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Abstract

The aim of this study was to assess the current practices and problems of Hossana College of
Teacher Education in providing short term in-service trainings for the linkage primary schools.
To attain the expected goal, a descriptive survey method was employed. The participants of this
study include: principals, cluster supervisors, and teachers of the linkage primary schools;
education experts from Woreda Education Office; education and training officer, focal persons
and trainers of the college. The total population of the study was 377. From this total number of
population, 145 samples wer e selected by employing simple random and purposive techniques as
needed. To triangulate the data, questionnaires, unstructured interview and document analysis
methods were used. The data was analyzed both quantitatively and qualitatively. The findings of
this study show that the college provides various types of in-service trainings such as practicum
implementation, ELIP, lesson plan preparation, active learning, action research, special needs
and inclusive education, classroom management and mentoring for linkage primary schools.
These training types were directed to improve the skills, knowledge and competencies of primary
school teachers, principals, cluster supervisors and Woreda Education Officials so as to improve
performance. However, it was found out that training need has not been assessed prior planning
trainings and the training processes were lacking important training principles. This problem
was negatively affecting the training processes offered by the college. For instance, designing
processes were not participatory; ambiguous criteria were used to select both trainees and
trainers; the method used to implement the training was also tedious; the tendency of the training
evaluation was poor. Consequently, both the college and the linkage primary schools were
suffering by break down to accomplish the intended target. Finally, pertinent recommendations
were forwarded to all concerned bodies. For instance, the college in collaboration with the
schools should conduct training need assessment using performance analysis and interview
before designing the program; and when it sets the objectives and select the content, the college
should give a chance to the trainees so as to participate in the program. Besides, the content
should be new and timely that is aimed to bridge the already identified gap (knowledge, skill or
attitude). Next, the trainers ought to select right method, either on-the-job or off-the-job, on the
basis of content type and allocate quite enough time to deliver the program to the trainees. The
designers of the program should support the content with appropriate resources to perform
effective training program. The organizations have to evaluate the success or failure of the
training program throughout the entire stages. Moreover, they should record and keep the
training documents. The trainees must undertake post training discussions. In general speaking,
the college should design the training program appropriately and implement accordingly.



CHAPTER ONE
1. INTRODUCTION

Under this chapter, background of the study, statenof the problem, objectives and

significances of the study as well as delimitatdbthe study have been treated.

1.1. BACKGROUND OF THE STUDY

Since schools are organizations, to realize thbjeatives appropriately, need to build their
capacity through training. Generally, people bedi#ivat the importance of training is to improve
individual and organizational performance. In lofehis Critten, (1993:2) states that training is a
key to success in the future by helping organiratioecome committed to the process of sharing

common vision among its employees towards whichyeaetivity is to be geared.

According to DeCenzo and Robbins (1988:246), trgnhas many aspects and principles.
Before trainings are offered at any level, orgaties have to assess training needs and prepare
training plans. Upon the implementation of the pldre training result should be evaluated to
know if the objective is achieved or not. To asgbssneed for training the management bodies
of organizations have clearly identify organizaibmgoals, tasks to be done to achieve those
goals, behaviors that every job incumbent must h@mvecomplete those tasks; and, most
importantly, deficiencies, if any; the incumbents/é to perform those tasks. Finally, once the
type and extent of deficiencies in skills, knowled@nd attitude is identified, commensurate

training remedy must be designed.

For training program to be successful, organizatineed to go through its steps. As stated by
Critten (1993:42), a training program consists igé fconsecutive and interwoven steps. First,
training needs must be assessed. This is to igahgf specific job performance skills needed, to
analyze the skills and needs of the prospectivades, and to develop specific and measurable
knowledge and performance objectives. Here, orgdioizs have to be sure that the performance
deficiency is related to training rather than otfaetors. The second is the design step where the
actual content of the training program is compitedl produced as books, manuals, modules,
exercises, and activities. The third step is vaiaof the training by introducing and presenting
it to small representative audience. This servea a@ilot testing to see whether the training

program can accomplish the intended target or fawrthly, the training program is



implemented using various delivery modes like oeHthb training and off-the-job training. The
fifth and final one is the evaluation and follow-sfep to assess the success and failure of the
training program. The evaluation and follow-up sepnportant to make necessary amendments

for future practices showing that training is almat activity.

In Ethiopia teachers training colleges inter-linkedth primary schools to provide their
instructors with practical applications of whatinisthe college or the theories, and to help their
trainees to practice in those schools. In the teacktations like classrooms, gymnasia and
laboratories, teachers provide information or kremgle to students. This might be effective
when there is professional linkage among differediticational structures. The attainment of
educational objectives seeks the systematic anbdestblished links of teachers with students,
colleges with schools, etc. Therefore, the stramgslamong schools, colleges, teachers, students

and other educational organizations is importaotg@ss in education system.

Teachers acquire professional competencies thraliffgrent ways. Firstly, they acquire the
knowledge and skill through pre-service trainingl gamacticum program given in the teachers’
education institutions before joining the teachprgfession. In these institutions, the students
complete course work in the following general arbasore being eligible for certification:
language arts, methodology courses for variousestibjreas, measurement, learning theory, and
curriculum (Smith, 1990:240).

Secondly, they develop their profession throughiretuction period that ranges from 1 to 2

years, and is given during the teachers’ initigiryeimto the profession. This time is a highly

significant moment for the newly employed teachkris a time when they face great challenges
and are in need of a well-established support weld@ing and demonstrating their competence.
It also is a period of transition from student teers to full members of the staff of a school
(MOE, 2004:12).

Thirdly, teachers acquire knowledge and skill tlytouin-service training programs given
throughout their career. These programs are plamawcégdities for already employed teachers
designed to improve their on-the-job performancejnbzka, (1983:86) pointed out the ways in-
service training brings about improvements. Thesgnihgs expand teachers’ knowledge,

improve individual teachers’ effectiveness; and cemage teachers to what to improve



themselves. Teachers training colleges (TTCs) psseespective duties and responsibilities to
facilitate this program. These institutions aimdddaveloping the teachers’ knowledge with

which they are going to teach.

Moreover, the TTCs are going to have increasinksliwith schools. Apart from conducting pre-
service teacher education and undertaking resetirebe colleges are going to have increasing
links with schools. This linkage could be any oé ttmany formal or informal arrangements in
which the colleges, schools and their respecticelfies collaborate to enhance the education of
students (Unger, 1996:949). Smith (1990:411) heesséd that; student teaching or practicum is

one of the links between teacher training collesgas$ schools.

To sum up, teachers could accumulate skills andoetencies through pre-service, induction and
in-service programs. However, there could be irghspble changes in the knowledge structure,
the procedure of practical application of the kredge, teachers, students, and/or
communication resources that necessitate the aiditaof training and capacity building
programs. Therefore, updating is important and ustvbe continuous throughout career long.
CPD is the most effective process and system onileg experiencing and sharing throughout a
teacher’s career. It could be more effective ikiproperly implemented at school level (MOE,
2004:2).

In general, the world is swiftly changing. Therefothe already employed teachers have to
update their knowledge and skills, and cope up thighdynamic nature of knowledge through in-

service training, which also termed as professideaklopment (Farant, 1980:5).

On the basis of Education and Training Policy, €pdls of Teacher Education in Ethiopia have
been established with objective of producing trditeachers for regional states (TGE, 1994:29).
Regional colleges are assumed to be institutiondational Capacity Building because higher
education of diploma level would be research-oadrand enable students to become problem-
solving as well as professionally competent in rthigld of study (TGE, 1994:15). Teachers’
training colleges and schools are the training @nalcticing cites for training programs.
Therefore, the efforts of these colleges must eahinate just after graduation or certification of
the students. They have to continue developinghexat profession beginning from the start up

to teachers’ career. They do this in collaboratigh schools.



Currently, in South Nations Nationalities and PespRegion, there are five Teacher Education
Colleges. They are established with the aim of pcoty qualified teachers for the primary
schools in the region. Each college has its owrchraént zones based on the geographical
location. The primary schools under each catchnudrtain professional support from their

respective college.

Hossana College of Teacher Education which is émtan Hadiya Zone is one of the

aforementioned colleges in the region, has fousteluzones under its catchment namely:
Hadiya, Kembata Tambaro, Gurage and Silte Zones.cbliege provides short term in-service
trainings for primary school teachers, principalkjster supervisors and Woreda educational

officials who came from those zones in variousdepi

Moreover, the college has totally fourteen linkagemary schools in Hossana Town
Administration and Woredas around the Town. Onethafse primary schools is located in
Kembata Tembaro Zone, Doyogena Woreda and thearesfound in Hadiya Zone. These
primary schools are closely linked with the colleged obtained various capacity building
trainings continuously from the college and thdeg® in turn utilize them as a training station

for its student teachers during practicum program.

This study is designed to assess how well thegarngs were conducted as per the principles of
training, their contributions to the overall sche&dafjoal achievement, and problems pertain to

them in the zone under the study.

1.2. STATEMENT OF THE PROBLEM



The major purpose of training is to develop thevidedlge, skills anéttitude which contribute to
the welfare of the organization and employee. Furttore, training programs aim at making the
employee more effective and productive on theis@ne jobs and increasing their potential on
higher-level jobs (Avaraj, 1979:25).

Mullins (1996:63) states that training improves thkills and knowledge of people in

organizations. It increases confidence, motivaaod commitment of people, and improves the
level of individual and organizational competendence, training is a key element of improved
organizational performance. All organizations néechave their own policies, processes and
programs for the delivery of learning and trainidy so doing, they achieve their human
resource strategies by ensuring that they havekiied, knowledgeable and competent people
required to meet their present and future needsi¢fkong, 2003:550). This is to underline that

organizations are expected to have training programrder to achieve their goals.

Even though the objectives of training differ acting to the employees belonging to different
levels of organizations, its basic purpose is ttaldish a match between man and his job
(Saiyadan, 1999:217-18)To obtain the most out of them, trainings haveirttown aspects,
processes and principles that should be strictlpvi@d. First, organizations have to assess their
training needs before they go to delivering tragsinTyson and York (1996:143) emphasize the
importance of training need assessment in orgaoimtThey state that it is necessary to make a
diagnosis to determine whether there is a gap lestwénat is required for effective performance
and present level of performance, and to give gppate remedies for deficiencies. On the other
hand, trainings benefit organizations only wherytaee planned appropriately and implemented
accordingly. Mullins (1996:636) states that, tosedhe full benefits of successful training, there
must be a planned and systematic approach to mdregegs. Apart from this, organizations

have to evaluate the success or failure of tramthgy offered.

According to DeCenzo and Robbins (1988:263), omgiins must develop sustainable data to
know whether training efforts have achieved thesalg of correcting deficiencies in skills,
knowledge and attitude that were assessed as wgeediantion. The purpose of training
evaluation is to make necessary amendments to fathe @reviews stages in order to improve
future practices.



With the support of GEQIP, various short term tirags particularly TDP trainings have been
offered by Hossana College of Teacher Educatiopritmary schools’ teachers and principals;
cluster supervisors and Woreda educational official its catchment aredhe specific areas
under which these trainings have been offered deliPracticum, CPD, ELQIP, and SMASEE.
More specifically, the titles under which trainingsave been offered are practicum
implementation, mentoring, classroom managemessole plan preparation, active learning,
special needs and inclusive education, English uagg Improvement Program training for
English medium teachers and English teachers,migof Mathematics and Science teachers and

action research.

However, most of these trainings have been offeegedatedly year after year especially for

linkage primary schools’ teachers and principalsster supervisors and Woreda educational
experts without evaluating the impacts of suchntrajs. Moreover, the trainings have not been
offered based on specific training needs assessigrihe college provided them simply based
on its plan. The training opportunities providedheut considering specific training needs of the
target population may not be effective. Becausatnody is conducted before on this particular
problem in the study area and the researcher, Ipartgf the system, had been closely observing
when these trainings have been conducted withoet ajpplication of appropriate training

principles like assessing training need, evaluatiagying results, and so on. This gap might pose
a threat on quality education and learning achier@mrherefore, this needs to be identified by
scientific research so as to find out its extend sake appropriate measures to improve the
situation for future practices. Thus, this was @tention that initiated the researcher to conduct

research on the issue.
To this end, this study attempts to answer the¥gthg basic questions:

1. What in-service training programs are the colleffers to linkage primary schools in

Hadiya Zone?
2. To what extent the in-service training programskaged on needs assessment?
3. How the in-service training programs are designed?

4. To what extent the training programs are implengkhte



5. What are the major limitations encountered in tlagning programs offered by Hossana

College of Teacher Education?
1.3 OBJECTIVES OF THE STUDY
1.3.1 GENERAL OBJECTIVE

The general objective of this study is come up Vi@asible solution to challenges of Hossana
College of Teacher Education in providing in-seevicainings for linkage primary schools in

Hadiya Zone.
1.3.2 SPECIFIC OBJECTIVES
The specific objectives of this study include

* To assess whether trainings for primary schoolsbased on basic training principles
(activities like training need assessment, plannargl evaluation of the training

programs).

» To identify whether primary schools benefit fronpaaity building trainings offered by

Hossana College of Teacher Education or not.

 To find out the ways in which capacity buildingitiags are designed in Hossana

College of Teacher Education.
» To identify the types of training methods frequentsed.

* To identify major problems encountered in the psscef implementing the training

programs.

» To suggest workable recommendations on how to iugtioee management of trainings.

1.4. SIGNIFICANCE OF THE STUDY

The presence of competent teachers in schools psioe importance to improve the teaching-

learning processTo make this a reality, continuous updating of kems through various training



programs is needed in schools so as to improvpaHermanceTo make this more tangible, research
activities are of paramount importance in identifyiproblems hinderinghe effectiveness of

trainingprograms. With this regard, this study will have the followisignificances:

1. The study may provide regional, zonal and Woredacatibnal officials and college
management bodies with valuable information onatial practices and status of short
term in-service Teacher Development Program (TD&jnihgs, and identify major
commonly occurring practical problems pertainingitoThis may be helpful for the

officials to timely take corrective measures to mélainings fruitful.

2. This study is believed to contribute by wideninge tlrontier of knowledge by
supplementing the already existing literatureshim @rea of training in general and short

term in-service Teacher Development Program (TEdMings in particular.
3. The study may serve as a stepping stone for fustioelies in the area.

4. The study may come up with feasible alternativeitsmhs for the problems identified in
the practice of short term in-service Teacher Dgwalent Program (TDP) trainings, and

this may be a valuable input for future practicethie training areas.
1.5 DELIMITATION OF THE STUDY

It would have been more useful to investigate tihactce trainings delivered by Hossana
Teachers’ College for Primary schools at all ther foatchment Zones, as it provides a complete
picture. However, this is particularly difficult duo resource constraints needed to undertake the
study since the zones are geographically dispefsadng this in to consideration, this study is
delimited to linkage primary schools with Hossareadhers’ College situated in Hadiya Zone

where the researcher has valuable information erisue.

Moreover, since it helps to assess the issue ira@ageable way, the researcher confined on
aspects of planning and implementation of shomnteapacity building in-service Teacher
Development Program (TDP) trainings for linkagenmaiy schools. The researcher took only
short term TDP trainings offered for linkage primachools which have been delivered since
2003 E.C. This is because, linkage primary schobtained various short term capacity building

trainings repeatedly from the college found to éespnable to get relevant data for the study.



1.6. LIMITATION OF THE STUDY
The major problem that the researcher faced intmkiag this study was shortage of time as he
Is also committed to work regular government jobdHt been sufficient time for the researcher,
it would come up with better work. Hence, the resker believes that this problem contributed
to the limitation of the study.
1.7. DEFINITION OF TERMS
In-service training: any planned program of learning opportunitiegetiéd to staff members of
schools, college®ther educational agencies for purpose of impgthe
performance of théividual in already assigned position (Harri88@:21)
Linkage schools:schools that have close relationship with theegmland work cooperatively in
training programs.
Off-the-job training: this is a kind of training conducted out of thepdmyees work site
(Sutherland &ahwell, 2004).
On-the-job training: is a training involving training at the traineegukar work situation
(Harris and Da®in, 1994).
Primary school: In Ethiopian context, an educational level, ihidudes both lower cycle
(grades 1-4) and uppeie (grades 5-8).
Training: training is a process which is planned to fadsiti@arning so that people can become

more effective in carrying out espof their work (Bramley, 1962:2)

1.8. ORGANIZATION OF THE STUDY

The study consists of five chapters. Chapter oradsdeith the problem and its approach. The
second presents the review of the related liteeatlihe third chapter deals with the research
design and methodology. Finally, chapters four ivel deal with presentation and analysis of

data; and summary, conclusions and recommendatspsctively.



CHAPTER TWO

2. REVIEW OF RELATED LITRATURE

This chapter deals with conceptual frameworks afntng programs. It deals with general
concept of training, the training process, traindesign, evaluating of training programs and

training constraints. Each of which is discussedatail hereunder.



2.1. TRAINING

Organizations are entities that are establishectdotain purposes. To achieve their objectives,
organizations need various resources. These resoare needed both in quality and quantity.
Among the resources an organization possesses,nhigsaurce is a key pillar around which all
other resources are to be rallied. According toiBay2003:166), human resources are regarded
as an organization’s most valuable assets withdutiwthe organization cannot function. The
quality of human resource determines how well otespurces can be utilized. Effective people
can often make up for a short fall in other resesrcTherefore, securing the proper quality as
well as quantity of human resource is of prime inguace in organizations. The type of people in
an organization is a centerpiece to decide whetieeprganization is in a position to achieve its
objective or not. This entails that there is a needhe part of the organization to secure able

personnel, or to raise the capacity of the existings through various types of training programs.

According to Noe (2010:5), training refers to anplad effort by organizations to facilitate

employees’ learning of job-related competenciegesEhcompetencies include knowledge, skills,
or behaviors that are critical for successful jebfprmance. The goal of training is for employees
to master the knowledge, skill, and behaviors ersgzled in training programs and to apply them
to their day-to-day activities. Thus, training etactivity that takes place not in a haphazard

manner rather in a conscious and preplanned walsdtfocuses on a job related competencies.

According to White (1999:164), training is the bbcke of all performances since it is through
training that people learn the basic skills thegddo do their job and meet the minimum
performance standards that have been set. Byhhiquts training is more than mere formal
teaching of skill or product knowledge. Thus, befany training program is conducted one has
to identify the performance gap that can be narcoweough providing appropriate training

programs.

Training is a learning experience that employeesrganizations undertake. Critten (1993:10)
states this in his definition of training as thatining is a planned process directed at modifying
attitude, knowledge or skills behavior, through riéag experience to achieve effective

performance in an activity or variety of activiti@gaining largely focuses on improving current



performances. Raymond et al (1996:341) state Heafdcus of training is on improving current
job by raising specific skills that the person reetat the job.

Training differs from education in that the formamms at achieving short-term specific
organizational objectives whereas the latter igaled towards the long-term development of
individuals (Walker, 1992:242). On top of this,itiag objectives are expressed in behavioral
terms unlike that of education which are less dednd, training plans are shorter in time than
educational plans. However, it is not deniable theth are complementing each other and have

‘learning’ as a common denominator (Reid, 1997:3%-5

Training is not a matter of choice in today’s comitpee and dynamic world, but it is a necessity
for organizations to survive and achieve their god@his is to give emphasis on the importance
and benefit of training both for organizations andividuals. Emphasizing this idea, Reddy
(1991:65) discusses the importance of trainingihagased commensurate with the fast changes
in technology work processes, the gap in formalatiooal training and the actual job
requirement, and of course, the very belief thatning is key to improve productivity. In
addition, Landale (2004:11) mentions governmenislatjon, aggressive competition, advances
in technology, changing demographics of the workdpand changes in customer needs as the
triggers for training. From this, it can be undedst that jobs are continuously changing from
time to time and so do the people and personnetipsland structures. The technological
advancement in equipments, and methods and stiMer&ing are changing even faster. This
results in not only obsolescence of the existimtptelogies and methodologies but also the way
people think and perform. It is through trainingttlorganizations can capacitate their employees
So as to be able to shoulder workloads imposeth@m by job redesign or through technological
development.

Training generally serves both organizations andleyees. Concerning the purpose that
training serves, Graham and Bennett (1998:283) iorernt as having dual functions. On one
hand, it benefits the organization by enablingitrtake use of its human resource whose ability
and competence to perform organizational tasksnapeoved. On the other hand, training gives
employees a feeling of mastery over their work ahcecognition by management which in turn
increases their job satisfaction. Either cases nlinés why training is delivered in organizations.

Regarding this, Broadwell (1989:7-8) better ratimes the training activity in organizations. He



states that organizations train their employeestlier reason that the employees cannot do
something that the job requires should be donerellsesome skill they have yet to perfect or
acquire, or some knowledge they are lacking thatpgethem from doing a completely
satisfactory job. However, this has to be confirmgg careful investigation whether the

deficiency is purely attributed to lack of trainingto other factors.

