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Abstl-act 

Now days, organizations operate in a complex and changi ng envirolUllent that greatl y 

enhances or influences the ir growth and expansion. To cope up with thi s changing 

environment and tech nological advancement organi zations need to develop and train the ir 

employees. In addition the survival and growth of any organ ization depends on the 

quality of human resources of the company. Ski ll s and knowledge can eas il y become 

obsolete in same way as machines or technology. So if an organi zation is to survive these 

must be constantly kept up to date through effective HRD programs. HRD is especially 

important in industries w ith rapidly changing technologic such as banking industries 

Having thi s in mind , the study has been conducted in NBE to assess the practices HRD 

programs. The methodologies used to undertake the study were both primary and 

secondary data co llection instruments. The sampling technique employed to co llect 

primary information was simple random sampling. Accord ingly, the data gathered were 

analyzed using desc riptive statistics. 

The finding of the study reveled that NBE'S strength in most of the T and 0 program 

processes, especiall y with respects to adequacy of HRD budgets, HRD methods, tra iner' s 

capabilities and sk ill s, appropriateness of traini ng faci lities and desired content of the 

HRD program .. However, N BE is not as such effecti ve enough relation to HRD 

program 's need assessment, objecti ves, training periods ' adequacy, and evaluation as 

majority the respondents replied. Thus, the bank should keep up with its strengths and 

should all ev iate its weaknesses by applying scientific pr inciples regarding HRD program. 

VII 



1. 1. Background of the study 

CHAPTER ONE 

INTRODUCTION 

Nowadays, organ izations operate In a complex and changing environment that greatl y 

enhances and influences their growth and expansion. To cope up with thi s changing 

environment and tecimological adva ncement. organi zations need to develop and train thei r 

employees. In add ition, the surviva l of any organization depends on the qua lity of human 

resources of the company. An organizat ion can also use training to try to overcome 

defic iencies in employees. Often effecti ve training can produce productivity gains that offset 

the cost of training. Training is espec ia ll y important in industri es with rapidly changing 

technologies. 

Traini ng is a learning process where by people acqu ires the necessary sk ill s and knowledge 

to aid in the achievement or goa ls. Because learning process is tied to a vari ety of 

organ izational purposes, training provides employees with spec ific. identifi able knowledge 

and skill s for use on their present job where as, deve lopment can be thought of as bringing 

about capacities that go beyond those required by the current job; it represents e fforts to 

improve managers ab ility to handle vari ety of ass ignments. It is no longer a question of 

whether we want to develop our human resources or whether we should develop our human 

resources, it is a matter of surviva l for our soc iety that we deve lop human resources. Skill s 

and knowledge can eas il y become obso lete in same way as machines or technology. So if an 

organi zation is to survive these must be constantl y kept up to date. 



The human resource or personnel department is responsible to undertake the function of 

upgradi ng ski ll s and know ledge of the employees and thi s is done through training. 

educating and developi ng. The three terms are almost the same. They are only different 

aspects of the same idea. T rain ing includes those activities that serve to improve an 

ind ividua l performance on a current ly held job or one related to it. It focus on (formal or 

informal, group or ind ividual) short-term learni ng ex perience des igned to import or improve 

the skill s, knowledge and job performance of employees. Training acti vities are 

supplemented with more traditional education and training courses by human resource 

department , uni versities and private trainers. Training program can be given in the 

institutions ' home office training fac ilities or in house at companies . 

Since the need for train ing and development is of no question , organizations have to conduct 

it effectively and efficiently. NBE has its own training and development institution, EIBI, to 

up grade the skill s and knowledge of governmental banking and insurance employees in 

genera l and its employees in particu lar' More over the bank also sends ab road some of its 

selected staffs particularly management staff members for the training and development 

\ 
program provided by World Bank and IMF. However having own training center and 

sending employees abroad do not guaran tee that employees performance is imprqved 

" 
through increase in producti vity, reducing cost of operational errol':' The important issue is 

whether or not the need is assessed, an objective is established. appropriate methods and 

media al'e se lected, the program is we ll implemented and close eva luation and follow up is 

carried both duri ng and after the program . In general, thi s paper tr ied to assess the practice 

of employee training and management deve lopment in Nationa l Bank of Eth iopia (NBE) . 

• ':'; ::,~t?O'tr 
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1.2 Statement of the Problem 

Recrui ting, selecti ng, ori enting and then placing employees in jobs do not ensure success. In 

most cases, there may be gap between employee knowledge and sk ill and what the job 

demand. The ga p must be fill ed through train ing programs. I-lence. personnel trai ning and 

retrain ing is one o f the major way that work organ izations attempt to maintain the 

competency leve ls of their human resources and increase their adaptabili ty to changing 

organizational demands . (scarpello and Ledvika, 1998). The connecti on between economic 

survi val and productivity has become obvious in the last decade, with the res ult that 

increased productivity has become a strateg ic goal for many firms. The rapid changes in 

production systems and method have had signifi cant impact on production skill requ irement. 

Thus employees face the need to constantl y upgrade their sk ill s and deve lop an att itude that 

permits the m to adopt change. The delivery of efficient and effecti ve training is requi red to 

enhance the productivity of elilployees and improve their performance. However, the 

problem in training and development is that people usua ll y like the training and learn the 

material taught, but behav ior and perfo rmance do not always reflect the exten t of traini ng 

de livered and supposedly learned. 

Generall y, absence we ll estab li shed training and development po li cy, lack of adequate 

budget. inadequate needs assessment , inappropriate train ing and development objecti ves , 

try ing outdated train ing and de ve lopment methods. lack of c lose supervision and fo llow up 

are some of the major prob lems that most organ iza ti ons in Ethiop ia are fac ing. These 

prob lems la ter on lead the organi zations to lack o f optimum man-task relation ship, 
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resistances of employees in taking future assignments, decrease in product ivity , increase in 

operational error. increase in employee turnove r and absenteeism and decrease in employee 

morale and confidence . This study takes in to consideration of these problems and ana lyzed 

the over all situation in NBE with re_spects to human resource development. 

1.3 . O bjectives of the study 

The study has the fol lowing objectives: 

.:. General objecti ve of the stud y is to assess the trai ning and development 

practices ofNBE 

Specific o?jective are; 

.:. To investigate how they select workers for training and its compliance with 

the sciences, that is training and development need assessment 

.:. To describe training method (s) used fo r conducting the train ing and 

development. 

.:. To assess whether or not there are we ll establi shed training and development 

objectives in the bank 

.:. To anal yze whether there IS evaluat ion of performance, so that thei r 

effi ciency is improved . 

• :. To identify principal weaknesses/strengths of tra in ing and development of the 

bank 

.:. To ind icate. some poss ib le so lutions to the major training and development 

program problems in the bank 

4 
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1.4. Significance of the study 

Importance of thi s study is that it provides poss ible suggestions fo r the weaknesses of the 

trai ning and development di vision of the bank. And thi s will he lp the bank in modifi cation 

of the way it conducts the training and deve lopment activiti es . In addition, it helps the 

researcher to acquire knowledge and practical experience, and al so fo r the partial fulfillment 

of the requirements for masters degree in business admini stration. Furthermore. it will help 

as a source document and as a stepping stone for thosc researchers who wallt to make further 

study on the area afterwards. 

1.5. Scope of the study 

All organi zations, for profit or not for profit, governmental or non governmental, need 

effective train ing and development practice to up-date their employees' ski ll and ex perience 

which contributes to the producti vity and profitability o f an organi zation. For the seek of 

quality and specialization and to cope with the ava ilab le time and rcsource constraints, th is 

study focuses onl y on training and developmcnt practi ces of N BE a lthough assessment of 

the program is equally important in all other o rgani zatio ns. parti cularl y other banking 

industri es currentl y operating in Eth iop ia. 
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1.6. Limitations of the study 

There are external (U ncontro llab le) variables that confronted the investi gati on and 

conclusion although the researcher tri ed hi s bes t to des ign his research as prope rly as 

poss ib le. Lack of up to date li teratures in the areas, lack of access to the right secondary 

data, negligence of some respondents, pa rti cularl y management staff respondents, to 

respond to the quest ionnaire openl y and timely, lack of suffi cient ti me and finance to 

conduct the study were among the various problems encountered by the resea rcher duri ng 

his stud y. More over, sampling restr icti ons are also another seri ous problem that under 

we ight the researcher' s conclusions. 

1.7. Methodology of the study 

To obtain informatiolJ relevant to the stud y both primary and secondary data were used. The 

methods employed to get primary in fo rmation were structured interview with training and 

development division head of the bank and a we ll designed questionna ires prepared and 

di stri buted to the sampled management and no management staff of the bank .To get 

secondary data a ll relevant documents re lated to I-IRD and the trai ning and deve lopment 

manua l of the bank were used. In add ition to the aforementioned sources, th e researcher 

tr ied to refer to different ·books, pub lished and unpubli shed docu ments, j ourna ls. articles and 

resea rch papers to get information on theoreti ca l frame wo rk of the study. 

6 
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1.7.1. Procedures of Collecting Data 

The study popnlation , sampling method and sample size 

For thi s study the source the source popul at ion were the current management and non 

management staff members of NBE. The preliminary survey undertaken by the researcher 

before questi onnai re di stri bution indicated that there are 597 grand total populati on (total 

staff members) as of Apri l 30, 2007 consisting of 588 in head o ffi ce 

( Addis Ababa) and 9 in branch( Di re- Dawa).The stud y focused on the population who are 

currentl y working in head office e~clud ing those who are ,~~ in branch due to 

remoteness of the area. From - the source population of NBE appropriate sample fo r 

questionnaire admi ni stration was dete rmined by using proporti onality sampling technique to 

give equal we ights for each depa rtments of NBF. Once the total sample size from each 

department was determined appropri ate respondents fi'om the management and the non 

management staffs were selected by using random sampling teclmique. 

As to the sample size determ ination , from amo ng different methods, the one which has 

developed by Carvalho(1984),ac cited by Zela lem(2005) was used. The method is presented 

in table below. 
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Table!.1 Sample Size Determination 

Sample Size 

Population size Low Medinm High 

51-90 5 13 20 

91-150 8 20 32 

15 1-280 13 32 50 

281 -500 20 50 80 

50 1-1200 32 80 125 

120 1-3200 50 125 200 

302 1-10000 80 200 3 15 

1001 -35000 125 3 15 500 

3500 1-15000 200 SOO 800 

(Source: Zelalem, Issues and Challenges of Rural Water Scheme, 2005) 

As indicated above the population size of the study is 588 wh ich ranges between 50 1-1 200 

according to Carvalho 's sample size determination indicated in table 1.1. Thus, taking in to 

account a small population size variance and the cost of taking samples and time consuming 

fo r large sample size, medium sample size was appl ied in accordance with the given 

population size. There fore , the sample size selected for the study under consideration was 

80. 

1.7.2. Methods of data analysis 

The data gathered through both primary and secondary methods were summari zed uSll1g 

descriptive stati stics such as tables, frequency di stributions and percentages to gIve a 

condensed picture of the data. Accordingly, the summari zed data were analyzed in brief vis­

a-vis the theoretical fram e work of the study to arrive at a meaningful concl usion. 
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1.8. Organization of the Study 

The study is organi zed in to four chapters. Accordingly, the first chapter deal s with the 

introduction part of the study; the second chapter di scusses the detail s of related literature of 

the study; the third chapter focuses on data presentation and analys is and finall y in chapter 

fou r conclus ions are drawn based on ana lysis and possible recommendations are fo rwarded 

by the researcher based on investi gation. 
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CHAPTER TWO 

REVIEW OF LITERATURE 

2.1. What is Human Resource Development? 

Human Resource Development (HRD) is planned, continuous effort by management to 

improve employee competency levels and organi zati onal perfo rmance through tra ining, 

education, and deve lopment programs (Mondy and Noe, 1990). Training program IS 

directed toward helping employees effectively perform their jobs after training, wh ile 

developmental program helps the individual handle future responsibilities, with li ttle 

concern for current job duties (Werther and Davis, 1996). It is a program focll sed on 

leadership competency and organizational issues. Education, on the other hand , is learning 

experi ences that improve overall competence in a spec ifi c direction (Scarpello and 

Ledvinka, 1988). The term education mainly is associated with uni versity or co llege 

programmes in a paliicular field of study. Either in publi c or pri vate organi zat ions "non 

managers are much more li kely to be trained in the technical sk ill s required for their current 

jobs, whereas managers frequently receive assistance in developing the skills required in 

future jobs-particularl y conceptual and human relations skill s" (Stoner et. a!. , 1996). [n the 

subsequent pages emphasis wil l be give n to the di scussion of employee train ing and 

management development programs. 

