 

wi ll die . It is thus cruc ial that an organizat ion constantl y strive to assess more about the dynamic 

environ ment/wo rl d. and the needs of national and local entities to maintai n and compete 

accordingly . 
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2.3 .1.2 Designing the Training Program 

To make certa in organiza tional success through the training practi ce, there must be systematic 
and logical sequence among the traini ng components. On this bas is, the training program design 
rclkctcd as the stage o j' pLiI1n ing what practi ce is likely to meet the identifi ed needs. 
Based on the kinds o j' needs to be addressed a number of training programs can be designed. In 
thi s view, Butler (1998: 11 2) desc ribes a training program design as ' the process of developing 
traini ng curricu la and mater ials to meet training needs' . 

In des igning train ing programs, the re are many questions that need to be answered. Among 
others, the fo llowing are li sted. 

- What are the objective(s) of the programme? 
What shoul d be the content of the trai ning? 
What should bc the du ration of the programme? 
Where should the tra ining take place? 
What trai ni ng methl'cis and techn iques wi ll be used to de li ver the 
pro gramme') 

Who should provide the train ing? 
\~ ' hn aI'\..' the tr. l i llccS? 

How should the eva luat ion be conducted? (EM I, 2005: 20). 

To do this properl y, it is essential to ensure that organizations equi ped with their own training 
guide lines. as a framcwo rk to provide general and detail plan of action. In line with this idea, 
Center lor Disease ('ontrol and Prevention - Ethiopia (CDC- Ethiopia), (2007, 2-3) stressed and 
sum mar ized the importance of hav ing training guide line in that training interventions are more 
cost effec tive when directed by ce rtain strategic and operational gu ide line. I-Ience, it helps to: 

o mai ntain consistency of approach througho ut the organi zat ion wh ile 
dL'sign illg.. llr~ll1izil1g anci impkml:l1ting training programs ~ 

o ensu re tlwt training decisions and func ti ons are based on a formal 
refe rence document rather than on a dist inguished guess work , and 

o des ign. organize and implement training programs in compliance with 
the core princ iples. va lues and approaches of the organization. 
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Fulfil ling all these. therefore display a proper design of training program as a bridge that links 
the identified gaps or the problems with their solutions. 

A. Fonll ulation of Specified Objectives of the Tra inin g 

The lirst step in dcsi!,\nin!,\ trai nin!,\ programmes is to deve lop the objecti ves. Th is is because once 
information obtained from the assessment of training needs, a guide line should emerge that 
descibes the objectives to be achieved by the trai nee upon completion of the training program. 
Therefore, it form s thc vital link between a training needs analysis and the design of training. 

As Warren, (1969: 39) training objecti ves can be stated interIns of specific contributions and 
va lues of acieving these va lues. They concentrate on the results, not the process of how to 
ach ieve the desired knowledge or ski ll.In agreement to this, objectives are statements which 
dcsc ribe intended outcomes of a tra ining program. They state what trainees should accomplish 
when a program is ove r. and also serve as criteria against which the ultimate success of a 
program is cvaluated (He'lcman. 1990: 428). On the other hand, it must be assumed that the 
organ izat ion under analysis is able to determine what it wants to accomplish. This is to say, 
within the framework or organizational objecti ves, the objecti ves of train ing become quite 
spl'ci lie. 

In ve rifyi ng the importance of train ing objectves, Goldestein, (1974: 45) states that the training 
object ives provide the input for the des ign of the training program as well as for the measures of 
success (cri teria) that will be used to judge the program's adequacy. In add ition, Objectives serve 
to deline the standards or changes of behaviour on the job to be achieved if training is to be 
rc!,\arded as successful. and highlight what the participant wi ll be able to do when he or she goes 
back to work on complet ing the course. 

On top of this, sound objectives cOl11 muni cate to the trainee what is expected to do when he/she 
linishes the program. These objectives are related to specific aspects of trainee performance as 
IVel l as they are concencd wi th the performance of an organization as a whole through 
individua ls efforts (Heneman. 1990: 430). More powerfully, Mager (1962) in Goldestein (1974: 
2) noted: 
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Well-prepared lraining objeclives .Ipec ifj' whal Ihe lrainee will be able 10 
accomplish when he/she succes5/idly completes the training program. They 
also im/icale Ihe condilions under which the performance must be maintained 
IImi Ihe sl{fluiards by ,,,hich Ihe Irainee will be evaluated. Thus. f rom these 
obieclives lraining designers can determ ine the appropriate learning 
en viroll1el1l wid the criteriafor examining the acievement of the objectives. 

Therefore. Without prope rl y wr itten objecti ves, the outcomes of the training are unlikely to meet 
the identified training needs. 

Howe ver, si nce organi zati onal object ives are broad, it may not be easy to connect them directly 
with the requ ired spec ific knowledge, sk ills or attitudes of the job. But, accord ing to Stewart 
Davis (1988:2 1) tire overal l organizational objecti ves and training objectives can be linked to 
team or depa rtmental objectives. and through them connected to organiza ti ona l objec ti ves. That 
is usel·ul bcci\ll sc it encourages integrity in training design and development, and because 
trainees may lind additional moti vation if they understand how their immediate efforts fit into 
overa ll organizational success. 

On the other hand , the focal point of train ing is to bring a change which is expressed interIns of 
kn,,"ledge. skill s ane! attitue!es. That is to say, as a result of its act ion individuals will do 
sOllle thing in a way dilTerent from that in which they did the same thing before training. But, it 
can not come unless first we lind out exactl y what change needs to be addressed and how it can 
be delivered. Supporting thi s, Warren, (1969: 8) states that before attempting to change the 
current status of an individual or task , the required change must be known and the means to 
measure that change Illust be fo und. Furthermore, the required change must be measured not 
only interim of training (while running training program), but al so interms of the actual work 
enviromcnt. Hence, a real test of change is how we ll the trainee perfo rms and improves the task. 

Summariz ing the point. training objec tives provide a clear description of job requ irements, permit 
both the trainee and the traine r what is expected of them at the end of the training, and provide 
managers a clear picture of the knowledge, ski ll s and attitudes required fo r a job.Therefore, 
without well const ruct~d training obj ecti ves, trainers do not supposed to know what to train 
trainees; trainees do not know what they are supposed to learn and managers do not know why 
they are paying fo r the training (Kelly, (1990: 32; Tracey, 1984: 2006) . Thus, until one is clear 
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about what she/he is trying to achieve in the training program, she/he can not be expect to 
succeed. This is illustrated hereunder. 

FIG. 2 T he Linl..:s between Needs Amllvs is. Objec tives ilIHI ~ Design of Training 

Training 
Needs 
Analysis 

Objectives 
Design 
Training 

Source: Salas & CalIO n-Bowers: (http: //www.crystal netbook.infotraining/ppt_sJides/inp632) 

B. Identifying the Training Contents 

Rased on the TNA and the training objectives, the course content wi ll be developed. 
Supplementi ng to thi s. it is logical dec iding to deliver the training content by the help of some 
kind of training methods from among the many. In rel ation to thi s, Carr, ( 1992: 48) states that 
along with sett ing training objectives, deciding what knowledge and skill s need to be taught is 
the important task in the deve lopment of training design. Hence, the content to be prepared 
should be shaped in such a way that it can ful ly satisfy the objectives set to fulfill the training 
gap. 

In deciding the contents of the training program, knowledge, skill and attitudes that the worker 
has to ga in are the central issue . To do thi s, there must be a criteria/basis. As described by Carr, 
(1992: 48) some of these include, the profile of the learner, the duration of the program, and the 
appropriateness of the content to the gaps identified. Moreover, it holds detailed statement of 
what a trainee need to learn based on comparison between the job specification and hi s/her level 
of co mpetenc ies. Furthermore. to make the contents understandable and retainable they must be 
systematicall y grouped. interrelated and sequentiall y organized (Margaret and Barrington, 1997: 
283). 

Therefore. considerable allention needs to be paid in developing training contents to be taught in 
order to bridge the performance de fici encies identified by the training need assessment. 
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C. Determining Appropriate Methods of Training 

The effectiveness of the train ing program often depends on the selection of the appropriate 
training techniques and methods. As said by Wareshauer, (1988: 118) and Dessler, (1997: 256-
57) there are many different training methods. On-the-job training, informal training, classroom 
training. inducti on training 1'0 1' new starters, internal training courses, external training courses, 
on-the-job coaching. mentoring, training assignments and tasks, ski ll s training, product training, 
technical train ing, behavioral deve lopment training, role-playing and role-play games and 
e~ercises . attitudina l training. accredited training and learning, di stance learni ng - all part of the 
Ir'lining opli(1ns should be applied in line with individual training needs and organizational 
traini ng needs. 

Ahead of thi s, the basis of choosing a method or a combination of methods (variety of delivery 
methods) is determined by a number of factors. According to Saiyadain (1999: 217) among 
ot hers the l'o llowing are crucial: the purpose of training, the nature of contents, the locating of the 
training. the level or the trainees in the hierarchy of the organization and their motivation level, 
train ing cost, and time allocated. 

Gcnern lly speak ing. one ean bruadly categorize a training activity as on-the-job and off-the-job. 
The common techniques of on are : .lob instruction- where trainees learn while training, 
Coaching- observing and correcting the employees, job rotation- assigni ng the employees to 
different posts and mentori ng-pairing with the senior. While off-the-job training methods 
include: lectures and demonstrations, simulations, role-plays and games, se lf-study or attending 
ex terna l courses. for c~amp\e. on day-release. second ment. wh ich means that the employee is 
temporarily taken away from hi s/her routine job in order to gain furthe r experience elsewhere, 
discussion, audiovisual , experiential and computer base training (Broadwell , 1986: 44; Wareen, 
1969: 77: Thumson. 1994:29-30). 

On- the-Job Training 

On-the-job training takes place in a normal working situation, using the actual too ls, equipment, 
documents or materials that trainees will LIse when fu lly trained. Usually, the process is 
expla ined to trainee, who then observes the process, descri bes it, and carries it OLlt LInder trainer's 
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gu idance . The dec ision to carryout training on the job, according to Robi nson, (1985:82) is too 

often taken on financial grounds and becomes a 'sitting next to nearl y' activity. 

Descr ibing on the job traini ng, Harri s and DeSimone (1994: 133) expressed it as the most 

common form of training invo lving training at the trainees regular work situation. It has two 

di stinct advHnta g~s. First. it "Icilitates transfer of learning to do the job since the trainees have an 

immed iate opportunity to pract ice the work tasks on the job and the learning environment is the 

same as the performance environment. Second, it reduces training costs as no training facilities 

are needed. 

On top 01' thi s. tht re are vari ous benefits of on the job training. Among others, the following 

disti nct wi th off-the job training: 

enhance retention of learni ng on the "real" job; 

less preparat ion or fac ilities at the job; 

less in tcrkrellce \I'ith prod uction/service; 

- quick feed-back can be provided on the spot, and 

easy to assess improvement and progress, and resolve encountering problems (Broadwell , 

1986: 44: Dessle r. 1997: 256) 

Yet, in applying thi s, one must consider its achievability for everyone concerned, and the right 

time to integrate it. In other wo rds, it has to be carried Ollt without disrupting the normal 

act ivi ties of the job, and also suits the actual situation of the trainee. 

Off-the-Job Training 

O n~th e-j ob training takes pl ace away li'om normal work situations - implying that the employee 

does not count as a di rec tl y prod uctive worker wh ile such training takes place. In other words, 

the empl oyee is sent to another location outs ide the organization to lea rn a skill or acqui re 

important knowledge or behave differentl y. As Robinson, (1985: 78) underlines that the major 

argument for taking training away from the work place is that it provides an opportunity in low-
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ri se surroundings to study important problems in greater depth than would be possible in the 

midst of work pressures and interruptions. 

Out of others, off-the-j ob training has the advantage that it allows people to get away from work 

and concentrate more thoroughly on the training itse lf. According to Broadwell, ( 1986: 61) and 

Sa iyada in. (1999: 2 17) the major benefits are: 

(I) Specia lists can be lI sed to instruct the empl oyees; 

(2) Training can be more concentrated; 

(3) It is more suitable for theoretical instruction; 

(-\) It can be less stressful. and 

(5) It may involve online learning, to de liver other aspects of 

learning (added). 

Even if the above mentioned and other pros of off the job training; it has its own cones. The 

major ones are: No direct link between the training and the job, it can be artificial, trainers may 

not know the specitic conditions of the employment, usually more expensive, and employees 

cannot work whilst they ;:re being trained (Saiyadain, 1999: 229; Harri s and DeS imone, 1994: 

131) 

Genera lly. the decision as to whether training should be carried out on or off the job can not be 

made arbitrary. A judgment has to be made as to which method is more likely meet the required 

objectives. 

D. Selection of Trainees and Trainers 

Though va luing the environment and other sources of the training (like material s, equipment, 

faci lities, and the like) and making the best use of them is essential , emphasizing more on the 

human aspect or the reso urces. especially. trainer and trainee as the actual user and beneficiaries 

or the training program is crucial and indi spensable. Hence, after deciding the suitable method 

and techniques, as well as the contents of the training, selecting the appropriate participants of 
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the training program comes worth and va luable . 

Trainer as an instructor. and sometimes as coordinator of the training program, she/he should be 

capable of address ing the requ ired knowledge and act as the nature of training (like guid ing, 

consulting, etc) ob liged to do so. In line with this, Tracey, (1984: 345) stressed that only those 

best qualified by education, experience, technical knowledge and ski ll , should be assigned to 

instructor duties. Moreover, along with designing and delivering a training program, the 

impo rtance of able trainer as he/she is the one who invo lves in reviewing an organization's 

objectives and strategy, assess ing training needs and priorities, securing agreement and 

commitment to training plans and their implementations, and di scuss ing with managers and key 

personnel at appropriate points of the organi zation to closely examine the underlying strengths 

and weak nesses of thc organi7.ation. the skil ls it possesses and the areas in which sk ills need to 

hl' d L'\"\.~l llpL'd . Apart from inst ru cting till.! tra ining course, a trainer act as organizer, lead traine r ~ 

and faci litator of the training program (CDC.2007: 26; Darling, 1993: 80). 

Clarifying thi s, CDC continuous explaining that the organizer is responsible for the overall 

desig n. del ivery and management of the particular training course. Lead trainer is the resource 

person as ex pert/consultant who is responsible mainly for the delivery of the training appl ying 

various methodologies and approaches of training. Facilitator is responsible for training aids, 

transport, financial , and other support. 

Taki ng. the abovc roles or a trainer into consideration, se tting a clear and well defined selection 

crikrion or appropriate person who is capable to carry out the responsibi lities is not arguable. As 

CDC. (2007: 27) the major facto r while se lec ting a trainer are: Experti se, expe ri ence, relevance. 
- , 

Supplementing to thi s. a good trainer should be equipped with both knowledge of the'subject 

matte r and art of interpers.gnal sk ill s. conscious of several essential elements, including a 

control led environment. good planning, and the use of various training methods, good 

com munication skill s. and trainee parti cipation (Tracey, 1984: 345). 

Regarding the sources of trai ner(s), usually we can get from the organization'S trained personnel, 

operati ve ancl techni cal employees, line supervisors and managers, staff training specialists, and 

moreover; training experts out side the organization can be main sources (Tracey: 1984: 348). 
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Likewise, se lecting tra inees need to be on the basis of certain factors. As Tracey, (1984: 406) and 

CDC, (2007: 29) the main crite ria should be: 

Worke r's responsibil ities and his/her pos iti on in the organ izat ion; 

qualificat ion and related requirements (language, technical ski ll s, etc); 

ab ility to transfer the knowledge and skill s required; 

ev idence-based capacity gap, and 

app licability of the ski ll s/knowledge in hi s/her organization. 

From this, one may 'comprehend that for a training program to be successful, selecting the right 

trainers and trainees based up on the objecti ve criteria set possibly wi ll ensure its fru itfulness. 

2.~ , 2 Drlivcring the Training 

Thi s is the stage of putting the training program into practice with accordance of the design. As to 

Pont. ( 199 1: 174) and EM I (2005: 20-21) de li very of training is the process by which the planned 

knowledge and ski ll come to the ground so as to fill the gap anal yzed at the earl y stage of the 

l'llncepti nn of the training program. Above al l. the ul timate goal of the proceeding activities needs 

to be fo llowed by proper program implementation. Failure to implement the plan properl y wi ll turn 

out all the efforts made before. In carrying out the training therefore, the tra iner has to be sure that 

the training is in line with the objectives set and address the selected target group, bring the 

cx pectcd change/gap iden ti fied in knowledge, sk ills and att itude, and sati sfy the trainees in enabling 

them to exercise wha t they have acquired in the near or far future. 

Regarding the responsibility of implementing the training program, Carr, (1992: 48) suggests the 

trainer as the right person in se lecti ng appropriate seating arrangements. To this, dec isions must 

be made on arranging the phys ical environments to make the trainees feel comfortab le enough so 

as to concentrate and lea rn . The seating condition has to be arranged so as to establish a spatial 

relati onshi p between the trainer and the trainees. Moreover, the physical com fort like conducive 

atmosphere is al so important for successfu l learn ing. All these depend up on the number of 

participants. thc mcthod to be applied. the size and shape of classrooms and time factors (Pont, 
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199 1 177). 

Implementing, as an important phase of training program, due attention must be given so as to 

see its fruits in the actual work condition. Most importantly, it is reasonable to find out what the 

tra inees a lready know, to maximize the similarity between the training and the job situati on, to 

build friendly tra ining atmosphere, and to stimulate their interests. Otherwi se, retraining may 

happen, and thi s generates financial loss (Dessler, (1997: 256-57) and Wareshauer, 1988: 118). 

2.3.3 Assessing the Training Program and its Success 

The ultimate purpose o f train ing is to improve the effeciency and effectiveness of the 

organ ization. Eva luation i" concerned wi th measuring how far training has achi ved these goals . 

