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ABSTRACT 

Th e purpose of/his study was to asses the practices and problems o.ltraining and development 
fac tors in South Wollo administrative zonal organizations. A descriptive survey Inethod was 
employed. For this study a smnple o.l13 zonal OIganizations were selected ji'om among 25 
organ izations o.l the zone by using simple random sampling techniques .In selecting the 
respondents ji'01ll the sample organizations a purposive sampling technique was employed as 
it was suitable 10 take the required numbers ji'om the sample organizations having different 
population numbers. However. ji'om those organizations having 10 or less population the 
given numbers were directly taken. Based on this, 200 employees including managers were 
selected, and ji'om those employees 20 managers or organizational heads were selected as 
.focus group discussants on the basic questions to back up the gaps as the sources ol 
in/ormation in the study. Questionnaires, document analysis, and focus group discussion were 
utilized to collect the necesswy in/ormation and the results obtained were ilttelpreted and 
anal),zed by usillg percentages and Mann-Whitney U test analysis. The results o.l this study 
have revealed that the training and development offered by the zonal olganizations were done 
in haphazard manner and a disorderly way. In 1Il0st organizations, training needs assessment 
IVas lIot conducted and passed through effective designing, and the results were not evaluated. 
Some o.lthe recommendations made to address which in elude setting training and developmellt 
polic)I ill which on-the-job and o.fr the-job training and development has to be clearly stated; 
conducting needs assessment in light of organization's strategy, resources, management 
support and peljormance standards ;choosing one or a mix of training methods based on 
purpose, cost level of trainees, and media considerations; adopting e-training in each 
olganizations : adopting systematic training and development approaches ; evaluation o.l 
training and development before, during and a/ter trainings; and establishing training and 
development department or unit or sectionfor each organization. 

VI 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This ch apter deals with th e problem and its a pproach. It con sists of the 

background of the s tudy, statem ents of th e problem , objectives of the study, 

significances of the study, delimitations of the study, limitation s of the study, 

definition of operational terms a n d the organization of the research . 

1.1. Background of the Study 

The most s ignificant resource of any organization is its people. These people 

are fundamental and precious resources as they are serving th e population 

keeping abreast with the current developments and innovations. Therefore, as 

human resources greatly contribute to the p roduction of goods and services in 

an organization , their efforts, attitudes, and skills h ave to be sharpened from 

time to time to optimize the effectiveness of human resources and to en a ble 

them to meet organizational goals. 

Training a nd development h ave achieved a high degree of recognition for th eir 

importance in helping individuals become better performers and assisting 

organizations in achieving their goals. Therefore, organizations have to spend 

on training and development programs to keep th eir workers in a ceaseless 

d rive for a competitive edge because of the fact that smarter and better­

trained workers increase ch ances for success . 

There are several reasons as to why training is an important human resource 

program. As Gatewood, Taylor and Ferrel (1995:404) some of the reason s are: 

it develops new employees job skills and a ttitudes; because jobs frequently 

change in organizations, especially those in which technology plays a large 

ro le; employees are frequent ly in n eed of additional training even if they 

remain in the same position; as successful individuals move up to different 

positions they n eed tra ining to learn requisite new tasks; and finally, th e 



current organizational trend to downsize and reduce managerial layers has 

\ shifted many of the supervisors to new positions, often increasing the range of 

tasks and requiring additional training. 

in some organizations, irrespective of past qualifications, skills and 

kn owledge, management finds deviations between employees' present 

competences and the job requirements and organizational needs. These gaps 

have to be filled. In doing so, Rao and Rao (1990: 257) have suggested as 

"training is needed to fill these gaps by developing and moulding the 

employees ' skill, knowledge, attitude and behavior to the tune of job 

requirements and organizational needs. " This means that organization s have 

to provide training access to their employees in order to prevent the 

depreciation of knowledge and skills and hence, to avoid the gaps created. 

Regarding to the factors affecting competence and the need for training and 

development in organizations Kenny, Donnelly and Reid (1979: 1) have 

written as "market, technological, personal and other changes have far­

reaching effects on organizations unless th ey prepared and able to move with 

times their competitiveness is eroded and their opportunities for growth 

curtailed. " In this case, the main factors that may cause obsolescence of 

human resource competence may be changed in the business environment 

with increasing globalization and steady workforces wh o are once edu cated, 

trained and placed in different work positions at one time. These workforces 

need to be shaped as the environment demands; hence, managing human 

resource training and development is required by organizations in order to 

cope up the problems encountered. 

in order to avoid the employees' competence obsolescence problems, many 

authors have sugges ted training as a remedy in their research studies. In light 

of this, giving emphasis to the need of training Lawson II (1990: 81) has this 

to say : 

/ 
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There will be the need for training and retraining. As we move 
further into the Information Age, more and more jobs will become 
obsolete. To preserve and develop our human resources we will 
have to provide continued training and retraining all of the life time 
of the worlcer. It will no longer be possible to train a worlcer for one 
job and Iceep him in that job a lifetime. 