10 



2.2. Why Tra ining and Development? 

2.2.1. Employee Training 

Recruiting, selecting, orienting and then placing employees in jobs do not ensure success. In 

most cases , there may be gap between employee knowledge and skill and what the job 

demand. The gap must be fill ed through training programs. Hence, personnel training and 

retraining is one of the major way that work organi zations attempt to mai ntai n the 

competency levels of the ir human resources and increase thei r adaptability to changi ng 

organizational demands (Scarpello and Ledvinka, 1988). 

Training can bring tangible benefits to both the organization and the employees. Hence, the 

major purposes of trai ning (Chatteljee, 1995) are: 

• It establishes a sound relationshi p between the worker and his/her job 

(Optimum man-task relationship.) 

• It upgrades skill s and prevents obsolescence. 

To keep pace with changi ng technology trai ning becomes mandatory for employees in 

order to update them, teach them newer skill s and increase their effi ciency. 

• It deve lops healthy, constructi ve attitudes. 

Training programs are aimed at mounding employee attitudes to achieve support for 

organizational activities and to obtain better cooperation and greater loyalty. 

• It prepares employees fo r fu ture assignments. 

II 



One of the objectives of training is to provide an employee an opportunity to climb up the 

promotional ladder or to move on to assignments which will he lp upward mobility. 

+ It increases productivity. 

The most efficient and cost-effective ways of performing jobs are taught to the 

employees which natu rall y leads to enhanced productivity. 

+ It minimizes operational errors. 

Unnecessary repetition , wastage and spoilage of materi als are brought down; 

deficiencies in methods of doing work are ironed out in training thereby al so reducing 

the hazard of accidents. Consequentl y, a safer and better wo rk environment is created. 

+ It enhances employee confidence and morale. 

With better knowledge and skill s, the employee approaches hi s/her job with greater 

confidence and sureness. It also improves the mora le of the employees. 

+ It brings down employee turnover and absenteeism. 

Training is a powerful tool that breeds in the employee a sense of pride as well as of 

belonging. Both these contribute in a maj or way to checking and reducing turnover as 

well as absenteeism. 

Moreover, training can improve the relationship between the employees and their immediate 

supervisor. It al so helps in understanding and implementing organi zational policies. 

12 



2.2.2. Management Development 

Management deve lopment is designed to improve the overall effectiveness of managers in 

the ir present positions and to prepare them fo r greater responsibi lity when they are promoted 

(S toner, et.a l. . 1996). In other words, G lueck (1978) defined management deve lopment as 

the process by which managers gai n the experience, skill s, and atti tudes to become or 

remain successful leader in their enterprises. Among other th ings, making the organi zation a 

better environment to work is the responsibili ty o f a manager. To effective ly d ischarge thi s 

and other managerial responsibi li ties o rganizations must provide an opportun ity fo r 

managers to improve the ir knowledge and skill s through manage ment development 

program. 

Effective management development program helps managers at a ll leve ls to learn to perform 

their jobs better. Moreover, amo ng the many good reasons for conducti ng development 

program the fo llowing are the major ones: 

* To stimu late a more creati ve and innovati ve approach to problem solving and 

decision making and provides the manager with the latest informat ion on theory and 

pract ice of management. 

• To broaden the manager's vision and understanding In prepara ti on for add itional 

respons ibi lity . 

• To give the managers the opportunity to discuss ideas and problems with other 

peo ple. It very ofte n g ivens people the opportunity to check out the ir thinki ng with 

other managers and to compare the ways in which they define and so lve problems. 

_ .. _,~ • .s-' ,.. .. - .' .. 
". -.;" ~ 

\.~ )'\' .. \ 
-,..... ..... ~---~ 
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• To teach manage rs how to determine the consequences of various spec ific 

managerial actions and behaviors (leadership, planning, controlling). 

• To reduce or prevent managerial obso lescence. Obsolescence can occur unless 

managers are kepi up with the changing methods of do ing their managerial jobs. 

(EMI ) 

2.3 . The Human Resource Development Process 

In today's changing environment, employees at all leve ls need add itional training and 

opportunity 10 manage rs to develop the ir management think ing. In thi s respect, 

organizations are requ ired to be engaged in continuous employees training and manage ment 

development programs. 

As shown in Figure 2. 1. (Mondy and Noe, 1990) below, the steps in the human resource 

develupme nt process are: 

1. Identifyi ng training and development needs 

2. Establ is hing training and deve lopment objecti ves. 

3. Selecting training and development methods and media . 

4. Implementing the actual training and development program. 

S. Conducting evaluation and follow-up. 

14 



Need Assessment 

1 
Establi sh Objecti ves 

Select Methods and Media 

I mplement the actual program 

-r 
Conduct Evaluati on and Follow-up 

Figure2.I.Steps in the human "csource development process (modified) 

2.3.1. Need Assessment 

The fi rst step in hUJ11 ~ n resource deve lopment process is to identify training and 

\ 
management deve lopment needs. Since training and deve lopment is a need-oriented effort. 

determining the level, type and durati on of the training and development is of prime 

importance at thi s stage of the process. If human resource deve lopment need anal ys is is 

inco rrect at thi s stage: 

- Then the later development activity will be inappropriate 

Organizati on could end up in wasting time, resource and a lso demotivat ing staff. 

Employees will develop negative attitudes to wa rds future program. 
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The dominant framework for identi fy ing organ izati on's human resource development needs 

has been McGehee and Thayer's three-category need anal ysis approach (Scarpello and 

Ledvinka, 1988), 

I) Organ izational anal ys is 

2) Task ( job) ana lys is 

3) Person anal ysis 

1. Organizational Analysis 

Organizational ana lysis is the process of identi fying job-related knowledge and skill s that 

are needed to support the organi zation's short-range and long-range goa ls (Scarpel lo and 

Ledvinka, 1988). This implies that organization's strategic goals and plans must carefull y be 

examined in line with the human resource planning. 

In thi s approach, information related to organizational structure, s ize, growth, objectives and 

other factors is gathered to effectively determine where and how training and development 

programs should be conducted . In other wo rds, accordi ng to Chatteljee, 1995). essentia ll y, 

there are three requirements: 

1. Are there an adequate number of people to fu lfill organizati onal objectives? 

2. Are these people equipped with the necessary skill s and knowledge and IS the 

general level of their performance up to the required standard? 

3. Does the prevailing organi zational climate provide a who lesome environment for the 

fu lfi llment of tasks and objectives? 
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Chatteljee (1995) further pointed out the approaches that can be used to arrive at meaningful 

conclusions to each of the above queries. Some of these are: 

Observ ing employees 

Aski ng supervisors about employees 

Examining the problems of employees 

Performance assessment and attitude surveys 

Assessment of the organization's publ ic image 

Looking at rul es, procedures and systems 

Interpretation of the information collected from the above approaches wou ld provide 

guideli nes and clues to the training need. 

2. Task Analysis 

This approach refers to the determination of skill and knowledge, the job requIres. In 

coll ecting job information as input into training deci sions, however, the job anal ysis must 

include (Scarpe llo and Ledvinka, 1984): 

• A deta iled examination of each task component of the job. 

• The performance standard of the job. 

• The method and knowledge the employee must use in performing the job task 

• The way employee learns the method and acquires the needed knowledge. 
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Thus, job analysis is a means by which facts relating to the job are obta ined. It includes a 

job description and a job specification. If a human resource development program mounted 

fo r a specific job is to be successfu l, there is a need for a clear definition of what the job 

entails and of the qualities needed for its performance. Furthermore, if information relating 

to the nature of a specific job was co llected prior to the organi zati on of all development 

programs, then the programs wo uld have much greater relevance to the needs of the job and 

would also enable to produce staffs that were much better prepared for their responsibilities. 

3. Person Analysis 

Another trai ning and development need analys is approach is person analysis. Here the 

concentration is on the individual employee. It is used to analyze the substantive knowledge 

and skill possessed by the employee (Scarpello and Ledvinka, 1988). This approach dea ls 

with two bas ic questions. These are: 

Who needs to be trained? 

What kind of training is needed? 

Information abo ut the person's job behavior can be obtained by: 

1. Directly observing job performance 

2. Reviewing superviso ry evaluations of performance 

3. Using diagnostic tests, such as written abil ity tests and work samples 

4. Compari ng the behaviors of well-perfo rming employees with those of poorl y 

performing employees 

5. Discllss ing with employees their individual job performance and factors that may 

inhi bit that performance (Bass andVaughan, 1966): 
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Once actual employee's performance is identified to be below standard , the next step is to 

determine the kind of train ing or development needed to equip the employee with spec ific 

knowledge and ski ll required for better performance. Genera ll y, tra ining and development 

can improve the indi vidual's performance on ly when: 

1. the employee does not have the kno wledge and skill to do the job. 

2. the low performance is not due to lack of pract ice 

3. the low performance is not due to other causes (Laird, 1983). 

Finally, since training and development costs money, organization must ensure max imum 

return in terms of organization current and further performance. 

2.3.2. Tra ining and Development Objectives 

Once training and development needs are clearl y identifi ed, the next process is to establi sh 

objectives. An objective is a specific outcome that the training or the deve lopment program 

is intended to ach ieve (Scarpello and Ledvinka, 1988). In most cases, train ing and 

development objectives are set for the trainees. These objectives define the performance 

that the trai nee should be able to exhibit after training (Scarpello and Ledvinka, 1988). 

Human resource development experts suggest that objecti ves should be statecl explicitl y and 

answer the fo ll owing questions (Scarpello and Ledvinka, 1988): 

1. What should the trainees be able to do after training? 

2. Under what conditions should the trainee be able to perform the trained behav ior? 

3. How well should the trainee perform the trained behavior? 
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Tra ining a nd deve lopment objectives must be specific, measurable and time-targeted 

(Werther and Davis, 1996). Objectives with such characteri sti cs serve a number of 

purposes . Accord ing to Scarpello and Ledvi nka (1988) , they assist in developi ng the criteria 

to be used in eva luating the train ing or deve lopment outcome. Objective and the evaluat ion 

criteria also help in choosing relevant instructional method , media, and materi al. 

2.3.3. Instructional Method and Media 

The instructional method and med ia depend on the program content. The content in turn is 

shaped by training or deve lopment need identifi cat ion and estab lished object ives. The 

objective here may be to teach specific skill , provide needed knowledge, or try to influence 

attitudes (Werther and Davis, 1996). The content, method, and media must match the job 

requ irement of the organi zation and the learning style of the participant. 

Trai ning and deve lopment are more effecti ve when learni ng is based on principles. 

Learning Princ iples are guidelines to the ways in wh ich people learn most effectivel y 

(Werther and Davis, 1996). The lea rning principles and their merits are described as 

follows: 

Participation: Learning usuall y is quicker and longer-lasting when the learner participates 

act ively. Participation improves moti vation and apparentl y engages more senses that 

reinfo rce the lea rni ng process. As a result of parti cipat ion, people learn more quickly and 

reta in that learning longer. For example, most people neve r forget how to ri de a bicycle 

because they acti vely participated in the learning process. 
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Repetition : Repetition apparently etches a pattern into one's memory. Studying for an 

examination, for example, invol ves the repetition of key ideas so that they can be recalled 

during a test. Similarly, most people learn the alphabet and the multiplication tables by 

means of repetition. 

Relevance: Learning is helped when the material to be learned is meaningful. For example, 

trainers usuall y explain the overall purpose of a job to tra inees before explaining specific 

tasks. This allows the owner to see the relevance of each task and of following the correct 

procedures. 

Transference: The more closely the demand of the training program matches the demand 

of the job, the faster a person learns to master the job. For example, pi lots usually are 

trained in flight simulators because the simulators very close ly resemble the cockpit and 

fli ght characteri stics of the plane. The close match between the simulator and the plane 

allows the trainee to qu ickl y transfer the learning in the simulator to actual fli ght condi tions. 