Training evaluatio n is the process of obtaining feedback on the impact of a training program, and 

to determine the value of the training based on the feedback. Stern, (1990: 23) defines evaluation 

8 S a tool through which we gather information in the form of feedback and get inputs to make 

ce rta in judgments. Moreover, it is the process of obtaining and weighing all the evidence about 

the effects of training and processes such as identifying training needs or objective setting. 

Furthermore, it is the systematic collection and analysis of information necessary to make 

effecti ve dec isions related to the selection, adaptation, design, modification, and values of 

tr;lining programs in an organizati on (CDC. 2007: 29 and Wareshauer, 1988: 118). This implies 

that assessed and anal yzed informat ion is necessary to judge the success or fai lure of a trai ni ng 

program and to decide on modi fication s to be made fo r fut ure efforts. 

Although most ~I'a l uatiolls mc d on~ at the end of the training course. the eva luation process 

actua ll y commences at the planning stage. Descrbing this , Rae (2003: 161 ), says that evaluat ion 

is the process of 'measuring' this improvement and ach ievement from the start to the end of the 

training process. As it is over the whole process, it must be considered early in the design and 

planning, and must be started before the training event. To clarify this, during the planning stage, 

the basis upon which each category of train ing is to be evaluated should be determined. At the 

same time, it is necessary to consider how the information required to evaluate courses should be 

obtained and analysed. Furthermore, evaluating training involves collecting and documenting 

trainee's perfo rmance duri ng the tra ini ng and comparing it with the on job performance 
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(Robinson. 1985: 69). 

In evaluat in g the training program. various scholars suggest different contexts. But they agree 

that the evaluat ion compares the actua l effects of training against the objectives to determine 

how far training had achieved its purpose and whether the training was worthwhile (preferably in 

cost-benefit terms). In line with this. Phillips, (2004: 53) underlines that the fundamental premise 

of tmining evaluation is to col lect data directly related to the objectives of training. These data 

are the functi on of four primary measures of improvement: out put, quality, cost and time. 

Hence, the evaluation should determine what improvements are required to make the training 

effective. 

Most poularly. there are four levels and phases of evaluation developed by Kirkpatrick that can 

be used as a framework. These are reaction, learning, behavior and result evaluation. Reaction 

refers getting inputs in terms of materials, methods, facilities , content, trainers, duration, and 

relevance of the training program. Mostly it is assessed at the end of training sess ion through 

questionnaire. The second is learning. which refers to qual itative and quantitative assessment to 

f!alhc"i' inilHmation regarding wha t the person learned in the training or what the learners can 

behaviorally dcmonstratc in terms of knowledge, sk ill s, and attitudes (KSAs) required. The third 

is behavior; it is concerned with training behaviors on the job. It looks at whether or not the 

person is doing things he/she was taught. The last phase is result, which deals with whether or 

not Ihe training affected what it was intended to do on the overall performance of the 

(lrgani zalion such as. increasing effecti veness, improving quality of performance and service, 

and reducing cost (Saiyadain. 1999: 230; Reddy, 1991: 72 and Spector, 2000: 165). 

In principle. it is essential to undergo all levels of evaluation depending on the degree of 

imporlance. Yet. according to CDC-Ethiopia (32-33), commonly, most organizations undergo 

( reac ti on eval uation. wh ich cove rs evaluating each training session and the overall management 

and coordinator of the training program. So long as resource (time, budget, availability of skilled 

professionals) permits it is mandatory to carry out all levels of evaluation depending on the type 

and natu re of the training events. 

Among the common used training follow-up/evaluation mechanisms are field/s ite visits , 

questionnaire-based evaluations. telecommunication-based assessments, focus group discussions, 
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and meetings with organizat ion offic ials and other stakeholders on the consequences of training 

programs. 

To generalize, undertaking the evaluat ion process on the basis of the aforementioned tssues 

greatl y contribute on the overall training success. Doing this, may help to: 

determine whether the objectives of training were met, and whether they are the right 

ones~ 

improve current and future training programs; 

determine unmct training needs; 

provide imJJroved services and product, and 

assess whether the organization has improved because of the trained employees (Phillips, 

2004: 86) 

Summarizing the whole process of training program; following a procedural and systematic 

interventions of the training activity ensures the effectiveness of the training program. A central 

position within the training process holds the transfer and the implementation of the acqui red 

knowledge into the work situation, the applicability of training results to the work place 

represents a main factor of successful training. 

The systematic training starts with identifying and defining training needs, to co llect information 

(In training nccds. i.c .. nc\\' ski lls or competencies that are demanded by the respected 

organization. Follows dclining thc learning that is required, thi s is to spcci fy clearly the sk ills 

and knowledge that have to be learnt and what attitudes need to be developed. This helps to 

lannulate the objectives of training which is expressed in terms of what has to be learnt and what 

thc trainees must be able to do aner the end of training program. A training objective as a blue 

print leads to design a training program so as to meet the needs and objectives by using the right 

combination of traini ng techniques, methods, equipment and locations. Accordingly, implement 

the training, to ensure the use of the most appropriate methods to enable trainees to acquire the 

ski ll s. knowledge and atti tudes they need comes forward. To end with, evaluating and 

monitoring the effectiveness of training during the training course and assess the ex tent to which 

the learning objec ti ves have been ach ieved comes worth , and it will decide on how the planned 
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training program can be improved/extend, or dropped it as necessary. Above all , training should 

be viewed as a who le. interwined, and cyclic process so as to ensure its effectiveness (Broadwell , 

1986: 172: Wareshauer. 1')88: 228; I-Ienman, 2000: 36). 

2.4 Training Programs Under PSCAP 

2.4.1 Public Sector Capacity Building Programs: Overview 

Capacity building is a process that strengthens the ability of individuals, groups, organizations, 

and communities to can'yout the funct ions and achieves their object ives. As the issue of reducing 

poverty is becoming a global concern, many developing countri es are designed a strategy as a 

way to respo nd the problem accordingly. MCB (2002: 6) states that the incidence of poverty in 

I·:thiopia is amongst the highest in thc world. Emphasizing the poss ible const raints. the ministry 

ai'lirms that dcliciencies in human resources and insti tutional capac ity, as wel l as ddiciencies in 

1V0rking systems and processes are the main factors that hinder sustainable growth and 

perpetrating poverty. 

!\ccording to (MCB. 2006: 3). as a resu lt of these deficits in capaci ty, the ability of the state to 

secllre the fundamentals of poverty reduct ion were hampered, and reflected in responsive 

service delivery and citizen empowerment. In relation to this, Short fa lls in capacity almost in all 

sectors of the economy have emerged as the most cri tical constraint for achieving economic 

growth on a sustainable basis (MCB, 2002: 6). 

In this regell·d. the Et hi opian government launched the first ever nation and sector wide public 

sec tor capacity bu ildi ng program (PSCAP) in 2004, as part of concerted effort to the on-going 

capac ity building initiatives. 

The major objective of the program is to build national capac ity ac ross regions and sectors as an 

integral part of sustai nable deve lopment and poverty reduction program (MCB, 2002: 6). As a 

result. it helps to meet the capacity build ing demands of the country . 

PSCAP as one of the government 's main initiatives, it provides the basic building blocks for the 

federal and regional components. As Program Implementation Plan (PIP), (2004: 162) the 

ac ti vities that fal l within the program are planned on an annual basis; and comprise technical 

ass istance, consultanc y services, provision of goods, and conducting training. On the other hand, 

36 



the major features of PSCAP expressed in that it focuses on; institutionalization of capacity 

building, development of human resources, institutions/organizations, systems and processes as a 

means for achieving the countries' overall development goal (MCB, 2006: 36-38). 

I~egarding the beneliciaries of the program, several regional public inst itutions are considered to 

receive support under it. PIP, (2004: 265) mentions the major ones as sector bureaus for 

example; health , education, as well as authorities and agencies of public sectors. Accordingly, in 

Hareri regiona l state, implementation program of PSCAP were designed on the basis of MCB set 

to benefit the respected public sectors, thus ensure efficiency and sustainability of the socio­

economic aspect of the region, and this intern reduce poverty. 

2.4,2 The Nature and Organazation of the Training Programs in PSCAP 

The nature of planning and implementation of training activities in PSCAP is different from 

other activities of the program. According to PIP, (2004: 246): the reason is that the manner in 

which its expenses are classified. Training costs normally associated with expenses associated 

with: tuition/registration fees; cost of transport, meals , accommodation and other allowances; 

rental of facilities: and cost of production of training materials, etc. 

Tll\\"lrds the wa)' how it IS carried on, individuals undergo training acquIre 

cert i ticates,di pi omas,etc. inhouse/ex terna I trai n i ng; meeti ngs/sem i nars/workshop/consultations; 

and overseas study tours (PIP, 2004: 267). 

[n addition to the general provisions noted above, the type of training activities in the program 

grouped in to three: in-house, generic, and specialized training. Distinguishing them PIP, (2004: 

273) describes that in-house skills development is usually related to awareness creation 

.. workshops on new govefllment policies and implementation procedures. While specialized 

training includes areas where a highly specialized knowledge is required from the organization 

\\hich provides the training such as development of skills for the maintenance of IT networks, 

best practice land management etc. Generic training on the other hand, covers areas such as 

strategic management, financial management, leadership development, communication, 

computers skill s, monitoring and evaluation, etc. 
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Beside. the government has developed a co rresponding delivery approaches. In-house training 

initiative can be financed from the program on a unit cos! basis, i.e. , covering the actual cost of 

the training sessions rather than the overhead or salaries of personnel in these public institutions. 

With respect to highl y spec iali zed forms of training such as development of skill s for the 

maintenance of ICT networks or best practice land management systems, will be financed on the 

basis of coll1pe!itive tendering. For "generic" training, PSCAP will use pre-qualification of 

public autonomous, private. university, and non-profit suppliers. This approach is an ideal way 

of organizing and increasing suppl y response to capacity building demands generated under 

PSCAP (PIP, 2004: 145-146). This is summarized below. 

Consequently , I'SCA I' in the initial phase/year has achieved some of its objcc ti vcs in strategic 

and economic performance areas such as; continuing civil service reform, local level 

decentralization, enhancing the use ofICT, etc. 

Howeve r, despite the pr(lgress made as noted, PSCAP implementation encountered vanous 

problems. Besides major performance variations among regions, the major ones are lack of 

human resources at all administrative levels, coupled with high staff turnover, unavailability of 

adequate procurement specialists as well as monitoring and evaluation officers, and lack of 

effec ti ve monitoring and evaluating gui de lines to assist in assessing PSCAP activities (MCB , 

2006: 31-33). 
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CHAPTER THREE 

3. Research Design and Methodology 

3.1 Research Method 

As stated earlier, this study primarily concerned with a formative assessment (process 

evaluation) of the training programs under PSCAP, which have been offered by respective 

organizat ions. To display the on-going status of the training practice, descriptive survey method 

is appropriate, and hence, was employed for this study. 

3.2 Data Sources 

Both primary and secondary data sources were used in the study. Primary data was gathered 

from respected organization Heads, Assistant Heads and Team Leaders as Officials of 

organizations. trainers and trainees. Officials of organizations, by virtue of their roles in their 

orgclll izations assumed to have bctter informati on. Moreover, trainers obviously expected to 

provide reliable information on trainings in PSCAP as they carry out the training programs; apart 

I'rom this. employees in the respected organi zations who obtained tra inings in PSCAP as trainees 

were also expected to have pertinent information since they acquire the practical benefits of the 

train ing. 

As to complement and supplement results from the pnmary data sources, secondary data 

sources were exami ned. In this case, pertinent documents availab le in the respected 

organ izations to the study were consulted and the relevant related literatures were reviewed. 

Bes ides. various bulletins & directives were additional sources of secondary data. 

3.3 Sa mples and Sa mpling Techniques 

In Harcri region. there are 12 public sectors which are the foremost clients in receiving the 

PSCA I' trainings. To iden,il'y sample publ ic sectors, organizations were stratified based on their 

se rvice delivery type (p rod uctive and soc ial sector). From the producti ve sector, Agriculture & 

Rural Development: and from the soc ial sector, Education, Capacity Bui lding, and Health were 

chosen. Along this, proportional random sampling technique was used in identifying the study 

group within the public sectors. For the reason that the number of employees among the public 

sec tors is diffcl~c nt. and al so to make samples fair representatives of the organizations. By doing 
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so. one-third (four) organizations were se lected. They are: Capacity Building, Education, 

Agriculture & Rura l Deve lopment, and Health. [n consequence, the sample covers (34 %) of the 

total study grou p. 

III vicw of thaL the respondents of the study were 12 organization offic ials (Organization Heads, 

V/ J-I eads & Team Lcaders). I 16 trainees and 9 trainers in the aforementioned sectors, using 

proport ional random sampl ing techn ique. That is to say (I /3ro) of the subjects from each category 

(organization) selec ted randomly and proport ionally in a way that made the samples 

representa tivcs of the populat ion. In consequence, stratii1 ed and proportional random sampli ng 

techniq ues were employed ill this study. 

By and large, as des ignated in the Table I below, 12 organization offi cials, 11 6 trainees and 9 

tr'l ill ers IVere the subjects of this study. Totall y. there were 137 respondents who took part in this 

study. 
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TABLE 1. Populat ion and Sample of the Study 
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11l'lld .1 \ '/ II.- 'III.I ,~ T,' :o m 1,"lllk n Salllilling 

~ 
C- "3 " 

Q. -
.2 co. "3 " co. Technique Rcm'lrks 

E co. .2 ;$!. ;; ~ ;$!. ~ ;$!. ~ " ;$!. Q. .2 ;$!. E ~ oR 
~ 0 

'" 
0 0 0 

'" 
0 0 0 

'" 
0 ~ 0 

<Jl "- <Jl "- "- <Jl 

Stratified 

" & Questionnaire 

~ ! for trainees ., 
7 100 3 43 6 100 2 33 52 100 18 35 ~ proporti onal & Interview 

~ • nlliliom to Org. lI eat.ls, U 

sampling V/li catls, 

TCIII1l lellders 

Slnltifictl & Trainers 

~ & lire used as 

B II 100 4 46 6 100 2 33 118 100 39 33 Ilropurti urwl Ihll:l gattH' ring ., 
random instrumcrUs. ~ 

< 
sampling 

Stnllifictl 

0 & 
0 

9 100 3 44 8 100 3 38 96 100 33 34 
• I'T I1 l'llrl ;<l lIal 

randum 

SIUll l lin' 

Stratified 

& 
, 
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'0 33 100 11 42 ~5 100 .2 36 345 100 ill 34 ... 

3.4 Data Gathcl'ing Instruments Used 

In obtaining current and primary information from respondents, a self-report questionnaire and 

interview were used as the main instruments of gathering qualitative and quantitative data . In 

addition. documcnt rc view/assessment was al so applied to reali ze the status of the training 

progr~lIllS in PSCi\ P in depth and supplement the questionnaire. 

3.4. I Questionnaires 

The questionnaire lVas designed and pilot tested. After reviewing prevIous related works and 

collecting possible items through open-ended and predefined answer categories of questionnaire, 
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the researcher des igned the instrument that were used in th is specific study. 

3.4.2 Interview Guide 

There was an interview session wi th offic ials of respected organizations and senior staffs as 

trainers. To thi s effec t. Structured Interview guide was prepared for gathering supplementary 

information from part icipants in thi s speci fic study. It was also helpfu l to understand the 

challen ges in depth from the se lected bodies and indicate way outs through which the problems 

will he improved. 

3.4.3 Document Review/Analysis 

With refe rence to the check li st prepared, some relevant documents found III the selected 

organi zations archives were assessed. 

3.5 Pilot Testing 

To find out ambiguous and vague statements and thereby to improve the questionnaire items, a 

draft questionnaire was first administered. Following the worth comments from the research 

advisor, pil ot testing of the instrument was made on one randomly selected sector (Culture & 

Tourism) whic h \I'as not included in the fi nal research study to know whether the questionnaire 

can mct the intendedtargct or not. The pilot test was conducted on 10 respondents in the se lected 

sec tor. On the basis of tlw pi lot test. the internal consistency of the instrument was conside red, 

along with since most (73%) of the response al ternat ives in the questionnaire were prepared in 

the I()rm of likertlra ting scak. the Guttman split-half method was appropriate and thus applied. 

Thus. the reliability of the instrumcntlVas found to be 86%. And also to prove the validi ty of the 

instru ment. the quest ionnaires \I'ere distri buted among three (3) experts who are working in the 

area o f training under Governmental and Non governmental institutions. Accordingly, some 

eleven vague and ambiguous questions were then corrected for actual administration. 

Once the necessary amendments were made, the final copies were distributed to be fill ed by the 

respondents. 

3.6 Data Collectio n Procedure 

In orlkr to unde rstand \I'ith the major issues uncleI' the study consideration, primarily, relevant 

liter~lturcs ,,"e rc cxamincd tLl look into what has so fill' been done in relation to the subject of the 

study. 1\long with. che'ck-list llrgani/.cd lo r document analysis. and accordingly appraised the 
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available informati on . Following. data gathering tools (questionnaire and interview) were 

developed and then pilot tested the questionnaire to recheck the appropriateness of the 

instrument. The questi onnaire was initially developed in English. Provided that the official 

language of the region under the study is Amharic, this insisted on translation of the instrument 

into Amharic language to avoid communication barrier on one hand, and to make the 

respondents react conildently and unreservedly to the questions. Subsequent to the improved 

instrument based on pilot test result , information was gathered pertaining to the subjects of the 

study. 

Then atier, data wc rc organized. analyzed and interpreted 111 line with the research questions 

rai sed by using both qual itative and quantitative analyses. 

"".7 Methods of Data Analysis 

l3ased on the ques tion items lilled in the questionnaire, personal information were organized in 

tables to show the general pic ture of the respondents. 

