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ABSTRACRT 

The purpose of this study was to conduct an assessment of human 
resource training and development programs offered in sub-city education 
depmtments of Addis Ababa for the last five years; to identify the 
strengths and weaknesses of the trainings and finally to forward 
recommendations. The study was carried out on five sub-city education 
departments. The sub-city education departments include Arada, Kirkos, 
Lideta, Nifas Silk Lafto and Yeka. These sub-cities were selected 
randomly. The respondents of this study were 15 education and training 
officers at sub-city and kebele level who were directly responsible for 
human resource training and development and 100 educational experts 
that include department heads, team leaders and supervisors found both 
in kebele and sub-city levels. To conduct the study, simple random 
sampling and pwposive sampling techniques were employed. 
Questionnaire and interview were used as data gathering instruments. 
And the data gathered were interpreted and analyzed by using d escriptive 
and inferential statistics. The result of the study revealed that, training 
needs assessment was highly influenced by top level managers and 
immediate supervisors while the participations of employees were not get 
attention. Most of the time, training and development needs were 
prioritized based on availability of budget. Training methods were chosen 
based on the level of trainees and interest of trainers without taking other 
things in to account. With regard to post-training discussion, the findings 
indicate that the issue was not experienced. Based on the major findings, 
recommendations are forwarded. Training needs assessment should 
include employees participation. Training methods have to be chosen 
based on clear criteria. Post-training evaluation has to be takes place 
regularly. 

VI 
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CHAPTER ONE 

The Problem and Its Approach 

1. Introduction 

This ch apte r co nsists o f background of the study, statement of the 

problems, objectives of the study, s ign ificances of the study, de lim itat ion 

of the study, li m itations of th e study, definition of basic terms an d fin a lly 

organ i%a tion of th e study, 

1. 1 . Background of the Study 

I-Iuman resource training a nd development is a continuous activity which 

has a long hi story associated with man, In the a ncie n t time, youngs te rs 

acqui red knowledge and skill s from their e lders trad ition a lly on a n 

individual bases, Saiyadain (1995:217) stated that "Training begins 

during the Stone Age when people transferring knowledge throu gh sign 

and deeds", Th e impact of rapid technological chan ge a nd automation on 

the existing skill and job needs con tinual tra ining an d development 

(Saiyadain, 1995 :2 17 and Pigors a nd Myers, 1981:285), 

In any organization, people are said to be the most valuable resource, 

The in tended ou tputs a nd fruitfu l results a re obtained by human 

resource throu gh tra ining, In thi s regard, Davar (1 994: 13) said, 

"manpower is a n asset a pprec iati ng in use", Th e manpower asset can 

increase in its valu e th rough utili%ation and adequate develo p ment. 

Tra ining of e mployees in an organization s h ould be the highest concern 

and priority , Therefore, every organizat ion needs to have well - tra in ed a nd 

expe rienced worke rs who perform their tasks, 



Raising the skill level and increasing vcrsati li ty and adaptabili ty of th e 

employees are extremely important. Concerning this Harris and De 

Simone (19 94: 10) stated that, tra ining and development focu s on th e 

improvement of th e knowledge, skill and abilities (KSAs) o f the 

individuals. In orde r to upgrade the productivity of organization effective 

human reso urce training and deve lopment is required. In this regard, 

Pigors and Myers (1981:281) s tated that con tinuous training cou ld help 

employees to develop their abili ty to learn , adaptin g themselves to new 

work methods, learning to use n ew kinds of equipments a nd adjusting to 

major changes in job conten t and work related activities. 

Human resource training s hould not be on ly an activ ity th at is des ira ble 

rathe r an activ ity which a ll organizations s hould give due attention like 

other major functions . Thus, resource sh ould be allocated to enjoy the 

benefits of training by maintaining a valuable and knowledgeable work 

force. Rao and Rao (2000:296) asser ted that the development and 

progress of both organizations and individua ls I S so crucia l for their 

exis tence and for the allainment of the ir mutual goals . Human resource 

managers h ave the respon sibili ty to develop th e human capital. 

Accordingly, these authorities asserted that employee training is a 

specialized fun ction and is one of the fundamen ta l operative functions of 

human resource managemen L. S imila rly Pigors and Myers (1981 :280) 

said "no organization can choose whether or not to train employees". 

Employees regardless of their education and experience need to be 

trained as fa r as they a re in work . This shows that training is a 

co n tinuous act ivity . 

No doubt that a cou n try's dcvelopment is dependent on the amount and 

dcgree of its sk illed and train ed labo r force. To thi s end , education 

sectors should play important ro les to producc skilful a nd traincd 

manpower. Currently, the Ethiopian government has provided greatcr 
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attention to improve the capacity of civil servan ts a nd brin g better 

performance a nd p repare them to higher res pons ibility bascd on career 

devc lopment (Federal Negarit Gazata, 2002, No, 8), Based on thi s every 

gove rnment offi ce has the duty to build th e ca pacity a nd potcntials of its 

employees a nd managers /o ffic ia ls through training, a fte r ide nti fy ing the 

training n eeds of its offices and preparing the necessary plan and 

budget. 

Accordingly , nowadays mos t of th e government offices a re in creasi n gly 

providing different educa tion and tra inin g opportunities to their 

employees, Although s u ch trainin gs a re of pa ramount importa nce in 

successfully achieving the organization goals, they mi ght be ineffi c ient 

unless they a re carefully planned a nd fit with the strategic plan of the 

organization, Fa ilure to consider this wou ld res ul t 111 employees' 

di ssatisfaction a nd wastage of resources, Therefore, trainin g and 

development ac tivities should go 111 line with e mployees and 

organizations needs, It s h ould a lso bc made continuous ly in a planned 

manner. 

Th is study gen erally attempts to assess the curren t practices th at have 

been undertaken by sub-cities education depa rtments in training a nd 

deve lopment of their huma n resources, Besides, it tries to invest iga te 

facto rs that a re a ffecting training a nd development activities, 

1.2. Statement of the Problem 

No doubt that the contribution of tra ining is important. Howeve r , there is 

a question on its con tribution in prac tice , Th is is bcca u se; the output of 

t ra ining / trans fc r of tra ining may be one of thc followi ng: positive, 

nega tive or zero (Harri s a nd Dc S imon e, 1994) , Kenncy et al. (1983) 

stated that , a lthough , systematic training is a sound inves tment, it 
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posscs key qu estions to organizations s uch as th c possiblc return fro m 

the investmcnt in training, the cost involvcd in it and thc guarantcc of 

su ccess through training. Similar to the above notion, Harries and Dc 

Simone (1994) describe, evaluation of training has a n attempt to obtain 

fe edback on the effects of training programs. Furthermore, it is also 

considered as a measurem ent of the effects of training program and the 

extent to which th e training objectives have been achieved. 

Human resou rce training and development requires careful planning and 

cvalua tion. Mondy and Noe (1990) stated that, training program nced to 

be carefully designed if they are to achieve intended goals. In connection 

with this, Harris and De Simone (1994) stress that evaluating th e 

success of training activities are very crucial. But, most of thc time post­

tra ining evaluation is not conducted. It is true that evaluation is the bes t 

way to measure the effectiveness of training programs whether it 

achieves the target or not. Saiyadain, (1995:230) explained that, 

"Evaluation of training effectiveness is the most crucial phase in not only 

assessing the quality of training imparted but also to see wh a t future 

change in training plan should made to makc it effective". 

Currently, Addis Ababa edu cation bureau IS striving to enhance the 

capacity of its em ployees to achieve its mission, through t rainin g. 

However , educational leader assignment in va rious manageria l positions 

is not only by qualification but also through appointment. This may 

affect the efiective implem entation of human resource training and 

deve~opment in addition to budgetary constraints. Investigating the 

human resource training and deve lopment in some sub-cities is assumed 

to be important and indispensable issue bccause it has direct implication 

on the quality of education. Thus, by considering the role of hum a n 

resource training and development in the education system, this study 

aimed to assess huma n resource training a nd dcvelopment prac tices 
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within sub-city education departments of Addis Ababa cducation bureau. 

The framework of the study includes needs, inp uts, outcomes and 

results. 

Thus, the study attempts to address thc following basic questions: -

l. Do sub-citi es conduct tra ining n eed assessment? In what way do 

they assess? 

2. [n wh at methods do the sub-cities offer trainin g and dcvelopment 

activities? 

3. Do th c su b-cities h ave established mechan ism to cva lu a te thc 

outcomes of the training and development activitics? 

4 . What problems do the sub-cities face in huma n resource training 

and development? 

1.3. Objectives of the Study 

Human resourcc training and development is one of thc major activities 

of any organ ization. Thu s, this study attempts 

1. To assess the current training and d eve lopment practices in some 

s ub-cities education departments. 

2 . To see if t h e sub-cities conduct training need assessments . 

3. To assure wheth er the sub-ci ties conduct effective and efficient 

huma n resource training a nd d evelopmen t or not. 

4. [n a ddition , it is also aimed at id entifying barrie rs th at affect the 

implem en tation of training a n d development in the su b-cities . 
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1.4. Significance of the Study 

Human resource training a nd development plays a vita l role for thc 

effectiveness and efficiency of a ny organization. Therefore, this study wi ll 

have the followin g significances: -

I. It will provide input and direction to th e sub-citics in asscssing and 

dcsigning training needs and development programs. 

2. The result of the study wi ll h elp the sub-cities and other concerned 

bodies to understand thc status of human resource training a nd 

development activities. 

3. The study will give insight a bout major problems that face the sub­

c ities on human resource training and development. 

4. It might also serve as a base for fur ther in depth study on the a rea. 

1.5. Delimitation of the Study 

Not on ly Addis Ababa edu cation bureau but a lso all regional education 

bureaus 111 the country conduct huma n rcsource trainin g and 

development activities. However, assessin g the trend of human resou rce 

tra ining a nd development activities in a ll regions is so difficult by a s in glc 

researcher due to financia l, lime and othe r reasons. Therefore, thc writcr 

of thi s paper has delimited the s tudy on the city adminis tration of Addis 

Ababa education bureau with specia l referencc in five sub-c ity cducation 

dcpartments (i.e. kirkos, Arada, Ledeta, Yeka and Nifas Silk Lafto) from 

1996-2000 Ethiopian academic years. Moreover, thc study doesn't 

include long- term trainings offercd locally or abroad. 
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1.6. Limitation of the Study 

Leaving the minor ones, the major problems include, unwillingness of 

respondents to fill the questionnaires, new arrangement of offices in each 

education department that was in connection with BPR. That means the 

offices under the study were rearranging to implement the BPR. Thus, 

respondents were not found stable, continuous trainings of respondent 

and carelessness of some respondents. The above-mentioned problems 

were the major constraints of this study. 

1. 7. Definition of Terms 

Development: is a long-term process focus on preparing for future 

responsibilities while mcreasmg the capacity or employee to perform thcir 

current job (Harris and De Simone, 1994: 2) . 

Education department: is a sub division of education bureau that is found 

in each sUb-city. 

Human resource development: is process, which consists of a serIes of 

activities conducted to design behavioral changes in specific period 

(Saiyadain, 1995:233). 

Training: the activity which increases the specific knowledge, skill, altitude 

of an individual worker preparing him /her to do a given job in beller 

way. 

Training needs assessment: is a process of collecting data, which allow an 

organization to identify and compare its actual with its desired Icvcl of 

performance (Mabey ct. ai, 2000:361). 
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1.8. Organization of the Study 

Thi s study comprises five chapters. The first chapter co ns ists of the 

Background of the study, Statement of the problem, Obj ectives of the 

study, Significant of the study, Delimitation of the study, Limitat ion s of 

the study, Definition of terms and Organization of the study. The second 

c hapter deals with the review of the related literature . Chapter three 

contai n s, research design and methodology. Chapter four contains data 

presentation, analyses and interpreta tion. The last chapter presents the 

summary, conclusion a nd recomm end a tion s of the study. 
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CHAPTER TWO 

Review of the Related Literature 

This chapter contains the relevant lite rature review . Which includ e , 

general overview of human resource training and developmen t, the 

benefits of training and development, the process of HR training and 

development, training needs assessment, formulation of training and 

d evelopment objectives, designing training programs, implementing 

trainings, training methods and evaluation of training and development 

programs. 

2.1. Human Resource Training and Development 

Human resource training and development is a wide concept. It includes 

training, ed ucation and development. Each of them is examined in detail 

here under. 

2.1.1. Training 

A number of authorities defined the term training 111 va nous way s. 

However, the concept remallls similar. In its broadest sense, 

Schermerhorn(1996) on his glossary defined as it involves a set of 

activities that provide learning opportunity through which people can 

acquire and improve job re lated skills. Similarly, Foot and Hook 

(2005:228) indicated that training IS a planned process to modify 

attitudes, knowledge , or s kill behavior through learning experience to 

achieve effective pe rformance in an activity or range of ac tivities . Its 

purpose is to develop the ability of the individual and satisfy th e current 

and future needs of the organization. Manopa a nd Saiyada in (1999:172) 
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stated that , the central ideas of training activities focus on improving 

employees and managers performance on the current job she/he holds. 

These writers a lso said that it is an activity that is designed to help 

workers to acquire and apply knowledge, skill ability and attitude in 

third work place. 

[n general, training is an activity that is prepared to improve knowledge, 

skill and attitude of the employees aiming to enhance the performance of 

employees in their job. People are the key to an organizatio n performance 

success (Schermerhorn, 1996:28 and Cowling and Mailer, 1996:53). This 

applies both to the initial training of an employee and to upgrading or 

improving someone's skill to meet changing job requirements. 

As a planned and systematic activity 111 providing knowledge, skill and 

attitude to individuals or groups, trainings are mainly meant for 

improving performance of individuals . Thus, with the objective of 

resulting in immediate improved performance of individuals, trainings 

arc delivered relatively for a short period (Purcell, 2000: 1). Similarly 

Pettinger (J996:89) explained that, the primary purpose o[ training is 

cnhancing skill, knowledge, qualifications and expertise through the age 

and application of varieties of means and methods available . Training 

must o[fered in continuous manner to improve both organization and 

individual performance . Mullins (1996:635) stated that Training is a key 

clement o[ improved organizational performance. It increases the level of 

individual and organizational competency. He a lso states that it helps to 

rcconcile the gap between what should happen and what is happening 

between desired and actual levels of work performance . Many 

organizations give due attention to the training and development of its 

managers and staffs . They institute leadership-training programs that 

focus on learning managerial skills. Some o[ these programs are carried 

out on a year round basis in the [orm of in -service education (Cohen et al 
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1988:427). S uch programs can have significant effect o n th e competency 

that ma nage r brings to hi s/ her job and has a n impli ca tion for th e 

emergen t behavior of people und er that ma nger (Cohe n et a i, 1988 :427). 

2.1.2 Development 

Huma n resource d evelopm ent can be defin ed as a set of systema ti c a nd 

planned activi ties designed by a n orga niza tion to provid e its membcrs 

with the necessary skills to mee t current a nd future job d e ma nd (Harries 

and De Simone, 1996:2) 

Huma n resource d evelopmc nt IS a broad concept that involves 

organ izational growth with the needs of individual c mployces . Thc 

concern of human resource development IS for the survival of the 

organization. I-Tuman resource developme nt attempts to stress the 

Human resource d evelopmen t functions a imed to enha n ce learn ing for 

individua ls, groups and organ izations in line with the organizations 

business obj ec tives (Foot a nd Hook, 2005:228). Hum a n resource 

d evelopment "is a series of organ ized activ iti es condu cted within a 

s pecified t ime a nd designed to produce behaviora l chan ge of orga niza tion 

members" (Nad ler, 1989). It is organized learning experiences provid ed 

for employees within a s pecified period of time to bring a bout the 

possibility of performance improvement and/ or persona l growth (Nadler, 

1989). 

Human resou rce deve lopment IS an extension of tra ining and 

development, with spec ific orientation towards organizational learnin g 

design ed to Improve skill , knowledge and understand in g. Huma n 

resource development IS a term , whic h d escribes t rai ning, and 
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development needs both with in and outside th e organization (Foot and 

Hoo k,2005:227). 

Development ac tivities a re main ly concerned with maximizing individual 

potentia ls and capabilities that go beyond the c urrent job requirements. 

Mathi s and J ackson (1 997 :314) expla in that, it foc u ses on improving 

individual's capabili ty in handling different assignments. Development 

helps people utilize the skill a nd knowledge that education and training 

have given them and it embodies concept li ke physiological growth, 

greater maturity a nd greater confidence (Truelove, 2000:29). 