Feedback: Feedback gIves learners information on their progress. With feedback, 

motivated learners can adjust their behavior to ach ieve the quickest possible learning curve; 

without it, they cannot gauge their progress and may become di scouraged. Test grades are 

feedback on the stud y habits of test takers (Werther and Davi s, 1996). 

In se lecting instructional methods and media, trade-off ex ists. That is, no single method or 

media is always best; the best method or media depends on (Werther and Davis, 1996): 

21 



• Cost-effectiveness 

• Desi red program content 

• Learning principles 

• Appropriateness of the facilities 

• Trainee preferences and capabi lities 

• Trainer preferences and capabilities 

The sign ificance of the above trade-offs depends on the situation . For example, a chalk­

board lecture method may be the best technique to communicate academic content in the 

most cost-effective manner in a large classroom. 

There are many different methods for developing managerial ab ilities and providing 

opportunities for non-managers to acq uire job-related skills. Some of the major methods 

that can be employed fo r managers and non-managers are discussed below. 

A. Information P,'esentation Method 

The aim of information presentation method is to teach fact, skill , atti tude, or concept 

without requiring trainees to practice the material taught or to experi ence how the material 

taught translates into behavior (Campbell et. aI., 1970). The three maj or methods that fall 

into thi s category are (I) lecture, (2) conference, and (3) programmed instruction. 

1. Lecture 

The lecture method is appl ied in both training and development. In a lecture, the materi al to 

be taught is presented by a subject-matter expert to a group of rec ipients. It is the most 

widely accepted method and also economical because a large number of people can be 

trained using one instructor. However, participants do not share each other experiences and 
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hence the learning is confined to what the lecturer has to say (Chatteljee, 1995). This 

method can be backed by a num ber of media such as s lide, overhead projector, videotape, 

closed-circuit television, motion picture, etc. 

2. Conference 

A conference is a group meeting conducted accordi ng to an organized plan in which the 

members seek to deve lop knowledge and understanding by obtaining a considerable amou nt 

of oral participation (Ahuja, 1988). The objectives of the conference method are: 

• to share idea and experience and pool information among participants 

• to so lve problem common to a group 

• to get acceptance of new idea and policy 

• to increase tolerance and understanding (EM I). 

3. Programmed Instruction 

Programmed instruction is a highly structured, individuali zed learning method that: 

1) Specifies what is to be learned 

2) breaks down the learning topic into small step 

3) requires the learner to respond to each step of the learning process 

4) tests the learner' s knowledge at the completion of each learn ing step 

5) gives the learner feed back of whether a correct or incorrect response was given 

6) tests the knowledge or skill acq uired at the completion of tra ining 

(Campbell et.a!. , 1970) 
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This method is used to teach a vari ety of technical and non-technical subjects. For example 

it has been used to teach managers the principles of motivation (Scarpello and Ledvinka, 

1988). 

Programmed instruction as an indi vidualized learning method has several advantages. 

II: 

requires the trainee's acti ve involvement and provides immediate feedback to the 

trainee. 

permits the trainee to learn without being inOuenced by other, and at a time that is 

convenient 

Minimizes or eliminates the need for an instructor (Scarpello and Ledvinka, 1988). 

B. Simulation Method 

Simulation method present trainees wi th an artificial representat ion of an organi zational, 

group, or personal si tuation and require them to react as though the situation were real 

(Campbell et.a!. , 1970). Some of the methods that are included in thi s category are (I) case 

study, (2) ro le-playing, (3) in-basket exercises, and (4) management games. 

1. The Case Study Method 

In the case method, the trainee IS given a we ll -developed description of a situation, 

instructed to identi fy the problem, analyze the situation, and devi se a solution for the 

identified problem (Scarpello and Ledvinka, 1988). When cases are similar to work-related 

situations, trainees can deve lop decision-making and problems-so lving sk ill s, as we ll as 

increase their ab ilities in judgment. 
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2. Role Playing 

It is a method, which involves the spontaneous acting of realistic situation by two or more 

participants. The participants are provided the role script or "write up their own ro le plays, 

which can make them totall y relevant, and reali stic (Scarpello and Ledvinka, 1988). In the 

role play method issue and problem that emerged during the enactment are examined, so that 

both the ro le players and the observers understand the underl ying principles that were 

demonstrated and their organizationa l impl ications (Chatteljee, 1995). Moreover, the 

fo llowing are some of the maj or advantages of role play ing: 

I . Practice in trying out new behaviors. 

2. Immedi ate feedback fro m other participants and the instructor 

3. A high degree of transfer of learning to future job behavior (Scarpe llo and Ledvinka, 

1988). 

3. In basket Exercise 

In-basket method is mainly used to develop dec ision making ability. It is a method in which 

participant act out the role of a manager in an organi zation. Then after, he/she is given 

various materials, such as reports, memos, letters, and other documents, which contain 

important and routine matters. As a manager, the participant is required to examine the 

materials in the in-basket and take action. In the in-basket exercise the participant is 

"analyzed and critiqued on the number of dec isions made in the time period allotted, the 

quality of dec isions. and the pri orities chosen fo r making them (Glueck, 1978). 
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4. Management Games 

This method is used to develop the decis ion-making skill of managers or to transm it 

information about how a real organi zat ion operates. The game allows two competing 

management groups to make decisions about product/service, people, technology and other 

vari ables. The deci sions taken are computed to determine each group's performance. This 

simulation exercise is used to help the parti cipants understand "the integration of severa l 

interacting decisions, the abi lity to experiment with decisions, the provision of feedback 

experi ences on decisions, and the requirement that decisions be made with inadequate data. 

which usually simulated rea lity" (G lueck, 1978). 

2.3.4. Implementing the Human Resource Development Program 

Human resource development program should aim at enabling organizations to achieve thei r 

objecti ves. Hence, the program should be set up after having clear-cut objecti ves in mind. 

In every program decisions have to made as who should be trained , who are the instructors, 

where and when the program is to be conducted and what are the material requirements. 

Moreover, according to Chatterjee ( 1995) , providing answers to questions li ke what skill s 

are going to be taught, what kind of employee development is sought, what long or short 

term objectives are proposed will determine the design and details of the programs. 

Since human resource development program decisions are based on cost considerati ons, the 

management must believe that the program will: 

increase the skill and knowledge of employees and hence, they will perfo rm better 

towards organizational success . 
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motivate employees to learn and attain their personal goals. 

provide feedback to improve the program . 

2.3.5. Evaluation of Training and Development 

Evaluation is the final phase of the training and development program. It is a means to 

verify the success of the program, i.e. whether employees in the program do the jobs for 

which they have been trained. As Ahuja (1988) noted, the concept of evaluation is most 

commonly interpreted in determining the effect iveness of a program in re lation to its 

objecti ves. I-Iuman resource development is an investment in people. The major reason why 

management investment in training and development program is that to help employee to 

perform better in the achievement of organizationa l objecti ves . Hence, evaluation is a 

means to assess the cost/benefit of the program to the organization. However, as Milkovich 

and Boudreau (199 1) noted, evaluation is like brushing your teeth after every meal everyone 

advocates it but few actually do it. Evaluation can be done for vari ous purposes. I t may be 

done: 

To increase effectiveness of the program while it is going on. 

To increase the effectiveness of the program to be held next time. 

To help pat1icipants to get feedback for their improvement and effi ciency. 

To find out to what extent the objecti ves are ach ieved (Ahuja, 1988). 

In evaluati ng the worth of specific programs, sets of measurement criteria should be 

identified. These, according to writers in the area, are: 
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I. Reaction 

What did the pal'ticipant think about the program? Part icipants react to the 

learning experience by forming opinion and attitude abo ut the instructor, the 

methodology, participation in the learning sess ion and how well he li ked the 

program. 

2, Learning 

Did the participant learn what was intended? Learning evaluation requ ires the 

measurement of what participant has learned as a result of hi s/her training i.e. the 

new knowledge and sk ill he/she has acq uired or the change in attitude. 

3. Job behaviors 

Did the learning transfer to the job? Job behavior evaluation is concerned with 

measuring the extent to which parti cipant has applied hi s/her learning back on the 

job. 

4, Organizational impact 

Has the training helped organizational performance? This evaluat ion attempts to 

measure the effect of change in the job behavior of the trained employees on the 

functioning of the organi zation and the behavior of other employee. The changes 

may be ascertained in such terms as improvements in service delivery, productiv ity 

or reduction in costs. 
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5. Ultimate Value 

Has the training affected the ultimate well-being of the organization? Here 

eva luation aims to measure how the organi zation as a whole has benefited from the 

training in terms of goa l achievement, survival or growth . 

To measure the effect of human resource development program using the cri teria mentioned 

above requires using data gathering method such as questionnaire, interview and 

observation. Other measures like management audit, survey, analysis of record and 

performance data, expert opinion, test and the like can be used to collect evaluati on 

information (EM!). 

In sum, human resource deve lopment to be usefu l to both the organization and the employee 

the management concerned should : 

Properl y assess needs 

Formulate clear objectives 

Des ign program to meet the needs and to attain objectives 

Conduct cost/benefit eval uation 

If the training and development shaped the employees in such a way as to fit the job 

requirements, then it can be concluded that organi zati ons have achieved their objectives and 

in turn they have also justified the investment made in human resource. 
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2.4. Types of Human Resource Development Programs 

2.4.1. Employee Training Programs 

Training is one of the most important tools available to organ izations. Management can 

make use of training programs to enable the organizations achieve their objectives. This is 

poss ible by developing the skill s and competencies of their employees. There are different 

types of training programs. The most common ones are brie fl y di scussed below. 

2.4.1.1. On-the-job Training 

On-the-job training is conducted on the job, to develop the skill s of non managerial 

employees. The employee is placed into the rea l work situation and shown the job and the 

tri cks of the trade by experienced wo rker or the supervisor (Glueck, 1978). Acco rding to 

Werther and Davis (1996), on-the-job traini ng includes several steps. 

Fit'st, 

The trainee receives an overview of the job, its purpose, and its desired outcomes, 

with an emphasis on the relevance of the training. 

Then, The trainer demonstrates the job to give the employee a model to copy. 

Next, The employee is allowed to imitate the trainer' s example. Demonstrations by the 

trainer and practice by the trainee are repeated until the job is mastered. 

Finally, The employee performs the job without supervision. 
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2.4.1.2. Off-the-Job Training 

Off-the-job training program takes place outs ide the employee work environ ment. These 

can be course work at loca l co lleges or other training establi shments like that of the 

Ethiopian Management Institute which have been spec ially equi pped and staffed for both 

manageria l and vocational trai ni ng. On the othe r ha nd. Regions that wa nts to develop the 

skill of their accountants and lawyers are sent to the Eth iop ian Civil Service Co ll ege (ECSC) 

fo r short-term off-the-j ob training. 

Vestibule T raining 

Vestibule training .is a fo rm of intense education held in proximity to the actual wo rk 

enviro nment (Holt, 1933). For example, the ECSC new instructor might move to Ko tebe 

College of Teachers' Education to deve lop their teaching methodology skill s. The computer 

center and the language laborato ry of ECSC can be used as vesti bule center to train typ ists 

and other administrati ve staff. 

2.4.2. Management Developm ent Progra ms 

The realizat ion of organi zational objecti ves depends to a greater extent on the quality of 

leadership provided by administrators/managers. To th is effect, organizations need to 

improve supervisory, managerial, and executive ski ll s so that they may lead and motivate 

employees for the betterment of thei r organizations. There are many types of development 

programs fo r managers/ad mini strators. The most common types are bri efl y di scussed 

below. 
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1. Formal Training 

Formal training courses of managers can be conducted in classroom using instructors from 

within the organization or by experts from other institutions. The classroom instruction may 

be coupled with field assiglUllents. Subj ects that are go ing to be covered may include 

decision-making, financial management, setting objectives and priorities, motivation 

techniques, performance appra isa l, communication, holding meetings and other managerial 

top ics. Field assignments may cons ist of contro lled exercises in simulated si tuations or 

actual work with colleagues who act as coaches, often ca ll ed monitoring (Holt, 1993). 