To analyze the close ended question items promptly computer-assisted program (SPSS) was 

appl ied. and based on the nature of the data obtained, percentage, ave rage mean rank and 

Kruskal- Wa ll is tcs t (a non parametric alternative to one-way ANOYA) statistical tools were 

employed. On the other hand . the open-ended question items of the questionnaire, the qualitative 

responses gathered through the interviews and the review of documents were summarized and 

examined in accordance with their relevance. Finally, based on the results of the analysis, 

interpretations and essential di sc llss ions were made to clarify the idea. 
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CHAPTER FOUR 

4. Presentation, Analysis and Interpretation of Data 

This section deals with the present'ltioll. analysis and interpretat ion of the data collected fi'om 

four groups of public sector organizations. i.e,; Capacity Bui lding, Education, Agriculture and 

Rural Development. and Health. The data co llected through questionnaire from the trainees and 

through interview from the organ izatio ns' otli cial s and the trainers were presented, analyzed and 

interpreted. Alongside. the respondents' genera l background, issues of training programs in 

PSCAP revealed as the condition of conducting training needs assessment, training objectives 

developed, training conten ts identified. training methods applied, selection criteria of trainers and 

trainees, evaluation of training programs. and area and coverage of training programs in PSCAP 

were examined. 

All along the study. the quantita ti,'e data collected \\'ere processed by using percentage, average 

mean rank. and Kruskal- Wa ll is test (a non parametric altern at ive to one-way ANOYA) as 

regards to the type of data obtained . especially. the number of respondents in the se lected sample 

organizations was not simi lar. Iksides. the lJU,ri ilatiye data obta ined were expressed in words. In 

view of that. the fol lowing discuss ions " 'e re made to indicate the results, 

4.1 General Characteristics of the St udy Population 

As stated ea rl ier. the study " 'as conducted on four public sector organizations which selected 

through stratified and proportional random sampling technique. In order to diversify information 

sources from respondents, some responsible bodies of the organizations, trainers of training 

programs and tra in ing part ic ipants were incl uded. 

In using instruments to collect daw. t " '0 var ied but correlated types of interview questions were 

prepared and presented to 12 organization ofticia ls ancl 9 trainers, As well , 116 questionnaires 

were prepared and di st ributed among the train ing parti cipants, out of which 102 (87.9%) of the 

questionnaires were col lected. fu ll y responded and returned back to the student researcher. 

Genera ll y, 123 respondents took part in thi s study. 

Thus, the characteristics or the rour groups or respondents were exami ned in terms of 

organizational composition. se~. age . ucadcmic qualification and work experience along with the 

responses obtained from personal data purt of the quest ionnaire. Accordingly, the analysis and 
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interpretation of the data are presented fo llowing each tab le. 

Tab le 2, Genera l C haral'tl'rist il's of Ihl' I{l's polldl'ots of the Stlldy 

Variables Cah:gorit's NUllIht'r of Pt'tTl: 11 1agl: 
Ih'sl'() thklll 

Organiz<1I iollill Cap BuilditH..! 2 1 17.07 
Composi tion Edul:alillil 37 30.0S 

Agril:ullurl: & .1S 3U.89 
Rural Dev' t 

I-icalth 27 21.95 
Total 12 3 100.0 

Sex Fcmale 25 24.5 1 
Combination Mak 77 75.49 

Total 102 100.00 
Age Belo\\' 25 13 12. 75 
Structure 26 - 35 48 47.06 

36 - 45 3 1 30.40 
46 - 55 7 6.S7 

Aho\'c 56 3 2.95 
Tolal 102 100.00 

Educat ional Below CeniliclIl..' 1·1 13.73 
Background Ccnilicale 17 16.67 

Diploma :;9 3R.24 .. __ .-
Dl'l!fCt' .\ :;0 ~ 1) .42 

MA/MSC 2 1.96 
h>lal 102 IIIU.OO 

Work Iklo\\" 5 .1,\ :12.36 
Experience 1>·10 .1 1 3U. -I 0 

1----
11 - 15 2·1 23 .53 
1 () - 20 'i ~un f--
> 20 5 4.9 1 
Total 102 100.00 

It is shown in Table I that a large proport ion which is about sixty percent of the respondents are 
fro m Agricul ture and Education sectors. the reason is conceivably the number of employees 
especially the one who obtai ned trainings in PSCAP in the respected sectors is higher as 
compared to the other sec tors . 

Among the respondents. 75.49 percent (77 ) of them were male and 24.5 I percent (25) of the 
respondents were females. This ind icates that the sex combinat ion was more of male dominant 
and females were the least represented in the organizations, the number of females being least 
represented in thi s case was not a probl em in samp li ng but they are few in the positions related to 
the study population. 

The data on age structure depicts that ou t of the total 'responde nts, considerable percentage 
(77. 5%) of the respondents' age group cove rs 26 - 45 years of age. More or less, th is indicates 
that most of the tr,l inees are exposed to several types of trainings in the ir carrier, and along with 
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they are expected to know the actual condition (be it favorable or adverse) of the trainings in 
PSCAP. 

In relation to the responde nts' leve l of education, 13.7 percent under certificate, 16.7 percent 
were graduates of certificate. 38.24 percent of the respondents were diploma holders, 29.4 
percent of the respo ndents were tirst-degree holders. and onl y about 1.96 percent was second 
degree holders. Majority of the respondents' (67.6%) were found to be diploma and degree 
holders. 

It is deduced that above half of respondents were found to be those with 6 - IS years of 
experience which covered (55%). while those whose experience was below 5 years were found 
to be 32.4 percent, and 13.7 percent of the respondents have were above 16 years of work 
experI ence. 

Summarizing this section, it is pointed out that the respected organizations have been delivered 
trainings mainly to the work forces of 26 - 45 age groups, with 6 - 15 years of work experience, 
and majo rity of them dip loma and degree holders. This possibly shows that comparably, 
organizations have been se t up training opport unities for their young staff. Perhaps, it is intended 
to utili ze the learn ing in a more persistent manner. Supporti ng thi s, Truelove (1998: 91) 
ascertains that since the younger employees do not have to break through a crust of outdated 
experience and they have the longes t emeer ahead of them in which to put the training to use, 
dec iding to run a traini ng program \\"ith the domination of young profess ional staff may have 
sound logic to commend it. 

4.2 Analysis of the Find in gs of the Study 

It is vivid that public sector organ izations ta ke part 111 the provIsIon of various kinds of 
contribut ions that promote the capac ity of human capi tal which all other capacity bui lding 
components are to be harmoni zed and thereby enhance the process of alleviating poverty. A 
sign ificant focus of PSCAP is on the tra ining of civ il servants and public sector officials at all 
levels and covering a wide range of top ics and subj ect areas enabling them to carry out their 
duties most efficiently and effectively (Me S. 2002: 1-2). 
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This study as a type or rormati "e e,cli ll cllion is lItili zedto dete rmine if the program is operating as originall y planned or if im provements are necessary. Hence, then, it aimed at assessing the ongoing efforts o f some publ ic sec tor organi za ti ons in the process of improving poverty red uction which is ex pressed in responsive service de li ve ry and citizen empowerment through the training act ivities in I-Ia reri regional state. Here under, the essential elements of assessing training program are described. 

4.2.1. Training Needs Assessment Iss ues 

Table 3, Frequency and Percenta ge Distribution Oil T NA Aspects 

QUl!slion h ~llls l : r~ll~~~_. 1\.'r(": l ll a !.!.~ _ _____ .c _ Does you/" o/'gnlli:alioll (,Ol/dlld 
TN .. I? 

• Yes 2X 27.5 
No r--------• 60 5X. 1-\ _. _- ----------r----.----• 1 don t ).; 11\1\\ 1·1 1.-"' .7 -- .. -- -----Total 

' O~ IUO.U 
!?(' (/Wl/IS/O/,lIot cOirtfi"'fill,l: 
INA: 

• Shortagl.: or ti nan(ia i 
6 IU.U re source 

• Thl: practice is nul 
15 25 .0 i'amil iariz..:(\ 

• The.:: management has 
"U D.3 nol given attention 

• Absen(c or c :\ pcrt~ 10 
1'1 3 I. 7 conduct TNA 

Tolal 
611 I UO.O __ '--__ ._J ________ 

In the intention of assess ing the presence 01' training needs assessment in the se lected organizations, and whe ther there is a disc repancy on it s rate or not among the organizations, respondents asked to rellec t as to the existing realit y in their organizations. As di splayed in the above table . out of 102 trainees. the majorit y (60) of them that covers (58 .8%) have responded as there was no an y practi cL' of tmining needs assessme nt in their organizations. Conversely, the rest 27.5% ancl 13.7% or the respondents adm itted the presence of TNA practice and undistinguished the actml situation respec ti ve ly. I-jere, it is obvious to say that lacking such an important exercise bef'ore conducting a training program may cause a great lose economically as training might not be the so luti on l'o r the problem, and more prominently, the training program 
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may not hit it s target. In accordance 10 Ihi s Truelove (1998: 52) emphasizes the importance of 
assess ing training needs in an organizalion. and says that mainly, analyzing trai ning needs allows 
decisions to be made about where investmenl in training offers the best return to meet current 
and future needs. It also prevel1ls waSle of resources. Moreover. it avo ids using training where it 
is not justifi ed. 

Regard ing the absence n t' Irai ni ng needs <IsseSSlllent: inatten ti on of the management body, 
absence of experts to conduc i it. unt~lInitiaril)' of Ihe practice, and shortage of financial resource 
are found to be the crucial reasons iden li ti ed by the respondents with the extent of percentage 
proporti ons 33.3. 3 1. 7. 25 . ands 10 respec ti vely. I-\ence, then, this shows that among others 
di sregarding the management tend to be the main reason. Aligned to thi s, Tracey (1984: 138) 
expressed that managers va ry in terms of how much they want to be involved in the process of 
pre-training. but the besl will be committed enough to the process to give it seriolls attention. 

4.2.2 Techniques of Training Needs Assessment 

In principle. any training progmm should be des igned after undertaki ng several trai ni ng 
requirement inle rventions. Sta rt ing " 'ith T 1/\ as the base line to propose, organi ze and 
implement trai ning programs is adQll1lageoLls and at the same time profitabl e. Accordingly, 
every organization supposed 10 CItT" out di l'iCrenl lechniq ues and methodologies to max imize 
the benefits. On this belsis. respondC:llIs \dlLl are con li nned with the exis tence of train ing needs 
assessment in their organizalions wc re elsked 10 respond on the way how TNA was practiced, and 
forwarded their insight accordingly as displayed in the tab le here under. 

Tab le 4, Freq uency and Percentage Distribllt ioll 0 11 Tecblliques of 
Train ino Needs Assess ment - -; "-' - - - - -- -- - --~ -- --- _ . Items Frequency Percent Analyzin£ the pll ~:;ical ch3ractcri slics of (Ill org~lIlizaLion 3 2.0 

Analyzing how organizational tasks nrc performcd 10 6.8 
Assessi ng current si tuation oforganizillioll ilnd idelltifying dcticienl 24 16.2 
a rl.,.':l S 

-- - - - - -_._---------Recognizing Ih t.! reCOll llll ~lldat i oll or higher <IUllioril lL'S 88 59.5 
------Analyzing how ind iv iduals pL'rfol"lll Iheir jobs 5 3.4 

-_. 
Employing questionnai re and cOI1~I\lL'[in!.! il~ ~_l.:r 'i~.~~~. __ _ . 18 12.2 
Tol l'l l , 

148 100.0 -- --- -------" --
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As viewed in Table 4. the participants of training programs in PSCAP who are represented their 
respective organizations wo rk force. repl ied to the way of conducting TNA regarding their 
organizations experience. Conseq uently. assessi ng the physical characteristics of an organization, 
analyzing how employees perform their jobs. and how organization tasks performed are the least 
ranked techniques employed by the organ izations, while using questionnaire, conducting 
interviews, and identifying deficient areas of organization shown in average position. Yet, the 
overwhelming majority (59 .5%) of the respondents rated the recommendation of higher 
authorities first. This signifi es that a good number tra in ing programs in PSCAP deli vered without 
cons idering the ot her essentia l tra ining needs assessment tech niques. In accordance to this, 
Heinemann (2000: 17) ll1entionl'd ''''Wl'!,' othl'IS thc enfo rcement of ex ternal source/ higher 
authorities as the ll10st \I'idely used ll10tilc in delivering trainings. Thus, disregarding those 
remaining techniques ll1ay cause cklieient of ll1any va lues that result from training. 

4.2.3 Issues Related to Setting T rai ni ng Objec ti ves 

As any development program. a training program has its own objective to be achieved in the end. 
To examine this issue thoroughly. respondents were respond on several aspects of formulating 
training objectives. Consequent ly. table 5 below depicts the analysis of the responses. 
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'f'lb le 5 Krllskll - \V'lllis Tt'st 0 11 Tr'lilliliH O hll't: ti\"t's Furmlilated . , , . ~,~ - ~'~- ~ - . - ,--- ., "'-Raling Cril~ri" ()rg.lIlil<lIlull -~ r ---'l 1{,lnkill!! S(;,tI~s 

N ivkan <It' P-value , Rank 

.------ ---- -_. r,-
Writ ten gClll.:ralohjl.'cli\L's \\l'I\: ~~~~~~~~-- I:' I 2 6 6 72.69 J (1.02 1 

,lvailah lL' ~~~~~~~.- .10 r!--- 2 8 10 9 65.35 
: \ ~ ri(lIIIUr~ 35 I ] 6 12 13 85. 11 

l-kalLll 22 2 4 8 6 2 61.37 
TOlal 102 

Trainees wcre certain on what to Cap. HuildilH.! 15 I 3 5 4 2 54.80 3 0.535 
learn Education 30 3 8 5 9 5 46,48 

;\!..!ricullUn: 35 4 9 12 7 3 55.93 
1-11:"llh 22 I 5 6 7 3 49.05 
Tolal 102 

Training objectives were Cap. Buildill!! 15 2 2 7 4 - 56.03 3 0.236 
Education 30 4 9 9 5 3 42 .73 

measurable Al!ri~llllurl.' 35 3 10 12 9 I 54.54 
Ikalth 22 3 5 6 6 2 55.52 

lOI.ll 1112 

Training objectives WI.:rc Cap. Buddinl! 15 I 5 7 2 86.59 3 0.007 
improvcd Organizational Tasks I-: dlll:alinn 30 I 4 8 13 4 74.47 

:\l!r1l.:1I11lll\' 35 ] 5 II 14 2 61.05 
Ik;,llh " 2 5 X 7 93 .65 

.- --
I oLd 10 ~ 

-
Training uhjct.:t i\·cs \\"cn: soh l'lI ~;~~~~~1~_ 1 :' I 4 7 .. 72 .69 J 0.000 
organizational prohlems 1·: duc<ltll)Jl ."iO 2 ·1 S 12 4 65.35 

--~--~.-.- --
.'\!..!ricullun.: 35 , 10 14 9 85.1 1 

f--
I kal lh 22 2 3 8 6 J 61.37 
Total 102 

Training objct.:livcs wcre Cap. Buildilll! 15 I 3 4 5 2 53.66 3 0.009 
appropriate (0 I"l.!solvc capacil~ [duc,lIioll )0 ) 5 7 7 8 78.00 
gap Ae.riculturc .15 2 4 8 12 9 83.66 

Ilca!lh 22 3 7 8 4 7L52 -
i"llial 102 

Training objectives wcre Cnp. Buildill i! 15 2 3 7 3 50.80 3 0.029 
ach icvable EdllC<llioll 30 I 5 12 10 2 52.27 

;\l!ril:uliur(' 35 2 9 13 8 3 59,44 
I kalth 22 2 8 7 5 - 38.30 
Tolal 102 

. ____ L 
. 

As exempli 1ied in the tlrst item 01' T~bk ). respondents were asked to rate the ex tent of 

access ibility of \vri lt en gcncr,ll objccli\'cs or the training programs in their respected 

organizations. As displ~yed the trainces' \ie\\ in the table, the result indicates the domination of 

difference among the trend or organi zations. The similarity of the mean ranks amongst 
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organizations' stand and the calcu lated p-yal ue of 0.02 which is below the significance level of 

0.05 also supports that there is statisti ca l sign ilicant difference seen among the groups. 

Alongside, while assess ing documents in the mentioned organizations, there was no relevant data 

found which reflect the status and ex tent of it s occurrence . Surprisingly enough, when interview 

conducted with organiza tion official s. it is exam ined that most of them were not exposed to the 

al l-purpose of the training objectives. From thi s. it can be reali zed that without wel l- known and 

exposed general obj ecti ve/s to the train ing partic ipan ts. its role as a basis fo r evaluating and 

improv ing the \earner. thc traincr and the train ing as a whole is ques tioned. In line to thi s, 

Truelove ( 1998: 11 8) suggests that gcner'll objec ti ves are more effecti ve than spec ifi c behavioral 

object ives in promot ing and valuing learning that wi ll be used to evaluate the performance of the 

trainee in the tmnsfer se tti ng (on thc job). 

In dealing with awareness of trainees on what to learn in the training programs; almost all 

respondents gave simi lar answers in a posi ti ve way. Substantiating it, the similarity of mean 

ranks and the P-va lue that is greater than the significance level of 0.05 pointed out the 

resemblance of organ izations' position towards the issue. Consequentl y, it denotes that there is 

an agreement among the categori es towards awareness of the subject matter in the training 

programs. 

Concerning the ex telll of llleasu rabil it,· of training objectives; just about the ave rage of the 

respondents was not in a state of decision " 'he ther traini ng objectives can be measured or not, 

which is reflected on the respolllients' outlook . Moreover, the mean ranks .along with the 

associated P-val uc that is abovc thc signi liclIlcc ,·,tl uc of 0.05 indica tes that there is no 

signilicant stati stica l difference con lirmcd aillong the reactions of selected public sectors through 

the response of respondents. 