Unlike training, developmen t activities are lon g-term activities that both 

employees and organizations can be benefited. In this regard Mathis a nd 

Jackson (1997: 3 14) asserted that organization could be benefited from 

capable a nd experienced employees. The more capable and experienced 

individ u als en hance orga nization to adapt a nd compete the dy namic 

en vi ronment and also individua ls gai n career development. The skill, 

knowledge a nd attitude an individua l employee acquired would help to 

develop responsibilities in the fu ture career. This shows that training is a 

base for development. Similar to this Goss (1 996:62) discussed that cvcn 

if training and development seems synonyms from human resource 

management perspective, such that "training is seen as both part of and 

preco ndition for development." Rao (in saiyadain 1995:233) defined 

Huma n resourcc development as a process in which the e mployees of an 

organization are continuously helped in a planned way to: -

a) Acquire or sharpen ca pabilities required to perform various tasks 

and functions associated with their present future cxpected roles. 

b) Develop their gen c ra l enabling capabili t ies to discover and 

cxplo ited their own mner potentia l for their and organiza tional 

development purposes a nd 
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cl Develop an organizational culture where supervIsor subordinate 

relation ships, teamwork etc is strong and contributes to the 

organizational health, dynamism and pride or employees. 

2.1.3 Education 

Education and training some times seem similar concepts. Education 

and training can no longer be regarded as being Il1 watertight 

compartment, and there is considerable overlap between the two (Foot 

and Hook, 2005:229). However, they are d ifferent. Reid ct al (in Foot and 

Hook 2005 :228) cxpla ined that, education activities that aim to dcvelop 

the knowledge skill moral value, and understanding required in all 

aspects of life rather than a knowledge and skill relating only to a limited 

field or activities. In addition to this, education is a general roundation for 

lire and training being specially related to work (Foot and Hook, 

2005 :228). 

Educational activities are not directly re lated to current jobs (Monody 

and Noe, 1999:270). Similarly, Truelove (2000:291) stated, "educational 

activities are not primarily concerned with job performance . Howevcr, t is 

a process that primary rocus on impart general knowledge and 

understanding". Although there is no clear boundary between these thrcc 

concepts distinction must be made between them particularly or training 

and developmcnt. Human rcsourcc development also includes the above ­

mentioned concepts (training development and education). Concerning 

this, Getachew (1998:219) di fferentiate that training in a planned and 

systematic activity which is delivered relatively in short term to upgrade 

the skill, knowledge and attitude of employee ror the current job. While 

development is along term process in contrast to training that aimed to 

maximize the potentials of individuals in the ruture. On the other way 

Nad le r and Wiggs (1998 :6) argue that education roeuses on acquiring 
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new knowledge , s kill and atti tude, direc ting individuals to accompli s h a 

new job or do task 's in diffc ren t way in thc future. 

In genera l, education is inte nded to provide opportu nities for human 

growth with h ighly determina te outcomes (Cowlin g and Mai le r , 1983:53). 

Education, tra ining, learnin g and development and huma n resource 

development, a ll involve c reating conditi ons in which it is possible for 

people to learn (Foot a nd Hook, 200 5 :229). 

2.2 Employees Training and Development 

It is true th a t the effectiveness of any organization is ma inly dependin g 

on the capability and compe tency of its labor force. Althou gh it is 

believed that organizations care fully screen the gene ra l abi lity and 

potential o f employees during recruitme nt a nd sec tion process, most of 

their ski lls a re developed through time (M athis and J ackson, 1982:256). 

According to Mullins (1996:634), Training a nd development is one major 

a reas o f th e personne l functio n of pa rticu la r relevan ce for the effective 

use of huma n resource . The same author expla in ed that, "S taff is crucial 

but expensive resource" . So as to su s tain economic a nd effective 

pe rforma nce, training a nd development is important to optimize the 

contributi on of employees to the attainment of organiza tiona l a im s and 

goals . Employees training a nd development can be defined as planncd 

process of improving individuals with learn in g experIcnce a imed to 

increasc their contributions on orga niza tional goa ls and objectivcs 

(Heneman et a 1.1 980 : 331). Training ac tivities begun when a n ew 

e mployee ca me to the orga nization, u s ua lly in the form of employee 

orientation a nd skill training (Ha rri s a nd De S imone, 1994: 1 0). 

Generally, the purpose of mos t tra ining a nd deve lopment in c lud es: -

• To orien t new employees to the organ ization a nd the ir job 

• To improve e mployees performance levels o n thcir present job 
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• To enables employees to m a in tain performa nce levels as their 

present job c hanges 

• To prepare employees for new job . 

2.2.2 The Benefits of Training, and Development 

As we tried to discuss above tra ini ng a nd d evelopment have multiple 

advantage both for individual employees a nd th e organi za tions at large. 

In thi s regard Millins (1 996:635) li sted the following potentia l benefits. 

Trai nin g ea n: -

,. Inc rease the confidence, motivation a nd co mmitme nt of s ta ffs 

> Provide recognition , enha nced respon s ibility, a nd th e poss ibility of 

increased pay and promotion 

> Give a feeling of persona l satisfaction and ac hieve ment, a nd 

broade r opportunities for career development and; 

y Help to improve the avai la bility a nd quality of stafr. 

No d oubt th at, systematic a nd pla nn ed training a nd deve lopment 

activities have a lot of advantages (Werth er and Davis, 1993:309) 

However , Gomez - Mej ia, Ba lkin a nd Cardr , (199 5 :296) s tated that poo r 

a nd inappropriate tra ining and d evelopment activities can be wastage of 

resources. Thus , effective training a nd deve lopmen t needs to be des igned 

in system a tic and planned ma nner to bring the desired resu lt. 

Effective training and development progra m s have the following be ne fi ts 

(Pigors and Myers, 1981 :280; Werther a nd Davis, 1993:305) and Cowling 

and Ma ile r, 1983:50). 

a) Im prove production both qua ntita tively a nd qua litative ly 

b) Greate r versatili ty a nd adaptabili ty to new methods 

c) Mora l ca n be improved as a result of achievem e nt co ns ta ntly high 

s tan d a rd s 
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d) Accidents, scrap ra tes, and energy use can be reduced. 

e) Dissa ti s fac ti on s, co m pla in ts, absentccism and tu rnove r can be 

grea tly reduced. 

1) Less need for close supervlsmg so th a t manage rs a nd supe rviso rs 

can d evote more time on strategic issues . 

g) Custome r compla ints can be reduced as a result of improved 

services. 

2.3. The Process of Human Resource Training and 

Development 

Effective a nd effici en t huma n resourcc training a nd developme nt 

program involves a numbe r of processes. Amon g those, assessm ent o f 

train ing a nd development needs, formulation of tra ining and 

developmen t programs, implementing tra ining a nd development 

programs and fina lly evalua tin g th e tra ining a nd developed programs. 

The steps or process arc d iscu ssed h er und er. 

2.3.1 Training and Development Needs Assessment 

Tra ining needs assessm en t can be as simple as asking an c mployee wha t 

they wou ld like to be ablc to do be tter in the work place. Many 

authorit ies defined that, tra ining need assessment is the process of 

ide ntify ing areas where people lack s kill, knowledge a nd abili ty to 

perform the job effectively . Besides, it involves identifying organization a l 

co ns train ts that a re c reating difficulties on per fo rma nce (Saya d ai n , 
'<1 

199:2 19 a nd Nad ler a nd Wiggs, 1988 :8). Tra ining need assessment is the 

process of ide ntifying gaps between desired a nd actual organizationa l 

outcomes, unit achievements and employee's performance leve l 

(Milkovich and Boudrea, 1991:409). In add ition, needs assessment is a 
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performance or output discrepancy that is important to thc organi~ation 

and that can be remedied by means of training or development activities 

(Heneman et a i, 1996:423). 

Identifyi n g the needs is th e first step to design training and development 

programs. Foot and Hook, (2005:209) explained that assessing training 

needs is the lSt stage in the tra ining cyc le. It can bc assesses in many 

ways, of wh ich the easiest way is to examine thc task that has to be done 

and the k n owledge skill or competency ncedcd to do the job. 

Cartwright et a l. (1993 :86) expla ined that training needs may be raised 

by line managers / supervisors as a resu lt of observati on or from an 

appraisal interview or it may be gen erated as a result of change with in 

the organization . Performance gaps or organ iza tional constraints could 

be occurred due to a number of reasons such as new products, new 

technolo6'Y legis lative ch anges, etc (Cartwright et a i, 1993:86). Thc 

discrepancy or the gap can be resolved th rough tra in ing. Thus, 

conducting training need assessment is importan t to sort-out problems , 

which can be solved through training (Nadler and WIgS, 1988:9). 

Furthermore, Henem an et al (1996:428) asserted that em ployee 

development is a potential solution to an importan t per formance 

discrepancy. It happens when: 

1. The discrepancy is caused by lack of abilities and lack of 

motivation to perform 

2. Th e individuals invo lved have the attitude a nd motivation needed 

to learn how to do the job better (trainability) 

3. Supervisors a nd peers a re s upportive of th e desired behaviors 

In the process of training a nd deve lopment need assessment, it is 

important to sec from different angles (Saiyadian, 1995:219; Kuber and 

Prokopenko, 1989:3 1-3). 
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A. Organizational Analysis : - a n organizational analys is looks aL Lh e 

organization as a whole . S u ch a nalys is is c ritical to dccide wheLher 

Lra in in g and developmenL is n eeded, Lhrough comprehensive analysis of 

organizaLional sLructure, eu lLure, decis io n making process, objeeLives, 

s Lra Legic p la ns a nd so on (Saiyad a in , 1996:219) a nd Mathi s a nd 

.Jae kso n , 1997 :29 1-2). The prima ry purpose of organizaLiona l a na lys is is 

Lo d e te rmine where in the organization Lraining activiLi es shou ld be 

conducted . Organ izaLional ch a racteri stics as a whole and problems a rc 

c r itica lly analyzed in order to make tra ining and developmenL programs 

res ponsive to futu re ch a nges. Mathi s and .Jackson (1 997 :29 1) and 

Saiyadain (1 995 :219) expla ined that organizational analys is focuses on 

whethe r th e re a re enough ma npower in a n organization and Lries to 

idenLify Lh e abili ty, knowledge and skill Lhat will be needed in Lh e fuLure 

Lo ac hieve goals . 

Generally speaking, organizaLion a l a n a lys is "starts by asking broad 

question s abouL the general work environment and the ma npowe r 

need ed to meet present and future demand (Cowli n g and Ma il e r, 

1983:55). 

B. Task analysis: - This is job a na lysis . It focu ses on thorough analysis 

of Lhe task performed in a given organ ization. Task a na lys is requires 

understanding the j ob require menLs (M athis a nd .Jackson, 1997:292). 

Monday, Noe a nd Premeaux (1 999 :262) sLress that 'importance' and 

'pro fi c ie ncy' musL be primarily d etermin ed while carry ing ouL Lask 

a n a lys is . Impor tan ce rcfers to th e relevancy of specific tasks a nd 

behaviors in a particula r j ob a nd Lh e frequency, which Lhey arc 

performed. Pro ficie n cy related Lo employees co mpeten cy in pe rfo rmi ng 

Lhei r tasks. 
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c. Person Analysis: one of th e m echani s m s fo r id entify in g t ra ining need s 

is conduc ted a t the indi vidua l leve l. It foc u ses on how th ey pe rfo rm th e 

job (Brow n , 2 002 :573). Thi s level is a n importa nt a nd basic which is t he 

building bloc k of a ny n eed s asscssm ent (Ku b r and Poropenko, 1989: 3 1). 

S imilarly Mondy, Noe a nd Pre meaux, 1999 :262 and Sa iyadain 19 9 5 :220) 

s ta ted th a t individual skill s, knowledge a nd a bilities are examined ma inly 

to dete rmin e wh o need to be tra ined and wh a t kind of tra inin g is need ed. 

Kubr and Prokopenko , 1989 :3 1 a nd Cowli ng a nd Mailc r , 1983 :56) view 

tra ining a nd development n eed s assess m e nt a t group or team leve l. Th ey 

a rgue th a t a lthough individua ls reDect uniqu e need s th e re are other 

n eeds that a re common to a ce rtain group. In addition , th ese a uthoriti es 

di seu sscd th a t, h en ce peo ple work in g rou ps, a nd needs tha t co ncern 

re la tion a nd inte raction with oth er individ u a l have to be treated th rou gh 

collective tra ining. 

To sum up, understand n eed s a nalys is requires a dequa te a nd rel iab le 

da ta. Based on th e levels of n eeds a n a lysis, differe n t techn iques a rc 

employed to gath er informa tion on tra inin g a nd developme nt n eed s . At 

organization a l level, conduc ting attitude s urvey, clo se observation , 

o rganization 's pe rformance , observing the beh avior of people, complaints 

from cu stom e rs, employees grievance, rcco rd s of accide nts, a bse n tee is m , 

wastage , turnover etc, a rc importan t sources of d ata (Sa iyadian, 

1999: 220; Mathis and J ac kson, 1997 :291 -2 a nd Cowling a nd 

Ma iler , 1983 :55). Similarly, a n a lysis at pe rso n level indi ca to rs includes; 

meeting dea dline, quali ty of performance, absenteeism , latc coming etc. 

In most cases, performa n ce a ppra isal d a ta is the most widely u sed 

a pproach (M athis and ,Jackson, 1997 :292). Informa tio n on sLich 

indicators is ge nerated u s ing questionnaire, a ttitud e survey, skill tes t, 

record of c ritica l inc iden ts, etc (M a thi s a nd ,J ack son , 1997 :292). 

Sa iyadia n , 1995 :220 a nd Kubr a nd Porkpe nko, 1989 :79). 
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According to Mondy, Noe a nd Premeaux (1 999 :262), sources of data for 

task analys is could be ge nerated from job d escription , job s pecification , 

performance a ppraisal, etc. Job descrip tion and job specifications arc 

im portan t source of data on expec ted performance a nd the skill , attitude 

a nd k nowledge required of th e person to accomplis h a give n tasks 

(Mathis and J ackson 1997:292). 

With regard to th e assessm ent of group or tea m needs, group meeting 

a nd discLi ssion, syndi cates, nominal group techniques, gro Lip project, 

s imulation tra in ing methods, socio-grams e tc tec hni ques a rc employed 

(Kubr and Porkopenko , 1989 :79). In genera l, Patton and Pratt (2002 :468) 

listed the fo llowing techniq ues to conduct training needs assessments 

observation, questionna ires, co nsultation with s ubject mater experts' 

interview, group discussion , tests referen ce to organi zational reco rd s and 

reports and work sam ples. 

2.3.2.Formulation of Training and Development Objectives 

After tra ining a nd devclopme nt need s assessment h ave been de termin ed, 

human resource manger a re ready to tra n s late th e s ki ll s need in to 

s pecific train ing objectives or d esired outcomes of the tra inin g progra m s. 

Then, training programs s hou ld be d esigned to m eet these objectives by 

s tating the spec ific numbe r of people to be trained , the s pecific s kill on 

which th e tra ining focuses a nd the time within which the tra ining shou ld 

be accompli s hed (Frenc h , 1990:333). 

Objectives a re s tatements, which describe inte nded outcomes of training 

a nd developme nt progra m s . Objectives s tate w h a t trainees acco mpli s h 

wh en a program is over. In other way, they serve as c rite ria against 
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which the u ltima te goal of a progra m is evaluated (H e ncma n cl a i, 

1996:428, a nd Gomez- Mejia Balkin and Cardy, 1995 :298). 

Accord ing to Mathis and ,J ackson (1 997 :293-4) , Objcctives mu s l bc 

slaled in behavioral terms lhal a rc measu rable . Similarly, Heneman el a l 

(1 996:429) expla in ed lhat objective s hould contain three e lemcnts (1) 

s ta lcmenl o f desired pcrforma n ce (2) a n indication of any important 

conditio n s under whic h the d esired performance is to occur a nd (3 ) a 

c ri teria of acceptable performa n ce that is suitable . To be measura ble, 

objectives should take one or m ore of th e following forms: 

1. Knowledge objectives, refe rs to the mate ria l pa rtic ipa nts a rc 

expected to know when th e program is over. 

2. Attitudinal objec tives state the beliefs and convict io n s that 

partisans a re expected to h o ld as a result oj' the program 

3. S kill objectives dcscribc th e kinds of behaviors pa rtici pa nts should 

be able to de monstrate under learnin g condition s. 

4 . J ob behavior objectives indicate the d esired respon ses of 

pa rtic ipates once they a re back on th e job 

5 . Organizationa l results objectives s tate change 1I1 profitabilily, 

sales, service, efficie ncy, costs, employee turnover, and the like 

th a t s hould result from the progra m. 

Determining objectives involves precisely what the employee s hou ld 

lea rn a nd s ta ting the desired outcomes. Thus, dete rminin g objectives is 

th e keys tone because all other in the d evelopm ent of t raining systems a rc 

based on it. These a re approaches to t ra ining, the fac ilities, mate ri al 

required a long wi th the criteria for measuring its s u ccess (Tracey, 

J 984: 120). This a uthor a lso listed out th e follow ing purposes of 

objectives : -

:;. Provide learners clarity where they a re going 
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~ He lp faci lita tors to m anage th e learn ing towards achieve ment of 

learn ing goals. 

