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ABSTRACT 

The main purpose of this study was to assess the human resource training programs offered by 
CTIT-ETC. The study was conducted in CTIT and three Addis A/?aba Zonal Telecommunication 
offices that were selected using simple random sampling technique. A descriptive survey method 
was employed for this study. Data were gathered using questionnaires, interview and direct 
observation of the training sessions. The sources of the data were trainees, trainers, training 
program director, TDD manager, training experts, and some related documents. Sample 
respondents for the study were selected using simple random sampling techniques. Out of the 
total number of 180 respondents, (i.e. 146 trainees, 30 trainers, 2 training experts, training 
program director(CTIT), and TDD manager ), 148 (82%) provided the required data for the 
study. Results obtained were analyzed using percentage, mean, mean rank, t- test, and Chi­
square (/). The test were made with 95% (alpha/a. ~O. 05) level of significance. The quantitative 
data analysis was processed by the use of SPss software 17 version. The result of this study 
indicated that TNA conducted by ETC-CTIT has not been done in scientific and appropriate 
manner. It was based on subjective data without identification of true needs of the corporation 
and analysis of gaps. In the processes of designing training programs necessary stakeholders 
such as trainees, respective working unit managers or supervisors were not consulted The study 
further discussed that training facilities like training room, catering and the training 
environment were conducive. Moreover, defining the role of trainers or experts, delivering 
training according to preset schedule, availability of training material as well as training aid 
were relatively well prepared and appropriate. The finding also indicated that the selection of 
trainees and trainers were not based on clear criteria. Training evaluation was made only at the 
end of training program; efforts were not made to evaluate the changes on job performance and 
the impacts on the organization as results of training. Lack of clear training policy and 
structure, lack of knowledge and awareness about the need and the importance of TNA, lack of 
providing training based on training policy and training need assessment, lack of linkage 
between training and career development or promotion were some of the major factors that 
hinder the achievement or the practice of training programs. The study suggested that to make 
training programs strategic and systematic, TNA, training design, selection of trainees and 
trainers, delivery and evaluation of training programs have to be 9arefully executed by involving 
necessary stakeholders in line with the telecom demands. Besides, clear training policy, 
guidelines, manuals, procedures, and structure should be developed or revised with clear 
accountabilities and responsibilities. 
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CHAPTER ONE 

1. INTRODUCTION 

In this chapter, background of the study, statement of the prqblem, objective of the study, 

significant of the study, delimitation of the study, limitation of the study, research design, and 

methods, and organization of the study has been discussed. 

1.1. Background of the Study 

Organizations, both profit and nonprofit, are established for achieving pre specified goals. To 

accomplish these goals human, financial, material etc. resources are required. Among these 

resources, human resources are very crucial because human resources are the most valuable 

assets of any organization. Machines, materials, money and even with the advancement of 

robots and software, nothing can replace human thinking, skills, and talent. However the 

competitive pressure facing organizations today require that staff members' knowledge and ideas 

be current and that they have skills and abilities that can deliver results (Mathis and Jackson, 

2008: 260). 

In relation to this concept, Noe and others (2007: 209) stated that the nature of the modem 

business environment makes training more important today than it ever has been. Because rapid 

change, especially in the area of teclmology, requires that employees continually learn new 

skills. Mathis and Jackson (2008: 260) also agreed that the nature of technological innovation 

and change needs timely training of employees otherwise the organization may become less 

competitive. For example, consider the telecommunication industry today compared with five 

years ago, with all the new technologies (wireless, internet, and web based services, etc.) and the 

accompanying competitive shifts. These writers stressed that without continual training, 

organization may not have staff members with knowledge, skills, and abilities (KSAs) needed to 

compete effectively (Mathis and Jackson 2008: 262). These indicate that training is not a one 

time activities rather it should be a continuous tasks. Therefore, one can understand that it is 

essential to continuously train and educate workforce in order to maintain and update their 

capabilities. 
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According to Comling and Mailer (1981: 50) the object of employee training is to produce a 

relating permanent change in people so that they can perform present and future job more 

effectively. It is mainly to improve knowledge and skills, and to change attitudes or behavior. 

Different writers like Noe and others (2008: 266) and Graham (1983: 166) identified the 

benefits of training as follows: increase productivity, improves the quality of work; improves 

skills, knowledge, understanding ru1d attitude; enhance the use of tools and machine; reduces 

waste, accidents, turnover, lateness, absenteeism and other overhead costs, eliminates obsolesce 

in skills, technologies, methods, products, capital management ·etc. However, it is logical to 

suggest that these benefits can be realized if only training progrrun is administered properly and 

systematically. 

Krietner (1995: 8) stated that no matter how carefully job applicants are screened, typically a 

gap remains between what the employee does know and what they should know. An 

organization which desires to gain the competitive edge in its respective industry, needs among 

other things, extensive and effective training of its human resources. Training is, therefore, one 

of the key elements for improved organizational performance; it increases the level of individual 

and organizational competences (Krietner, 1995: 8). 

According to the proclrunation (Federal Negarit Gazeta, 2002, No .8), every government 

organization is required to develop the capacity and potential of all its employees irrespective of 

their status through training and development needs of its organization and to prepare the 

necessary plan and budget for training and development prograrris. With regard to ETC human 

resources training policy manual (ETC, 2004: 5) the main objective of training is to make the 

employees more productive by upgrading their knowledge, skill, ability and attitude to enable 

employees to grip modern systems by updating themselves with the modern telecommunication 

technology and services. 

Moreover, ETC training policy statement also stated that the corporation's training and 

educational direction should be plrumed and conducted based on interest; there should be a 

system by which, whether the ability and the efficiency of the worker is improved through the 

given training, and general organizational advantage; would be evaluated (ETC, 2004: 5). Even 

though, the training policy states that training should be organized based on the interest, 
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efficiency, and advantage of the organization, the practical application is not much in line with 

the policy statement. This may be because of the fact that the current training program might not 

be formulated and translated in to action in systematic manner in which to satisfy the needs of 

the organization as well as the needs of employees in line with the new demands of telecom 

industry. However, the training policy statement by itself lacks clarity. 

According to Southiseng and Walsh (2008), the research thereby investigated the actual Training 

and Development (T & D) practices of the Lao telecommunication. The main findings of their 

study were: the efficacy of the telecom personnel was highly associated with the capacity of the 

T & D institutes. The arrangement and implementation of the T & D often had bias. An unfair 

selection practice for the prospect trainees usually incmred. This research found out the process 

for the T & D planning in telecom operators in Lao People's Democratic Republic consisted of 

four phases of need identification, plarnling, implementation, and monitoring and evaluation. 

However, whether these four elements are able to ensure the effectiveness of the T & D or not 

depends on how appropriately each element is formulated and translated into actions. The 

research finding also indicated that training and development activities in Lao 

telecommunication were carried out without participation of trainees; decision making related to 

training was chiefly made by the top managers' (unpublished research material). When we come 

to the practice of Ethiopian Telecommunication Corporation in relation to training may not be 

much far from this fact. 

Ethiopian Telecommunication Corporation (ETC) which is recently renamed as Ethio-Telecom 

(ET) has its own training institution, namely the former Ethiopian Telecommunication Training 

Institution (ETTI), which was established in collaboration with International Telecommunication 

Union (ITU) in 1953 G.C with the aim of overcoming the shortage of skilled manpower for 

telecom-sector. This training institution is renamed and upgraded to College of 

Telecommunication and Information Technology (CnT) Slllce 2005 G.C (ETC-Company 

Profile, 2010). 

Structmally the college is organized under ETC board of directors. It has two main wings: The 

Graduate School of TeleconmlUnications and Information Teclmology (GSnT), which 

undeltakes the post graduate shldies, and the central training program which is engaged in 

rendering short term in- service training. The Graduate School of Telecommunication and 
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Information Technology has been offering three postgraduate' programs, namely, Telecom 

Engineering, Information Technology, and Telecom Management. GSTIT is intended to fill the 

gaps for high level professionals demand in the ICT sector in Ethiopia in particular and Eastern 

Africa in general. However, currently this post graduate program is ceased (ETC-Company 

Profile, 2010), 

Because of the fact that the short term in-service training program is still ongoing, therefore it is 

useful if this study focuses on this program which is currently providing different kinds of 

training for Technical and Administrative staff of ETC, 

As ETC is a sole provider of telecom services in the country, like internet, fixed line telephone, 

mobile, data, intranet, broadband service, etc, it is responsible to provide these services to the 

societies at large in accordance with customer needs and changing in telecom technology, It is 

obvious that adequate telecom service is a back bone for economic development and also for 

adequate provision of education like; School Net, Woreda Net, Broadband Internet, Broad Band 

Multimedia, etc that ETC is required to satisfy all these needs, 

Eventhough training is important for every organization, considering the dynamic nature of the 

telecom industry like ETC, investing in the training and development of employee' s skill, 

knowledge, and attitude in systematic approach is not an option but rather a must to retain and 

maintain knowledgeable and competent employees in line with changing technology, So that 

productivity would be maximized, employees will be familiar with new telecom technology, 

predetermined objective of the corporation is to be achieved ' and the increasing needs of 

customer as wells as the development needs of the government could be satisfied. 

However, the practical experience and preliminary observation indicate that the training system 

of ETC-CTIT has not much been carried out systematically in line with the current demands 

and future challenges of ETC that telecom industry requires. In agreement with this idea and 

according to sources reported, one of the evidence perhaps why Ethiopian government recently 

signed a deal with France Telecom, thereby putting the management of ETC is due to lack of 

expertise and well trained human resource that is required by new demands of telecom industry 

is the main weak spot identified, (http://www.newsdire.comlbusinessI934-france-telecom-
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prepares-for-etccontract.html}. Therefore, this study intends to assess how the short term in­

service training is carried out in systematic and a rational manner in ETC-CTIT. 

1.2. Statement of the Problem 

In a systematic approach to training, each phase of the process produces results needed by the 

next phase. For example, the training need analysis phase provides learning goals which are used 

by the next phase, training design. Training design references the goals to design methods and 

materials from which learners can reach the goals and objectives. Typically, each phase provides 

ongoing evaluation feedback to other phases in order to improve the overall systems process. 

Therefore, in the processes of training activities each phase has positive or negative impact on 

the other phases. 

Noe and others (2008: 267) identified the reasons why training fails to achieve its expected 

objective. According to them, an organization may lose money on training because it is not 

linked to a performance problem or business strategy, or because training needs are not properly 

identified or because its outcomes are not properly evaluated. This shows that organizations have 

been investing money into training simply because of beliefs it is a good thing to do. Therefore, 

from these we can understand that like any other business process, training can be very wasteful 

instead of investment, if it is not designed and administered in a systematic manner. 

Ethiopian Telecommunication Corporation (ETC), in addition to telecom services, it has been 

engaged in Training and Development (T & D) activities with the main objective of building the 

capacity of its employees as well as to improve the performance of the organization. The 

corporation invests significant amount of money every year to undertake various in house 

(CTIT) and external T & D programs. 

But the issue is whether or not the corporation or CTIT uses systematic approach to training 

(SAT) and how appropriately each component of training: like, identifying training needs, 

designing training, delivering and evaluating training is formulated and translated into actions 

based on specific needs of the corporation. Otherwise the training cost could be wastage instead 

of investment, if training is not systematically planned and administered to satisfY the needs of 

the corporation as well as the needs of employees. For instance, according to CTIT Annual 2002 
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E.C report, the total cost of training incurred was more than 1.8 million Birr (1,818,416 BilT) to 

provide training for 1,253 trainees ( less than 10% of the total employees). On the other hand, 

according to the report, the college achieved only about 58% of the plan and consumed only 63 

% of the budget that allocated for training programs. This implies that the performance of the 

college is not encoW'aging that requires improvement however, the budget is already available. 

Therefore, training is being evaluated not on the basis of the number of programs offered and 

training activities in the organization or the amount of budget on training but on how training 

addresses business needs related to learning, behavior change, skills acquired, and performance 

improvement (Noe and others, 2008: 267). 

According to some evidences Duguma(2006) and Fisha (2007), most of the previous researches 

on ETC training system had been focused on the practice and the problem of training evaluation, 

training structure and how training is coordinated or facilitated. According to Duduma (2006), 

the effectiveness of training was affected by lack of well trained trainers and lack of facilities . 

While there are many factors that might affect the effectiveness and efficiency of training. Fisha 

(2007) on his part found that lack of clear duties and responsibilities between the activities of the 

two entities i.e. the Training and Development Division at main office, and College of Training 

Program, the effectiveness and efficiency of the training programs' were affected due to structW'al 

problem and unclear duties and responsibilities between these two entities. 

Although various writers for instance, Noe and others (2007: 299, Mathis and Jackson 2008: 

267) stated that the concept of systematic training refers to all activities that range from assessing 

needs to evaluating the results, as far as the knowledge of student researcher is concerned, 

systematic research had not been conducted on the practice of overall training system of ETC­

CTIT. Hence, the previous researches which were only focused on a single component of 

training like, training evaluation and coordination or the problem on the structure of training may 

not be sufficient to generalize how well the practice of training system is carried out in ETC -

CTIT. Therefore, since the performance of each phase of training activities has an effect on the 

other phases, it was logical to see how well the overall process of training system was formulated 

and translated into actions. 
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Moreover, according to primary investigation regarding the training system of ETC -CTIT, the 

following issues were observed: I) Proper consideration was not much given for training needs, 

2) Usually, employees were sent for training without considering the relevance of training to the 

present needs of ETC and the future challenges. 3) Most of the time employees whom had good 

networking with immediate supervisor were allowed to join the available training. 

Therefore, it was timely and important to assess whether or not the training program was carried 

out in systematic manner in line with standard literatlU'es that help to identify the gap between 

theory and practice of training. Besides, this study intended mainly to assess some of the 

practices and problems of training program offered by CTIT-ETC and to come up with necessary 

policy alternatives. 

To achieve this purpose, the following basic questions were raised and answered. 

I. How is training need assessment conducted? 

2. How are training programs designed and delivered? 

3. What are the criteria used to select an appropriate trainees and trainers for a particular 

training progranl? 

4. What mechanisms are used to evaluate training program offered? 

5. What are the major problems or constraints that hinder the achievement and practice of 
training progranls? 

1.3. Objectives of the Study 

1.3.1. General Objective 

The overall objective of this research was to assess the extent to which assessment of the training 

needs, planning or designing of the training program, selection of trainees and trainers, 

delivering and evaluation of the training program were practiced systematically and 

appropriately. And also to identify problems related to the activities and to recommend feasible 

solution for the problems. 

1.3.2. Specific Objectives 

The general objective was achieved by attaining the following specific objectives: 

~ To identify how training need assessment is conducted 
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~ To assess how a training program is designed. 

~ To identify the criteria used to select trainees and trainer 

~ To assess activities executed and factors that determined in delivering training program 

~ To examine mechanism used in evaluation of TPs 

~ To identify major constraints that hinder the achievement ·and the practice of the TPs 

1.4. Significance of the Study 

The main objective of training is to make the employees be productive on the profession they 

have been engaged by upgrading their knowledge, skill, ability, and attitude. And to enable 

employees to grip modern systems by updating themselves with the modern telecommunication 

technology and services (ETC, 2004: 5).This training objective, can be achieved only through 

training need assessment, setting training objective, developing program that can be transferred 

to job and will achieve those objective, and finally through training evaluation (Swenepoel and 

others, 2003: 454). 

This study was thus, supposed to be worthwhile in serving the ETC·CTIT training system by 

providing first hand and valuable information regarding the practice and problems of the training 

programs provided by CTIT that help in assessing, planning, designing, delivering and 

evaluating the training programs systematically. Moreover, the study had significance for the 

ETC·CTIT training managers and officers or experts in indicating their role in the processes of 

providing effective and efficient training program to employees from new demands of telecom 

industry perspective. 

The other significance of this study is that ETCIET is currently working on the process of 

transformation in order to provide world class telecom service which requires systematic training 

programs and extensive training of employees. Thus, it is timely for this study to be conducted 

that will be a valuable input to develop clear training policy or to revise the existing one or to 

design systematic training program that will help for implementation of transformation process 

in relation to training activities. Besides, Since the CTIT training progranl as system (from need 

assessment to evaluation) is not yet studied, it is hoped that this work may serve as baseline for 

other researchers who want to undertake further study in the area. Finally, it is believed that this 

study will add a piece of information to enrich the existing literature on the topic. 
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1.5. Delimitation of the Study 

This study was delimited to an assessment of training program offered by CTIT or College of 

Ethiopia Telecommunication Corporation. The first reason was a signed deal of commitment 

between ETC (the sponsor) and student researcher that is required to conduct research on major 

areas of ETC's problems. The second reason to delimit the study to this was the relevance of the 

study that has been studied and specialized throughout the graduate program. The final reason 

was as it was described in the background; CTIT is a central training institution of ETC that 

established with intention of capacitating the human resource of the corporation. 

In addition to CTIT there are other regional telecommunication training center and offices which 

provide short term training program for ETC staffs those who are working in the regional office 

i.e. , Shashamen, Mekel, Bahir Dar, Jinuna and Adma. However, including the regional training 

offices in to a research work could not be manageable because of various constraints and wide 

geographical area. Therefore since most of trainings have been provided by CTIT, mainly 

training for those who are working in Addis Ababa and it has also served as a central training 

institution for long period of times as of 1953 G.C., it was logical to delimit the study to this 

college including Addis Ababa Zonal telecommunication offices, CTIT, and Head office. 

Moreover, this study was focus on the trainings that are most recently provided by the college, 

i.e. in the year 2002 E.C. Because it was the most recent and appropriate, access to different data 

or information. In addition to this, respondents (e.g. trainees) did not face difficulty to remind 

how training had been conducted. 

1.6. Limitation of the Study 

The major limitation of this study was the significant difference between the sample size of trainees 

and trainers. This is because of the fact that the numbers of trainers were few in number in the 

college. The other limitation of this study was that this research was conducted while ETC/ET has 

started implementation of transformation process. Thus, the responses of the respondents might be 

influenced in favor of transformation or against. However, it was attempted to support the analysis 

using interview and observation to minimize these limitations that might have implication on the 

result of the study. 
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1.7. Organization of the Study 

The study consists of five chapters. The first chapter deals with introduction, the second chapter 

presents the review of related literature, the third chapter is about the research design and 

methodology. Presentation, analysis, and interpretation of data were discussed in chapter four. 

Finally, the fifth chapter presents the summary, conclusion, and recommendation on the basis of 

finding. Besides, bibliography and necessary documents were attached at the end of the chapter. 

1.8. Definition of Terms 

• Ethiopian Telecommunication Corporation (ETC) is one of government public 

organization that recently renamed as Ethio-Telecom (as of December 31,2010) and a sole 

provider oftelecom services in the country, like internet, fixed line telephone, mobile, data, 

intranet, broadband service, etc 

• Ethio- Telecom is the former Ethiopian Telecommunication Corporation (ETC) 

• CTIT is the former Ethiopian Telecommunication Training Institution (ETTI), which was 

recently renamed and upgraded as College of Telecommunication and Information 

Technology that engaged in providing different kinds of training for Technical and 

Administrative sta[[ufETC to capacitate its employees (ETC-Company Profile, 2010). 

• Systematic training is the process of identifying what training is needed, planning or 

designing appropriate training programs to meet this need, implementing the training and 

ensuring that employees are assisted to acquire skill and knowledge they need in the most 

efficient manner and finally evaluating as far as possible the effectiveness of the particular 

training program satisfying any residual training requirement, ( Kenney 1979: 7-8 ; Mathis 

and Jackson, 2008: 267). 

• Designing a training program involve determining and sequencing the content of the 

training programs, selecting appropriate facilities and premises, selecting training 

equipment or aid, deciding training environment and selecting the appropriate trainers and 

trainees, (Zaccarelli, 1997 : 19). 

• Training is a systematic and planned activity or processes through which employees 

acquire knowledge, skills, abilities, attitudes, and behavior that are critical to perform 

present and future job effectively and efficiently, including modifying attitude of trainees 

and capacities, (Noe and others 2008: 267). 