As stated above, only once training and placing those employees on jobs is not 

a guarantee . It requires up-dating the knowledge, skills and attitudes of 

employees to the current conditions of the environment. Organizations' 

managers and employees themselves have to be aware of these facts and h ave 

to come up for tra ining to put into practice. 

However, it is observed that training and development is not carried out in a 

planned and systematic manner m some areas like South Wollo 

administrative zon e . Though , some conferences , workshops and seminars are 

given for some selected employees and managers for certain days, weeks or 

months they are not performed based on the logical processes of training and 

development systems to fill the gap between the past and the present 

competences of the employees. This implies that there is a problem 

encountered in the practice of training and development activities in this 

zone. 

, As there are timely structural, resources and employees' competence and 

human resource management problems observed in relation to training and 

development practices in the study zone, the researcher is dedicated to this 

study that a ims to forward som e points on training and development aspects 

a nd their u sefulness in becoming tools for keeping employees competence up­

to-date . As Odiorne (1987: 9) suggests "training is a heavy cannon in the 

armory of an organization'S development and huma n resource specialists," 

emphasizing the need of training investment in organizations. 
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1.2. Statement of the Problem 

Tra ining a nd development provide solutions to different problems m 

organizations . They a re expected to be carried out by organizations, but 

impediments such as competen ce depreciation , lack of appropriate 

organizationa l structure, lack of fina ncial and m aterial resources, lack of 

favorable opportunities, lack of systematic training and development 

approaches, etc determines its application . 

Lack of trained m anpower in training and development field is also another 

obstacle for implem entation of training and developm ent programs . In 

addition, the organizationa l s tructure of training and development either in 

each organization, or as one unit to coordinate the processes of this work is 
-

anoth er factor that n eeds to be treated. 

Failure to conduct a ppropriate organizational and personal needs assessment , 

problems in designin g, developing, implementing and evaluating the training 

and development systems may a lso be oth er factors that n eed to be solved. 

In our country, it is h eard about the deterioration of competen t m anpower 

skills because of a number of factors. One of the factors is due to the fact that 

training and development-based information m ay not be incorporated as one 

of the organization fun ctions to alleviate the problem s encountered. 

According to the Education Sector Strategy (FDRE, 1994: 17) th e human 

resource development system is outlined in connection to professiona l 

com~tence of teachers. Thi s has an implication that the need for capacity 

bui lding and hence, the need for training as training is one form of learning. 

This m eans that training is needed n ot only to those wh o a re attending the 

school regula rly but a lso to the employees in organizations that should be on­

the-job or off-the-job training accordingly . But a promising s tep is not 

observed in facil ita ting the processes in training employees in some 

organizations. 
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The mam purpose of this study is, therefore, to examme to what extent 

training and development is practiced, and to identify the major problems that 

hinder its implementation in this zone of some organizations. 

In doing so, the entire effort of the paper revolves around seeking answers to 

the fo llowing basic questions: 

1. How are training and development needs assessed and prioritized by 

organizations? 

2 . How is training and development structured? How adequate are the 

resources (manpower, finance and materials) allocated for enhancing 

training and development activities? 

3 . What are the most frequent training and development methods 

employed by organizations? 

4 . What is the current status of South Wollo government employees' 

involvement in training and development? 

5. What are the major problems encountered m the implementation of 

training and development? What are the steps undertaken by 

organizations to address those problems? 

1.3. Objectives of the Study 

The general objective of the study is to investigate the main factors associated 

with training and development activities . 

The specific objectives of the study are to: 

(i) To examine competences of employees. 

(ii) To assess the extent of resources (finance and materials) in organizations. 

(iii) To assess the existence of facilitating conditions for the implementation of 

training and development programs. 

(iv)To suggest to some organizations and concerned bodies to consider 

different factors that may h ave been overlooked while working in today's 

changing environments. 
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1.4 Significance of the Study 

Training and development h ave to be undertaken as tools to solve competence 

problem s. Hence, the place of training and development h ave to be valued as 

these have to playa dynamic role in the improvem ent of carryin g ou t tasks 

and to go a long with th e current conditions. 

As scientific methods a re not incorporated in organizational functions through 

training and development, improvem ent a n d enhancement to be fit with this 

world in any way won't be thinkable. Therefore, managers and other 

concerned bodies h ave to realize th e fact that training and development have 

to be conducted in well organized and systematic ways to solve the 

operational problems of their workers. This study, therefore, will inform those 

concerned bodies some points on what to be practiced or some solutions that 

should be applied to the problems. 

The researcher assumes that this study will have the following significances: 

I. There will be an understanding and awareness on hindrances of 

training and development. 

2. The outcomes of the study will encourage the managers to give 

attention and provide the n ecessary support and facilitation to 

employees training and development system s. 

3. It is hopped that it will encourage policy makers and oth er con cerned 

bodies give attentions to the effects of training and development. 

4 . The s tudy will en courage other researchers in undertaking the study 

more deeply and broadly . 