2. Off-the-job Formal Training 

In this program, managers/administrators are removed from their work situation for 

concentrated programs. With a view to increase the capacities of their leaders, organizations 

send them to co lleges or universities or get them enro lled in seminars, workshops. 

conferences and other programs conducted by trai ning institutions. The Ethiopian 

Management Institute is a professional organizat ion serving many organi zations with 

development courses and seminars. 

3. Job Rotation 

This invo lves rotating trainees for one job to other related jobs to broaden their managerial 

expen ence. Besides, giving an opportunity to acqu ire new managerial skills, rotation 

enables the organization when resignation , reti rement, death, transfer or vacations occur. 

Advocates of job rotation assets that this approach: 
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broadens the manager's back ground, 

accelerates the promotion of highl y competent individual s, 

introduces more new ideas into the organi zation, and 

increases the effectiveness of the organization (Glueck, 1978). 

4. Development Position 

[n thi s management development program, organ ization assigns less experienced 

ad ministrator to work temporari ly as an assistant to more experienced ad ministrator. This 

learning program involves the im pl ication that experienced administrator will create a 

condition whereby the assistant acquire knowledge and skill needed for effective 

performance of the world of managing. It is also a means through which organizations 

develop employees' managerial ski lls to provide a pool of competent administrators to meet 

future needs. 
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CHAPTER THREE 

DATA PRESENTATION AND ANALYSIS 

3.1. Profile of National Bank of Ethiopia (NBE) 

3.1.1. Evolution of the National Bani, of Ethiopia 

The National Bank of Ethiop ia was establi shed in 1963 by proclamation 206 of 1963 and 

began operation in Jan uary 1964. Prior to thi s proclamation, the Bank used to carry out dual 

activities, i.e. commercia l banking and central banking. The proclamation raised the Bank's 

capital to Ethiopian doll ars 10.00 mill ion and granted broad admini strative autonomy and 

jurid ical personality. Fo llowing the proclamation the National Bank of Ethiopia was 

entrusted with the following responsibilities. 

» To regulate the supply, ava il abili ty and cost of money and credi t. 

» To manage and administer the country's international reserves. 

» To license and supervise banks and hold commercial banks reserves and lend 

money to them. 

» To supervise loans of commercial banks and regulate interest rates. 

» To issue paper money and co ins. 

» To act as an agent of the Government. 

» To fix and contro l the fo reign exchange rates. 
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However, monetary and banking proclamation No. 99 of 1976 came into fo rce on September 

1976 to shape the Bank's rol e .According to the socialist economic Principle that the country 

adopted. Hence the Bank was allowed to participate acti vely in national planning, 

spec ificall y financial planning, in cooperation with the concerned state organs. The Bank's 

supervisory area was al so increased to include other financial institutions such as insurance 

institutions, credit cooperati ves and investment-o riented banks. Moreover the proclamation 

introduced the new Ethiopian Currency called 'birr' in place of the former Ethiopia Dollar 

that eased to be legal tender therea fter. 

The proclamation rev ised the Bank's relationshi p with Government. It ini tiall y raised the 

legal limits of outstanding government domesti c borrowing to 25% of the actual ordinary 

revenue of the government duri ng the proceeding three budget years as aga inst the 

proclamation 20611 963, which set it to be 15%. 

This proclamation was in force till the new proclamati on issued in 1994 to reorgan ize the 

Bank according to the market-based economic policy so that it could foster monetary 

stability, a sound financial system and such other credit and exchange conditions as are 

conducive to the balanced growth of the economy of the country. Accordingly the fol lowing 

are some of the powers and duties vested in the Bank by proclamati on 8311994 . 

• :. Regulate the supply and avai labi lity of money and cred it and applicable 

interest. 
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.:. Set limits on go ld and foreign exchange assets which banks and other 

financial institutions authorized to deal in foreign exchange a ho ld in 

deposits . 

• :. Set I imits on the net foreign exchange position and on the terms and amollnt 

of external indebtedness of banks and other financial insti tutions . 

• :. Make short and long-term refinancing fac ilities available to banks and other 

financia l institutions. 

Moreover, the proclamation has al so raised the paid-up capital of the Bank from Birr 30.0 

million to Birr 50.00 million. (ht!p:llwww.nbe.gov.et) 

3.1.2. Vision, M ission and G oals of the National Bank of Ethiopia 

The VISion, miss ion and goal s of the National Bank of Ethiopia has emanated from the 

overall vision of the government which is "to see a country, wherein democracy and good 

governance are prevailed upon the mutual consent and invo lvement of its people, wherein 

social justice is re igned, and wherein poverty reduced and income of the citi zens reach to a 

middle economic level". 

Vision of the Bank 

To be one of the strongest and most reputable central banks in Africa. 

Miss ion of the Bank 

To maintain pri ce and exchange rate stabili ty, to foster a sound financia l system and 

undertake such other functions as are conduc ive to the economic growth of Ethiopia 
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Values of the Bank 

A) Core value 

- Promoting financial and monetary di scipl ine 

B) Individual Values 

Integrity 

Neatness and good appearance 

Punctuality 

Team work sprit 

C) Operational Values 

Commitment to Excell ence Service 

Confidentiality 

Continuous Improvement 

Transparency 

Accountabi lity 

D) Organizational Strategic Values 

Pursuit of Excell ence and Professiona li sm 

Strategic Goals 

Goal 1: Carry out extensive and sOllnd inst itutional transformation tasks. 

Goal 2: Maintain price and exchange rate stab ility. 

Goal 3: Maintain adequate international reserves. 
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Goal4: Improve the soundness of the financial system. 

Goal 5 : Playa decisive ro le in economic research and policy advice to the Government. 

Goal 6: Create effi cient Payment System. 

Goal7: Improve the currency management of the Bank. (h ttp: //www.n bc.gov.et) 

Ethiopian Institute of Banking and Insurance (EIBI) 

EIBI was established in 1966 by the former Commercial Bank of Ethiopia S.c. to provide 

in-house sk ill upgrading training in banking. With the nationalization of banks and insurance 

companies in January 1975, EIBI was re-structured by the National Bank of Ethiopia as a 

central training institute in bank and insurance for the empl oyees of the fi nancial sector. The 

main objecti ve of the institute is to prov ide profess ional education at diploma level in 

banking and insurance streams and to upgrade efficiency by providing various short-term 

skill s upgrad ing trai ning programs in the areas of banking and insurance operations and 

computer applica tion course. (http ://www. nbe.gov.et/E IBII) 

The of Board of Trustees comprises the Governors o f the NBE, heads of the three 

government owned banks and EIC and Directors of the Institute, the Institute IEBJI with the 

Director and DlDirector who are responsible for the day to day activiti es of the Institute; 

Diploma educat ional programs with a di vision head responsible for the banking and 

insurance educational programs. Techni cal, operationa l and management development 

training programs each supervised by di vision heads. Parallel to the Board of Trustees, there 

is the NBE, which is responsible fo r staff ass ignment and all other administrati ve matters. 
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3.2. Human Resources Development Practices of NBE 

3.2.1. Documentary Analysis 

To cope with the rapid ly changing technologies, that results in new techniques of doing an 

activity and to facilitate the achievement of the banks objectives, the existing and newly 

recruited staffs need to be refreshed, updated and introduced to the standard of quality on 

customer handling and providing efficient and effecti ve services. Th is depends on the 

capacity building of both the management and non management staffs through training with 

new knowledge and practices. In N BE, the human resource department is responsible in 

facilitating the human resource development progra m. 

The in house training like workshops, seminars and short term trainings are organ ized 

peri odicall y by the bank USll1g its own senIor staff as resource personnel. The external 

training including of local and oversea or abroad training is also given to selected staffs to 

up date their skill s and knowledge. 

As the sample training and deve lopment activities of NBE for the c urrent year presented in 

Appendix II and Appendix III indicates both in house and abroad trainings programs are 

given to employees. The target group or trainees consists of different individuals with 

different work status from each department of the bank. This shows that the training and 

development activ ities encompass al l staff with different positions. 
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As we can see from Appendix II , different types of in house training like procurement of 

financial sector capacity building proj ect, housing finance development, reco rds 

management, advanced offi ce management swirl trai ning and others were given in NBE­

Venue to trainees with different positions for the first two quarters of the year 2007. In the 

same manner as show in Appendix Ill , abroad training with different training titles such as 

monetary and fo reign exchange operations, Bank supervision using offsite bank examination 

information, internal aud iting and the like were given by different oversea sponsoring 

institutions like England, Tunisia, U.S.A, Switzerl and and others. Most of the time, the 

target group or trainees for abroad trainings. as we can see from the arUlexed table, are 

senior staffs and management gro up since the number of trainees to be participated III 

abroad training are limited or restricted by the institutions sponsoring the bank. 

3.2.2. Opinions of Respondents about HRD practices of NBE 

As presented under the methodology part of the study well designed questionnaires were 

prepared and then di stributed to the sampled management staff and non management staff. 

Accord ingly, 80 questionnaires have been di stributed of which 20 were fo r the management 

staffs and the remaining 60 were distributed to non management staffs to secure their 

feel ings abo ut the HRD practi ces of the bank which will he lp the researcher to draw 

conclusions regarding the study and then to forward some poss ible suggestions for any 

significant problems identified. Thus, under thi s section the responses for the questiorUlaires 

by both the management and the non management group are summari zed and narrated in 

tables and then anal yzed one by one. (Refer to the attached questionnaires" AIJpendix IV 

and V) 
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3.2.2.1. Opinions of Management Staff Respondents 

The questi onnaire was di stri buted to 20 management staffs . From these 18(90%) were kind 

enough to fill the questionnaires properl y and return them on time. The rest 2 (10%) were 

fa iled to complete and return the questi onnai re . All the returned questionnaires were 

complete and considered for the analys is that foll ows. 

The data acquired from the completed and returned questionnaires IS summarized and 

narrated here below. 

Table3.1Total Number of questionnaire distributed, returned and unreturned to and 

by managements staff of NBE 

Questionnaire Number % 

Total di stributed 20 100% 

Returned 18 90% 

Unreturned 2 10% 
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Table3.2 Response in relation with general information of respondents 

Descriptions of Respondents Response 

Number % 
A. Gender 
Male 13 72.2 
Female 5 27.8 

Total 18 100 

B. Age 

< 25 0 0 

25 to 35 3 16.7 

36 to 40 6 33.3 

41 to 50 6 33.3 

51 to 60 3 16.7 

>60 0 0 

Total 18 100 

C. Educational status 
PhD 0 0 

Second degree 6 33.3 

First degree 12 66.7 

College diploma 0 0 

Certifi cate 0 0 

12 grade complete 0 0 

Below grade 12 0 0 

Total 18 100 

D. Service Years in NBE 

< 3 years 2 11.1 

3 to 5 years 
, 

16.7 ) 

5 to 7 years 3 16.7 

> 7 years 10 55.5 

Total 18 100% 

Source: Appendix IV, question number I up to 8 
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From tab le 3.2, we can deduce the fo ll owing facts. About 72 .2% of the management staff 

respondents are male and the rest 27. 8% are female. In addition, most of the respondents age 

(66.6%) is between 36 years and 40 yea rs which indicated their long period experience in 

work environment. When we see the leve l o f education, 66.7% of the respondents are first 

degree holders and the rest 33.3 % are second degree holders. This assures the banks 

capacity of having professional management members. With respects to the status of the 

respondents the highest number of the management staff fal ls in middle leve l management 

which is 55 .6% and the lowest number fall s in line management which is 5.5% of the total 

respondents. To the end, almost more than half of the respondents have been wo rking for 

more than 7 years in NBE which indicates their long period experi ence in the bank and that 

contributes to both the quality and quant ity of the information they will provide. 

Table 3.3 Responses related to Management Development Policy of NBE 

Question Response F requency % 

Yes 8 44.4% 

Does your organization have a No I 5.6% 

written management deve lopment I do not know 9 50% 

policy? Total 18 100% 

Source: Appendix IV, question number 9 
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As indicated in table 3.3 , 50% of the management staff respondents do not know whether 

NBE has written management policy which im pl ies absence of transparency in the bank 

whil e 44.4% responded that we know about the bank's management development policy and 

onl y 5.6% of the respondents responded that the bank has no written management 

deve lopment po licy. However, every management staff should be clear with their 

organ ization 'S human resource development policy even if the human resource department 

is responsible to execute the policy. 