According to Noe (2010:6), training is becoming mgerformance-focused. That is, training is
used to improve employee performance, which leadsnproved results. It is seen as one of

several possible solutions to improve performance.

Training improves the competency of the traineeswadl as the overall performance of
organizations. It is a means for effective perfanoceg and hence must be seen as an integral and
vital part of the whole work system. It should et seen as an extraneous activity for which
training staffs are largely responsible. Manageustntake the initiative in setting up, providing
resources, and motivating the training practicase B the vital contribution that training makes
to the development of human resources and achieveoherganizations’ aims and objectives,
all those responsible for training in any form amépe must be collaborative and themselves be
trained for the task (Tyson and York, 1996:142).

In sum, training is an activity that is carried dayt organizations to raise the competency of
employees in skills, knowledge and attitude socoam@ke maximum use of them in the effort of

achieving organizational aims and objectives.

In relation with this idea building and securinge tbapacity of human resources with proper
quality and quantity through various types of tnagnprograms is by far the most important
issue. This is undoubtedly due to the fact thatl \yahklified human resource is a key pillar

around which all others are rallied.
2.2. THE TRAINING PROCESS

Training, being a continuous cyclical activity hésown process that is made up of a series of
interdependent functions that are practically lohkegether and integrated in to the whole work
system. In this process, training need assessmmahtita methods are discussed in detail.

Organizational, individual need task analysis areoiporated under the topic training need



assessment. Method of training need assessmemttisea factor that must be focused on in the
training process.

2.2.1. TRAINING NEEDS ASSESSMENT

Training needs assessment is the first most impbpiaase in the training process. It is basically
conducted to identify and articulate the organm@t human resource development needs.
According to Noe (2010:103), training needs assessmefers to the process used to determine
whether training is necessary. Needs analysisiftenthe performance areas in which additional
training (or non training) is needed; it also pimpe the individuals or groups of employees who
could most benefit from the training. In plannimgining program, analysis should be made to
identify those employees who should undergo some &f training and development activity for
upgrading and updating purposes. Conducting trgineds according to Barbazette (2006:6),
helps to protect the assets of an organization assiire that resources set aside to address
training issues are conserved and used only farpimgose. It can also help determine whether
training is the appropriate solution to a perforgwmeficiency. Conducting training without
assuring there is a training need is a waste oé tand resources. This situation justifies the

necessity of training need analysis before anyitigiactivity is carried out.

According to Tyson and York (1996:143), trainingedeanalysis is a primary requirement for
cost-effective training that must meet the actather than imagined needs of performance. This
is an essential pre-requisite to the design andigiom of effective training. The purpose of this
diagnosis is to determine whether there is a gapvdsn what is required for effective
performance and present level of performance inotiganization. In addition, Sims (1998:13)
adds that a training needs analysis is an impoparttof a strategic approach to training such an

approach maximizes the potential success of trgiefforts.

The objective of training need assessment is niyt tontest whether there is a gap between the
actual and expected performance of employees lsat tal identify the kind and extent of
deficiencies, if any, and to determine if the deficies are attributed to lack of training or ty an
other factors. This helps to design and deliverregpate cost-effective training program to
bridge the gap. In support of this, Critten (1923:dtates that, before any training is carried out,

there should be a clear specification of the nawifreghe prevailing training needs as an



underlying principle. This is determined by the dpgbween the knowledge and skills considered
necessary for present and future satisfactory pegoce in a given job and the knowledge and
skill currently possessed by the employee. Theltiagwyaps are then identified as training needs
and become the basis for a training plan in whigtasate objectives were set for trainings to be

carried out.

According to Harries and DeSimone (1994:92), trainneed is a discrepancy between the
organization’s expectations and what actually happdt helps to identify the goal of the
organization and its effectiveness to attain thgeals; and indicates discrepancies between
employees’ actual skills and the skills needeckeféective job performance. The presence of gaps
in skills, knowledge and attitudes among employge®rganizations is manifested through
different kinds of indicators that serve as sourgkesformation. Inadequate job performance,
acute skill shortage, drop in productivity, accitleeports, quality control reports, increased
customer complaints, etc are some of the major ilpessources of information about
deficiencies (Darling, 1993:123).

However, it may be difficult to access information these issues unless systematic approaches
and continuous efforts are made and appropriatbadstare employed. To assess training needs,
managers should make use of methods like obsemvatiw analysis of job performance,
management and staff conferences and recommensiatemmalysis of job requirements,
consideration of current and projected changesyessr reports, inventories (DeCenzo and
Robbins, 1988:247).

Generally, training needs assessment typicallyliregorganizational analysis, person analysis,
and task analysis (Noe, 2010:103). This indicated training need assessment is the most
important factor in any training program. Becauisds unlikely possible to plan training in

advance without training need assessment is coedu€his gap in turn poses a serious threat on

achieving the overall goal of trainees, trainersvall as an organization as a whole.
2.2.1.1. ORGANIZATIONAL NEED ANALYSIS

Organizational needs analysis encompasses thentaired of the organization as a whole. This
includes, according to Camp et al (1986:37) examginits boundary with the external

environment in which it operates the achievementssétated objectives, its human resources,



and its climate. If the purpose of training is tosere that employees have the necessary
knowledge and attitude required to meet the orgdiozal objective then more systematic

process at the organization level is needed taméte priorities for training (Dalziel, 1997:146).

Organizational training need analysis incorporat®ong others, identifying organizational
goals and objectives, organizational structureesolbnd tasks within the organization,
organizational culture, compensation system, conecation networks, relationships inside and
outside the organization techniques and tools begsagl, and leadership (Simmond, 1995:152).
Careful analysis of such broad areas finally leadealing detail and specific training need areas
at organizational level. According to Noe (2010:114n organizational analysis considers the
context in which training will occur. That is, orgaational analysis involves determining the
appropriateness of training, given the company’siriess strategy, its resources available for

training, and support by managers and peers fmingactivities.

When identifying needs, it is essential to takeoaot of the national and organizational contexts
within which organizations are functioning. Condegnthis, Dalziel (1997:146) states that the
effects of legislation and national economic pelscon the organizations markets and policies;
the pace of technological development and job cbamgore flexible policies for human
resourcing; the establishment and use of detailedl @ationally agreed competencies and
national qualifications in an increasing range otupational, professional and management
areas; the increasing stress on continuous develupreelf development and on people taking
responsibility for own learning; and the often dipi changing pattern of government
intervention in the control, encouragement, prarisand funding, and the various “Initiatives”

launched by government departments are some of thetors.

Emphasizing the above points, Tracey (1984:59stttat training needs assessment must take
in to account enterprise forecasts of the envirartrmewhich the business will be operated in the
future- from political, economic, social, demographnd technological perceptions. The same
authority (1984:9) indicates that the plans of dhganization must be studied to determine what
the organization will look like from the stand ptinof size, organization structure, skills
required, products, services, and processes. Atidnaplan must be developed to ensure the
systematic evolution of the new organization stitetby developing position descriptions,

applicant specifications, staff objectives, orgatian development and renewal programs, career



ladders, and training and development plans angranes as parts of organizational needs
assessment.

With regard to the significance of the results ofamizational needs assessment, Tracey
(1984:60) states that relating training needs ¢ogbals and objectives of the organization is one
of its benefits. Accordingly, it is also used tokiorganization needs to individual employees’
training and development needs. The author showssirarticle, that it is possible to identify
external forces affecting the organization, sucheagloyee life styles and value systems,
government regulations, and economic realities dasethe organizational needs’ assessment
results. Besides to these facts, detecting intechahges in communications, leadership styles,
power centers, and the like is also indicated dsnation of assessing organizational needs.
Moreover, Tracey views that it paves a way to ar®lthe reasons for high turnover and

grievance rates, labor management confrontatiortsreject rates.

Then, it is possible to say that first of all triaigp processes, organizational need analysis must be
conducted without any prerequisite since it isienpry way of being effective and successful in

general organizational activities.
2.2.1.2. INDIVIDUAL NEED ANALYSIS

According to Noe (2010:113), person analysis hé&pglentify who needs training. It involves
determining whether performance deficiencies rdsoith a lack of knowledge, skill, or ability (a
training issue) or from a motivational or work-dgsiproblem; identifying who needs training;

and determining employees’ readiness for training.

Employees usually vary in the backgrounds they haveaining and experience. Organizations
keep the profile of their personnel so as to hélpnt made informed decision about the
development program of every employee. Under tinés iacluded all pertinent information

starting from personal data and educational backgtdo every detail of successes and failures
that are rationally drawn from performance apptgsagrams of the organization. This is done
by the immediate boss of the employee. Simmomd51%3) writes that one starting point for

analyzing the training needs of individuals occwieen an immediate manager confirmed that
someone has obviously failed to meet agreed u@aets. The confirmation is made by some

kind of appraisal and self-admission and faultgast failings.



The first step in analyzing individual training wiseis careful analysis of the job by setting
performance standards. The performance now betagnetl by employees can sometimes be
measured, but more often it is assessed througip@amaisal scheme. Management by objectives
again shows a different technique by reviewing medse performance in previously agreed
upon key areas of the job. Any disparity betweeandards and performance levels shows
possible training needs in the individual (Grahard Bennett, 1998:285).

According to Bartram and Gibson (1997:4), trainisgconsidered as an investment, and that
working out benefits to be gained in comparisorthe costs incurred is the first task before
deciding on the investment. This is secured by ootidg effective training needs analysis that
identifies training issues and priorities in a sysatic way, not on an ad hoc basis; and by

examining individual as well as overall aspecttheforganization.

Individual needs assessment is more specific amdbearapidly identified by analyzing the
physical and mental characteristics, backgroundca&ibn and training, experience, knowledge
and skills, motivation, past performance, and qaoeientation of individual employees (Tracey,
1984:61). Individual skills are originated, accoglto Rothwell and Cazanas (1998:83), from the
employee’s current job, an involving job (the jdiat today’s job will become), possible future
assignments (for example, as a result of assigrspnentareer plans). Moreover, Prokopenko
(1998:86), states that emphasis on individual nesslsessment makes it possible to have

development programs to individual needs withiroeganization.

According to Wexley and Latham (1991:59), indiviloneeds assessment should involve at least
two steps: step 1 is concerned with how well a dipeemployee is performing his/her job, and
step 2 involves determining the specific skills &ndwledge and employee needs to perform the
job acceptably.

Generally writing, individual employee needs areeniified by determining what skills,
knowledge, and attitudes an employee must develpertform the duties and tasks of the current
and future job in the organization (Tracey, 1984.61

It is vivid to sum this individual need analysiysay it is base to achieve the preplanned goal just
like that of organizational need analysis. For tei@son, any trainer must encompass the idea of

analyzing individual need in the process of tragnimeed assessment before forwarding the



training content. That means, individuals’ needstthe analyzed carefully towards testing and
identifying who needs training and which gap (kneage, skill or attitude) wants to be narrowed

as well as filled.
2.2.1.3. TASK ANALYSIS

Task analysis according to Noe (2010:103) idertiflee important tasks and knowledge, skills,
and behaviors that need to be emphasized in tgifin employees to complete their tasks.

Dessler (1997:253) defines the training needs aisaht task level as “a detailed study of a job to
identify the skills required so that an appropriasning program may be instituted.” Moore and

Dutton in Harris and DeSimone (1994:99) also defiaening need analysis at task level as a
systematic collection of data about a specificgolgroup of jobs to determine what an employee
should be taught to achieve optimum performances iftiplies that training needs analysis made
at task level enables managers to determine the dfpcompetency required for effective

performance. It is used for determining the tragnimeeds of employees who are new to their
jobs. Its aim is to develop the skills and knowlkedgquired for effective performance, and hence

the training is based on thorough analysis of &iskd to be performed.

Task analysis involves a detailed investigatiorvafious components of jobs and how they are
performed. It indicates whether tasks have chamyed period of time and whether employees
have adequate skills in performing these tasks.dhmiost all jobs, there are some standards
though in some cases these standards may be mureetothan others. Jobs at lower hierarchies
of the organization are more clearly defined tHasé at higher the echelon. But with all jobs an
expectation is attached. The task analysis helgfogely look at all these expectations to see if

the employees have the necessary skills to fifidse expectations (Saiyadain, 1999:220).

Job analysis is important because it identifiestvpe@ple do- or should do- and thereby provides
information for selecting, appraising, compensatitiaining, and disciplining employees
(Rothwell and Kazanas, 1998:118).

According to Wexley and Latham (1991:44), five aygmhes (steps) ought to be followed so as
to conduct task needs assessment. The first stegbtEning a copy of the company job
description which is followed by identifying thesks involved in performing the job for which

the training program is being designed. Next, idgng the knowledge, skills and abilities



needed for performing these needs should done tmluod task needs assessment. Then,
developing course objectives is described as thegHastep in the process. The authors display
that the training program have to finally be desmjnHence, whoever wants to conduct

assessment of task needs must go through thedpreaches aforementioned.

After task analysis is successfully completed, vate training program will be designed and
delivered to those employees who are assigned tthake tasks so that performance will be
improved. Mullins (1995:63) states that task analysvolves selecting and sending individuals

for short or long term trainings to familiarize tithe tasks identified.

Towards the end of training needs analysis, masageed to validate the identified training
areas based on the process of training need eiadudhis is, according to Wills (1993:37), the
phase where the training need assessment evaluataaried out to ensure that the training is
appropriate and necessary. It is done when thesraredbeing identified. This is why it is worth
spending the time to run development open daystaricain managers in development needs
analysis. Upon the completion and validation oinirey need analysis attention has to be paid in
prioritizing the delivery of training activity. Kl (1987:4) emphasizes this by saying that needs
analysis sets priorities. It determines not onlyoklprograms are most pressing, but also which

can be most economically solved through training.

Hence, like organizational and individual needgréhmust be task analysis program before
coming to the audience (trainees). This means W&t people do, or should do must be

identified to give priorities for issues require m@mphasis than others.
2.2.2. METHODS OF NEEDS ANALYSIS

According to Noe (2010:107), several methods candssl to conduct needs analysis, including
observing employees performing the job, utilizingime technology, reading technical manuals
and other documentation, interviewing subject magbeperts, conducting focus groups with

subject matter experts, and asking subject matieeres to complete questionnaires designed to

identify tasks and knowledge, skills, abilitiesdarther characteristics required for a job.

The methods of conducting the needs analysis aicgptd Camp et al (1986:310), begins with

defining the perceived performance deficiency. Thieficiency may be recognized by



management in and through day-to-day events, oesomes individuals to appreciate of their
own accord that a deficiency exists in their perfance (Dalziel, 1997:149). Whatever the
source or type, there is often a tendency to dtaeproblem in terms of perceived solution
(Camp et al, 1986:33). The same authorities furthdd that without a specific behavioral
description of the perceived performance deficigmmblem, an accurate training needs analysis

is highly impossible.

Camp et al (1986:33) state that prioritizing thelpem is the sound step in the methods of
conducting the needs analysis. Once the deficiaasybeen defined in behavioral terms, the next
logical question must be “which problem should blvad to provide the greatest organizational
benefit?” With regard to answering this questiomeohas to look these three criteria:

organizational goals, resources, and probabilitguafcess (Camp et al 1986:33). Prioritizing the
problem helps organizations to see not only slewrhttraining programs but also long-term goal
oriented training programs (Wexley and Latham, 138)L Even if this is going to be subjective

judgment, generally it is agreed that prioritizitige training problems should be based on the

criteria of organizational goals, resource avalighiand probability of success.

The third step of training needs analysis methadi@ting to Camp et al (1986:38) is identifying
job requirements, trainee’s skill and ability levahd environmental constraints on correcting the
deficiency. These authorities argue that as pamaaiing needs analysis, it should focus on what
the trainee needs to be able to do to performdhesgtisfactorily. Furthermore, job requirement
identification should provide information regardisgandards of performance, how the tasks are
to be performed to meet the standards and skillmywledge and abilities needed for
performance. Moreover, an accurate job and persatysis indicates what type of skill or
knowledge should be acquired to rectify the perfomoe deficiency (Wexley and Latham,
1991:41).

Regarding environmental constraints identificatioBtanley (1987:49) states that the
environmental constraints identification method wvues information on relevant
environmental factors in a time perspective. Th@seess attempts to gain insight in to the wide
spectrum of factors i.e. economic, technologicalijtigal, historical, legal, and cultural which
impose on the organization and are likely to demspecial knowledge and skill, or call for

adoption of old skills.



The fourth and final step of training needs analysethod, according to Camp et al (1986:52) is
developing a behavioral description of the needother words, this is developing the training
objectives depending on the information obtainedhie job, person, and work environment
analysis.

Training objectives (learning objectives) are sdeday by many as intermediate or sub-
objectives the trainee must master in order to ipecqroficient at the task objectives
(Armstrong, 1996:97). With regard to this point, rB@&an and Gibson (1997:204) suggest
training objectives provide the basis for all teenaining steps in development of an instructional
system. They constitute the real heart of a trgipprogram. The quality of other instructional
decisions rests heavily on the adequacy of statemmeh objectives. In addition, training

objectives serve certain administrative purposes.

Different writers argue that there are variety @thods and techniques for obtaining information
related to the analysis of training needs within caganization. For example, environmental
appraisal, change analysis, educational needsyswxganizational audits are described as some
of the methods and techniques in training needl/sineStanley (1987:49-59). Furthermore, the
author extends methods such as customer or consumey, quality circles, reports and records
analysis and climate /attitude/ survey. From thigle, it it is not impossible to understand that
assessing training needs should pass through rceetziniques /methods/. Defining the record is

the first and most crucial mechanism to identifg®performance deficiency.
2.3. TRAINING DESIGN

Meer analysis of need is not the last step in tloegss of training. Nevertheless, training design
comes next to that of need analysis of organizatiodividual and task. The training needs
analysis is logically followed by the design of wdttraining program to be delivered to fill the
gaps identified. Systematic approach to designiaging program enables to secure the full
benefits of successful training programs. Thishis $tage of deciding what action is to be taken
to meet the identified needs. It requires genegadimd analyzing a range of options in the light of
objectives to be attained and economic use of @wailresources. Making choices among the
options raises questions such as who should pradxédgng, of what kind, where and by what,
the answers of which are determined by trainingeadbjes (Tyson and York, 1996:164-147).



More magnifying the role of appropriately designedining programs, Darling (1993:122)

mentions that, it serves the purpose of recognittiegneed for staff to work together, allocating
responsibilities and determining objectives andhoés$ of achievement. This helps to blend the
task and process activities, and serves as a weefocl managers to play more active and

supportive role in the day-to-day operational mamagnt of activities.

Designing the training program needs to decideeastl on important areas such as: setting
training objectives, determining contents of thaning program, selecting appropriate training

methods, and securing decisive training resouiash of which is discussed hereunder.
2.3.1. SETTINING TRAINING PROGRAM OBJECTIVES

Training program objective is an important varialleghe design of training program as it is a
corner stone upon which other training plan comptsare to be built. It is a blue print for the
whole training activity. Dessler (1991:262) in erapizing the role of training program
objectives writes that setting concrete, measurafali@ing objectives is the bottom line that
should result from determining training needs. Wdlitten behavioral objectives specify what
the trainee will be able to accomplish after susftély completing the training program. Hence,
they provide a focus for the efforts of both theriee and the trainer as well as a benchmark for

evaluating the success of the training program.

In setting the training objectives, attention hasbe paid to stress on preparing invaluable
objectives that are fully responsive to the gagsiified in training need assessment. Producing
sound objectives, according to Tyson and York (1898), is crucially indispensable in the

design and provision of cost-effective traininguBad objectives specify what the trainees should
be able to demonstrate by the end of the trairiingnables both the trainer and the trainees to
assess whether the required learning has beervadhee not. Sound training objectives have to
be expressed in learner-oriented terms, specigasurable and clearly stated. A well-set training

objective benefits all training stakeholders.

Every aspect of the training program should be dimea particular set of objectives. Ideally
objectives should be written down and devised \hi inputs of supervisors, top management
and those involved in training. Clear objectivesdpheveryone. Trainees know what they are

supposed to learn, trainers can pinpoint whataoht@nd make their courses “learn”. Supervisors



understand what workers should have learned andthew performance should improve. And,
top management is better to evaluate the trainfiogtéKelly, 1987:24).

Defining the program objective is the first thingrainer should decide on. According to Dessler
(1997:255), training objectives are descriptionspefformances that we expect learners to be
able to exhibit before we consider them competEimey describe the intent and desired result of
human resource development initiative. Objectivesused to evaluate the success of the training
program and help the participants to pay their @ttention and efforts during the program.
Appropriately stated objectives describe not ohly product or result of the doing, but also the
important conditions under which the performancedoisoccur and the criteria of acceptable
performance by describing how well the trainee mpestform in order to be considered

acceptable.