~ He lp the training teamwork together in a concerted effort towards 

achieving training goals . 

~ Provide management clarity as to wh a t can and what can no t be 

expected from a training program. 

>- Assist immediate supervIso rs ge ts an idea of what their 

subordinates can expect to get from the course 

> Assist ma nagements / supervisors selec t the right person to a ltend 

the course 

~ Provide guide-li ne for evalu a tion of tra inee performance 

~ Provide clear bounda ry for determination of courses con ten t 

(Tracy, 1984:78). 

Generally, s hort run objectives a re stated in terms of knowledge, alt itude 

or s kill with job behaviors bein g more intermediate in length a nd 

organizational results (Hcneman et ai, 1996:429). 

2.3.3. Designing Training and Development Programs 

Once train ing needs has been ide n t ifies, a number of choice to be made 

abo ut how the training shou ld be ca rried out. Firstly it sho uld be 

determ ined whether th e training is carried out in the organ iza tion (in ­

house) or by externa l bodies. Second , the trainer has to be consid ering 

wh ich tec hniques should actu a lly be used . Finally, the trainin g progra m 

need s to be des igned (Foot a nd Hook, 2 005:210). Tra inin g and 

devel opment objectives a re co nverted in to practice by designing 

ap propria te program . Training progra m s s hou ld be based on learning 

concepts as far as it is possible to do so. Som e of th e concepts however, 

arc not a lways to apply easi ly (Cowlin g and Mailer, 983 :63). Tra ining a nd 

d evelopment programs a re u s ually developed to meet training and 
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development needs (Pigors and Myers, 1981 :28).once the train ing 

objectives a re decided, then program have to be planned to usc varieties 

of techn iques in order to ach ieve th e objectives in most e ffective way(F'oot 

and Hook,2005:217). Tra in ing activities should not bc le ft to ch a nce. it 

needs great dea l of planning. Depending on the type of needs to be 

add ressed various t ra ini ng a n d developme n t programs ca n be des igned. 

In this regard, Saiyadain (1996; 227) lis t 4 types of standard t rain ing 

progra m s : -

1. Induction training: where a new recru it IS in troduced in to the 

organizat ion; con d itio n of services, rule of behavior , etc . In addition 

it is a lso given to fa milia r ize a new en trant to th e job. 

2. Supervisory tra ining: superviso rs are trained for techn ical skills, 

leadershi p qu a li t ies, for ha nd ling machi nes and me n . 

3 . Technical training: Th is type of tra ining programs helps in 

inducting new entrants to the operational requiremen ts of the un it 

and in improving the ski ll of existing employees for promotions, etc 

4 . Management development: It is des igned for man agers. These 

training programs emphasize attitu de, values and conceptua l 

kn owledge analytical abilities, a n d decis ion-making skills 

(Saiyad ain, 1996:227-8). 

The con ten t of most supervisory management train ing programs 

inelu des: leade r s hip, strategic pla nni ng, goa l setting, police making, 

decis ion- ma ki ng, CrIses h a nd li na 
to' resou rce al location , etc, (Tracy, 

1984:35). O n the other hand, Mondy, Noe and Premeaux (1999:277-8) 

explained that, most employee train ing and developmen t programs focus 

on specific ski ll s rather than on more general development programs 

offered to manage rs. 

While des ign ing tra ining an d developm en t , a number o f questio n s have 

to be come in to min d. Such as who are involv ing in this training? Who 





wil l provide the training? Which training methods arc appropriate? How 

muc h time spent? How much cost incurred? (poot and Hook, 2005: 2 17). 

Training and deve lopment programs should be designed based on 

principles. That means, genera l principles have to be taken in to 

conside rations w h ile d esigning training and development programs. 

Tracey (1984:6-7) listed out the fo llowing p r inciples o f d esigning trDin ing 

a nd development programs: 

1. Tra in ing requires the full commitmenL and support ll f Lop 

man ageme n t, superv isory person nel , and th e collec t ive bargaining 

un it. 

2. Trainin g prog~ams and activities must focus on problems that. can 

be solved by train ing- remediation of defic iencies in knowledge, 

skill, and altitude ; not on m a nagement problems , performan ce 

deficiency aLtributable to in a ppropr iate performa n ce standa rds , 

inadcqua te supervision, d issati sfaction with wurking condition:.;, 

etc. 

3. Training programs must meet both orga ni/:al ion and employees 

need s, and th ey must. encompass a ll types and levels ef employees 

and cut -HC ross all div is ions a nd units of t.he o rga ni za tion . 

4. The pa1.Le rn and arrangements of training opportun itics m llSL 

complement. a n d impicment the philosophy of the organization. 

5. Train in g programs must be dcveloped th rough a systema tic 

process. They must be built on a firm foundation of p ,·ccisely 

defined job per fo r mance req ui remenl. And, the material used must 

be structured to provide integrated skill s - build in g seque n ces of 

learning expe riences. 

6. Trai n ing programs must employ del ivery systems tha t arc se lected 

on the bas is of tra ining effectiveness, a vai lable tec hnology , cost 

effectiveness a n d res u ll:s . 

7 . Training programs must be va lida led to ensure effec liveness prior 

10 full-s ca le implementa tion. 



8. Training programs in clud e eva luation and feed back channel is and 

m echan isms to perm it refinem en t , updating and co n tinu ing 

effectiveness. 

9 . Training programs mu s t provide amp le opportunities for trainees 

to a pply and practice newly acquired s kill s and kn owledge . 

Training departments u su a lly prepare training programs. However, a 

manager can be a ble to p repare tra ining programs without exper tise 

knowledge as far as he /she follow th e following ste ps: -

i. Examine th e job o r g roup of jobs for which t rain ing I S 

believed to be necessary as part of the ove rall organizational 

system , and consider any p ractical a lte rnatives to training. 

ii. Prepare job desc rip tions a nd specification s in a form su itable 

for tr aining purposes, if train ing appears to be the best 

solu t ion. 

iii. Employee task analysis or role analysis wh e re necessary to 

give clear pictu re of the conceptu a l difficulties likely to be" 

p resent when lea rning complex task or roles. 

iv. State the knowledge, s kill and altitudes n eeded to perform 

the job or group of jobs. 

v. Assess the capabilities of those sen t forwa rd for training on 

a n individ ual bas is . 

vi. Prov ide a deta iled specification of th e training ga p that the 

training is in tended to overcome. This will be based on 

measu re of present capabilities of trainees a nd of the 

knowledge, skil ls a n d attitude they m u st acqui re. 

vii. Select training methods, equ ipme nt, a id s and sta ffs with 

regard to the resource, skill avai lab le a nd th e cost. 

viii. Eval uate the train ing program in its entirety . This normally 

consists of two process validat ion and overall evalua tion. 
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The information obtained at each stcp and particularly at the end of the 

program can h e lp the trainer to identify the errors in program design a nd 

execution, and hopefully to improve the next program (Cowling and 

Mailer, 1996:65-6). Thi s strengthen s the idea "experience is the best 

teacher". People learn m ore from their life experiences. 

2.3.4. Implementing Training and Development programs 

In this stage, the designed training and deve lopment programs changed 

111 to practice. A well -designed tra ining and development program by 

itse lr is not an end . If the designed program is not prope rly implemented, 

all the other errorts mad e before will be valu e less. According to Saiyadain 

(1 996:226), "Training adm inistration basically refers to converting 

training needs in to contents, type or training programs, location or 

training programs, choice raculty a nd participants, and ge neral 

adm inistration". The same autho r (1996:2 28) stated tha l. It involves 

choice or participants wh ether they should be sent to an external 

program or the organization provides an in -accompany programme. 

According to Robin son (1981) learning will be rruitful when ind ividua ls 

need to have; motivation to learn, capacity to learn and perrorm, s killed 

guidance and opportunities and racilities. Training implementation 

program consists or three mall1 activities: planning program 

implementation, preparing and organization program ac tivities and 

executing the program (Ca mpaga, 1989: 128). The same writer explained 

that planning program ror implementation has the task or produc ing 

master plan enable to identiry and mobilize resources ror 

implementation. The master plan helps to prepare a number or activ iti es 

in systematic way a nd also helps to mon itor the progresses o r each 

prepa ratory activity. 
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When training and d evelopment programs a re implemented , different 

resources are required. These inelude huma n, finan c ia l, material 

resource an d infrastructu res (Campaga, 1998: 130 and Saiyadain, 

1995: 128). Those who arc to carry out the training shou ld themselves 

have some training 111 runnl11g the training programs. Although 

specialized training officer or huma n resou rce managers with 

responsibility for t raining will be often be involve in actually training 

individual (Foot and Hook, 2005: 2 18). 

The ultimate aim of any training program IS maxImIze the positive 

as pects of the process known as transfer of training (Cowlin g and Mailer, 

1983:62 ). These writers argue that it is difficult to trainers to produce 

si tuations th a t maximize transfer in practice, due to va ri a tion from 

trai nee to tra inees and the trainer do not know the stimuli to which each 

trainee best respond. To sum up, imple mentation of trai ni ng a nd 

development program is critical process that changes a ll the steps into 

real ity . 

2.3.5. Training and Development Methods 

Training and development meth ods are the mea ns , w hic h enable to 

change th e designed program in to prac tice. Verities of training methods 

are available and used by tra ining agen cies and organ izations. Saiyadain, 

1995:223). Afte r objectives and program co ntent is fulfilled consideration 

can be g ive n to the techniques that will be relevant to the actual learning 

(I-tenaman e t a t, 1996:431 and Math is a nd Jackson , 1997:298). 

Similarly, Foot a nd Hook (200 5 :2 11) stated that , once decision has bcen 

madc about whether the training is to takes place , it is also important to 

decide on th e most appropriate training techn iques to use. 
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The trainer or organizations can employ a w ide verily of training 

methods. However , th e c hoice made wi ll dcpend on d ifferent er itcria 

(Cowling and Ma iler, 1983 :66; Hene man et a i, 1996 :43 1; Saiyadain, 

1995:223 and Foot and Hook, 2005:2 11). The training method s uscd 

must be chosen to be appropriate for the particular t ra ining necd that 

h as been identified. The type of method c hosen is function of the 

fo llowing consideratio n s. 

1. The purposes of training: knowledge can be provided by traditional 

methods like lecture and discussion. Skill and attitudes have to be 

developed by experimental methods li ke in basket, T- group, etc. 

2. The nature of content: A concept can be clarified through a lecture 

while the operations may best be demon strated. 

3. The level of trainees in the hierarchy of the organization techniques: 

such as in -baske t, managemen t game, etc a rc designed for 

manageri a l levels. 

4 . Finally, cost factors : cost factors must be taken in to account while 

deciding on method of training. (Saiyadain , 1995:223). 

Simi larly, Wether and Davis (1993:315) stated that, the se lection of the 

appropriate tcchniques depends on cost effec tive ness , designed program 

contcnt, appropriateness of trainin g a ids, trainer and tra inees' prefe ren ce 

and capabilities a nd learning princ iples. But, depending on the nature of 

the content and the program more than one me thod can be applied in a 

pa rti cular training and development program. 

According to m a ny a u thorities, th e most w idely used tra ining methods 

include lecture, group-discussion, case material, the role-play, 

demonstration, guided in struction , s imulation, (Cowling and Mailer, 

1983 :67 ; Saiyada in, 1995 : 223-6 and Foot and Hook, 2005 :212-3 ). In 

fact th ese training mcthods have their own merits and demerits. Other 

classified the se methodologies into two broad catego ries. 
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A. On-the -job Training and Development Methods 

On-the-job training is a set of ac tivities done in the work setting which 

provide th e opportunities to acquire and improve job- related skills 

(Schermcrh orn, 1996:256; Mathis and Jac kson , 1997 :494 a nd Hcn eman 

e t a i, 1996:437). 

The learnin g takes place in surrounding or in thc rcal work arca using 

the office, matcria ls, facilities and tools that have bee n u sed; that is no 

n ew pace or equipmcnts are required (Saiyadain , 1995:224). 

Pigcrs a nd Myc rs (1981 :284) explained th a t first line managers, 

supervisors and experienced e mployees in te racted and demonstrate for 

others within on-the-job tra ining m ethod. On-th e-jo b training is foeuses 

on cmployees trainin g on their actual job area. Cartwrit.hgt ct al 

(1993:89) a rgu cd that Icarn ing a t work has a numbc r of advan tages. Thi s 

is bcca u se the su rrounding is fa miliar, support from co lleagucs superiors 

a nd manage rs , thc relevance of the learning to th c job can be easy to 

observed. In addition to thcse, the workcrs pa r ticipat ing in thc o n-th c-job 

tra ining learn a nd m eanwhile they can accomplish their tasks, whieh 

co ntribute to th e success of the organization. 

In contrary to th e abovc advantages, He ne man ct al (1 996:437) cxpla incd 

that , on-th e-job train in g is ineffic ient for two reasons: lack of contro l ovcr 

program content, which is determined by day- to- day job d emand. And 

the o ther is su pervisors or pce r traincrs who , nOl'm a lly diffc ren t 

respon sib iliti es in add iti on to employee development an d who may 

receive life trainin g for the task a nd no rewards for doing it wel l. Diffc ren l 
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methods a re u sed in tra ining on -the-job. Of wh ich the fo llowings a rc 

co mmon a nd mo re famili a r: 

I mentoring: is the ac t of informally sharing experience a nd in sigh t 

between a sen ior worker and junior one (Schermerhorn, 1996:256); 

Go mez-Mejia, Bakin a nd Cardy, 1995:340). These write rs be li eved that 

mentorin g co uld be another important form of personne l development. 

In th e process of mentoring the senior worker / m e ntor / provid e guide li ne 

to the junior worker / m e n tee/ about the ove rview of th e genera l 

envi ronment, the nature of the work , organization a l c ul tu re, e tc. 

In o rd e r to guide the m e ntee crfective ly, the m en tor s hould have good 

experience a bout the general e nviron ment o f tha t organiza tion. In 

a ddition , it is expected that the mentor is role model to his / her mentec. 

Thus a mentors is became experienced mature enough, s kill ful to inspirc 

a nd inn uen cc the mentce . 

II Coaching: it is a lso on e of the on -th e-jo b training mcthods . This 

mcthod has bccn described as Henema n et a l (1996:438) "th c process of 

e nsunng th a t employees development occu rs 111 th c day-to-d ay 

s upervi so r-subordinate relation s hi p". 

Coachin g con s is ts of on -the-job deve lopmen t by a supcrvisor (Cowling 

and Ma ilc r, 1983 :93 ) a nd Mondy, Noe a nd Pre m eaux, 1999 :263). 

Coachin g occurs wh e n a n experienced person givc s pecific technical 

advice to s ome o n c c lsc. IL can bc delivercd formal ly o r in form a lly 

(Schcrmerhorn , 1996:256). In coaching, a coac h who is wc ll - traincd 

worker is assigned to look for th e works of a ncw e mployce in thc 

o rga nization. Coachin g reprcse nts an activc proccss through w hich the 

manager provides feedback to th e subord inate and gives comments to 
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strength en development (Cowli ng and Mai le r , 1983:93) . Cartwrigh L c t al 

(1993:93) expla in ed that "Training can be equatcd to the acqui ring of a 

ski ll , coaching is th e process where by that sk ill is developed and honed. 

This shows that coachin g is a conti nuou s activity . Both training and 

coaching requires a degree of caution. As a process it need s careful 

a na lys is of pe rforman ce level and co nditi on s (H arris a nd De S imon e, 

1994:267). Conce rning thi s idea French (1 990:262) expla in ed Lh at, the 

coaches are expected to assist employees by statin g c h a llen gin g goals , 

explaining the job and a ware of what is expected from th e m , evalua ting 

their progress an d forwa rding feedback. 

Even if coaching seems time taking, it is importa nt to individuals to lea rn 

a nd adapt n ew s kill, idea and situ ation s . According to Monody, Noe a nd 

Premeaux (1 999:223) it would be effective w hen there is mULua l Lrust 

a nd confidencc between supe rvi sor and subordinaLes Confid ence a mong 

superV1sor and subordin ates . Some tim es Lhe subo rdinate fee l Lh at 

he/she is un de r control or dependent. There fore, Lhe obj ecLives of 

coach ing must be clear fo r both pa rities. The s uccess of coaching 1S 

highly d ependi ng on th e ski ll an d a bili ties o f th e coach (Gomez, Balkin 

and Cardy, 1995:34). Thi s mean s that, in eompe tenL a nd inexpcrienced 

coach may t ra nsfer inappropriate working methods. Coaches may not 

h ave enough time to guide specia lly, if an individua l coach has many 

subordinates under his / her supervis ions. 