10 



CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

In this chapter, concept and importance of training, systematic process of training program (i.e. 

training need assessment, design, deliver and evaluation of training programs) and finally the 

background ofthe organization (CTIT- ETC) were discussed. 

2.1 Concept and Definition of Human Resource or Employee Training 

Some authors define the term "employee or human resource training" in different ways. 

However, almost all the definitions have similar connotation. For Gordon (1992: 235), employee 

training is the planned and systematic modification of behavior through learning events, 

activities, and programs which result in the participants achieving the levels of knowledge, skills, 

competencies, and abilities to carry out their work effectively. 

In relation to this Noe and others (2008: 267) define training as a planned effort by organization 

to facilitate employees' learning of job related competences. These competencies include 

knowledge, skills, or behavior that are critical for successful job performance. They further 

explain training as the systematic process of altering the behavior and or attitudes of employees 

in a direction to increase the achievement of organizational goals. These writers agreed that for 

any organization to succeed in achieving the objectives of its training program, the design, and 

implementation must be plalmed and systematic, tailored towards enhancing performance and 

productivity. 

In contrast to the unstructured approach, Kenney (1979: 7-8) states that systematic training is 

important ingredient in an organization manpower strategy and is a sound business investment. 

He defined systematic training as the process of identifying what training is needed, planning 

appropriate training programs to meet this need, implementing the training and ensuring that 

employees are assisted to acquire skill and knowledge they need in the most efficient manner and 

finally evaluating as far as possible the effectiveness of the particular training program satisfYing 

any residual training requirement. 
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Therefore, to summarize the above definitions which is defined by different authors training is a 

systematic and planned activity or processes through which employees acquire knowledge, 

ski lls, abilities, attitudes, and behavior that is critical to perform present and future job 

effectively and efficiently, including modifying attitude of trainees and capacities. 

2.2 Benefits and Importance of Employee Training. 

The significance and value of training has long been recognized. Consider the popular and often 

repeated quotation, "Give a person a fish and you feed him for a day. Teach a person to fish and 

you feed him for a lifetime." This simple but profound saying is attributed to the wisdom of 

Confusius who lived in the 5'" century BC. Given today's business climate and the exponential 

growth in technology with its effect on the economy and society at large, the need for training is 

more pronounced than ever (McClelland, 2002). 

Thus, training is one of the most important potential motivators which can lead to many possible 

benefits for both individuals and the organization. Changing technology requires that employees 

possess the knowledge, skills and abilities needed to cope with new processes and techniques. 

Moreover, planned and effective training program has significant contribution in improving 

employees' perfolmance and ensuring overall achievement of organizational objectives. For 

instance, Grugulis (2007) and, Opperman and Meyer (2008) list some of the benefits of training 

include: productivity increases, improved job performance, higher j ob satisfaction, reduced 

labour turnover, decreases need for supervision, less difficulty in filling vacancies, and less stress 

from skill inadequacy. Therefore, a systematic planned and implemented employees training can 

benefit both the employee and organizations by filling the present knowledge gap. 

2.3 The Systematic Process of Employee Training 

Literature available on training (Noe and others, 2007: 20 1; Mathis and Jackson, 2008: 267) 

indicate that systematic approach to training generally follows a logical sequence of activities 

or steps involving training needs identification, training plans or design, implementation, 

evaluation and training feedback for further action. Systematic training cycle is one of the 

approaches used the design and implement employee training program. A key characteristic of 

training activities that contribute to competitiveness is that they are designed according to 
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instructional design processes. Training design process refers to a systematic approach for 

developing training program, (Noe and others, 2008: 269). 

Furthermore, the training design processes should be systematic yet flexible enough to adapt to 

business needs. Different steps may be complete simultaneously. Keep in mind that designing 

training unsystematically will reduce the benefit that can be realized. For example, choosing a 

training method or ensuring employees' readiness for training, before determining training needs 

increases the risks that the method chosen will not be the most effective one for meeting training 

needs. Also, training may not even be necessary and may result in a waste of time and money. 

Employees may have the knowledge, skills, or behavior they need but simply not be motivated to 

use them (Noe and others, 2008: 269-270). 

According to Mathis and Jackson (2008: 266) training process is the way firm organize and 

structure their training effects the way employees experience the training, which in turn influence 

the effectiveness of training. Effective training requires the use of systematic training process. 

They classify the process in to 4 phases or steps. Such as, need assessment, design, delivering, 

and evaluation. However, Gomez-Mejia and others (1995: 296) divide training process in to 

three phases: Needs Assessment phase, Development and conduct phases and Evaluation phase. 

They stresses that using such processes reduce the livelihood that unplanned, uncoordinated, and 

haphazard training effort will occur (Mathis and Jackson, 2008: 266). 

Because of the fact that the phase or steps of training process which were developed by Mathis 

and Jackson (2008: 267) consist of the four basic and important elements of training that are 

clearly stated and easy to understand, the writer of this paper sorted out and blended the 

following activities to be the major practices expected in dealing with training programs. 

Therefore, systematic approach to training generally follows a logical sequence of activities 

involving conducting training needs, designing the training program, delivering and finally 

evaluating the training program accordingly. The model of systematic training processes is 

indicated in the next figure-I. 
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Similarly, both trainees and trainers who gave positive responses regarding the existence ofTNA 

were also requested whether it was being conducted in scientific manner. As it can be seen in 

Table 5 item 3 about 88% of trainees and 90% of trainers agreed that the TNA was not 

conducted in scientific manner. 

Besides, the calculated value of Chi-square (ll, 0.127 is less than p-value 0.939 at the degree of 

freedom of 2(i.e. p-value is greater than .05). This indicates 'that there were no statistical 

significant difference between the opinion of trainees and trainers. The interview held with 

training program director and training and development manager also revealed that TNA practice 

in ETC-CTIT was unscientific. 

Table 6: The Practice of TNA as Perceived by respondents -B 

Trainees Trainers 
No Item (n=118) (n=26) 
I If your answer in Table 2 item3 is 'No' what would be the 

Mean Mean major reason that TNA have not been practiced in scientific 
Valne 

Rank 
Valne 

Rank 
manner in ETC-CTIT? 

1.1 Understatement of the need to do the analysis 3.78 1 3.94 2 
1.2 Lack of interest on the part of concerned individual in 2 

the organization 3.6(1 3.33 4 

1.3 Lack of adequate budget 2.21 4 1.94 5 
1.4 Lack of knowledge and awareness on the part of 1 

working unit mangers 3.78 4.17 1 

1.5 Lack of expertise to undertake training need 3 
assessment 3.08 3.50 3 

Trainees and trainers who agreed on the view that TNA has not been practiced in scientific 

manner were also asked to rate the reasons for unscientific practice. As it was indicated in the 

Table 6 item 1.4, both trainees and trainers agreed that lack of knowledge and awareness on the 

part of working unit supervisor or managers as the highest priority and main reason and ranked 

with mean values 3.78 and 4.17 respectively. Underestimate to do the analysis, lack of interest 

on the part of concerned individual and lack of expertise to undertake TNA in the organization 

were found to be the first, second and the third important reasons ranked with mean values of 

3.78, 3.64 and 3.08 respectively by trainees, (item 1.1 , 1.2, and 1.5). Underestimate of the need 

to do the analysis and lack of expertise to undertake TNA were ranked with mean values of 3.94 

and 3.50 respectively by trainers, as second and third important reasons for unscientific practice 
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of TNA. However, lack of adequate budget was found to be less important reason for trainees as 

well as trainers. This implies that lack of adequate budget was not a major reason for unscientific 

practice. Generally, there was no major variation in the ranking of item of the two group 

respondents except lack of interest (Table 6, item 1.2). 

Table 7: The Practice of TNA Techniques as Perceived by trainers-C 

Trainer(n=20) Rank 
No Item frequency 

N % 
I Which technique does ETC-CTIT use to conduct TNA? 

1.1 
Analyzing overall organizational performance 4 20 3 

1.2 Analyzing how individual perform the job 
(analyzing individual capacity) 2 10 5 

1.3 Analyzing how organizational task are performed 
(task analysis) 3 IS 4 

1.4 Feedback of higher authorities 6 30 2 
1.5 Judgment or comment of immediate supervisors or 

managers 13 65 I 
Total *28 100 

* Muiliple Respollses 

As reviewed in lOhapter two of this study, there are different techniques of TNA. These are 

organizational analysis, task, and person analyses which are the important methods used for 

identifYing TNA. To this effect, trainers were requested to rate the techniques that has been 

being practiced in their organization. Accordingly, Table 7, item 1.5, 65% of trainer agreed that 

the practice was based on judgment or comment of immediate supervisors, and 30% of trainer 

agreed that it was based on feedback of higher authority. However, only 20%, 15%, and 10% of 

trainers agreed that organizational analysis, task, and person analysis were applied respectively. 

This indicates that the practice was done haphazardly and based 9n subjective information from 

immediate boss or supervisor. Moreover, it was deviated from scientific approach and what was 

recommended by literature. This is supported by interview that was held with training and 

development manager that the practice has been done by sending ;a letter to operational unit and 

then the respective working unit managers or supervisors fills their demand randomly without a 

clear knowledge about the true needs. It was also further explained the reason for unscientific 

practice is because of the fact that the immediate supervisors have no clear awareness and 
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knowledge about importance ofTNA. In relation to this, Cowling and Mailer (1981: 55) stated 

that training needs analysis for an organization will normally be undertaken by training managers 

with the cooperation of line mangers but sometimes happens that a line manager with no 

specialty training knowledge is asked to undertake the exercise with his or her own department 

or section. 

As indicated in the literature, there are various methods or sources for determining specific 

training needs such as, questiOlmaire, performance appraisal data, analysis of reports or records, 

analysis of future strategic needs of the organization, interview with concerned individual, 

observation of actual performance, job description, feedback or recollU11endation from immediate 

supervisor etc, are some of the important source of information that need attention during TNA, 

(Mathis and others, 2008: 267). 

However, it is noted in various literature that whatever method is used to identify training needs, 

at least the following three point must be kept in view: a) these methods should be used in 

combination, that is there should never be reliance on one method because none of these methods 

can stand alone b) they may be used to identify training needs of each of the various groups of 

employees c) they should be applied to individual employees since training needs will vary with 

individual em pI oyee, ( http://www.dirjournal.com/gu ides/how-to-conduct -a-training-needs­

analysis ,June, 2007). Accordingly, related questions were forwarded to trainers those who gave 

positive responses regarding the existence of TNA. 
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Table 8: Sources used in tlte Analysis of Training Needs 

Item Trainers (n=20) 
No % 

What are the sources a) Analysis of reports or records 4 20 that ETC- CTIT used in 
the analys is ofTNs? b) Analys is offuture strategies and needs of 

4 20 
the corporation 

c) Interview I 5 
d) Observation I 5 
e) Questionnaire 4 20 

f) Performance Appraisal data I 5 

g) Judgment 01' comments of immediate 16 80 
supervisors or managers 

Total *31 100 
* Multiple Responses 

As illustrated in Table 8, 80% of trainers responded that the source of information used for INA 

was based on judgment from immediate supervisors or line managers. However, literature 

indicates that gathering information from different sources using different tools or methods help 

the organization to make the TNA more objective and accurate, 

(http://www.dirjournal.com/guides/how-to-conduct-a-training-needs-analysis ,June, 2007). Only 

20% of trainers indicated that analysis of reports or records were used as a source of information 

for INA whereas 20% of the trainers confirmed that analysis of the strategic needs of the 

organization and finally 15% of trainers indicated that interview, observation and performance of 

appraisal data were used as the sources of information to conduct rnA. 

Therefore, it is possible to infer that inappropriate technique and high subjectivity of data or 

information were frequently utilized in identifying employees' training needs. 

4.2.1.1. Prioritization ofIdentified Needs 

Since resources are limited, it is difficult to satisfy all needs at the same time. Therefore, criteria 

need be set to prioritize the training needs. Besides, the criteria s~ould maintain the current and 

future demands of the organization. It also needs to balance the interest of both employee and 

organization. Accordingly, attempt was made to assess the practice of training needs 

prioritization in the organization. 
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Table 9: Respondents' Rank Order on Factors of Prioritization ofidentified TNA 

Trainers (n=20) 
No Item 
I What criteria does ETC-CTIT use for prioritizing 

Mean 

identified needs? No % Mean 
Rank 

1.1 The availability of resources Strongly Disagree I 5 3 
(budget and trainer) Disagree I 5 

Undecided 3 , 15 
3.75 

Agree 12' 60 
Strongly Agree 3 15 
Subtotal 20 100 

1.2 Urgency or seriousness of Strongly Disagree I 5 2 
the problems Disagree 0 .0 

Undecided 2 10.0 
Agree 4 20.0 4.40 
Strongly Agree 13 65.0 
Subtotal 20 100 

1.3 The interest of top Strongly Disagree 0 .0 I 
management Disagree 0 .0 

Undecided I 5.0 
Agree g 40.0 4.50 

Strongly Agree II 55.0 
Subtotal 20 100 

1.4 The long term needs of the Strongly Disagree g 40.0 4 
corporation Disagree 6 30.0 

Undecided 3 15.0 
Agree 5.0 

2.15 
I 

Strongly Agree 2 10.0 
Subtotal 20 100 

As illustrated in table 9, trainers who gave positive responses regarding the existence of INA 

were asked the criteria that have been used in ETC-CTIT to prioritize the identified needs. As a 

result, the interest of top management and urgency or seriousness of the problem with mean 

values 4.5 and 4.4 were the first and the second criteria respectively to decide the type of 

training. However, the long term needs of the corporation with mean value 2.15 (less than neutral 

value) were not given due consideration which is believed that very much important in the 

telecom industry. In line with this, the interview result has also revealed that training need 

prioritization was mostly based on urgency or seriousness of the problem or simply firefighting 

rather than pre- planned. 
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4.2.1.2. Training Objectives 

As it has been described in the related literature, providing training for employees has many 

objectives, however, the major objective of training is to bridge the gap between the required and 

actual skill, knowledge, abilities, and attitudes which enable employees to improve their 

efficiency and satisfaction. Thus, the training objectives are important elements of a program. 

Quality objectives are not only indicators of course action but also motivators of the trainee. 

Hence, objectives should be specific, measurable, achievable, and realistic and time bounded. 

Moreover, objectives have to be understandable and relevant with TNA, (Mathis and Jackson, 

(2008: 269). 

Therefore, a precise training objective provides a clear direction fqr trainers as well as trainees or 

other stakeholders what is expected at the end of training. However, these can be realized if only 

these objectives are clearly explained and communicated to all concerned individuals or 

necessary stakeholders. Accordingly, the respondents were asked questions related to training 

objective and their responses indicated in the next table. 
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Table 10: Training Objective as perceived by respondents 

Trainees (Trainees=118) Trainers (n=26) 
!-test 

No Item p-
No % Mean No - 0/0 Mean t Value 

I Training SO 7 5.9 5 19.2 
objectives are DA 12 10.2 0 .0 
understandable VD 14 11 .9 0 .0 

A 64 54.2 3.68 20 ·76.9 3.46 /-.907/ .366 

SA 21 17.8 I 3.8 
Subtotal 118 100 26 100 

2 Training SD 26 22 7 26.9 
objectives are DA 43 36.4 7 26.9 
related with TNA 

UD 10 8.5 4 15.4 
A 23 19.5 

2.66 
7 26.9 

2.54 /-.4171 .677 

SA 16 13.6 I 3.8 
Subtotal 118 100.0 26 100 

3 Training SO 39 33. 1 6 23.1 
objectives are DA 27 22.9 10 38.5 
clearly VD 7 5.9 3 . 11.5 
communicated 
and explained A 45 38.1 2.49 7 26.9 2.42 /·.24S/ .804 

for trainees and SA 0 .0 0 .0 
other necessary 
stakeholders 

Subtotal 118 100 26 ~OO.O 
N.B. Strullgly Dlltlgree (SD), DI.wgree (DA), UIII/ecu/ed (UD), Agree (A), Strollgly Agree (SA) ami degree offreedom ((If) - 142 

As it can be seen form Table 10 item 1, 72% of trainees and 80.7% of trainers confirmed that 

objectives were understandable. Moreover, at 95% confidence interval, the mean values of 3.68 

and 3.46 for trainee and trainer respondents respectively show that there is an agreement of both 

groups on the stated issue. Moreover, the associated p-value of the same test is greater than 0.05 

level of significance. This indicates that there is no significant statistical difference between 

opinions of both groups. This implies that the training objectives were relatively well prepared. 

Trainees and trainers were also requested to rate their level of agreement on the relevance 

between training objective and TNA. Consequently, 58.4% of trainees and 53 .8% of trainers did 

not believe that training objectives were related with TNA. However, about 33% of trainees and 

30.7% of trainers agreed on the same issue. Moreover at 95% confidence interval both trainee 

and trainer respondents disagreed on the item with calculated mean values 2.66 and 2.54 for 

trainees and trainer respectively, which is less than the neutral value ( x=3). Furthermore, the p 
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value in the same test is greater than of significance. This implies that both groups of 

respondents show their disagreement on the relevance of training objective with TNA. 

In cormection with training objectives, the final question forwarded to respondents was that 

whether objectives were clearly commwlicated and explained for trainees and others necessary 

stakeholders. Accordingly, 56% of trainees and 61.6% of trainer disagreed that they were 

communicated for trainees and other stakeholders. On the other hand, about 38% of trainees and 

27% of trainers agreed on the same issues. Moreover, at 95% ;confidence interval, the mean 

values of 2.49 and 2.42 for trainee and trainer respondents respectively (which are found to be 

less than neutral value x=3) showed that there was a disagreement of both groups on the item 

stated. Besides p-value is greater than 0.05 it indicates that there is no statistical significance 

between the opinions of both groups. 

Therefore, from the finding of item 2 and 3, of Table 10, it is possible to deduce that the practice 

of setting training objectives were not encouraging and were not communicated to necessary 

stakeholders. Item 2 of table 10, regarding the relevance of objective with TNA, the results 

revealed that inappropriate practice of TNA affects setting training objective. Moreover, the 

same question concerning the relevance of training objective and TNA were forwarded to 

training and development manager, he replied that, there is lack of relevance because setting 

objective and TNA were done independently by different section meaning that there was lack of 

coordination between these two sections. Thus, even if objectives are relatively understandable 

and attainable, their relevance with TNA was not encouraging. 

The interview result has also shown that cOI1U11Unication of training objectives for concerned 

individuals and stakeholders (i.e. operational working unit managers/supervisors, trainees etc) 

was limited or none. This implies that setting training objectives require re-adjustment and well­

coordination anl0ng concerning individuals and working units. 
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4.2.2. Training Design 

Designing training program is a comprehensive process that includes different factors. Carefully 

designed training programs guide the use of more efficient and effective manner. However, the 

design of the program should not be used as restrictedly and rigidly of the action to be done with 

training session rather as a map or compass to direct the activities along the desired means and 

towards the intended ends of the process. In fact, in the process of training design, there are some 

of important factors that need to be considered, these include, the relevance with TNA and 

organizational strategic plan, determining the content of the training programs, selecting 

appropriate facilities and premises, selecting training equipment or aid, deciding training 

environment and selecting the appropriate trainers and trainees, (Zaccarelli, 1997). Hence, based 

on these facts, attempt was made to assess the practice of training design in the following 

sections. 