Towards organi zations' pos iti on to the role of training programs objectives in improving 

organizational tasks; a difference perspective presided over trainees ' response. Even as the 

reaction of parti cipants as lYe ll as the co rrespond ing mean ranks variation amongst the 

organizations' stand. and the calculated I'-"a luc that is under the significance value of 0.05 

evidently indicated that at least one of the groups replied di ffe rentl y. Likewise, as it is clearl y 

shown in the respondents' reaction. the objectives set were not sound enough to solve 
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organizational problems <J1ll1 to r~ sLlhc ~mpILlY~cs capaci ty gap as well. Ilcre also the 

represented mean ranks. \lith the associ ated l' -\·,d ucs. which are less than the significance level 

of 0.05 imply stati sticall y significant \'a lue that the organizations' di sparate attitude on the issue. 

Clearly, it shows at least one of the organ izati ons differ with others in its stance. 

In responding to the question of achievability of training programs objectives, most respondents 

took the disagreement position and the ca lculated P-va lue of 0.03 which is below the 

significance level of 0.05 also supports that there is statistical sign ificant difference seen among 

the categories. 8 y and large. it can be sa id that organizations have not been formulated 

approp ri ate objectives of training programs in I'SCA P to the intention of enhancing the capacity 

of their human power thereby im prove organizational performance. 

All in al l, unab le to se t profound and sound objectives may have an effect on the extent of 

effectiveness of the training programs: the reverse is also true. Along thi s, Goldstein (1974: 45) 

noted that sound objecti ves communicate to the learner what he/she is expected to able to do 

when she/he fini shes the trainin~ program. Moreover. if the trainer be in touch with such 

objectives, the success of the program would be assured. And imp0!1antly enough, training 

objectives should be associated wi th the overall organizational goals. That is to say, when 

organizational goals are not considered in the implementation of training programs, then 

objectives that ensue from the need assessment process is not appraised. As a consequence, 

training objectives that are in conflict \\ith the goals of the organization are unlikely to assist the 

traini ng program hit it s target (Goldstein . 19R6: I ~6) 
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4,2.4 Identifying Training Conten ts 

, , , -
~ 

, T'lble 6 Kruskal W'l llis Test on Idcntii'y in" Tr', inin" Contents 
Rnt ing Crilt.:ria ()rgdni/;l! iOI1 "I Ranking Scales , 

' .1 

N - , , 
Mean 
Rank 

df P-value 

C!p. Building 15 2 3 5 4 1 58 .60 
l ~ dl1(alillll :1O 3 6 11 7 2 57,12 

Training conh:nts wcre apprnpri'lI<.: 10 the 
Agriculture 35 5 9 10 9 2 42.23 needs ofth c organization 

I k;iI[il r----- '2 1 ~ 9 3 1 53.75 3 0, 106 

Tp[:li I 111 
2 

~1I1ildil1!! 15 - 1 7 5 2 57.43 
The se lected contents were picasant 10 11K I:ducalio ll 30 2 6 13 8 1 56,60 
training objectives sct 

:\griclII lll l"I.: 35 
4 1 12 7 2 

44.29 
0 

I ka lth 22 1 7 10 4 51.98 
3 0.246 -

TOlal 
10 
2 

Cap. 13 uiltiing 15 2 4 5 3 1 45.57 
FduGllion 30 4 8 9 7 2 45.00 

:\gricullun.' 35 
3 4 13 I 4 

58.16 There was a direct link bc[wt:cn training I 
3 0.2 11 contents and trainees level o r cO lllpetency J-k allh 22 2 3 8 9 - 53.82 

TOl<ll 
10 
2 

Cap. l3uildin!..'.. 15 5 7 I 2 55.07 
Trainees were participated in Ille sckctiun 0 1" Educa tion 30 I 9 13 4 3 56.77 
train ing program contcllIs 

: \griculluJ"C 35 
5 1 11 6 I 

50.40 2 '--- - ------.- ] 0.3 77 I k::1I111 n 2 7 S ., 2 '13.64 ,---------_.-, 
r u1:iI 

111 
I , 

- ·r·--·-------:- --~ 

2 4 6 2 1 160.80 ~~~~~~~~- 15 
Training I.:ontents \\"i.,!rl.: arr;1I1gnl sequcllli:\II: \---, . 

1 14 5 1 

I 

1-:duClli()tl 30 
0 

47.07 
--------._------

.\griculllU·l' 35 
,1 I 10 5 3 

52.53 3 3 0.475 
1-I ... .'<lltl1 22 I 6 9 4 2 49.57 

Tolal 
10 
2 

Train ing contents were Ull tkrSI;Ullbbk C.!.p. l~ uildin!.! 15 4 6 ) 2 - 46.13 
-1~dllGllion ]0 7 9 8 4 2 51.15 

f\ Qri<.:ullure 35 6 9 14 4 2 55.17 

I 

I-kalth 22 I 7 8 3 2 49.80 3 0.734 

Total 
10 
2 

i) 
" " " , <lvcr,lgc r:lIlk tor c,ICI1 group C.11culalcd Krllskal Wallis fest 

'I = 1: Slrongly Agree. 2: Agree . 3: Umkci(kd . ·1 Disagree. 5: Slrongly Disagree 

As depicted in tab le 6 above, responcienls were req uested to rank vanous aspects of training 

contents. Consequentl y, except in tll'O ilems. I. e. the sequential arrangement and the 

understandable level of the training conlenlS, in all olher cases, the participants expressed their 

feelings in a negative way. Explic ill y. a considerable number of participants in the tra ining 
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programs percei ved Ihe C<lses as incompalible as Iheir response and Ihe corresponding mean 

ranks confirm . FUrlhermore. Ihere is no sl8l islical significant diffe rence noticed among the 

respondents' view. since Ihe P-va lues exceed the signi ficance level of 0.05. Amazingly, nearly 

the same result is reOected when conducting interview with senior employees as trainers. 

According to the interviewees. the organizat ional trai ning needs and the train ing objectives set 

with that of the already idellii !led and presented training contents were mismatched, this is 

mainly because the degree of parlici pal ion of various organization enti ties in the selection 

process of training contents as we ll as their cont ribution to the analysis of organizational training 

needs were insuffi cient. since Ihe only one invo lved in the process under the di recti on of hi gher 

offi cials are trainers. Obv iously. Ih is condi lion su rrers the attai nab ility of the training program. In 

agreement to this, Lynton (1973 : 10) Slates thai part icipants, different units of organ izations, and 

the institution are all pa rtners in Ihe Irainin g elTort . To be effec ti ve. the ir collabor8lion starts with 

the de!lnition of training goals and different aspec ts of the training. It continues after training 

with fo llow-up se rv ices from insliluli on and support for the innovation fro m within the 

organization. 

4.2.5 Choosing Training Methods 
Table 7 Kruskal-W'lliis Test 0 11 011 the Job Tr'linillo Method Used , . . - - . 

On th e .lob T rai ning ,\ lcl hull 
Rating Criteria Org:l1\JzUllon Rankin2 Scales 

N 
, 

Mean 
df 

p. 

Rank value -Joh rotat ion Cap Blllldlllg 15 3 4 7 1 46.67 

Education 30 6 12 10 3 1 50.23 
r\l.! r lnlllUrl! 35 S I ' 11 1 1 53.46 3 0.850 

I k;Llth 22 1 6 9 5 1 53.41 
Towl 102 --

Mcn toring ( ':11' Blllldlllg 15 1 3 8 2 1 6577 

_._ hlll~~ 30 5 11 " 2 5160 
35 1 13 S 4 1 4670 ] 0. 186 

/\g.nnillllr..: 

" Ik.Ilth " 2 7 10 3 4927 
Tol;1I I ()~ . __ .-

Coa.:hing -_c:4; BU lldlll1!, " 3 7 2 3 71 53 
1 dll.:;lllllli 30 7 15 " 2 2 4298 

__ :\i'rh.:uitUll' 35 6 16 11 2 51 87 3 0_015 

11o.:;.lIh 22 ] " 9 6 4886 
rolal 102 

Joh instruction Cap Ihllldltll!. 15 9 3 3 28.70 
__ r.dlh: 'l tIU!l ]0 5 10 6 5 " 56_97 

Al!.rtnllllln: 35 8 13 7 4 3 54.31 3 0.0 10 

Ikalth 22 2 4 10 4 2 55.11 
Tolal 102 

DistanCe educat ion Cap Hlllldin!!. 15 1 5 7 2 62.45 
1". um:atIOIl ]0 3 8 9 7 3 58.67 

:\£rl.:uitufe 35 2 7 " 8 8 57.49 3 0.330 

lkahh 22 " 6 9 ] 59.11 
Tol:l1 I O~ -

• a\cragc lank for (aeh group Calculated KrtL~kal Wallis rest 
.\ . 1 "'·'o ~t Flequcllll~. F .. ;:qll<·nll~ . . ~ S"I11<'UI1l6 ~ Sdd olll. ~ NCler 
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T able 8. Krlls kal-Walli s Test on off-th e-J oh Trainin g Meth od Employed 
Off ti ll' .J ub Traillill).! .\l l,shod 

Rmill!; Criteri a {h~alI1/:ul\l11 r ' I Ranking Sca1c~ 

~ Iv lean 
<If 1'-

I{:lnk v:llul; ------ - - --- --- - --- ._-1.l.'l.'t lH"\.' 11 1\.' II1" d lip I~~!,.:! ~. 1:"' 'I -' j J O.H7 
1 dll~· ;IIIt'" ;0 II (. , (. 2 54.:\.\ --

.1 5 II) 54.2'1 3 O.U2(J I· . ~~~ I~~~~. .;:- , 
') 

-~~-

I kaltl1 n , I 8 , 3 57.07 --~- -- .. _-
t.- (,~~~::~:I ~-- I\I~ 

Attl.'nJin g. higlll.'f l'dllc lli, ln -~ , 7 2 3 I 48.63 
_ ).;.~l~'~:!:~~"~._. L _.:2.~~ 7 14 " 5 45.50 -

.':=; -I <) I 7 3 50A3 3 0.148 ,\ !! rl l.' lIhllr.: 
2 

111.'.1 1111 22 I 8 13 63.34 
Tnlal 102 

Scholnrship l"a). Buildin!.! 15 9 5 I 6034 
l:dUl:atil l11 30 I 3 18 8 64.35 

;\!.!l"IclIillll"l.' 3:- 2 3 9 16 5 59.50 3 0.223 
I k"lth n 

" " 6 8 63.78 -
rl)l:ll I U~ 

Visi ting othl.' r org,al1l/:ltion l"<l1l Ihl1ll1l11" I:=; 2 2 9 2 55.77 

~""""'" 3LJ S " 6 " I 38.57 
,\!.! l ll.'lIhllrl.' 3:=; 2 " 8 IJ 3 59.79 3 0.024 

111.':11111 .22 I 6 3 5 7 53.05 
r l ll al I I):! 

On- l ine k:lntin ~ t": IP Building 1:- I 2 " 7 I 72.67 
l :duealilln 

:;0 , I 10 3 65.84 

I 2 3 0.903 
35 7 I <) 6 63.88 \~ ndtllllfe I .1 

L-
I. . . - _ •. ... 

~=t I k:tllll .' ~ , -. ~ < (.1 2,1 
I . ~:;~;_ ..1 _ - . ---_. - -1.'LlI ----- - , -- . 

l,lillll.llld I...:rll"k.1I \~' .lllt S l est 

Referring the above two consecuti,-e Tables (Table 7 & 8), respondents were asked to rate the 
extent of employing on-the-job and orr-the-job tmin ing methods in their organizations. As a 
resul t, their response noticeably rel-lected on the sub methods as coaching, job rotation, and 
mcntori ng within on- the-job training method : and attending higher education and visiting other 
organization contained by otT-the-trai ning method used infrequentl y, On the other hand, job 
instruct ion and lectu ri ng under on-the-.iob ,md off- the-job tra ini ng methods respect ively used 
frequent ly, but on the contrar\' respondent s poi nted to the absence of employment of distance 
ed ucation under on the job tra inin ~ .. and 'lppili nt! online learning and offering scholarship under 
ofr-the-job tra ining method . 

On top of that. organi zations' situation to the methods 01' coaching and job instruction under on 
the job tra ini ng sho,,·,; ' 1 dilrL'rL'llce ollll,'oi;. The re,'ctioll 0 1' parti cip,nlls as well as thc 
corresponding mean ranks ,·ariatill n amongst the organizations' stand, and the calculated P-
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va lues that are below the signiticance \alue of 0.05 clearly indicated that at least one of the 
groups replied differently. Simil arl y, as il is visibly exposed in the respondents' reaction; within 
off the job training, lecture and vis iting other organization methods practiced differently. The 
corresponding mean ranks. wi th Ihe associated P-values , which are less than the significance 
level of 0.05 imply slalislica ll y signilicant value that the organizations' had different approach 
on the issue. Noticeably, it shows at leas I one or the organizations differ with others in its 
position. 

Yet. in the remaining cases. the con sequent llleell1 relnks. with that 01' the associated p-values that 
go beyond the signilic'lI1t 1e\L'1 of (UI" pllinlS "I' Ihe simi lar practice of the mentioned methods 
among the organiz.alions. /\bll\L' all. il ill1plies thai public scc tors ha ve not been offered 
scholarship chances to Iheir employees. and as wel l Ihey were not beneficiaries of the modern 
technology through open and onl ine learning Ihal may affect adversely in improved performance. 
Explaining the limited contribulion of on line learning in most training programs, Truelove 
(1998:223 -224) states that even though there has been a signiticant growth in its use over the last 
ten years or so, online learning has nOI becomc the major force in education and training. This is 
because, relatively hi gh development costs of it compared with traditional methods, its 
effectiveness only for knowledge-based learning, and administrat ive barriers like requirement to 
attend a trai ning at specilic times. ove r a stated period. and for a minimum group size. 

On the whole, the org'"1ii'.dli()ns have' heen IIsing the' 1\\'0 methods (on-the-job. off~the-job) In 

PSCAP every now and then wilh eI slight dil'i'erence among their mean ranks. This fact is 
supported wi th !'-\,allics 'IS dispL"'ed in Ihe l,d,le correspond ing to each items, also no 
stati sticall y signifi cal1l difference \\as examined in practici ng the two methods among the 
sectors. from thi s, thollgh the organ izations have been employed the two major types of training 
just as similarly, it is pointed out Ihat they have not been applied the various training methods 
under each method in a balanced \\a)'. and thm may make them lose many advantages and 
benefits that would have been gained from practicing a diversity of training methods. 

4.2.6 Selection of Trainers and Trainees 

The se lection of the propcr trainers and trainees as Ihe exact performers and beneficiaries of the 
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training program is alllong the.: cruci al ractors 01' training success. I-ience, it is upon organizat ions 
to set and hand over appropriate criteria or selection and put into pract ice. Some of the important 
decisive facto rs uncleI' each gruup ;Ire displayed and ana lYLccI hereunder in tab le 8. 

4.2.6.1 Selection of Trainers 

Ta b 1 e 9, K rus ka 1-Wa II is Tcs t U II Sc tcc I iu II () r T r" ,ci '"IO::'",·S==-:-:---, __ ,--.,,====:---,-::--.--,--,,-, l{a!llI ~ ('nl"'II :1 nl"!!;ll1ll:l1lll11 Ranking Scalcs ' l ' J 

Trainers were prominerll ill knoll'kdgc of subJ"'c! IIlall ... r 

Trainers' inlerpersonal skills wcrc COI1\"'I1C lll~ 

Cap. [Juildilll! 
EIIII<'::1110 11 

1\l.!n~lIlll1rc 

Ikahh 
TOlal 

Call. l3uild ino 
[dll\::1I1011 

1\l!I"II;ullurl.' 

Ikahh 

T,)lal 

l 'ap IJuilding 
1:(IIK;1111l11 

i\':n .. ·ullul ... • 
1 k;llIh 
"1"111:11 

N 

I; 
30 
35 
21 
102 
Il 
)0 

102 

I 

6 

9 

) 

6 

6 

6 l 
10 6 
10 II 
6 2 

7 4 
13 8 
15 8 
9 5 

Mcall d p-
Rank f value 

2 62.53 3 0.001 
I 40.03 
4 63.26 

40.9 1 

I 53.90 3 0.660 
2 53 .31 
J 46.66 
I 55 .09 

15 I 2 8 J I 41)53 3 0 .171 
.10 
."\5 

102 

I 4 
2 1 
2 6 

15 7 J 52 87 
14 8 .\ 57 i!4 
8 5 1 40.89 

Tramcrs IIWI.' f:n:ilil;l l"'d Ir;Ul1~cs' dl ~':IISSh'll ~J.~ lluildill!.! 15 I 7 6 I 438:'\ :'\ 0474 , hl·~,,,'··~:,",,,"''''=-+~);;;O--t~).-I-''''6rl---''S+712rl--·I+''''''O''2-1 
[ - - '\r"':IIi1UI'" .':') 7 II , ., 

Ik.lIlh 1~ 1 X 6 5 .IX 05 

J=-~ Ik.lllh n 1 5 7 6 2 51 16 
1"1:11 102 

As observed in the table 9, respondents requested to rank their opllllon towards trainers ' 
functional attributes. Among the question items presented, trainers ' knowledge of subject matter 
reacted differently by the respondents under various groups of organizations, the calculated P­
value which is below the sign i licanee lel\!1 or 0.05 vis ibly shows that the status of at least one of 
the organizations is diller rrom others. On the othe r hand, trainers' interpersonal sk ill is viewed 
in unclear position by most respondents. and it indicates that no stat istical signi ticance difference 
observed about the issue among the respondents. 

But. all the rel11a lnlllg items as trainers· enthusiasm to partic ipants' opinion . their facilitation to 
trainees' di scuss ion. and their .. hilit\" in rcl;lling the training with the trainees' real li fe are 
positioned in a di sagreement levcl by the respondents. The corresponding mean rank values 
which are located parallel to every item in the table support the outlook. As we ll as, in all cases 
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no significant stati st ical diffe rence seen :l11lOng the categories which is revealed by P-values that 
exceed the signifi cance level 01'0.05. 