The oth er problcm rclated w ith coaches is most coaches a re not well 

prepa red to coac h employees and feel un co mfortable in the role. And 

finally, coach in g is va lu eless if the s uperv ise fails Lo pay a ttention at 

crucia l moments (Gomcz, Balkin a nd Cardy, 1995). As al rcady mentioned 

above, coaching is a two-way co mmunication and needs mutual 

understanding between the coach a nd train ee / s upervisee. 
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III. Job Rotation: - Sehe rmerhon J (1996: 256) s ta ted tha t, "it is a 

process of increasing task verities via periodical s hifting of workers 

a mong jobs involving differen t job ass ignments" . It a ll ows workers to 

spe nd time working in vario u s position a nd th u s u pgrade the scope of 

their job capa bilities (Harri s a nd De simo ne, 1994: 140; Monday Noe , 

Premeaux , 1999 :267; Saiyadi a n , 1995:224 and Schermerhorn , 

1996:256). 

S imilar to the above notion Heneman et al,( 1996:438) ''cJo b rotation 

involves a systematic s hift of trainees through a predetermined set of 

jobs, usua lly with the objectives o f providing exposures to many parts of 

the organiza tion an d to Va rity of fun c tion a l a reas". Through job rotat ion 

e mployees can be able to work in var ious d epartments . This helps an 

individual worke r to fa m ili arize most of the tasks. 

I-Ia rris and De S imone (1 994 : 146) d iscussed tha t trainees lea rn from 

diffe rent supervisors, a bout key roles polic ies and proeedur~s. In general, 

job rotation is essen tial for both employees and organizat ion in whi ch 

ski llful worke rs achieve organi zational goals (Gomez, Blak in a nd Cardy, 

1995 :342). 

In job rotation worke rs arc exposed to learn through observing a nd 

d onning rather than instruction (H a rris a nd De S imone , 1994: 139). 

Lea rning by doin g e nable the worker to understand the task very well. In 

other words when e mployees are lea rnin g by doin g they ca n easi ly 

interna lize their job. In addition to this, job rotation enable to a voided 

boredom. And also it helps to s ubstitute when positions a re vaca nt due 

to various reasons. However, accordi ng to Cowli ng and Ma iler (1983:92), 

it is di ffi cult to eva luate the valid ity . It a lso c reates confusion In 

departments when n ew manager arrive who lacks re levant experi ence . 
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IV Orientation: it refers to some Limes indication or sociali;:ation, 

Orien tatio n offered immediate ly a fte r an indi vidual is ass igned to perform 

a job. Or it is the process of in t roducing the new employee to the 

organi%atio n a nd the tasks performing. A number of authorities forwa rd 

the d efinition of orientation as a systematic a nd planned in troduction of 

new employee to the job, workers and su pervisors a nd the organ ization 

(Ha rri s a nd De Simone, 1994 :224; Ma thi s and J ackson, 1997:284; 

Gome%, Ba lkin and Cardy, 1995:3 16). S imila rly Cartwright, e t al 

( 1993:77) stated that "". is a very important p rocess that is often, 

unfortunately, relegated to a qu ick tou r of the work a reas, canteen a nd 

to ilet fac ili ties." 

Orien tation is part of training a nd deve lopment. It co ntributes to promote 

sa fe work habit, develop loyalty , crfeetiveness and productivity on 

workers /Tracy, 1984 :7) . In addi tion to this, th e same a uthor stated th a t 

it stre ngthen coopera tion amon g workers, red'uce grievan ce, d isch a rges. 

S imilarly Harris a nd De Si mon e, (1 994 :22) fo rward the fo llowi ng 

contribution s of orientation. Reduce stress and anxiety, Reduce s tar t up 

cost, Red uce turnover, Reduce the period of profi c iency, Help in the 

organizations value and expectation, Assist the new comer to acqu ire 

a ppropri ate role behavior, Help to a djust to th e work group a nd its norm. 

Accord ing to Saiyadain (1 996:2 18), "th e socia li;:ation process he lps, a n 

individua l to kn ow about himself, hi s hopes, aspiration a nd in clin a tion s." 

Thus, every organization has to provide orientation to its employees, 

entering th e o rga ni;:a t ion to he lp them settle down. S ta ffs a re c rucia l 

asset, a nd need s enou gh time to e nsure that they are acqu ai n tin g with 

the tasks th at will be carried out, th e peo ple they wi ll work together, 

facilities they u sc , products or services of the organiza tion and its culture 

(Cortwright et a i, 1993 : 77). These authorities classified the induction 
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program in four s trands: task induction , facility indication health a nd 

safety induction and organizational induction (1 993: 8 1-4). 

B. Off- the-job Training and Development methods 

As we discussed earl ier the second method of training and development 

is o ff- the-job technique. Schermerhorn, J (1 996:256 discussed that , "It 

is set of activi ti es done ou tside of the work selling w hich provide the 

opportunity to acqu ire and improves job-rela ted skills"). He also defined 

that unlike on-the-job training off- the-job tra ini ng conduc ted not on the 

actual work p lace. It is commonly offered for management or professional 

development in the form formal courses, work s hops , seminars etc (Tarcy 

1984:64) . "Off-the-job training is relatively effi cient from the stand po in t 

of learning, but relatively inefficient in transferring learning form the 

c lassroom to the job (H eileman et a i, 1996:437) and Gomez, Ba lkin and 

Cardy, 1995:302). The m ajor ty pes of off- the-job tra inin g techniques a re 

dividing in to 3 broad categories' (H e neman et a i, 1996:432-3). 

I. Information presentation: des igned to import information with a 

minimum amount of ac tivity by the learner. 

II. Information processing; designed to involve groups of learners in 

the generatio n and discussion of materia ls to be learned. 

III. Simulation: designed to represent the work env ironme nt to greater 

or lesser degree and to actually involve the lea rner (experiential 

learning). 

It is d ifficu lt to say that one method of training is beLLer than th e others . 

This is because individua l prefer to learn In variou s . Concerning this, 

Cartwright et a l (1993:89) discussed that "it is necessary to be awa re 

that there arc four different ways in which indi vidual learn, and lea rn ing 

can be enhanced if th e right a pproach is used for different indi viduals. 

foot dn d Hoo k (2005 : 198) a ls o support the above idea. Cartwright c t al 
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(1993:89) and Foot and Hook, (2005: 198) stated the learni ng cycle as 

be low: 

1. Activists (experiencing): They learn bes t when th ere is ncw 

exper ien ce and problem, especia lly where there are short-term 

resul ts to be ga ined. 

2. Reflectors (evaluating): Th ey learn best when they arc 

encouraged to evaluate an activity and they arc g iven plenty or 

time to thi nk before going on to th e n ext activity . 

3 . Theorists (conceptualizing) : Th ey lea rn best when they can sec 

h ow th e task rits in to the whole a n d they arc directed to th e 

theoretica l backgrou nd to events . 

4. Pragmatists (experimenting): th ey learn best when they can 

concen trate on p ractica l issues and th ey can see the link between 

theory and practice. 

Foot and Hook (2550:2 15) ex plained that there are other con temporary 

approaches o r learning a nd development. Currenlly these two 

approaches arc more popular. The approaches a rc: -

1. Bite s ize learning. "Redelivering training in bite s ize chunks 

mean s that on e must adap t to th e needs or in dividu als a n d provide 

s h ort, roeused train ing th at su its their need s and lire style " Black 

in (Foot and Hook, 200 5:2 15) The above idea explained that 

ind ividuals rem embe r m ore when th ey learn in sma ll amount or 

time. T h is idea is direc tly re lated to allention span. 

2. Blended learning: is a n integra ted st rategy ro r d elive r ing on 

pro mIses abou t lea rning and perrorm a nee . It in vo lves a pl an n ed 

co m bination of approaches as varied as coaching by supervisor, 

par ticipat ing 111 on -line c lass, selr-assessments and on -line 

atte nd ance in workshops and in on - line d iscussion DOLipias (in 

Foot and Hook, 2005:2 16). 
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lL shows that there can be a mix of learning and development approaches 

to fit with th e needs of the learners. 

2.3.6. Evaluating Training and Development Programs 

E:valuating the training and development progra m is extremely important 

stage in the training cycle Woot a nd Hook, 2005:218). Saiyada in 

(1995:230) stated that, "Training evaluation consists of an evaluation of 

various aspects of training immediate ly after the trainin g is over and 

judgin g its utility". Valuation I S the final stage through which 

effectiveness of the program is examined. Training and developmenL is 

de signed and co nducted to bring change both in the organization and 

individual's performance. However, many training a nd development 

professionals did not evaluate the result of their training and 

development at the end of the courses Woot and Hook , 2 005:218). Thus, 

Human resource manager should eva luate the impact of t raining and 

development of programs uSll1g varIOUS techniques a nd c riteria. 

Thomson (in Foot and Hook, 2005:2 19) evalua ting training is a way of 

co mbining th e assessment of the impact of training and development, 

while raising the profile a nd influence of hum a n resource and training 

functions. 

As m e ntioned by many authoriti es the outpul of training is not merely 

positive. Due to variou s factors training may not be e ffect ive . According 

to Sa iyadain (1 995:30) eva luation is the most cr itical phase wh ich 

enables to asscss the quality of trainin g impa rted and a lso to predi c t the 

future t rain in g p lan in o rder to make it crfective. Sim ilarly Ha rri s a nd Dc 

Simonc (1994: 167) statcd that evaluation of training and developmcnt 

programs have different objectives. Immediate eva lua ti on will conduct 

afte r each training session where participants a re requested to fill a form. 
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Where as, training utility refers the change or improvement brought by 

training a nd development program. 

Evaluation of training and development need different resources such as 

time, finan cial, human , etc, which need ca refu l uti lizatio n (Harris and De 

S imone, 1994: ] 69). 

Trai ning and d eve lopment evaluation reqUires elear criteria. Many 

authorities suggested their own models to evaluate tra ining and 

development programs. Concerning this iss ue Hamblin (in Cowling and 

Maile r, 1983 :67-8 ) and Henema n et a l (1996:443-450) s uggested the 

fo llowing methods: -

a) The reaction of trainees, in te rms of their impression, opinions 

a nd altitudes . 

b) The learning meas ured by verba l, written and practical tests. 

c) The job performance a fter train in g, relatively easy to measu re 

product in tasks but harder when to measure social skills 

cri tical to job success. 

d) Selection and department performan ce after trainin g, 

meas ured in terms of qu ality a nd quantity of production, 

da mage of m a teria l and equipment, rates of labo r turnover, 

etc. 

e) Ultima te organizational goals, measured by referen ce to the 

return on capita l employed, m ajor improvements . 

Trainin g and development programs a rc evaluated by assessing whether 

the behavioral objectives have been attained or not (Cowli n g and Mailer, 

1983:67). Several m ethods have been used to assess whether 

improvement have been brought th rough tra ining 0[- not. Th e methods 

inelude observation of the behavior on the job, evaluation by s upervisor, 

peer and subordinales, se lf-eva luation, and qualilative a nd quantitalive 

improvements of th e Lrainee (Saiyada in eL aI, 1995:231 ). However, 
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subjectivity will be obse rved when others conduct evalua ti on and 

qua litative a nd quan titative resu lts are a lso d iffi c ult. 

Foot and Hook (2005:219-2 1) stated th at, training eva luatio n can be 

co nducted at four levels: First, at the e nd of the t ra in ing cou rse. IL is 

co mmonly u sed in every training program the tra inees are asked to give 

the ir own view about the crfeetiveness of th eir tra ining. Most of the time 

partic ipa n ts a rc asked to fill questionnaires about the courses, methods, 

d rawbacks, etc. Prom thi s, the trainer takes some adjus tm ents on the next 

courses. 

Secondly evaluation can be conducted when the tra in ees arc aeLual ly got 

back to the work. It is done a fte r few weeks to e nsure w hether the training 

has crfeet on thei r performance or not. At this level the part icipants and 

supe rv isors a re asked throu gh inte rview or questionnaires . 

The third level of evaluation is carried out w he n th ey return to their norm al 

work area th ey revert to their usual behavior. At this level , the evaluator 

a imed to test w hether transfe r to learning has Laken place and whether the 

learn ing transferred to th e work roree. In other words , evaluation at thi s 

leve l a im s to m easure changes in the job be h av ior. 

Finally, evalua t io n can be done wheth er the learning and developmenl 

ae livities made d ifference on th e botlom-line in the organization . It is 

expectcd that tra ining and development programs bring e h a n gc on job 

performance and add value on tra inces . 

S imilarly Hen ema n et al (1 996:443-50) su ggested tha t training program 

may be evaluated at more advanced leve l to determine: (1) h ow m u ch 

change in knowledge, attitudes, s kill s job bchaviors or organ ization al 

results observed amon g participants in the train in g. (2) To what extcn t the 

change reasonably attribu ted to th ei r partic ipation in the progra m. 
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CHAPTER THREE 

Research Design and Methodology 

This c hapter dea l with , research d esign and method ology, sources o f 

da ta, data gathe rin g tools , sampling techniques, data col lec ting 

procedures and data analysis. 

3.1. Research Methodology 

Th e purpose of this study is to assess the curren t status of huma n 

resource training a nd development programs in education departments 

of Addis Aba ba . The cove rage of the study was assumed to cove r 

rela tive ly la rge number o f respondents . Thus , the a pproach th at was 

found to be appropriate for this study was quantitative method. And the 

resea rch design was descriptive sllrvey . Thi s resea rc h d esign hclps to 

describe the status and factors affecting huma n resources train in g a nd 

development act ivities ca rri ed out within education d e partments . 

This research design was selec ted because it is a pla n ned me thod of dura 

collection that h elps to ga th er pertinent information LO the issue unde r 

the s tudy . Seyo um and Ayalcw (1 989) stated th at, the descriptive method 

is concerned with depi c ting the existing situation. Moreove r , it dea ls with 

the relations hi p between vari a bles, tes ting hy potheses or d evelopmen t of 

genera lizations , principles or th eo ri es that h ave uni versa l va lidity . 

Desc riptive survey is concerned with function a l relation s hip (Bes t a nd 

Ka hn, 2 004). 

Sim il a rly, many au th oriti es asserted that descriptive s urvey m ethod IS 

the most commonly u sed method in educatio na l researches. This IS 
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because , it helps to describe the nature of exis ting co ndition s, identify 

standa rd s against with existing condition s can be co mpa red and 

de te rmining the rela ti onship that ex ist between s pecifi c events. 

3.2. Sources of Data 

Relcvant information to the study was obtained both from primary and 

secondary sources. Th e combin a tion of the primary a nd secondary 

information d a ta gathered from diffe rent respondents a nd docu m e nts 

provide a clea r pictu re of the c urren t practices of hum a n resource 

training and development activities within educa tion departments o f 

Ad d is Ababa . Primary data were collected from subjects such as : 

cdueatio n a n d trainin g o ffi c ia ls, depar tment heads, tea m Icaders, 

supervIsors and experts through questionnaire and intc rvicw. Thc 

respondents were found both at sub-city and kebele level. Concern ing 

second a ry sources of data, Tra ini ng manl!a ls train ing policies, legal 

documents, and minutcs were assessed. On top of these, th c necessary 

information was taken from the review of related literature. 

3.3. Sampling Techniques 

The study focuses on huma n resource training a nd developme nt 

a ctivities carried out un de r sub-cities educat ion departm ents . Diffel'cnt 

sampling techniques were employed to s elect the area of the study an d 

the respondcnts. Firs t out o f 10(te n) ed ucation departments /sub-cities, 

5 (five) of them were inc luded in th e study u s in g s imple rando m samp li ng 

techniques. Simple random sam pli ng techn ique g ives cqua l chan ce to a ll 

cleme nts to be involved in the study (Krishnaswami and Ranganath a m , 

2007 : 124 ). As a result, Yeka, Gu lc lc, Arada, Ledcta and Ni fas Si lk La fto 

education dcpartme J1[s were sc lected and inclucled under the study . 
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Th en, 115 respondents were drawn from th e tota l of 280 s ubjects. That 

is more than 40% of the population was included in the s tudy. From 

these sample respondents, 5 (five) education and tra inin g orricers found 

at sub-city leve l were included using purposive sa mplin g tech nique. Th is 

is because; this group of respondents was directly respon s ible for human 

resource tra inin g and deve lopment activities 111 their respective 

departments. Pu rpos ive sampling is use fu l in situation s where a 

researchcrs need to reac h a targeted sample quick ly and whcre sampling 

fo r proportionali ty is not the primary co ncern. Purposive samplin g is the 

selection of sample units that con form to somc pre-determined criteria. 

This involves selection o f eases that we judge as thc m ost a ppropriate 

ones for the given study (Krishnaswami and Ranganatham, 2007: 139). 