Table3.4. Management Development needs analysis 

Question Response Frequency 0lc:) 

Does your organization analyze Yes 9 50 

manager's development need No 2 I 1.1 

periodically? I do not know 7 38.9 

Total 18 100 

Source: Appendix IV question number 10 

As shown in table 3.4, half of the respondents res ponded that the bank periodically analyze 

man agement development need by taking in to consideration of management as a need 

oriented effort and 38.9% said that we do not k.now whether the bank analyze the human 

resource development need, and the remai ni ng I 1.1 % responded that the bank does not 

analyze the development need periodica ll y. The response implies presence of prob lems in 

the bank with respects to HRD need assessment in the bank. 
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Table 3.S.Types of management development need analysis 

Types/ Approaches F"cquency % 

Organization analysis 16 88.9 

-
Task analys is 16 88 .9 

Person anal ysis 8 44.4 

Source: Appendix IV, question number II 

As far as the theory is concerned, the dominant frame work fo r identifying organi zati on's 

human resource deve lopment needs has been McGhee and Thayer's three category need 

anal ysis approach, namely, organization analysis, task (Job) analys is and person anal ys is. In 

NBE, as per the response of 88.9% the management group reveals both organization 

analysis and task anal ysis are used in identi fy ing management deve lopment need ana lys is 

and 44.4% said NBE uses person ana lys is. The response implies that, NBE carefull y 

examine its strategic goals and plans in line with the human resource plan ning 

(organi zation analysis) and it determines the ski ll and knowledge the job requires before 

executing the training program. However, it does not indicate the way HRD need anal yses 

is executedli mplemented. 
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Table 3.6 Management tt·aining's instruction methods and media 

Methods/ Media Frequency % 

Lecture 15 83.3 

Conference 9 50 

Sel f study and Programmed instruction 2 III 

Case study 7 38.9 

Role playing and Behavior modeling 2 I 1.1 

In basket exercise I 5.6 

Management games 0 0 

Source: Appendix IV, question number 12 

The instructional method and media depend on the program content. The content in turn is 

shaped by training or development need identification and establi shed objectives. As shown 

in table3.6, most of media used for management training in NBE are by using lecture 

(83.3%) and conference (50%), and the least are programmed instruction, role playing and 

behavior modeling (11.1 %), in basket exercise (5.6%) and management games are not 

totally used. The implication for the lecture method that is mostly frequently used (lecture 

method) is that it is the most widely accepted method and al so economical because a large 

number of people can be trained using one instructor. 
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Table 3.7 Types of management development Program 

Types Freq uency % 

Formal Training 15 83.3 

Off the Job forma l training 7 38.9 

Job and stat ion 4 22.2 

Deve lopment position I 5.5 

Source: Appendix IV, question number 13 

The achievement of organizational objectives depends to a greater extent on the qua li ty of 

leadership provided by administrators/ managers. To this end Organizations need to improve 

supervisory, managerial and executive skills so that they may lead and motivate employees 

for the betterment of their organizations. As table 3.7 depicts, NBE uses to a greater extent 

formal training as the most commonly used types of its management development programs 

and development position as the least. The formal management training is conducted in 

classroom us ing instructor from with in the bank (in house training) or by experts from other 

institutions. 
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Table 3.8 Responses in relation with relevance of management development in 

improving current job performance 

Degree of relevance Frequency % 

High ly re levant 6 " 0 .J.) . .J 

Moderate ly relevant II 61. 1 

Less relevant I 5.6 

Not relevant 0 0 

Total 18 100 

Source: Appendix IV, question number 14 

One of the basic aim of management deve lopment program to improve current job 

performance of each departments which ulti mately improves the productivi ty of the 

organization as a whole by up dating the skills and knowledge of departmental managers. As 

the above table shows, 61.1 % of the respondents said , the training they took so far is 

moderately relevant in improving their current job performance and 33.3% responded as it is 

highly relevant since it highl y contributes to the improvement of their performance. Thus, 

management development program in NBE is encouraging in its positi ve contribution to the 

job performance of its leaders. 
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Table 3.9 Response in relation to whether cfTectivcness of management development 
program is eva luated or not 

Question Response Freq uency % 

Does your organization Yes I I 61. 1 

evaluate the effective No 2 11 .1 

ness of management I do not know 5 27.8 

Development program? Total 18 100 

Source: Appendix IV, question number 15 

Evaluation is the final phase of human resource deve lopment program. It is a means to 

verify whether employees in the program do the jobs for which they have been trained. As 

shown in tab le 3.9, 61. 1 % of the management staff responded that the bank conducts 

evaluation to assess the effectiveness of the management development program, particularly 

while it is go ing on, the other 11.1 % responded as if no evaluation takes place and 2 1.8% 

responded that they do not know whether or not management development program 

evaluation is conducted by the bank. The response implies that there are prob lems in NBE in 

relation to evaluation of human resource development since not all the management starf 

members are clear with the evaluation program. 
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Table3.10 Measurement criteria used in evaluating the worth management 

development pl'ogram 

Measurement Criteria Frequency % 

Reaction 12 66.7 

learning 0 0 

Job behaviors 4 22.2 

organizational impact 5 27 .8 

Ultimate value 10 55.6 

Source: Appendix IV, question number 16 

In evaluating the worth of specific human resource development programs sets of 

measurement criteria should be identified and used with the aim of increasing the 

effectiveness of the program while it is going on and helping trainees to get feed back for 

their improvement and efficiency. As indicated in the table, reaction and ultimate value are 

the two most commonly used measurement criteria as majority of the respondents said, and 

job behaviors and organizational impact are also used by the bank to some extent. The 

analysis reveals that most of the participants react to the learning experience by forming 

opinion and attitude about the instructor (trainer), the methodology, participation in the 

learning sess ion and how well he or she liked the program. Moreover, how the bank has 

benefited from the training in terms of goal achievement, survival or growth (ultimate value) 

is considered by NBE in evaluating the worth the management development program. 

However, the bank is not as such effective in post evaluation of the program. 
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Table 3.11 The content of management training program in NBE 

Management Very Highly Moderately Less Not Total 

training program highly included included included included 

Content included 

F % F % F % F % F % F % 

Planning 5 27.8 8 44.4 4 22.2 0 0 I 5.6 18 100 

Decision Making and 
, 

16.7 9 50 6 " , 0 0 0 0 18 100 ~ " ').J 

Problem solving 

Commun i ca ti on 2 11.1 8 44.4 4 22.2 3 16.7 I 5.6 18 100 

act ion 

Resource 4 22.2 9 50 3 16.7 I 5.6 1 5.6 18 100 

Management 

Leadership 10 55.6 5 27.8 
, 

16.7 0 0 0 0 18 100 ~ 

Performance 9 50 6 33.3 3 16.7 0 0 0 0 18 100 

apprai sal 

Motivation 7 38.9 
, 

16.7 7 38.9 I 5.6 0 0 18 100 ~ 

Source: Appendix IV, question number 17 

The above table reveals , as majority of the respondents replied, planning, decision making 

and problem so lv ing, communication and resource management are highl y included as 

appropri ate and desired content of the training program they have taken so far and the other 

majority of the respondents indicated that leadership, performance appreciable and 

motivati onal are very highl y included in the trai ning program the have taken. In general, the 

response re lated to the extent to which the given management functions are included as 

5 1 



appropriate and desired management training content implies, that NBE's effectiveness in 

incorporating the desired and relevant content of the program. This later on hel ps each 

management group in executing their management functions effecti ve ly and efficientl y 

which contributes a lot to ward achievement of ultimate value of the bank. 

3.2.2.2. Opinions of Non-Management Staff Respondents 

Recruiting, se lecting, ori enting and then placing employees in jobs do not ensure success. In 

most cases, there may be gap between employee knowledge and ski ll , and what the job 

demand. The gap must be filed through training programs. Hence, personnel tra ining and 

retraining is one of the major way that work organizations attempt to maintain the 

competency levers of their human resources and increase their adaptability to changing 

organi zational demands (scarpello and LedVinka, 1988). 

To assess the practice of non-management staff training program in NBE a well designed 

questiorll1aire were prepared and di stributed to 60 non-management staffs ofNBE. Of these, 

58 were kind enough to fill and returned the questionnaire and the rest 2 were fa il ed to 

return the questiollnaire di stributed to them. Of the 58 returned questi onnaire, 3 were 

incomplete and not considered fo r the ana lys is that follows. In summary, the fo llowing 

table depicts the total number of di stributed, returned and umetu rned questionnai re. 
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Table 3.12 Distributed, returned and not returned questionnaire to and by non 

management staffs. 

Questionnaire Number % 

Returned 58 96.7 

Not returned 2 3.3 

Total distributed 60 100 

The main personal characteri stics of the surveyed non-management staff are explained as 

fo llows. 72.7 percent of the total is male and the rest 27.3 percent are female. Majority of 

the respondents (54.5%) are belonged to age group that falls between 25 years and 35 years, 

which implies that they are youngsters. With regards to educational status, majority of the 

staff (67.3%) are first-degree holders, 27.2% have co llege diploma, and only 5.5% are 

second-degree holders. Regarding respondents' service years in NBE, 40% of the 

respondents have been working in NBE for less than th ree years, 27.3% have been working 

for 5 to 7 years, and 20% have been working fo r more than 7 years The data collected with 

respects to respondents general information is complained and narrated here below 

53 



Table3.13 Non- Managcmcnt staff respondents' general characteristics 

Descriptions of Response 
Respondents Numbe.· % 

A) gender 
Male 40 72.7 

Female 15 27.3 

Total 55 100 

B) Age 
< 25 6 10.9 

25 to 35 30 54.5 

36to 40 9 16.4 

41 to 50 9 16.4 

5 1 to 60 I 1.8 

>60 0 0 

Total 55 100 

C)Educational status 
PhD 0 0 

Second degree 0 5.5 J 

First degree 37 67.3 

College diploma 15 27.2 

Certificate 0 0 
12 grade complete 0 0 

Below grade 12 0 0 

Total 55 100 

D) service years in NBE 
< 3 years 22 40 

3 to 5 years 15 27.3 

5 to 7 years 7 12.7 

> 7 years II 20 

Total 55 100% 

Source: Appendix V, question number lup to 7 
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Table 3.14 Response with regards to whether the employee has taken training or not in 

their duration of stay in NBE 

Statement Response Frequency % 

Have you taken Yes 55 100 

any form of training No 0 0 

in NBE so far? Total 55 100% 

Source: Appendix V, question number 8 

As can be seen from table 3.14, all of the respondents have taken some sort of training in 

one way or another fo r their duration of stay in NBE. This implies the focus of the bank in 

updating the ski ll s and knowledge of every employee, which later on contributes to the 

competency levels of trainees and organizational performance of the bank. 

Table3.! 5 Types of Employee training, programs taken by response trainees Response 

Employee training Frequency % 

On the job II 20 

Off-the-job 37 67.3 

Both 7 12.7 

Total 55 100 

Source: Appendix V, questionon number 10 
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As indicated in table 3.15, we can fi nd in NBE all types of employee training programs. 

Most of the respondents (67.3%) have taken off the job training which takes place out side 

their work environment. These include in house training which is conducted in NBE venue, 

external training which is carried out by training institutions such as Ethiopian Banking and 

Insurance institutions (EIB!) , Ethiopian management institutes (EM!) and other course work 

at local colleges. Moreover, abroad training is also given for some senior non management 

staff although priority for abroad training is gi ven for leaders or management groups. 20% 

of the respondents replied that they have taken on the job training which is conducted on the 

job to develop the skills of non managerial employees. To the end, 12.7% of the respondents 

said they have taken both on the job training program given by the bank. The implication of 

the data presented in the above table is the emphasis of the bank in providing its non 

management staff off the job training more fi·eq uently. 

Table 3.16 Methods of on the job training programs 

Responses 

Methods Frequency Percentage 

Job instruction 10 55 .6 

--
Job rotation 7 38.9 

Apprenticeship 2 11.1 

Coaching 9 50 

Source: Appendix V, question number 11 
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The table shows that almost all of the alternat ives given with respects to on the job training 

methods are used by the Bank with varying degrees. Job instruction and coaching methods 

are most frequently used by the Bank as more than half of the respondents are replied. 