In the same way, whik conducting the interview sess ion with the trainers there seems a big 
deticiency relating to trainers due to lack or . know how' on different training aspects. In 
ana lyzing the ava ilable docu ments in the rcspected sectors al so, it is real ized that among others, 
particula rl y the list or both trainers and trainees \\we not fu ll y documented, which may affect the 
admini stration of training programs like program repetition, unab le to determine the competence 
and attainment or traincr and trainee in a training program. and the like. Corresponding to thi s, 
CDl'-I.:: thi opia (2007: J(,) descrihes the illlportanee 01 ' recording train ing events as on the one 
hand, part or the cont rol mechani sms lo r moni toring the activity and the effectiveness of the 
training function , and on the other. a record of the learning/capacity building endeavor that an 
individual and/or organization has achic\·ecl. 

4.2.6.2 Selection of Trainees 

Table 10, Kruslml-Wallis Test on Selection ofTra inccs 

1------_·_- -
Traim'.;" \\~'rc Sd ... <.:iCd a~·.;mdlll ~ \I I lhnr 
qualilic<lliilll 

----- --
Sc-kclion uf trainees IlIl E\ Ill!.::n.;c-b:I:..o:d ..:apa":ll~ 

' -" ()r:;;I~~'lIl 

I 'i --.-
I 

I..';L). lhLlldlll!! I ~ 2 
[_~~~')11 )0 ·1 

\~.0.£ldlur,' ~5 .-.' -" _ ____ !J~~}~h " I 
I pl.li I (I~ . -- -1 ----.. -

._~~l~_ 15 I 2 
I d_lI~';\I~~ _1.._30 1 _ _ 7 

\,''''"11,,,,' -I ' '-'-FI-I k:!l111 ~2 II 
1 .. 1:11 1(12 

- ... _- _. --
! l. :IP I t lllldlll~ 

I" '\ 

j--'i:du.;alhl;- 30 ; 
, \~!n ~' (II11Il\: 3.'1 2 

Ik:llih 22 7 ------
TIlla1 lu2 -

~~!.t.'~L -!-~ 5 
i LJllcalillll -'0 6 

g.lp 

","'"'' """,'" '" ,", ,,. ","co, '"'''''' "" "" ~ 
r ·\!!rI .;uhuro: .':" J 

Ikalth 22 4 

of lil..: !raining 

--
Tnl:1i 1112 

( 'ap l3ulldillL 15 2 Trainees were se lected properly I:Jw.:;lIil l ll 30 2 
r·3.flcul llln: 35 ) 

IlI:allh " 2 - - -
111[ :iI HI:! 

., 
RaliKing Scales 

6 4 ) 

9 8 7 
10 6 10 
S 7 .-

2 j 5 
9 9 S 
7 I) " " 2 

6 j '- 2 

10 7 6 
6 15 8 
8 5 2 

6 2 2 
12 6 4 
7 14 7 
7 6 4 

6 2 ) 

4 t ) 8 
6 10 II 
5 7 6 

---.. , ::-
'. - '- .lkll1.lh;1I I-.: rll:-.\':'II \\ ,[l1IS 1 cst 
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M~iln 

1'. 
df \'<lIt! Rank 

c 
57.27 ) .494 

2 54.75 
4 5076 
I ·' ·1 32 

I 6050 ] .003 
2 J9 10 
; (dO} 

I .\ ; 91 -' , -

I 51 .07 ) .214 

2 53.55 
4 56.66 

40.80 

4107 3 .188 
·2 50.87 
4 58.84 
t 47.80 

2 46.27 ) .062 
) 50.45 
5 611) 
2 4118 



As to thl' above taht...., 1 (). Ille l"C;H.:liIHl or 1\.'Spl llHkIlIS ill r('\(lIioll In selec ting suitahle trai nees 

round to be depressed . Thai is to sa\' . nearly all the suggested factors to the participants in 

selecting trainees. representing respon sibi lit y of employees. capacity gap, and the related 

requirements or the training "ere not considereci wh ile conducting training programs in PSCAP. 

The denoted mean ranks indicate the sim ilar position of organizat ions. Moreover, no significant 

statistical diffe rence lVas indicated among the group of organizations which is revealed by P­

va lues that exceed a signilicance k vel or 0.05. Yet. in contrast , upon the respondents' reaction , 

the issue of trainees' gualilication found to be qlried among organizations. Reflecting thi s, the P­

value of 0.003 which is below the signiliGlIlce level 01'0.05 implies that no less than one of the 

organizat ions diffe r in its situation with the other organizations. 

In a similar way. it is reali zed rrom intcn·icIY sessions ,,·ith team leaders that se lection of tra inees 

done haplwzartil y. especi '"'' 'IS pnL' p l· thL'1ll ck:lreti out the matter as since the past th ree 

implementati on period or PSC\I'. he 11'ls Ih lt seen "'ly typical act ion for selection of both trainers 

and trainees of the training programs in hi s organ ization. Beside. in analyzing the available 

documelli s in the respec ted sectors. it is comprehended that in most organizations the event of 

training program lVas not I'ully recorded ,,·hich possi bly may cause lack of completeness of the 

training programs. from thi s one C:lIl presumes that the process of se lecting trainers and trainees 

in the respec ted organizations lI·as not Iil ir-Illinded. not pursued appropri ate procedures, and this 

possibly affeclnegati ve ly on the oluall training event. 

4.2.7 Training Ev,l luation Issues 

Among the key issues o r a training program. evaluation comes ahead. This is to determine the 

va lue of the training based on thL' reedhack. tll illl ·cstigate the processes and effects of training 

such as identifying training needs llr l)bi.:ctile setting . On thi s basis. respondents were asked 

wheth..: r or not there is a tC IlL!I..'Ill': ~)r \.'\ ;dll~lIillg tr;lin illg programs in their orga ni / .ations. Thus, 

among the sekcted pmticip'II11> ol'the tr:lining progr:lllls in rSCAP. 34.62 % of them replied that 

occasional Iv there \\ '~IS ;lll :ICli,'il\ Ill' \"", -alllilling training progralll s itl their respected 

organizat ions. Yet. the ol·enl"ilL·lllling majur itl of participants. 65.38 % reacted to the adverse 

condition of the practice or el:lluating training in the ir organizations. Go ldstein (1974: 23) 

reflected this I~lct unfavorabl): he says that uillortunately. few training programs are evaluated. 
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;\:-:; In 1ile aho ve t;\hk 1 (). I Ill: \\.\ll'lil) ll \II' rl' Spl)[Hkllls ill re latioll tn se lecting suitahle train ees 

round to be de pressed. That is to sal'. neel ri y all the suggested tactors to the participants in 

se lecti ng trainees. rep rcscnting rcspon sibilit\' or employees. capacity gap, and the related 

requirements or the training \,I'cre not considered I\'hile conducting training programs in PSCAP. 

The denoted mean ranks ind icate the sim ilar positi on of organizations. Moreover, no significant 

stati stical difference was indicated among the group of organizations which is revealed by P­

values that exceed a signilicance level 01' 0.05. Yet. in contrast, upon the respondents' reaction, 

the issue of trainees ' quali licat ion found to be laried among organizations. Refl ecting thi s, the P­

value of 0.003 which is hel Ol\' the signilicance level of 0.05 illlplies that no less than one of the 

organizations differ in its si tuati on ",ith the other organi zations. 

In a similar way. it is rcal ized frolll in tel'l' icII sessions with team leaders that se lecti on of trainees 

donc haphaz'mll y. cSI','ciedll olS (lne Pi' th,'!l1 cic'ar,'d ou t thc Illaller as si nce the past three 

implelllcntation period of I'SC\ P. he' holS Ihll secn anI' typ ical action fo r selecti on of both trainers 

and trainees of the traini ng progrOlll1S in hi s organ izat ion. Beside. in ana lyzing the available 

documelllS in the respected scc tors. it is comprehcnded that in most organizations the event of 

training program was not fully recorded \\'hich poss ibly may cause lack of completeness of the 

training programs. From this one C8n presumes that the process of selecting trainers and trainees 

in the respccted organizations lI'as not lili r- mi nded. not pursued appropriate procedures, and this 

poss ibly affect negati ve ly on the ol'eral ltrai ning eve n\. 

4.2,7 Training Eval uation Issues 

Among thc key issucs of et trelin ing progl"lIll. clalu:ltion cOllles ahead . This is to determine the 

va lue of the training bascd on th,' ked hack. to illl'est igate thc processes and effects of training 

sueh as ident ify ing training necds lll' llbjectil'c s" ll ing . On thi s basis. respondents were asked 

\Vh(: lh~r o r no t there i~ a k'lllk'IlC: lll" L'\ ~dll~ltillg lr~lil1ing programs in their organi/,ations. Thus, 

among the selected participants or the traini ng programs in PSCA P. 34.62 % of them replied that 

occasiona lly tiK'rl' \\"~ I S all ;Icli\"il: \)1' I..·\ · ~dll;llillg training. programs ill thei r respected 

organizations. Yet. the' ol'Crllhelming majoritl ' of pmticipants. 65.38 % reacted to the adverse 

condition of the practice or claluating train ing in thei r organizations. Goldste in (1974: 23) 

reflected thi s l'lCt unfal'() rab l) : he sa) s that ultlortunatcly. felV training programs are evaluated. 
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Though it is poss ible that t h ~ program can ,,"ork successful ly. the informat ion to make such a 
judgment is unava il able . Thus. t h~ rc is no " 'av to judge the effec ti veness of the program or to 
prov ide informat ion that eould lead ttl illlpro,·emcnts. Table 10 be low shows the analys is of data 
presented to investi ga te the sta tus and ex ten t ot" cqil uating training programs. 

Table 11 Krusk'l l- W' lIli s Tl's t 011 Tl"liniull Fva luation Issues , 
~ ROllin!; Crileri" t Jtg,lIll/:tllllll Rililking SC<llcs 

N Mean 
df 

p. 
Rank value . _ ----- --_._--- _ . Tho: (rai ning progr;UllS wen: eV;tIU;H,:d __ <"'::!J~ ' ~~I~!d,~\~_. 15 5 4 6 50.27 3 0.903 

1 ducalh'll I 30 3 7 ~ I I 49.00 - . 
_ _ :~i:I~ltlll\: _. __ 35 2 8 II 14 53 .94 

lk;lllh 22 I " 8 9 5 1.86 ._ -_._------
"' IIlal 

ItJ~ 

FOrllw[ training c"ulu,niol1 fnrillais \h:rc Cap llllilJinu-- 15 3 5 7 50.40 3 0.354 <I"ailable Eduealilltl 30 4 5 9 12 50.85 
,\!!ricul lllro: 35 2 5 10 13 57.26 

Hea lth 22 3 8 6 5 43.98 
"]'\llal lU2 

EVlIlunlion determi ned UlHllcll raliling Ilcl,'lh Cap lluitllul!! 15 I I 5 8 51.17 3 0.636 
Edlll.:ali(lil .\0 ·1 " 12 50.58 

:\gl'u.:uhllrc 35 2 10 10 13 55.89 
I k;illh ~2 3 5 5 9 46.00 i-- r\llal 102 

Evaillalilin made 10 ensure Ihe ngh i lles~ 01"111..: !:-_' :'1> . II"d,~~ 1:' ~ I 7 5 37.HO 3 0.060 lra ining progralll 1 d\l ~' ;llh ll l _ _ ~ -~ 1 5 » 15 56.33 
I~~'~~;:- .; 5 .' " I I 17 47.39 

+;Ibllh 22 5 7 10 60.80 
r\lla] 102 

---E\'"ll1atillll lll;t{1c to impro\'e Clll'r~'lll ;lIlt! rUlUf..: . _ _ ~~::1~ _ !i.:.~~~I ~ '~I)! __ I 5 » (, 53 .73 1 0.739 - - -I rainin~ pn lgr;IIIIS 1 .1u,; III< '1I :0 I 7 10 I:! 5107 ! __ ~2.~~~~. __ 
_._- - -.,5 2 5 ~ 1<) ) '1.23 

I lk:,llh " 2 6 10 4 46.23 
1\llal 102 

Discussion was av ai lahk hy lraill~'es. lr;\lIl..:r~ alld C'lp Illlildlll;,! I:' 2 5 8 58.90 3 0.523 cmp loycr OI"!:\ani zatill ll -
48.37 l:dIK: III I"1 ;;0 2 9 8 11 - --- - ----

.. \!.!ne llllllr~· J:, 2 6 ~ 18 53.20 
IlI:allh 22 2 6 9 5 48.02 
·1\11.,1 102 

Evalu[lt ion ass istcd in improv in g organi/.:uillll:ll Cap . Building. 15 I 2 7 5 51.03 3 0.389 product and serviccs 
~!u~'al illll )0 3 8 6 13 ;3.08 
t--- .. \ !.!rh: lIl[ur~· 3:' 2 5 9 19 55.53 

I k;111 h 22 3 5 9 5 43.25 
1\1[:,1 102 

L-_··--c --:: - i\vc rugc (<1 111\ lur C,ll'i1 group - t akul:lh.:d Krusl\<ll WalliS 1 cst 

As can be seen fro m the lil ble 'lb,,,·,, . rcspomknts Il)",\'<rrcled their perception concerni ng the 
trend of evalua tion ac ti " ities in thei r "q2an l/a\lons. l ipon their response. it can be unde rstood 
that the trai ning programs ~, · .r1 u .rt"d in an irrL'~u l:lr m'1I1nel' . and as \Vcll. the respected 
organizations we re not dc si gn ~d Illrmal Illrll1ats lor ~\'a l uat i o n of training programs. and there 
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was absolute absence or disc ussion bv all trainees. trai ners. and organization officials regarding 
the training programs de li vered so far/ h, rther, the eval uation process to determine unmet 
train ing needs, to ensure the rightness of the tra ining program, to improve current and futu re 
training programs and to advance organ izational product and services rated in a similar degree of 
infrequent manner with nea rl y approaching mean ranks. Thi s is pointed out in the associated P­
va lues, which are above the sign il icance leve l 01' 0,05 implying that there is no statistical 
difference among the responses of trainees regardless of their organizations, 

At the side of interview cond ucted with organizations offic ials and trainers, it is enlightened that 
most training programs eval uated at the enel of each train ing event through questionnaires fill ed 
by trainees, and a reI\' ",hi le the pmt!,'anl is glling on. but non on the job, In line to this, Rae 
(~003: 1 61) underlines the applicati on of reac ti on evaluation in the beginning of the training 
programs, as the eas iest. the least useful and the most frequently used method, All the same, it is 
found out from document anal ys is that there had been a trend of evaluat ion pract ice in some 
organizations for limi ted number of training programs, But, no complete document found which 
kept with the records of the entire training program s, 

Completing th is part of analysis , almost all issues of evaluat ing training programs suggested to 
be comprehended by the participants ranked in a sim ilar fashi on, That is to say, respondents 
perceived the mentioned aspeets as unfal 'o rable alti tude, This resul t indicates that, if strong and 
weak sides of trai ning programs are not recllgnized through eval uation, improvements are 
unlikely to be made for consequc'nt actil 'ilies as a result of which organizat ions may not be 
beneli ted from training prugl"II11S, Ucsuibing in another lI 'ay, incapable of perfo rming a training 
program withou t consitkring the Cl'itieal issues of eva luation may be a sign of unpleasant 
sit uation of the training process. and undesirablv. the prominent in formation necessary to make 
use of decisions related to obicc til 'c setl ing. selec ti on of trai ning contents, design, modification, 
and rejection/enhancement of the tra ining pl'Ogram mi ght not be reached, Aligned to thi s, 
Goldstein (1974: 26-27) summarizes tire possi bk source of information that can be gathered fo r 
evaluat ing a training program as tll'O mai n leve ls, To him. the information may be become 
available at monitoring program, IIhich might show whether the training program has been 
implemented as originall y planned or not. and at transfer evaluation, that may insist to assess the 
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adequacy of the entire training program if the participants perform we ll in the tra ining sessions 

but poorly in the transfer sett ing. 

4.2.8 Review of Training Programs in PSCAP 

This part of analysis summarizes the efrort s which made to examine some matters related to the 

types and trends, contents, values. major problems. success features, foremost obstacles, and 

overcoming efforts of the training programs in PSCAP. 

4.2.8.1 Types and Trends of Training Programs in PSCAP 

Training programs in PSCAP have been offered with the aim of upgrading the capacity of 

employees in public sector organizations, in so doing, achieve organizational performance. There 

have been many types of training in PSCAP presented to the civi l servants of Hareri region to 

maximize and vary the experience. To assess whether those trainings covered the suggested 

types or not, participants asked to comment the extent of applicability. Remarkably, Table 11 

below deals with responses of some fifty eight participants. 

Table 12, Frequency and Percentage Distribution on Types of Training 
Programs in PSCAP 

-.- -
Raling Items Respondents 

Frequency 
Higher Education Progra m II 

111- service (summer) program 25 

Short te rm training 38 

Distance educationl se lf-study program 8 

Teleconferencing! Onl ine learning 7 

Tota l 89 . 1 

.;::: Number of Respondellts (N) ==. 58 

. 1 = Total number of frequencies is gn::llcr thall N dll\: !l) 1llult ipk rcspnnscs 

Percentage 

12.20 

28.09 

42.71 

9.00 

8.00 

100.00 

As clearly illustrated in the above tab le. out of the respondents who fill ed the questionnaire, 

58(56.87%) of them gave attention to the menti oned items and reflected their opinion 

accordingly. Along this, the higher proporti on (42.7 1 %) lound to be rated to short term training, 

continuing by 28.09% and 12 .20 % to summer program and attending higher education 

respectively. Distance learning and teleconferencing are fo und to be the least types of training 
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programs practiced in PS('/\1'. Thi s cntails tha t the maj ority of training programs in PSCAP are 
dominated by short tcrm trainings. which may limit the advantages of obtaining diversified types 
of training with considering the trainces' level. ~Ittitude and capability. In support of this, Poulter 
( 1982:46), states that widening area Cll\'CI'~lge or training programs maximize trainees learning, 
and allowing them to perform their duti es and responsibi lities in a better way. 