Th e rests 10(ten) education a nd trai ning o ffi cers found at kebe le level 

a nd 100(hundred) education exper ts both in kebele and su b-c ity level, 

were selected using simple random sampling techn iques. Attempt was 

made to give equ a l chan ce to all sub-cities . 

3.4 Data Gathering Tools 

This study is con ce rned with assess ing th e extcn t of human resource 

training a nd devclopment activities, factors a ffccting training and 

development ac l1 vities a nd measures to be taken. Therefore, to co ll ect 

pe rtin ent information, diffe ren t data gatheri ng in stru ments welT 

employed. These include question n a ire , struc tu red interview and 

document ana lysis. Ques tionna ire was used because it is su itab le for 

collecting fac tu a l in formation, opi n ion and attitude from su ch la rge 

population. It is also an opportuni ty 1.0 es tablish reports, exp lain the 

pu rposes of th e stu dy and expla in the meaning of item s that may nOl be 

clear (Bes t and I<ahn , 2004) . Bo th open-ended and close -e nd ed itetlls 

wcre prepared in E n gli sh. It is cxpected that the respondellls be at least 
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College/University gradua tes . The questionnai re has two parts. Th e ri rst 

pa rt was about ge nera l e harae te rs t ies or the res pondents . The seeond 

part eon tains issues re lated to the study that includes, training and 

development program s, tra ini ng needs assess ment, train in g method s, 

train ing eva lu alion a n d cha ll enges or lraining programs. 

Berore th e rin a l rorm, t.h e questionnaire was pre- tested wilh in sma ll 

g roups that h ave s imilar characteristics with aetual responde nts or the 

study , so as to make essentia l corrections and mainta in validity . Arter 

gelling corrected a ll item s, a tota l or 11 5 copies or question naires we re 

di st.ributed to sam ple respondents. 

I<'or issue that needs clarirication and to acquire addilion a l prim a ry d ata, 

s tructured inten,iew \Vas conducted with sub-ej(~! (,ducat ion a nd traini ng 

o rfiee rs a nd department h ead s. On top or t he se, docu me n L a n a lys is was 

conducted to assess in wh a t ex te nt train in g and deve lopment ae tivilies 

were done . 

3.5. Data Collecting Procedure 

Arle r the rev Iew or relaled literalure was organized, the researcher 

prepares ques Li onnaire a nd interview gu ides to collect relevant 

inrorrnatinn. Wilh lette r or COOPCf<.I'.lon rrom th e univers ity, lhe 

resea rcher wen l to educa t ion d epartme nts. To maxim ize the quality or 

the responses a nd the ra te or ~he return pilot-test and con ti n u ous roll ow 

up was m ack . In addition , th e researche r madc clea r th e objectives o r the 

stud y LO a ll t h e respond enls on the cover page or th e qucst iolll lH.ire and 
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during thc admin istra tio n of the questionnaire in order to av id confusion 

and faci litate case of ad ministra tion. Final ly, 10 I (87.8')'0) of the 

qu estionnaires were return ed from both groups of respondents. Then , 

each questionnaire was ta llied, tabulated , a n a lyzed and in te r p re ted . 

3.6. Data Analysis 

After the qu estionnaire was rcturn ed from respond ent.s, t he re sponses 

were tallicd a nd tabulated. The data co llec ted through questionn ai re was 

prescnted in ta ble. Th en , ana lyzcd a nd in terpreted using descriptive and 

infe rc ntia l statisti c bascd on thc nature of the d ata. Th c first pa rt of the 

da ta was an a lyzed in descr iptive way w hil e th e second Part of the data 

was employed with infere ntia l analys is . Thus, frcque ncy count, 

percentage, mean a nd grand mean were a pp~i ed ' 

Moreovcr, rcspo nses obtain ed from inte rview and documen t a na lysis wa s 

categori ~c In to s imilar groups and in te rpre ted us in g qu a litative 

approach . '.' 

! 
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CHAPTER FOUR 

Data Presentation, Analysis and Interpretation 

This chapter deals w ith the prese ntation, analys is and interpretation of 

data collected from different group of respondents. Th e grou p consists of 

education and training o fficers (here after office rs) and educational 

experts (here after experts) of the sub-cities education departments. 

The data was co llected through questionnaires and interview. 

Questionnaires were distributed to 15 education a nd trai ning officers 

and 100 education experts found in both sub-city and kebele level. 

While, interview was co nduc ted with education a nd training officers at 

sub-ci ty leve l. Th e information gatHered from the questionnaires were 

organized and presen ted in table then interpreted using descrip tive an d 

inferen ti al statistics . Such as frequency count. , percentage, m ea n and 

grand mean depending on the nature of th e data. On the other side, dala 

obtained through interview were interpreted qualita ti ve ly. A lota l of 1 15 

cop ies of qu cstionnaire s were di stributed. I~rom this , 15 of th e o ffi cers 

and 95 of the experts was filled and returned. Of which, 5 questionna ires 

were not complete. Thus, they arc disca rded. Finally, a toLal of 

10 I (87.8%) of the questionnaires were tallied, tabulated, ana lyzed and 

interpreted. 

Thi s ch a pter hRs two major parts. The first deals with the c harac te ristics 

of the respondent.. The second part con sists of analysis and 

in te rpreta tion o f the findin gs of the study in line with the basic 

qucslions . 

4-1 



I 
I 

I 
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I 
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4.1 Characteristics of the Respondents 

The res pondenLs were Lwo types. The rirst group was educaLion a nd 

Lrain ing o rricers. The second group cons isLs or educationa l experLs. BoLh 

or Lhc res ponde nLs were drawn rrom kebe le a nd su b-c iL)' educaLion 

o rriccs. 

Table 1. Charac teristics of the Respo ndents 

- ---

Res pondents 

-
No Hems Office rs Experts 

- --- ----
No (X) No 

, 
-

Sex 

II 73.3 70 8 14 
I H. Mal e 

I b. Fema le 4 26.7 IG I 
I 

8.6 

I -- - -~ -- ---- ---- -- -- - - --
I Total IS Ion 86 1 

-~ A-;'C- --- - -- --- - - - i---
h 

00 

- - -
a. 20 years and be low 5 00 0 2 1 2 JJ . J 44 

2 b. 2 1-30 
4 26.7 35 4 0 .7 

I 
c. 3 1-40 

6 40.0 30 0 t 40_ye:rs and above 
.) 

._-

Tota l IS Ino 86 I 
- -- ._- ._.--- -

I Acad emic qualification 

4.9 

no 

I 
- - -

a. Ce rt ifi catc 

I 0 

I b. I)iplolna 
I 3 20.0 I I I 

I 

I 

2.8 
I .) 

I 
c. I3Am Se 12 80.0 75 8 

I 

I ~--- -- - -- - --f--- --
Total 15 100 86 I 

7.2 

00 

1_ -- - - - -- I 
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--- --

-- --
A rea of specialization 

a. ":ducal ional pla nn ing and Illanagement 5 

b. Ma nagement -

4 c. Pedagogy 2 
-

d. C li lT ic ulul11 

e. 01he r 8 

- - -
Tota l 15 

--
Name of yo ur department 

5 
5 

a. Sub-c ity leve l 

b. I<e be le leve l 
11 

Tota l 15 
-----

Year of seJ'vice 

a. 5 years ann below 8 

b. 6- 10 yea rs -

I 
e. I 1-15 years 

d. 16-20 years 
I 

e. 2 1 years and above 5 

Total 15 
.-

'-'-'-- i 

- -- -

" , JJ.J 

-

13.4 
-

53 .3 

---
100 

--

"" , -'-' .J 

66.7 

100 
-- -

53.3 
-

6.7 

6.7 

"" " J .L .) 

--
100 

._-

-

-

19 
7--) 

11 
-

3 1 

--
86 

--

36 

50 

86 
- -

7' -~ 

14 
11 

12 

26 

100 
-

22. 1 
29. 1 

12.8 

36.0 

100 

41.9 

58. 1 

100 

26.7 
I (d 
12.8 

14 

30.2 

100 

As shown In tab le l, the major ity of the respondents were male. Only 

4(26.7%) and 16( 18 .6%)o f the o ffi cers a nd expe r ts were fe male 

res pec tive ly. From thi s we can observe tha t female s' participation is 

limited. 

On the same table, item 2 ind icates the age range of responden ts . 

6(40%)of the officers a nd 30(34 .95°/t» of exper ts we re found in the age 

range o f 41 years and above. Simila rly, 35(40 .7%)of the experts were 
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found in the age range between 3 1-40years. Thi s shows that the majority 

of the respondents were found in th e age ran ge of 3 1 yeCl r s a nd a bove. 

Item 3 presents th e a cad emi c qualification of respo nd en ts . 2 0(80o/t,) a nd 

75 (87.2%) of officers Cl nd experts were B.A /MSC degree h old ers 

respec tively. In li ne with thi s, item 4 s hows their a reCl o f spee iCl li zCl ti ons. 

Majority of the o fficers (53.3%) and 3 1 (36'l{,) of experts were not 

specia lized on one of the fo llowings (Educa tional pl anning an d 

management, Curric ulum , Pedagogy, or Manage menL). However , the 

posi t ion requires know-how abou t th e a bove- me n tioned s ubj ects. 

Item 6 on th e same tClb le indicates th e respondents' years of servIces . 

8 (53.3%) and 23 (26%) of offi cers a nd experts had below 5 yea rs 

experie nce respectively . On the other side, 5 (35%) of officers and 

26(30. 2%)of experts had mo re thCln 21 yea rs of services. The rest were 

fou n d between 6 -2 0 yea rs of serviec. It indiea tcs th at, m ajority of the 

responde nts have be tter expe ri en ce on the pos ition w hich they hold. 

Thus it is possible to co nclud e tha t , th e ir responses a rc c redible and 

matu re enough. 

4.2 . Human Resource Training and Development 

Table II presents the gene ra l pe rceptions of respondents Clbout train in g 

and d evelopment. Item s h ows w h ether or not responde nts receive 

t. rai ning for t.he last 5 years. 15 (1 00%) a nd 79(9 1.9 ) of offi cers a nd 

experts were received tra ining in the las t 5 yea rs respectively. 

On the SClme tab le item 2 in d icates th e frequ ency tha t respondents 

a LLained on the trai ni ngs. 9(60%) and 65(75.5%) o f officers and experts 

we re a LLained m o re th a n twiec. Thus it is true tha t , most o f hc 

respondents we re we ll experienced abou t the concept sand trends of 

human ITsource tra ining and development activities. 
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Table 2. Perceptions about Train ing and Development Activities 

---------------------------------- - --------

Respondents 

No Items Officers Experts 

Did you rece ive any trainin g and deve lopment in th e last 5 
yea rs? 

a . Yes 

b. No 

Total 

Ifya ur answer fo r the first item is :'Yes" how many times? 

a. Once 

2 b. Twice 

L . More than twice 

Tota l 

----------

No °It. No 'Yo 

15 100 79 91.9 

7 g. 1 

15 100 86 1 00 
-- ------ --

2 13.3 5 G.3 

4 26.7 9 I 1.4 

9 60.0 65 82.3 
-

15 100 79 100 
- ---

4.3 The Benefits of Training and Development Programs 

Bolh organ izations and individua ls could be benefiled from human 

resource training a nd development ae tivilies. However, lhe issue requires 

great atte nlion of a ll m embe rs of the orga ni zation in gcnera a nd lop-level 

m a nage ment in pa rtic u la r. 
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Table 3. Responses on the Benefits of Training and Development Programs 

,_._,--- --_. 
i Respondents 

I Offi ,~ .. . _-- ~ 

:\0 1 

Items I f I 1 I 2 I 3 4 I -i C y:lc I yp P F X 
f---

I I Improve the capability and competency ! 
I 

I 

I 
i I i 

L of employees. I I 
, , 

4 4 3.-17 , ~ ~ , 
2 Im prove job pe rformance of employees 

I I I 
, 

I - I 4 3.3 -' I ) 

~--, Enable the office to cope up with new I 1 -, 

I 
, I 

I I 
I 

1 

I ; technology . 
I 

I 4 I 3 4 
, 

3.53 ~ 

L I I 
4 " Brought higher job satisfaction and I 

, 
motivation. ~ 4 I 2 4 2 287 

L : Brought higher customer satisfact ion 
t 

2 I I 
, 

I 4 
I 

5 3.27 J 
I 

7 Brought qual ity serv ice 4 3 2 ) 3.-10 
----------

P = Poor F = Fair y p = Vcr" p,'or 
X = \!lean X<2=\fP 

X.2-2.7=P 
X. 2 .8-3.2=F 

X. 3.3-4.2= G 
G = Good 

X> 4.3 = VG 
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I 

I Jp 
2 I 3 I 4 I 5 Grand I 
P I F G YG X \t1ean I 

1 

I I I I 
7 12 y '7 10 3.30 3.32 i - ) ~ - I I 
8 12 26 32 8 3.23r I 

, 

I 
22 29 I 18 I 12 I 5 2 -II 2.58 ~ 

1 

I 
28 ! 

, 

! 
II 16 24 7 3.05 3.02 

1 12 I 19 I 24 I 26 I 5 ! 2.92 I 2.97 
1 

I 

6 24 22 20 20 I 3. -19 I 3.48 

VG = Very Good 



Accord ing to th e data collected from education officers and experts th at 

can be see n on table 3, a ll items asked fo r the sa m ple respondents were 

conside r as re levan ce of tra in ing and development activity . Th e grand 

mea n of eac h ite m was be twee n 2~97-3 . 58 . 

Th e respond s gra nd m ea n valued (3.5 1) ide ntified that th e be nefits of 

taint in g a nd deve lopmen t p rogram s were good to im prove dec i s i on ~ 

making process . 

The next be n efit ide n tified by respond en t groups was t ra ini ng a nd 

deve lo pme nt bro u gh t qu a li ty service. Th e gra nd mean va lue (3.48) 

in d icates th a t b r ingin g quali ty se rvices was one o f th e be nefits of huma n 

resou rce t ra inin g a nd d evelo pm ent progra m s. Cowlin g a nd Ma ile r (1 983) 

and We rth e r and Davis (1993) expla ined that effect ive t rain ing a n d 

development progra m s have the benefit to improve producti on both 

qua lita tively a n d qu a nti ta tive ly. 

As ca n be see n from the gra n d mea n valu e (3.32) tra in ing a nd 

rlcvelopment was fai rly important to improve the capacity and the 

com pe ten cy o f e mployees . Mu llin s (1 996) stated tha t th e pote n tial 

bene fits of t raining co u ld be in c reasin g th e confide nce, m o ti vation a nd 

comm itmen t of sta ff; he lp to im prove the avai lab ili ty and qua lity of staff, 

etc . con firm ed w ith respo nd e nts id ea . 

I~esp() n dents were a lso asked to ra te th e benefits of tra in in g in re lation to 

enable th e office co p u p with new tec hn ology . Accord ingly, officers said 

we ll with the mea n value (3 .53) while expe rts a g reed poo r w il.h the mea n 

val u e (2.58). Sim il a r, response o n item 5, which is t h e ben efits of 

t ra111 Il1g , was fair to br ing custo m er satisfaction w ith mean va lue (2 .97). 

I-Ioweve r , P igo rs a nd Myers (1 98 1) sta ted that one of the be nd'its of 
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tra in ing and development is reducing customers compla in as a rcs ult of 

improved service. 

In general, it is possible to conelude that respondents have positive 

ouLlook about the benefits of human resource tra inin g a nd development 

ac tivities that was carried out in th eir deportment/ offi ee. Thus, th ere is 

no tha t muc h gap betwee n principle s a nd practices . 

4.4 Training and Development Needs Assessment 

Before training is delivered training needs has to be id e ntified and 

a naly%ed. In training n eeds assessment al l s takeholders have to be 

participated. Using various methods Trainin g a nd development needs 

s hould assess 

Table 4 indicates respon ses related to traini n g n eed assessments. Item 

one s hows that the h abit of conducting tra ining a nd d evelopment need 

assessments. Six (40 %) and 62 (72 .1%) of officers a nd expe rts said that 

the offices conduc t training and development needs assessment. wh ereas 

majo rity 8 (83 .3%) of the offiee r and 14( 16 .3°;(,)of expert res pondents 

replied No. 

These who said "yes" were asked that who conduc ts training needs 

assessment. Ha lf 4 (50%) of the offi cers said each employee in the o ffi ce. 