Towards the end of setting training objectives, tilaner should think what contents are to be
delivered as part of the training design. The aainte be prepared should be shaped in such a
way that it can fully satisfy the objectives setfwtfill the training gap. As to Carr, (1992:48)
along with setting training objectives, decidingavknowledge and skills need to be taught is the
important task in the development of training desigherefore, considerable attention needs to
be paid in setting training program objectives apdtents to be taught in order to bridge the
performance deficiencies identified by the trainirepd assessment; because, it is vague to know
what, where, how, why to do and the like unlesedijes of training program are set. Due to
this fact, it could be said setting training pragrabjectives is a blue print for the whole training

activities.
2.3.2. DETERMINING CONTENTS OF THE TRAINING PROGRAM

Before the beginning of any training program, ulsuttlere comes a question “What is to be
learned?”. In establishing the content of a trajnprogram, according to Otto and Glaser
(1970:140), the scope of the organization’s openati its budget, limitations, and philosophy
must be considered. Besides, training designersfimewyt helpful to use a checklist as a decision
aid on those occasions when they must judge theoppateness, comprehensiveness, and

adequacy of the training programs contents (Rothavel Kazanas, 1998:301).



Concerning to the accommodation within the contntraining program, Dalziel (1997:152)
states that it is necessary for the content otrieing program to accommodate the reality that
training needs are occurring on an unprecedentete dor the individual, the employing
organization and society at large. To gain the maxn benefit which the training content (in its
many forms) can bring at each of these levels,operl, and training officers must pay much

greater attention to identifying learning gaps hod they can be filled.

Hence, it is very important to organize knowledgdé communicated through training in a way
that it can be taught more effectively by any metnéll the identified gap. In other words,

contents of the training program should be deteedhivefore beginning any training program.
2.3.2.1. SELECTING THE CONTENT OF THE TRAINING PROG RAM

In designing a training program, the concerned é&odnust identify, organize and sequence the
subject matter (content) that is going to be tauBkigarding the organization of contents of the
training program, Watson (1979:119) suggests thatiéntifying and grouping into topical areas
related concepts and techniques, the training peiemade easier because it helps trainees to
focus their attention on a specific and limited jeab area and allows them to digest closely
interrelated ideas at one time. The proper orgéinizeof the subject matter into units that
provide the building blocks to acquire knowledged askills are very much required for
acceptable job performance (Tracey, 1984:225).hieamore, the careful sequencing of topics to
be taught can serve purposes beyond assuringdili@resentation of concepts (Rothwell and
Kazanas, 1998:134).

According to Watson (1979:119), identifying theitogreas that should be converted to reach the
stated objectives should be included in the trgmnogram content. After the topic areas are
identified, key points, specific concepts and timigkprocesses should be specified. Watson adds
more contents on the two listed contents. Detemgitihe emphasis that should be given to each
topic and the specifics within each topic is neags# training program content selection. The
same author further demonstrates that sequenctpfiics so that they fit together in a logical
progression and build on one another to form aesgyatic whole is crucial activity while
preparing contents of training program. The finahtent in the process of content selection is

establishing a learning pace that is stimulating iampactful. Thus, it repeatedly is understood at



least the five contents and approaches should peikeorder to prepare contents of training

program.

Regarding the training system content selectiois, piossible to include all the major knowledge

and skills required achieving the specified perfange. Submitting the topical outline to subject
matter experts for a check of completeness andacgus also recommended system. Likewise,
it is suggested system that revising the topicdiras in accordance with the recommendations
of the subject matter experts. A detailed conteriree for each topical or performance objective

should also be developed. Then, it needs to elitminanecessary duplication within the detailed
points to be taught. Comparing the refined contenlines with the performance objective work

cards is the final system of selecting training teah as suggested in the text of Tracey
(1984:234).

With regard to the sources of the content, Trad®p4:226) suggests two basic sources: job data
(job analysis reports and performance objectivekweards) and documents (organization and
function manuals, technical manuals, etc). The sasm¢hority further elaborates that
documentary sources are complementary sourcesntéras, but the primary sources of content
must be the job data. In order to assess the redevaf the content, one can raise the questions as
criteria, ‘What must be learned to achieve the dbje?’ ‘What should be included?’ and ‘What
could be included?’ (Truelove, 2000:161).

Therefore, it is helpful to consider how to covee bbjective, how to link the entry behavior and
how to transfer the learning unit to the job simmatwhen deciding the content. As setting
training program objectives is followed by determgthe subject matter, selecting the content

comes next. That means, key points, concepts amkirig processes should be specified.
2.3.2.2. SEQUENCING THE CONTENT OF TRAINING PROGRAM

Sequencing is the process by which the contentleaching experiences are places in the
configuration that will produce the most learning the shortest possible time (Tracey,
1984:235). Some methods of sequencing the congeatsimply more appropriate than others,
depending on the performance objectives, the leaam the learning environment (Rothwell
and Kazanas, 1998:191). They further suggest thmort@ance of sequencing the content for

learners will be systematically introduced to waudtivities, and the situations or conditions in



which they must learn. Tracey (1984:235) on hig pat its importance as “proper sequencing of
training content can have a significant impact be éfficiency and effectiveness of training

program.”

With regard to the approaches of sequencing, Rdtramel Kazanas (1998:192) indicate that
there are about seven sequencing approaches. Tighye referred to as chronological, topical,
whole-to-part, part-to-whole, known-to-unknown, aolvn-to-known, step-by-step, part-to-part-

to-part and general-to-specific sequencing.

Accordingly, the content is arranged by time segeewith the presentation of latter events
preceded by discussion of earlier one is categbneler chronological sequencing approach.
When the contents are sequenced topically, leaarersnmediately immersed in the middle of a
topical problem or issue to see how the problengimaked. In whole-to-part sequencing
approach, learners are first presented with a cetmphodel or a description of complexities or

work duty and different parts; the opposite is timrepart-to-whole sequencing approach.

In the case of known-to-unknown sequencing approbearners are introduced to what they
already know and are a gradually lead into whay tteenot know while learners are deliberately
disoriented at the outset of instruction in unkneasknown sequencing approach. When
learners are introduced to a task or work duty mdoeach necessary step, then, the approach is
said to be step-by-step sequencing approach. Intg@aart-to-part sequencing approach, still,
learners are treated to a relatively shallow intiaithn to a topic, move on to another topic that is
also treated superficially; eventually return te triginal topic for more in-depth exposure, and
so on. All learners are introduced to the samedation of knowledge of the same skills. Later,
however, each learner specializes. Thus, this agprois known as general-to-specific
sequencing approach.

As a general rule, it is a good approach to stamnfexisting knowledge, skill and attitude;
preferable to put the whole learning in contexgnthntroduce parts; and all use links between
teaching (Truelove, 2000:162-163). It is a processonfiguration (placing) the contents and
learning experiences in their respective orderabse, it can have a significant impact on the

efficiency and effectiveness of training program.

2.3.2.3. SELECTING APPROPRIATE TRAINING METHODS



After the training objective and contents have bgefn selecting appropriate training method is
the next step in training design. It is a mattedetiding to deliver the training content by the
help of some kind of training methods among the yn&farious factors have to be considered to
select one training method in a given training paoy Regarding this, Pigors and Myers
(1981:283) write that the type of training methasktbsuited to a specific organizational need
depends upon a number of factors such as skilisdcldr in jobs to be filled, qualification of the
employees, and the kind of operating problems cotéd by the organization. Dessler
(1991:262) adds other important factors in detemmgirtraining methodology such as the nature
of the tasks to be performed and skills to be kedythe number of employees to be trained, and

the resources available for the program.

Generally, a variety of training methods are alddaThe choice of a method or combination of

methods is a function of a number of consideratgrh as training purpose, content nature and
training location. In addition, the level of trag®ein the hierarchy of the organization and their
motivation level, training cost and time allocatace also considered in the selection of

appropriate training method (Jenks, 1992:88 angaBain, 1999:217).

There are numerous kinds of training methods. hega, training methods are broadly grouped

in to two most popular categories: on-the-job afidhe-job or classroom training methods.
2.3.2.3.1. ON-THE-JOB TRAINING

On-the-job training takes place on the actual plaigeb. Trainees learn while they are on their
regular working situations. Supporting that, Rothwad Kazanas (2004:5) states that on-the-job
training is simply job instruction occurring in teork setting and during the work. On-the-job
training, as is stated in Forsyth (2001:41-42), liegpa range of objectives or ways of working
with members of the staff that can be integratetbitheir day-to-day activities. It is effective
both for the new and existing employees in the wizgdion.

It benefits the new employees not only by way é&leisshing skills on the right basis, but also by
developing good performance. Producing attitudesatml understanding of what needs to be
done so that a person is inherently liked to becesatiesufficient in what he/she does is on-the-
job training benefit to new employees. It helpshsemployees by establishing an attention to

details. Moreover, it can build confidence quickiywhat the employee does.



On the other hand, on-the-job training is helpful éxperienced employees too in that it fine-
tunes skills and improves even the good performaritériefs to continue as policy and practice
change over time implying that even the best perémrce can be improved as development
certainly in many things never stops.

Harris and DeSimone (1994:133) describe on-thetjaining as the most common form of
training involving training at the trainees reguleork situation. It has two distinct advantages
over off-the-job training. First, it facilitatesatnsfer of learning to do the job since the trainees
have an immediate opportunity to practice the wasgks on the job and the learning environment
iIs the same as the performance environment. Sedbneduces training costs as no training

facilities are needed.

As to Sutherland and Canwell (2004:198), on-thedi@ning is undertaken at the business
premises. Trainees undergo, on-the-job trainingeurtde supervision of an experienced and
qualified trainer in order to acquire the skillseded for the job. The trainees’ performance under

actual working condition is continually monitoreddarecorded in a training log book.

On-the-job training has numerous advantages. FRtamce, it can reduce training cost; it is easy
to assess improvement and progress; and resolveitecing problems. Another merit of on-
the-job training is that employees gain confideaod become increasingly productive. It also
enhances positive transfer of learning. Througk thipe of training, quick feed-back can be
provided on the spot (Dessler, 1997:256, and Shatiéiand Canwell, 2004:193).

However, on-the-job training is not without its owimitations. According to Harris and
DeSimone (1994:138), some of the disadvantages-ofi@job training include the presence of
physical constraints and noises at the work sitebability of costly damages to expensive
equipments while running the training, customeoimenience and reduced quality of services
due to the training and threatening the safetytloérs working in close proximity.

However, it is agreeable that the benefits of theh®-job training usually off-set its drawbacks.
Some of the major techniques included under orjeheraining are coaching, mentoring, job
rotation, apprenticeship, and job instruction. Thims designing training program, on-the-job
training could be employed for its advantage ofapmity to apply soon after the training and

reduces training costs.



2.3.2.3.2. OFF-THE-JOB TRAINING

This is a kind of training conducted out of the émypes’ work site. Off-the-job training, as
stated in Sutherland and Canwell (2004:192), reguine attendance of trainees in places other
than the working site. It is usually offered atrirag colleges and external training agencies. By
its holistic nature, off-the-job training has a ruen of advantages. It is known by high quality as
it is given by a special instructor. From this typketraining, the trainee can learn the job in
planned stages, using special exercises to erableainee to master particular difficult aspects.
In the long-term, off-the-job training may be lessstly because it enables workers to reach
higher standards of speed and quality. Besidéesfriée from the pressures of payment-by-results
schemes, noise, danger or publicity. The trainkgively learns correct methods from the onset.
In this type of training, the trainee does not dgengaluable equipment or produce spoiled work
or scarp (Graham and Bennett, 1998:287).

The two potential limitations of off-the-job trammg method, according to Graham and Bennett
(1998:187-88) and Haris and DeSimone 1994:140)inareased cost (for premises, equipments,
travel, instructor, etc.) and difficulty of transfef training due to dissimilarity of the job anfuet

training setting. Lecture, discussion, case studlg play, demonstration, audiovisual methods,

and videos can be cited as the major techniquef-tthe-job training method (Jenks, 1992:89)

In general, it must be understood that there ism® perfect way to train any specific case when
training is required. No one way is without its wWhmcks. There are many considerations that
present themselves. Supervisors need to examin@rtiee and cons of each of the methods

available and see what best suits their needs|gmsband situations (Broadwell, 1989:47).
2.3.2.4. TRAINING RESOURCES

To carry out successful training program, the tregrorganization needs to make use of several
training resources. According to Davies (2003:18®)ning resources are any people, equipment
and material needed to execute the training profettiers like Plunkett and Attner (1989:277)

express their appreciation to those organizatiomigiwallocate and spend adequate time money

and effort for training as they are rewarded witlgrawing pool of talents capable of greater



achievement and available for greater responséslitHence, the trainer, money, time, facilities

and other materials are among others that candaeded as training resources.

The selection of facilities According to Kirkpatki2009:12) is an important decision in the
training program. The same authorities state thatlifies should be both comfortable and
convenient. Negative factors like rooms that are $mall, uncomfortable furniture, noise or
other distractions, inconvenience, long distanaesthie training rooms, and uncomfortable

temperature, either too hot or too cold shouldvmeded.

Along with aiming at designing and delivering ainirag program, organizations need to be sure
that they have a dependable trainer either fronmimvibr from external agencies. A potential
trainer must be the one who is able to communietigetively, and have thorough knowledge of
the subject matter. He/she must be enthusiastpereenced, adaptive, open-minded, patient and
articulate. Abilities of working with others, cawméfand consciousness, good team spirit,
humorous, readiness and willingness to work withert are also other important qualities of
good trainer (Jenks, 1992:89-90).

In addition to trainers of such qualities, trainmegjuires the consideration of other resources too.
Mullins (1996:636) describes the cooperation andiugee commitment of top managers,
adequate allocation of finance, time and skilleaffsas the underlying training resources. Rae
(1997:21) states the benefits offered by trainiaglities and premises as variety and retention,
greater impact, recall government, an aid to glaitd conciseness, and consistency and quality
of thought.

The fundamental criterion for judging the approf@iase of training aids is their relevance to the
training programs. As regards to this, Bell (199B)Bexplains that training aids must be relevant
to the purpose for which they were created antiearainee’s level of understanding. He further
points out that certain objectives of learning better achieved if we use appropriate training

aids although research shows most aids can perfarst instructional functions.

When training aids are properly used, they can gtaealism and meaning in the training

program. Supporting this idea, Bell (1997:375) axgd that when considering the choice of aids



to satisfy particular learning objectives, the pbgkattributes of the aids are of less consequence
than their psychological, or functional, attributdee ways in which learners interact with the aid.

According to Rothwell and Kazanas (1998:234) tragndesigners take several steps to select,
modify or design training materials. The designefrghe training, firstly, have to prepare the
working outline. This includes a working outlineathsummarizes the contents of the planned
learning experiences. This outline is based onrdiring strategy, and on measurable, sequenced
performance objectives that were written previou#ip outline is useful because it reminds
training designers of what they are doing and héfmsn plan how they will address each
objective. Next to this, conducting research shdaddfollowed. This is carried out to identify
materials available inside or outside an orgaromatiTraining designers should not waste
precious time, staff, and money preparing theseenadsé if they can be obtained from other
sources inside or outside the organization.

Thirdly, the training designers are expected tom@ra existing training materials. Here during
debating whether to use existing training materiate has to be sure they are consistent with the
training strategy and performance objectives essfaddl for the planned learning experience.
Then, after this step, arranging or modifying ergtmaterials comes next. When existing
training materials are appropriate to use, it maybecessary to secure copyright permissions and

arrange or modify the materials in ways appropfiatesatisfying the objectives.

The trainer must have the appropriate environmeitainsfer the subject matter to the learners.
Among the training environment, the selection gbrapriate learning classroom is the first. In
answering what kind of learning classrooms are eéedaird (1983:178) responds that
experienced instructors as a general criteria tlegtdthey want flexibility, ventilation, isolation,
and lighting control. Watson (1979:131) also suggésat considering the location, setting, and
layout of training room are extremely important extg, which must receive attention. He adds
that the size of the training room depends on ttare of the meeting, the seating arrangements,
and the number of participants attending. In degdhe selection of training environment, the
designers must look the factors like training obyess, training strategy, trainee population,
training area, safety requirements, and costs €lr&l984:333-335).



A training program needs to have a budget breakdoweach activity. As it is stated in Wexley
and Latham (1991:19) the training budget needs d@osbpported with details about each
program’s intended length, space requirements, eurob trainees per session, audio-visual
equipment and material required, and developmehtdministrative costs. The training cost has
to be adequately allocated considering all actsitihroughout the training cycle. Each training
steps, according to Davies (2003:112), from coridgcttraining needs analysis through
designing the events, conducting the sessions astdti@ining evaluation has to be accompanied
with commensurate budgeting system. Therefore,caessful training is a combined effect of
committed mangers, able trainers, time and budb@tation, and consideration of important
facilities, equipments and materials. In other wgorttaining resources are anything that is

applied to carry out successful training program.

2.5.2.5. SELECTING THE APPROPRAITE TRAINERS AND TRAINEES

The trainers and trainees are the most importampooents of the instructional systems. The
trainers provide guidance and assistance and futhessubject matter expertise; and the trainees
receive the designed content of instruction wittivacparticipation (Tracey, 1984:344). Hence,

to be effective and efficient, the training programst be provided with trainers who have been
carefully screened and selected for suitabilityisladvisable to select the correct trainers and
trainees to be able to achieve the best trainimgram results at little or no cost (Truelove,

2000:239). As a result, as other components ofitrgisuch as resources, contents, objectives,
etc. are determined and selected, appropriateetsaiand trainees should also be selected

carefully.
2.3.2.5.1. SELECTING TRAINERS

If training is to be planned and conducted withaximmum effectiveness, the selection of trainers
must be done properly. The selection of instruciersritical to the success of the training
program. Their qualifications should include knoade of the subject being taught, a desire to
teach, the ability to communicate, and skill atiggtpeople to participate (Kirkpatrick, 2009:12).
Emphasizing this, Tracey (1984:345) suggests toaly"those best qualified by education,
experience, technical knowledge and skill, and gedeal knowledge and skill should be

assigned to instructor duties. This is because ttiatrainer should be a responsible one who



would insure that the outcomes of training are alug to the organization as well as to the
individual trainees (Camp et al, 1986:100). Thamfa carefully selected list of instructors’

prerequisites must be developed for each trainystes operated by an organization.

According to Tracey (1984:346), the competence rainérs’ performance is a function of
subject-matter expertise, pedagogical knowledgesilts, communication skills, and personal

traits and qualities.

Therefore, to maximize the overall impact of therting program, the training designer should
consider very much the selection of best instrgctoraddition to appropriate contents, materials,
facilities and co-ordination.

2.3.2.5.2. SELECTING TRAINEES

If training to be helpful and impactful, it must Hesigned and presented in a manner appropriate
to the trainees. The selection of participantsriial for the success of the training program
because of that when selecting trainees one ha®rnsider aspects such as: current skills,
knowledge and attitudes of the potential trainpesijtion and mandate to implement the learning
into the work of their organization, and motivatitm actively engage in the training (UN,
2012:18). Besides, trainees need to be selectatieobasis of their organizations, educational
backgrounds, work experiences, openness to new miahperceived need for self improvement
(Watson, 1979:117).

The success of a training program depends if tigins considered as an integrated system that
begins with an establishment of realistic preratgssfor entrance into the training program
Tracey (1984:395). According to Rothwell and Kazai(g994:27) the learner who should be
selected must be open to learning, possessesltloseept that he/she is an effective learner, is
willing to take initiative and exercise independeninn learning, accepts responsibility for
learning, loves to learn, is capable of demonsigatreativity, posses a future orientation, and
able to use basic study and problem solving skiltsis, the designers of the training program are
highly expected to select trainees very seriouslytrey are receivers of the content to be
presented to.

2.3.2.6. IMPLEMENTING THE TRAINING PROGRAM



Once all the training preconditions are fulfillddhining is ready to be delivered by the trainer.
This is the stage where the trainees interact whth subject matter in order to attain the
objectives set. In delivering the training, thartea has to be sure that the training is in linéhwi

the objectives set and address the selected tgrgep, fill the gaps identified in knowledge,

skills and attitude, and satisfy the trainees. idaand DeSimone (1994:159-60) put the
responsibility of implementing the training progrdargely in the hands of the trainer. Apart
from this, according to these authors, decisionstnhe made on arranging the physical
environments to make the trainees feel comfort aadcentrate on learning. The seating
condition has to be arranged so as to establigiatas relationship between the trainer and the

trainees.

The physical comfort like conducive temperatur@also important for successful learning. The
environment must be free from physical destructies noises, poor lighting, and physical
barriers. Having all these arranged, the traintaldishes clear expectations by preparing course
outline that explains the purposes and requiremeftise training session and sets class norms.
Finally, the trainer is expected to make every fidsseffort to build a climate characterized by

mutual respect and openness, which in turn hepg#tinees to seek help when the need arises.

The trainer has to prepare the trainees by puttiam at ease. It is important to find out what the
trainees already know, to stimulate their interestd to maximize the similarity between the
training and the job situation. This is followed tgreful presentation of the training content by
stressing on key points. The trainer also hasdbthe trainees by asking questions and correct
errors; and finally follow-up the trainees by wayfiequent checking and encouraging (Dessler
1997:256-57).