4.2.8.2 Co ntents ofTraillillg I'rugnlllls ill 1'SC/\ 1' 

Table 13 , Frequcncy and Pcrn'nt agl' Dis trihut ion on Co nt e nts of 
T rainin!,! Prograllls 

-'--.-- - ----- - --
Ra ti ng 11 (,11l~ R~spollde lll S Percentage 

Freq uency 
Awareness creation 011 ncw !! o\' t.' rnlll~~l\ l?l~l i c i~ ? __ ___ !) 6.87 ----Strategic Plall tl in!..!. and Man;l!.!,t.' llh,' llt 2~ 21.38 -- --- - -I3PR 37 28.24 
Monitoring and Evaluation I S 13.74 
Financ ial Management 10 7.63 .-Leadership Developmelll 7 5.34 
Good Governance 6 4.58 -------HUllum Resource M anagcment 16 12.22 --------,- ----

l ul.1I 13 1 .' 100.00 --,---- .. 

• '" NlIlllhl.:r or RI.:SPOIl,I!; IUS I t\ 1 =0 X.l 

, I = Total nUl1lhcr of frcqucncIl."s I ~ gr,'al,'r Iliall ,", 111I l." 1\1 IIIUlllpll." rl.""Jl(lll~l.":-' 

Under the vanous training contents or training programs in PSCA P, a limited number of 
respondents replied their \·ic \\·. I\s sho\\n in t"hle 12. IWR . strategic plan ni ng and management. 
monitoring and evalu'ltilln. ~lI1 d hlll11:111 rCSOllrce l11a nagement figured the total calculated 
percentage of 75.56. Thi s illlplil's tllat thl' lll'gallil.ations have been offered the trainings in 
PSCA1' repeatedly in relation to thosc contcnts. Quite the opposite; financia l management, 
government policy awareness. leadership dc\·dopment. and good governance rated least with 
percentages of7.63 , 6.87_ 5.34. and 4.58 respec ti vely. 

In a general view, most training programs are imposed by higher authorities. Thus, the training 
contents in PSCAP which have been used in a ti'equent manner in the respected sector 
organi zations are seelll to bc directcd by the higher orticials of government bodies. 
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4.2.8.3 Values of Training Prograllls ill PSCAP 

Table 14, Kruskal-Wallis Test 011 Some Va lues orTraillilig Programs ill PSCAP 

-
Ranking Scales ., 

Rat ing Criteria ()rgall i/a\I()11 
N 

Mean df P-valuc 
1--

15 
Rank 

Cap. Bui lding 2 7 6 53.93 
Educatiun )0 I 5 14 10 47.83 

Improved compt:lcncy orlbl.': trainees -~~.-. 35 6 (, 8 15 53 .74 ) 0.8 17 
Ikallh 22 ) 4 7 8 5 1.27 
rol al i U2 

Cap. lJui ldinl! 15 I 5 9 59.87 
Adopted new technologies and l1ndings 10 I : dll~'alillil )0 2 6 10 12 55.83 
the trainees 