Two groups of the expert respondents 28 (45.2'X,) and 24 (38.7%) 

a nswe red that 1.rai nin g nceds asscss ment was conduc ted by immed iate 

superv isors a nd top-leve l managers respectively. 
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On Lhe some Lable iLem 3 ind ieaLes meLhods LhaL we re appli ed Lo assess 

Lra in in g a n d deve lo pmenL need s, Pe r fo rma nce va lua tion was responded 

by 5 (50%) of Lhe officers , However , 32 (44.4%) o f ex perLs said 

obse rvaLion, S till 3 (3 0 °A,) a nd 13 (18 ,1 %) of Lh e offi cers a n d experts 

a n swered tha L gro u p di scussion respeeLi ve ly, Concerning Lhi s Patton and 

Pra LL 2002) li s ted Lho se Lra inin g n eed s assess m enL is eo ndue Led throu gh , 

obse rvaLion , group di scu ssion , a n d eo nsu lLa Li on wiLh subjeeL maLer 

experLs, orga n iza Li on reporLs and reeords, Th us, respo nd enLs' a nswer 

was simila r wiLh liLe raLure, 

ILe m 4 s h ows Lh e reaso n s Lha L hinde r Lra inin g a nd developmenL n eed 

assessmen t. Major iLy of Lhe respondents from boLh s ide 8 (36.4 %) of 

o ffi ce rs a nd l 4 (53 ,8%) of exper Ls res ponded th a L lack of budge L was Lhe 

reason, On Lhe oLh er side 66 (27,3 %) o f Lh e officers answered LhaL 

absenee o f expe r Ls Lo eonduc L Lra in in g needs assessment. SLil1 

12(45,2%) o f expe rts a n swe red tha L th e Lo p management d id no L give 

a Lten Lion, 

To SLl m u p, Lh e a bove informaLion obtained from experLs, shows 

LhaL Lraining and developmen L needs assessmenL was Lhoroughly 

eondueLed Lhrough vari ous m eLhod s, Howeve r , m osL o fficers agree LhuL 

Lra in ing need assess men L was n ot cond u eLed d u e Lo various reasons, 
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No 

2 

, 
. ) 

'-I 

Table 4. Res po ndents Opinions about Training and Development 
Needs Assessment , , , 

- -- -- -
Respondents 

--
Officers Expe 

--

Items 
No o,,{) No 

-- --
Docs yo ur department/ office cond uct training and developmcnt 
needs assessment ') 

a. Yes 6 40 62 
b. No 8 "" " ).L .) 14 
c. No t surc I 6.7 10 

-- - --
Total 15 100 86 

I[" yo ur answer to questi on one is ' Yes' who conducts the need 
assessment? 

a. Each Employee in the offi ce 4 50 8 
b. Top leve l manage rs I 12.5 24 
c. Immediate superviso rs " .> 37.5 28 
d. Don't kno w " " 2 

. --
Total 8'; 100 62 

- f--. 
Which l11 ethods arc app li cd to assess the training and de ve lopment 
needs in yo ur dcpartment (o ffi ce)? 

a. Perforrnance eva lua ti on 5 50 12 
b. Obse rva tion I 10 32 
c. Group discuss ion " 30 13 .) 

d. A nnua l perfo rmance review I 10 ') 

e. Other (please specify if any) " " (, 
- f-

IOO 
-

Total ((V 72" 

I f trai ning needs assessment was not conducted in your o ffi ce, 
what do you thin k are the reasons? 

a. Absence of expert to conduct trai ning need 6 27.3 " 

assessment 
b. Lac k of budge t 8 36.4 14 
e. Lack of awareness about the importance 0 1' 

conducti ng training need assessment 4 18.2 " 

d. The issue is not accustomed I 4. 5 " 

e. The top managcl11en t do not gi ve attenti on 
, 

13.6 12 J 

r- Others (i I" any) " " " 

- - -- -

I - -- - -~- - -- -

Total 22 "; 100 26* I 

I - - -- -- --- - - ~--~- ~ 

,; ~ Frequency of responses not number of respondents 
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rts 

72. 1 
16. 3 
I 1.6 

100 

12.9 
38.7 
45.2 
3.2 

100 

16. 7 
44.4 
18. 1 
12.5 
X.3 

100 

53 8 

46.2 

100 



4.5 Criteria for Prioritizing Training and Development 
Needs 

After tra ining needs were identified it s hould be prioriti7-e to identify 

which n eed s came first and which can be very sens itive . Trainin g may e 

prioriti7-es based on diffe rent c riteria. 

Table 5 shows that criteria used to prioriti7-e human resource training 

and development needs. As indica ted on item 1, th e grand mean va lue 

(3 .6 1) s ta tes it was good tha t training and development needs were 

prioritized based on th e urgency of th e training. Furthermore, resul ts 

obtained from the interview revealed that trading needs id entified was 

prioritized based on the urgency of the training . 

llem 2 on the some table, presents that training needs identified was 

sign ificantly pri o riti zed based on ava il ability of budget. Thi s was agreed 

by the grand mean value of 3.42 . As indicated on the same table item 4, 

question was raised whether or not training and uevelopment need s 

identified was prioritized based on th e availabi lity of training materials. 

Most of the respondents agreed with the gran d mean value (3.24) that 

tra ining needs was good that priori tize based on the availabil ity of 

traini n g materia ls. 

For the qu estion ra ised to know trainees ' motivati on was the criterion of 

privatized t rainin g n eeds, officers fairly agreed with the mean valu e of 

2 .9 :1. Likewise experts were near ly fair to this item with th e mean value 

of 3 .1 0 . 

In genera l, Training needs that may already identified using di fferent 

Lechniques can prioritize us ing various cr iteria. But, as the data shows 

most respondents said that human resource training an d development 

needs werc prioritize based on urgency of Lhe Lraining need s and 

avaiiabiliLy of budget. 
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Table 5 . Responses on Criteria for Prioritizt· Training and Ot'vt'lopl1lt'llt N('('(b 

11- Respondents 
I 
i Officers Ex puts 

No Items Gran 

f I 2 3 4 5 X I 2 3 4 5 X d 
Mean 

I Training need identified is prioritize 
based on availability of budget 

, 
I I 8 2 3.33 9 10 12 44 I I 3.44 3.42 ~ 

2 Training need identified is prioritize 
based on urgency of the training need - I 5 4 5 3. 87 4 12 23 26 21 3.56 3.61 

3 Training need identified is prioritize 
based on trainee 's motivation 3 I 6 4 I 2.93 9 15 32 18 12 3.10 3.07 

4 Training need identified is prioritize 
based on availability of training material - S 4 5 I 3.13 5 16 28 26 II 3.26 3.24 
Others (if any) 

- - - - - - - - - - - - -

X= Group Mean X< I.5=VP X, \.6-2.7=P X, 2.8-3.2=F X, 3.3-4.2= G X>4.3=VG 
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Table 6. Responses about Training and Development Methods 

--

ResJlondents 

No I tellls Officer's Experts 

No oft) No °;;1 

I Ilo\\' is training nnd development method chosen in YOllr dcpartmcnt 
lollicc') (YOli can choosc marc than one) 

5 15.2 -IS 
, , ') , 

11. . Based on the purposc of training and dcve lopment I 
J_._ 

6 18.2 n 18.1 Il . Based on the nature of the content ollered 

I c. Based on thc Icvel of trainees 8 24.2 12 8.1 

D. Based on the interest of the trainer 8 24.2 54 

I 
36.: 

E. Based on the cost incur 5 15 .2 5 3.-1 
F. Don't kno\\' I 3.0 3 2 

Total 33* 100 1.t9* 100 
Of the foll owing techniques of on-the-job training and dcve lopment 
which one is most often applicable in YOllr offi ce? (You can choose I 

more than one) ! 

A. Me ntoring 5 26.3 21 24 . ~ 

I B. B. Coaching 4 21.1 16 I 18.6 

C. Job rotation - - 7 8. 1 I 
I 

2 D. Group discussion 9 47.4 38 44 .: I 
E. Case study - - - -
F. Role play I 5.2 4 4. 7 

Total 19* 100 86 I 100 , 

Which of the following off-the-job training development techniques are I , 
used in you r department frequent ly? (You can choose more than one) I 

, 

a. Various workshops, seminars, etc 11 73.3 72 I 75 .~ 

3 b. Through di stance education I 6.7 7 7 . ~ 
c. Learning in higher education institut ion 2 13.3 16 1 6 .~ 
d. Scholarship abroad 

- - - -e. Others (if any) 
I 6.7 - -

I 

Total 15 100 95* I 100 

* = Frequp.ncy of responses D(lt nllmber of responrtents 



were c hosen in th e o ffi ce jdepartmen l. E ight (24.2 %) and 54 (36.2 °A,) of 

offi ce rs and expe rts answered that tra ining methods were c hosen based 

on the interest of the train ers. forty-eight (32%) of the experts responded 

tha t train ing method s were c hosen based on the purpose of trainin g and 

development. S till 27( 18. 1%) of the experts sa id that the nature of th e 

co n tent offered on the training co uld d etermine the type of method. eight 

(24.2 %) a nd 6 (18.2 'Ycl) of the officers a nswe red that training methods 

were chosen based on the level of trainees ad nature of content offered 

respectively. Foot and Hook (200 2) asserted that the tra ining method 

used must be c h osen to be a ppropriate for th e particular training needs 

that have been identified. S imil a r , Heneman et al. (1996) a nd Saiyadain 

(1995) agreed that, the typc of methods ch osen is the functi o n of, t he 

purpose of training, the nature of conten t, the leve l of tra iner, and the 

cost- factor. Here respondents' idea was a lmost s imila r to what the 

literature said. However, according th e da ta collected cost-factor was not 

sct as criteria wh ile choosing tra inin g method s . Dcpending on thc nature 

of the conten t and th c program, m ore than one method can be appl ied in 

a pa rti cu la r tradi ng and development act ivilies. Training a nd 

deve lopment methods can be selected depending on the nature of 

conlent, cos t -effectiveness, appropriateness of trai nin g a ids, train ees an d 

train e rs preference and capabi lity, a nd learn ing Pringles (Werther and 

Davis, 1993). 

Item 2 on the some table indicates that th e most common ly u sed on-the­

job training and development methods. As responded by 9(47.4%) and38 

(44.2%) of th e officers and expe rts respectively, groups-discussion was 

the mos t common used melhod in tra ining ac tivities . While 5(26.3 %) of 

offices a nd 2 1(2 4 -4%) of experts answered tha t mentori ng was the most 

common ones. Resu lts from the interview rev il ed tha t nowadays 

mentoring is fashion in education depa rtmen ts in general a t schoo l level 

in particular. In mentoring the se nior worker provide gu idance to the 

57 



junior worker about the overview of the general environment, til e nature 

of the work , orga nizational culture , etc. (Gomez- majia, Bakin and Cardy, 

1995) an d Sch e rme rh orn , ] 996) . From thi s one can observe that the 

com mon on -the-job training m ethod that applied in most train ing is 

group discuss ion. 

Simi larly, item 3 presents the most offer-off- the-job training meth od s 

that app lied in sub-c ities ed ucation departments. As re s pond ed by 11 

(73.3 %) a nd 72 (75 .8%) of the o ffi cers a nd expe rts respec tive ly, various 

wo rks hops and semin a rs we re the most o ften techniques used on the 

offer-job- train ing. S till 16( 16 .8%) of expert group answered that learning 

in high er education in stitution was the most common used method of 

off- th e-job training. 

Generally, we can con clud e that the most common u sed meth ods 

of off-the-job train ing are va rious workshops and seminar. 

4 .7 Orientation 

Orien tation IS part of h uman resource raJ11J11g and developm ent 

programs. It plays a great role to avoiding confusion s on new comers by 

int rod u cing about the genera l environment of th e organization. 
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Table 7. Respondents View about Orientation 

'10 

! I 

12 

I 3 

Items 

I The office normally arrange orientation 
I programs fo r new employees 
i Oriel1lal ion given by sending written 
I directives 
I Orientation focuses on introducing new 

employees to their jobs 
! 4 I Orientation program focus on offices 

I I mi ss ion. culture. rules. and relwlations. , ~ 

I ' policies. structure 

n
~ I Orientation programs focu ses on 

I introducing new recruits to the working 
environment 

Officers 

f I 2 3 ! 4 5 

3 6 I-~ 2 

5 5 5 1 

I 3 I 4 I 3 1 2 I 3 ! 
I 

2 i 5 

1 4 

I 
3 

, , 
; 

6 1 I 
I 

4 7 I 2 -1 

Re~ondents 

I 1 

X I 
3.00 I 10 

2 

24 

2.00 ~ 28 

I 
EXDcrts 
3 I 4 I 5 Grand , 

Mean I X 

28 

24 

-I i-r--I 
15 9 I 2. 87 I 2.89 I 

I I 1 I 
17 I 4 I 2. 66 I 2.56 I 

2.87 I 7 [ 28 · [ 21 77 I 8 : 2. 95 I 2.94 1 

2.60 9 30 28 
I I 

13 I 6 2.73 2.71 

2.73 8 21 22 24 III 3./0 3.04 1 

x = Group \~ea X<2=VP X. 2-2.7=P X.2.8-3 .2=F X, 3.3 -4.2= G X> 4.3=VG 
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Table 7 shows respondenls op1l11On aboul orienta tion. Item 5 indicates 

the respondenls' agreemen l on the question that orienlalion programs 

focuses on inlroducing new recruits to the working environment. The 

mean value of 3.04 indicates that expert respondenls idea were fair on 

this. s imila rly, the mean va lue of 2 .73 indicales officers were fairly 

agreed. Harri s and Dc S imone (1994) argued that orientation can reduce 

anxiety, start-u p cost, turn -over, period of proficiency, h e lp the new 

comer to role appropriate be h avior, adjust Lo thc work gro up and its 

norm , e Lc. Tracy (1984) a lso stated Lhat orienLation contributes to 

promoLe safe work h a bit, develop loyalty, crfeetiveness a nd producti vity 

on workers. 

However, as can observe from the data gathe red, orientation activiLie s 

were not accustom cd in the sample s ub-c ity cducaLion dcpartments. 

lLem 3 on th e some table presents focuse s of orientation. Th e grand 

ITH;afl value (2.94) s h ows that orientation activities held in the sub- city 

education depa rtment were fa irly focus on in troducing new employees Lo 

his / her job. Cartwright et al. (1993) asserted th a t staffs a rc cruc ia l assct 

and need s cnough time to ens ure th at they are acqua inted w ith the task 

that will carry out. These authorities also explained that task induction 

is esse nti a l. 

However, the experience observed on the sub-eiLy ed u ets departments 

was contrary of w hat literature said and recommend ed . 

ILem I on the above table presents whether or not orientation programs 

were a rran ged in th e offices. The mean va lu e (3.00) s hows tha t offi ce rs 

werc fa irly agreed to this question s imilar to experts. 
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Item 2, a nd 4 talks about th e orientation programs that can bc se nd in 

thc form of text and the conten ts that may be in c ludcd. Respondents 

agree poor with the grand mean value of 2.56 and 2 .71 respectively. 

Generally speaking, observing the above data, one can conclude that 

orien tation program is not common and we ll known by s ub-city 

cducation departments. Thus, it is possible to generali ze tha t employee's 

ori entation is not get attcntion in thc sUb-city education dcpartments. 

4.8. Post-Tra inin g and Development Discuss ions 

Whether or not th e training imparted was fruitful , post- trainin g 

d iscussion s is essentia l. It is difficult to assume that, cvery training 

cou ld be effec tive. 

Table 8 Presents, responden ts perceptions abou t post- tra inin g and 

development discussion. Item l shows that the practicc of post- training 

and devclopmcnt discussion. As indieatcd on thc d a ta, 8(53.3'i-h) an d 

48(55.8'X,) of thc offi ccrs and expcrt group said "no" rcspcctive ly . Ye t ,4 

(26'10) an d 30 (34.9 %) of the officers and cxper[s respondcd yes 

respectively. Still 3 (20%) officers a nd 8 (9. 5%) of experts were not s ure. 

Thesc wh o a nswered no were asked reasons. No chance for discussio n 

was forwa rded by 42 (40.8%) of the expert group . The others 4(25°/c,) of 

officers ai~d 25(24.3 %) of thc experts group replied th a t there was no 

enough time for di scuss ion . Still 15 (14.6%) of experts respo nded that 

the re was unwi llingness on the tra in ees side. According to Saiyaid a in 

(19g5), evaluation is the most crucial phase which enable to assess the 

qua lity of tra ining imparted a n d a lso predict th e future. I-Ie al so stated 

that t.raining evaluation co nsists of an eva luation of va ri ous aspects o f 
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tra ining immediately after the training is over and a j ud ge its utili ty. 

Similarly Foot and Hook (2005) disused that eva luating train ing is a way 

of co mbining the assessment o f the impact of tra ining a n d development. 

I-i oweve l-, the data see n above refers the practice observed in s ub-city 

was contradicting with theories a nd prin ciples. 

To s um -up, post- tra inin g and development prac ticc is not well 

performed. Thus, we can unde rs tand that, there is de fi c iency in 

cond u ctin g post- training discuss ion with t rainec s . 