The co-ordination of training program is essertiaimplement the plan by carefully scheduling
and controlling all aspects of the training progranassure that everything happens as it should
and the program runs smoothly (Watson, 1979:224)s Tincludes, Watson further adds,
“everything from assuring the quality and timelyndeg of mid-morning coffee to briefing
instructors and discussion leaders about the pnoga that they will be able to emphasize the

right points.” To sum, after the training programspes through all other steps, it ought to be



presented for the audience. Here, special atteshonld be paid for it is a stage of delivering the

prepared content.

2.6. EVALUATING OF TRAINING PROGRAMS

Evaluation of training program is the last phasthmtraining process. It is not a onetime activity
rather it is an ongoing throughout the entire stagfethe training program. In agreement to this,
Silberman (1990:260) states that one can desighemnigctive training program to provide for
obtaining feedback and evaluation data on an oggo#sis so that he/she can make adjustments
before it is too late. It involves the activitiebreviewing and measuring how well each training
steps were carried out and the effectiveness ofitiga program as a whole. Emphasizing that,
Rae (2000:193) adds that evaluation covers theeunaining process it must be considered early
in the design and planning process, and planningedisas practice must start long before the

training event takes place.

Rae (2003:161) in describing the concept of trgjremaluation further writes that, training is the
process of changing people to a more effectivee ftatas to improve the business aspects of the
organization. Training should not be for its owrkesarather it should be for improvement in
organizations. Evaluation is the process of ‘meaaguthis improvement and achievement from
the start to the end of the training process. As dtver the whole process, it must be considered
early in the design and planning, and must beestdoefore the training event. Every training
evaluation aims at collecting data on how well@bgctives set were attained. Some authors also
equate training with investment. Bartram and Gibg897:4) state that training should be seen
as an investment in people like that of investimgniachinery, technology, and premises. Hence,

it is important to evaluate the benefits gainedamparison to the costs incurred.

Planners of the training program must be awarehefreasons for evaluation so that they can
ensure it is included in the total training procedsscording to Kirkpatrick (2000:135), there are
three main reasons for evaluating training programsdicate how to improve future programs,
to determine whether a program should be contiraredtopped, and to justify the existence of
the training department. But the overall goal cdleating the training program is to identify and

fix problems and make system work better, not ylame.



According to Rae (2000:193), evaluation of trainprggram is required for many reasons, like
justifying the investment in the training, ensurthgt the training is seen to make a change in the
working practices of the individual and the orgatian and evaluating the training investment in
terms of costs versus value (bottom line) benedisiilarly, it can provide the instruments from
which concrete evidence can be produced to enai®rsmanagement to be aware of the
effectiveness of the effectiveness of the traigpnggrammes. Training program evaluation is also
responsible for ensuring that the training progr@smare achieving their objectives. It also
demonstrates whether the learners are achievingaaneving their objectives. It helps the
learners to appreciate what they have learnt wiegt have to do with this learning and provides

a mechanism for achieving practice.

Another reason why evaluation of training prograsnrequired is that it helps to suggest
improvements to the training programmes. It als¢phehe trainers to assess their own
achievement and provides evidence for their masagep to this. Furthermore, it is required to

support the practical implementation of learninglig/ learners when they return to work.

Regarding the components to be evaluated in trgipnograms, many writers have put many
components as parts to be evaluated in trainingramos from different perspectives. Among
them, Laird (1983:256) categorizes the componenmtset evaluated according to the criteria on
which training program efforts are normally eva&dt contribution to organization goals,
achievements of learning objectives, or perceptafribe trained population and their managers.
According to Smith (1998:162-164), the componentde¢ evaluated in the training program
should focus on what takes place within the trgrsetting; on the formal lectures and sessions
run by tutors and instructors; the organizatiorlffsany outcomes from training program or
process; and the process, inputs and administrafitie course need to be included as elements
to be evaluated. The other writer, Tracey (1984)4Adicates that a learning situation has to
include trainees, instructors, course content, esecg, time allocations, instructional strategies,
materials, equipment, and facilities as elementsetevaluated.

Kirkpatrick (2009:34-83) and Rae (2000:199), clgsgie evaluation of training efforts in to four
popular levels. These are reaction, learning, jebalkior and results. Reaction reflects the
perception of the trainees about the program.dicates the satisfaction level of the participants.

Learning measures the extent to which trainees beasped principles and facts and improved



skills and attitudes. The changes in aspects ofpgfiormance are measured by job behavior.
Finally, organizational effectiveness is assured lbgking into the results of the training

program.

In sum, training involves the allocation of a grdaal of both human and physical resources. To
know whether the investment of all these resourbesught any difference on the job
performance or not, organizations must evaluateit@g efforts according the underlying
principles. This is the stage of looking back tcaswe whether the process is accomplished well
or not.

2.7.TRAINING CONSTRAINTS

Training is a process of improving the capacity individuals through the acquisition of
knowledge and skill using various methods. Howetlas, process is likely to be constrained by
various factors. At the root of most of these camsts according to (Kenneth, 1998:71-72), is
motivation. The same authority discuses on the mapce of motivation in to the training
program by saying that the motivation that a persongs in to the learning process directly
affects how and what he/she learns. In additioth&h the concern that top level management
gives for training can be cited as one of the migotors that adversely influence the process and
expected results. In support of this, Dwivedi (1984) stated that the basic problems of training
are caused by an untrainable top, a confused maltiefrustrated bottom in the management
hierarchy that provides superficial commitment airting. Pigors and Myers (1981:282) also
write that the support and commitment of managerdraining and development is worth
mentioning for the success of a training prograrheyl said that, managers at all levels,
particularly top level management should providel reupport for training and development

activities in their organizations.

In magnifying the role of top level managers foe Buccess of training, Mabey et al (1998:174)
also stated that, managers who fail to value tngimnd development are less likely to appreciate
its benefits. This in turn may affect the attitumfeemployees under that particular organization.
When top level management thinks something is itapbr so do other members of the
organization. Therefore, it should be underlineat the activity of training is directly affected by

the extent of value given to it by top level marrage



Apart from this, the activity of training may alée constrained by the availability of resources
an organization possesses. To make a training gmoguccessful adequate amount of money
should be earmarked for the training activity. @ttesources like facilities, materials, and human
resources should be adequately available at eveggnization's disposal to run the training

program properly.
2.6. THE TEACHER TRAINING POLICY IN ETHIOPIA

Since the early 1990’s the Ethiopian governmentHaaba clear policy on the importance of the
education for the development of the country ancethuce poverty. The focus of the education
system as a whole is to provide equitable accesgota quality education. Since 1994, the
government has committed itself to provide avadalelsources with the goal of seeing all school
age children in school by 2015 (MOE, 2005:6). Hogrewachieving these goals is not a simple
task. Despite a huge increase in the number ofddaieachers through both pre-service and in-
service training programs, there are still majoorsges of trained teachers at all levels of the
education system (Abebe, 2008:3).

Well run teacher training programs and well manag&tbols that provide teachers with good
work experience are expected to improve the quafitgducation. Good quality teaching is also
crucial. However, MOE notes the presence of a lgagein educational attainment and academic
achievement among students, which is the resukaif of capacity (MOE and USAID, 2008).
One of the most important issues outlined in th®@41%ducation Sector Strategy was the
development of a new career structure for teachesedd on professional development,
performance and experience. This was mainly tovatgiteachers. Therefore, improving teacher
training was one of the objectives of ESDP | (MQE98).

ESDP Il (2002) considered teacher training and ldgveent programs as a key element in the
provision of equitable access to education. ESDRMOE, 2005) gave further priority to the
standardization of teacher training programs. ESMP(MOE, 2010-15) states that major
investments in improving the number and qualifimasi of teachers would have a positive impact

on the quality of schooling.

To achieve this objective teachers are expect@dpement active learning and student-centered
approaches in classrooms (MOE, 2010a:24). Zehi®&)28@ates that good quality education



requires qualified teachers and active learninghodt. He reiterates that access to quality
education is one of the basic rights of the humamds. He adds that when teaching
methodology takes a student-centered approacherggidan play a greater role in their own
learning and knowledge construction. Ethiopia hasnbbringing in more active and student-
centered learning since the introduction of the eewcation policy in 1994 (Zwiers, 2007). The
adoption of active learning and student-centerethoas were also discussed in ESDP Il (MOE,
2002) and ESDP Il (MOE, 2005) as a means of givimgre responsibility for learning and
knowledge construction to students (Zwiers, 20870 promoting more independent learning
(Zehie, 2009:89).

TDP Il focuses on continued improvement of quat#gching and learning through targeted
interventions which bring about lasting systemati@ange. It aims to improve the quality of
instruction and therefore, student learning by echay the capacity of teachers. This component
builds on the experience of an earlier, four yeBPTI. this aimed to improve the quality of
teacher educators at TEI as well as improving axghreding in-service teacher professional
development activities. It also supported more gahethe teacher education system, training
for school leaders and management and the qudlitiEnglish language teaching. TDP I
represents a shift from a systematic implementat&sign to a quality improvement design. This

affords a greater focus on increasing teacher efégeess in the classroom.

In order to improve the qualification of teachetssehools, various teachers support activities
have been undertaken. CPD and ELIP have been udeddin order to improve the quality of
teaching by raising the level of language profickemamongst teachers. CPD is made up of two
components; the first component is a two year itidacprogram for new teachers while the
second one is for those who are in the system wéach teacher is expected to complete a
minimum of 60 hours CPD time (MOE, 2005).

Teacher training, capacity building and work expece have positive effects on education
quality. Having well trained and experienced teasha schools is just as important as good
education materials and good relationships betweachers and communities. Hence, teacher
training and development programs and the preseheaperienced teachers in schools should
be included among the indicators of quality schuplia (Workineh Abebe and Tassew

Woldehanna, 2013).



Improvements in education quality are not all dawrthe teachers and communities however.
Greater investment by the government and otherebtd#lers is needed to help improve the
attitude of teachers towards their profession amdetain quality teachers. Teacher training
institutions should equip prospective teachers il pedagogical skills that enable them to
provide active learning and child centered appraadthools. CPD should also focus on how to

help teachers make classes more active and patbcyp

CHAPTER THREE
3. RESEARCH DESIGN AND METHODOLOGY

To carry out this study, the following methodolaayyd procedures were utilized.



3.1. RESEARCH METHODOLOGY

The aim of this study is to assess the currentigezscand problems of capacity building trainings
provided by Hossana College of Teacher Educatiotirfkage primary schools in Hadiya Zone.
This calls for collecting data relatively from wideeas. Under such circumstances, descriptive
survey method is appropriate, and hence, was emplfwy this study. Best and Kohn (2004:106)
suggest that this method is used because; it ist @yoglicable to social science; is very
appropriate to get detail data or facts from lgpgeulation; and is found appropriate to assess
current status of a phenomena. Moreover, desceigivvey method was designed to obtain
pertinent and precise information and to draw valieneral conclusions from the facts

discovered.

3.2. DATA SOURCES

To get valid and reliable dathpth primary and secondary sources were used. @otrary and

secondary data were obtained from different grafpespondents.
3.2.1. PRIMARY DATA SOURCES

Primary data was gathered from teachers, pringipdister schools supervisors, educational
officials, focal persons of TDP sub-components, trathing and development officer at Hossana
College of Teacher Education. These sources wégetsd because first, teachers and principals
are people who actually involved in the trainingggmams and obtain direct benefit from the
program can provide reliable information. Secorldster supervisors and educational officials
from respective schools and Woredas are believetht® valuable information because they
have been taking part in some of these trainingsllly, since they are facilitators and important
agents of the training programs, focal persons [@P Sub-components at Hossana College of
Teacher Education by virtue of their roles in theaspective areas were believed to be

dependable informants.
3.2.2. SECONDARY DATA SOURCES

The secondary sourcegere gathered from pertinent documents availablbetRegion, Zone,
Woreda Education Offices, policy documents, andonat and regional guidelines for capacity

building trainings. Data were obtained from docutaen Hossana College of Teacher Education



and participant primary schools. Under this, theadmcluded were the training materials
prepared by the college, the list of trainees mlthkage primary schools, the list of trainers in

Hossana College of Teacher Education etc.
3.3. SAMPLE POPULATION AND SAMPLING TECHNIQUES

The main purpose of this study is to assess thetipes of Hossana College of Teacher
Education in building the capacity of linkage prmmachools in Hadiya Zone. It is, therefore,
important to collect relevant data from approprgterces. For this study, the researcher selected
linkage primary schools that are situated in HogsBown Administration and Lemo Woreda as
the universe of the study. Linkage primary schoase selected for the study because as clearly
indicated in the delimitation part, they obtainesfigus short term capacity building trainings
repeatedly from the college are in a position twvmle valuable data for the study. Moreover, the
researcher has been working as a head of plannorg process of the college and closely
observing what is taking place actually on the gbgreated favorable condition to get much
experiences and adequate knowledge of the studyaauek the topic at hand. So, his acquaintance

with the area was assumed to facilitate conditiorgathering data required.

Concerning the sampling of the schools, there lareeén linkage primary schools in the study
area. Out of them, 8 (62%) schools were randomilgcssd. This approach is preferred to give
equal chance for all schools to be included inghmple. The sample schools included in the

study were:
1. Alemu Woldehana Primary School
2. Erssa Adada Primary School
3. Haile Bubamo Primary School
4. Bobicho Primary School
5. Belessa Primary School
6. Ambicho Gode Primary School
7. Lereba Primary School

8. Masbirra Primary School



Hence, primary schools’ principals, vice principatsachers, cluster supervisors of the respective
schools and Woreda Educational experts were tlppnelents of the study. Moreover, trainers,
focal persons, training and development officentfithe college were consulted as subjects of the
study.

Concerning the sample population size, eight liekpgmary schools found in Hossana Town
Administration and Lemo Woreda were selected aspkssrof the study by employing simple
random sampling technique. From these sample s&h@6l principals 2 from each school, 4
cluster supervisors (1 from each cluster) werecsaeteby using purposive sampling technique
whereas simple random sampling technique was eraglty select 99 teachers from the total
number of teachers (331) of the schools. MoreoXexducation experts (1 from Lemo Woreda
and 1 from Hossana Town Administration), 1 educatmd training officer, 3 focal persons
(CPD, Practicum and ELIC facilitators), 20 trainéiteose who were delivering training program)
from the college were selected by employing punmsiampling technique. They are selected
purposely because they expected to be reliablernraots. Their selection on purposive
technique is hence appropriate where expertise latlge is required (Sharma, 2000:133).
Hence, in the case of samples and sampling tecésigeed for the study, simple random and
purposive sampling techniques were employed foches and the rest samples of the study
respectively. The total number of samples of thiglg was 145. These samples were drawn
(selected) from the total population (377) of thely.

Generally, 8 primary school principals, 8 vice pipals, 4 cluster supervisors, 2 Woreda
educational experts, 99 teachers; and 20 traiefecal persons and 1 training and education
officer from Hossana College of Teacher Educati@neathe respondents of this study. Totally,
145 respondents were took part in this study.

3.4. DATA GATHERING TOOLS

Multiple data collection tools were applied in teudy. Both close ended and open ended
guestionnaires were used to gather data from timeapy sources. These are found to be
appropriate instruments for data gathering frorgdgvopulation. In addition to that, unstructured

interview was employed for the focal persons andcation and training officer at the college.



Document analysis was also done to identify theecaye of short term capacity building

trainings for linkage primary schools.

3.4.1. QUESTIONNAIRES

Questionnaires were prepared and distributed amoaigees and trainers found at linkage
primary schools and Hossana College of Teacher d&munc respectively. Questionnaires
constitute close-ended and open-ended item qussfidre first part of the questionnaire covers
respondents’ characteristics. The second part sisnef structured question items on specific
issues. It includes close-ended question items tatheu participation and types of capacity
building trainings provided by the college for lade primary schools. Following that, the
questionnaire presents structured question itefagerkto trainingneed assessment; and questions
about how the training program is planned, orgahiaed managewhich are graded on five point

scale Finally, structured questions concerned with tlaéning implementation, evaluation and training
constraints are presented that are graded withpidiet scaleFinally, all close-ended question items

were supplemented by few open-ended questions.

3.4.2. INTERVIEWS

Interview questions were prepared for the interviesgsions held with three focal persons and one
education and training officer at Hossana Collefj€emcher EducatiotJnstructured interviews were
held with them. The technique was used for its @ppateness to clarify what is not clear and get

free personal opinion of expertise knowledge opoesients.

3.4.3. DOCUMENT ANALYSIS

Documents were also used to validate the informatiollected through questionnaires and
interviews. In addition to the primary data, theiesv of the trainees’ and trainers list, training
materials, and so on were reviewed to obtain adedoformation about the practice of training.
3.5. PROCEDURES OF DATA COLLECTION

The questionnaires and interview questions werpgnesl in English. The official language of
the study area is Amharic, and this calls for tatien of the questionnaire into Amharic for
trainees. This helps to avoid communication bamierone hand, and to make the respondents
freely and confidently react to the questions adther hand. The researcher hired one assistant

data collector in order to manage within the timailable. However, the interview sessions with



the three focal persons and one education andrtgaaificer as well as document analysis were
held by the researcher himself.

Pilot testing: Once the questionnaires were prepared, pilotnigsti the instrument was made on
one randomly selected school from non-sampled dshdte questionnaires were distributed
among 20 respondents in school and 10 educatioagdgsionals who work in the college. Based
on the feedbacks from the professionals, valuabf@avements were made and irrelevant items
were rejected. In general, the pilot test has liethe researcher to avoid errors related to clarity
of language, ideas and contents, and to includeesiomportant but left out ideas. After the
necessary amendments were made, the final copies distributed to be filled by the
respondents.

3.6. METHODS OF DATA ANALYSIS

Personal data from all questionnaire sets werenirgd and analyzed by using frequency counts
and percentages in tables to show the generalrpiciuthe respondents. As the statistical tool,
descriptive statistics were used. To analyze tlexifip data, appropriate statistical tools like
percentages, means, and independent T-test wede use

In order to know the actual practices of HossanlkeGe of Teacher Education in providing in-
service trainings for primary schools, relevantutaents were checked. Depending on the results
of the analysis, interpretations and necessaryusissons were made to clarify the findings.
Finally, the major findings of the study were repdrand workable recommendations forwarded.

In addition to this, data obtained through intewigas analyzed qualitatively.

CHAPTER FOUR

4. PRESENTATION, ANALYSIS AND INTERPRETATION OF THE DATA

Under this chapter, data collected from the respotsdare presented, analyzed and interpreted.
Respondents' personal characteristics, issuegdelatthe practice of capacity building training

program in HCTE like the status of conducting inirsg need assessment, setting training



objectives, selecting training contents, avail&pilof resources needed to deliver training,
selection of trainees and trainers, methods ofitigs used, evaluation of training programs, and

constraints were treated in detail.
4.1. CHARACTERISTICS OF THE RESPONDENTS

The study targeted trainees consists of 99 tea@metd 6 principals and vice principals working
in eight sample primary schools, 4 cluster supergisand two experts of Woreda Education
Offices found in Hadiya Zone who have participaiadvarious capacity building training
programs delivered by Hossana College of Teachec&tn. In addition to that, 20 trainers
from Hossana College of Teacher Education weraited as respondents for the study. Apart
from this, three focal persons and one educatiah temining expert from the college were
included as interviewees to triangulate the dasd wWould be assembled. A total of 141(100%)
questionnaires were distributed among the traireestrainers, and were fully responded and
returned. Out of this, 121 (86%) were traineesthedest 20 (14%) were trainers. Generally, 145

respondents took part in this study.

In this investigation, the respondents’ profilessa, age, educational qualification and work
experience were addressed in detail. Hence, the gkthered on each profile was presented,

analyzed and interpreted as follows.

Table 1. Characteristics of the Respondents

N® | Items Choice Respondents
Trainees Trainers
N® % N2 %

1 Sex A) Male 79 65 16 80




Total 121 | 100 | 20| 100

2 Age

A) <25 year 5 4 0 0

B) 26-30 years 15 12 1 5

C) 31-35 years 20 17 4 20

D) 36-40 years 22 18 5 25

E) >41 years 59 49 10 50
Total

121 100 20 100

3 Educational

A) Certificate /TTI/ 0 0 0 0
Qualification
B) Diploma 69 57 0 0
C) BA/BSc/BED 52 43 3 15
D) MA/MSc 0 0 17 85
Total 121 | 100 | 20| 100
4 Work Experience A) <5 Years 5 4 0 0
B) 6-10 Years 17 14 2 10
C) 11-15 Years 14 12 2 10
D) 16-20 Years 16 13 4 20
E) 21-25 Years 11 9 5 25
F) >26 Years 58 48 7 35
Total

121 100 20 100

Concerning the sex profile of the respondents ath@ve table reveals that majority 79(65%) of
trainees and sixteen (80%) of the trainers wereemegpondents. The only small proportion of
the respondents, that is, 42(35%) of the trainaed 420%) of the trainers were female

respondents. From the expression above, both mdléeanale respondents were participating in
the training process. However, male participantghefstudy were understood as most frequently
participated respondents for the number of femalégipants was less in the schools than that of
males. This could be concluded that the number aérteachers exceeds from that of females
number in their respective schools.