4.2.2.1. Training Contents 

In order to assess the relevance of the content, one can raise the question as criteria, what must 

be learned? To achieve the objective, what should be included? If possible and what could be 

included? (Truelove, 1998: 16). Therefore, it is helpful to consider how to cover the objective, 

how to link the entry behavior, and how to transfer the learning unit to the job situation when 

deciding the content. Accordingly, some questions were forwarded to both trainees and trainers 

and their responses indicated in the next table. 
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Table 11: Training Contents as perceived by respondents-A 

Trainees (Trainees=118) Trainers (n=26) 
t-test 

No p-
Item No % Mean No % Mean t va lue 

I Training contents SD 14 11.9 I 3.8 
of CTIT were well DA 32 27.1 II 42.3 
planned 

UD 10 8.5 I 3.8 

A 54 45.8 3.00 10 38.5 3.12 /-.450/ .654 

SA 3 2.5 3 11.5 

NR 5 4.2 a .0 

Subtota l 118 100 26 100 

2 Training contents SD 6 5.1 a .0 
ofCTIT is DA 69 58.5 15 57.7 
relevant with the 
TNs and UD a .0 I 3.8 

objectives of ETC A 33 28 2.70 7 26.9 2.92 /-.891/ .375 
SA 7 5.9 3 11.5 

NR 3 2.5 a .0 

Subtotal 118 100 26 100 

3 Training contents SD 16 13.6 3 11.5 
consider the DA 49 41.5 13 50 
real ity of the 

UD 10 8.5 3 11.5 corporation 
A 30 25.4 2.73 4 15.4 2.65 .285 .776 

SA 10 8.5 3 11.5 

NR 3 2.5 a .0 

Subtotal 118 100 26 100 

4 Training contents SD 16 13.6 4 15.4 
consider the DA 55 46.6 12 46.2 
ability and interest 

UD I .8 4 15.4 of trainees 
A 35 29.7 2.69 5 19.2 2.50 .709 .480 
SA 8 6.8 I 3.8 

NR 3 2.5 a .0 

Subtotal 118 100 26 100 
5 The contents of SD 5 4.2 I 3.8 

training are DA 13 II 5 19.2 
logically 

UD 8 6.8 2 7.7 sequenced 
A 78 66.1 3.67 15 57.7 3 .54 .620 .536 

SA 11 9.3 3 11.5 

NR 3 2.5 a .0 

Subtotal 118 100 26 100 
N.B. Strollgly Disagree (SD), Disagree (DA), UI/declded (UD), Agree (A), S trongly Agree (SA), No Respollse (NR), degree offreedom - /39 
except item IlIFI37 

As can be seen in table 11 item 1,48.3% of trainees and 50% of trainers indicated that training 

contents of CTIT were well planned. However, 39% of trainees and 46% of trainers disagreed to 

the same issue. Moreover, mean values of 3.00 and 3.12 both trainee and trainer respondents 
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respectively preferred more closely to neutral that training .contents were well planned. 

Furthermore, the p-value of both respondents is greater than 0.05 levels of significance. This 

confirms that both groups of respondents wanted not express clearly their agreement or 

disagreement on the item stated. This implies that planning training contents require 

improvement. 

Regarding the relevance of training contents with training needs and objective of ETC-CTIT 

Table 11 , item 2, 63.6% of trainees and 57.7% of trainers disagreed that training contents were 

relevant with TNA and objectives of the corporation although 33.9% of trainees and 38.4% of 

trainers agreed to the same issue. Moreover, at 95% confidence interval, the mean values of2.70 

and 2.92 for trainee and trainer respondents respectively which are found to be less than neutral 

value (x=3) indicated that there was a disagreement of both gro~ps on the item stated. Besides, 

p-value is greater than 0.05. 

Therefore, it would be fair to conclude that there is no statistical significance difference between 

the opinions of both groups. This implies that due attention was not given for the relevance of 

training contents with TNA and organizational objectives while training is designed. However, 

the natW'e of the organization requires training design in line with the cW'rent and futW'e demand 

ofthe corporation and continuous amendment or adjustment. 

As per the response of item 3 of the table 11, the trainees and trainer respondents were requested 

whether training contents consider the reality of the corporation, it was found that 55.1 % of 

trainees and 61.5% of trainers disagreed that training conteqts consider the reality of the 

corporation. On the contrary, 33.9% of trainees and 26.9% of trainers agreed, 8.5% of trainees 

and 11.5% of trainers preferred not to give any comments to the statement. 

In addition to this, with mean values of 2.73 and 2.65 both trainees and trainer respondents 

respectively disagreed that training contents consider the reality of the corporation. At significant 

level of 0.05 p-value greater than 0.05, it indicates that there is no statistical significance between 

the opinions of both groups. It was found out from the interview with training manager and 

training expert there was discrepancy between the demand of the 'corporation and the content of 

training, even if there are efforts to compromise training contents with changing technology. 
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Therefore, the dynamic nature of the organization (like ETC) requires continuous amendments of 

trainings in line with technological changes. 

As per the responses of item 4 of Table II, 60.2% of trainees and 61.6% of trainers disagreed 

that training contents were prepared consider the ability and interest of trainees. On the other 

hand, 36.S% of trainees and 22.8% of trainers agreed to the same issue. Furthermore, with mean 

values of 2.69 and 2.S0 both trainee and trainer respondents respectively said that training 

contents were set without considering the ability and interest of trainees. Besides, at significant 

level of O.OS , p-value is greater than O.OS which revealed that there is no statistical significance 

between the mean responses of the two groups. This implies tp.at the ability and interest of 

trainees were forgotten in designing training contents. However, these are important factors for 

effectiveness of training. 

In the final item S, Table II both trainees and trainers were requested whether the contents of 

training is logically sequenced. As a result, 7S% of trainee and 69.2% of trainer respondents 

agreed that the contents of training were logically sequenced. On the other hand, IS .2% of 

trainees and 23% of trainers confirmed that the contents oftraining were not logically sequenced. 

Moreover, the mean values for both groups of respondents were calculated at 9S% confidence 

interval. The test revealed that the mean values are 3.67 and 3.S4 for trainee and trainer 

respondents respectively. This shows that both groups agreed that the contents of training were 

logically sequenced. 

Moreover, the p-value in the same test found to be greater than O.OS level of significant. It 

would be then deduced that there is no statistical significant difference between the opinions of 

the two groups. The student researcher also tried to see the course outline contents prepared by 

college; accordingly they were logically sequenced from simple to complex. 
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Table 12: Training Contents perceived by Trainees-B 

Trainees (0=118) 

Item No % Mean 
l.Training contents are related to the tasks Strongly Disagree 15 12.7 
which you perform Disagree 50 42.4 

Undecided 3 2.5 2.58 

Agree 42 35.6 
Strongly Agree 5 4.2 
No Response 3 2.5 
Subtotal 118 100 

2.Training contents are clear, simple and Strongly Disagree 4 3.4 
easy to understand Disagree 16 13.6 

Undecided 21 17.8 
Agree 62 52.5 
Strongly Agree 12 10.2 3.53 
No Response 3 2.5 
Subtotal 118 100 

According to trainees, table 12 item I, 55.1% of trainees disagreed that training contents are 

related to the tasks which they perform with mean value 2.75 which is less than neutral value 

(x=3), however 39.8% of trainees agreed to the same issue. On the other hand, Table 12, item 2, 

62.7% trainees agreed that training contents are clear, simple, and easy to understand with mean 

value 3.53, while 17% of trainees disagreed, 17.8% and 2.5% of trainees preferred to neutral and 

no response respectively. Therefore, it is possible to conclude that training contents were clear, 

simple, and easy to understand however, they were not related to the tasks which trainees have 

been performing. 

To sum up, the overall practice of designing training contents need reconsidering and 

adjustment because they were not done well as expected in light of changing technology and 

demand of telecom industry, however, contents of training were logically sequenced, clear and 

easy to understand. 
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Table 13: Respondents' Rank Order of Training Design 

Item 
Trainers(n-26) 

No Std. Mean Mean 
I 

On what basis Tra in in~J!!'Qgrams dcsjgned? 
Dev. Rank 

1.1 
Training programs are designed based on the objectives 

1.06 3.58 2 

ofTP 
1.2 1 

Training programs are designed based on The avai lability 
of necessary facilities .57 3.8 1 

1.3 Training programs are designed based on The availability 4 
of trainer or expelts .97 3.15 

1.4 Training programs are designed based on TNA 1.17 2.58 5 
1.5 Training programs are designed based on The Training 3 

Environments .98 3.35 
1.6 Training programs are designed in related to 6 

ETC-CTIT future demand and strategic plan 1.066 2.46 

As it can be seen table 13 item I, trainers were asked that on what basis training program was 

designed with in their college. As a result, trainer respondents agreed that the first basis for 

designing training program were the availability of necessary facilities with mean value of 3.81 

which is greater than neutral value (x=3). They also agreed that the objective oftraining program 

were the second factors in designing training program, with mean value J .58. According to 

trainers, the availability of trainer or expert and the training environment in general were the 

third and fourth factors for designing training with mean values 3.35 and 3.15 respectively. 

However, the trainers disagreed to the issue stated in item 1.4 and 1.6 of table 13 that training 

programs were designed in relation to ETC-CTIT strategic plan and TNA. 

In other words, they expressed their agreement that in the process of designing training program, 

ETC-CTIT strategic plan and TNA were not considered as an input. Because the mean values of 

two factors were 2.58 and 2.46 respectively which are less th~ the neutral value (x=J). This 

implies that efforts were not made to relate the training programs with strategic plan or future 

demands of the corporation which is dynamic in nature. 

In the process of designing training program, the involvement of different stakeholders and users 

is requirement for its effectiveness. Even if once a training program was designed it needs to be 

evaluated by independent individuals or organization those who have expertise knowledge about 
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the program and there should be a discussion with stakeholders and users for comment. 

Accordingly the student researcher had set some questions and collects responses to identity 

individuals those who involved in designing training programs. 

Table 14: Trainers' Ratings of Training Design 

Trainers (n=26) 

No 
Std. 

Item No % Dev. Mean 
I \Vho should be involved in designing TP 

1.1 Training is designed with Strongly Disagree 2 7.7 
participation of Trainers & experts Disagree 0 .0 

Undecided 2 7.7 
1.13 4.19 

Agree 9 34.6 
Strongly Agree 13 50 

1.2 Training is designed with Strongly Disagree I 3.8 
participation of training managers Disagree 2 7.7 

Undecided 5 19.2 1.00 3.73 

Agree J3 50 
Strongly Agree 5 19.2 

Training is designed with Strongly Disagree 8 30.8 
participation of working unit Disagree 9 34.6 

1.3 
supervisors or managers Undecided 3 11.5 1.15 2.27 

Agree ' 6 23.1 
Strongly Agree 0 .0 

Training is designed with Strongly Disagree 18 69.2 

1.4 participation of Trainees Disagree 3 11 .5 

Undecided 3 11 .5 

Agree 
1.10 1.62 

I 3.8 
Strongly Agree I 3.8 

Training is designed with Strongly Disagree 15 57.7 

1.5 participation of all necessary Disagree 8 30.8 
stakeholders Undecided 2 7.7 .81 1.58 

Agree I 3.8 
Strongly Agree 0 0 

As it can be seen in Table14, item 1.1, the majority of trainers (84.6%) agreed that training was 

designed with the participation of trainers and experts with mean value 4.19. Similarly, 69.2% of 

trainers agreed that training was designed with the participation of training managers with mean 

value 3.73. On the other hand, 65.4%, 80.7% and 88.5% of trainers agreed that working unit 

supervisor or managers, trainees and other stakeholders respectively did not participate in the 

process of training design with mean value 2.27, 1.67, and 1.62 respectively (Item 1.3, 1.4 and 
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1.5 of Table 14). Therefore, this implies that the design of training was done by only trainers and 

training managers without involvement of working unit managers, trainees and other necessary 

stakeholders. Meaning these stakeholders had no say in training design although they are the 

main users. Moreover, it was found out from interview wi th training managers and training 

expertise that there is no way for working unit supervisors or managers, trainees and other 

stakeholders to participate in the process of training design. 

Regarding training facilities and premises, Watson 1979: 131): explain that site or location, 

seating arrangement and layout of the training rooms or size or training environment in general 

were extremely important aspects of effective training. Accordingly, related questions were 

forwarded to both trainees and trainers. 

Table 15: Training Facilities and Premises as perceived by respondents 

Trainees t-test 
(Trainees=118) Trainers (n=26) 

N 
o Item No % Mean NO % Mean t 

I Size of training room SD 6 5.1 0 .0 
is convincing DA 6 5.1 3 11.5 

UD 13 11.0 3.89 4 15.4 3.81 .382 

A 63 53.4 14 53 .8 
SA 30 25.4 5 19.2 

2 Location of training SD 29 24.6 2 7.7 
center is accessible to DA 45 38 .1 9 34.6 
transport service UD 22 18.6 2.35 7 26.9 2.85 1-2.091/ 

A 18 15.3 7 26.9 

SA 4 3.4 I 3.8 
3 Facilities (coffee SD 3 2.5 0 .0 

service, lunch, toi let DA 7 5.9 3 11.5 
etc) are comfortable 

UD 12 10.2 3 11.5 
4.08 3.92 .771 

A 51 43 .2 13 50 
SA 45 38.1 7 26.9 

4 The training SD 6 5. 1 0 .0 
environment helps DA 10 8.5 I 3.8 
trainees to learn one UD 21 17.8 3.71 2 7.7 4.04 1-1.5121 
from another 

A 56 47 .5 18 69.2 
SA 25 21.2 5 19.2 

N. B. Strollgly Disagree (SD), Disagree (DA), Undecided (UD), Agree (A) aud Strollgly Acree (SA) decree a/freedom (dj)=I,142 
*Sigllific.:alll at O.OS/evel o[sigJlijicallce (P<.05) 

p-
Value 

.703 

*.038 

.442 

.133 

65 



Concerning the training facilities and premises, as it can be seen in table IS, item I, 78.4% of 

trainees and 73% of trainers confirmed that the size of training were convincing. However, only 

10.1 % of trainees and 11.5% of trainers disagree to the same statement. Moreover, the calculated 

mean value 3.89 and 3.81 for trainees and trainers respectively revealed that both groups agreed 

that the size of training room were convincing. Besides, the p-value is greater than 0.05, at 0.05 

level of significance. This confirms that both groups expressed their agreement to the item stated. 

Regarding the accessibility of training center, Table, IS items 2, 62.7% of trainees and 42.3% of 

trainer disagreed that the location of training center was accessible to transport, while 18.7% of 

trainees and 30.7% of trainers agreed to the same issue. In relation to this item, 18.6% of trainees 

and 26.9% of trainers did not give any comments. According to the calculated mean value of 

2.35 and 2.85 for trainees and trainers respectively showed that both respondents disagreed to 

the item which is less than the neutral value (x=3). However, the associate p-value in the same 

test is less than 0.05 level of significance. Meaning that although there is statistical significance 

difference between the opinion of two groups on the statement at (F 142 = 1-2.091/, p<.05), their 

level of disagreement is found within the same categories, which is less than the neutral value 

(x=3). In other words, trainees (mean value 2.35) were relatively showing disagreement in their 

response more than trainers (mean value 2.85). 

Facilities related to catering services like coffee, lunch etc, two groups of respondents were 

asked to give their opinion (Table IS, item 3). Accordingly, 81.3% of trainees and 76.9% of 

trainers agreed that the services were comfortable. Only 8.4% of trainees and 11 .5% of trainers 

gave their disagreement to the same issue, 10% of trainees and 11.5% trainers preferred not to 

give any comment on the stated issue. The calculated mean values 4.08 and 3.92 for trainees and 

trainers respectively shows that there were agreements between two groups that the services 

were comfortable. Besides, the p-value is greater than 0.05 at significant level of 0.05. This 

implies that there is no statistically significance difference between the two groups. It was also 

found by researcher through observation that the services were comfortable to users. 

Question about training environment were forwarded for trainees and trainers. As a result, 68.7% 

of trainees and 88.4% of trair,ers agreed that the training environment help trainees to learn not 

only from their instructors but also from one another. Despite of the fact that only 13.6% of 
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trainees and one trainer disagreed to the same issue, 17.8% of trainees and 7.7% of trainers did 

not give comment. Therefore, the finding revealed that facilities like training room, catering 

services, and training environment in general were in encouragi?g and appropriate except the 

accessibility of training center to transport service. It means that even though the location of the 

center was free from any pollution and attractive environment, it is far from the main road, 

behind the Maskel- Flower Hotel which is not accessible to transport service. 

4_2_2_2_ Training Aid Selection 

There are a number of factors that determine the selection of appropriate training aid. Such as its 

relevancy to the subject matter, interest of the trainees, the availability of training aid, the 

objectives of training etc. However, its relevance to the subject matter should be the main factor 

in the selection of training aid. Moreover, in line with this, Bell (1997 : 375) explains that 

training aids must be relevant to the purpose for which they wt<re created and to the trainee's 

level of understanding so that the knowledge and skills that a trainee has to gain is the central 

issues to be given due attention. 

Truelove (1998 : 164) on his part indicates that the basic for selecting any medium that 

accompany the method range from simple black board to audio visual equipment including film 

must be the help and support it provides for learning. The use of training media should always 

support the learning event rather than determine the shape and nature of learning unit. 

Accordingly, trainers were asked to give their view on what basis training aid were selected in 

their college. 

Table 16: Respondents' Mean Ratings of Training Aid Selection 

On what basis traininl! Aid is selected in ETC-CTlT? Trainers n=26) 

Training Aid is 

selected based on Training Aid is Training Aid is Training Aid is Training Aid is 
its relevance to selected based selected based selected based selected based on 

the subject on the interest of on the interest on its the mastery of the 

Item matter the trainees of the trainers availability latest technology 

Mean 3.69 2.58 3.58 4.62 4.00 
Std. Dev. 1.517 1.604 1.474 1.388 1.789 

Mean 
3 5 4 1 2 Rank 
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As indicated in the Table 16, majority of trainers agreed that training aids were selected based on 

their availability with mean value 4.62 as a first factor. The second factor with mean value 4.00 

was the mastery of the latest technology, while the third factor was its relevance to the subject 

matter with the mean value 3.69. This indicates that the relevancy, of training aid which needs to 

be the first requirement for the selection of training aid was not given main concern whereas the 

availability and attractiveness of the teclUlology were given priority. The interest of trainees 

which is very important for effectiveness of training was ranked last with mean value 2.58 which 

is below neutral value (x=3), whi le the interest of trainers were given priority than the -interest of 

trainees (Table 16). 

Moreover, the student researcher was tried to see the relevance of training aid that was used by 

trainer through live observation during training session at training room. Accordingly, it was 

observed that instructors were using LCD for teclmical type of training instead of using 

demonstration and practical application. 

4.2.3. Selection of Trainees and Trainers 

4.2.3.1 Trainees' Selection 

One of the important issues for thc successes of training program is selection of the right trainees 

and trainers. Unless appropriate employees are selected for proper training program, the training 

provided by the organization would be only wastage of resources. Hence, clear trainees' 

selection criteria should be stated. 
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Table 17: Respondents' Rating on the Selection of Trainees 

No Item (Trainees=118) Trainers (n=26) 
t-test 

I What are the selection criteria 
of trainees? No % Mean No % Mean t 

l.l The selection SO 16 13.6 3 11.5 
criteria is by using OA 64 54.2 22 84.6 
transparent and 

UO 14 11.9 0 .0 clear criteria 
A 15 12.7 2.47 I 3.8 1.96 2.249 

I' 
SA 9 7.6 0 0 

Subtotal 1I8 100 26 100 

1.2 The selection SO 9 7.6 4 15.4 
criteria is based on OA 15 12.7 2 7.7 
personal UD 10 8.5 7 26.9 
relationship A 61 51.7 3.63 13 50 3.12 2.051 

SA 23 19.5 0 0 

Subtotal 118 100 26 100 
1.3 The selection SO 16 13.6 0 .0% 

criteria is based on OA 16 13.6 I 3.8 
good will of 

UD 25 21.2 5 19.2 immediate 3.23 3.81 1-2.3291 
supervisors or top A 47 39.8 18 69.2 

managers SA 14 11.9 2 7.7 
Subtotal 1I8 100 26 100.0 

1.4 The selection SO 9 7.6 0 .0 
criteria is based on 

OA the demand of the 63 53.4 17 65.4 

training program UO 24 20.3 2.54 4 15.4 
2.62 1-.3451 

A 17 14.4 3 11.5 
SA 5 4.2 2 7.7 

Subtota l 118 100 26 100 
1.5 There is no clear SO 9 7.6 0 .0 

selection criteria OA 4 3.4 3 11 .5 
UO 27 22.9 6 23.1 
A 

3.75 3.62 .559 
46 39 15 57.7 

SA 32 27.1 2 7.7 
Subtotal 1I8 100 26 100 

N.B. Strongly Disagree (SD). Disagree (DA), Undecided (UD), Agree (A) alld Strongly Agree (SA), degree offreedom (df) =142 
*Sigllijic(IIU at O.05Iel'el o/sigllijic(tllce (P<.05) 

p-
value 

*.026 

*.042 

*.021 

.731 

.577 

As can be seen in Table 17, item I.I, 67.8% of trainees and 96 % of trainers disagreed that 

trainees ' selection criteria were transparent and clear. However, only 20.3% of trainees and one 

trainer agreed to the same issue. Moreover, at 95% confidence interval the mean values 2.47 and 

1.96 for trainees and trainers respectively (which are found to be less than the neutral value x=3) 

showed that both groups disagreed on the existence of clear trainees ' selection criteria. However, 
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the p-value in the same tests is less than O.OS level of significance. In other words, although their 

level of disagreement of the two groups belongs to the same categories, which is found to be less 

than the neutral value (x=3), it is statistically significance difference between the opinion of the 

two groups on the statement at (tI42=2.249, p<.OS). That means the level of disagreement on the 

statement among the trainers (mean 1.96) is relatively higher than the trainees (mean 2.47). 