Agricul llln: 35 6 9 9 I I 44.91 ) 0.258 

lk"llh 22 2 5 8 7 50.36 
Tutal 102 

C;l), Iluildill!! 15 < (, 3 2 37.30 
l:ducali(111 30 ; 5 12 8 55.97 

Increased Ih !.! moral o r lhe If; linc!.'s A!.!fH:ulluTC 35 < 8 13 9 61.23 3 0.005 
I kahh 22 4 8 6 4 39.61 
Tlllal 102 

~~~ 15 ) 7 5 53.30 

Provided solutions for the major and l : dLl~' all un .lU I 7 15 7 50.90 
, \!.!fll.:ullllt\; .') 2 7 1< 12 55 .70 ) 0.500 

prioril izcd problems -
" 7 S 6 44.41 Ik;lllh I 

l"uwl 102 

~IBuilt!! !.l.,L I' I I 8 5 53.77 

Improved l!flicit!tlc), 8:. t:t"li:cli\\:lh:",,, llr _J dll(al~~ __ :HI .' (, 1'1 7 45.25 

organizatiollal pcrforrnalKc _A~.:::._ -.-:~~ 
, 10 12 II 57.S7 ] 0.263 

Ikallh 2~ ] ] 9 7 48.34 
rlllal 102 --.. . ... --.. -.• ~----:-- , - (,lIu il.lkd I-:ru:.kn! \\ allis Test 

.l = I: Hi ghl~ RdcvanL ~ . Ih:k\ aliI 3-lrr..:!c\ all\. ·1" Ilighly Rclcv<ltlI 

As displayed in the abo ve table. respondents req uested to outlook the importance of training 

programs in PSCAP. Accordi ngly. they replied almost in all cases that the training programs 

were not as such re levant to improve the com petencies of the employees, to be acquainted with 

new technologies, to provide so lutions tor the major and pri oriti zed problems, and to improve the 

effic iency and effectiveness of the organ izational performance. The same as, the indicated results 

of organizalions' mean ranks shol\,s thc si mil ar stand of the cases among Ihe organizations. 

FlIl'thermore, the calculated values or 1'. which are above the significance level of 0.05 indicates 

that there is no significant stat isti cal difference conlinned among the reactions of selected public 

sectors through the response nl' resp<1I1lknts. 

Yet , the issue of increasing the moral of the employees lo uncl to be almost relevant. As well , the 

P-value of 0.005 which is be lo\\ the signitie3nce !el'd of 0.05 implies that at least one of the 

organizations differs in it s position lV ith the other organizations. However, to enhance trainees' 
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motive, the goal of training sho uld be achievable. Wareshuer (1998: 174) remarkably notified 

that for optimum inspiration of training. and subsequent feeling of accomplishment, the goal of 

training should be attainable with effort. Ifno effort is called for, then the value of the training is 

reduced. 

Along this, according to some team leaders ' frank and transparent remark while conducting 

interview, the value of the training programs is not noticed remarkably due to improper 

procedure of the trainings delivered: espec ially. absence of full preparation of trainers, misusing 

the training instruction guideline, lack of planning. and making the training programs as a futile 

exercise. In supplement to this. while analyzing the documents in the organizations; it is realized 

that some available formats like description of trainers and participants list, follow-up 

mechanism layout, and arrangement of evaluation were not fully documented. Likely, lacking all 

these essential issues in the training program may hamper the values of the overall training 

practice. 

4.2.8.4 The Training Success under PSCAP 

To make training program accomplished successfully and doing this contribute in improving 

organizational performance, powerful and all rounded issues should be considered. In other 

words, the effectiveness of any training program cannot come haphazardly unless fulfilling 

certain standard ofjudgmcnts. On this basis. the participants forwarded their frank opinion on the 

mentioned glimpse of features to successful training program, and arranged their responses as 

displayed in the table 14 below. 

Table 15, Frequency Hnd percentage Distributiull 011 Some 

Aspects ofTrnining Success 

Raling Items Respondents' Percentage 
Frequency 

Relevance of training contents to trainees current work status 19 19.19 
Consistency of the trainin o, proorams with the cu rrent or!2.<1llizational needs 16 16.16 
Identifying the real needs of training in an organization 22 22.23 
Transfer of learning from training to actual job setting 27 27.27 
Availability of sound knowledge in apply ing training principles 15 15.15 

Total 99·' 100.00 

• = Number of Respondents (N) "" 76 
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As one can easi ly ob s~I"\ ' e from table 14. sO llle seventy six respondents from vanous 

organizations took the issue of lactors of training success in to consideration. Consequently, they 

perceived the above mel11ioned aspec ts nearly in a balance way. Explaining fll!1her, transfer of 

learning from training to ac tual job selli ng. identil~vi n g the concrete needs of training in an 

organizat ion, relevance of trai ning contents to trai nees current work status, consistency of the 

training programs with the organizat ional needs. and sound knowledge in applying training 

procedures and principles fonned a cor responding share of27.27 . 22.23, 19. 19,16.16, and 15. 15 

in descendi ng order. 

Hence. we may say that there Or the reabouts. the I isted training success factors in PSCAP and in 

overall training progr(lmS of nt hLTs can contrihu te a lot for ga in ing the best of the training 

programs. 

Even though the partici pants s u gg~sted the abl" '~ some possible facto rs of training success, the 

reality of assessing the proceedings of train ing programs as discussed all along the study, is not 

confi rm the appl icability of such (lSP~C1S into the ground of work. Correspondingly, while 

interviewing organization oftici (ri s on this aspect. some claimed that employees who participated 

in the training progrnms appl icd their learning to actual work status, and improved job 

performance on service delivery and customer satisfilct ion; yet they fa il ed to show the extent to 

which the claimed progress affect organiza tional ac hievement. This signifies in one or another 

way that the tra inings olTered in PSCAP \\ere possibly deficient of impol1ant success facto rs. 

4.2.8.5 Major Problems of Trainin~ Program s in PSCAP 

Table 16, Frequency and 1H.-' ITcntagt' Distribution 0 11 Some 

Major Problcms ot' Trainilig Programs 

------ ._- - - - - -_ .. --
R;ll i ll ~ 111 .. '111:-0 Respondents Percentage 

------- - - -- -
Frequency 

Improper Inana(lClllcnl and tourdin<l l iUll t,)t'I~ ·~~!I~~ _____ . 31 20.67 
Shortaoc of ski lled Illnn po\\'cr 011 rUlllli~I.!:.~li!~~H:I _~~ ~I~~_ 25 16.67 
Abse nce of trn in ing needs assessment 21 14.00 

.. -_. 

Unsound select ion of trainees and trainers 20 13.33 
Lack of budget 21 t4.00 
Inattention ofman3 0 cmcIlI bodies 10 6.67 -
Scarcity of training instilUtes 7 4.67 
Absence of trainin o de partments 7 4.67 
Lack of moti vat ion of Trainees 8 5.32 -

Total -, 150 100.00 

' '''' Number of Respondents (N) = 1\7 . 1 = I (I\al 11UIllblT \11' trclltll'lltlCS IS greater than N due \0 mUltiple responses 
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On the basis of some so rt o j' impeded issues listed by ~1 significant number of respondents who 

participated in training prograill s oj' I'SCA I) th l' above tabl e prepared ancl made ready for 

analysis. By doing thi s. it is l(llll1d that the li r5t live items: improper management and 

coordinat ion of traini ng ( ~(J.() 7'X,). shortage or pro lieient manpower on trai ning issues ( 16. 67%), 

absence of training needs asse SS lllent ( I-I ')'u). and lack oj' budget (14%) ranked in descend ing 

order. On the other hand . lack of Hltcntion from management bodies, absence of training 

departments and training institutes in the region. and lack of motivation of employees to attend 

the training programs appeared to be the bare min imum of the rate of recurrence. Among others, 

Truelove ( 1998:25) stressed lllore on the llloti,·ation of training participants. To him, 

organizations shou ld regard training ~ t S thoroughl y worthwhile and is taking steps to enab le 

trainee to use his new competence ,,·hen he returns. Importantly enough, he/s he should be 

encouraged as simply as be ing imparted by public acts of acknowledgment li ke prestigious 

cert ificate etc. Yet. obviously. o rgan iz~lli o n s cannot completely control the mot ivation of trainee. 

This is influenced by very many liletors in the lile o j' each individual , and by his/her own 

personality (Wareshuer, 176). 

As explained by org~lni /.at illn ll i"l ie ial s 'Illd tr' linL'rs in the interview sessions al so, among the 

problems appearcd being: lack o r ' · ~ llu ~l bk rci"erence materials, especiall y, monitoring and 

evaluation guidel ines, absence of c l e ~lr anel transparent selection cri teria of both trainers and 

trainees, shortage or training e~pe rt s . mi suse and shortage of the allocated budget, lack of fair 

knowledge in the area of training program . absence of follow-up, and reporting the progress of 

training programs merel y occasionall y. 

In line to thi s, (MCB, 2006: 32) noted that among the challenges encountered PSCAP 

implementation; lack of human resources at all levels of government , unavailability of adequate 

training speciali sts as well as monitoring and eva luat ion officers, delays in getting "no objection" 

of financial support. lac ~ or guidelines to assis t in assess ing PSCAP acti vities. More importantly, 

as MCB, 2006: 6-7 stated cit:licicncics in hum ~1I1 resources ancl institutional capacity , as we ll as 

defic iencies in wor~ing systems ancl proeessl's ~He the main factors that hinder sustainable 

growth and perpetrating I'",·,' rt,·. 
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This entai ls that, with such vita l blockages, it is not expected to gain benefits from the trainings 

and the best of the programs under PSC /~ P . 

To improve and make p ro~ resscd of the tr'l ining programs In PSCAP. the respondents were 

asked for thei r comments both in the open-ended part of the questionnaire. and in the interview 

sessions. Consequentl y. a 1<:" participants allli organization offi cials poin ted out the subsequent 

points as the major aspects to bL' cktermined ,0 as to im prove the condition: 

Selecting both trainers and trainL'es 'Icc()]'d i n~ t(\ reasonable standards, fol low-up of trainers in 

relation to the preparation 'Illel scheduli ll ~ (\i' tr"illin~ programs. part icipation of employees in 

planning and implemen tat ion of tr' l in i n~ programs. strengt hening the manageri al capacity of 

offi cial bodies, idcnti fying the right capaci ty gap of employees and designing training programs 

accordi ngly. utili zat ion or the alloca ted budget properly. and more importantly not conducting 

trai ning programs for the sake of ' training ' rat her making it a se ri ous attempt especially, by 

o fli cial bod ies. Among ot hers, Trucl (\\'L' (19<)8: 1-10. 322) stressed more on the proper use of 

training budget. To him. if a training budget is not full y used. then it means that an investment 

that the organizatio n wants to make could not be mack. 1·lence, when most organizations have 

li mited reso urces "vailablc it is ,·it"lh important that such spend is effec ti vely employed. He 

also suggested that c l'fecti,·e bud~L,ting it)r training program depend on cOlllmunication from 

other departments rcga rdin ~ their plan. 

Summing the wholc preceded issues oj' anah·sis: i.e .. the pa rti ci pants' pe rcept ion towards the 

practicl' or training. pru~r~llllS in IIS( ':\ 1> l\.·g~ l rditlg the ir organi zati ons trend 011 the 

afore mentioned aspects unde r T:\A setti ng training objecti ves, identi fying training contents, 

choos ing tra ining mcth"ds. SekCl i(ln "I' trai nas and tra inees, eva luating training programs, 

review of types, contents. and Qll ues "i' tr'l inings ,,·ith in PSCAP, as well as the possible factors 

of training success, the major problems encountered . and the probable solutions to ease the 

cha llenges were disc ussed. Seei ng that it can be gcneralized as, though the respondents' 

organizat ions vari ed the ir (part icipants) perception in relation to most of the items under each 

aspect fo und to be almost alikc. Thus. "e ma y inkr from this that the trend and practice of 

trai ning programs in I' SC AI' amont! the il1\olL\~nwll of various public sec tor organizations ifnot 

com plete ly identical. it is nearl, simila r. 
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~,-"'.-,.--------------

CHAPTER FIVE 

5. Summary, Conclu s i~.n s and Recommendations 

5.1 S Ull1ll1aJ'Y 

As part of the intensive effo rt to the ongo ing capaci ty bui lding effort, the Ethiopian government 
commenced the fi rs t ever nation and sec tor wide Public Sector Capacity Build ing Program 
(PSCAP) in 2004, The major objectile uJ"lhc progralll is to build national capacity across regions 
and public sectors as a crucial part or Susta inable Development and Poverty Reduction Program 
(S DPRP), Amongst the sub programs oj" I'S C;-\P, provision of train ing ac ross public sector 
organizations took up the foremost share, 

In li ght of this, the main purpose o j" thi s IXlper \I'as 10 assess the status and extent of those 
trainings offered, to find out main pruhkm s encoulllered which probably have had a negat ive 
effect on achiev ing the ohjecli\'L' set. To Ihis enL'c!. the descriptive method was employed, 
respondents wcre seleelL'd I" straliliL'd ;I.S \I'ell ;IS proportioned random sampling techniques, and 
fi ndings were ana lyzed using percentiles, a\wage mean rank scores, and Kruskal Wall is test. In 
doing al l thc above, the t()IiO\\ing b;ISiL' questions \I-ere raised to way out the di rection of the 
paper. 

I . HolY do public sector organizat ions in Hareri region assess train ing needs in PSCAP? 

2. What elements/components ort raining du orgill1izations consider when conducti ng training 

programs? 

3, HolY are training opportun ities ot'i'cred to ind i"iduals in public sector organizations? 

4, To what extent do participants ot' training programs in various public sectors perceived the 

trainings olTe rec!? 

5, HolY have been eva luations 01' th~ Ir;lining [ll'llgr;l\11S practiced? 

6. What have been the 11l;ljllr [ll'llblenlS tklt haillper training activities unde r PSCAP') 
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Alongside. a total of 102 trainee respo ndents. 9 trainers. and 12 organizat ion offic ials from fou r 

categories of publi c sector organ izatillns \I 'ere used as a data sources. The data were collected by 

means of questionnaire. intelyicw and a carefu l checkl ist-stand examination of available 

documents. Thus, the following are the major lindings of the study. 

5.1.1 T raining Needs A nal~' s i s I SS Ul'S 

TNA as the base line to propose. organize and ill1plc: ll1 ent training Progra ll1s, it should be 

conducted every now and then. Yet. it is l(lU nd 1l10st of the time that public sector organ izat ions 

were not co nducted TN /\ I'or the trainings the\ "fkred to their employees. The crucial factors of 

not conducting TNA being: inatleillion of Ihe ma nagement body, absence of" experts to conduct 

it. shortage of fi nancia l resource. and lack of awareness and unfami liarity of the practice. But 

even then. of the time \I'hen oq,!aniza tions conduct TNA . according to the vast majori ty of 

respondents. they used to appl\' the recommendation or higher authorities primaril y. Following, 

assessing the phys ical status or an organi zation. analyzing how employees perform their jobs, 

and how organizat ion tasks performed are rarel\' practiced. 

5.1.2 FOl'luuiating T rain ing OlljcctiHs 

On the basis ofthc respondents' response. it is noti ced that the competency of training objectives 

to ill1prove organ izational wsks. soh'e organi zational problems. resolve capaci ty gap. as well its 

ac hi evability were unsound and inappl'llpriale to enhance organiL.ational tasks. furtherll1 ore, the 

extent of measurabi lity or tr<lining obje'c li\ ' ~S "'e r~ ques ti oned: bu t, regarding the contribution of' 

training objec ti ves to make t('"inee's c~n [lin ()f ",h'lt to learn was determined to be favorable and 

COlls t rllC( i V~ . 

5. 1.3 Identifyin g trainin g co nt cllt s 

In the majority of the cases: as appropriateness of tra ining contents to the needs of the 

organizat ion, pleasant of the selected wntems to the training objecti ves set, trainees participation 

in the selection of training prograll1 contents. and linkage between training contents and trainees 

level of competency, perceived by both the trainees respondents and trainer interviewees as 

incompatible with those of the organizational training needs and the training objectives set. All 

together, the degree of part icipati on or emp loyees in the se lection process of training contents as 

well as their contri bution to the ana h sis of organiza ti onal training needs were negli gible, since 
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the on ly one involved in the prucess lillder the directiull 0 1' highcr ot'tic ials are trainers. 

5.1.4 Determining Trainin~ Md hod s 

Training methods as coac hing. jnh w t,lIi "ll. '"ld nlentnri ng wi thin on-the-job training method; 

and attending higher education and \'is iting ot her organ ization contained by off-the-job training 

method used infreq uentl y. The same is true al so in distance education under on the job training, 

and online learning and ofti:ring scho larship under o ff~the-j ob training method which are 

employed rarely. But in the cont rar\' . job in struction and lecturing under on-the-job and off­

the-job training methods respec ti vely used frequently. 

5.1.5 Selection of Trainers 

The issue of trainers" acceptance to trainecs' opin ion. traine rs' facilitation to trainees' discussion, 

and trainers' abi lity in relating the training lIith the trainees' real life found to be perceived 

negatively by most respondent s. 

Simi larly but with a higher cx tent. trainers' knoll'ledge of subject matter determined as 

incom petent by the respll il denh . Thc'n aga in. traillc'!'.< interpersona l skill is positioned uncicarl y. 

It is rea li zed that among uthe rs. pal'lieularh' the li st 01' b"th tr<liners and trainees with necessary 

detail s we re not fu ll y documented . 

5.1.6 Selection of Tra inees 

In selecting trainees. key factors as responsi bility of employees, capacity gap, and the related 

requirements of the training lI'c re not considered. As we ll , trainers ' qualification reacted 

depressi ngly with a substantial extent. It is comprehended li'om interview sessions with some 

organizations offic ials that selecti on of trainees done arb itrarily and fa r fro m objectivity. 

Likewise, not seen any di stinctive and convinced action scheme for se lection of both trainers and 

trainees of the trai ning programs I\'hile ana l,'Zing thc al'a ilab le doc uments. 

5.1.7 Evaluation of Training Program 

It is enlightened that most tra ining programs evaluatcd at the end of each training event through 

questionnaires fill ed by trainecs. and a reI\' lI 'hile the program is going on. but non on the job. 

Uni;worably most or thc timc. t\rcTe lIe rc' n" i'urIlwl illl'l llats di splayed fo r eval uation, and 

absence of discuss ion by all trai nee'S . tra incrs. '"ld organizat ion offici als about the trainings 

delivered . Furthermore. the el'a luati on pl'Ocess to determi ne unmet training needs, to ensure the 

rightness of the train ing program . to illllJl'OI'C current and future training programs were achieved 
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as an infi'eCjucnt manner. L~ccp t in sun[e lim iled numbcr of training programs, no complete 

docul11ent found which kepllVith the rccords or the ent ire trai ning programs. 

5.1.8 Ovcrvicw of Training Programs under I'SCA P 

It is found that the maj ority of training programs 111 PSCAP are dominated by short term 

trainings, followin g summer program and attending higher education. While distance learning 

and teleconferencing are the least types or tra ini ng programs practiced in PSCAP. Concerning 

the type of training offered : BPR. strategic plan ning and management, monitoring and 

evaluation, and hUl11 an resource l11anage l11 ent ligurccl the lion share of it. And unexpectedly, 

financial management. governl11ent pol icy awareness. leadership development, and good 

governance employed bare lllini[llllll1, 

'rhe va lue o r the training progr'"l1s is nut [Hlticc'd remarbbly due to improper procedure of the 

trai nings de li ve red; espec ia lly. absence or I'ul l prcparat ion of trainers, misusing the training 

instruct ion gu ideline, lack of planning. and making the tra ining programs as a futile exercise. On 

the other side, transrer or learning fro[11 training to actual job setting, identifying the concrete 

needs of training in an organ iza tion. relevance or trai ning contents to trainees current work 

status, consistency of the training programs with the orga nizational needs, and sound knowledge 

in applying training procedures and principles co nsidered as crucial factors for the training 

success. 

To trainees, the challenges encountered training programs in PSCAP 

being; 

- improper management and cllprdill~lti{)1l PI' Irllillillg. 

- shortage of proficient l11anpoll'er on training issues. 

- absence of training neds assessment. lack 0 1' budget. 

- be defici ent in attention rrom [lla nageme[ll hodies. 

- absence of training departl11ents and training institu tes in the region, 

- and lack of moti vati on of employees to ,Htend the training programs. 

As well, to some organization officials and considerable nUl11ber of trainers, 

among the problems appeared being: 
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lack of valuable refcrence Ill '1\cri,ds. espec iall y monitoring and 

evaluation guide l i nes. 

absence o r cl ell r <IIH.I trallSp;ll'l..'ll t SL'kctiUll cri lL' ria of hoth trainers and 

trainees, 

shortage of training experts. 

misuse and shortage of the alloca ted budget. 

lack of fai r knowledge in the arca of trai ning program, 

absence offoll ow-up. and reporti ng the progress of tra ining programs 

merel y occasionall y. 

Ensuing the afo rement ioned obstacks. as per the pa rt ic ipants of the trai ning programs the 
following measures possibly tack lc the problem: 

Selecting both traine rs ,lIld trainees "ecorciing to rat ional standa rds. 

follow-up of tr" iners in rc· ioJt iun to the I'rep"r"tion allli sc heduli ng of tra ining programs. 

parti cipation ofelllplo\"ees in pl:lIl ning ancl implementati on of train ing programs, 

strengthening the manageria l capacity of oi"licia l bod ies, 

identi fy ing the right capacit\ gap of employees and designing training programs 
accordingly. 

uti lization of the allocated budget proper ly. 

and more important ly not conducti ng training programs for the sake of ' training' rather 
making it a serious attempt. 

In a general view. though the selected rC'spondellt s of this study were represented different public 
sec tors thei r perception to\\'arc!s most of the essential preceded training issues were almost 
similar. 
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5,2 Conclusions 

As verified earl ier in thi s paper. an attcmpt has been made to assess the continuing efforts of 
some publ ic sector organizations in the process of empowering civil servants on effi ciency and 
responsiveness of pub lic sec tors' sen'icc delivery through the trai ning activities under PSCAP in 
Hareri regional state. 

Viewing generall y, although respondcnts werc di lrer ing in organi zat ional composition, their 
perception on the majority of cases of training programs was similar. This shows that the status 
of public sector organizations regarding thc practice of trai ning is almost the same. Along wi th, 
even if most training con tcili s in I'S(""\I' \\l'rC' il lll'"sed lw higher authoriti es and dominated by 
short term type train ings , they are e~pcctcd to be essenti al and contribute a lot to capacitating the 
public sectors ifand only if. they offe red in the rati onal approach. 

Yet , disregarding TNA. improper setti ng of trai ning objectives, insufficiency of the 
organizational training needs and the training objec ti ves with that of the already identified and 
presented training contents, not apply ing the various training methods in a fa ir and balanced 
manner, defi ciency in typical chamcter istics and roles of trainers, lacking fair-mind ed and 
pursuing appropriate procedures lo r the selection 01' trainees, and most important ly not paying 
attention to the prac ti ce of evalua ti on \\ 'ere observed. Under all these un favorable cond itions, 
mai nl y, the possibi li ty of atta ining the subject matter 3ndthe opportunity of transferring learning 
into the ground of work. improl'ing cmp loyces' pe rfo rm ance and enhancing organi zational 
tasks, and all in ai L ach ieving bcne lit s fmlll thc trainings and the best of the programs under 
PSC AI' are questi oned. 

5,3 Recommendations 

Based on the findings and conc lusions Ill ade frolll th is study, the foll owing recommendations can 
be fo rwarded. 

A. TNA as the key source to propose, organ ize and illlpl ement training programs, it should 