The age level of the participants was identifieckbow whether they are capable and matured
enough or not. For this reason, the student relseardentified, analyzed and interpreted the age
profile of the respondents as presented in iterhtRetable. In this case, the largest proportion
of the participants of the study, that is, 59 (49 @btrainees and 10 (50 %) of trainers were

between the age category of 41 and above years.

This indicates that most of the respondents ofghisly were able to provide relevant and detail
information about the trainings provided by thelegd. The number of respondents of trainers in
the age range of 25 years and below is showingpibsitions of delivering training were mostly

held with well experienced individuals to achieVe tresponsibility expected at that position

effectively.

With reference to educational profile of both thairtees and the trainer respondents, the data
obtained was presented in the item 3 of the abaltet In turn the data was analyzed and

interpreted as well next to the table.

As indicated in the item 3, 69 (57 %) of traineesravdiploma holders whereas the number of
trainer respondents with diploma was nil. With melgéo BA/BSc/BED, 52 (43%) and three
(15%) of the respondents were trainees and trairespectively. However, the number of
MA/MSc holder trainers was seventeen (85%) whilthensame case, the number of trainees was

none.

From above expression, one can conclude that tharitga69 (57%) of trainee respondents were
diploma holders. On the other hand, seventeen (8B%hje trainers were MA/MSc holders. This

implies that the trainers are well qualified to\po®e the training program.

With regard to work experience the respondents ,hiaveould be concluded as they are well
qualified and capable enough to understand whlagiisg done and should be. Then, the data is
accurate and valid to arrive at required point.sTimplication was based on the data analyzed

hereunder.

Concerning choice A of the item 4, five (4%) of tihainee respondents replied that they have
five years and below work experience while nonetted trainers have the expressed work
experience. Choice B of the same item shows thaanteen (14%) of trainee respondents have

6-10 years experience whereas two (10%) of thendrai are found in the same experience



category. Trainees with work experience betweerl3 lyears were fourteen (12%) and two
(10%) of the trainers have 11-15 years experieRegarding work experience of 16-20 years,
sixteen (13%) and four (20%) were trainees andérairespectively. On the other hand, choice E
in item 4 of the above table demonstrates thateelé9%) of the trainees were found between 21-
25 years experience category. Five (25%) of thmdrarespondents were found in the same
experience category. Moreover, 58 (48%) and se8Bfb) of trainees and trainers respectively

have 26 and above year work experience.

As it could be seen from Table 1, the majority B8%) of the trainee respondents served 26
years and above. Therefore, it is easy to undetstaat they were well experienced so as to

understand what was being taken place on the greumdprovide relevant data. Since the

majority of the trainers responded that their wexlperience is categorized under 26 and above,
one can deduce that they are capable enough tp &qinees with the required knowledge and

skill.

4.2. CAPACITY BUILDING IN-SERVICE TRAININGS

According to Davies (2003), there is a need on gh#g of the organization to secure able
personnel, or to raise the capacity of the exisbings through various types of training programs.
Further, Raymond et al (1996) state that the famfugaining is on improving current job by
raising specific skills that the person needs fa job. In relation with this truth, the current
study entails the condition of the respondents lm dverall ideas about capacity building

trainings that were offered by Hossana Collegeezcher Education.
4.2.1 TYPES OF CAPACITY BUILDING IN-SERVICE TRAININ GS

Hossana College of Teacher Education is providiragtitum Implementation Program, English
Language Improvement Program, Lesson Plan Prepayaiictive Learning, Action Research,
and Class Room Management, Special Needs and iWelgslucation and Mentoring types of
trainings. In these types of trainees from linkggenary schools might be participants of the
program. Consequently, the types of the trainin@sred by the college were addressed in this
investigation. The required data was collected ubhothe methods used. Then, such data was

presented in table, analyzed and interpreted fiyaggofollows.



Table 2. Freguency and Percentage Distribution on Training Participation

Question Items Choice Respondents

Trainees Trainers

N % N° %
1) Have you ever A. Yes 121 | 100 20 100

participated in the

B. No 0 0 0 0
trainings that HCTE
Total 121 | 100 | 20 100
offers?
2) If your response for | A. Practicum implementation 75 62 9 45

question No. 1 is “Yes” B. English Language Improvement| 34 | 28 5 25
in what training

C. Lesson Plan Preparation 2b 21 10 30
program have you
than one alternative cang. Action Research 200 17 12 60
be chosen). F. Class room Management 15 12 5 25
G. Mentoring 27 22 7 35
H. Special Needs and Inclusive 25 21 6 30
Education

*For item 2, total number of responsesis greater than N due to multiple responses

Item 1 of the table 2 was aimed to identify whettier respondents, perhaps, participated in the
trainings provided so far or not. For the questitwe, total number of respondents (both trainees
and trainers) responded that they have participetezhe or more training programs. Thus, it
implies that all the respondents were participafthe training program since they are included

in the linkage schools.

As it can be observed in item 2 of the above tal#e(62%), 34 (28%) and 25(21%) of trainees
have participated in practicum implementation, EfglLanguage Improvement Program and
lesson plan preparation training programs respagtivin the same types of trainings, nine
(45%), five (25%) and ten (50%) of the trainersdaarticipated. In addition, it has been shown



that active learning, action research and classinmanagement are training types that 35 (29%),
20 (17%) and fifteen 12(%) of trainee respondeatgelparticipated. Similarly, twelve (60%), 12

(60%) and five (25%) of the trainers have partit@plan the same areas of trainings.

It could also be described that 27 (22%) and 2342bf the trainees have participated in

mentoring and special needs and inclusive educatsnings respectively. On the other hand,

seven (35%) and six (30%) of trainer respondentge hagarticipated in the same types of

trainings. The aforementioned expression shows kuassana College of Teachder Education
provided various trainings for linkage primary salsp and both trainee and trainer respondents
have participated in several types of trainingsti®aarly, majority of the respondents indicated

that they had participated in training entitledd®ium Implementation. Similarly, majority of

trainers participated in active learning and actesearch trainings.

Furthermore, the study participants described otiees of trainings that the college offers
include Instructional Media, Guidance and CounsgliBMASEE, Instructional Leadership,
Professional Ethics, Understanding and Managinge$tis’ Misbehavior and the like. In relation
to this issue, the interviewees were asked to atdievhat training programs were offered by the
college the linkage primary schools and they answvéhat a range of training programs like
listed so far were provided to the schools. Thiswghthat the trainings are believed to improve
the quality of teaching and learning.

4.3. DESIGN OF THE CAPACITY BUILDING TRAINING PROGR AMS

The training needs analysis is logically followeglthe design of actual training program to be

delivered to fill the gaps identified. Systematfpeoach to design training program enables to
secure the full benefits of successful traininggoams. Making choices among the options raises
questions such as who should provide training, batwkind, where and what, the answers of

which are determined by training objectives (Tyaod York, 1996).

Therefore, the components of capacity buildingnireg programs, under this topic, were
addressed, and the data collected to express #laiqer of capacity building trainings that were
delivered by Hossana College of Teacher Educatoonhé respondents of this study were

presented in tables, analyzed and interpreted.



4.3.1 TRAINING NEED ANALYSIS

As discussed earlier in chapter 2 of this studginting need analysis is the most important

component of any training program. Conducting trgmeed analysis, according to Barbazette
(2006), helps to determine whether the training@pgropriate the solution to a performance

deficiency or not. Conducting training without assg there is a training need is waste of time

and resources. For this reason, general aspetrttmhg need analysis such as the practice of the
college in conducting training need analysis prognd the reasons why the college did not
conduct the program were assessed and discussatbes.

Table 3. Frequency and Percentage Distribution on Reasons for Absence of TNA*

Question Items Choice Respondents
Trainees Trainers
N2 % N2 %
1. Does Hossana Colleg\. Yes 0 0 0 0
of Teacher EducationB. No 121 100 20 100
conduct training needTotal 121 100 20 100
assessmentof linkage
primary schools?




2. If your response for | A. Absence of experts to 4 3.3 0 0

question N. 1 is “No” conduct TN#

what do you think are theB. Lack budget 8 6.6 0 0

reasons for the absence| C. Lack of awareness 43 35.6 17 8b

of training needs D. TNA is not accustomed. 49 40.5 13 65
2

assessment: E. Attention is not given from 45 37.2 15 75

the management body.

*Total number of responsesis greater than N due to multiple responses
*TNA = Training Need Assessment
The question situated in item 1 of the above talds raised in order to know that whether the
college assesses training need of linkage primelmgas or not. As it has been delineated in the
table, trainings have been being conducted withssessing need of training. In addition to this,
on the interview session the interviewees divultied training need assessment has never been
conducted and all the training processes wereaethaut simply based on the plan of the college.
From this expression, one can understand thatingumeed assessment is not conducted before
the training is delivered in spite of its sound adhages. This gap undoubtedly poses a profound

threat on the overall goal of the program.

In fact, training need assessment is the most itapbfactor in any training program. Because,
it is unlikely possible to plan training in advagéawithout training need assessment is conducted
(Neo, 2010). The objective of training need assess$ns not only to test whether there is a gap
between the actual and expected performance ofogmegd but also to identify the kind and
extent of deficiencies, if any, and to determinthd deficiencies are attributed to lack of tragnin
or any other factors. This helps to design andvdelappropriate cost-effective training program
to bridge the gap (Critten, 1993).

Regarding item 2 of the same table, considerabheben of respondents 49 (40.5%) of trainees
and seventeen (85%) of the trainers attributedithatnot accustomed and absence of awareness
about the importance of conducting training neesessment respectively. Following this the
responses given by 45 (37.2%) of trainees ancehfi@5%) of the trainers indicated that lack of



attention from college management body is the steeason for the absence of training need
assessment trend in the linkage primary schools.

Other factors identified in order of their degrdardgluence were lack of budget and absence of
experts to conduct training need assessment. $nctse, eight (6.6%) and four (3.3%) of the
trainees described both reasons. This is not the chtrainers. It could be arrived at the reasons,
in the interview session that the need assessnmegtgm was not accustomed in the college.
Moreover, all factors listed above were identifigsl reasons why the college did not conduct
training need assessment. Therefore, these reagemesfound to pose an adversary threat on

overall short term trainings.

In conclusion, it can be said that the basic facthiat result in the absence of training need
assessment are put in the respective order asiaisquainted, shortage of attention, and lack of

awareness, lack of budget and absence of expertsithuct training need assessment.
4.3.1.1. SPECIFIC AREAS OF TRAINING NEEDS

Areas of training needs are about identifying tla@gy(skill, knowledge or attitude) in which
additional training is needed. That means, anafy#iaining needs is important to spot that needs
capacity building training in which area; or in whiarea of learning (skill, knowledge or
attitude) the significant limitations are most fueqtly understood and needs to be bridged by
forwarding respective trainings. Therefore, theadetllected, on the subject of the specific
training areas provided by the college for the digé primary schools, was presented, analyzed
and inferred as follows.

Table 4. Frequency and Mean Distribution on the Level of Specific Areas of TN*

N® | Question Items Respondents Sig. (-
Trainees (N=121) Trainers (N=20) ¢ | led
Rating Scales Rating Scales
TrainingNeed |1 |2 |3 (4| 5] x 11 2| B4 |5 |x
Assessment
1 | Practicum 22 (23| 18| 27| 3132 |3 [3 |3/5 |6 |34 |-0617 |0539
Implementation




2 | English 10| 10| 9 | 44| 4838 |2 |2 | 2|6 |8 |38 |0358 |0.721
Language
Improvement
Program

3 Lesson Plan 16| 18| 19| 34| 3434 |2 |3 | 2/6 |7 |37 |-0659 |0511
Preparation

Active Leaming 16| 17| 15| 35 3§35 |2 |2 |17 |8 |39 |-1002 |0.318

Action Research 14 | 13| 14| 40| 4Q 3.7 | 2 2 2| 6 8 | 3.8 | -0452 0.652

6 Class room 18| 20| 13| 38 3234 |3 |3 | 3/5 |6 |34 |-0.058 | 0.954
Management

7 Special Needs | 12| 13| 9 | 40| 4738 |2 |3 |2/ 7 |6 |36 |0628 0.531

and Inclusive
Education

8 Mentoring 20| 22| 11| 34/ 3433 |3 |3 |36 |5 |34 |-0.055 |0.956

[1.00-1.49= Very Low, 1.50-2.49= Low, 2.50-3.49= Arage, 3.50-4.49= High, 4.50-5.00= Very High]
*TN= Training Need

As can be seen from Table 4, the respondents vg&ezldo rate the extent of training need areas
provided. It has been observed from the table ttiatrespondents had high level of need in the
areas of English Language Improvement Program,vAdtearning and Special Needs. On the
other hand, they shown that they had average mekave training in Practicum Implementation,

Class room Management areas. In general, in atflitigaareas, as described in the table, there is
no statistically significant mean difference betwdee trainees and trainers. More detail analysis

of such training areas is presented as follows.

Both trainees and trainer respondents confirmed wib statistically significant difference

between the two means t (-0.617, 139) = 0.539 thay had average need of training in
Practicum implementation area. In the case of Bhglianguage Improvement Program, both
respondent categories replied that their needadiitrg level is high with similar mean score of
3.8. Regarding item 3 of the same table, it coudddbserved that training on lesson plan
preparation was categorized under average and hegd level of trainees and trainers
respectively. On the other hand, both respondedisated with no statistically different mean
scores of 3.5 of trainee and 3.9 trainer respomsdérdt the level of training need for active

learning is high.



Concerning training need level on action resedsolh) categories of respondents expressed with
mean scores of 3.7 of trainees and 3.8 of traiti&stheir training need level is high. In class
room management training, the respondents of ey delineated that they have average need
of training with equal mean score (3.4). With edpto the training need on Special need and
inclusive education training area, both trainee taather respondents indicated that their level of
need is high with mean scores of 3.8 and 3.6 réispdc Finally, the level of need the
respondents had for mentoring is identified as ayerwith mean scores of 3.3 and 3.4 for

trainees and trainers respectively.

In general, the training areas on which the needl lef the respondents distinguished as “High”
are English Language Improvement Program, acti@mieg, action research and Special needs
and inclusive education. Conversely, the rest imgimareas, i.e., practicum implementation,
lesson plan preparation, class room managementnamdoring were found in average level of

need of the respondents.

However, all the trainings have been delivered suticonducting training needs assessment and
hence, no target is expected to be hit by suchitigs except wasting resources which in turn
means retarding expected improvements the linkaigeapy schools. Indeed, both trainees and
trainers expressed the training areas that theg pewided with even though the trainings were
being offered solely to succeed individual desingheut conducting assessment of training
needs. This implies, farther that the linkage primschools have not got the desired benefits

from trainings delivered so far since the trainimgge not based on properly assessed needs.
4.3.2. ISSUES RELATED TO SETTING TRAINING OBJECTIVES

Basically, training program objective is an impottgariable in the design of training program.
Further, it is a corner stone upon which othemntray plan components are built (Dessler, 1991).
Under this topic, issues such as setting trainipjgatives is participatory or not, measurability,
soundness of the objectives to solve the schont$teachers’ problems and other related aspects

were presented, analyzed and interpreted.

Table 5. Frequency and Mean Distribution of Ratings on Aspects of TOs *

N Respondents t Sig.¢-

Trainees (N=121) Trainers (N=20)




0] Question Items tailed)

Rating scales Rating scales
Training 1 (2 |3 |4|5|x | 1] 2| 3| 4| bx
Objectives
1 | The college 75| 18| 13| 9| 6|16 |7 |6 |2 | 3| 2424 |-1.909 | 0.058
invites trainees to
participate

2 | Written TOs were 5 | 14| 20| 28/ 5439 (2 |3 |3 | 7| 535 |1.444 |0.151

communicated to
the trainees.

3 | Are Sound 10| 31| 21| 48 1132 |2 |2 | 5| 5| 64.0 |-3.121 | 0.002

enough to solve
the schools’
problems

4 | Are sound enough22 221 9| 42 2632 (0 |1 |4 | 10| 54.0 |-2.166 | 0.032

to solve teachers’
problems?

5 | Are measurable | 30| 28| 9 | 44 1028 |2 |2 |3 | 8| 536 |-2427 | 0.016

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disagre 2.50-3.49= Neutral, 3.50-4.49= Agree,
4.50-5.00= Strongly Agrep *TOs= Training Objectives
In line with this idea, Tyson and York (1996) pbeir stand saying special attention should be
paid, in setting the training objectives, to streaspreparing invaluable objectives that are fully
responsive to the gaps identified in training nasgessment. In addition, Dessler (1997) states
that defining the program objective is the firsdhtha trainer should decide on. Due to this fdct, i

could be said setting training program objecti\gea blue print for the whole training activities.

Regarding the first item of the table, i.e., teerdtthe process of setting training objectives was
participatory, the respondents with no statistjcaifnificant difference between the two means
t (-1.909, 139) = 0.058 clearly showed that thecpss was not participatory. In contrast, it has
been identified that written training objectives reeecommunicated to the trainees before the

training begins with no statistically significanffdrence between the two means.

The respondents were also asked to judge thatraéin@nty objectives from the angle of their
capability to solve the linkage primary schoolsrfpemance problems in general. With this

regard, it was clearly indicated that there isistiaally significant difference between the two



means t (-3.121, 139) = 0.002. With regard to thnees, the training objectives set were not
sound enough to solve the schools’ performancel@mubwhereas, the training objectives were
identified as they are sound enough to solve theds’ problems by the trainers. In the case of
item 4, the question of soundness of training dhjes to solve the teachers’ performance
problems, statistically significant difference wasserved between the two means t
(-2.166, 139) = 0.032. Majority of the trainee r@sgents responded the set training objectives
did not address their performance problem, th@déraiespondents said that it is sound enough to
do so otherwise. However, it could be concluded tha objectives set did not address the

individual need of the performance problem.

Regarding the degree of measurability of trainifgectives, it can be observed that there is
statistically significant difference between theotwmeans t (-2.427, 139) = 0.016 and this may
indicate that they disagreed on the idea of thmitrg objectives designed were measurable.
Therefore, it is logical that setting concrete nueable training objectives is the bottom line that

should result from determining training needs.

In general, in the process of planning traininggpoams, the college set objectives for the
trainings it delivers. To this end, written traigiobjectives were communicated to the trainees
before the training begins; training objectives @vaot sound enough to solve the performance
problems of the schools and the teachers; therigawbjectives designed were not appropriately
measurable.

Nevertheless, the program of setting training dbjes was criticized in that it was not
participatory. The interviewees have also stressethe idea that the process of setting training
objectives was by no means patrticipatory. That metine trainees were on no account called to
be partakers in the process. In turn, it posesopnd problem in the implementation of the
training because the objectives set were not peepan the basis of training need assessment of
the participants.

4.3.3. ASPECTS RELATED TO SELECTING TRAINING PROGRAM CONTENTS

Training program contents are subject matter thatvs what is to be learned. These contents of
the training program should be determined befoeebtbginning of any training program. Based
on this fact, how the contents to be trained werterthined, selected, organized, sequenced and

presented is addressed under this topic.



Table 6. Frequency and Mean Distribution of Ratings on Selecting Training Contents

Respondents
Trainees (N=121) Trainers (N=20) t Sig.@-
Ne Question ltems " - tailed)
Rating scales Rating scales
The Training Program 1121 3| 4] s X 1l 2 3| 4] 5 X
Contents
1 | Relatedwiththejobofl 5 | 4 | 5| 43] e6| 44 | , |2 1 |7| 8| 42 | 0765
trainees. 0.446
Trainees participated in
2 | the process of 70| 18| 16| 10, 7| 1.9 12 41 2 | 1] 1 1.8 0.477 0634
selection.
3 | Arepreparedbythe | 5 | 5 | 11| 39| 64 43 | 0 | 1| 2 | 5] 12| 44 | -0426
college professionals. 0.670
Sequence of contents |s
4 . 3 | 13| 19| 37| 49 40| 2 | 2| 3 |5| 8 3.8 0.754
thematically arranged. 0.452
Were repetitive in
5 . P . 11| 22| 14| 25 49 3.7 | 2 (2] 2 |5]| 9 3.9 | -0.584
various trainings 0.560

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disagre 2.50-3.49= Neutral, 3.50-4.49= Agree,
4.50-5.00= Strongly Agree]

As can be seen from table 6, the respondents v do rate the preparation of contents of
training programs offered by Hossana College of cliea Education. Both categories of
respondent, i, e., trainees and trainers showddhbg strongly agree on the view that is raised
whether the contents of the training program arectly related with the job the trainees perform
or not with mean scores of 4.4 and 4.2 respectivelfnis implies that the respondents have
positive responses that show strong agreementemethtion of the training program contents
with that of job trainees perform. That means,dbstents are directly related with the trainees’
job.