Furthermore, from the interview that held with training manag<;;r and training experts, it was 

found out that even if the selection criteria was stated by TDD, it was easily interpreted by 

respective work offices and individuals. According to them, this was because of the fact that 

criteria setting and delivering of training were done by different department independently. 

Besides, usually training has not been seen as an investment by respective work offices. In 

addition to this, the response by trainers in open-ended question depicts that majority of 

instructors faced the problem during training (in the instruction process) due to different 

academic back ground of trainees. This is may be the reason that statistical significance 

difference between trainees and trainers was observed regarding the selection criteria of trainees. 

According to Table 17, item 1.2, 79.2 % of trainees, and SO% of trainers agreed that the selection 

criteria were based on personal relationship. However, 20.3% of"trainees and 23.1 % of trainers 

disagreed, 8.S% of trainees and 26.9% of trainers were nothing comments on the same issue. At 

9S% of confidence interval, the calculated mean values for both trainees and trainers are more 

than neutral value (x=3). This indicates that although there is statistically significance difference 

between the opinion of the two groups on the statement at (t142 = 2.0S1 , p<.OS), their level of 

agreement is found within the same categories, which is greater than the neutral value (x=3). In 

other words, trainees' level of agreement (mean value 3.63) on the item is relatively stronger than 

trainers (mean value 3.12). 

Similarly, research conducted by Southiseng and Walsh (2008) revealed that most of the time 

employees whom had good networking with immediate supervisor were allowed to join the 

available training. Moreover, research's which was conducted by Malaku (2004: 92) showed that 

the selection of trainees and trainers were based on personal relationships and organizations do 

not have clear criteria of selection. 
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As indicated in Table 17 item 1.3, 51.7% of trainees and 76.9% of trainers agreed that the 

selection was based on good will of immediate supervisor or boss. Whereas, 27.2% of trainees 

and one trainer disagreed, 21.2% of trainees and 19.2% of trainer commented nothing. Besides, 

the calculated mean values 3.23 and 3.81 for trainees and trainers respectively are found to be 

greater than the neutral value (x=3). However, the p-value is less than 0.05 level of significance. 

Therefore, although there is statistically significance difference between the opinion of two 

groups on the statement at (tI42= /-2.329/, p<.05), their level of agreement is found within the 

same categories, which is greater than the neutral value (x=3).; This implies that it was very 

common for instructors to see and identify wrongly placed trainees during training. 

Therefore, however, selecting trainees through the boss has the advantage that the capacity of 

trainees can easily be identified or stated by the boss without wasting time in setting criteria, it 

has disadvantage that the choice of getting training could be based on the good will of immediate 

boss. Hence, it might be better or preferable to set clear criteria for each specific training 

program. 

Furthermore, from the interview that was held with training officials, it was found out that 

immediate supervisor sent employccs to the training center by their own interest and perception; 

however, the training requires the criteria like education and rehited experience. That is why it 

was common to find wrongly placed trainees in the training program. According to these 

officials this is because of the fact that most of the time supervisors or operational managers have 

seen training as benefit or allowance for trainees instead of filling knowledge and skill gap. 

In the same mmmer, Table 17, item 1.4 both trainees and trainers were asked if the selection 

criteria were based on the demand of training program. As a result, 72% of trainees and 65.4% of 

trainers disagreed that the selection criteria were based on the . demand of training program. 

However, 18.6% of trainees and 19.2% of trainers agreed to the same issue. On the other hand, 

20% of trainees and 15.4% of trainers commented nothing on the statement stated. 

The calculated mean values 2.54 m1d 2.62 for trainees and trainers respectively which are found 

to be below neutral value (x=3) indicates that both groups of respondents showing disagreement 

in their response regarding the selection criteria that were based on the demand of training 
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program. Moreover, p-value is greater than 0.05 level of significance. This represents that there 

is no statistical significance between the opinions of the two groups. In the final item of table 14, 

66.1 % of trainers and 65.4% of trainers agreed that there is no clear trainee selection criterion. 

However, only, II % of trainees and 11.5% of trainers disagreed to the same issue, 22.9% of 

trainees and 23.1 % of trainers preferred not to give comment. The mean values of both trainees 

and trainers 3.75 and 3.62 respectively revealed that there is an agreement between two groups 

concerning the statement. Besides, p-value is greater than 0.05 value of significance. 

To sum up, from this finding it is possible to infer that in one way or another there was lack of 

clarity and uniformity of the selection criteria that were influenced and biased by personal 

relationship, good will of immediate supervisors or wrongly interpreted by individuals. 

4.2.3.2. Trainers' Selection 

Similar to selection of trainees, selection oftrainers also have a great impact on the effectiveness 

of training program because they are important resource persons. There are a number of criteria 

to be used to select trainers, among these educations, related experience, knowledge in subject 

matter, knowledge in pedagogical, or andragogical science, training or teaching experience, 

communication skills etc. are some of criteria that mostly used to select trainers. 

Table 18: Selection of Trainers as Perceived by Trainers 

Item 
Trainers(n=26) 

Rank 
No % frequency 

What are 
a) Educational level 46.15 5 

selection 12 

criteria of b) Experience in training or teaching 11 42.3 6 
trainers? 

c) Knowledge and skill in subiect matter 61.5 3 16 
d) Experience within ETC 17 65.3 2 

e) Their knowledge in pedagogical science 2 7.6 7 

f) Informal relationship 14. 53.8 4 

g) There is no clear criteria in selection oftrainers 20 
76.9 I 

Total *92 100 
* Allilt/ple Responses 
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With this assumption in table 18, trainers were asked to reflect their response. Accordingly, 

76.9% of trainers replied that there was no clear criteria in selection of trainers, while 65.3% of 

trainers responded that experience with in ETC were used as a criteria, 61.5% of trainers 

confirmed that knowledge and skill is subject matter. Informal relationship, educational level, 

experience in teaching or training and knowledge in Pedagogical or Andragogical science were 

53.8%, 46.15%, 42.3%, and 7.6% respectively by trainers. From these data it is possible to 

conclude that similar to trainees there is also lack of clear training criteria in selection of trainers. 

Knowledge in pedagogical science, experience in training and education which are very 

important in training and education system were not given due consideration. 

It was also discovered from interview held with training program director, he replied that trainers 

were usually selected based on informal relationship to save the time of selection process and 

setting criteria. According to him some time employees who have related experiences in the field 

work and have knowledge in the subject matter in the area of study were selected for trainer. 

Moreover, he replied that experience of teaching or training and pedagogical or Andragogical 

knowledge was not considered to select trainers however, most of the time, trainees complain on 

the way instructors teach them because of this, there is a plan to train trainers in teaching 

methodology and training for trainer in the future. 

The same question also forwarded for training experts in the form of interview they replied that 

there was criteria in the past (like education, experience, performance evaluation) that used as 

similar to other promotion criteria. But according to them currently there are no as such clear 

selection criteria for trainers . 

4.2.4. Delivery of Training 

Delivery of training is a direct response to the needs or problems identified. During the delivery 

of training program (TPs) the three elements trainees, trainers and the course prepared for the 

training should interact each other towards the attainment of objectives. There are activities 

executed with in the training session before the training begins. These include clarification of 

objectives, introduction of participants, setting ground rules, getting the expectation of trainees 
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and making trainers knows each other are some of activities. Th«se activities should be used as 

an instrument for the achievement of the objective of the TPs. 

Table 19: Delivery of Training Programs as perceived by trainers 

Item Trainers(n=26) 

No % 
What are the a) Clarification of 20 76.9 activities done objectives 
before the 
beginning of 

b) Introduction oftrainer(s) 20 76.9 

training c) Setting ground rules or 
norms 18 69.2 

d) Getting the expectation I I 42.3 
of trainees 

e) Making trainees 
9 34.6 

knowing each other 
Total *78 100 

* Multiple Responses 

In relation to these activities, the data in Table 19 indicated that major activities before training; 

clarification of objective (77%), introduction of trainers (77%), and setting ground rule or norms 

(69%) were executed fairly, while getting expectation of trainees (42.3%) and making trainees 

know each other (34.6%) were not executed as expected before training begins. 
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Table 20: A t-test result on Delivery of Training Programs 

Trainees Trainers t-test 
(n=118) (n=26) 

No Item Mean Mean t P-value 
1.1 Activities to be done while training is delivered 

Training spaces are arranged during training 3.75 3.00 3.521 *.001 
1.2 the role of the training expert and trainer is 1-1.1601 .248 

defined 3.38 3.64 

1.3 Training is del ivered according to pre-set 1-1.2711 .206 
schedule 3.32 3.64 

1.4 Training materials (handout, notebook, pen 1-.4831 .630 
etc) are available 3.80 3.92 

1.5 Training aids ( overhead projector or LCD, 1-1.3341 .184 
etc) are available 3.71 4.00 

*SlgJJijicflnl (It n.DS/evel o/slgllijicmrce (P<.05), t=/- test. degree offreel/om-140 except Items 1.1 &1.5 df~139 

There were other questions that related to activities that have been executed during training. 

Accordingly, as it can be seen from table 20 item 1.1 , it was revealed that trainees with mean 

values 3.75 agreed that training spaces were arranged during training. However, trainers wanted 

neither to agree nor disagree with a mean value of 3.00 which equals to neutral value x=3. 

Moreover, p-value was less than 0.05 at (tl39=3.52I , p<.05). This implies that there was 

significant statistical difference between the opinions of the two groups on the item stated. 

As per the table 20, item 2.1 , it was found out that with mean values 3.38 and 3.64 both groups 

of respondents respectively agreed that the role of training experts and trainers were clearly 

defined. This implies that there is an agreement between the two groups of respondents. P-value 

was greater than 0.05. This shows that there was no significant statistical difference between the 

two groups of respondents. 

In the same manner, it can be seen from Table 20 item 1.3, 1.4 and 1.5 revealed that all the mean 

values 3.32 and 3.64, 3.80 and 3.92, 3.71 and 4.00 for trainees and trainer respectively showed 

that there was an agreement between two groups of respondents concerning the statements that 

were stated corresponding to the mean value, similarly, corresponding to the statement in the 

Table 20, all the p-values in the same test (except item 1.1) were greater than 0.05 level of 

significance. It would be concluded that there was no statistical difference between the opinions 

of the two groups regarding the issues that were indicated corresponding to the p-value. 
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Regarding trainees readiness for training, training managers and experts clearly stated that there 

was no way of checking the readiness and interest of the trainees for specific training rather only 

assuming that all trainees will have interest for any type training. 

To summarize, from these data, it is possible to infer that defining the role of trainer and training 

expert, delivering training according to per-set schedule, availability of training material and 

training aid which are important for effectiveness of training were relatively appropriate and well 

prepared. However, according to trainers the arrangements of training spaces need improvement 

Since each training methods and aids has advantage and disadvantage, it is pointless to try to 

evaluate any training techniques without considering the context in which it is employed 

(Cowling and Mailer, 1981: 66). Therefore, one has to look in to the context in which training is 

conducted rather than the method itself. 

Regardless of the type of training done, Noe and others (2008:: 273) stated that a number of 

approaches and methods can be used to deliver it. Whether the approaches used a variety of 

consideration must be balanced when selecting training delivery method. Major variables are 

nature of training, subject matter, number of trainees, resources, locations etc. Accordingly 

trainers were asked the following questions and reported as fo llows. 

Table 21: Trainers' mean Ratings on the Selection of Training Methods 

On what basis trainin methods are selected? (Trainers=26) 

Training TMs 
methods are TMs 
(TMs) are selected TMs TMs are are TMs are 
selected based are selected se lected Tlvls are selected 
based on on selected based on based selected TMs are based on 
needs and abi lity based objectives or on size based on selected size and 
abilities of of the on the purpose of of the seating based on shape of 

Item trainees trainers content the training trainees arrangement time the room 
Mean 3.23 3.58 3.42 3.69 3.65 3.1 2 3.35 3.0 
Rank 6 3 4 1 2 7 5 8 .. 
N.B. TMs-Trllllllllg Methods 
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Regarding the appropriateness of the methods used, table 21, trainers agreed that the methods of 

the training that had been used were moderately appropriate with the objectives of the training 

(mean value 3.69), selection of training methods in relation to size of trainees (mean 3.65), 

ability of trainers (mean 3.58), the contents of training (mean 3.42), time (mean 3.35), abilities of 

trainees (mean 3.23), seating arrangement (mean 3.12) and size .and shape of the room (mean 

3.00).Therefore, the data of this table indicates that selection of training methods in relation to 

the objective of training, size of trainees, abilities of trainers were moderately and relatively 

appropriate, while the contents of training program, time, ability of training, seating arrangement 

and size and shape of the room were relatively less appropriate with the selection of training 

methods that have been applied. 

4.2.5. Training Evaluation 

One of different practice that should be done after assessing training needs, designing training 

program and delivery of TPs is evaluation. Evaluation can be used as special source of the 

knowledge that will help one to have a comprehensive view the issue to be evaluated. Hence, it 

must not be seen as supplementary but as compulsory processes of an acquisition of knowledge 

and skills. It is useful not only to gather information or feedback but also to learn about the 

content and the methods of effective program. 

Table 22: A Chi-square Result on Training Evaluation-A 

Respondents Chi- p-

Trainees 'n=118) Trainers (n=26) square value 

Item No % No % ex') df 
Does CTIT-ETC Yes 46 38.9 23 88.5 
evaluate its Not sure 16 13.6 0 .0 
training No 21.12 2 *.000 

I program? 56 47.5 3 11.5 
Total 118 100 26 100 

*SlgllijiCfllll at O.05Ieve/ O/SlgllijicllIlce (P<..05), til - degree offreel/om 

Accordingly, both trainees and trainers were asked whether there was an evaluation of training 

prograrn exists (Table 22). As a result, 46% of trainees and 88.5% of trainers agreed that there 

was a practice of training evaluation. However, 42.5% of trainees and only 11 .5% of trainers 

disagreed and 13.6% of trainees did not give any comments. Hence, further statistical test 

showed that there is significant difference between the opinion of the trainees and trainers on the 
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existence of training evaluation (X2=21.12, df=2 & p=.OOO). However, the responses among 

trainee respondents could not clearly show the status, the interviews with training program 

director indicated that there was an evaluation practice however it focused on measuring the 

immediate reaction of trainees (level I evaluation) and learning (level 2 evaluation- what 

trainees learn from training), through test 

Table: 23 Respondents' Perception of Training Evaluation-B 

Respondents 
Trainees 
(n=118) Trainers (n=26) 

Item No % No % 
a) Before the training program 

If your answer in b )started 0 0 0 0 
Table 22 is 'yes' b) when the training is on going 
when CTIT-ETC 

6 13.0 1 4.3 

evaluates its c) At the end of training program 38 82.6 21 91.3 
trai ning I)rogram? f) The evaluation is made when the 

problem arises 0 0 0 0 

g) post training evaluation 2 4.3 1 4.3 
Total 46 100 23 100 

As per the data in Table 23, both trainees and trainers who gave positive response in Table 22 

regarding thc cxistence of training evaluation were also asked when evaluation was conducted. 

As a result, 82.6% of trainees and 91.3% of trainers confirmed that training program evaluation 

was done at the end of training while only 13% of trainees and one trainer replied that evaluation 

was conducted during training, 4.3% of trainees and one trainer ;responded that there was post 

training evaluation. Therefore, it is possible to conclude that training program evaluation was 

conducted at the end of training program. Meaning that, post-training and pre-training 

evaluations were almost none at all. However, it was found from training and development 

manager of ETC in the form of interview that sometimes there was post training evaluation 

which was used to measure the change on the job performance after training. But training experts 

disagreed on the view of the training manager. 

As it has been discussed in the review of related literature, different models have been developed 

over the years to evaluate effectiveness of training and development programs. One of the most 

widely discussed models is the Kirkpatrick evaluation model (Aragon-Sanchez and others, 2003; 

Mathis and Jackson 2008; 282). This model consists of four levels, namely, reaction, learning 
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evaluation, behavior or performance and business impact or results. With regards to the person 

who is concerned with conducting evaluation, Kenney (1979: 100) makes the point that 

evaluation must be cooperative. He added that all who are parts of the process of appraisal or 

who are affected by must participate in the process. Hence, attempt was made to assess the CTIT 

training evaluation system in accordance with this model and assumption. 

Table 24: Training Evaluation mechanism as Perceived by Trainers -C 

Trainers(n=23) 
Item 

I. What are the mechanism that used to eva luate the training programs 
that provided by CTlT? No % Rank 

a) Measures the reaction of trainees at the end of training 
2 1 9 1.3 I 

b) Measures what trainees are learnt from the training through test 
19 82.6 2 

c) Measures the behavior and performance change on the jobs 6 26 3 
d) Measures the impact of training on organizational performance. 

2 8.6 4 
Total *48 100 

2. Who does eva luate training programs in ETC-CTlT? 
a) Trainers 20 86.9 I 

b) Trainees IS 65.2 2 

c) Training mangers 13 56.5 3 
Total *48 100 

* Multiple Responses 

As indicated, in table 24 item 1, 91.3% and 82.6% of trainers replied that the evaluation 

mechanism were used to measure and see the reaction of trainees and what trainees learn from 

training (levelland level 2 type of evaluation), 26% and 8.6% of trainers replied that the 

evaluation mechanism were used to measW'e the performance change and the impact on the 

organization, respectively. Therefore, the data implied that commonly and mostly used 

evaluation mechanism were the first two levels (i.e. reaction and learning). 

Besides, training managers and training experts admitted that not much has been done in terms of 

training evaluation which is only limited to immediate assessment of trainers and training program 

after completion. However, they stated that there is a plan to conduct evaluation of the change on 

job performance and the impact on the organization in the future .. 
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In line with this, Mathis and Jackson (2008 : 282) stated that the most frequently used type of 

measurement is level one because it is the easiest to measure. However, it provides the least 

valuable data. On the other hand, they explained that learning enough to pass a test does not 

guarantee that trainees will remember the training content months later or will change job 

behaviors. 

Concerning the people who are involved in the processes of training evaluation, trainers (86.9%), 

trainees (65.2%), and training managers (56.5%) are those who have been participated in process 

of measuring the reaction and learning of trainees (Table 25). Therefore, the data indicates that 

trainers, trainees, and training managers involved in evaluation. However, the participation of 

other necessary stakeholders was none at all. 

This implies that other stakeholders of the training program including operational working unit 

managers, training officer or experts and others concerned individuals have not been given a 

chance to evaluate training program. However, they are the main users. 