be conducted regul3rly lol lo\\ing a typical pl"Ocedure and employing powerfu l tec\miques 
in assess ing prominent inlonlwtion about employees, job and organization perfo rmance. 
In doing so, there shou ld he co llaboration be t\\ een Capacity Bu ilding Bureau of Hareri 
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and respected public sectors to maximize the pract icability as well as the achievement of 
training programs to be delivered. 

B. Deciding what knowledge and skills need to be taught IS the important task in the 
development of training design. lherel(ll"e. CBB H as the coord inator of training 
programs in PSCAP should plil' a great role in participating stakeholders on identifying 
training contellts that ho ld detailed statement of what a trainee need to learn based on 
compari son between the job spcei lieation and his/her level of competencies. Furthermore, 
to make the contents ul1(lerstandablc and retaillilble they lllUSt be systemat ica ll y grouped, 
interrelated Gnd sequent ially organized : and above al l. they shoul d be well-suited wi th 
those of the organizational trilining nccds anci the training objectives set, in order to 
bridge the performance dclicicncies iden titi ed by the training need assessment. 

C. For a successfu l training program. se lec ting the right trainers and trainees based upon 
clear and objective crite ria set with followi ng appropriate procedures are indispensible. 
Consequentl y. instead o f lea"i ng this issue to the participant public sectors, CBBH should 
consult and follo w-up the process of se lecting both trainers and trainees. Furthermore, 
organizati ons should be ICuniliar with rccording essential training events as li sting of 
traincrs and panic ipaills to accelerate the training effo rt that an individual and 
organization may achieve. 

D. Evaluation as a major tool through \\hich \\c gather information in the form of feedback 
and get in puts to make certuin .j udgillents about the traini ngs offered thus fa r, should be 
practi ced carefull y imd sys!c'lllalicall,·. Thercforc. organi zations should carry out 
evaluating th ~ training prllg.r~lIl1S all thl; \\':'1)' through the training programs lIsing vari ous 
assessment techniques. and undergo all le"els of evaluat ion depending on the degree of 
importance. MOrellyer. Cl3l.lH 1I:1S to monitor and follow-up the process so as to get 
necessary feedbaCK . \\h icll makes fullill its responsibi lity, and thereby advance the 
situat ion. 

E. The cha llenges the truin ing programs under PSCAP in Hareri region faced are li kely to 
have their own impediments on planning and implementati on of the program at national 
level since PSCAP is an e,'er- llatilln pmgmill. Therefore. in-depth study on the issue 
should be conducted and \)ilscd Oil the linciings take action accordingly to improve the 
situation and thereby enhance the capilcit,· building endeavors. 

75 



-_. _._ . _._-- --------------References: 
l,;/''1'' 'TiCJ;) , °'l.'uH'C: (1999), \'(.;/'Y" "n'!;) , "'I.'LJH'C I,e; ·n'/.t-'p' \''''lflt.tl'Iu l,;/'~ 

"I 'iCJ;J , TC'''lt·'/'''.f: U'lHI "n"j,'r'/' ,,",)"t.,(': ( •. <I,fl l.n'!:: 
Basard, D, ( 1992). The Training Enllllation Process: t\ Practical Approach to Evaluating 

Corporate Training Prograills . Il"ston: Kw\\'ar Academ ic Publishers. 
Broadwell, M. (1986). The SlI(lCl'\'isor and On-the Job Training (3'" ed .) Massachusetts: 

Addison Wesley Publishing ( 'O Il1P:IIl\' . 

Buttler, J. (1998). Manageillent [)eHlo(lll1ent. A Guide for Profession. Geneva: 
International Labor Onice. 

Carr, C. (1992). Smart Training: The ;\Ianagl'rs Cliidc to Training for 
Improved Performance . Nell York: McGraw- Hi lL Inc. 

CDC-Ethiopia (2007). Operational Cliidelincs for Training. CDC-Ethiopia Addis Ababa. 
Dalziel, S. (1997). "Org[lIl izationallraining Needs" in Handbook of Training and 

Development. Hampshire: GOller Publi sher. 

DeCenzo. D.A. and S. P. Robbins (I<JXX). Personnel/Hull1an Resource Management. New 
Jersey: Prentice Hall. 

DeSimone. L. and D. Harris ( ll)l),)_1 J. 1I1III1an 1~l'sollrce Development, Philadelphia : Harcourt 
Brace College Pub. 

Dess ler,G . (1991) I'ersonncl/Hunlan Resuurce Management. New Jersey: Prentice l-IalL 
Eade, D. (1986).Capaci ty Building: An Approach to People Centered Development. Oxford: 

Oxfam. 

EMI (2005) "Training and DCIClll(llllcnt". Unpubl ished Train ing Material Addis Ababa: EM!. 
Goldestein,!' (1974). Training: Progra m del'elupmcnt and Evaluation . Belmont, California. 



Wadswo rth Publi shing Cnllll'"n\. Inc . 

Gomeza, M. ( 1995). iVlanaging 1IlIIll an Rl'S OIlITC. I,(lndon: Prentice I-I all. Inc. 

Good, C. ( 1973). Diction ''' '~ ' of Edllcation . Nell York: Mc Graw I-lill Book Company. 

Graham, H.T. and R. Be nnett ( 1998) IllIman Reso urce Management (91h ed .) London: Pitman 

Publishing. 

Heneman, H. (2000). Perso nn el/Human Resource Management (41h ed.). New 

Delhi: Uni versa l Book Slnll. 

Kell y, 1.M. ( 1990) Building Cos t- E ITcctivc Trainin g Programs, New York: McGraw Hill 

Book Company. 

Lynton, RolfI'. and Parcck . U. ( 1')73) . Trainin g for Devdopmcnt.l liinois . Ricard Irwin, Inc. 

Mabey, J. (1998). Human reso urcc iVlanagcnlcnt : A St rateg ic In troduction. Oxford. Black We ll 

Publi shcr Ltd. 

Marga ret, A. and H. Barrington. (1997). Trainillg Interventions. London: PHD House. 

Mathis, R. and .lohn.l. ( 1997). Humall I{csourcc Management (8 1h ed .) . New York: West 

Publishing Company. 

Mehreteab G/Se lass ie (2004) . The Training or Loca l Government Functionaries through 

Distance Education: The Case or South Wallo Ad mini strati ve Zone. Unpubl ished Masters 

Thes is. AAU. Addis Ababa. 

MCB, (2004). Program Implemcntation I'lall (1'11') for Public Sec tor Capacity Building 

, Program (PSCAP) Vol. I. -,\ddi s Alxlba. 

MCB. (2004). Progra m Impll' lIll'ntatio ll I'lall (1'11') for I'ublic Sector C apacity Building 

Program (PSCAI') Vo1.2. ,\ddis .\baba. 

MCB, (2006). PSCAI' : E llhancin g KlJlid Soc io-eco nomic And Institutional Transformation 

in Ethiopia . Addis Ababa. 



MCB, (2002). Towards a Huli s tic Appruach to iluild C apacity for S usta inable 

Development. Add is Ababa. 

Mulli ns . L. (1996). Mana~eJlJ e nt and Or~anization Behavi or . Great Britai n: Bidds Ltd. 

Nad ler, L. and Ga rd land D. Wiggs (19~9) .Mana ~ in g 1·luman Resource Development. A 

Practical G uide . San i"r'lIlsisc(): .I"55e\·-lla55 l'lIhlishcrs. 

Patton W. Dav id and Connie Prall (20()2). Public Personnel Management. New De lhi : Beacon 

Books. 

Picogna, J . ( 1993). Total Quality Leadership : A Training Approach . Penni sylivania, USA. 

lnternationall ni"ormati on Ass(lei" les . 

Pont, T. ( 1990). Developin~ EfTectin Trainin ~ S kill s. UK. McG raw-Hili Book Company. 

Pou lter, B.( 1982) Trainin~ and De"ciupmcnt North Ryde:CC H Australia Li mited. 

Rae, L. (1986). How to Measure Trainin ~ Ellertinness. New Yo rk: Nicholas Publishing 

Company. 

Robinson. R. ( 1985). A IlaluJl)(lok ot"Training iVlana geJlJcnt (2,,,1 ed .). Great Britain. Kogan 

Page Ltd. 

Saiyadain , M.S.( 1999) HUlllan l~es ourl"e i\ lana~clllcnt New Delhi: McGraw Hill Publ ishing 

Company. 

Spector, P. (2000). Industrial and Or~alJizationall'syehology . USA: John W iley and Sons, 

Inc. 

Stewart , D. (1988) . "Train ing Objec ti \','" in Trainin~ and Development Journal. Vo l. 44, 

pp 7 16, 1990. American Sociel\" III I' Training and Development Publ isher. 

Thomson, R. (1994). Developin g lllllllan Resources. O:dord: Butte rworth Heinemann 

Ltd. 



Tracey, Wil liam R, (In4), Designin g Trainin g and Deve lopmcnt Systems, New York: 

Amacom, 

Truelove, S, (1998), Hand Boo k of Training and Dcvelopmcnt, New Delhi: Beacon Books, 

Walker, 1,W, (1 992) i·iuman Resource Stratcgy, New York: McGraw Hill , Inc. 

Warren, M, (1969), Trainin g for Res ult s: a System s Approach to the Development of 

Human Resources, Massachusetts: Addison-Wesley Publishing Company, 

Wareshauer, S, (1988), Inside Trai n in g and Devclo plllcn t: C reatin g Effective Programs. 

San Diego, California: Unilcrsi ty ,\ssociatcs. Inc, 

Wii ls. M, (1993) Mana ging the Trainin g Process : Puttin g th e Basics into Practice, 

UK: MacGraw Hil l. 

Clark, 0, (2000), Instructiona l i)esigll S,stcm. I{ctrievcd .Ju ly 3, 2008 

from <http://:wwlV,nvl"i ink,corn.hun> , 

Salas & Canon: The Chamber Training Cycle. Retrieved Jun 28,2008 
from <http: //ww\\,c rystal -netbook ,ini ll. trai ni ng/ppt_ slides/inp3 12>, 

___ Definitions of Public Sector on the Web (n,d), Retrieved lunel4, 2008, 

from <http://www.lVikpedia.Org/\\ iki/ public sec tor>, 

Ebel, R, (2003), World Bank-Joint Projec t Oil Subnatiomrl Capacity Bui lding, 

Retrieved l une l4, from <http :// 11'\\ II, C lpacit)' 13uilcling for Poverty 

Reduct ion - Training Init ialil 'c i:::: \ ,htm>, 

Frank,.I, (2003, Speech on COlllllrl' Employees. Retrieved JuneS, 2008. 

from <http://www.jossi.bizispcechl.hun>. 

UNDP (1997) , Seventh Annual ('c'nli.'I'ence Ull the Developing Countries Economy. 
Arusha, Tanzania, Ret rieved i\. 1a,~-l. 200S , 

ii'om <http://wwII..undp.economy.lebprbrochure .html> , 
_____ The Hareri Peopk National Regional State Diary (2006/2007), 



Annex One 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Educational Planning and Management 

Ollestiollll{lire to be cOIII{Jleted bl' elll{Jlovees ,"110 obtailled traillillg (5) ill PSCAP to scale up 

th e c{I[J{lcitv o(cil'il serl'{Iuts ill public sectors sillce 2005. 

The purpose of thi s quest i:1 nnaire is to co llect appropriate information that wi ll help to assess the 

practi ce of Training Programs in Public Sector Capac ity Bui lding Program (PSCAP) in J-1areri 

Regiona l State. 

To achieve the purpose, your cooperation in complet ing this questionnaire is highly appreciated. 

Accordingly, yo ur authentic & fo rthright response, and ti mely return is quite vital to 

determine the success of the research study. Therefore you are, kindly requested to react 

to each one of the questions carefu ll y. 

General Di rection 

~ yo u do not have to wri te your name. 

~ 1l1ark (X) signs in the boxes given to ind icate you r response(s). 

~ respond to all open-ended questions by writing your comments 

on the spaces provided. 

~ it is poss ible to use Amharic or Engl ish in giving comments. 

Thank you in advallce for your cooperation! 



PA RT O N !': Gcncra l In fo rmation /Perso na l Characteristics 
.- - -. 

D D D D 
Capacity Education Agr. & Health 

I) Orga nization 
Buildi Rural 

ng Dev' t 
, 

I 
D D 

,--- -
Sc .\ Male Female 

3) D D D D D 
Age 

Below 25 26 - 35 36 - 45 46 - 55 Above 56 
in Years 

D D D D D 4) 

Ed uca tional Below 

n~ l ck ~ rllUlld 
Ccrti Ii Ccrti li cate Diploma BA/ BSC MA/MSC 

catc 

, :i ) D D D D 
I Wo rk 
I Below 5 6 - 10 1 1 - 15 16 - 20 

I \ 1)t.T I 1..'11 CL' 

-

6) Current Pos ition ~ ___ ______________ _ 

PART TWO : PRACTICE OF TRAINING PROGRAM 

A.TI~A I N I NG NEE DS ASSESM ENT 

7) Docs yo ur organization conduct train ing needs assessment in PSCA P? 

/\ . D Yes 8 . I Do not 10 
\ , 

:-: I I r \ (lur rc'SI)(1nsc' I,ll' qllc'sli on NO .7 is "Yes" . which technique (s) does yo ur organization use 

:" l ,' ;h!ll l'l IL\illll'IS Ih .. ',.:Lis ~ I S S (, S S lllC l ll ? (You can have more than one response) . 

.. \. D Anal yzing the physica l characteri sti cs of an organization 

B. D Analyzing how organizational tasks are performed 

C. D Assessing current situation of organization and identify ing deficient areas 



/) D Recognizing the recommendation of higher authorities 

E. D Analyzing how individuals perform their jobs 

F. DAnalyzing nrganizational inventories 

\i D Conduct ing employee interviews 

I : 'I .,. • "I'lT. I'k<l,c' spc'Ci 1\ it _____________ _ 

9) I r tra ining needs ana lysis have not been practiced what would be poss ible reasons? 

(You can indicate more than one choice) 

A. D Lack of awareness 

B. D Shortage of financia l resource 

C. D The practice is not familiarized 

D. D The management has not given attention 

E. D Absence of experts to conduct it 

F. II ' <111\ other. please specify it _____________ _ 

IL Sf-: ITI.\,C TI{AI NING OBJECTIVES 

. Indicate the ex tent to which you agree or disagree towa rds training objectives with the 

foll owing question items. 

Quest ion items The extent of the gap 
Strongly Agree I can not Disagree Strongly 
Agree Decide Disagree 

101 Tht're we re wri tten general 

object ives aboLlt the training program 

I I ) Before the beginning of the 

[r;Lil1in~ progr;1111 trainees were 

,!lIlk '111\' ',\ h;ll t hL'~ need to learn 

Ie) Training, objecti ves were 

measurable 

13) Training objectives were sound 



,. 

enough to improve organizational 

tasks 

14 ) Training objectives were suitable 

to so lve organizational problems 

15) Training objectives were 

appropriate to reso lve employees' 

CClpaC ;! V!lap 
I . -

1(11 I r<lillillg objectives were 

,1I: lIi\,.'\ "bk 
I 

C. IDENTIFYING THE TRAINING CONTENTS 

" Show the extent to which you agree or disagree with the following issues of 

training contents characterized in your organization. 

No Q uestion Items The extent of the gap 

Strongly Agree I can 
Agree not 

Decide 

17) The training contents were 

appropriate to the needs of the 
; , 

(lr~~lIl il.a(ion 

i ~ , 1 ilL· :iL"kClcd contents sat isfy the 

training obj ectives set 

19) There was a direct link between 

training contents and trainees level 

of competency 

20) Trai nees participate in the 

selection of training program . 

contents 

21 ) The training contents were 

.IIT:tI1:CL"d :icljlicl1ti ally 
-

~2J I"he training contents were 

understandable 

... _" -' .. . 

Disagree Strongly 
Disagree 

, 
: ' : I 



D. CHOOSING TRAINING METHODS 

. Indicate the extent to which your organization employed the following training methods. 

No Question Items The extent of the gap 

Most Frequently Sometimes Seldom Never 
frequent ly 

On the Job Trainino 

23) Job rotati on is used 

24) Mentoring is used 

- ) 7 - ) Coaching is used 

2()) Job instruction is used 
. , . . ~ , ' , .' . , ' . . , i 

~7) Di stance education is used , .. 
l/any other, please specifjl it 

-

Off the Job Training . 
28) Lecture method is used 

29) Attending higher education is 

used 

30) Scholarship is offered 

~ I 1 V isit ing. olher organizati on is 

u-,,~d 

32) On-line learning is applied 

If any other, please specifY it 

I. !.. \,: : ~ . i' , ! l \ c. ~; I' I -. ~. : 'I '. ' .:: : :! i 'I 



E. SELECTION OF TRAINERS AND TRAINEES 

. Indicate the extent to which you agree or disagree with the following points 

towards selecting trainers and trainees in your organization. 

The extent of the gap 

No Question items Strongly 
I can not 

Agree Agree Dec ide Disagree 

CR ITER IA ON SELECTION OF TRA INERS 

Trainers ha ve sound knowledge 
") JJ 

of subject matter 

Trainers have good interpersonal 
34 ) 

sk ill s 

35) Trainers accept trainees opinion 

Trainers faci litate trainees' 
36) 

discuss ion 

Trainers have ability of relating 

37) the trai ning wi th the trainees real 

life 

{(any other, please specify if 

, 1(11 '1 Inl () 'i SHLlTION OF TRA INEES 

, Tra inees selected based on their 

38) responsibi li ties in the 

organizati on 

Trainees se lected accord ing to 
39) 

the ir qualillcation 

In selecting trainees evidence 
40) 

based capacity gap is used 

Trailiees se lected as to the 

~ II related requirements of the 

L 
i tra ini ng (like technical sk ill s, 

Strongly 
Disagree 



language, . . . ) 

Most of the trainees selected 
42) 

properl y 

If any other, please specify it 

F. EV ALUA TlNG THE TRAINING PROGRAMS 

43) Does your organi zation evaluate the training programs delivered? 

A. D A lways B. D Sometimes C. D Rarely D . D Never 

. Poi III out the degree to which your organization makes use of the following aspects of training 
I eva uatlOn practIce. 

No Question Items 
The degree of the gap 

Al ways Sometimes Rarely Never 
There are formal training evaluation 

44) 
formats in the organization 

Eva luat ing the trai ning program is 

45) made to determine umnet training 

needs 

Trai ning eva luation ensured the 
161 

ri[!htnc'ss or the trai ning program 
-

Train ing eval uation is made to 

47) improve current and future training 

programs of the organization 

There was a discussion by trainees, 
48) 

trainers and employer organization 

Training evaluation has assisted in 

49) improving organizational product and 

servIces 



G. REVIEW OF TRAINING PROGRAMS IN PSCAP 

50) What were the ~ of training programs you have attended in PSCAP? 

A. 0 Scholarship abroad 

B. 0 Distance education! se lf-study program 

C. 0 Teleconferencing 

D. D In- service (summer) program 

E. D Short term training 

F . 0 Higher education (University/College) Program 

G. I f any other, please specify it 

5 1) What were the contents of training program you have attended in PSCAP? 

A. 0 Awareness creation on new government policies 

B. 0 Strategic Planning and Management 

C. 0 Leadership Development 

D. D Monitoring and Evaluation 

E. D Good Governance 

F. 0 Business Process Reengineering (BPR) 

G. 0 Financial Management 

I I. II' ;1 11 \ olher. please specify it ____________ _ 

. How do you rate the value of the training programs you have attended so far in 

PSCAP towards the following issues? 

No 
Quest ion Items 

Highly Relevant Irrelevant 
Relevant 

52) Improved competency of the trainees 

53) Enabled the trainees adopt new 

technologies and findings 

54) Increased the moral of the tra inees. 

Highly 
Irrelevant 



! :':') Provided so luti ons for the major and 

prioritized problems 

56) Brought improvement in the efficiency 

and effecti veness of the organizational 

perfonnance 

H. ASSESSING THE TRAININGS SUCCESS IN PSCAP 

57) In your view what is/are the core factor(s) of effective training? 

A 

B. 

c. 
D. 

(You can ind icate more than one choice) 

D 
D 
D 
D 

Relevance of training contents to trainees' current work status 

Consistency of the training program with the organizational mission 

Transfer of learning from training to actual job setting 
Avai lability of sound knowledge in applying training principles 

Ident ifying and satisfying the real needs of training in an Organization 

F. If any other, please specify it 

L. D 

58) What do you think are the major problems faced in implementing the trainings in PSCAP to 

erreCl0 

a. ________________________________________________________ __ 

b. ____________________________________________ __ 

59) What so lutions do yo u suggest so as to improve such problems and get the most of the 

program? 

a. ________________________________________________________________ __ 

b. ____________________________________________________ _ 

c. ____________________________________________________________ __ 



(0) f ina llv. if yo u ha ve any thing to add regarding the trainings offered in PSCAP, you are most 

we lcome. 

Thank you very much once again! 
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Annex Three 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Educational Planning and Management 

A Structured Interview Questions to be answered by Head, V/Head & Team 

Leaders of Respected Organizations. 

A. Training Needs Assessment 

I. Does yo ur organization conduct training programs in PSCAP based on training 

needs assessment? 

2. How often does yo ur organization conduct TNA? 

- What is the right time to conduct TNA? 

J. What methods does yo ur organization use for conducting TN A? 

B. Formulating Training Objectives 

I. How often does the organization has been employed written general objectives of the 

training programs in PSCAP? 

J. 

Who arc inl 'oiled in formulating training objectives? 

What methods does your organization take to make training objectives clear to whom 

involved in the training program? 

C. Dctennining Contents of the Training Programs 
I. J-Jow does the se lection of contents of a training program done? 

2. Who are illlolved in se lecting contents to a training program? 

J. What sources does your organization use in selecting contents for the training program? 

- :., 4 : ' ' How much are the contents of the training programs developed linked with 

training needs? 

D. Selecting Trainers and Trainees 
I. What criteria are there in se lecting appropriate trainers? 

2. What are the sources of locating potential trainers? 

J. What are the expected roles of the trainers? 



Annex Four 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Educational Planning and Management 

A Structured Interview Questions to be Answered by Trainers 

A. Training Needs Assess ment 

I. When is the right ti me to conduct training needs assessment ITNA? At which stage of training 

program? 

2. What methods do , 'ou ever use to conduct TNA? 

B. Formulating Training Objectives 

I. I-la ve you ever formu late objectives for training programs in general and for each course in 

particular? 

2. Do you make train ing objectives clear to trainees in the training program? How? 

C. Detumining Contents of the Training Programs 
1. How do YO LI se lect th e contents of a training program? 

2. Aner se lecting contents of a training program do you sequence themry How? 

3. How much are the c,·ntents of the training programs developed linked wi th training needs? 

D. Evaluating Tr:.lining Program 

I. 

3. 

• 

What do you thinK is the va lu e of evaluating training programs in PSCA Pry 

\~/ h t.·11 you do the (,\;11 uation process of each training program? 

Il n\\ do you IllC:l5urc \\ he ther the trai nees have brought changes in their learning? 

Any other additional or general comment regarding the training programs in PSCA Po 

Thank you very much! 



'. 

4. On what basis does the selection of appropri ate trainees done? 

E. Evaluating Training Program 
I. What do you think is the purpose of eval uati ng trai ning programs in PSCAP? 

2. When does yo ur organi zat ion do the evaluatio n process of each training program? 

3. I-low do yo u measure whether the trainees have brought changes in their performance 

result s" 

E. Determina n ts of Trainings Succcssfulncss in PSCAP. 
I. To what extent have employees in your organi zati on appl ied the ir lea rn ing (in sk ill s, 

kno\\lcdge_ and atti tudes) addressed in thc trai nings to their jobs? 

2. In what way have the trainings in I'SCAI' improved employees' performance? 

- in which specific areas (for example, improve product/service, reduce cycle time, 

enhance customer sati sfaction, . . . ). 

3. Would yo u agree that the trainings in PSCAP have been a worthwhil e investment for 

you r organi zation? If so , how can you describe it? 

4. Do yo u recommend a dTfferent way/ style of offering those trai nings to produce better 

result s? 

G. Prob lems cnc<luntcr-ed in Implemcnting Training Programs in PSCAP: 

- Wha t do yo u'"think are the maj or problems faced in implementing the trainings in PSCAP 

to effect? 

H. Poss ible SolutiDns in A lleviating such Prob lems 

What sD lutions/practicalmeasures that should be taken so as to all ev iate such problems 

and get the mDst Dut of the program ? 

• Any other add itional Dr general CDmment regarding the training programs in PSCAP? 

Thank you very much' 



Annex Five 

Check List for Document Analysis of Training Programs under PSCAP 

Position 
Item Description ..j X Not Comments 

SIN o 
Ava ilable Ava ilable 

Gro und Work for Training 

I ·!-raining Proposal dOCUllll:nt 

2 Training Guideline Scheme 

, , ()rganiz:lli(lllal Tnli ning Needs 
; 

I .'\n;ilysis{OlNA) SCI-UP & Rcpol1ing Formal 

4 
T!"'lining Needs Analysis( TNA) Set-liP & 

[{cporli ng Format 

5 Training Evellt Planning Scheme . 
Training Design 

Arrangement of Training Methods by Category 

6 or Lcnrning 

Lisl ofTrnining Facil itators. Tr<liners & 

7 l'ilrlicipanis(Trainccs) by 

I'roli.:ssioll 

8 
Tr:lining [)rocccd ing & Follow-up Mechanism 

[ " lYOU! 

9 Sample Training Schedule 

10 SCllllpll' Training Agendu & Sessions 

.-
' I \:lIllpk rr;lining .'\lll.'ndancc Sheet 

.----
, 

I [valuat ion 

12 
Participants Daily Scssions(s) Reaction Evaluation 

Fonnat 

I 
13 

IJ,lrticip<1l1ts DClily Sessions(s) LC<1rnine EVClltH1lion 

Fnnml1 

i 1-1 Il<lrlil'ip,l llts 1)I;'Il<1 viors CllClnge Assesslm:nt Olliline 

15 
Part ic ipants Performance (on-the-j ob) Change Result 

Evalualion Sct-up 

16 Training Eval uation Reporting Outline 



Annex Six 

iVlajor Cl icn t Organizations of Training Programs under PSCAP in Hareri Regional State: 

1. Capac ity Building Bureau 

2. Agricu lture and Rural Development Bureau 

3. Educat ion Bureau 

4. Health Bureau 

5. Finance and Economic Development Bureau 

6. Culture, Tou ri sm and Information Bureau 

7. Justice and Security Bureau 

8. Civic Organizations and Social Affairs Bureau 

9. Trade, Industry and Urban Development Bureau 

10. Cooperati ve and Associations Bureau 

II. Women 's Deve lopment Fund Bureau 

12. In vestment and Development Bureau 

(Source: I-lead. PSCAP unit in Capacity Building Bureau ofHareri Region Septell1ber, 2008). 
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