Conversely, the respondents showed that they syratigagree on the idea trainees participate
through their representatives in the process ofstection of the contents of training program.
This was indicated by nearly equal mean scoredat.®ainees and 1.8 for trainers. From this
discussion, it is easy to understand that therenmatsainees’ participation in the process of the

selection of training contents.



In the same topic (Training Program Contents),stuely participants were asked to show their
view under whether professionals at the collegpgmesthe training program or not. In this case,
majority of the respondents agreed on the idea motktatistically significant difference, t

(-0.426, 139) = 0.670. As a result, the studentaesher could deduce that the contents of the

training program are prepared by professionalbéncbllege.

In item 4 of the same table, the respondents wa&hedato indicate that whether the sequence of
the training contents is thematically arranged easly to understand or not. The data in the table
shows that both trainees and trainers agreed oidélaewith no statistically significant difference
between the two means t (0.754, 139) = 0452. Tre#tns) although a few respondents replied
that they disagreed on the idea, the sequenceeotdhtents of the training is thematically

arranged and as a result, it is easy to understand.

Finally, under the topic preparing contents ofrtiag program, the study participants were asked
to show their perspective on whether the contergsrgpetitive or not. For this question, both
trainees and trainers showed their strong agreemiéimimean scores of 3.7 and 3.9 respectively.
On the interview session, a contextually similageadwas reported. Accordingly, the content
selection was, unluckily, neither participatory rgarmane. The college exclusively decided on
the content, be it relevant or not. Thus, baseth@nresponse, it could be said that the contents
of the training program need to be new and timelyttee basis of the gap the schools have. In
support of this idea, Tracy (1984) describes timtlesigning a training program, the concerned
bodies must identify, organize and sequence th&enbthat is going to be taught. Regarding the
organization of contents of the training progranmgt¥én (1979) suggests that by identifying and
grouping in to topical areas related concepts actrtiques, the training process is made easier
because it helps trainees to focus their attermiora systematic and limited subject area and
allow them to digest closely interrelated ideasrsg time.

4.3.4. ISSUES RELATED TO TRAINING PROGRAM RESOURCE PREPARATION

Training resources are any people, equipment andriabneeded to execute the training project.
Meaning, the trainer, money, time, facilities artles materials are among others that can be
regarded as training resources. The training progrean be successful if and only if they are

furnished with these necessary inputs. Analysiseurttie topic training program resource



(trainers’ knowledge of content, payments, refreshis, training rooms, time and other related

materials) preparation was presented, analyzediaddced as follows.

Table 7. Frequency and Mean Distribution of Ratings on TRP*

Respondents t Sig. -
. ] tailed)
_ Trainees (N=121) Trainers (N=20)
Question Items
N2 Rating scales Rating scales
Training
Program 112 3|45 x|12|3|45]| *
Resource
1 Trainers’ 5 |8 | 10| 40| 58 4.1 |23 |2 |6/7 |37 |1.790 0.076
knowledge of
subject matter
2 | Payments for 14| 15| 25| 35 3235 |1|2 |5 | 48 |38 |-1.069 | 0.287
trainee.
3 | Refreshments 9 | 26|39 36 2135 |2|1 |5 |6/6 |37 |-1.265 |0.208




4 Relevance of class45 | 39| 18| 13 6|21 |76 |3 | 3|1 |23 |-0.382 | 0.703
rooms
5 Time allocation 45| 34| 20| 15 7|22 |6|5 |4 | 50 |24 |-0.625 | 0.533

6 Training materials 35| 34| 19| 17 1§25 |7|6 |2 | 3|2 |24 |0.585 |0.560

[1.00-1.49= Very Poor, 1.50-2.49= Poor, 2.5049= Satisfactory, 3.50-4.49= Good,
4.50-5.00= Very Good] *TRP= Training Resources Preparation

Training programs can be successful only when #reyfurnished with necessary inputs. Hence,
it is by far the most important to allocate adegquaisource for the training program. As can be
understood from the table above, the extent to hwhie training resources are good for the
success of the training is assessed. Concernisgdéa, majority of the respondents revealed,
with no statistically significant difference betwe¢he two means, that the knowledge of the
trainers about the content t (1.790, 139) = 0.@&yments for the trainees t (-1.069, 139) =0.287,
refreshment t (-1.265, 139) =0.208 were good.

With regard to the relevance of classrooms for tthing program, both trainee and trainer
respondents replied with no statistically significaifference between the two means t (-0.382,
139) = 0.703, that it was irrelevant. Likewise, tirae allocated for the trainings was revealed
with no statistically significant difference betwethe two means t (-0.625, 139) = 0.533, that it
is not sufficient/poor/ to practice and internalthe content. Moreover, it was described that the
preparation and organization of training materiats also poor. The response obtained from
interview held with focal persons and education #&w@hing officer, further, elaborates this.

According to them, the training rooms as compacethé number of trainees for the trainings,
especially skill oriented, were not sufficient besa of the large number of the trainees. In
addition, the interviewees contextually expresdsat the materials prepared for the trainings
were not prepared well. No criteria were used tectehe training premises. They also stated

that the time allocated was not an adequate amount.

In general, even though the trainers’ knowledggnnt for trainees and refreshment programs
are sufficient /relatively good/, the entire restiiing program resources ought to be modified.
Along with this idea, the selection of facilities;cording to Kirkpatrick (2009), is an important

decision in the training program. The same auttades that facilities should be both comfortable

and convenient. Negative factors like rooms thattao small, uncomfortable furniture, noise or



other distractions, inconvenience, long distanaesthie training rooms, and uncomfortable
temperature, either too hot or too cold should\meded.

As can be deduced from the data, there is a bigidiefy in various aspects pertaining to trainers

of the trainings and this is likely to affect treag programs from achieving their targets.

This implies that the trainings have been run bpkvereparation of training resource networks
which again reduce quality of the training; as &ule of this limitation, it's expected
result/positive change/ would be damaged. In shmstudy revealed that the trainings have been
under various training resource constraints imgtimat the trainings were not of good quality

and have not served much for improvements in til@tie primary schools.
4.3.5. ASPECTS OF SELECTION OF THE TRAINEES AND TRAINERS

To be effective, the training program must be impated with trainees and trainers who have
been screened and selected carefully. Based ofatitjgshe data gathered on the area of trainers’
content knowledge, competence and experience ofiteg criteria and the like was presented,

analyzed and interpreted as follows.

Table 8. Frequency and Mean Distribution of Ratings on Selection of Traineesand Trainers

No Respondents t Sigx
. Trainees (N=121) Trainers (N=20) tailed)
Question Items
Rating scales Rating scales
Selection of 112 |3|/4|5] x 1| 23 |4 | 5X
Trainees and
Trainers
1 Trainers’ content| 12 | 15 | 10| 40} 44 3.7 |2 | 3|2 |5 | 8 3.7 |0.109 | 0.913
knowledge
2 | Trainers’ 12 | 14 | 13| 40 4237 |3 | 3|2 |6 | 6/35 |0.806 |0.422
competence of
teaching
3 | Trainers’ 6 |15 | 15| 46| 3938 |2 |2/2 |6 | 8/3.8 |0.006 |0.995
experience of
teaching
4 | Selection criteria | 43 | 36 | 15| 15 1223 |6 |81 |3 | 2|24 |-0.111 |0.911




5 | Close relation 15| 18 | 20| 27| 4135 |2 |2(2 |5 | 9/39 |-1.019 |0.310
with principals

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disag;, 2.50-3.49= Neutral, 3.50-4.49= Agree,
4.50-5.00= Strongly Agree].
In this research, selection of trainees and trairfer training program was also addressed.
Accordingly, the above table was employed to ewaltlae criteria of selection of both trainees
and trainers for the training programs taking pliaxcthe college. For this reason, the respondents

were asked five questions to indicate their bairethem.

For the question that was asked to know whethetriners have adequate knowledge on the
contents they train or not, both trainee and tramspondents agreed with no statistically

significant difference between the two means t(9,1139) = 0.913 that the trainers had

sufficient knowledge on the content. This implidattin the process of selection of trainers,

knowledge in subject area was considered. Simijlérlyg identified in item 2 of the same table as

the trainers were selected based on their competnteaching. This was supported by both the
trainee and the trainer respondent categories matlstatistically significant difference between

the two means, t (0.806, 139) = 0.422.

Furthermore, it was revealed by majority of respanid in both cases that trainers were selected
on the basis of their experience. Conversely, weipondents contradicted that there is clear
criterion for selection of trainees for trainingogram in linkage primary schools. In the case of
5" item of the same table, they replied that, of septrainees who have close relation with
principals favored in the selection process fomtra. Additionally, the researcher asked the
interviewees to evoke the condition of selectinthidoainees and trainers. It could be got the fact
that the college has no cautiously set /decisiviatiple used to choose /decide/ both apprentices

and trainers. Due to this reason, the participaet® selected without lucid /logical/ criteria.

From aforementioned analysis, one can recognize ntiagority of both respondent categories
agreed on that trainers were selected based on gbbject area knowledge, competence of
teaching; and experience. On the other hand, it exgsessed that trainees who have close
relation with principals favored in the selectiomgess for training. Furthermore, it is clear that
there are no well known criteria that are usecetect trainees for training purpose. Hence, vivid

criteria should be predetermined before the scha@<alled for the training program.



In relation with this idea, it is advisable to sml¢he right trainers and trainees to be able to
achieve the best training program results at latleno cost (Truelove, 2000). This is due to the
fact that both the trainers and trainees are thstrnmportant components of the training

program.
4.3.6. ANALYSIS OF RESPONSES ON TRAINING METHODS

Under this section, the types of the training mdthemployed in capacity building trainings
were investigated. It is a matter of deciding téivée the training content by the help of some
kinds of training methods among the many. Regarthingy Pigors and Myers (1981) write that
the type of training method best suited to a speoifganizational need depends upon a number
of factors such as skills called for in jobs tofiled, qualification of the employees, and thedin

operating problems confronted by the organization.

4.3.6.1. Analysis of Responses on On-the-Job Traig Methods

This method of training takes place on the actleteof job while trainees are on their regular
working situation. For that reason, the data oletéion the aspects of action learning, coaching,
mentoring and distance education was presentetyzaxsand interpreted as follows.

Table 9. Freguency and Mean Distribution of Ratings on On-the-Job TMs*

No | Question Respondents t Sig.(2-
tailed)
ltems Trainees (N=121) Trainers (N=20)
Rating scales Rating scales
On-the-Job 112|345 x| 1 2] 3] 4 5 x
Training
Methods

1 Action learning 80| 18| 11| 8| 4|17 |10|5 |1 | 2| 2|21 |-1.408 |0.161

2 Coaching 88|14 9| 6| 4|15 |(10|6 |1 | 2| 1|20 |-1.370 | 0.173
3 Mentoring 841 13| 11 8| 5|17 |11|4 |1 | 2| 2|20 |-1.213 | 0.227
4 80| 15| 9| 100 7|18 (10|52 | 1| 2|20 |-0.819 | 0414

Distance




education

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disagre 2.50-3.49= Neutral, 3.50-4.49= Agree, 5@-
5.00= Strongly Agree] *TMs= Training Methods

As it is depicted in the table above, the respotelerere asked to rate the frequency level of
using on-the-job training methods in their orgahaes (linkage primary schools and Hossana
College of Teacher Education) for the trainings.g&ding this method, majority of the
respondents expressed with no statistically sigaifi difference between the two means that on-
the-job training method was not employed for thening. Concerning item 1 of table 4.2.6.1,
both trainees and trainers responded that actemnileg method of the training was not included
under on-the-job training method with mean scorel.@f and 2.1 respectively. Like to action
learning, both respondent categories showed they thsagree on coaching, mentoring and
distance education were hardly included in theningi method of on-the-job with nearly the

same scores of mean.

In short, it could be understood as without anytidteally significant differences, the

respondents clearly indicated that the trainingsraot given in the form of on- the-job method.
Indeed, it is effective both for the new and exigtemployees in the organization. Supporting
that, Rothwell and Kazanas (2004) state that orjehdraining benefits the new employees not

only by way of establishing skills on the right isaput also by developing good performance.
4.3.6.2. Analysis of Responses on-@ié-Job Training Methods

This is, as stated in Sutherland and Canwell (208g)ire the attendance of trainees in places
other than the working site. Aspects related te itiea were presented, analyzed and interpreted

as follows.

Table 10. Frequency and Mean Distribution of Ratings on Off-the-Job TMs*

N Respondents t Sig.(2-
tailed)
Question Trainees (N=121) Trainers (N=20)
ltems
Rating scales Rating scales
Off-the-Job |1 |2 |3 | 4| 5| X | 1 | 2| 3] 4 5 x
Training
Methods




1 | Lecture 5 |7 |6 | 34| 6943 |3 2115|938 1921 0.057

2 | Visits to 66| 29| 9| 10 7|19 |10 |4 |2 | 2| 2|21 |-0.776 0.439
other schools

E-learning |63 |34| 6 | 10/ 819 |10 |5 |1 | 2| 2|21 |-0523 |0.602

4 | In-service 67| 28| 10l 9| 7|19 |10 |4 | 1| 2| 3|22 |-1152 |0.251

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disagre 2.50-3.49= Neutral, 3.50-4.49= Agree,
4.50-5.00= Strongly Agree] * TMs= Training Methods

Concerning the frequency level in the utilizatidnoff-the-job training methods, questions were
presented to the respondents to be rated. Accdydibgth the trainee and the trainer respondent
categories not agreed in visits to other schoolganing and in-service training methods and no
significant statistical differences were observeabag the means. Majority of the respondents
replied that only lecture method was used with tatisically significant difference between the
two means t (1.921, 139) = 0.057 for the training.

Lecture method was rated as the most frequentlg tregéning method of the programs in the
case of off-the-job training with mean scores & far trainees and 3.8 for trainers. Here, it is
worth nothing that even though lecture method loasesadvantages over other methods, it has a

retention problem which in turn may affect tranafelity of the training content.

In contrast, it has a number of advantages. Frastype of training, the trainee can learn the job
in planned stages, using special exercises to ertaiel trainee to master particular difficult

aspects (Graham and Bennett, 1998).
4.4. ASPECTS OF TRAINING PROGRAM IMPLEMENTATION

In the process of designing the training, the nsé@ge is implementation stage; because, all other
processes gone through to prepare training progmalinbecome meaningless unless it is
delivered to the audience. Once all the trainirecpnditions are fulfilled, training is ready to be
delivered by the trainer (Harris and DeSimone, 19BMie to this reason, the student researcher
investigated the overall condition of the trainipgbgram implementation, and analyzed the

findings as follows.



Table 11. Frequency and Mean Distribution of Ratings on Conditions of TPI*

N® Respondents T Sig.(2-
tailed)
_ Trainees (N=121) Trainers (N=20)
Question Items
Rating scales Rating scales
Training 12345 x| 1] 2| 3 4 Ix

implementation

1 | Theschedule |24| 27| 15| 34 2130 |0 |3 |5 |5 | 738 |-2.379 | 0.019

2 Support of 18| 23| 13| 35 3233 |2 |2 |4 | 5| 737 |-0.933 |0.352
coordinators

3 Service 29| 28| 19| 28 1728 |2 |2 |5 | 6 | 5§ 3.5 |-2.090 | 0.038
provision

4 Overall 10| 12| 16| 50 3337 |1 |1 |3 | 8| 737 |-0.88 |0.377

coordination

[1.00-1.49= Very Poor, 1.50-2.49= Poor, 2.50438= Satisfactory, 3.50-4.49= Good,
4.50-5.00= Very Good] *TPI= Training Program | mplementation

Regarding the idea of training implementation, tbgpondents were asked to indicate their view
on the conditions of implementation of training gram. For the first item, i.e., the schedule of

training program in helping trainees and trainersbé programmed during the training, the



trainees replied that it is satisfactory with mesmores of 3.0. On the other hand, the trainer
respondents’ category shown that the training @ogimplementation is well scheduled. In this
case, it is easy to conclude that with statistycalgnificant difference, t (-2.379, 139) = 0.019,

the respondents indicated that the schedule afitigprogram was not programmed well.

As can be understood from item 2 of the same tabtist of the respondents indicated with no
statistically significant difference, t (-0.933,9)3= 0.352, that the support of coordinators of the
training program to abide the program in helping aalvising trainees and trainers was good.
Regarding service provision the trainees receiveilewparticipating in the training program, the
trainees revealed that they did not provided with $ervice. In contrast, the trainers expressed
that they were provided with the services. In suwgtatistically significant difference was
observed, t (-2.090, 139) = 0.038.

Finally, the participants of the inquiry were regiesl to describe the level of the overall
coordination of the training program. In this cdiah, there were no statistically significant
difference between the two means, t (-0.886, 139)3%7, of trainees and trainers. This is due to
the fact that both respondents shared the samethd¢ahows the overall coordination of the

training program was mostly good.

On the other hand, the interviewees were asked himwstheir view on the training
implementation program. For this question, haviagl ¢hat implementation stage needs more
coordination, they highly revealed that the cooation was not done well which inline results
from the repetitiveness of the contents providdaenl the trainees were attending the program
boringly. Supporting this idea, Watson (1979) sdtet the coordination of training program is
essential to implement the plan by carefully scliaduand controlling all aspects of the training

program to assure that everything happens asulégtamd the program runs smoothly.
4.5. ASPECTS OF TRAINING PROGRAM EVALUATION

As a principle, training programs need to be eualliat various stages. That means, it is an
ongoing program throughout the entire stages ofrdiring process. To identify some problems
encountering throughout the training program andetek remedies, the responsible bodies must
pay special attention for the evaluation program. deal with this issue, various training
evaluation presented, analyzed and interpretedliasvi.



Table 12. Frequency and Mean Distribution of Ratings on Aspects of TPE*

Respondents t Sig.(2
_ Trainees (N=121) Trainers (N=20) tailed)
e Question Items
Rating scales Rating scales
Training 1(2|3]4|5| x| 1| 2 3 kslx

Evaluation

1 | conducted atthe | 11| 23| 8 | 45 3436 |2 |2 |1 | 78|39 |-0.900 |0.370

end of the Program

2 | Done while 57| 35| 10| 100 9|20 |10|5 |1 | 22|20 |-0.163 |0.871

training is going on

3 Done only by 141 12 9| 33] 5338 |2 |3 |2 | 58|37 0351 0.726
filling out

guestionnaires

4 Discussion done b/50 39| 5 10| 171 2.0 | 8 6 2 2| 2|1 2.2 | 0.044 0.965
trainees, trainers

and coordinators

5 | Conducted after | 61| 29| 10| 10 1120 |10|4 |1 | 32|22 |-0.412 |0.681

long time.

[1.00-1.49= Strongly Disagree, 1.50-2.49= Disagre 2.50-3.49= Neutral, 3.50-4.49= Agree,




4.50-5.00= Strongly Agree] *TPE= Training Program Evaluation
As illustrated in table 4.4, various training ewalon aspects were presented. On this basis,
respondents showed their agreement with trainimduetion conducted by trainees at the end of
the training program with no statistically signditt difference calculated between the two means
t (-0.900, 139) = 0.370. On the other hand, theameses given by the respondents proved
disagreement on the idea that there was a traiwadpation done by trainees while training is

taken place with mean score of 2.0 for both trasreeed trainers.

From the description of the item 3 of the sameetaldl is possible to understand that the
evaluation process was done only by filling outsjismnaire. This is revealed in the table with

no statistically significant difference between th@ means, t (0.351, 139) = 0.726, by both the
trainee and trainer respondents. Conversely, dismusvas not used to evaluate the training
conducted as delineated with mean score of 2.@dorees and 2.2 for trainers. This implies that
discussion of post training to evaluate the progianalready forgotten idea in the college.

Finally, as both trainees and trainers express#uma statistically significant difference between

the two means t (-0.412, 139) = 0.681, the traingluation that was conducted after long time
where the trainees turn to their job was disagiegabue.

From the analysis made above, it is undoubtedlgiptesto indicate the level of agreement or
disagreement the respondents revealed. For instaveas to somewhat agreed on the view that
trainees evaluated the given training at the enthefprogram; it was only done by filling out
qguestionnaire. In fact, evaluation is paramountfuls® identify some problems encountering
throughout the training program and to seek renseftie the future. In most cases, filling only
questionnaire is criticized; rather, maximizing rfiag) evaluating techniques are really
suggested for it is only way of checking and idigig successes and drawbacks of the training

program.

On the other hand, both respondent categoriesrdisd@n the ideas such as training evaluation
was done by the trainees during the course; ther® avdiscussion by trainees, trainers and
coordinators to evaluate improve the training paogrtraining evaluation was conducted after
long time where the trainees turn to their jobse Thterviewees, as well, exposed that the
college, a little bit evaluated the training pragranly at the closing stage of the program. Even

if it is so, the college was evaluating the progrsimply by filling questionnaire; because, the



advantage of evaluation was beyond the thoughhefcbllege. Many professionals working on
this area recommend that discussion should bedrettie process of evaluation for it is possible
to conduct effective evaluation through it. Hente training programs that were offered by
Hossana College of Teacher Education to linkagagny schools, evaluation of the program was

not properly done.