Table 25: Respondents' Perception of Training Evaluation-D 

Trainees (n=46) Trainers (n=23) 

Item No % No % 
Observation 0 0 3 13.4 

Data gathering tools that 
are mostly used to get 
feedback to evaluate 

Questionnaire 30 65 20 86.9 

training Programs Interview 9 19.5 0 0 

Discussion 14 30.4 4 17.3 

Test 20 43.4 10 43.4 
Total *73 100 *37 100 

'" Multiple Responses 

Regarding the data gathering tools that mostly used to evaluate training, as it is stipulated on 

Table 25, 65.2% of trainees and 86.9% of trainers replied that the most used data gathering tools 

were questionnaires, 43.4% of trainees and the san1e percent of trainers responded that the most 

used data gathering tools were tests and 30.4% of trainees and 17.3% of trainers confirmed that 

through discussion with trainees. However, only 19.5% of trainers responded that it was done 
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using interview. From the finding, it is possible to conclude that questionnaire were relatively the 

most used tool for gathering feedback in the college to evaluate training. 

It was also discovered from interview held with training experts that questionnaire were 

commonly used tools to gather feedback from trainees and others. However, according to these 

experts the feedbacks that were gathered from trainees and trainer through questionnaire were 

kept somewhere without taking any action or correction. For detail information about the 

contents of the training evaluation and the format that are commonly used in the college for 

measuring the immediate reaction of trainees regarding training program and trainer or instructor 

are indicated on the appendix. 

Systematic approach to training generally follows a logical sequence of activities involving 

conducting training needs, designing the training program, delivering and finally evaluating the 

training program. Accordingly, the related question was forwarded to both trainees and trainers 

whether the training program offered by CTIT were plamled and systematic. 

Table 26: Respondents' Perception of Training System 

Trainees Trainers Chi- p-
(n=118) (n=26) square value 

Item No % No % (x2) df 
Are Training Programs Yes 22 18.6 6 23.1 1.3 2 .522 

that provided by CTIT- Not sure 19 16.1 2 7.7 
ETC planned and 

77 65.3 18 69.2 
systematic? No 

Total 118 100 26 100 
N.B lif -degree o/freedom 

As indicated in Table 26, 65.3% of trainees and 69.2% of trainers disagreed that the training 

programs were plalli1ed and systematic. On the other hand, 18.6% of trainees and 23% trainees 

agreed, about16 % of trainees and 7.7% of trainers were not sure whether the programs were 

systematic and plmmed. Moreover, degree offreedom 2, the computed Chi-square (X2), 1.3 at 95% 

confidence interval, the p-value 0.522 is greater than the value of significance level 0.05 which 

indicates that there is no statistically significance difference between the opinions of the 

respondents. 
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Therefore, these responses, together with the study revealed in the assessment of the training 

programs add up to the conclusion that training programs offered by CTIT indeed might be 

unplanned and unsystematic as proposed in the background of this study. 

In relation to this, (Noe and others 2008; Mathis and Jackson, 2008) indicate that 

unsystematically designed training will affect the expected results and benefits of training. 

Table 27: Respondents' Perception ofthe Outcome of Training Programs 

Trainees=118 

NO Item No % 
I Have you got benefits Yes 99 83.9 

or changes from the No 13 II 
training that you Not sure 6 5.1 
involved? Total 118 100 

2 If your answer in item I 2.1 Knowledge and skill enhanced after 
is 'yes' What are these training 74 74.7 
benefits or changes? 2.3 Job performance improved after training 

46 46.46 

2.4 The benefits are below expectation 
20 20.2 

2.5 Enjoyed and relaxed during training 
18 18.18 

Total *158 100 
• MultIple Responses 

In relation to the benefit or changes perceived as a result of training, trainees were asked whether 

they got benefits or changes perceived from the training they involved. Accord ingly, table 27 

shows that 83.9 % of trainees replied that they got benefits and changes that were perceived after 

training by trainees. However, only II % of trainees disagreed to the same issue, 5 % of trainees 

were not sure about the changes, or benefits of training. This implies that majority of trainees 

were benefited from training even though the changes or benefits that perceived need 

investigation. 

For those who responded positively for item I Table 27, one question was forwarded, what were 

the benefits or changes acquired as a result of training? As indicated, 74.7% of trainees replied 

that their knowledge and skill were enhanced after training while 46.46% of trainees responded 

that their job performances were improved after training, 20.2% and 18.8% oftrainees confirmed 
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that the benefits or changes were below their expectation and relax respectively. Therefore, from 

this it is possible to infer that the major benefits or changes that are acquired or perceived by 

trainees were knowledge and skills changes than the change on performance. However, the 

primary objectives of providing training for employees were to improve their performance and to 

solve performance gap, if the gap is due to knowledge, kills, abilities, and attitude. 

Table 28: Respondents' Ratings of the Constraints of Training Programs 

~espondents 

Trainees (n~1l8) Trainers (n~26) 

No Item 

Std. Mean Std. Mean 
Mean Dev. Rank Mean Dev. Rank 

I Lack of clear training policy and structure 
3.66 1.1 26 3 4.15 1.008 1 

2 Lack of good working relationship between 
trainers and managers 3.09 .987 7 3.35 1.093 5 

3 Lack of providing training based on the 
training policy and TNA 3.89 1.131 1 3.88 .766 3 

4 Train ing objectives and training program 
contents are not relevant with actual needs 
ofETC-CTIT 3.58 1.073 5 3.35 1.294 5 

5 Trainees and trainers are not competent 3.10 1.1 28 6 2.62 .752 9 
6 Lack of adequate tra ining resources 2.76 1.265 10 3.15 1.1 20 7 
7 Catering service, training classroom, 

training environment and other services are 
not appropriately allocated 3.07 1.252 8 2.69 1.517 8 

8 The absence of incentive or promotion for 
employees after completed Tp 3.69 1.325 2 4.12 1.107 2 

9 Lack of knowledge and awareness towards 

the imp0l1ance ofTNA &TE 3.60 1.178 4 4.15 .784 1 
10 Lack of incentive and training of 

trainers(TOT) 3.08 1.356 9 3.50 1.030 4 

Concerning maj or factors that hinder the achievement oftraining program, indicated in Table 28, 

both trainees and trainers point out and ranked in terms of the degree of constraints. Accordingly, 

lack of clear training policy and structure, and lack of knowledge and awareness about the 

importance of TNA and training evaluation were found to be the first constraints with equal 

mean value 4.15 respectively by trainers. Lack of providing training based on training policy and 

training need assessment was found to be the first constraints with mean value 3.89 by trainees. 
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Both trainers and trainers ranked the absence of incentive or promotion for trainees after they 

successfully completed training program with mean value 3.69 and 4.1 2 respectively as the 

second constraints. Lack of clear training policy and structure, and lack of knowledge and 

awareness towards the importance of TNA were found to be the third and fourth constraints with 

mean value 3.66 and 3.60 respectively by trainees. 

Lack of providing training based on training policy, training plan and TNA, and lack of incentive 

and absence of training of trainer (TOT) were also ranked as third and fourth constraints with 

mean value 3.88 and 3.5 respectively by trainers. The remaining constraints were indicated in the 

table with corresponding mean value and ranked (Table 24). It yan be seen from the table, in 

some items there was no major variation in the ranking of the two groups of respondents. 

Therefore, from the finding, the student researcher deduced that lack of clear training policy and 

structure, lack of providing training based on training policy and TNA and the absence of 

incentive or promotion for trainees after the completion of training were the major constraints for 

trainers and trainees respectively. 

Moreover, Fisha (2007) found out that the existing training policy and structure of ETC 

influenced the effectiveness and efficiency of training system or program. In other words, the 

existing training policy and structure of ETC is unclear and inappropriate to administer or to 

implement training systematically. There was also interview held with training and development 

manager that the absence of linkage between training and career development or promotion 

negatively affects the motivation of trainees to attend training actively. Consequently, these will 

have implication on the effectiveness of training directly or indirectly. Besides, according to 

training experts, lack of appropriate TNA, selection of wrong trainees and lack of coordination 

between respective working units and training departments were also another major constrains. 

However, regarding the importance of linkage between training and career development or 

promotion, Bryn (1990: 19); Dencerzo and Robbins (2002: 216); and others stated that training 

must be related to something which the trainee des ires. This coilld be money, job promotion, 

recognition and so on. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS 

This chapter deals with the summary of the major finding of the study, conclusion, and 

recommendation. 

5.1. Summary 

The main purpose of this study was to assess the current practice of human resources training 

programs offered by CTIT -ETC and consequently to identify the strength and weakness of the 

programs and to forward the possible solution and recommendation. To this effect the descriptive 

survey method was employed and the following basic questions were raised. 

1. How is training need assessment conducted? 

2. How are training programs designed and delivered? 

3. What are the criteria used to select an appropriate trainees and trainers for a particular 

training program? 

4. What mechanisms are used to evaluate training program offered? 

5. What are the major Problems or constraints that hinder the practice of training programs? 

The data were gathered through different data gathering tools, questionnaire, interview, and 

careful live observation. Out of these questionnaires 118 (80.8%) were completely filled in and 

returned. The second set of the questionnaire was distributed to 30 trainers who were involved in 

providing training in CTIT. Out of these questionnaire 27 (83%) were filled in and returned. 

However, one question was discarded because it was incomplete and incorrectly filled in. The 

collected data were analyzed by using relevant statistical tools such as percentage, mean, and 

mean ranking, Chi-square (X2) and t-test. Moreover, SPSS was used for statistical computation. 

Finally, analysis and interpretation of data were made. Consequently, the major findings of the 

study were presented as follows: 
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5.1.1. Issues Related to Training Needs Assessment (TNA) and Training Objectives 

It was found out that even though the ETC-CTIT conducts TNA ~ually, the majority (88%) of 

trainees and 90% of trainers reported that TNA practice has not be done in scientific and 

appropriate manner. Moreover, TNA was based on subjective comments from working unit 

supervisor or managers (65%) and feedback from higher authorities (30%) without identification 

of true needs and analysis of gaps. This was also supported by data obtained from interview with 

training and development manager. 

Lack of knowledge and awareness on the part of working unit manager or supervisor, and 

underestimate of the need to do the analysis were the major reasons that were reflected for 

unscientific and inappropriate TNA practice. However, a resource like budget was not a major 

reason. The prioritization criteria of identified needs were the interest of top management with 

mean value 4.4 and urgency or seriousness of the problems (mean 4.4). However, the long term 

needs of the corporation were not due consideration with mean value 2.15. 

Regarding setting training objective, 72% of trainees and about 81 % of trainers agreed that 

training objectives were understandable. It was found that the training objectives were unrelated 

to TNA with mean value 2.66 and 2.54 for trainees and trainers respectively which is less than 

neutral value (x=3). Both trainees and trainers with mean value 2.49 and 2.42 respectively that 

there were disagreements regarding communication of training objective for trainees and other 

necessary stakeholders. The interview result has also shown that communication of training 

objectives for concerned individuals and stakeholders was limited or none at all. 

5.1.2. Training Design 

5.1.2.1. Training Contents 

Beth trainees and trainers wanted not express clearly their agreement or disagreement regarding 

planning training contents with mean values 3.00 and 3.12 respectively. Concerning, the 

relevance of training contents with training needs and objectives of ETC, majority of both groups 

of respondents disagreed on the statement with mean values 2.70 and 2.92 for trainees and 

trainers respectively that training contents were relevant to the TNA and objectives of the 

corporation. Besides, p-value is greater than 0.05. Both trainees and trainers disagreed that the 

training contents were prepared considering the abilities and interest of trainees, and the reality 
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of the corporation, while 75% trainees and 69.2% of trainers responded that the contents of 

training were logically sequenced. 

In connection with factors that considered In the process of training design, availability of 

necessary facilities and the objectives ofTP with mean value 3.81 and 3.58 respectively were the 

first and second factors in designing training program, by trainers. While the availability of 

trainers or experts and training environment in general were the third and fourth factors. On the 

other hand, in the process of training design in relation to TNA (mean value 2.58) and ETC­

CnT strategic plan (mean value 2.46) implies that efforts were not made to relate the training 

programs with TNA and strategic plan or future demands of the corporation which is dynamic in 

nature. It was also found that the designing of training program were done independently by 

trainers and training managers with mean value 4.19 and 3.25 respectively. However, working 

unit managers or supervisors and other necessary stakeholders were not participated. 

5.1.2.2. Training Facilities, Premises, and Training Aid 

The findings from the data indicated that facilities like the size of training room, catering 

services, and training environment in general were encouraging and appropriate except the 

accessibility of training center to transport services. 

In selection of training aid, its availability and attractiveness or masterly of latest technology 

were considered as first factors and second factors respectively. However, their relevancies to the 

subject matter were not given priority. 

5.1.2.3. Selection of Trainees 

It was discovered that about 68% of trainees and 96% of trainers reported that there is no clear 

trainees' selection criteria. It was based on personal relationship and good will of immediate boss 

or supervisors. In the same manner, research found by Southiseng and Walsh (2008) revealed 

that most of the time employees whom had good networking with immediate supervisor were 

allowed to join the available training. 

5.1.2.4. Selection of Trainers 

According to data obtained, majority (77%) of trainers replied that there are no clear trainers' 

selection criteria. However, 65% of trainers confirmed that experiences with in ETC were used 

as criteria. Moreover, trainers reported that informal relationship (6\.5%), and knowledge and 
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skill in subject matter (53.8%) were also used as criteria. But educational level, experience in 

teaching or training and knowledge in pedagogical science which are believed that very much 

important for training and educational system were not given due consideration. 

Besides, it was discovered that interview with training program director, revealed that trainers 

were usually selected based on informal relationship to save time of selection process and setting 

criteria. He added, sometimes related experience in ETC and knowledge in subject matter in the 

area of study were considered for selection. Similarly, research which was conducted by Malaku 

(2004: 92) found that the selection of trainees and trainers were based on personal relationships 

and organizations do not have clear criteria of selection. 

5.1.3. Delivering of Training 

Concerning activities executed before the training begins in the training session; it was indicated 

that clarification of objectives, introduction of trainers and setting grand rules or norms were 

done properly. However, activities like getting the expectation of trainees, and making trainees 

know each other were not executed as expected. Regarding activities that have to be done during 

delivery of training, both trainees and trainers replied that defining role of trainer and training 

expert, delivery of training according to pn;set schedule, availabilities of training aid and 

material were appropriate and well done. However, there is no system of checking the readiness 

and interest ofthe trainees for specific training before training is delivered. 

On the other hand, the finding indicates that selection of training methods in relation to the 

objective of training, size of trainees, abilities of trainers were moderately and relatively 

appropriate, while the contents of training program, time, ability of training, seating arrangement 

and size and shape of the room were relatively less appropriate with the selection of training 

methods that have been applied. 

5.1.4. The Practice of Training Evaluation 

Both 88.5% of trainers and 46% of trainees agreed that there was a practice of training 

evaluation. However, the responses among trainees' respondents could not clearly show the 

status, the interviews with training program director indicated that there was an evaluation 

practice which measured the reaction of trainees and learning. Moreover, both 82% of trainees 
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and 91 % of trainers agreed that the evaluation was done at the end of training. However, pre­

training evaluation and post training evaluation were not applied at all. 

Referring to the evaluation mechanism, 82% of trainers agreed that the evaluation mechanism 

used to measure the reaction of trainees and what trainees learned during training. In other 

words, the practice was the two level evaluations (i.e. level- I: reaction and level-2: learning). 

Besides, the Training Experts admitted that not much has been done in terms of training 

evaluation which is only limited to immediate assessment of trainers and training program after 

completion. 

Regarding data gathering tools, 65% of trainees and 86.9% of trainers agreed that the mostly 

used data gathering tool was done by filling questionnaires. This was also supported through 

interview with training program director. Trainers, trainees and training managers were involved 

in the process of training evaluation. While the participation of other necessary stakeholders like 

working unit supervisors or managers was very limited or none at all. Moreover, according to 

training experts, the collected feedbacks were not utilized and corrections were not made in 

taking actions as result of information gathered through questionnaire. 

Concerning the system of training program that provided by CTIT, 65.3% of trainees and 69.2% 

of trainers agreed that the training programs were unplanned a~d unsystematic. Moreover p­

value is greater than 0.05 level of significance. Therefore, these responses, together with the 

earlier finding revealed in this stndy add up to the conclusion that training progranls offered by 

CTIT indeed might be unplanned and unsystematic as supposed in the background of this study. 

_ In relation to the outcome of training, majority of trainees agreed that the benefits or changes that 

acquired by trainees were only knowledge and skill. However, these might not be direct solution 

for the performance gap. 

5.1.5. Major Constraints 

In connection to major factors that hinder the practice of training program. Both trainees and , 
trainers point out and ranked in terms of the degree of constraints, lack of clear training policy 

and structnre, and lack of knowledge and awareness were round'to be the first constraints with 

equal mean value 4.15 by trainers. Lack of providing training based on training policy and 
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training need assessment was found to be the first constraints with mean value 3.89 by trainees. 

Absence of incentive or promotion for trainees after successfully completed the program with 

mean value 3.69 and 4.2 for trainees and trainers respectively were ranked as the second 

constraints. Therefore, the finding indicated that lack of clear training policy and structure, lack 

of providing training based on training policy and TNA and the absence of incentive or 

promotion for trainees after training completed were the major constraints for trainers and 

trainees respectively. However, Kenney and other (1992:3) pointed out that a major reason to 

have clear training policy was to provide guidelines for those . responsible for planning and 

implementing training. 

5.2. Conclusion 

The following conclusion can be drawn from the findings of the study. Obviously, dynamic 

organizations such as ETC/ET require careful assessment of training needs, delivering, and 

evaluating training program in systematic and appropriate manner in line with changirilftelecom 

technology. However, the findings show that the TNA conducted by ETC-CTIT has been done 
" . 

without considering organizational, person and task analysis. As far as the procedures or 

methods of TNA are concerned, a request from line managers and supervisors were the main 

procedures used in determining TNA. It can be concluded ' that TNA scheme has been 

implemented on an ad hoc basis rather than comprehensive and systematic analysis. This may 

hinder the systematic identification of performance gap and the real needs of the organization. 

As it has been found out in the study training objectives and training contents were directly not 

related with TNA and at the same time were not well communicated to necessary stakeholders. 

This could be the reason that the college was unable to address the needs of the organization in 

general and the needs of respective working unit in particular. Therefore, lack of understanding 

the importance of TNA among the respective working units might lead to an improper planning 

of training activities, which could result in difficulties in the implementation of training system 
-, -f 
. (i.e. designing, delivering, and evaluating). In short, inappropriate and unscientific practice of 

TNA would have negative implication on the other practice of training activities. 
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According to the finding, training managers and trainers are those who are involved in the 

process of designing training program. However, necessary stakeholders like trainees, respective 

working unit managers or supervisors were not included. Hence, this may be a cause that hinders 

identifying the actual needs ofthe users timely. On the other hand, in designing training program 

efforts were not made to relate the training programs with TNA and strategic plan or future 

demands of the corporation which is dynamic in nature. Therefore, the overall practice of 

designing training programs were not done well as expected in light of changing technology and 

demand oftelecom industry. This may inhibit to in looking forward what kind of training will be 

needed in the future in line with change in technology and organizational demands. 

It is true that if training is to be helpful and impactful it must be designed and presented to the 

right trainees. Besides, trainees should be selected on the basi~ of clear criteria, like related 

experiences, educational background, performance appraisal etc. To this effect, the finding 

indicated that there was lack of clear selection criteria in ETC-CTIT in that personal judgment 

and good will of immediate boss or supervisors were used for trainee selection. It can be argued 

that such situation may reduce the quality or the success of training program unless resolved 

timely. Similarly, the finding shows that the practice of selecting trainers was unclear and 

informal. Moreover, teaching or training experiences and knowledge in pedagogical or 

andragogical science that are believed to be important for effectiveness of the training were not 

given due attention. This situation will create incompetent trainers and discourage or exclude 

potential trainers to compete and also it will affect transferring oflearning to work place. 