Table 8 . Perceptions about Post-Training and Development 
Discllssions 

Res pondents 

I No Items Officers Experts 

I)o~c you!" olTicc have post-train ing di sc lission with Irainees? 

a. Yes 
b. No 
C. Not su re 

Total 
--- - ---;--

I fyo llr an swer to qu estion 4 is 'No' why? (You ca n choose 

m orc th an one) 

a. Tra in ees arc not willing to di sc lI ss 
b. Th ere is no c hance ror discussion 
c. The abse nce o r respons ible body to do thaI 
d. There is no enough tim e for disc llss ion 
c. Lack of avva rcncss aboul th e importan ce of such 

disc li ss ion 
Ot hers (i I' any) 

Total 

* ~ Freq uency of res ponses not numbe r of respondents 
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8 
3 

15 

4 
4 
4 

4 

(Yt) No j ~) 

26. 7 30 34 .9 
53.3 4 ~ SS. 8 
20.0 8 9.3 

100 86 100 

15 14.6 
)-
-) 42 40. 8 
25 25 24.3 
25 2 1 20.3 

)-
-) 

100 lOY' toO 
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4.9 Evaluation of Training and Development Programs 

Table 9. Respondents Perception on the Practices of Training and Developmen t Evaluation 

ResDondent - - I -

Officers I E~erts 
I Items I I 2 I 3 4 5 I 2 3 4 

i f SDA DA I F A SA X SDA SA F 
I 

A 
I I 
I Your office eva luate trai ning programs 

2 . ./0 I 
i 

I I 
' continuously 5 5 1 

I 
2 2 22 30 21 

I 
9 

I 
I There are relevant criteria to evaluate I 

I 
I I 

I training and development programs 4 8 1 2 220 12 34 22 15 
I 

-

I Training evaluat ion is part icipatory in your I 

I office Idepa rtment 4 8 I 2 I 1 207 I 13 " 24 9 
I 

- JJ 

I 
I Training evaluation results are well 

220 J I organ ized 4 8 
I 

1 - 2 11 34 ?- 11 - ) 

Training evaluation is made throughollt the I I 
34 I train ing and development process 1 8 I 6 - - 2.33 I 7 26 12 

I I 
i Problems are timely so lved based on the I I I I 
I training evaluation 

I 1 I 6 5 2 1 7 -, 10 I 26 28 I 13 I _.I J I 
Evaluation results arc sent to each office as I I 

I 2../0 I I feedback , 
4 7 I 19 24 28 13 I J -

I I I , I 

SDA = Strongly Disagree 
X = Group Mean 

DA = Di sagree F = Fairl) A = Agree SA = Strongly Agree 
X<2~SDA X. 2-2.7~DA X. 2.8-3.2~ F X, 3.3-4.2~ A X> 43~SA 
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X I :\'tean I 
I 

~ 

4 2.3./ 2.35 I 
I 
I , 

7 -- I J - J J _.J / _.:l_ 

7 2.58 I 2.50 

5 2.59 5.53 

7 I 27./ 
I 

2.68 I 

I 2.83 
I 

9 2.82 I 
I 

I 2 2 . ./8 2.47 
I , I 



Table 9 depicts respondents level of agreemen t on the practices of evaluation of 

human resource training a nd d evelopment activities . Respondents' level of 

agreement on this issue was very low which s hows with the grand mean value 

of les than 3. 00 

On item 6 th e respondents grand mean value (2.82) indicates respondents 

fairly agreed that, after evaluation was conducted, problems were not timely 

solved based on the training evaluation resu lts. On item 5 respondents 

disagree wi th the grand mean value of (2 .68) that training evaluation was not 

mad e through out th e training. Saiya idin, (199 5) explained th at immediate 

evaluation would conduct after each training session where pa rticipants are 

requested to fill form. Even if the li terature seems the above the practice is not 

fit w ith what is expected . Resul ts observed from th e interview ensure that 

immed iate evaluation of tra ini ngs was commonly held. But no action was taken 

offer evaluation due to various reasons such as time, cost, responsibility , etc. 

The oth er va riable respondents replied that tra inin g evaluation was not well ­

organi ?:ed and sent to each office as feedback. Responds disagree with,· the 

grand mean va lue 2.53 a nd 2.47 respectively. 

On the same tale item 2 s hows the criteria used to evalu ate traini ngs. The 

grand mean va lu e of th e respondent (2 .52) indicate that their d isagreement on 

the existence relevant criteria to evaluate training and development activities. 

Cowli ng and Ma iler (1 983) asserted that training and evolution requires c lear 

cri tet-ia . These authorities a lso stated that tra inin g and development programs 

arc eva lu ated by assessi n g whether the behavioral objectives have been 

attended or not. But, the data obta ined from respondents de picts that th ere is 

n o c lear criteria to evalua te t rainin g and development programs . However, 

res pondents of the interview said that even if we made eva luatio n after th e end 

of the trainin g we did no t have clear c riteria fo r the evaluation. 
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Res ponden ls we re a lso asked whether the evaluation was participatory or not. 

They di sagreed with the grand mean valu e of 2 .52 . The result obtained from 

interview a lso stren gth the res ponse ga th ered th rough the questionnaire. 

On the othe r ha nd responden ts were a lso asked w hether or not train in g 

eva lua tion was continuous. They di sagreed with grand mean va lue of 2.35. 

However, Foot a nd Hook (20 05) d isc ussed that tra ining evaluation ean be 

condueted at four levels. First at the end o f th e tra ining course, seeo nd when 

the tra in ees are ae tu a lly get back to the work, third , w hen th ey turn of the ir 

normal wo rk and fina lly evalua tion can be done whether the lea rnin g a nd 

developmen t activities mad e diffe re nce on th e bottom line on the organization. 

In ge neral, we ca n conclude that eva lua tion of training an d deve lopme nt 

activ ities were not satisfacto ry. Res pondents di sagree in all items that were 

rela ted w iLh evaluation of train ing a nd deve lopmen t. 

4.10. Cha llenges of Training and ()evelopment 

Table 1 0 Presen ts, respondents view ove r challenges of human reso urce 

lra ll1ln g a nd development. Respondents we re asked whether or not problem s 

were face while conducti n g training and d eve lopment activities. Th e major ity 8 

(53.3 '1'0 ) a nd 52 (60.5%) of the officers a nd expe rts respond ed "yes" respec ti ve ly. 

However, 4 (26 .7%) of officers a nd l 8 (20. 9')-b) of experts a nswered "no t s ure". 

Sti ll 3 (1 6%) an d 16 (1 8 .6%) of offi ce rs a nd expert respondents were res ponded 

no rcspeelt vcly . Those who answered yes were asked reasons. 

As ind icaLed by 5 (26 .3%) of th e officers a nd 43 (34.4 'Xl) o f the experts fin a nc ial 

constraints was the major problem. a lthough 8 (42.1 %) a nd 34 (27 .2 %) of 

olTieer and expert respondents responded that the problems were rela tecl to 

s hortage of training faci lities. Sti ll others stated other reason s. Concern ing this , 

the res ponses obta in ed from interview a lso support the above data. The 
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interviewees were give more we ighs fo r fina ncia l constra ints and s hor tage of 

train in g fac ilities as major factors tha t affect training and deve lopme nt 

programs . 

Ta ble 10. Respondents View over C halkn ges of Training and 
Development 

,.---

Rcspo 

No Items Officers 

No (Yo 
~ 

I li as your dcpartment /oflice faccd any problcm s whilc co nducting 
trai ning and development program s? 

a. Yes 8 53.3 
b. No , 

2D 0 

c . Not sure 4 26.7 
~ ~ - - --~) Total IS 

- - -- ---- --_. --- --
I f your answer is "yes " what arc those? (You call choose 111or~ than 
one) 

a. Fi nancial constra int s 
5 26.3 

b. Shortage o fl rainillg faciliti es 
8 42.1 
, 

15.8 c. Unava ilability of trainers 0 

d. Inadequate knowledge about the need of trai ning 
an d deve lopment 2 I D.5 

c. Trai ning and develo pment programs arc not 

in cluded in the strategic plan o f the ofli ce I 5.3 

- --
Tota l 19" 100 

_. --

* Frequcncy or rcsponscs not numbcr of respondcnt 
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ndents 

Ex perts 

No 'Yo 

52 60.5 
16 IS.() 
18 20.9 

86 100 

43 34.4 
34 27.~ 

17 13.6 

17 13.6 

14 11.2 

125* 100 



Respo nden ts were a lso asked to forward mech a ni sms to overcome problems 

related to training a nd development programs. The response s arc grouped in to 

two and listed here under. 

The officers group res ponded that, tra in ing and d evelopment programs have to 

be well design ed; number of trainee in one c lass s hould not be large; concerned 

both have to be assigned on the position; tope-level management must give due 

atte ntion; enough finance a nd fac ilities should be allocatcd; training needs 

assessment must be conducted; awareness about training an d development 

s hould be creatcd; etc . 

The experts group a lso forwarded th ese points: tra ining needs must be 

id entified and assesscd together with employees; enough budgets h ave to be 

a llocated; awa reness creation s hould be carried out to hi ghe r-Ievcl officials; 

top-leve l m a nge rs must give due attention for training a nd development 

progra ms; the right person / professional h ave to be assigned on the position ; 

tra inin g and development activities must be well planned; trainers have of have 

n ecessary kn owledge, ski ll a nd techniques about tra ini ng a nd development; 

post- training discussion h as to be accustomed ; etc. 

Measures that forwarded in both group of respondents a rc summari"ed on the 

fo llowing manner: t ra inin g and development act ivities have to be we ll desi gn ed; 

t ra ining and d evelopment needs must be identifi ed and assessed together with 

em ployees; the right person / professional / sho uld be assigned on the position; 

top- level mange rs must give due a ttention to huma n resource training and 

d evelopment program; enough financial and materia l budgets h ave to be 

alloca ted; awareness about trai nin g and deve lopment s hould be c reated. 
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CHAPTER FIVE 

Summary, Conclusion and Recommendations 

This chaptcr consists of bri ef summary of the findings, conclusion and 

recommendations. 

5.1. Summary 

The purpose o f this study is assessing human resource training and 

development aetiv it.i es carried out. in sub-eit.ies education department of Add is 

Ababa and a lso identifying the strength and weaknesses in some aspects and 

forward the likely possible recommendations. To this effect, the following basie 

questions were raised. 

l. Do sub-eit.ies conduct training and development. needs assessment? [n 

what way do they asses? 

2. In what. methods do the sub-eit.ies delivered training and development 

aetivi Lies? 

3. Do sub-cities have mechan is ms to evaluate the out.comes of training a nd 

development activit.ics? 

4. What problems do t.he sub-cities face in human resource training and 

development activities? 

The major findings arc summarized on the following manner. 

l. The dat.a indicates that 15 (lOoo/q and 79 (91. 9%) of the officers 

and expert.s received training for t.he last 5 years . Based on their 

responses majorit.y of the respondent.s are received t.raining more 

t.han twice 
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2. The benefit of tra ining and development act ivities were good LO 

improve deci s ion -making process. This finding was drawn from 

the grand m ean val ues (3. 5 1) of the respondents, to bring quality 

service a nd to improve the capability and capacity of employees. 

This co nsensus of respondents was expressed by the grand mean 

value of 3. 48 and 3.32 respectively and to enable the office to cope 

up with new technology. This is fairly agreed by th e mean va lue 

(2 .97) of expe rts. 

3. Majority of the respondents (40%) of officers and (72.1'%) and 

experts said th a t th ei r o ffice conduct training and deve lopmen t 

needs assessmen t. 

4. Half (50%) of officers responded that each employee in the office 

conduct train ing and development necds assessments. Where as 

83.9% of expe rts answered that immediate supervisors and top­

leve l managcrs conducL traini ng and devclopmenL needs 

ussessmen l. Hal f of offices said that training need s was assessed 

by performanec evaluation. observation was uscd, as method of 

traini n g needs assessmenl. This was answered by 44.4'V<, of 

experts . 

5. Prioritizing training and development needs wcre good on urgency 

of the training needs a nd avai labi li ty of budget. Thcse findings 

werc drawn from the grand mean value of 3 .6 1, and 3.42 

respectively. The grand mean values 3.24 and 3.07 indicate that 

trainin g needs were fair ly identified and prioritized based on the 

avai lability of training matcria ls a nd trainecs mOLi vuLion 

respeeLivcly. 

6. Training and dcvelopmcnt mcthods wcrc chosen based on the level 

of trainees and trainers . This is agreed by 8 (24. 2%) the offices 

where as 54 (36-2%) of the experts said that training mcthod s were 
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chosen bascd on the inLerest or th e Lrainers. the most orten 

a pplica ble on -th e-job tra inin g tec hn iques was group di scu ssion. 

S imi larly, va r iou s worksh ops a nd se minars we re the mosL rreq uent 

orr-the-job tra ini ng technique Lha L was agreed by 73 .3'Yo and 75.8°/iJ 

or th e orricers a n d expe rts respeeLive ly . 

7. Majority o r th e responden t agreed Lh a L orienLaLion program was not 

co mmon a nd n oL have good prac tice. Thi s was rairly agreed by the 

g ran d mean value o r less than 3 .04. 

8. Post -tra inin g d iscu ssion with Lrainees was noL cond ucted . This 

was a greed by, 53.3°;(, a nd 55.8% or orri ee rs a n d experts 

respeeLively. Majo riLy o r Lhe responde n Ls a n swered tha t absence or 

ch a nce ror discuss ion was the main reason. Th e gra nd mean va lue 

less than 3 .00 indi cates Lh aL responde n Ls rairly agreed Lhat post­

training di scussion w ith Lrainees was noL common and iL was 

impracLieal. 

9 . Problems were raced in their orrice while conducting tra inin g and 

deve lopmenL programs. Thi s rindin g was drawn rrom th e majo rity 

(55.3%) a nd (60 .5%) or orri cers a nd experts respectively. Financial 

eon sLraints and s h or tage o r Lraining rac iliLies was the bas ic 

problem s re la ted to tra ining a n d d evelopmenL programs. 

10. Maj ori Ly or Lhe responden ts staLed Lhat Lhe ro llowings points cou ld 

be La ken as a measure Lo solve Lhe proble ms rc lated to h uman 

re source t ra ining a nd dcvelopm e nL ae ti vaLes. Training and 

development a c Livitics h ave to be well designed; training and 

deve lopment needs m u sL be identiried and assessed togethe r with 

employees; th e ri gh t person / proression a l / shou ld be ass ign ed on the 

pos itio n ; to p-level mangers mu s t give due aLlen tion to human 

resou rce Lra in ing and developmenL progra m ; e nough rinan c ia l a nd 
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malerial budgels have lo be a lloealed; awareness aboul lraining and 

developmenl should be e realed; elc. 
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5.2. Conclusions 

Based on the major findings of the study conclu sions arc drawn here under. 

1. Human resource tra ining and development is an essential program for any 

organi7-ation. The study findin gs show that training and development activities 

arc carried out in sub-ci ty education departments. Thus, it can be conclude 

that attempt was made to ge t benefit from trainings. 

2. I-Iuman resource training and development was conducting in sub-cities. It 

IS be nefit was high on improving decision making process , brought quality 

serv ice and to improve the capability a n d competency of employees. Howeve r , 

it was poor to brought higher customer satisfaction and enables the office to 

cope up wi th new teehnolob'Y- Therefore, one can generalize that the benefit of 

t rain ing was not limi ted. 

3 . Training a n d development need assessment high ly relics on identify in g the 

discrepancy between the actua l and expected performance. It is conducting on 

the sub-city education departments. Majority of the experts said that top-leve l 

manage rs and immediate supervisors do training needs assessment. It shows 

that, employees' part icipation in training needs assessment is limited. It 

assessed using different techniques. Th e major findings indicates that training 

a nd development needs arc assessed though performance evaluation a nd 

o bservation . From thi s one can possible to say that training needs assessment 

is almos t conducting in a beller way. 
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4. Whi le imparting train ings, vanous tra ining techniques may be applied. 

Many authorities suggested that there is no one best method of t raining. 

Hence, traini ng and deve lopment method s can be determ ined through various 

aspects . However, the find ing reve led that that most of the time tra inin g and 

deve lopment me thods relay on the leve l of trainees a n d tra iners. There was 

difference between offi cers and experts on this issue. There arc different on ­

the-job train in g a nd deve lopment techn iques, of which, group di sc ussion is 

w ide ly used 111 the sample sub-cities. Simila rly, vanous semll1ars an d 

wo rk shops were frequenLly used off- the-job training techniques. We know that 

we do have variou s on-the-job and off- the-job training techniques. But the 

most often applicable one were group discussion and various seminars and 

work shops. There for, it is possible to ge nera lize that other on - the-job a nd off­

the jDb- training techn iques were not appli ed in the sub-cities. 