Evaluation is not a onetime activity rather it i$ @angoing throughout the entire stages of the
training program. In agreement to this, SilbermB900) states that one can design his/her active
training program to provide for obtaining feedbaoild evaluating data on an ongoing basis so

that he/she can make adjustments before it isateo |
4.5.1. TREND OF KEEPING TRAINING RECORDS

Keeping training records, be it good or bad, isfulsas it can serve as good ground for further
activities and evaluations. In some organizatidraning records are kept well and serve for
further use, while in others nothing is recordedkept about the training programs. For this

reason, issues of keeping training records wasstigaged and analyzed hereunder.

Table 13. Frequency and Percentage Distribution on Trends Related to TPRs*

Question Item Choice Respondents
Trainees Trainers
N© % N2 %
l.Isthere atrend | A. Yes 0 0 0 0
of keeping training| B. No 121 100 20 100
records? Total 121 100 20 100
2. If your response| A. Lack of follow up 15 12.4 5 25
for question No.1 | B. Lack of transparent and clear 22 18.2 6 30
is “No”, what do | training direction in the schools|
you think are the | C. Keeping training records is a7 38.8 20 100
reasons? (more | not accustomed.
than one D. Assumed of no value 35 28.9 15 75
alternative can be | £ |t is time taking 29 24 6 30

chosen) F. It is costly 13 10.7 5 25




*Total number of responsesis greater than N due to multiple responses
* TPRs= Training Program Records.
Concerning keeping training records, all (100%)the respondents (both the trainees and the
trainers) replied that there is no a trend of kegraining records. This implies that all training
records which have been attended by primary scteaahers, principals and cluster supervisors

were not kept well and could not be got whenevey timve been required.

In relation with the idea of keeping records ofrtiags, they were asked to indicate that what the
reason is. For this question, they listed lackatibfv up, transparent and clear training direction
in the schools, assumption of no value, consumimg tand costly as reasons for absence of
training records. However, majority 47(38.8%) aid(200%) of the trainees and trainers replied
that keeping training records is not accustomedsTkeeping records of trainings is not thought
of issue in the linkage primary schools due toaasitypes of reasons. This might be a profound
drawback which was understood in the process ofitig In accordance with this, Rae (2000)
states that organizations must develop sustainddtie to know whether training efforts have
achieved their goals of correcting deficiencieskill, knowledge and attitude that were assessed

as needing attention or not.
4.5.2. POST TRAINING DISCUSSIOS

As part of training program, both trainees andneges have to discuss about the training after
completing their training with concerned bodie$eitto transfer the training to the rest members
of their organization or to review how well theitiag was conducted and problems encountered
were overcome. In relation with this fact, hereundee investigator of this research collected

and analyzed the data obtained from the particgpahthe study.



Table 14. Frequency and Percentage Distribution on PTD* with Traineesand Trainers

Question Item Choice Respondents

Trainees Trainers
N2 % N2 | %
1. Does the college holdA. Yes 28 23 5 25

discussions with

trainees and trainers | B+ NO 93 77 | 15| 75

after they have Total 121 | 100 | 20 | 100
completed a training

program?
2. If your response for | A. Trainees are not willing to discuss. 19 16 4 20
question No.1 is “No” | B. Principals do not create conducive 37 31 | 12| 60

what do you think are | sjtuation for discussion.
the reasons? (more ths

E. Trainees are busy after they come 25 21 | 13| 65
one alternative can be back

chosen) D. Lack of awareness about the 55 | 45 | 13| 65

importance of such discussion.

E. Lack of time for principals. 15 12 1 3%

*Total number of responsesisgreater than N due to multiple responses.
* PTD= Post Training Discussion
According to the above table, 28 (23%) of trained ive (25%) of the trainer respondents said
that the college holds discussion after they hawapteted a training program respectively. In

contrast, 93 (77%) of trainee and fifteen (75%)trainer respondents contradict the idea of



having discussion after trainings have been hebd.tliis description, the student researcher has
made the following conclusion. Majority of the reggents answered that there is no any trend

of discussion after the training program.

In choice A of item 2, it has been delineated hyeteen (16%) of the trainees that the reason
why discussion is not held is due to the traingesnat willing or volunteering to discuss. In the
case of trainers, four (20%) of respondents hads#tmee idea. As it is shown in the table, the
basic factor that makes trainees hate discussilachksof awareness about the importance of such
discussion. In addition to this, lack of time faingipals to facilitate the discussion is another
factor that causes the college not holds discussitinteachers and principals after the training
program. On the other hand, 37 (31%), 25 (21%hefttainees and twelve (60%), thirteen (65%)
of the trainers replied that the reason behindatteence of discussion is the college leaders do
not create conducive situation and the traineedasg after the completion of training program

respectively.

Based on the above expression, the student reseaceh conclude that the trainees hardly
understand the significance of the discussion stheemajority 55 (45%) of the trainees and

thirteen (65%) of trainer respondents emphasis on.
4.6. ASPECTS OF TRAINING PROGRAM CONSTRAINTS

It is overlooked that many concerned authors inditaat training programs are most likely to be
restricted by various types of factors. HereundbBe student researcher investigated and

presented the factors that affect the training Enogoffered to.



Table 15. Frequency and Mean Distribution of Ratings on Conditions of TPC*

Respondents Sig.(2-
tailed)
_ Trainees (N=121) Trainers (N=20)
Question Items
N® Rating scales Rating scales t
Training
Program 112| 3| 4| 5| x| 12[3/4|5]| x
Constraints
Interest of
1 | trainees to 39| 20| 16| 25 21] 27 || 7 |2[ 2| 3| 25| 0807 | 0421
focus to focus
on the contents
Interest of
2 |trainersto equip 11| 15| 12| 39 44/ 3.7 |2| 2 |5/ 7 | 4| 35| 0934 | (35
trainees
3 | Time allocated | 46 | 28| 20| 15 12/ 23 |6| 7 | 3| 2 | 2| 2.4 | -0.060 0.953
Payments for
4 aygso 14| 20| 32| 36/ 19 3.2 |2| 5|5/ 4| 4| 32| 0.216
the trainees 0.829

[1.00-1.49= Very Low, 1.50-2.49=Low, 2.50-34 Satisfactory, 3.50-4.49= High, 4.50-5.00=eky High]
*TPC= Training Program Constraints

As can be seen from table 15, the lack of the ratitm of trainees to focus mainly on the
contents of the training program is identified las profound problem in the training of linkage
primary schools. Besides, the respondents indictitad shortage of the allocated time for the
training program as another major factor constrgriraining program. This implies that, under
such serious bottle necks, it is less likely toestpmproved performances which results from the

effective implementation of the training program.



Conversely, as shown in item 2, the trainees aaithdrs replied that the trainers have high
interest to equip trainees with the required knolgkeand skills with no statistically significant
difference, t (0.934, 139) = 0.352, between the tmeans. Similarly, both categories of the
respondents revealed that payments for the traiceakl not be identified as the training

constraint with equal mean scores.

Likewise, the interviewees shared the same ideardetp the restraints of training program held
in the college, having said that the program wdfesag from (wounded) by stumpy interest of
trainees to focus on the content and deficiencyllfcated time to train as well. Therefore,
identified factors that restricted the training gram of the college were lack of the interest of
trainees to focus mainly on the contents of thénitng program and shortage of the time
allocated for the training program. Therefore,atild be deduced that the training process was
adversely influenced by lack of interest and slywtaf time allocated for the trainings. In
support of this, Dwivedi (1984) stated that theibg@soblems of training are caused by lack of
interest in trainees and shortage of time.



CHAPTER FIVE

5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

In this last chapter, summary of the whole thesiskwconclusion drawn and recommendations forwarded

were dealt with.

5.1. SUMMARY

Effective training is a key to success of everyalegment in a country. Based on this fact, in-
service trainings bring about improvements on teagchearning process of the linkage primary
schools. To this end, Hossana College of Teachecdmn is going to have increasing links
with schools. The primary objective of this studytdé assess the current practices and problems

of the college in building the capacity of thesikéige primary schools.

A descriptive survey method was employed for thelwt Accordingly, eight linkage primary
schools found in Hossana Town Administration andheé/Noreda were selected using simple
random and purposive techniques. The total numbesamples was 145. These samples were
drawn (selected) from the total population (377)tleé study. Questionnaires, unstructured
interview and document analysis were employed && giathering tools and finally appropriate

statistical tools like percentages and means wsed to analyze and interpret the data.
To achieve this objective, the following guidingsizaresearch questions were formulated.

1. What in-service training programs are the colleffers to linkage primary schools in

Hadiya Zone?
2. To what extent the in-service training programskaged on needs assessment?
3. How the in-service training programs are designed?
4. To what extent the training programs are implengkhte

5. What are the major limitations encountered in tlagning programs offered by Hossana

College of Teacher Education?



5.1.1. CHARACTERISTICS OF THE RESPONDENTS

In relation to the respondents’ characteristicsyas investigated that the majority were males.
But the number of female respondents was less enstihools. With regards to age profile,
majority of respondents were found to be maturetiveell experienced people found on range of
41 and above years. Hence, they were assumedgdodakinformants. Educational qualification
profile of the respondents was dominated by dipldm&lers. Then, it can be said that all
categories of the respondents have relatively aategexperience both in their current and other

positions.
5.1.2. MAJOR FINDINGS
5.1.2.1. TYPES OF SHORT TERM IN-SERVICE TRAININGS

The condition of the respondents on the idea ofigipating in the training programs was
identified as they have participated in the tragnand well informed of the program. In the case
of the training types, Practicum Implementationgligh Language Improvement, Lesson Plan
Preparation, Active Learning, Action Research, §iasm Management, Mentoring, Special
Needs and Inclusive Education and the like prograwese identified. However, majority,

75(62%), of the respondents revealed that theygdeaticipated in Practicum Implementation

training program.
5.1.2.2. TRAINING NEED ANALYSIS

As related literature shows, training needs anslysia backbone for any training program.
However, training needs has not been conductedddhe training is delivered at the college.
Because, as it could be concluded in the previdapter, the program of assessing need of
training is not accustomed. There was also lackwdreness about the importance of conducting

training need assessment.

The majority (49(40.5%) of the trainees and sevami@5%) of the trainers) of the respondents
showed that the reason for the absence of traiméegl assessment was not accustomed idea and
lack of awareness respectively. Thus, in spitdound advantage, the college was delivering

the trainings for the linkage primary schools withoconducting training need assessment simply



to fulfill its own intention. Due to this reasong narget is expected to be hit by any areas of

trainings except wasting resources to achieve iddal desire.
5.1.2.3. SETTING TRAINING OBJECTVES

Regarding training objectives, all participantstiod study indicated that the training objectives
were set. They extended their response, howevgngthe objective did not consider the need
of the participants. Therefore, all other trainibcgmponents might not be achieved as needed
unless the need of the participants is consideeddr® setting training objectives. That means,
the process of setting training objectives wastotlly participatory; i.e., the trainees did not
participate in the process. For this reason, tlepamedents with no statistically significant
difference between the two means, t (-1.090, 130)088, clearly showed that the process was

not participatory.

Further, the process of setting training objectm@s criticized by its inability to solve both the
schools’ and teachers’ performance problems. Regarthe degree of measurability of the
training objectives, it was found to be not mealiga

5.1.2.4. TRAINING PROGRAM CONTEN'S

Selecting training content, as respective profesdgoargue, should be determined right after the
need is assessed. Majority of the respondenterkfiiat the contents were related with the job of
the trainees and prepared by professionals in tlege. However, they were repetitive in
various trainings and need to be new and timeltherbasis of the schools’ gap.

The majority of the respondents, with no statistycaignificant difference between the two
means, t (-0.584, 139) = 0.560, described theitrginontents were repetitive. In addition, the
process of selecting training contents were regowéh no statistically significant difference

between the two means, t (0.477, 139) = 0.634¢e#kar participatory nor relevant.
5.1.2.5. TRAINING PROGRAM RESOURE PREPARATION

Concerning training program resources preparatiamers’ knowledge, payments for trainees
and refreshment programs were identified as rabtigood. In contrast, training rooms as
compared to the number of trainees was expresstd nei statistically significant difference



between the two means t (-0.382, 139) = 0.703rakwant. Similarly, adequate amount of time
for the training was not allocated and the traimngterials were identified as not passable with
no statistically significant difference between th® means t (-0.625, 139) = 0.533 and t (0.585,
139) = 0.560) respectively. This implies that thainings have been provided by weak
preparation of training resources which in turnueas quality of the training as a result, its

expected result would be adversely affected.
5.1.2.6. SELECTION OF THE TRAIEES AND TRAINERS

Regarding the selection of trainees and trainéna/as recognized that the selection of trainers

was based on their content knowledge, competendeegperience of teaching where as in the

case of trainees, those who have close relatiampyihcipals favored in the selection process for

training. Conversely, it could be concluded thatréhwere no carefully prepared and to be

applied criteria in the process of selection ofhbibainees and trainers. In other words, although

trainers are assigned based on their content kilgw)ecompetence and experience of teaching,
there were no clear criteria for the selectionha trainees and trainers. This was expressed by
the respondents with no statistically significamterence between the two means t (-0.111,

139) = 0.911.

5.1.2.7. TRAINING METHODS

In the case of the types of the training methodsthe-job training methods like action learning,
coaching, and mentoring and distance education feeral to be used in the TDP trainings with
no statistically significance difference betweea tvo means. Meaning, these trainings were not

given in the form of on-the-job method.

On the other hand, lecture method from off-the4oéthod was identified with no statistically

significant difference between the two means t41,9439) = 0.057 as the most frequently used
training method in the trainings. In general, isteretention problem which in turn may affect
transferability of the training content i.e. it asiticized by failure to make use of varieties of
training methods in accordance with the naturdnefttaining program may discredit value of the

trainings in general.



5.1.2.8. TRAINING PROGRAM IMPIEMENTATION

In the process of designing the training, Hossaolle@e of Teacher Education did not schedule
the training program well. In other words, it isg&o conclude that with statistically significance
difference between the two means, t (-2.379, 139029, the responds indicate that the schedule
of the training program was not programmed welle Bupport of coordinators of the training
program was inadequate. Regarding service proyisiowas found to be insufficient with
statistically significance difference between tive tmeans t (-2.090, 139) = 0.038. In short, the
respondents revealed that the overall conditiorlempnting training program in the college was

not done well.
5.1.2.9. TRAINING PROGRAM EVALUATION

Teacher Development Program evaluation was foungetoon-existent in the study areas and
those reported to be existent were also internatiealthy. Among which the following

instances deserve mention:
* It was conducted only at the end of the program.
» It was done only by filling out questionnaire.

Similarly, there is no a trend of keeping trainmegords in the study areas. The reason was that
the college did not accustom the condition of keggraining records. Post-training discussions
were also investigated to be non-existent in thdysareas mainly because of lack of awareness
about the importance of such discussion. To thid, éhe trainees hardly understand the
significance of the discussion since the major§{45%) of the trainees and thirteen (65%) of the

trainer respondents emphasis on.
5.1.2.10. TRAINING PROGRAM CONSTRAINTS

Lack of interest of the trainees to focus mainly tbe contents of the training program and
shortage of time allocated for the program werentified as factors that restrict the training

programs of the college. These factors were obdetivat the respondents indicated with no
statistically significant difference between theotweans, t (0.807, 139) = 0.421 and t (0.934,
139) = 0.352 respectively.



5.2. CONCLUSION

Based on the findings shown so far, the followingausion was drawn.

1. The activity of conducting the TNA was marginalizedthe study areas due to various
reasons such as lack of awareness, absence ofiemqeepn training need assessment,
lack of attention, etc. This could be concluded the trainings were undertaken in the
college without conducting TNA simply to achieves ibwn plan and hence, all the
training processes understood were lacking impbrtaning principles. Under such
circumstances, it is likely for the expected tragqreturns and benefits to be devaluated

apart from expending the scarce resources unfaityunwisely.

2. In the study area, still there are gaps in the ggef designing the trainings. These
problems could be described by repetitiveness. Tedns, the training objectives and
contents were not prepared on the basis of traineegyl assessment, designing processes
were unlikely participatory; and ambiguous critenare used to select both trainees and
trainers. Based on this fact, it could be said that overall practice of short term in-
service trainings offered by the college to theosth was ineffective. Further, failure to
bridge these gaps is likely to lead the collegé fai discharge its responsibilities
effectively and deliver quality trainings to thensols. Hence, it is obvious that the return

of the whole effort and endeavor would be by fdowehe expectation.

3. The finding of the study revealed that lecture wWas most frequently employed type of
training methods in the trainings over other mdfeative methods such as mentoring,
action learning, coaching, distance educationtsvig other schools, e-learning and in-
service training. However, the drawbacks in lectuethod itself and failure to make use
of varieties of training methods in accordance wite nature of training program may

discredit value of the trainings in general.

4. It was reported that the practice of training pergrevaluation was non-existent, and it
was constrained with numerous impediments. Thidigsghat the effectiveness of the
whole training processes and problems encounteredte whole training process were

not known and no experience was gained to seraa agout for further activities.



5. It was found out that there were many problems apartg to offering training
opportunities. The training program was criticizgdlack of interest of trainees, shortage
of time allocated for the program and aimed soklyulfilling the plan of the college
rather than considering the need of the traineeghwposes a serious threat on the
training programs of the organizations and wholgdives set in the organizations and
governmental system in general. Thus, it could did that the practice of the training
programs was under countless difficulties. Unlesmadial measures are taken to

ameliorate these problems, it is unlikely to brimgprovements in the schools.

Generally, the levels of improvements observedhm linkage primary schools as a result of
trainings they have been provided with were foumdbe insignificant. That means, the goal of
the trainings was not achieved as expected. Thertgs could not bridge the gaps understood in
the trainees as well. As a result, it is possibleléduce that the practice of Hossana College of
Teacher Education in building capacity of the lig&aprimary schools was ineffective. This
adversary impact was identified to be resulted ftbengaps understood in the college to follow
the training principles and implement accordingty wisely as possible rather attempting to

perform its own plan.

5.3. RECOMMENDATIONS



On the basis of the findings and conclusion, théofong points were found to be worth
recommending. It is known that a training programsists ofive consecutive and interwoven
steps.Based on this fact, Hossana College of Teachecd&on must follow the five training

steps unless it is, by any means, impossible &ffleetive on the training programs offered by.

1%, It is necessary to make a diagnosis to determinethver there is a gap between what is
required for effective performance and presentll@feperformance, and to give appropriate
remedies for deficiencies. Therefore, Hossana Geltd Teacher Education in collaboration with
the linkage primary schools should give speciardatbn on conducting training need assessment
through survey and/or interview before startingigi@ag training program. Moreover, the
designers of the training program should set tngirobjectives depending on the need of the
trainees. That means, in the process of planniaigitlg programs, the college should invite

trainees to participate in the program.

2", The designers of the training program should deites, select and sequence toatents of

the training program before beginning training programs on the basithefassessed training
need because it can have a significant impact.higoand, the prepared content should also be
new, timely and participatory on the basis of ttlentified gap (knowledge, skill or attitude) of
the trainees. Meaning, the college should give cham opportunity for trainees to engage in the

content selection process by arranging discussiograms.

3. In this stage, the trainers should select appatptiaining methods and decide to deliver the
training content to the trainees. If the trainisgo be taken place while the trainees are on their
regular working situations, they should employ be-job training method; off-the-job training
method otherwise. Maximizing (varying) the methddresenting the training is recommended

rather than picking up only lecture method now tesh.

4™ The trainer should take the responsibilityraplementing the training program largely in his
hand. Apart from this, decisions must be made oanging the physical environments to make
the trainees feel comfort and concentrate on lagrriihe seating condition has to be arranged so
as to establish special relationship between traand trainees. The environment must be free
from physical distracters like noises, poor liggtiand physical barriers. Further, the trainer has

to prepare the trainees by putting them at easey Have also to test the trainees by asking



questions and correct errors, and finally followthp trainees by way of frequent checking and

encouraging.

5. Since it is the last stage in designing traininggpam, both the college and the schools must
pay special attention for thevaluation program in order to identify some problems
encountering throughout the training program andetek remedies. Hence, the college together
with the linkage primary schools has to evaluagedinccess or failure of trainings they offered by
arranging discussions with stakeholders. The omgdions must apply training program
evaluation throughout the entire stages, startinghfbeginning up to the end, of the training
process. Moreover, to reverse this situation, thiéege should review its training efforts and
design techniques and strategies on how to fulbpriporate the evaluation system in to in-
service TDP training programs and minimize problgmagaining to evaluation of the training

program.