In relation to delivering training, the contents of training program, time, and ability of training, 

seating arrangement and size and shape of the room were relatively less appropriate with the 

selection of training methods that have been applied. Moreover, during training or before 

training begins activities such as getting expectation and interest of trainees, and making trainee 

know each other were not properly executed. Therefore, directly or indirectly these factors may 

have negative effect on effectiveness of training programs if not properly executed. 

It was discovered that the ETC-CTIT has done evaluation at the end of training program in order 

to see or to identify the immediate reaction and the learning result of trainees. But efforts were 

not made to evaluate the change on job performance and the impact on the organization. This 
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may hinder to see or check whether training is transferred to work place or not. Besides, it is 

difficult to make sure adequate return on investment for the resource spent on training. 

Finally, the study identified factors that hinder the practice of training programs. As a result, lack 

of clear policy and structure, lack of knowledge and awareness about the need and the 

importance ofTNA, lack of providing training based on training policy and TNA, lack of linkage 

between training and career development or promotion are some of the major factors that hinder 

the achievement and practice of training programs. Moreover, as it has been stated by earlier 

researcher Fisha (2007), the existing ETC training policy, guidelines and structure is lacking the 

clarity of duties and responsibilities in which the college under take the training system. Thus, a 

combination of these inhibiting factors can have the effect on assessing, planning, implementing 

and evaluating of CTIT training programs which in turn might result in difficulties in the 

provision of well trained and capable human resources in line with the demand of the corporation 

(ETC). These might leads to inadequate and poor provision of teIecom service to the society in 

general. Therefore, from the findings of this study it can be possible to conclude that the training 

programs offered by CTIT were unplanned and unsystematic. 

5.3. Recommendations 

Based on the findings and conclusion of the study the following recommendations were 

suggested. As revealed by the study, TNA conducted by ETC-CTIT was unscientific and 

inappropriate. Therefore, ETC-CTIT needs to learn how to make an effective and systematic 

training need analysis. Particular attention should be paid to how effectively they translate their 

training plans and needs into workable and measurable training programs within the organization 

context. Given the great impact of TNA plan on the success of training function, the use offull­

training needs assessment procedures are recommended rather than merely asking the individual 

managers or immediate supervisor about training needs. In this context, it is worth stressing the 

importance of relating TNA to organizational analysis, task analysis and person analysis. 

Identification of training needs should be done more professionally in conjunction with the line 

manager as well as HR personnel. Everyone involved should agree exactly to what the trainees 

are lacking, for instance what skill is needed, and what attitudes need to be changed toward work 
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performance. Furthermore, the researcher recommends that training managers should monitor 

effectively their training needs assessment plans and procedures in cooperation with concerned 

first line mangers. These plans should be related to the organization strategic needs analysis and 

to the objective of the corporation. 

Setting training objectives and presenting them in understandable way is not an end by itself. It 

should be communicated and explained to trainees and necessary stakeholders. Moreover, it has 

to be ensmed that the objectives are directly related with identified needs and actual demands of 

the corporation. Similarly in designing training contents they also have to be based on the needs 

of immediate users. The training content which is developed without consulting the primary 

users and those who have either direct or indirect interest on the training program may ultimately 

result in failure of the whole program. Therefore, there must be' a discussion and consultation 

with respective offices and concerned individuals to make the training effective. 

The findings indicated that there was lack of clear selection crit~ria in that personal judgment 

and good will of immediate boss or supervisors were used for trainee selection. Thus CTIT is 

recommended to set clear selection criteria (like education, related experience, performance 

evaluation, prerequisite training etc). In addition to this, the criteria should also need to be 

revised in line with the demand of the training program and the needs of the corporation. There 

must also be transparent and equal treatment of employees. Besides since teaching is also an art 

trainers should be selected not only based on documents and qualification, but also on their 

motive, commitment, communication skill, and ability to motivate trainees. 

It is known that evaluating training program is believed to be crucial not only for insming the 

adequate return on investment for the resource spent, but also to ipentify and to make correction 

for future improvement. Therefore, evaluation of training programs should be done at each level 

on regular basis instead of only assessing the immediate reaction and learning effect of trainees, 

such evaluation should also include both changes on individual and organizational performance 

which is useful and reliable to measure the effectiveness and efficiency of training programs as 

well as for transferring of training to work place. 
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In order to make the training program effective and efficient the college (CTIT) needs to have its 

own clear training policy guidelines, manual and procedures which can be derived from ETC 

general training policy docwnent with clear accountabilities and responsibilities. As a result it 

would help the college and make easy to asses, design, deliver, evaluate and generally to 

administer the training programs systematically. Besides, ETC-CTIT should create a linkage 

between training and career development or promotion or some i~centive package that motivate 

trainees to attend the training program actively. The study also suggested that to make training 

programs strategic and systematic, TNA, training design, selection of trainees and trainers, 

delivery and evaluation of training programs have to be carefully executed by involving 

necessary stakeholders in line with the demands of telecom sector. Moreover, ETCIET and CTIT 

training managers and line managers should try to take measure to solve limitations that found 

out in the study by creating systematic training programs, otherwise it is unlikely for them to 

cope up with changing telecom technology as well as to provide quality service for customer that 

require well trained and capable human resources. 

Conceming the future research, this study particularly focused on the training programs offered 

by CTIT however, the development program and its implication were not discussed. Hence, the 

further research should explore more about development and learning practices with clear 

explanation of their implication. Finally, this study was conducted by incorporating the view of 

trainees, trainers and training officials; it is recommended that the researcher for further study 

would get additional or different information if the views of line managers or supervisors have 

been taken in to account. 



BIBLIOGRAPHY 

A. Books 

Armstrong, J. (1999). Systems Approach to Training and Development. London: Kogan Page 

Ltd. 

Bell, C. (1997). "Using Ttraining Aid." In John Priori. (ed.). Hand Book of Training and 

Development. Hampshire: Gower. 

Best, J.W. (2005). Research in Education. London: Clift's Prentice Hall. 

Campagna, F. (1998). "Program Implementation and Monitoring" in Prokopenko Joseph. (ed.). 

Management Development: A Guide for the profession. Geneva: International Labour 

office. 

Carr, C. (1992). Smart Training: The Managers Guide to Training for Improved 

Performance. New Delhi: McGraw. Hill, Inc. 

Comp and others (1986). Towards a more Organizationally Effective Training Strategy and 

Practice. Englewood Cliffs: A Roston Book Prentice-Hall. 

Cowling, A. and Mailer F. (1981). Managing Human Resources. London: Mbungay: R. Clay 

Ltd. 

Cowling, A. and Mailer F. (1998). Managing Human Resources ., Bristole: JW Arrowsmith. 

Dencenzo, D. and Robbins S. (2002. Human Resource Management. (7th ed.). New York: 

Houghton Mifflin Company. 

Dugan, L. (1985). Approach to Training and Development (2 nd ed). California: Addison 

Wesley Publishing Company. I 
Goldstein, L. (1974). Training: Program Development and Evaluation. California: 

Brooks/Cole Publishing Company. 

Goldstein, L. and Ford J. (2002). Training in Organizations: Needs Assessment, 

Development, and Evaluation. (4th ed.). Belmont, CA: Wadsworth. 

Gomez-Mejia and others (1995). Managing Human Resource. London: Prentice Hall. Inc. 

Gordon, M. (1992). The Handbook on Manpower Planning. (1 st ed.). London: Blackwell 

Publishers. 

Grugulis, I. (2007). Skills, Training and Human Resource Development: A Critical Text. 

New York: Palgrave Macmillan. 

95 



Gupta, K. and others (2007). A Practical Guide to Needs Assessment. San Francisco, CA: 

Pfeiffer/Willey: ASTD. 

Henemann, H. and others. (1987). Personnel/Human Resource Management. (4th ed.). New 

Delhi: Universal Book Stall (USB). 

Kenney, 1. and others (1979). Man Power Training and Development: An Introduction. (2nd 

ed.). London: Institute of Personnel Management. 

Kenney, J. and others (1992). Management Made Easy. (1st ed.): South Carolina: Omron 

Publishers. 

Krietner, S. (1995). The Good Manager's Guide. (1 st ed.). London: Synene Publishers. 

Mathis, R. and Jackson J.H. (2008). Human Resource Management. (12''' ed.). Mason: South­

Western Publishing Company. 

Menell, J. (1976). "Training Facilities and Equipment" in Robert L. Craige. (ed.). Training and 

Development Hand Book: A Guide to Human Resource Development. New York: 

McGraw-Hili Book Company. 

Meyer, M. (2003). Employee training and devlopment practices in South Africa. Durban: 

Lexis Nexis Butter worths. 

Noe and others (2007). Fundamental of Human Resource Management. (2nd ed.). Boston, 

McGraw-HilI. 

Noe and others (2008).Human Resource Management: Gaining Competitive Advantage. (3,d 

ed.). Boston, McGraw-HilI. 

Otto, C. and Glaser R. (1970). The Management of Training: Hand Book for Training and 

Development Personnel. Massachusetts: Addison-Wesley Publishing Company. 

Phillips, J. (2003). Return on Investment in Training and Performance Improvement 

programs. (2nd ed.). Boston: Butterworth-Heinemann. 

Rae, L. (1997). Training Aid: A complete Resource Kits for Training and Development. 

London: Kogan and Page. 

Rothwell, J. and Kazanas H.C. (1998). Mastering the Instructional Design Process: A system 

Approach. San Francisco: Jossey-Bass Publishers. 

Swenepoel and others (2003). Human Resource Management: Theory and Practice. 

(3,d ed.). CapeTown: Juta and Co Ltd. 

Tracey, R. (1984). Designing TJ'aining and Development Systems. (Revised Edition). New 

York: Amacom. 

96 



Truelove, S. (1998). Handbook of Training and Development.: (3,d ed.). New Delhi: Beagon 

Books. 

UNESCO (1992). Handbook on Training Methods in Educational Management. Harare: 

Fontline Electronic Publishing. 

Watson, E. (1979). Management Development through Training. Massachusetts: Addison­

Wesley Publishing Company. 

Wexley,N. and Latham G. (1991). Developing and Training Human Resource in an 

Organization. New York :Amacom. 

Zaccarelli , E. (1997). Improving Employee Performance: Effective Training Strategies and 

Techniques. London: Kogan. 

B. Journals/Periodicals 

Aragon and others (2003). Effect of Training on Business Results. International Journal of 

Human Resource Management. 14(6): 956-980. 

Bryan, 1. A. (1990). An Ounce of Prevention for Workplace Accidents. Training and 

Development Journal: New York, 44(7), 879-889. 

Federal Negarit Gazeta (2002). Federal Civil Servant proclamation (No 262/2002). Addis Ababa: 

Berhanena Selam Printing Enterprise. 

Federal Negarit Gazeta (2010). Ethio-Telecom Establishment proclamation (No 197/2010). 

Addis Ababa: Berhanena Selam Printing Enterprise. 

Lien and others (2007). Training Evaluation based on Cases of Taiwanese Benchmarked High­

tech Companies. Journal of Human Resource Development. 18(2): 211-228. 

Sels, 1. (2002). "More is not Necessarily Better": the Relationship between the Quantity and 

Quality of Training Efforts. International Journal of Human ~esource Management. 

13(8): 1279-1298. 

,.. Wickramasinghe, M. (2006). Training Objectives, Transfer, Validation, and Evaluation: A Sri 

Lankan Study. International Journal of Training and Development. 10(3): 227-247. 

97 



C. Unpublished Materials 

Duguma MekOlmen (2006). "Assessing the effectiveness of evaluation of training program in 

Ethiopian Telecommunication Corporation" Master Thesis, CTIT. 

ETC (2004). Human Resource Management Policy Manual. Addis Ababa 

ETC (2010). Company Profile .Addis Ababa. 

Fis~a Mengistu (2007). "Problem of Managing Training Activities in Ethiopian 

Telecommunication Corporation" Master Thesis, CTIT. 

Kifle Haile (2008). "The Practice of Training Programs Financed by NGO's in Gurage Zone" 

Master Thesis, AAU. 

Malaku Dires (2004). "The Practice and Problems of Human Resource Training and 

Development in some Selected Federal Ministries in Ethiopia" Master Thesis, AAU. 

McClelland, S. D. (2002). "Training Needs Assessment for the :United Way of Dunn County 

Wisconsin" Master Thesis, University of Wisconsin-Stout. 

Mitiku Workneh (2010). "The assessment of Training program provided by Public Service 

College ofOromia" Master Thesis, AAU. 

Opperman, C.and Meyer M. (2008). "Integrating Training Needs Analysis, Assessment, and 

Evaluation: Aligning Learning with Business Results" Randburg: Knowledge Resources. 

Seyoum Teferra and Ayalew Shibashi (1989). "Fundamental of educational Research: For 

Students and Beginning Researchers" Department of Educational Administration, AAU. 

Southiseng, N., and Walsh J. (2008). "Training and Development in Telecommunications Sector 

of Lao People' s Democratic Republic" The 4th International Postgraduate Research 

Colloquium, Shinawatra University 

Internet sources 

hllp://www.dir;ournal.com/guides/how-to-conduct-a-training-needs-ana!ysis (June. 20071. 

http://www.newsdire.com/business/934-trance-te!ecom-prepares-{Or-etccontract.htm!(20 1 0) 

http://tigray.net/ index.php?oplion=com content&view=article&id=604:ethiopian 

le!ecommunication-to-be-managed-by-france te!ecom&catid=81 :europe&Itemid= 198(20 1 0) 

hUp:l/www.gstit.edu.et/ (2008) CTITweb site. 

98 





APPENDIX-1 Addis Ababa University 

School of Graduate studies 

Department of Educational planning and Management 

Human Resource and Organizational Development S trea m 

Questionnaire to be filled by Trainees 

Dear Respondent: 

The main purpose o f thi s study is to assess I-lR training programs offered by Co llege of 

Te lecommunicati on and Information Techn ology (CTIT-ETC). This is the requirement for partial 

fulfillment of master of Art in Human Resource and Organi zati onal Deve lopment in educati on. 

To achi eve the purpose, your coo perati on in completing thi s questionnaire is hi ghl y apprec iated . The 

success o f thi s study entirely depends upon your honest and sincere res ponses to the questions. In 

case you have any doubts, the data coll ected from indi vidual respondents will be kept confidentia l 

and whenever needed will be repOlted in aggregate. You are therefore, kindly requested to provide 

the required information. The information which you provide is pure ly for academic purpose. 

Thank you in advance for your cooperation! 

General Directions: 

1. To ensure the confidentiali ty, you need not to write your name. 

2. Se lect your best choice for questions requiring opti onal response by making0 , and indicate yo ur 

opinion by making a ti ck mark " v'" for questions with ratin g sca le (c hoice), or write your 

response in brief wherever necessary in the space provid ed. 

N.B Rating scale (Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

3. If you have any comment, please don't hesitate to commun icate, contact 110 . (09 112372 12), email 

address : ki bebu. (i lallll11(a} vahoo. com 

Part One: Personal Information 

1. Sex : A . Ma le 0 B. Female 0 

2. Age: A. <: 250 B. 26-35yrsO C.36-45yrsO 0 .46 and above yrsO 

3. Experience: A. <:5yrsO B.6-10 yrsO C. 11 - 15yrsO D . 16-20yrsO £.2 1 and above yrsO 

4. Qualification: 

A . MA/MScO B. BAIBSc 0 C. Di ploma ( 10+3) 0 

D. Certifi cate ITVT ( 10+2) 0 £ . High schoo l Complete 0 F. Others, please spec ify ------
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Part: Two 

I. Training Need Assess ment 

I. Does ETC-CTIT conduct training need assessment? 

A. Yes 0 B. No 0 C. Not sure 0 

2. If your answer is ' Yes' fo r Question # I, how o ften does ETC-CTn " conduct tra ining need 

assessment? 

A. Semi-annua ll y 0 B. Annuall y 0 C. In two yea rs 0 C. others, Specify--- -------

3. Do yo u th ink that tra in ing need analyses have been practi ced in sc ientific manner in ETC-

CTiT 

A. YesO B.NoO C. Not sureO 

4. I f your answer is ' No' for quest ion # 3 (i .e. if train ing need ana lyses have not been practi ced 

in scientific manner, what wo uld be the major reason? Indicate your level of agreement or 

d isagreement using rating sca le. 

Strongly Disagree =1, Disagree=2, Ulldecided=3, Agree=4, Strongly Agree=5) 

N" Training need ana lyses have not been practiced in sc ienti fic Rating sca le 
manner because of: 1 2 3 4 5 

4.1 Understatement of the need to do the anal ys is 

4.2 Lack of interest on the part of co ncerned individual in the 
o~gani zati o n 

4.3 Lack of adeq uate buduet 
4.4 Lack of knowledge and awareness on the part of work ing unit 

supervisors or mangers towards the impol1ance and need of 
assess ing train ing needs 

4.5 Lack of experti se to unde rtake training need assessment 
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II. Setting Tra ining Objective 

5. Please indicate you r level of agreement or disagreement in re lated to th e qua lity and the 

extent of communicating training objecti ves ,us ing the ratin g sca le provided 

Strongly Disagree = 1, Disagree=2, Ul1decided=3, Agree=4, Strongly Agree=5) 

N!! Question item Rating scale 
1 2 3 4 5 

5.1 Trainin a ob ject ives are clearl y stated in understandable way 
5.2 Training objecti ves are related with training need assessment 
5.3 Training objecti ves are explained and commun icated for 

trainees and oth er stakeholders 

III. Training Design 

I. Training Content 

6. Please indicate your level of agreement or di sagreement w ith regard to CTIT training 

program content (subject matter) by using the rating scale provided 

Strongly DiH/gree =1, Disagree=2, Ulldecided=3, Agree=4, Strongly Agree=5) 

N' Question item Rating sca le 
1 2 3 4 5 

6.1 Tra ining contents ofCTIT were well planned 
6.2 Trai ning contents of CTIT is re levant with the train ing 

needs and ob jecti ves of the corporation 
6. 3 Training contents are related to the tasks which yo u 

perform 
6.4 Train ing contents consider the reality of the corporation 
6.5 Tra ining contents consider the ability and interest of 

trainees 
6.6 Tra in ing contents are clear, s imple and easy to understand 
6.7 The contents of training are logicall y sequenced 
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II . Facilities and Premises 

7. Please indicate your level of agreement or d isagreement towards th e appropriateness of 

facil it ies and premises in which tra in ing conducted , using rating sca le 

Strongly Disagree ='1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

N!! Question item Rating scale 
1 2 3 4 5 

7. 1 S ize o f train ing room is convinc ing 
7.2 Location of trainin g institution is access ible (ava ilable) to 

transport 
7.3 Faciliti es (coffee service, lunch, recreationa l fac iliti es, 

toil et etc) are comfortabl e 
7.4 The trainin g environment he lps trainees to learn not onl y 

from the instructor but al so from one another 

iii. Selection of Trainees 

8. Please indicate your level of agreement or di sagreement w ith regard to the selection criteria 

of trainees, using rat ing scale . 

Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

N" The selection criteria of trainees is :- Rating sca le 

1 2 3 4 5 
8.1 By using transparent and c lear cri teria 

8.2 Based on personal re lationship 

8.3 Based on good wi ll of immediate supervi so rs or top 

managers 

8.4 Based on the demand of the trai ning program 

8.5 There is no clear se lection criteria of trainees 

8.6 Based on Other criteria, if any---------
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IV. Training Delivery 

9. Please ind icate your leve l of agreement or d isagreement towards the activ iti es to be done 

whil e trai ning is conducted , using rat ing scale 

Strongly Disagree =1, Disagree=2, Ulldecided=3, Agree=4, Strongly Agree=5) 

Qu estion item 
Rating scale 

NQ 
1 2 3 4 5 

9.1 T rai ning spaces are arranged dur ing tra ining 

9.2 the ro le of the trai ning offi ce r / coo rdinator and trai ner is defined 

9.3 Traini ng is de li ve red accordin g to pre-set sched ule 

9.4 Training materi a ls (handout, notebook, pen etc) are ava il ab le 

during tra ining 
9.5 Training aids (loud speakers, overhead proj ector or LCD, etc) 

are ava il able durin g tra ining 

V. Training Program E valuation 

10. Does CTiT-eva luate its training program? 

A . Yes 0 B. No 0 C. Not sure 0 

II . If your response is ' Yes ' for question # 10 when does the CTlT- eva luate its tra ining 

program? (yo u can choose more than one choice) 

A. Be fore the tra ining program started 0 
B. Whil e training is on going 0 
C. At the end or the tra ining program 0 
D. The eva luatio n is made when the prob lem arises 0 
E. Post tra in ing eva luati onD 

F. Other, p lease speci fy _ _ _ _ 
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12. If trainin g eva luat ion is conducted in your co ll ege which of the fo llowing too l (is/ are) mostly 

used to gather feedback? (you can choose more than one choice) 

A. O bservat ion 0 
B. Q uest ionnaire 0 
C. Interview 0 
D. Discussion 0 
E. Test 0 
F. Other, please spec i fy 

13 . Do you think that yo u have gotten benefi ts/changes from th e tra in ing th at yo u involved? 

A. YesO B. NoO c. Not sure 0 

14 . I f your answer is ' Yes ' for Question # 13, what are the benefi ts/changes you obtained from 

the training yo u involved? (you can choose more than one choice) 

A. My knowledge and skill enhanced after trainin g 0 
R. My j ob performance im proved after training 0 
C. The benefi ts are below my expectationO 

D. [ enjoyed and re laxed during train ingO 

15. In your op inion, do you thi nk tra ining that prov ided by CTIT-ETC is planned and 

systematic? 

A) Yes 0 B)NoO C) Not sure 0 
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VI. T raini ng Program Co nstraints 

16. What are the ma jo r constra ints of train ing program that you observed in the prov ision of 

CTIT tra ini ng program? Please ind icate your level of agreement o r disagreement by using the 

rat ing sca le provided 

Strollgly Disagree = /, DislIgree=2, Undecided=3, Agree=4, Strollgly Agl'ce=5) 

NQ Maj or Problcm(s) or constraint(s) of trai n ing program arc/is :- Rati na sca le 
1 2 3 4 5 

16.1 Lac k o f clea r tra ining policy and structure 

16.2 Lack o f good wo rk ing re lationshi p between tra iners and managers 

16.3 Lack of prov idin g tra inin g based on the train ing po licy and 

trainin g need assessment 

16.4 Training obj ectives, content and programs are not relevant with 

actu al needs of the corporati on 

16.5 Trainees and tra iners a re not competent 

16.6 Lack of adequate train ing budget, train ing materia ls, training a ids 

and trainers 

16.7 Catering service, train ing classroom, training environment and 

other serv ices are not appropriately a llocated and ini tiated the 

tra inees to attend th e tra ining progra m attentive ly 

16.8 The absence of incenti ve or promoti on fo r employees after they 

successfull y completed the trainin g program 

( lack of lin kage between trai ning and ca reer development) 

16.9 Lack of kn owledge and awareness towards the importance of 

need assessment and evaluation of tra in in g 

16.10 Lack of incenti ve package and trainin g for tra iners(TOT) 

16. 11 Others, Please speci fy---------------------------------------

17. What measures do you think that sho uld be ta ken to overcome the constrai nts? 

18. Fina lly, if you have anything to add regardin g the tra inin g prog ram provided by 

CTIT ................................. . 
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APPENDIX-2 A ddis Ababa University 

School oj Graduate studies 

Department oj Educational plrllllling and Management 

Human Resource and Orgallizational Development Stream 

Questionl/aire to be ftl/ed by Trainers or Instructors 

Dear Instructor/Trainer: 

The mai n purpose of this study is to assess HR trai ning programs offered by Co ll ege of 

Te lecommunication and Informati on Technology (CTIT-ETC). This is the requirement for parti al 

fulfillment of master of Art in Human Resource and Organi zational Development in education. 

To ach ieve the pu rpose, your cooperation in completing thi s questionnaire is hi ghly appreciated. The 

success of thi s stud y entirely depends upon your honest and sincere responses to the questions. In 

case yo u have any doubts, the data coll ected from individual respondents will be kept confidential 

and whenever needed will be reported in aggregate. You are therefore, kindly requested to prov ide 

the required in fo rmat ion. The informati on which yo u provide is purely for academic purpose. 

Thank you in advance for your cooperation! 

General Directions: 

I. To ensure the confident iali ty, yo u need not to wr ite your name. 

2. Se lect yo ur best choice for quest ions requiring optional response by making0 , and indicate you r 

opinion by making a tick mark ",/" fo r questi ons with rating scal e (choice), or wri te your 

response in bri ef wherever necessary in the space prov ided. 

N.B Rating scale (Strollg~v Disagree : 1, Disagree=2, Undecided=3, Agree=4, Strol1g~y Agree=5) 

3. If yo u have any comment, please don' t hes itate to communicate, contact no. (09 11237212), email 

add ress: ki bebll.1 ilahlll1@vahoo.colll 

Part One: Personal Information. 

I . Sex: A. Male 0 B. Female 0 

2. Age: A. " 25yrs 0 B.26-35yrsO C.36-45yrsO D. 46 and aboveO 

3. Tota l Experience as Trainer or Instructor: 

A. " SyrsO B.6-10 yrsO C.11-15yrsO D.16-20yrsO E.21 and above yrsO 

4. Qualiticat iou : 
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A. MA/MSc 0 B. BA/BSc 0 C. Dip loma (10+3) 0 D. Certificate ITVT (10+2)0 

E. H igh school Complete 0 

Part Two: 

F. Othcrs, pl ease spec ify--------------------------

NQ 

4. 1 

4.2 

4.3 

4.4 

I. Tra ining Need Assessment 

I. Does ETC-CTIT conduct training need assessment? 

A. Yes 0 B. No 0 C. Not sureD 

2. If your answer is ' Yes' for Question # I, how often does ETC-CTIT conduct train ing 

need assessment? 

A. Semi -annuall y 0 B. Annually 0 C. In two years 0 C. others, Spec ify------- ---

3 . If ETC-CTIT conduct training need assessment; which technique does it use to conduct 

the trai ning need assessment? (you can indicate mOre than one choice) 

A. Analyz in g overa ll organizationa l per formance 0 
B. Analyzing how individ ual perform the job (analyz ing ind ividual capacity) 0 
C. Anal yzing how organizat ional task are performed (task ana lys is) 0 
D. Feedback o f hi gher autho riti es 0 
E. Immediate supervisors Or mangers judgment Or comment 0 

4. What criteria does your organi zation (ETC-CTIT) use for pr ioriti zing ident ifi ed needs? 

Ind icate your level of agreement or di sagreement using ratin g sca le. 

(Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

The identified tnlining need is prioritized based on: Rating sca le 

1 2 3 4 5 

The ava il abi lity of resources (b udget and trainer) 

Urgency or serio usness of the prob lems 

The Interest of top management 

The long term needs of the corporation 
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N' 

7 .1 

7.2 

7.3 

7.4 

7.5 

5. What are the major sou rces or methods your organi zati on used in the analys is of trai ning 

needs? (you can indicate more th an one choice) 

A. Anal ysis of reports or records D 

B Ana lys is of strategies and futu re needs of the co rporati on D 

C. Interview D 

D. Obse rvation D 

E. Questi onnai re D 

F. Performance Appraisa l Data D 

G. Judgment or recommendati ons of work uni t superviso rs or managers D 
H. Please indicate if other techniques that have been used _____ _ 

6. Do you think that training need ana lyses have been pract iced in sc ientific manner in 

ETC-CTIT 

A. YesD B. NoD C. Not sureD 

7. If your answer is 'No' for question # 6 (i.e. if tra ining need analyses have not been 

pract iced in scientific manner, what would be the major reason? Indicate yo ur level of 

agreement or di sagreement using rat ing scale. 

Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

Tra ining Il eed an alyses have not been pra ct iced in sc ientific manner Rating scale 

beca use of: 1 2 3 4 5 

Understatement of the need to do the ana lysis 

Lack of interest on the part of concerned indi viduals in the 

organi zati on 

Lack of adequate budget 

Lack of knowledge and awareness on the part of work ing unit 

superv isors or mangers towards the importance and need of 

assessing trai ning needs 

Lack of ex perti se to undertake training need assessment 
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II. Setting Training Objective 

8. Please indicate yo ur leve l of agreement or di sagreement in rel ated to the qua li ty and the 

extent of communicating tra ining objecti ves ,using the rating sca le provided 

StroJlgly Disagree = / , DislIgree=2, Ulldecided=3, Agree=4, Strongly Agl'ee=5) 

N!! Question item Rating sca le 
1 2 3 4 5 

8. 1 Trai ning obiecti ves are clear ly stated in understandable way 
8. 2 Trainin o obj ectives are re lated with tra inin o need assessment 
8.3 T raining objecti ves are ex plained and commun icated for 

tra inees and other necessary stakeh o ld ers 

III. Training Design 

i. Training Content 

9. Please ind icate your level of agreement or di sagreement with regard to CTIT training 

program content (subj ect matter) by using the rating sca le provided 

Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Stro llgly Agree=5) 

N2 Question item Rating sca le 

1 2 3 4 5 
9. 1 Training contents of CTIT were we ll planned. 

9.2 Tra ining contents of CT IT is relevant with the training 

needs and objecti ves of the corporati on. 

9.3 Train in g contents consider the reality o f the corporati on. 

9.4 Training contents consider the ab ility and interest of 

trainees. 

9.5 The contents of training are log ica ll y sequenced. 
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10. On what bas is the train ing program des igned? please indicate yo ur level of agreement or 

di sagreement using rating scale 

SII'Ollg(v Disagree = } , Disagree=2, Ulldecided=3, Agree=4, Stro1lgly Agree=5) 

NQ Training programs are designed based on: Rating scale 
1 2 3 4 5 

10.1 The Purpose or object ive of the train ing program 

10.2 The ava ilab ility of necessary fac ilities 

10.3 The avai labi I ity of trainer or experts who have spec ial 
knowledge in training des ign 

10.4 Training needs assessment 

10.5 Training environment 

10.6 Training programs are designed in related to 
ETC-CTIT future and strategic plan 

II . Who does participate in the process of designing train ing program in CTIT-ETC? Ind icate 

your level of agreement or di sagree ment using rat ing scale 

Strong ly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

NQ Item Rating scale 
1 2 3 4 5 

I 1.1 Training is designed with partic ipation of Tra iners 
11 .2 Trai ning is designed with participation of Training managers 
11.3 Training is designed wi th parti cipation of supervisors or managers 

of perspect ive working unit or section 

11 .4 Training is des igned with parti cipation of Trai nees 
11 .5 Training is designed with participation of All stakeholde rs 
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ii. Facilities and Premises 

12. Please indicate your leve l o f agreement or di sagree ment towards the appropriateness of 

fa c il iti es and premises in whi ch train ing co nd ucted, us ing ratin g sca le 

Slrollgly Disagree =1, Disagree=2, Undecided=3, Agl'ee=4, Slrollg(v Agree=5) 

N" Q uestion item Ratin g sca le 

1 2 3 4 5 
12. 1 S ize o f tra ining room is co nv inc ing 

12.2 Locatio n of tra ining institu tion is access ible (ava il ab le) to 

transport 

12.3 Facilities (co ffee service, lunch, recreational facili ties, 

toi let etc) are comfo rtable 

12.4 The tra ining environment he lps trainees to learn not only 

from the instructor but a lso from one another 

13. On what basis trainin g aid is se lected in the co ll ege? Indicate your leve l of agreement or 

disagree ment us ing rating sca le. 

(Strongly Disagree =1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

N" Item Rating sca le 

1 2 3 4 5 
13.1 Training Aid is selected based on Its relevance to the subject 

matter 

13.2 Training Aid is selected based on The interest of the tra inees 

13.3 Tra in ing Aid is selected based on The interest of the traine rs 

13.4 Training Aid is selected based on its avai lability 

13.5 Training Aid is selected based on The mastery of the latest 

techno logy 
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iii. Selection of Trainees and Trainers 

a) Trainees 

14. Please indicate your leve l of agreement or di sagreement w ith regard to the se lection 

cr ite ria of trainees, using rating sca le. 

(Strollgly Disagree =1, Disagree=2, Undecided=3, Agree=4, Stro llgly Agree=5) 

N" The selection criteria of trainees is :- Rating sca le 

1 2 3 4 
14. 1 By using transparent and c lear criteri a 

14.2 Based on personal re lationship 

14.3 Based on good w ill of immediate superv isors or top 

managers 

14.4 Based on th e demand of the tra ining program 

14.5 There is no clear se lection cl:ite ria of trainees 

14.6 Based on other criteria, if any please specify---------

b) Tra iners 

5 

IS. In your college, what are that se lection criteria that used to select trainer (s)? (you can 

choose more than one choice) 

A. Educati ona l level and 0 
B. Experience in tra ining or teaching 0 
C. Knowledge and ski ll in subject matter 0 
D. Experience within ETC 0 
E. Their kno w ledge in pedagog ical science 0 
F. Informal re lat ionship 0 
G. There is no clea r se lecti o n criteri a 

H. Others, please spec ify ___ _ 
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IV. Training Delivery 

16. In Yo ur Coll ege (CTlT), what are the activ it ies don e before th e begi nni ng o f the tra ining? 

(you can se lect more than one choice) 

A. C larification ofobjectiveD 

B. Introduction oftrai ner(s) D 

c. Sett ing grou nd rules or normsD 

D. Gett ing the expectati on o f trai nees D 

E. Makin g tra inees know each other D 

F. Other, please specify __________ _ 

17. Please indicate your [eve l of agreement or d isagreement towards the acti v ities to be done 

while training is conducted, using ratin g sca le 

(Strongly Disagree ;::;1, Disagree=2, Undecided=3, Agree=4, Strongly Agree=5) 

N" Question item 
Ratin g scale 

1 2 3 4 
17. 1 Training spaces are arranged durin g tra ining 

[ 7.2 The ro le of the tra in ing o fficer / coordin ator and tra iner is defined 

[ 7.3 Trai ni ng is de li vered accord ing to pre-set sched ule 

[ 7.4 Tra ining mate ri a ls (handout, notebook, pen etc) a re ava i [ab le 

during tra ining 

[ 7.5 Tra in ing a ids ([oud speakers, overhead projector or LCD, etc) are 

ava i[ able durin g tra ining 

[6 
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18. How do you rate the factors that determin e appropriateness of the training methods commonl y used 

in your college? 

Sfrol1g~y Disagree =1, Disagree=2, UJ/{(ecided=3, Agree=4, Sfrol1g~y Agree=5) 

NQ Training method is selected based o n: Rating sca le 

1 2 3 4 5 
18 .1 Needs and abilit ies of trainees 

18 .2 Ab ility of the trainers 

18.3 The co nte nt 

18.4 Object ives or purpose of the tra in ing 

18.5 Size of the t ra inees 

18.6 Seating arrangement 

18 .7 Time 

18.8 Size and shape of the roo m 

18 .9 Others, p lease specify 

V. Training Prog ram Evalua tion 

19. Does CTIT-eva luate its train ing program? 

A.A. YesD BNoD C. Not sureD 

20. If your response IS ' Yes ' for question # 19 when does the CTlT- evaluate its training 

program? 

(You can indicate more than one choice) 

a. Before the tra ining program stalted 0 
b. While train ing is on going 0 
c. At th e end of the trai ning program 0 
d. The eva luation is made when the problem arises 0 
e. Post training eva luationD 

f. Other, please spec ify _ __ _ 
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2 1. What are the mechani sms used to measure the training program by co ll ege? 

(You can choose more than one choice) 

A. Measures the reaction of tra inees at the end of trai ning D 

B. Measures what trai nees lea rn from the training through test D 

c. Measures the behavior and performance change on the j obs as a result of trainingD 

D. Measures the impact of training on orga ni zational performance. D 

E. Others, please specify _____ _ 

22. If tra ining eva luation is conducted in your co ll ege, which of the fo ll owing tools is/ are 

mostl y used to gather feedback? 

G. Observation D 

H. Questionnai re D 

I. Interview D 

1. Discussion D 

K. Test D 

L. Others, please specify _ _ ___ _ 

23. If training eva luation is conducted 111 your coll ege, who is/are involved to evaluate 

it?(you can indicate more than one cho ice yo u) 

A. Trainer D 

B. Trai nees D 

c. Training mangers D 

D. External independent body D 

E. Other, please specify ____ _ 

24. In your opin ion, do you think train ing that provided by CTlT-ETC is plan ned and 

systematic? 

A. YesD B NoD C. Not sure D 
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VII. Training Program Constraints 

25. What are the major const raints of train ing program that you observed in the provision of 

CTIT trai nin g program? Please indicate your level of agreement or di sagreement by using 

the rating sca le prov ided 

Strollgly Dhiagree =1, Disagree=2, UJldecided=3, Agree=4, Strongly Agree=5) 

N" Major Problem(s) or constraint(s) of training program arelis :- Ratin o sca le 
1 2 3 4 5 

25. 1 Lack of c lear tra ining policy and structure 

25.2 Lack of good wo rkin g re lationship between trainers and managers 

25 .3 Lack of provid ing tra ining based on the training policy and 

t rai ni ng need assessment 

25.4 Training objectives, content and programs are not re leva nt w ith 

actua l needs of the corporation 

25.5 Trainees and tra iners are not competent 

25.6 Lack of adequate tra ining budget, traini ng materia ls, training ai ds 

and trainers 

25. 8 Caterin g serv ice, train ing classroom, tra ining environment and 

other services are not appropria tely a llocated and initiated the 

trainees to attend the training program attenti ve ly 

25 .9 The absence of incent ive or promot ion fo r employees after they 

successfull y completed the training program 

( lack of lin kage between training and ca reer development) 

25.10 Lack of knowledge and awareness towards the importance of 

need assessment and eva luation of training 

25.1 1 Lack of incentive package and training for tra iners(TOT) 

25. 12 Others, P I ease spec i fy- --- ---- ---------- ---------- ---- -- -----

26. What measures do you think that should be taken to overcome 

consraints? .......................... . 

27. Fina ll y, if you have anything to add regardi ng the tra ining prog ram provided by 

CTIT 
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Appendix-3 

Interview 

The purpose of'this interview is to help the researcilcr to collect relevant information re lated to the 

basic question of the study. This interview is conducted with key training officials of ETC-CTIT (i.e. 

Training program Director, Tmining and Development Manager and senior Tmining experts) 

Sex: ---- Quali tication: -----Total number of Experience: ---Experience on current pos ition: -----

I. Training Needs Assessment 

I. Are Training Need Assessment (TNA) ever practiced bel()re the trainings have been offered? 

, 
If' so. how? IfnoL why? 

How does ETC identify or check whether [raining is considered as a solution or not for the 

spec i fic performance problems or gap? 

3. Do you think that TNA is conducted properly in scientific manner? ifnot. why? 

4. What method or source does ETC use for conducting TNA? 

5. How are needs prioritized? What are the criteria of p"ioritizarion? 

n. Setting Training Objective 

I. Does your college set objective for training program in genet'al and tor each course in 

parti cular betore del ivery of training? 

2. It' objecti ve at'e set before the del ivery of training how do you rate and check the qual ity of 

objective (I.e. its clarity, measurab le. attainable etc.) 

3. Are the objective clearly communicated to all stakeholdet's? If'yes' how 

Ill. Tmining Design 

If training programs were designed in advance: 

a) What are the major components included in designing 

b) Who does involve in designing the tra ining pt'ograms? 

1 



i) Selecting Contcnts of thc Training Programs 

I. How does the selection of contents for training. program clone? 

2. Once the selection of contents is done, do you sequence them before embarking to a TP? 

ii) Selecting training Facilities and Matcrials 

How does your college-ETC select training aid for a training program? 

iii) Traincrs and Trainees Selection 

I. What prerequisites ' or criteria are there in selecting appropriate tminers" Who sel criteria to 

select trainer(s) and/or [rainee(s)? 