T able 3.17 Methods of the Job training taken by the trainees 

Responses 

Methods F requency l)ercentage 

Lecture and Video Presentation 27 6 1.4 

Vestibule training 2 4 .5 

Case study 12 27.3 

Simulation 2 4. 5 

Self study and programmed learning 4 9.1 

Source: Appendix V, question number 12 

As can be observed from the table in relation with the methods use by the Bank to give off 

the job training for the trainees , lecture and video presentation method are the most 

frequently used method as 61.4% of the respondents indicated. Case study method is al so 

used next to this method as 27 .3% of the respondents replied. Other methods occasionally 

used to provide on the job training are vestibule training, simulation and self study and 

programmed learning. 
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Table3.1S The impact oftraining on performance of trainees 

Statement Response Frequency Percentage 

Have you rea lized any positive Yes 45 81.8 

change on your performance No 10 18.2 

after tak ing any for of training in 

NBE? Total 55 100 

SOUl'ce: Appendix V, question number 14 

The above table clearl y reveals that the training given by the bank to its employees has 

positive impact on improving their job performance as 81.8% of the respondents replied and 

the rest 18.2% feels that they do not see any significant positive change on their 

performance due to the training given for them. Any ways, the majori ty of the respondents 

have positive attitude to wards the training give n by the Bank since it helps them to lip date 

there knowledge and skill s that resu lts in improvement of their job performance wh ich is a 

clue for the bank to give more emphas is to its HRD program. 

Table 3.19 Skills, Knowledge and performance of employees before taking training in 

NBE 

Statement Response Frequency Percentage 

What does your skill s, knowledge and Needs 37 67.3 

perfo rmance look like before tak ing improvement 

any fo rm of training in NBE? Do not need 18 32.3 

improvement 

Tota l 55 100 
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Table 3.21 The bases on which trainees are nominated for training in NBE 

Statement Response Frequency Percentage 

Do you know the bases on Yes 10 18 .2 

which you have been nominated No 45 81.8 

for the training given by NBE? Total 55 100 

Source: Appendix V, question number 18 

As shown the table, most of the respondents (8 1.8%) do not know about as to which they are 

se lected for the traini ng given by NBE and onl y 18.2% replied that they know about the 

bases. This reply implies that most of the employees may feel di ssati s fied since that are not 

clear with the bases on which they are nominated for training particularly an selected 

individ uals 
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Table3. 22 Degree of trainee's satisfaction about training process conducted in NBE 

Very much Satislied Very little Not Total 

Training process satislied satislied satislied 

F % F % F % F % F % 

Selection criteria 2 3.6 14 25.5 19 34.5 20 36.4 55 100 

-
Training Methods 8 14.5 35 63.6 9 16.4 0 5.5 55 100 j 

Training Period 's 2 3.6 21 38.2 22 40 10 18.2 55 100 

adequacy 

Trainer ' s C6apabilities 10 18.2 31 56.4 12 21.8 2 3.6 55 100 

and skill s 

Training objective 6 10.9 29 52.7 16 29.1 4 7.3 55 100 

Appropriateness of 16 29.1 34 61.8 4 7.3 I 1.8 55 100 

training faci lities 

Desired training program 11 20 30 54.6 13 23.6 I 1.8 55 100 

content 

Training Evaluation 2 3.6 20 36.4 25 45.5 8 14.5 55 100 

Training policy I 1.8 17 30.9 19 34 .6 18 32.7 55 100 

Source: Appendix V, question number 20 

From the above tabl e we can deduce the following. As per the trainees ' se lection criteria 

used in NBE. 36.4% of the respondents fee l unsati sfi ed and 34.5% are very little satisfied. 
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This indicates there are problems in the Bank relation with selection criteria of trainees as 

majority of the respondents replied. Regarding the instructional methods and media used to 

provide training services, almost more than half of the respondents (63.6%) feel satisfied 

and 14.5% are very much sati sfied. This shows as the bank ' s concern in using the relevant 

training methods and media to conduct the training program. However, some respondents 

are still unsatisfied with respects to the methods used to render train ing services. 

In relation with adequacy of training period, about 40% of the respondents are very little 

satisfied and 18 .2% are not totally satis fi ed. This implies, there are problems in NBf 

regarding the period or training duration allotted per each trai ning program. Despite this, 

about 38.2% of the respondents are satisfied for the training period given in NBf more than 

the average numbers of the respondents (56.4%) are satisfied with the trainers' capabilities 

and ski ll s which is an indication of the Bank's strength in providing trainer' s with adequate 

technical proficiency and skills. However, some are very little sati sfied (21.8%) which is a 

clue for the bank to fmiher search for appropriate trainers. Almost more than half of the 

respondents are satisfied is relation with training obj ectives, appropriateness of training 

faci lities and desired program content. More over, few respondents are very much sati sfied 

for the same. However, some respondents are unsatisfied, particularly in the training 

objectives and desired training program con tent which are indications for the bank to 

improve on these respects. 

To the end, 45.5% and 34.6% of the respondents are very little sati sfi ed regarding trai ning 

evaluation and training po licy practices of the bank respective ly. In the same manner 14.5% 
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and 32.7% of the respondents are not totally sati sfi ed fo r the same respective ly. This reply 

sho ws areas on which the bank should give greater care and emphasis. 

3.2 .3 Interview Analysis 

To gather more information about employee training and management deve lopment practi ce 

of NBE structured interview questions were forwarded to the human resource development 

division head of the bank. Accordingly the interviewee' s responses to the questions are 

depicted briefl y as follows. 

Q I) What are ways of improving employee competency leve l and organi zation 's 

performance other than training in NBE? 

In NBE, management development and employee training program are the best ways by 

which employee competency and productivity can be improved. Some times education 

opportunities are given employees in local uni versities and co lleges and in the form of 

scholarships. 

Q2) What are the purposes/objectives T and 0 in NBE? 

As it is clearly indicated in the HRD manual and as per the interviewee replied, the major 

purposes of HRD program are to have moti vated work force, to enhance capacity (both 

present and future skills), to increase ability and producti vity of employees, to establish 

optimum man task relation ship, to prepare employees to take higher assignments, and to up 

grade skills and prevent obsolescence. Moreover, to help managers at all levels with respects 

to their task accompli shment NBE al so establi shed management development obj ectives 

such as stimulating amore creati ve and innovati ve approach to problem solving and deci sion 

maki ng. However, no exp licitly stated objectives are set for each trainee. 
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Q3) What steps/procedures do your organization follows to execute employee training and 

management development program. 

According to (Monday and NUE, 1990), there are five steps that should be followed to 

conduct T and D program. Namely, need assessment, establish objectives, se lect appropriate 

methods and media, implement the actual program, and conduct evaluation and follow up. 

In NBE, the first four steps are strictly followed as per the interviewee's reply although they 

are not consistently used per each HRD program. However; NBE is still reluctant on 

evaluation and follows up of the T and D program. 

Q4) Which category ofHRD need analysis approach is/are used by NBE? 

To identify T and D need, NBE uses organizational analysis and task analysis. That is, the 

need for the program is identified through organizational analysis by taking in to 

consideration of the bank' s short range and long range goa ls and then identi fying task 

related ski ll s and ability that contributes to the achievement of organizational objectives. 

Moreover, task/job analysis is used to determine the skills and knowledge the job demands 

and in collecting information as input in to HRD decision. 

Q5) As to yo ur understanding what is the view of top management towards HRD? 

To management has positive implications towards both local and abroad training with 

special emphasis given to abroad training although the bank does not have a complete 

control over this. That is, it does not know what type of training, why, where and when the 
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need comes in relation with abroad to incorporate in to its short term and long term HRD 

programs. 

Q6) Does the ballk allot sufficient funds to carry out T and D programs effectively? 

NBE has no problems with regards to the funds needed to execute/implement the HRD 

program. That means, adequate fund is budgets at the beginning of the new fi sca l year to 

carry out effecti vely T and D programs. 

Q7) Does the ballk provide the required training materials? 

As addressed in question number 6, N BE a lot suffi cient fu nds to fi.Iifili any relevant training 

faci liti es that are essential for the success of the program. Thus, no significant problems are 

observed with respects to the facilities as the intervi ewee replied . For instance, the video 

conference room located at NBE venue is one of the basic facilities available to carry out in 

house (off the job) HRD programs. 

Q8) Does the bank have the right trainers who have adequate technical proficiency and skill s 

for the right trainees and who are the trainers? 

The bank has appropriate trainers for the ri ght trainees, particularly for local T and D 

program. There are institutions and other affiliated organi zations that provide the bank with 

both plmmed and unplanned trainings to its staffs. Ethiopian insurance and banki ng 

insti tut ions (EIBI) of which N BE has a line share provide NBE's staff with operati onal, 

technical and managerial trainings as need arises. In addition, affiliated organizations such 

as chamber of commerce and Ethiopian management institutions (EMS) also invite the 

bank 's staff with varieties of T and D programs. Moreover, some senior and skilled internal 
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staffs are used as relevant trainers; especially fo r info rmati on systems and statistics related 

trainings. Some times, the bank invi te applicants from external consu ltants who need to 

provide trainings on fee basis. Accordingly, the bank assess the content of the trainings each 

applicant is going to provide in li ne with its need assessment, evaluate them and then se lect 

the best applicant. To the end, abroad trainers such as IMF, Wo rl d Bank and others are 

potential trainers of the bank although they are not with the contro l of the bank. 

Q9) What is yo ur base for se lect ing ri ght trainees fo r the ri ght trai nings? 

For local (in house and external) T and D programs, the departmental management and an 

immediate supervisor are responsible to nominate approp ri ate trainees for appropriate 

training. That is, right trainees are selected by taki ng in to cons iderati on of their past and 

current job performance, (performance evaluation), the number of years of service in the 

bank and the nature of jobs they are assigned for. For abroad trainings, top management 

and/or governors of the bank are responsible to nom inate appropriate trai nees. 

Q I 0) Have you ever established T and D objecti ves for the trainees? 

As the interv iewee said, T and D objectives are estab li shed for each trainee. That means, the 

trainees know in advance what is expected from them after tak ing any from T and D 

programs given by NBE. However, there is no bi nding contract between the bank and 

trainees fo r not sticking to the training objectives. That means, trainees are not penali zed for 

not app lying what they have learned tlu'ough tra ining on their job as soon as possible. 
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Q II) What factors do you consider in selecting appropriate instructional methods and media 

for T and 0 given in the bank? 

In se lecting instructional methods and media, trade- off ex ists. That is, no single method or 

media is always best, the best method or media depends on several factors. In NBE, 

appropriateness of the faciliti es for the objectives it is aimed for is the basic factors 

considered in selecting instructional methods and media. For instance, medias like over head 

projector LCD, video, and white boards are used to give lecture for local trainees of NBE. 

Moreover, desired program content, trainer preference and capabilities are also considered 

by the bank as basic factors. 

Q 12) what are the methods employed by the bank for developing management abilities and 

providing opportunities for non-mangers? 

In NBE, lecture and video presentation method, the conference method/ the workshop 

method, simulation method and programmed instruction method are among the basic 

methods employed for providing training services to both management and non management 

employees. 

Q13) How do you evaluate T and 0 programs to verify the Success of the Program? 

In NBE, on the spot training evaluation is conducted to increase the effectiveness of the 

program while it is going on. Reaction is used as a set of measurement criteria to know 

about what the participant (trainees) think about the program did. Accordingl y, participants 
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react to the learning expenence by forming opinion and attitude about the instructo r 

(trainer), the methodology, and participation in the learning session and how we ll he/she 

liked the program. Moreover, post training evaluation is al so conducted to help trainees to 

get feed back for their improvement and effi ciency, and to find out to what extent the 

objectives are achieved. However, NBE is not effecti ve in practi cing post evaluation of the 

HRD program. 

Q 14) What are the types of HRD being used in NBE? 

Both on the job and off the job are most commonly used types of providing HRD programs 

in NBE. On the job training is given particularly fo r non managerial employees to develop 

their skill s and knowledge. Off the job training is given both for manages and non­

managerial employees of the bank with a view to increase their capacity outside their work 

enviromnent. 

Q 15) What do yo u suggest for NBE with respects to HRD programs? 