5 . Wh en an individual comes in to a new enviro nment, he /she be comes a li en. 

The study findings reveal tha t orientation programs arc not wel l practice. This 

is agreed by majority of the respondents. The practice of orientation was very 

poo r. ' So wc ca n obscrve that orientation in the sa mpl e sub-city is not get due 

atte ntion . 

6 . In order to e n su re whether or not tra ining is effective, it should be a ssessed 

111 different ways. Most of the respondents answered that post- training 

d isc ussion with t.rai nees was not conducted. Trainees do not have the 

op portunity of discu s s about t he tra in ing they received . Therefore, it is 

poss iblc 1.0 conclude that the effect of train ing is not easily assessed and 

idcn ti fi ed . 

7 . Li ke olher act iviti es , so many things may a ffect human resource training 

and development programs. Various problems were facing the s ub -cities 

eduea lion d epartments whil e eo ndu e lin g human resource training a nd 

developme nt progra ms , of which , fin a ncial constraints and shortage of training 



fa c ili ties wcre the m ajor rcasons . Thus, onc ca n concludcd that enough budgct 

a nd t ra inin g material is not a llocating for hum a n resource trai ni ng progra m s . 

8 . Huma n re so urcc training a nd development programs a re not mere ly the 

respons ibility of a s in gle individual o r de pa rtme nt rather it needs cooperation 

a nd m utu a l unders ta ndin g within a ll m embers of the organization. The 

majori ty of the responde nts proposed that , top- level man agers mu s t give 

alle ntion for human reso urce tra ining and developments program s; T I-a inin g 

a nd deve lopment programs must be we ll plan ned a nd orga nized; th e right 

person j profession a lj shou ld be ass ign ed on the pos ition; Train ing and 

deve lopme nt n eeds must iden t ify a nd assessed firs t , in order to a lleviate th e 

prob lems. Thus, we ca n conclude that top-level menages do not give emphasi s 

for huma n reso urce tra ini ng a n d developme nt programs. 
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5 .3. Recommendations 

Based on the m ajor findin gs a nd eonelusions reached above the following 

recommendation s a rc p rese n ted here under. 

1. Human resource trainin g a nd d evelopme nt a ctivity is essentia l for the 

su ccess of any organ ization. Tra inin g mu st meet both organization and 

employees need. Tra ining a nd development activities arc ex pected to 

bri n g improve ment both on the o rganiza ti on and employees n ot only on 

limi ted aspects of the working en vironme nl. Training programs mu s t 

focu s on prob lems tha t can be so lved by tra inin g- remediation (Tracey, 

1984). Train ing a nd development programs bring improve ment on the 

compe te n cy and capability of employees, employees performa n ce, greater 

versa tility a nd adaptabi li ty to new techn ology, higher job sati s fac tion a nd 

motivation, higher customer satisfaction, improved decision m ak ing, 

quality se rve, etc . thus, we strongly s u gges ted that each o ffi ce has to give 

d'ue allent ion on plannin g, des ignin g implementing and eva luating 

t.ra ining a nd d evelopment progra m s . 

2. Assess in g tra inin g n e eds is the fi rst stage in the trainin g cyc le. Training 

a n d d evelopment needs a nalysis is th e base for a ny trainin g program . It 

has to inelude not only the top Icvel ma nagers but also all m embers of 

th e office / orga nization to idc ntity areas of training a nd pr ioritize based 

on th e urgency a nd relevancy of th e issue. It can be a ssess through 

diffe r'e nt ways. The technique s hou ld be appropriate to address exaelly 

what is expected t.o solve. Th e res ult o f the find in gs s h ows that limited 

techniques were u sed to assess tra in ing and developm e n t needs. The 

wri t.er of th e paper s u ggest th at, u sc various tec hn iques suc h as 

obse rvation , questionna ires, Co n s u lta tion with subject mater expe rts, 

inte rvi ew, group discussion , te s t refere nce of the orga nizational records, 

repor ts, a nd sample critical inc id en t, etc. 
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3. Training and develo pment methods are the means that enable to chan ge 

the dcsign training program in to practicc. Wide varieties of training 

methods can be employed. However, the choice will depend on diffcrent 

criteria. Which includes, the purpose of the tra ining, nature of the 

content, thc level of trainees, cost-e ffectivcness, cte (Saiyadain, 1995) . 

However, the find ings indicate that training methods are selected based 

on level of trainees and interest of trainers. Group discuss ion was the 

most often on-the-job tra ining and dcvelopment mcthod applied in sub­

city education departme n ts . S imilarly, var iou s workshops and seminars 

arc also the most frequent off-the-jo b training technique treated in sub­

city education departments. There are various on -the-job and off-the-job 

training techniques each method has its own advantages and 

disadvantages thus, analyzing its meri t is essential. Therefore , it is high ly 

recommended that other on-the-job and off- the-job train ing techn iques 

have to be appl ied to ean-y out effective trainill g and development 

activities . 

4 . Orientation is part and parcel of training and developmcnt programs. 

Resu lts of the find ing reveal that orientation activity is not strong enough 

and not effectively practiced . It is suggested that orientation helps the 

ncw recruit to know about him self, h is hope , aspiration and inclinations 

(Sa iyadain, 1995). Cartwright et ai, (1993) stated that 

orien tation / induction cou ld be div ided on four areas such as task 

induction, fac ility induction, health and safety induction and 

organizational induction. Many authorities stated that, oricntation lS a 

sys tematic and planned introduction of new employecs to the job, wo rk, 

supervisors and the organ ization, reduce anxiety, start up cost turn over, 

and help to adj ust to thc wo rk group and its norm. Therefore , we 

strongly suggest that each office /departmcn t have to provide orienta ti on 

to its employees enter to their office . 
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5. Evaluating the training and development programs is ext remely 

importa n t stage . It is the last stage through which the effectiveness of 

training is examined. However, as responded by majority of the 

respondents post- training evaluation is not conducting. Trainees do not 

have ehanee to d iscuss on trainings they received. Evaluation is the 

most crucial phase that enables to assess the quality of training 

imported and a lso to predict to the futu re (Saiyadain , 1995). Therefore, 

it is possible to suggest that training and development programs have to 

be evaluated seLLing clear criteria for evaluation. In addition, it ha s to be 

continues, participatory , the results have to be well organized and sent to 

each office a s feedback and problems have to be solved on time based on 

the results of the eva luation. 

6. Human resource training and development is not an easy task. Various 

things can affect the activities of training and d evelopment. As observed from 

the findings, financial constraints and shortages of training facilities are factors 

that a ffect training and development programs. Foot and Hook (2005) explained 

that if the training is effective it can not be left to ch ance and great deals of 

planning need to be happen. Thus, we can s u ggest that the office/departments 

have to allocate enou gh budgets, well planned and evaluate periodical ly . 

7 . Majority of the respondents suggested the following to minimize and/or 

alleviate problems re lated to training a n d development such as: top level 

managers must give due attention for human resource training and 

development program; training and development programs must be well 

plann ed and orga n ized; the right person / professional should be assi gned on 

the position; Training and development needs must be identified and analyzed 

firsl. It is t rue that the above-mentioned issues are paramount important to 

sol\'e problems related to train in g a nd d eve lopment programs. Foot and Hook 

(2005) stated that training requires the full co mmitment and support of tope 

level managers, supervisory personnel and collective bargain in g of units. On 
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the other hand , those who arc carryin g out the tmining shou ld themselves 

h a ve some tra ining in runnin g th e tra ining programs. Specialized training 

o fri ecrs or human resou rce managers with respons ibil ity for training have to be 

in volved . Thus , th e write r of Lhis paper wou ld like to s u gges t tha t the offices in 

ea c h s ub-cit ies have to give due a LLention to huma n resource t ra inin g a nd 

development programs. 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Depa rtment of Educational Planning and Management 

(Human Resource and Organizational Development Stream) 

Questionnaire to be filled by: educa tion department orrieers, team leade rs, 

expe rts and su perviso rs. 

The purpose or this questionnaire is to gather relevan t data that will help to 

assess the c urrent practice or human resource tra ining a nd dcvelopment in 

Addis Ababa education departments. 

The objective or this study is purely acade mic. Your respon se is essential to the 

success or this study. Thus, you are kindly as ked to rill the questionnaire 

careful ly . 1 would like to assure tha t your response wo u ld be keep 

eo nridcmially . Thank you in a dvan ce ror your cooperation a nd dedica tion. 

Please read the instruction s and respond to eaeh question carefu lly. 

N.B. Don't write yo ur name please. 

- Make " -J" sign in rront or your choice 

- Attempt to g ive response ror a ll items. 
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I. Persona l Information 

1. Se, a. Ma le 

2. Age a. 20 yea rs and below c.31-40 

b. 2 1-30 d. 40 years and above 

3. Academic qualification 

a. Certifi cate e. BA/BSe 

b. Diploma d. MA/MSc. 

e. Other pl ease specify 

4. Your area of specialization 

a. 

e. 

Educati ona l planning and management 

Pedagogy 

c. Other 

S. Name of YOllr department 

a. Su b-c ity le ve l 

h. Kebclc leve l 

6. Your pos ition 

b. Management 

d. Curricul um 

a. 

e. 

Education and train ing orlicer 

I~ducati o ll ex pertise 

b. Educat ion team leader 

d. Il uJ111-ln resource head 

c. Support sta ff 

xs 



7. Year of SC I' vice 

\:. Bclow 5 years b. 6-10 years 

c. 11 -15 years d. 16-20 years 

c. 2 1 years and above 

II. About Tra ining and Development 

1. Did YO ll rece ive any training and deve lopment in thc last 5 ycars? 

a. Yes b. No 

2 . I f your answer for the first item is " Y es" how many times? 

<l . Once b. t\vic .... , c. more th an twice 

.'3. I-low do Y\lU rate th e re levance of the trainin g programs that you ha ve been attended" 
VP=vcry poor, P=POOL F=fare, G=good, VG=vcry good 

:r VP P F 

I 
Question items 

G 

I 

~- ----~ - -- ~-- ~~- ~ - -- ·-I~~ I Improve the capability an d co mpeten cy of 
emeloyces. -- - --- -- ~ - .---. 

2 J f!1Jlrove job performance o f employees 
0 Ena ble the office to cope up with new j 

--~ 

_ tccl1 nolo~ __ 
4 Brought higher job satisfaction and 

motivation . -- ~------ - _. - - ------

5 J3..rgug ht high er customer satisfaction 
_6_' _ , Imfl!ovc decisio~making~IJrocCsS 
[ 7 I Brought guality service _____ 
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II I. Training and Development Needs Assessment 

1. Dosc you r departmen t! office conduct train in g and development 

needs assessm ent? 

a. Yes b. No c . Not surc 

2. If your a n swer to qu estion one is 'Yes' wh o conduets the need 

assessm en t? 

a . Each Employee in the office 

b. Top level managers 

·c. Immed iate supe rviso rs 

d. Don't know 

3 . Wh ie h methods are a pplied to assess th e trai ning a nd development 

needs in yo ur department (office)? 

a. Performance cva luation 

b. Observation 

c. Group discussion 

d. An nu a l performance review 

e . Other (please spccify if a ny) ____ _ 

4. If training nceds ass essment was n ot conducted in your office, what 

do you think a re the reasons? 

a. Absence of expert to conduct trainin g need assessment 

b. Lack of budgets 

c. Lack of awareness a bout th e importance of conducting tra ining 

need assessment 

d . The issue is not ace u stomed 

c . The top management do no t give attention 

1'. Othe rs (if any) _, . _____ _ 
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5. Indicate you r level of agreement with the fo llowing factors that serve 
as c ri te ria fo r priori tizi ng tra ining needs ident ified in you r 
office/department/. Use (.I =stron gly disagree, 2 disagree, 3=neutral, 
4 =agree and 5=strong agree) 

Rating scale 
No Question Items 1 2 3 I 4 1_ 5 -- - - --r--

1 Traini ng need ide ntified is priori tize based on 
availability of budget --- - ----

2 Tra ining need identified is prioritize based on 
urgency of the training _n eed 

- - ---
3 Training need identified is prioritize based on 

train ee's motiva tion -
4 T raining n eed identified is prioritize based on 

- ava ilability of training m a teria l 
Others (i f any) 

~- . =~ - . 

IV. I-j llman Hesollrce Train ing and Development Methods 

1. How is traini ng and d evelo pment meth od chosen in your department 

/ office? (You can c hoosc mOl·e than one) 

<l . Based on the purpose of tra ini ng and developmcnt 

b . Based on the n a ture of the content offered 

c. Based on th e level of trainees 

d . Based on th e interest of the tra iner 

e . Based on th e eost ineur 

r. Don 't know 

88 

-

- -

--



2. lndicatc your rcaction to thc following statcments by inserting number 
(1 =strongly disagree, 2 =disagree, 3 fair ly, 4 a grce , 5= stro ngly agree) in 
the box co rresponding to the items '-, Rating Scale 

Quest ion item No 1 2 3 4 5 
1 Th e o ffice norma lly a rra n ge 

orientation programs for new 
'_~QlJ~loyees -- - -

2 Orientation give n by sending written 
directives 

3 Orientation foc uses on introducing 
new employees to th eir jobs 

4 OrienLa tion program focus on offices 
mission , cu lture, ru les, and 

~-

~ rcgulati~oli cics, structure 
-

5 l oric nta tion programs focuses on 
introducing n ew recrUIts to the 

L~ _ worki~cnvi ronment -_. 

3. Of thc fo llowing tec hniques of on -thc-job tra inin g and dcve lopmcnt 

which one is most oft en a pplicab lc in you r officc'? (Yo u can choosc 

more than o ne) 

a. Mentoring 

c. ,Job rotation 

c. Casc study 

g. Other (if a ny) 

b. Coaching 

d. Group di scu ssion 

r. Rolc-play 

4. Wh ich of the following off-the-job trainin g devc lopment techniqucs 

arc u sed in your d e partment freque n tly? (You can choosc marc th a n 

one) 

a. Var iou s works hops, scminars, ctc 

b. Through d istancc cducation 

c . Learnin g in h ighe r edu cation in s titution 

d. Scho larsh ip abroad 

c. Others (if any) __ _ 
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V. Evaluating training and development programs 

1. Dose your office have post- training discussion with trai nees? 

a. Yes b. No c. Not sure 

2. If your a nswer to question 4 is 'No' why? (You can choose more than 

one) 

a. Trainees arc not willin g to discuss 

b. There is no chance for discussion 

c. Th e absence of responsible body to do that 

d. Thcrc is no e nough time for discussion 

e. Lack of aware ness about the importance of suc h discussion 

f. Others (if a ny) _________ _ 

3. Indicate your level of agreement or d isagreemen t concerning training 
and development evaluation practices in your offices (J =strongly 
disagree, 2 disagree, 3=fairly, 4 =agree, 5 strongly agrec) 

- -
Rating scale 1 

I .. [-
-- I 

Question item S.DA DA P A ~ 
I I . VOL If office evaluate training programs continuously 

1 2-~ ---- - .- _ .. 
rc arc re levant criteria to evaluate training and 

I dev c10pmcnl programs , 
13-Tra 
I I de 

---- --
ining evaluation is participatory in your office 
partmcnl 

4 

5 

1

6 

I-
I? 
I 

I , 

-
Tra ining evaluation results arc well organized 

in in g evaluation is made throughout the t raining Tra 
and 

I 
I Pro 
I 

development process 

---_. 
blcms a rc timely solved based 011 the training 
luation 

---
I eva 
, --

Illation results arc sent to each office as I Eva 
1 feed back , 
J --- -- .- - -- -_.- ----- ._---
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VI. C hallenges of Troaining and Development 

1. Has you r d epartment (office faced a ny p rob lem s whil e 

condu cting training and development prog rams'? 

a . Yes b. No c . Not sure 

2. rfyo ur a n swe r is "yes" wh at a re th ose? (You ca n ch oose more than 

one) 

a. Financial con stra in t s 

b. S h ortage of training faci li t ies 

c . Unavai la bili ty of traine r s 

d. Inadequate knowledge about th e need of training a nd 

developmen t 

c . Training a nd deve lopment programs are not 111eluded in lhe 

strategic pla n of th e office 

r. Others (if any) ___________ _ 

3. What measures has to be taken to overcome the problems 

rela ted to trainin g and development program s? 

------.~-.-----------
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Interview schedule 

1. Does your office / department conduct training program based on nced 

assessment? 

2 . How often does your office conduct training and development 

ac tivities? 

3. What methods does your office use for conducting training and 

development'? 

4. Does your office set objectives for training and development programs? 

5. What measures does your department / office takes to make objectives 

clea r to whom so ever participating the training? 

6. What factors are affecting the process of training and development 

programs? 

7. What is your suggestion as solution to problems of human resource 

training and development a c tiv ities? 
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