In accordance with keeping records of trainingsvijgled, the organizations must develop
sustainable data to know whether training effortveh achieved their goals of correcting
deficiencies in skill, knowledge and attitude tlve¢re assessed as needing attention or not.
Hence, both Hossana College of Teacher Educatidrirenlinkage primary schools must have a
trend of keeping training records as it is a briflgefurther activities and evaluations. Selecting
the content based on the need of the traineegfter is also recommended to inspire an interest
of trainees to focus mainly on the contents ofttheing program rather than waiting for only

payments and related benefits.
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APPENDIX A
Addis Ababa University
College of Education and Behavioral Studies
Department of Educational Planning and Management
Questionnaire to be filled by Trainees

The purpose of this questionnaire is to gathewvegledata that will help to assess the Practices of
Hossana Teachers’ College in building the capadfitgrimary schools in Hadiya Zone. | would
like to assure you that this study is purely acadeand hence would not affect any one in any
way as all the information will be kept confidemtiRather, the results of this study are believed
to be invaluable input to improve the practicesHaflssana Teachers’ College in building the
capacity of primary schools in the Zone.

Therefore, your genuine, frank, and timely respsrese of prime importance for the success of
this study. Thus, you are kindly requested to redpto each question items carefully and
responsibly.

General Directions:
1) You are not required to witair name.
2) Respond to all close-endeelstjon items by putting a/* mark in the boxes and
to all open-ended onesvoiying your comments on the spaces provided.

3) Itis possible to use Ambat English in giving comments.

Thank You!



Part One: Personal Information

1.Sex: A MaIeI:I B) Femall:I

2.Age: A)25andbelof | c)si-3s| | E)4landabov{ |
82630 | oyaead |

3. Educational Background:

A) Certificate/TTI| | C)BABSc/BED| |
B) College Diploml:l D) MA/MSc degre<1:|

Others (if any)

4. Current position

5. Years of Service: A) 5 years and belo|:| 03] 11—15|:| E) 21—25|:|
B) 6- 1|:| D) 16—2(1:| F) 26 years and abov|:|

Part Two: Involves specific questions seek answers aboutyhes of capacity building trainings the
college offered; the extent in which capacity bim¢dprograms are based on need assessment; how the
training programs are planned, organized and neharpining implementation; training evaluationga
training constraints /challenges/

For each of the following statement tick”“in the box which indicates the extent to whichuyagree or
disagree.

I) The following statements consist of questionsudlsome training types offered by Hossana Coltdge
Teacher Education to linkage primary schools. Gippropriate response to each statement based on the
question.

1) Have you ever participated in any training pesgrithat Hossana College of Teacher Education 6ffers

myes [ | Bno [ ]

2) If your response for question No.1 is “Yes” vilmat training programs have you participated as a
trainer (more than one alternative can be chosen).

A) Training on practicum implementatior:|

B) Training on English Language ImprovemertgPam |:|
C) Training on lesson plan preparatiorl:|

D) Training on active Iearning|:|

E) Training on action researcf:l

F) Training on class room managemer1:|



G) Training on mentoring |:|

H) Training on special needs and inclusive ation |:|
Others (if any)

II) Training Need Agssment

The following statements consist of questions al@imming need assessment. Give appropriate respons
to each statement based on the question.

1) Does Hossana College of Teacher Education ctsdhaining need assessment in your school?
A) ves| | B)No[ ]
2) If your response for question No. 1 is “No”, wida you think are the reasons for the absence of
training need assessment (more than one ditexrean be selected).
A) Absence of experts to conduct training nagssessment |:|
B) Lack of budget |:|
C) Lack of awareness about the importancenélacting training need assessment |:|
D) Training need assessment is not accustom4:|
E) Attention is not given from the managenteody |:|
Others (if any)

3) The following are some training areas offeredHnssana College of Teacher Education for linkage
primary schools. With reference to your schooljdate your agreement in relation to need with dterh
using the following scales: 1= Very Low, 2= Low, Bxerage, 4= High, 5= Very High.

N2 Question Item Rating Scales

1 2 3 4 5

The training needs in practicum implementa
The training needs in English Language ImproverReagram
The training needs in lesson plan prepare
The traning needs in active learnil
The training needs in action resea
The training needs in class room manager
The training needs in special needs and inclusiveation
The training needs in mentoril

Others ilany

III) The Following are Questions Concerning asp&dtPlanning, Organizing and Managing of Capacity
Building Training Programs Provided by Hossana €@l of Teacher Education for Linkage Primary
Schools.

O NIO|OA W NP




A) Setting Training Objectives

1) The following are questions about training pesgr objectives at Hossana College of Teacher
Education. Indicate the level of your agreemenhwie following question items using the following
scales: 1= Strongly Disagree, 2= Disagree, 3= Meutr Agree, 5= Strongly Agree.

N® Question Item Rating Scales
1 2 3 4 5

1 | Inthe process of setting training objectives,dbkege invites
trainees to participate.
2 | Written training objectives were comnicated to the trainee

before the training begins.
3 | Training objectives are sound enough to solve theals’

performance problen
4 | Training objectives are sound enough to solvedhelters

performance problems.
5 | In my view, theraining objectives designed were measur.

Others if an

B) Training Program Contents

1) How do you rate the contents of training progarffered by Hossana College of Teacher Education
that you have attended: 1= Strongly Disagree, Za@ree, 3= Neutral, 4= Agree, 5= Strongly Agree.

N® Question ltem Rating Scale
1 2 3 4 5

1 The contents of the training program are direahated with the
job | perform (teaching-learning) process.

2 Trainees particiated through their representatives in the pro
of the selection of the content of training program

3 The contents of the course are prepared careful
professionals in the college.

4 The sequence of the contents oftraining is not ttematically
arranged and difficult to understand.

5 When we observe deeply, the contents of the trgipiogran
were repetitive in various trainings that the agpdleffered.

Others if an’




C) Training Progm Resources Preparation

1) How do you rate the condition of training resms preparation in most training programs offergd b
Hossana College of Teacher Education you havedsterili= Very Poor, 2= Poor, 3= Satisfactory, 4=
Good, 5= Very Good.

No Question Item Rating Scales

1 2 3 4 5

The trainers’ knowledge of subject mat

Payments for the traine

Refreshment programs in the training prog

The relevance of classrooms fhe content of trainin

The sufficiency of time allocated for training pram to practict
and internalize the course.

g bW N -

6 The attractiveness a organzaion of trainingmaterial.
Others if an

D) Selection of Trainees and Trainers

1) How do you evaluate the criteria of selectiontrainees and trainers in the training programs you
attended: 1= Strongly Disagree, 2= Disagree, 3=tfdbul= Agree, 5= Strongly Agree.

N® Question Item Rating Scales

1 2 3 4 5

1 As to my understaring, trainers have deep knowledge on
contents they train.

2 The way the trainer teaches implies not only hisgubject
matter knowledge but also his/her competence chieg.

3 I understand from their way of teaching that ttaénter: are well
experienced in the area of training contents.

4 In my school, there is a clear criterion for setetof trainee:
for training.

5 In my understanding, trainees who have close ozlatiith

principals favored in the selection process fantra.
Others (if any

E) Training Methods
i) On-the-Job Training

1. How do you rate on-the-job training methods re&ffeby Hossana College of Teacher Education for
primary schools? Indicate the level of your agresmdgth the following methods used by the college i
your school. Use the following scales: 1= StronBligagree, 2= Disagree, 3= Neutral, 4= Agree, 5=
Strongly Agree.



No Question Item Rating Scales
1 2 3 4 5
1 Action learring is use
2 Couching is use
3 Mentoring is use
4 Distance education is us
Others if an

ii) Off-the- Job Training

1. How do you rate off-the-job training methodseoffd by Hossana College of Teacher Education?
Indicate the level of your agreement with the fallog methods used by the college in your schooé Us
the following scales: 1= Strongly Disagree, 2= Qis®, 3= Neutral, 4= Agree, 5= Strongly Agree.

No Question Item Rating Scale
1 2 3 4 5
1 | Lecture method is us
2 | Visits to other schools are us
3 | E-learning is use
4 | In-service training is usi
Others if an

Part IV: Involves Specific Questions Seek Answersbaut Training Implementation

1. How do you rate the conditions of implementatidiraining program? Use the following rating ssal
to indicate the extent of agreement: 1= Very P@erPoor, 3= Satisfactory, 4= Good, 5= Very Good

N® Question Item Rating Scales
1 2 3 4 5

1 | The schedule of training ogram is provided for the traine
before the training program begins that helps é@sgrto be
programmed during the training.

2 | The coordinators of the training program were hegj@nc
advising trainees to abide the program.

3 | In my view, he proper management of service provisior
trainees (refreshments, lunch, etc) supported #iing program.

4 | The overall coordination of the training programsvea
successful.

Others (if any




1. The following are question items that seek amsleut training program evaluation. Indicatelthel
of your agreement with the following question iteaséng the following scales: 1= Strongly Disagrze,

V) Training Evaluation

Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree.

NQ

Question Item

Rating Scales

2

3

4

There was a training evaluation conducted by tesra the en
of the course.

2 As to my knowledge, there was a training evaluatione by
trainees during the course (while the course ingyon).

3 The evaluation process was done only by filling
guestionnaire.

4 There was a discussion by trainees, trainers aodic@mtors tc
evaluate improve the training program.

5 Training evaluatin was conducted after long time where

trainees turn to their jobs.

Others (if any

2. Is there a trend of keeping training recordsrattéd by teachers and principals in your school?

3. If your response for Question No.3 above is “Naehat do you think are the reasons? (More than one

alte

AyYes [ ] BNo [ |

rnative can be chosen)

A) Lack of follow up from school principals |:|

B) Lack of transparent and clear training clik@ in the school

C) Keeping training records is not accustomesthools

D) It is assumed of no value |:|
E) ltistime taking [ ]

F) It is costly |:|

4) Does your school hold discussions with teachears principals after they have completed a training

Others (if any)

[ 1]
[ 1]

program? A) Yes I:I B) No I:I

5) If your response for Question No.5 above is “Nehat do you think are the reasons? (More than one

alternative can be chosen)

A) Trainees are not willing or volunteerirmgdiscuss |:|
B) Principals do not create conducive sitrafor discussion |:|

C) The trainees are busy after they come bacD




D) Lack of awareness about the importancgioh discussions |:|

E) Lack of time for principals to coordindte discussion

Others (if any)

1. How do you rate the training constraints inttlaéning program you attended? Use the followirtqca

Scales to indicate the level of your agreementvéry Low, 2= Low, 3= Satisfactory, 4= High, 5= \je

[ 1]

VI) Training Constraints

High.
No Question Item Rating Scales
1 2 3
1 Trainees are motivated well and focusing mainlylmdontent:

of the training program.

2 As to my understanding, trainers are motivateda@mdpeten
enough to equip trainees with the required knowdealad skills.

3 Adequat time was allocated for all training progra

4 Adequate budget is allocated for the training paog

Others (if any

Finally, if you have anything to add regarding tfaning offered by the Hossana College of Teacher
Education, you are most welcome.

Thank You!




APPENDIX B
Addis Ababa University
College of Education and Behavioral Studies
Department of Educational Planning and Management
Questionnaire to be filled by Trainers

The purpose of this questionnaire is to gathewvegledata that will help to assess the Practices of
Hossana Teachers’ College in building the capadfitgrimary schools in Hadiya Zone. | would
like to assure you that this study is purely acadeand hence would not affect any one in any
way as all the information will be kept confidemtiRather, the results of this study are believed
to be invaluable input to improve the practicesHafssana Teachers’ College in building the
capacity of primary schools in the Zone.

Therefore, your genuine, frank, and timely respsrese of prime importance for the success of
this study. Thus, you are kindly requested to redpto each question items carefully and
responsibly.

General Directions
1) You are not required to witair name.
2) Respond to all close-endeeistjon items by putting a" mark in the boxes and
to all open-ended onesvibiying your comments on the spaces provided.

3) Itis possible to use Amhat English in giving comments.

Thank You!



Part One: Personal Information

1.Sex: A Male|:| B. Femalel:l
2. Age: A.Below 25 year|:| C. 31—35|:| E. 41 and abOD

B. 26-3q:| D. 36-4|:|

3. Educational Background:

A. Certificate/T T‘:I C. BA/BSc/BEDI:I
B. College diplom:| D. MA/MSc degrg

E. Others (if any)

4. Current position

5. Years of Service: A. Syears and bell:| C. 11—15|:| E.23- |:|
B.6-10[ | D.162¢ ] F.26yearsandaboy |

Part Two: Involves specific questions seek answers aboutyhes of capacity building trainings the
college offered; the extent in which capacity bim¢dprograms are based on need assessment; how the
training programs are planned, organized and neharpining implementation; training evaluationga
training constraints /challenges/

For each of the following statement tick”“in the box which indicates the extent to whichuyagree or
disagree.

I) The following statements consist of questionsudlsome training types offered by Hossana Coltdge
Teacher Education to linkage primary schools. Gippropriate response to each statement based on the
question.

1) Have you ever participated as a trainer in ingiprograms that Hossana College of Teacher Eituncat
ofers? A Yes[ | ® [ |

2) If your response for question No.l is “Yes”vinat training programs have you participated (more
than one alternative can be chosen).

A) Training on practicum implementation |:|
B) Training on English Language Improvement Paay |:|

C) Training on lesson plan preparation |:|
D) Training on active learning |:|

E) Training on action research |:|
F) Training on class room managemen|:|



G) Training on mentoring [ |

H) Training on special needs and inclusive etiona |:|
Others (if any)

II) Training Need Assessmen

The following statements consist of questions al@imming need assessment. Give appropriate respons
to each statement based on the question.

1) Does Hossana College of Teacher Education aiadiaining need assessment in linkage primary
schools?  A)Yes[ | B)No [ ]

2) If your response for question No. 1 is “No”, wii® you think are the reasons for the absence
of training need assessment?

A) Absence of experts to conduct training nmbasmeni:|

B) Lack of budget| |

C) Lack of awareness about the importance oflgcting training need assessm|:|
D) Training need assessment is not accustol:|

E) Attention is not given from the managemerd;bq:

f) Others (if any)

3) The following are some training areas offeredHmssana College of Teacher Education for
linkageprimary schools. With reference to your schooljdate the level of training need with each item
using the following scales: 1= Very Low, 2= Low, Bwerage, 4= High, 5= Very High.

No Question Item Rating Scales
1 2 3 4 5

The training needs in practicum implementa
The raining needs in English Language Improvement Ry

The training needs in lesson plan prepare

The training needs in active learni

The training needs in action resea

The training needs in class room manager

The training needs in special needs and inclusiveation
The training needs in mentoril

Others if an
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[11) Questions Concerning Planning, Organizing andManaging of Capacity Building Training
Programs Provided by Hossana College of Tel@er Education for Linkage Primary Schools.
A) Setting Training Objectives

1) The following are questions about training pewsgr objectives at Hossana College of Teacher
Education. Indicate the level of your agreemenhwie following question items using the following
scales: 1= Strongly Disagree, 2= Disagree, 3= Méutr Agree, 5= Strongly Agree.

No Question Item Rating Scales

1 2 3 4 5

1 In the process of setting treng objectives, the college invit
trainees to participate.

2 Written training objectives were communicated te titainee:
before the training begins.

3 Training objectives are sound enough to solve theals’
performance problems.

4 Training objectives are sound enough to solvedhehers
performance problems.

5 In my view, the training objectives designed weasurabl

Others if an’

B) Trainingrogram Contents

1) How do you rate the preparation of contentsraining programs offered by Hossana College of
Teacher Education that you have attended: 1= Sigdigagree, 2= Disagree, 3= Neutral, 4= Agree, 5=
Strongly Agree.

No Question Item Rating Scales
1 2 3 4 5
1 In my view, the contents of the training program dreatly
related with the job the trainees perform (teactéegning)
process.

2 Trainees participated through their representaiiveise
process of the selection of the content of training
program.

3 The contents of the course are prepared careful
professionals in the college alc

4 The sequence of the contents of the training igheahatically
arranged and difficult to understand.

5 When we observe deeply, the coits of the training prograi
were repetitive in various trainings that the agpdleffered.
Others if an




C) Training Program &sources

1) How do you rate the condition of training resms in most training programs offered by Hossana
College of Teacher Education you have participatedVery Poor, 2= Poor, 3= Satisfactory, 4= Good,
and 5= Very Good.

No Question Item Rating Scales

1 2 3 4 5

The trainers’ knowledge of subject mat

Paymets for the trainee

Refreshment programs in the training prog

The relevance of classrooms for the content yosgntec

The sufficiency of time allocated for training pram to
practice and internalize the course.

6 The preparation and organization of training matel
Others if an

g W N

D) Selection of Trainees and Trainers

1) How do you evaluate the criteria of selectiontrainees and trainers in the training programs you
attended: 1= Strongly Disagree, 2= Disagree, 3=tfdbul= Agree, 5= Strongly Agree.

No Question Item Rating Scales
1 2 3 4 5

1 Trainers are selected based on their knowledgben t
content of training.

2 Trainers are selectddhsed on their competence of teaching.
3 Trainers are selectdzhsed on their experience

4 In primary schools, there is clear criterion foleséon of
trainees for training programs.

5 In my understanding, trainees who have close oslatiith
principals favored in the selection process fantra.

Others (if any

E) Training Methods
i) On-the-Job Training Methods

1. How do you rate on-the-job training methods me&ffeby Hossana College of Teacher Education for
primary schools? Indicate the level of your agrestinwith the following methods used by the college.
Use the following scales: 1= Strongly Disagree[2sagree, 3= Neutral, 4= Agree, 5= Strongly Agree.



No Question Item Rating Scales
1 2 3 4 5
1 Action learning is use
2 Couching is use
3 Mentoring is use
4 Distance education is us
Others if an

i) Off-the-Job Training

1. How do you rate off-the-job training methodseoéfd by Hossana College of Teacher Education for
primary schools? Indicate the level of your agrestinwth the following methods used by the college.
Use the following scales: 1= Strongly Disagree[sagree, 3= Neutral, 4= Agree, 5= Strongly Agree.

No Questionltem Rating Scale
1 2 3 4 5
1 Lecture method is us
2 Visits to other schools are us
3 E-learning is use
4 In-service training is uss
Others if an

Part IV: Involves Specific Questions Seekswers about Training Implementation

1. How do you rate the conditions of implementatidiraining program? Use the following rating ssal
to indicate the extent of agreement. 1= Very P@sarPoor, 3= Satisfactory, 4= Good, 5= Very Good

No Question Item Rating Scales
1 2 3 4 5

1 The schedule of training program in helping tramamed
trainers to be programmed during the training pxogr

2 The support of coordinators of the training progiarhelping
and advising trainees and trainers to abide thgrano.

3 The management of service provision for trair
(refreshments, lunch, etc).
4 The overall coordination of the training progr

Others (if any




V) Training Evaluation

1. Does the training program you have attendeclated? A) Yes |:|3) No |:|

2. If the response for question No.1 is yieslicate the level of your agreement or disagreeméh
the following question items usingpe following scales: 1= Strongly Disagree, 2= dgi®e, 3=
Neutral, 4= Agree, 5= Strongly Agree.

No Question Item Rating Scales
1 2 | 3| 4 5

1 There was a training evaluation conducted by tesra the en
of the course.

2 As to my knowledge, there was a training evaluationeby
trainees during the course (while the course ingyon).

3 The evaluation process was done only by filling questionnair

4 There was a discussion by trainees, trainers aodc@tors tc
evaluate improve the training program.

5 Training evaluation was conducted after long tinteke the
trainees turn to their jobs.

Others (if any

3. Is there a trend of keeping training recordsrateéd by primary school teachers, principals aostet

supervisors in your organization? A) YeD B) No I:I

4. If your response for Question No.3 above is “Nehat do you think are the reasons? (More than one
alternative can be chosen)

A) Lack of follow up from leaders of the cajle |:|
B) Lack of transparent and clear training clien in the college |:|
C) Keeping training records is not accustomed:|

D) It is assumed of no value |:|
E) ltistime taking [ ]
F) It is costly |:|

Others (if any)

5) Does the college hold discussions with teachears principals after they have completed a training

program? A) Yesl:l B) No |:|



6) If your response for Question No.5 above is “Naehat do you think are the reasons? (More than one
alternative can be chosen)

A) Trainees are not willing or volunteer tisaliss |:|

B) College leaders do not create conducitteason for discussion |:|
C) The trainees are busy after they complétedraining |:|

D) Lack of awareness about the importance of sigdudsions |:|
E) Lack of time for principals to coordindte discussion |:|
Others (if any)

VI) Training Constraints

1. How do you rate the condition of training coastts in the training program you attended? Indicat
your level of agreement by using the following mgtiscales: 1= Very Low, 2= Low, 3= Satisfactory, 4=
High, 5= Very High.

No Question Item Rating Scales
1 2 3 4 5

1 The interest of trainees to focus mainly on theteois of the
training program.

2 The interest of trainers to equip trainees withrémuired
knowledge and skills.

3 The allocated timeor the training prograr

5 Payments for the traine

Others (if any

Finally, if you have anything to add regarding tfe@ning offered by the Hossana College of
Teacher Education, you are most welcome.

Thank You!