The interviewee for warded the following suggestions regarding the HRD program practices 

of NBE. 

• HRD should be all inclusive. That is, it takes in to consideration of all managerial and 

non managerial staff, particularly in abroad training. 

• Career based training should be practiced to help individuals pl an their fu ture careers 

with in the organization in order to help the bank achieve its objecti ves and the 

employees achieve max imum se lf development. 

• Structured success ion planning should be exercised in the bank. 
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CHAPTER FOUR 

CONCLUSIONS AND RECOMMENDATIONS 

4.1 Conclusions 

Based on the data presented and analyzed in chapter three of the study, the following 

conclusions are drawn by the researcher focusing on the strength and weakness ofNBE with 

respects to the practices employee training and management development programs. 

NBE has a structured HRD plan and sufficient budget to execute or under take the plan as it 

is clearly ind icated in the HRD manual of the bank and as the interviewee replied. 

Moreover, NBE has a written HRD Policy which is exerci sed by the human resource 

department of the bank. However, most of the respondents to the questionnaire are not the 

clear with the HRD plan and policy ofNBE 

Regarding the HRD need assessment of the bank, trainees are selected based on their 

academic qualification, length of service, annual performance appraisal , the perception of 

immediate supervisor and departmental manager and the decision of committee. What ever 

bases are used, trainees are not clear with as to which bases are used. That is, lack of 

transparency in this respect is the major problem of the bank that majority of the employees 

are complaining. Training is conducted simply based on the need senior management staff 

and to fulfill the formality of human resource department need not based on the willingness 

and requisite of employees. 
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With respects to HRD objecti ves of the bank, no specific, measurab le and time targeted 

objecti ves are practiced that are set and informed to the trainees before embark ing fo rm of 

HRD programs. This later on inhabits the bank from evaluating the effectiveness of the 

program, that is, lack of standardized management criteria that assist as a bench mark for 

evaluating the program . 

The instructional method and media used by the bank to execute local training and 

development program are lecture and video presentation method, conference or work shops, 

case studies as majority of the respondents replied. The bases as to which these methods and 

med ia are selected depends on appropriateness, designed program content and trainer's 

preferences and capabilities. However other factors like cost - effecti veness and learning 

principles have no places although they are equall y important. 

Evaluations, particularly post training, have no given much consideration by NBE although 

it is a means to assess the cost / benefit of the I-J RD program to thee bank. Most of the time 

evaluat ion through reaction is used while T and D program is go ing on. 

In NBE, we find both on the job and off the job types d f HRD program. On the job training 

is given most of the time for non - management staff and off the job training is given for 

both management and non management staff using in house training, external training and 

abroad trai ning. For abroad training priority is given for senior non management staff and all 

management staff. There are institutions like EI BI and other affiliated organizations such as 

chamber of commerce, EMl which provide NBE with various types of local training. 
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4.2 Recommendations 

The follo wing recommendations are forwarded to alleviate or at least to mlI11l11lze the 

currentl y encountered problems by the bank in relation with HRD programs. 

~ First and fore most, the human resources of the bank should get greatest emphasis 

fi·om the point of view of to, management since they are engines for other related 

resources such as physical resources, information resources, and financial resources 

of the bank. Now days, we are living in a continuously changing and dynamic 

envirolUllent that directly andlor indirectly affects us. Particularly, Banking 

industri es are affected by the rap idly changing in fo rmation technology. Thus, up 

dating its employee 's skills and knowledge to cope with technological advancement 

and competiti ve enviro lUllent is a mandatory work for NBE with out which it does 

not achieve its pre stated short term and strategic goals. 

~ The HRD plan and policy of the bank should be transparent and implemented in line 

with the HRD need of the bank. 

~ SMART HRD objectives should be explicitly stated, set for each trainees 

communicable to each trainees and at least should answer the following questions 

• What should the trainees be ab le to do after training? 

Under what conditions shou ld the trainee be able to perform the trained 

behavior? 

How well should the trainee perform the trained behavior? 
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~ The HRD need assess ment and select ion cri teria practice of NBE are among most 

serious issues that majority of the respondents feel unsatis fi ed. Since T and 0 is a need 

ori ented e ffort, determining the level, type and durati on of the T and 0 is of paramount 

importance at thi s stage of the l-IRD process. As HRD division head and majority of the 

management staff respondents replied, NB E uses organizational analys is and task 

analysis as a need analysis approach. However, the bank is not e ffecti ve in implementing 

either of the approaches. Thus, an extensive need assessment and an equitable selection 

criteri on should be exercised in the bank unl ess the bank could end up in wasting time, 

resource, demotivating staff, and employees will develop negati ve attitudes towards 

future programs. 

~ Post training evaluati on should also be exe rcised in the ban k in order to inc rease the 

effecti veness of the program to be held in the next session, to help participants to get 

feedback fo r their improvement and efficiency, and to fi nd out to what extent the HRD 

objecti ves are achieved. 

~ Most importantly, HRD should be based on career development which helps the bank 

achieve its obj ectives and the employees achieve maximum se lf development. 

~ To the end , the training peri od all otted per each training program should be suffic ient, 

the instructional methods and media, se lecti on criteria should be cost effecti ve and 

depends a learning princ iple. O pportunity fo r abroad training should al so be given for 

junior non management staff if possible. 
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Appendix II 

Sample in house training and development activities of NBE for the first two 

quarters of the current year (2007) 

SIN. Position of Training title Duration Institution 

trainees 

1. Ma nager, internal Procurement of financial sector Feb 6-8 ,2007 In house-NBE 

audit department capaci ty busing project 

2. Director, Procurement of financial sector Feb 6-8 ,2007 In house-NBE 

supervIsion capac ity busing project 

di vision 

0 Manager, banking Procurement of financial sec tor Feb 6-8 ,2007 In house-NBE J. 

supervIsion capacity busing project 

4. Manager, Procurement of financial sector Feb 6-8 ,2007 In house-NBE 

insurance Di vision capacity busing proj ect 

5. Director human Procurement of financial sector Feb 6-8 ,2007 In house-NBE 

resource capacity busing project 

6. Manager, human Procurement of financial sector Feb 6-8,2007 In house-NBE 

resource capacity busing project 

department 

7. Director . Finance Procurement of financia l sector Feb 6-8 ,2007 In house-N BE 

and information capacity busing proj ect 

systems directorate 

8. Manager, Procurement of financial sector Feb 6-8.2007 In house-N BE 

information capacity busing project 

systems 

department 

9. Manager, finance Procurement of financial sector Feb 6-8 ,2007 In house-N BE 

department capaci ty busing project 

10. Director, economic Procurement of financial sector Feb 6-8 ,2007 In house-N BE 

research and capacity busing project 

monetary policy 



directorate 

11. Deputy di rector, Procurement of financial secto r Feb 6-8,2007 In house-NBE 

EAFS capaci ty building project 

12. Director, bank Procurement of financial sector Feb 6-8,2007 In house-NBE 

moderniz ing and capac ity bui lding project 

external relations 

directorate 

13. Manager, currency Procurement of financial sector Feb 6-8,2007 In house-NBE 

management capac ity bu ilding project 

department 

14. Manager, domestic Procurement of financial sector Feb 6-8,2007 In house-NBE 

banking capacity building project 

department 

IS. Manager, fo reign Procurement of financial sector Feb 6-8,2007 In house-N BE 

exchange stati stics capaci ty building proj ect 

and monitoring 

16. Manager, reserve Procurement of financial sector Feb 6-8,2007 In house-NBE 

management capac ity building project 

17. Project officer Procurement of fi nancia l sector Feb 6-8,2007 In house-N B E 

capacity building project 

18. Fiance officer Procurement of financial sector Feb 6-8,2007 In house-NBE 

capacity building proj ect 

19. Procurement Procurement of financial sector Feb 6-8 ,2007 In house-NB E 

officer capac ity building project 

20. Head management Procurement of financia l sector Feb 6-8,2007 In house-NBE 

audit divis ion capacity bui lding project 

2 1. Panning and Procurement of financial sector Feb 6-8,2007 In house-NBE 

supervi sIon capacity building project 

22. Director, ERMPD Housing Fi nancial April 5,2007 In house-NBE 



Development 

23 . Project officer Housing Financial April 5,2007 In house-NBE 

Development 

24. Principal inspector Housing Financial April 5,2007 In house-NBE 

Development 

25. Procurement Housing Financial April 5,2007 In house-NBE 

officer Development 

26. Head, performance Housing Financial April 5,2007 In house-NBE 

improvement Development 

division 

27. Bank inspector Housing Financial April 5,2007 In house-NBE 

Development 

28. Head, personal Records management May 7- In house-NBE 

records di vision 18,2007 

29. Personnel filing Records management May 7- In house-NBE 

clerk 18,2007 

30. Attendance follow Records management May 7- In house-NBE 

up clerk 18,2007 

31. Records di vision Records management May 7- In house-NBE 

secretary 18,2007 

32. Archi ve clerk Records management May 7- In house-NBE 

18,2007 

33. Fill ing clerk Records management May 7- In house-NBE 

18,2007 

34 Librarian Records management May 7- In house-NBE 

18,2007 

35 . Senior executi ve Advanced office management May 9- In house-NBE 

secretary 22,2007 

36. Executi ve Advanced office management May 9- In ho use-NBE 

secretary 22,2007 



37. Secretary Advanced offi ce manage ment May 9- In hOllse-N B E 

22,2007 

38. Senior network SWIFT trai ning May l2- In house-NBE 

admini strato r 13,2007 

39. Analyst SWIFT training Mayl2- In house-N BE 

programmer 13,2007 

40. System SWIFT training May l 2- In house-NBE 

administrator 13,2007 

4 1. Head, reserve New uniform customs and June l l- In house-N B E 

management practice of documentary 13,2007 

credits( ucp600) 

42. Head, inter bank New uni fo rm customs and June 11 - In house-NBE 

foreign exchange practice of documentary 13,2007 

market division cred its(ucp 600) 

43. Bank clerk, New uniform customs and June 11- In house-NBE 
. . 

practice of documentary 13,2007 mcomll1g 

remittance credits(ucp600 ) 

44. Director, human Leadership development lune ll- In house-NBE 
resource 16,2007 

45. Director, bank Leadership deve lopment Junel l - In house-NBE 
moderni zation 16,2007 

46. Director, finance Leadership development Junel l - In house-NBE 
and information 16,2007 
system directorate 

47. Head, systems Data base management Starting from In house-NBE 
deve lopment and June 2 1,2007 
program div ision for 2 1 hours 

48. Director, finance Data base management Starting from In house-NBE 
and in fo rmation June 2 1,2007 
finance directorate for 2 1 hours 

(SOURCE: NBE, HUMAN RESOURCE DEPARTEMENT) 



Appendix III 

Sample Abroad training and development activities of NBE for the first two 

quarters of the current year (2007) 

SIN. Position of Training title Duration Institution 

trainees 

I. Research officer Monetary and March 12- Gerzensee 

Foreign exchange 29,2007 Switzerland 

operations 

2 I-lead, Reserve Bank of Tanzania Jan.25- Tanzania 

Management and Reserve 26,2007 

External Management 

Relations Sem inar 

0 Head, Balance of Micro Economic April 10- Nairobi , J. 

Payment and Management and 20,2007 Kenya 

International Fiscal Issues 

Economics 

Division 

4. Manager, Legal Anti money Mayl4- Tunis, 

Service laundering \8 ,2007 Tunisia 

department 

5. Junior Bank, Bank supervision April 23- Tunis, 

Inspector using offsite bank 27,2007 Tunisia 

examination 

information 

6. Manager, Internal Internal Auditing June2- Landon, 

Audit department 6,2007 England 

7. Almanager, HRM HRM June4- Frankfort, CR 

department 6,2007 

8. Junior, legal Exposure visits on July\6- Nigeria 

Venue 

Abroad 

Abroad 

Abroad 

Abroad 

Abroad 

Abroad 

Abroad 

Abroad 



I 
officer quasi legis lature 22,2007 

9. HRD officer Exposure visits on June20- Accra, Ghana Abroad 

human resource and 25,2007 

administrative 

practices 

10. Principal Macro-economic June4- Washington Abroad 

Research Officer Diagnostics 29,2007 DC,USA 

II. Principal Supervisory May28- Mauritius Abroad 

Insurance functions of the June6,2007 

Inspector finance services 

commissions with 

emphasis on 

insurance sector 

12. Junior External Workshop on Febl9- Nairobi , Abroad 

debt follow up compilation of Mar2,2207 Ken ya 

office external debt 

stati stics 

13 . Junior research International trade April 16- Tunis, Abroad 

officer II in services stati stics 22,2007 Tunisia 

14. Junior Legal Exposure vis its on Jul y l6- N igeria Abroad 

officer quasi Legislative 22,2007 

(SOURCE: NBE, HUMAN RESOURCE DEPARTEMENT) 



ADDIS ABABA UNIVERSITY 

FACULTY OF BUSINESS AND ECONOMICS 

SCHOOL OF GRADUATE STUDIES 

Appendix IV 

MASTERS OF BUSINESS ADMINSTRATION (MBA) PROGRAM 

QUESTIONNAIRE TO BE FILLED BY MANAGEMENT STAFF 

Researcher: Tamrat Getahun 

Advisor: Dr. G.K. Murthy 

Research Topic: - Employees' Opinion about Human Resource Development 

Practices of National Bank of Ethiopia (NBE): An Evaluation 

Dear Respondents:-

I would like to express my sincere appreciation and deepest thanks in advance for your 

generous time and frank and prompt responses. 