2. On what basis does the selection of appropriate trainees are done? 

VI. Delivery of the tr'aining programs 

I. How do you check the readiness ancl interest of tile trainees for specific training progntm? 

2. How do you check [he appmpriatencss of the training methocls? 

IV, Training Evaluation 

I. If training evaluation is conductecl, how do you measure the reaction oftminees ancl trainers 

towards the training program? 

~ How do you measure whether the trainees have br'ought changes in their behavior and 

performance result? 

3. When is training evaluation conducted? ,and whar are the mechanism usecl to evaluate it? 

V. Consl!'aints' of training 

1. What are the major problems or constraints that hider the college in relation to training 

to achieve its objective') 

2. Finally, if you have anything to say regarding the [mining program offered by ("I" IT­

TP, you are most welcome. 
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APPENDIX4 

Instructor Evaltilltion 

Nalll(! of [nstru t't"orrrrainer __________________ _ 

COllrse Titlc _______________________ _ 

Tile purpose of this evaluation is to inform the instructor(s) artlle etliciellcy of every session/module in order to 

make improvements. if necessary. Pl ease answer all questions as objectively as possihle, without being 

influenced by any likes or dislikes towards the instructor. Please put X in the box which represents yoUI' opinion 

best. The 5 boxes aIlO\·\' ) OU (0 vary youI' opinion. 

-The prep<lration and presentation 1000;., 800;., 600;., 20% 0% The preparation and presentation 

done by instructor was adequate 0 0 0 0 0 done by instructor \vas not adequate 

-The methodology used was good 100':10 80% 60% 20% 0<% The l1lc~thodology used was not good 

0 0 0 0 0 

-The instructor's vOice is clearly lOOGh, 80°/., 60'% 20(Yc~ 0% The instructor's voice is lWt clearly heard 

heard o 0 0 0 o 
-The instructor has been helpful & 100% 800;., 60°;', 20% 0'\10 The instructor has not been he1pt\d & 

knowledgeable in answering questions 0 o 0 0 0 knowledgeable in answerin g questions 

-The illstructOr encouraged active 100% 8()'X, 60% 20% 0% The instructor did not encourage at all 

participation and has been respectful 0 0000 

of'thL' idea raised by participants 

-The instructor has been very clear 100% 80'\,:,60% 20% 0% The instructor has not been very clear 

o o 000 

-The instructor has been punctual 100% 80% 60% 20% 0% The instructor has been not punctual 

o 0 0 0 0 

Do you have any sLlgg~stiol1 or comments for the instructor? 



Course Evaluation 

Course Titlc: -----------------------------------------
Duration: i 

I 
I 
; 

The purpose of thi s evaluation is to evaluate the overall program and individual courses in order \0 
. make improvements, if necessary. Please answe r a.1l questions as objectively as possible, without 

being influcnced by any likes or disl ikes towa rd s the instructor or the module itself. Please put X in 

the box which represents your nrillioll best. The 5 boxes allow you to vary your opi ni on. 

Training Delivery: 

The goal of the training has 100% 80% 60% 20% 0% The goal of the training has not 
been mct I- I been met 

The course content and co\'e r<l ge 100% 80% 60% 20% 0% The course content and coverage 
was suffit.:il..:llt l-ri:=J was not sufficient 

The topics co\'crcd wcre 100% 80% 60% 20% 0% The topics covered ,,"crc not rele\'ant 
rele"ant and interesting I I I I and intcrcsting 

Time allowed ',,"IS enough 100% 80% 60% 20% 0% Time allowcd was not enough . 
I 

, 

The handouts and cxcrciscs 100% 80% 60% 20% 0% The handouts and excreises 
were \'cry he lpful I I wcre not vcry helpful 

Thcrc was su fficient opportunity 100% 80% 60% 20% (J 1~1! There was no surricicnt opportunity 
for intcrat:ti"t: participation I n for inlcracth'c participation 

E"er~'thing was new 100% 80% 60% 20% 0% E\'crything was not new 

100% 80% 60% 20% 0% (understood nothing 

1"1 
~ , 
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4.3 {'THI'11 OJ.e9" I'm~:/' tllloo',"C 

4.4 \'h":A ')'ItLfO'·r· ! '1·-I\(JJ(JltfO:r· OJ.e9" tIOOt-C 'I.e ft.· 

')'I&.fOl l'ilAm'l ":'11'+ ,liM 'I'-}9" Ylluo7'}II'fl ~I'}P.. U'9" 

I'~IOJ-I+ OJ·{n'!'}· 

4.5 I' fl A m 'I ,liM '1''1 :/' '} 1'0'1 • .,.1-flC IJ t'loo· Y 6'1' d· 

fOTJ.M·/laJ·'} (nmdr floum -/,?,' fl/1(\,}l: l''''l.om· I'flAm'lOJ' o,'IOTJi fO"f' 'I.e Yt'lfO ')-') 

M l' YI' ,). .e '? t'IO, 

1 = tj;JI. fI" ;,,:IIJ"?fI" 2=/"JlII"?fI" 3=,,0001" '} fliT'?":;;: /I 4=l.IJ"?"?" {/. 5 =flflJfI" },II,,?,,?" {/' 

oollh.Y 

'1'. -/1 'I' Y-/: 1 2 3 4 5 

5. J I'flAm'lOl' 0,'1°'1 fl "I t'll'.' ''''''9''<1). A 

5.2 I'flAm'iOJ' 0,'1"'1 hflAmciOJ' ":'11'+ ,liM ,:JC '/'IIOTJ~"!'}' MOl' 

5.3 fl/1(\,}l~ I'OTJ.om· flAm'l fO:r 0, 'I "'I OJ· MAIlJ<;:'lS Il (\, t'I~ :r-
IJIlJ':c7i tltt'l:/' .e?1l'lA 
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6. r~.hTII(I)·'} tp'}ml1f Oaum'''?'' O'/:I\, /11\,)':' (CTIT) 1"~.r'lmoJo'} l"ilAmCJ '~t:,,}1r9n ,ell'), 

(Content) "I", fllp1}'} M-I'fl":/' ,e1l1'1,· 

1 = Ij:~ Pu JI6'I/iD'JJf" 2=J,,11 /iD'JPu 3=/luo{/JfI'j jWr'? ~ '761 4=J,/iD'JD'J/l iI' 5=flflJPU J.liD'Jur/l iI' 

aullh.f 

-I'. 'I: 'l' .1'4: 1 2 3 4 

6.1 rilAmCJ(I)' ,ell')' O'l'~ V·'b:r r ;I'<".\'. '/(1)' 

6.2 rilAm'l(l)' ,ell')· hilAmCJ '1:"11"-'/' .IlM '/,S hllC7'&,'{j'/, ~"I0'1 ;JC 

r -,.11 au.\', '/ (I). 

6.3 rilAmCJ ,ell')· 7,Cr'lp1 h~.r'\<;,:/· P'1r ;JC ,,}T'i·'/+ M(I)' 

6.4 rilAmCJ(I)' ,ell-)' r/1C T t, 7i'/"} h(l)'~:r nCJuo '/(1)' 

6.5 rilAmCJ(I)' ,ell'), rr'lA(/]<rf'} 'lll":r hCJ '1:"11'+ nCJl10 '/(1)' 

6.6 rilAmCJ(I)' ,ell')' ,,}A'II 7,'1 lIaul.ll-)' '''''IA '/OJ' 

6.7 rilAmCJ(I)' ,ell-)' lIoDl.ll:/· O°'1.fau:}: h'.9" -I'M'A N"I'aum ~(I). 

II. l'hAm" (1;1' 'It .. l'OO"ftf lIar!:7-

7. rilAmCJ n:r >,au:fY/·'1 l"ilAmCJ oD"Itf >,"}l]ll'r)' O~.aullh:/· r°'1.h-l·II(1)·'} tp'}I1l1f 

Oaum'I'?" ""·1l1'1,·:/· '/'l'n:r, auil°'1°'1:/'p1'} (I),e?" MODil~°'1-'/'p1'} ",;" 9n Atv)' O~~l,,} 

auAr'I"} ,eilm':: (tl'll'l't::f, N'r'lm 'I::f ,eauAh'I, ) 

1= Ij:~PU J,61/iurPU 2=J,61/iD'JJf" 3=/luo{/JfI'j j'/ir'?~t;i:I 4=J.liD'Jur/lil' 5=flflJPU J,/iD'Jur/lil' 

'f' . aullh.f 

'r. '1',N 1 2 3 4 

7.1 ilt\m'i'(J)' 1""1.1'1'1'0')' n'i:A (Room) ·f'il"'l°'l. ~(J). 

7.2 ilt\m'i'(J)' 1''''1.''''1'0')' n;l' t'\')'Ir'}ilTC')' ~,oo:r: 'I(J) ' 

7.3 M.J\ 7.1'1f~' ~,7t\'7t'\· .. n~ (I'i'i,e: 0''1: 9""1: 1'00M:",: 1'001/'1'1') U·'LT ~,oo:r: ~(J). 

7.4 nt.m.4'iI.e l'ilt\m'i'(J)' ~,1]l]0. Ipt\m7,"1~ h009UUt"i'~:hD' ·n1 <"I.elf·} ~.Cil nCil 

t'\oo"'l°'lC ~,oo~: U·'LT 'Inc 
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8 . n/lt'l.:<r. fl"'l.l'lm· lltlmC; p':r: I'lN'li'f'l f''''!,uolm·n'}· uofl&.C-}' ;JC n-f'.f'.f'11 t'l-f"II\7,·:" 

~'l'M'. noll"'!"'!-}'P',} (I).e9" Mooll"'!"'!-)'P',} "..J" 9"tll1-}' n°'7'v:l"J notll'l"} .ellm·:: 

no/\h..f' 
-I" .'/1 IJ.'/\tl]q':)'. (Trainees) f'°'7.oolm+: 1 2 3 4 

8.1 "JtI'J.: f'lf'f oouol11i' nuom'I'9" 

8.2 n"JtI "JT'i·~-}' 

8.3 n:"c·n M:p (I).e9" f'n"l.e ~!Oo~C ooNI9" t.:/,,v: 

8.4 lltlmC;(I)' n"'!.m.e"'(1)· uouoH1i' nolJ.'d· 

8.5 "JtI'/,' f'lf'f nonol1~ I'M" 

8.6 /\."1 oouotl1i' tl/\.e 71\7,· 

9. n /1/\.:<>; lltlm C; nOM 'l'n -}, (I)~':" h "'!. h C; (I) 'd' .j."J qt· -.,. ;JC -".f' ,etl f''''Lh-i'/\(I)' I'l '}m l1f 

nnom'I'9" /\ -1"7/\'/,, :" 'f'l'(I:Y' noll"'!"'!:" P"} 0).e9" Mooll"'!"'!-}' P"} "..J" 9" till:" n"'!'v: l "I 

.eootll'l' :: 

1= lj:J?fI" hlillorr 2=/"Jlllorr 3=,,00011/'} ,l'lIr'7t:'711 4=J.lloror"u, 5=flflJfI" J.lloror"u, 

oo/\h..f' 

-I" .'/1 'l'.f'</: 1 2 3 4 5 

9.1 lltlmC; n"'LI'l'l'n-'" (1):" -'" f'lltlmC; (1;:1' n:"I1I1t1 ,el1;Jf.tI:: 

9.2 f'lltlmC; M'rql]tC; I' ~,lJ.'tltl]:~ "'L C; n"JtI~ -""'9"f9,tI:: 

9.3 lltlmC;(I)' n(l)tl](I)' uoC'I "J'nc uolJ.'l+ .eh'/,~tI :: 

9.4 II tim C; n°'Z.1'l 'l' n:" (I):" :/' t\fl tI m C; f'0'Z..f' fl&. t\7. "'!, /; t.f' (lfl:f MDv/ t'I. 

Handout f'",!{]-"(I)i'i ,~'(H'C: Ml1tfl.f. (l)IH' -"I1;J:e:-"(I)' .e'I'CI](l':: 

9.5 lltlmC; n"'LI'l'l'n:r (1):1"'" f'lltlmC; uoCf. nov/t.f'P':r- M"vltl. i LCD, 

overhead projector (1)11-" 1,'}.r.f'~,llt."I7:d' 11"J:<r. If'f(l)· .e"'CIlt\.:: 
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V. ~,fD'} 0 t'I. ~,.eY.M" 0 (h. l,C"Im~ Itf.'S.t'I V'9" 0 

II. t'l1')'1: '11. 10 uoAflfD '?,fDT' hlf', '7,/,"]a<J0)· uo:r; .e1"J 'l.P,A? (h~, '} ~ Ot\.e uo'/" I. l' .elt\t'I·) 

V. I'flAm<J0)·1r.':"I1r9" hoo:~oo<;, O,{.:/· 0 

t'I. flAm<JO)' Ouoflm'}' t\.e l,)'t'I 0 

(h. flAm<JO)' h'/'m<J""I' Wit\ 0 

00. "I9''']a<J0)· 1'a<J.I"J'l..I!.O)' l"lC r'lSC ',0)' 0 

/P. "I9u 1a<J0)·1'a<J.I"J'[S.0)· O~UI. flAm<J 1.11. 0 

L t'I,t\ IJt'I .e'JI\'/,. _________________ _ 

12. nlll\Jl: 1'a<J.r'lm· flAm<JfD:f a<Jt'I~.9" l,CflfD 1""<'l1+0'}' flAm<J "I9"1a<J .j'I"J'U'. hlf', "1-01. 

ooAfI (Feedback) r'loor'l'Or'l-O ha<J.hrI·td· oo"'t)'fDl .eOA1' 1'a<J.m4'oo, :/' I'~'~O) .. } O).e'/" 

1'~'"lf' T.'} 'UD'? (h~,-}~ Ot\.e 009°1.1' .e~:t\t'I.) 

V. I).JAfll"lf·ll'a<J.r'I';·~'·} OooooAh~'D 

(h. :Pt'\ 9"AAfI a<J~I."I (hr'lAfll"lf':f ;JC) 0 

/p. "'.-I. <J OJ.e9" oo·hlr Oooflm~' 0 

t'I. uom.e:,. MI;J~·f· OooO'I"} 0 

00. -j·<'l:J·"'.fD:f'} 0'10))'1'~' 0 

13 . l,CflfD h'I'<'l·t+O'}· flAm<J m" ' '''l,;t- 0).e9" t'l0)'1' ~,"I'~iJ't'I U' -OliO)' ,1'{)IJII·? 

V. ~,fD'} 0 t'I. h.eY.M" 0 

14. t'l1',{'1: '11.13 uoAflfD'} "~,fD,}" hlf', )'11+ m'I''''l,;t- 0).e9" 110)'1' 9"'}~ ',O)'? (h~t'}_~· ot\.e 

uo9U I.1' .elt\t'I·) 

v. hfIAm<J o;:.t\ I'l,O)·,/"} ' IIO)'1' (uoi'ii'iA) M.eiJ:t'lU· 0 

II. hflAm<J o;:.t\ OFIr t\.e ooi'ii'iA M.e;J'IIU·D 

(h. )'11v·~· m'I''''l,;t- h'}Y.mOh·~· ~,.eY.t'I'/" 0 

uo . OflAm<J 0):":/' OOl/<J<J'}"}<J 1'~,7,'/"C' 7,1.'i:~· h'}P,'1"i 1.~ ·Y.~A 0 

/P.I\t\l"Jt'I.e1t'1~ ___ ____ ____ _______ _ 

15. OhCflfD ~,oot'll"Jh')' O/tl\:<r. 1'a<J,r'lm' hm:J>t\.e I'flAm<J '1r.':"IIr(l"l OtFI'.I!.·Cj OflO..}· 

(Planned and Systematic) 1'a<J.001r ~O). -OliO)' /?9"<Jt'I. ? 

V. ~,fD'} 0 t'I . ~,.eg.M" 0 (h. 7,C"Im~ ~,.e_I'.IIV ·9" 0 
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16. fH)t'lm'1lD' "iC:"l1r9" '1''1 '1''1 7,'}N.·y.:r· lDJ.>-9" :f"lC:':f' J.>-lf'1I1' 'fllllD' J'f'lfl':/"} 1''''l,h'''lIlD''} 

/p'}ml'l'r floom'/'9" "-y" 9"t\t1~' fl"'lY:l"l J.>-oot'lf'l·:: 

i=fl'f:Jl.f!P llIflh"'lr 2=I"flh"'lf!P 3=/looOJfJ'} JWr'7t:'i'61 4=l.h"'l"'l/lU· 5=flflJf!P l.h"'l"'l/lU· 

onllh.,r 

1' .• /: fH)t'lm'1"iC:"lIr9" h'}</'-!.-} I'lf't- ':f'''lC:':':: - 1 2 3 4 
16.1 ''IN!.· I'lf'/I'{)t'lm'1 TII.f'l, 7,'1 U0'P'l' c Moo';'C 

16.2 flMt'lfll'i':r· 7,'1 flM"·-'lJ'.o;· lD.£',9" I'fl"l.£'. ?"I&,.9-':f ootlht'l 'PO;. 1'{)1r 

"l'f~" I:/' 'I lIoo'j'C 

16.3 I''''l.f'lm· () t'I m '1.9-' ':f. 1 I'{) t'lm 'i' Til.{l. h'i' 1'{)t'lm'1 <J:"I1'+ -'lM'} 

on /P l,l' ,r II "'l .~ l "l :f"l C 

16.4 1'{)t'lm'1lD' ,} "I"'l' J.>-t/'l· h'1 "iC:"lIr9" hllCT &:{j'I' lD~';r'P. <J:"I1"'l' ;JC 

'Illoofllfll 9" 

16.5 I'f'lt'lfll'i':r· 7,'1 I'M t'I fll'i'r 'fl:Jo')' :f"lC 

16.6 I'{) t'lm '1 flJ>: ~" 1'{)t'lm'1 "'l' t: /,J' t'I 1 I'{) t'lm '1 onC7i on"ftf 7,'1 

M t'I fll 7," ':f. Muo,," C fh 'P d·f 

16.7 1'{)t'lm'1lD' '11")1]11. (I'on"'lt,r h<J:t'I 7,'1 11.11"-:'" 'I1t'1"l""'y.:r·) fl"·1fl.lD· 
V,'[';r Moo~'ll1 7, '} -'l. V' 9" f'lt'lfll'i'':f''} fl{)t'lm'1lD' fl.l!. '}l1 7,'}-'l. "H+ 
\·"'l.,("/ ...... V,'[';r ,.tIOO';'C 

16.8 f'lt'lfll'i'':f' {)t'lm'1lD"} M·1fl. V·'i.;r Ilm'1""/! fl'). "I ,,·oofllfl11I'lf'l "'l'l-1.,r 

(119""'11.:_ 1'6Y:1~'; 1'J'.'{"'/1 "'lM'l")hf 7,,,, nt/'fllDt/'/') Muo'j'C 

16.9 1'-'lV- fl "'l.onllh;r r lD' 'II")"I~' nh· t'I I'{)Am'1 <J:"1·~· -'lM 'P'i'~' he; 

1'{)t'lm'1 "l9""l"'l fH)t'lm'1 lD'{]L;r"'l '!'1' l'o'1.ffl1"i"l·'} m'/,"'},;J' fllD't'I 
t.flon1"Hl11'1 h'11'6lD" /'-}' ':f' ''lC uo'j'C 

16.10 IIMt'lfll7,":f °'1~ · 1.f IIncentivel 7,'1 fl·r. I'Mt'lfll'i':f ()t'lm'1 ,tllone;,C 

16.11 M 1")11 J.>-111'lr 

18. flllll.:<1: I''''l.f'lm· ' Im:Jo"lJ.>- {)t'lm'1.9-'r'} fl"'l.oollh.)- lloo/XI,onC 1''''l.&'t\'J . ~. 'l"fl1 1")11 

J.>-"lIlO· ______________________________________________ ___ 
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