Objective; 

The purpose of the study in general and this questionnaire in particular is to study on 

"Employee training and Management Development program in NBE" which will help 

NBE in alleviating major problem related to the study; the researcher as pallial 

fulfillment of academic requirements of M.A degree is Business Administration and to 

gain practical knowledge on the topic under investigation and other prospective 

researchers as a stepping stone to carry out further investigation. 

General Guideline: 

Please put a tick " ./ "mark for those questi ons that are followed by choices and write 

your short and precise answers for those followed by blank spaces (i.e. open ended 



questions) As an important input thi s study your frank response is greatly appreciated­

Your valuable support in respond ing to the questions rai sed is of paramount importance 

to the success of the study. Hence, I ask you in all regard to fill the questionnaire 

carefi.tlly and at you r best knowledge. The quality and quantity of information you 

provide determines the ultimate re liability of the stud y. If you have any additional 

comments or ideas, please feel free to use a blank paper. 

Confidentiality 

I want to assure you that thi s research is onl y for academic purpose authori zed by the 

Add is Ababa University. MBA program Coordination office and the resu lt will not be 

presented for other purposes. Thus, your ideas and comments are highly honored and kept 

confidential. To create a conducive environment for yo ur free and genuine responses, you 

are not required to write your name. 

Contact Address 

If you have any query, please do not hes itate to contact me and I am available as per your 

convenience at (te le; 09- 12-05-63-99 or e-mai l; tamex 41 01yahoo.colll.) 

Thank you again!!! 



Part I - General information 

1. Gender 

o Male 

2. In which age group are you? 

0 <25 

025 to 35 

o 36 to 40 

o female 

041to 50 

o 51 to 60 

o 61 and above 
, 

What is yom highest and recent educational stat us ~. 

o Third degree (PhD) 0 certifi cate 

0 Second degree 0 12 grade complete 

0 First degree 0 below grade 12 

0 College diploma 

4. Your fie ld of specialization for you highest 

status. _ _ _ _ ____ _ 

5. Service years in NBE 

o Less than 3 years o 5 to 7 years 

o 3 to 5 years o more then 7 years 

educationa l 

6. Current pos ition in NBE _______________ ___ _ 

7. In which department are your currentl y worki ng? _______ ___ _ 

8. Your status 

o Top management o line management 

o Senior management o Middle management 

PART- TWO 

9. Does your organization have a written management development po licy? 

DYes ONo o I do not know 

10. Does yo ur organization analyze managers development needs periodicall y? 

DYes o No o I do not know 

11 . Which of the following techn ique(s) for identifying your organization 's 

management development need analysis is fare being used? 

o Organi zational ana lysis o task (job) analysis 

o Person ana lys is 



12. Please indicate on the fo ll owi ng instructional method and media used 111 

management training programs you have taken. 

o 
o 
o 
o 
o 
o 

Lecture 

Conference 

Self study and Programmed learni ng 

Case study method 

Role playing and behavior mode li ng 

In basket exercise 

o Management games o all of the above 

Mention others (if any), _______________________ _ 

13. Which of the following types of management development programs are exercised in 

NBE? 

o Formal Trai ning (conducted in class room using instructors with in organization or 

by experts from other institutions) 

o Off- the - Job fo rmal training 

o Job rotation 

o Development position 

Others (if any) ___________________ _ 

14. To what extent the contents of the training you have taken are rel evant for your 

current Job. 

o High ly relevant o Less relevant 

o Moderately relevant o Not relevant 

I S. Does your organization evaluate the effecti veness of management deve lopment 

program? 

CJYes CJ No CJ I do not know 

18. If yo ur answer for question No. 1 S. IS yes, what measurement criteri a are used 111 

evaluating the worth of a specific program? 

CJReaction 

CJLearning 

CJJob behavior 

CJ organizational impact 

CJ Ultimate va lue 

Others (if any) _____________ _ 



17. To what ex tent the fol lowing topics have been incl uded in the traini ng programs that 

you have parti cipated so far? 

A. Planning 

B. Decision making and 

Problem so lving 

C. Communication 

D. Motivation 

E. Resource Management 

F. Leadership 

G. Performance appraisal 

Mention others (if any) 

F. _______ _ 

Very highly Highly Moderately Less Not 

Included included included included included 

20. What do you suggest to the organi zation in relation with management deve lopment 

programs vis-a-v is strength and weakness? 

Strengths 

Weaknesses 

Suggestions 

THANK YOU!!! 

1 



ADDIS ABABA UN IVERSITY 
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SCHOOL OF G RADUATE STUDIES 

Appendix V 

MASTERS OF BUSINESS ADMINSTRATION (MBA) PROGRAM 

QUESTIONNAIRE TO BE FILLED BY NON-MANAGEMENT STAFF 

Researcher: Tamrat Getahun 

Advisor: Dr. G.K. Murthy 

Research Topic: - Employees' Opinion about I·Iuman Resource Development 

Practices Of Na tional Bank of Ethiopia (NBE): An Evaluation 

Dear Respondents:-

I wo uld like to express my since re apprec iation and dee pest thanks in advance fo r yo ur 

generous time and frank and prompt responses. 

Objective; 

The purpose of the study in general and this questionnaire in particular is to study on 

"Employee training and Management Development program in NBE" which will help 

NBE in allev iating major problem re lated to the stud y; the researcher as partial 

fu lfillment of academic requirements of M.A. degree is Business Admin istration and to 

gain practical know ledge on the topic under investi gation and other prospecti ve 

researchers as a stepping stone to carry out further investigation . 

General Guideline: 

Please put a tick " ./ "mark for those questions that are followed by choices and write 

your short and precise answers fo r those followed by blank spaces (i .e. open ended 

questions) As an important input thi s study yo ur fra nk response is greatly appreciated­

Your valuable support in responding to the questions raised is of paramount importance 



to the success of the study. Hence. I ask yo u in all regard to fill the questionnaire 

carefull y and at your best knowledge. The quality and quanti ty of informati on you 

provide determines the ultimate reli abi lity of the study. If you have any additional 

comments or ideas, please fee l free to use a blank paper. 

Confidentiality 

I want to assure yo u that thi s research is onl y for academic purpose authori zed by the 

Addis Ababa University. MBA program Coordi nation o ffi ce and the result will not be 

presented for other purposes. Thus, your ideas and comments are highl y honored and kept 

confidential. To create a conducive environment for your free and genuine responses, you 

are not required to write your name. 

Contact Address 

If you have any query, please do not hes itate to contact me and I am available as per your 

convenience at (tele; 09-12-05 -63-99 or e-mail ; tamex4 1!@yahoo.com.) 

Thank you again!!! 



Part 1- Genera l Intimation 

6. Gender 

o Male 

7. In which age group are you? 

0 <25 

025 to 35 

o 36 to 40 

o fema le 

041 to 50 

o 51 to 60 

o 61 and abo ve 

8. What is your highest and recent educat ional status 

o Third degree (PhD) 0 certi ficate 

0 Second degree 0 12 grade complete 

0 First degree 0 be low grade 12 

0 College diploma 

9. Your fi e ld of speciali zation for your highest 

status ________ _ 

10. Service years in NBE 

o Less than 3 years o 5 to 7 years 

o 3 to 5 years o more then 7 years 

educational 

6. Current position in NBE ______ _____ ____ _ __ _ 

7. [n wh ich department are you currentl y working? _ _ _____ ___ _ 

PART-TWO 

8. Have you taken any form of train ing program prepared by NBE? 

o Yes o No 

9. If your answer for Q.I is yes, fo r how many total days you participated on the training 

program during the past 2 years? _______ _ 

10. Which of the following types of employee training program have you taken so far? 

o On the job 0 o ff- the - Job 

Any others ________ ____ _____ _ _ 



II. Which of the fo llowing on the job types of em ployee trai ning program have you taken 

so far? 

o Job instruction training 

o Job rotation 

o Apprenti ceship 

o Coaching 

o All of the above 

o Mention others (if any) ____________________ _ 

12. Which of the following off the job types of employee training program have yo u 

taken so far? 

o Lecture and video presentation 

o Vestib ule trai ning 

o Case study 

o Simulation 

o Self study and programmed learning 

Mention others (ifany) _____________________ _ 

13. Which of the above methodes) are frequently employed by the bank and why? 

14 . [-lave yo u realized any change on yo ur performance after taking any form of training 

in NBE? 

DYes o No 

15. If yo ur answer for q uestion no .14 is yes, please ex plain . 



16. What did your skil ls; knowledge and performance look like before you have taken 

training including induction in NBE? 

D Needs improvement D Do not need improvement 

17. Do yo u believe that individual's training is the criti cal fac tor 111 1I1creas1l1g 

organizational perfo rmance? 

DYes DNo 

18. Do you know the bases on which yo u were sponsored to tra ining 

DYes D No 

19. [f yh ur answer for no 19 is yes, please explain the basis 

20. To what extent are you sati sfied with respects to the following factors wh ich are parts 

of employee training processes? 

N.B The factors are not mutuall y exclusive 

A. Selection criteria 

B. Training methods 

C.Training periods' 

Adequacy 

D. Trainer' s skill s 

and capabilities 

E. Training obj ective 

F. Appropriateness of 

Training fac ilities 

G. Desired program content 

H. Training evaluation 

I. Training policy 

Very much satisfi ed Ve l"), little Not 

Satislied satisfied satisfi ed 



20. Do you have any suggestion that you say abo ut training and deve lopment program in 

NE E vis-a-vis its strengths and weaknesses? 

Thank you for your cooperation!!! 



Appendix VI 

INTERVIEW QUESTIONS 
WHICH IS GOING TO BE ANSWERED BY 

TRAINING AD DEVELOl)MENT SECTION HEAD OF NBE 

1. What are ways of improving employee competency level and organization 's 

performance other than training in NBE? 

2. What are the purposes o f training and deve lopment in NBE? 

3. What steps! procedures do you follow in employee training and de velopment 

program in NBE? 

4. Which category of need analys is approach do you use in NBE's training and 

development need? 

5. As to your understanding what is the view of top management towards training 

and development? 

6. Does the bank allot sufficient frond s to carry out training and development 

program effecti ve ly? 

7. Does the bank provide the required training material s? 

8. Do you think that staffs are acquainted with the importance of training and 

development? 

9. Does the bank have the right trainers who have adequate teclUlical proficiency and 

skills for the right trainees? And Who are the potenti allrainers of the bank? 

10. What is your base for selecting appropriate trainees for appropriate training? 

11. Have you establi shed training and development obj ecti ves for the trainees? 

12. What factors do you consider in selecting instructional methods and media for 

training and development program? 

13. What are the methods employed for developing management abi li ties and 

providing opportunities for non managers? 

14. How do you evaluate training and development program to ve rify the success of 

the program? 

15. What are the types of management deve lopment programs being used in NBE? 

16. What are the types of employee training programs being used in NBE? 

17. What do suggest for NBE with respects to training and deve lopment program? 
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