1.5. Delimitation of the Study 

South Wollo is one of the 11 a dministrative zones in Amhara regional state. 

This zone h as 21 woredas out of which 2 are urban. The zone h as 15 

departments including the zone administra tion and 10 u nits at the zonal level 

to provide technical supports and administrative helps to the woredas . 
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In order to make the research more manageable it was confined to the study 

of 8 departments and 5 units a total of 13 organizations at the zonal level. The 

s tudy was limited on the assessment of training and development practices 

and problems in the aforem entioned organization s . It included only those 

employees who were employed by the government. 

1.6. Research Design and Methodology 

A descriptive s urvey m ethod was employed to depict th e exis ting practices and 

s ituations that are encountered. This m ethod was selected because it is an 

appropria te method to examine the present s ituations of the training and 

development programs and describe opinion, facts and relationships related 

to the problems encountered. 

1.6.1 Sources of Data 

The da ta used for this s tudy was collected from both prima ry and secondary 

sources . The primary sources of da ta were the results obtained from 

employees and executiveR (cabinet m embers) of the zone . Besides to these , 

books, journals, unpublis h ed materials and some documents of the sample 

organizations rela ted to the problem were reviewed to get background 

information. 

1.6.2 Sample and Sampling Techniques 

The study zone consists of 15 departments including the zon e administration 

office . These are : justice, youth and sports, education, administration and 

security, fina n ce and economic development, rural and. agricultural 

development, information , wom en 's' affairs , trade and industry, higher courts, 

health , capacity building, police and works and urban development, further 

there a re 10 units, n a mely : militia, revenue, culture and tourism, 

cooperatives, investm ent, transport , labor and social a ffairs, environmental 

protect ion , m icro-enterprise and food security . 
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According to the zone capacity building department current report, there are 

497 civil servants who are serving in the zone out of which 336 are males and 

161 females in the above organizations. 

Out of the zone organizations a sample of 8 departments and 5 units, a total 

of 13 (52%) organizations, were selected for the study. These organizations 

have a total of 295 employees from which 200(68%) employees were selected 

as participants in the study. Of these participants 20 were focus group 

discussants. The population distribution and the samples taken are depicted 

in table 1. 
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Table: 1 Sampled organizations and Employees 

No Name Of the selected Total No of No of Selected 
Organization/unit employees selected Group discussants 

employees 

1 Zone Administration 
38 24 2 Office 

2 Capacity Building 
17 II 2 Department 

3 Education Department 19 12 2 

4 Finance a nd Economic 
Development 32 20 2 
Department 

5 Rural and Agriculture 
61 39 2 Department 

6 Health Department 16 11 1 

7 Women 's Affairs 
7 7 1 

Department 
8 Trade and Industry 

32 20 2 Department 
9 Culture and Tourism 

15 9 1 Unit 
10 Labor a nd Social 

8 8 1 
Affairs Unit 

11 Environmental 
9 9 1 

Protec tion Unit 
12 Trans port Unit 31 20 2 

13 Micro-enterprise Unit 10 10 1 

Total 295 200 20 

The sample organizations were selected through simple random sampling 

u s ing a lottery method as this method gives all units of the ta rget population 

a n equal ch a n ce of being selected. However, a purposive sampling method 

was selected since this m ethod is important to represent the diversity of 

respondents within each group in order to explore different potential impacts, 

and taking a ll employees was impossible due to lack of resource inputs. 

Hence , based on the given percentage, the numbers of participant 

respondents were selected in calculations from each organization. However, 

from those organizations having a popula tion of ten or less those populations 

were taken directly to be participants in the study. 
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From non-probability sampling, a purposIve sampling method was employed 

for focus group discussion activities. The key informants i.e. the executives 

(zone cabinet members) and the heads of the organizations were included as 

focus group discussants. Based on their positions, one group, consisting of 20 

members was categorized. This category was intended to be useful to get rich 

information from executives and organization leaders (non-executives) with 

out any fear or with out any inconveniences. The focus group discussion was 

useful to get back up information and to fill the gap in the study. 

1.6.3 Instruments for Data Collection 

The instruments used to collect the necessary data were questionnaires and 

document analysis. A questionnaire was used as a major instrument to collect 

data, not only because it is popular means of collecting all kinds of data in 

----research, but also it is an appropriate instrument to obtain information about 

conditions, practices and problems for relatively large sample studies. To 

standardize the questionnaire every respondent was made to get the same set 

of questions. 

The focus group discussion was made to be goal-directed discussion, 

facilitated by the researcher by presenting the research basic questions. 

However, the discussion was encouraged through additional questions or 

probes to create participation. Though it has limitations recording of data was 

manual because of lack of recording device due to shortage of budget 

allocation for the research. 

1.6.4 Procedures of Data Collection 

After closed and open-ended questionnaires were set, they were distributed to 

the respondents. But, before implementation questionnaires (open-ended and 

closed-ended) were prepared and distributed for pre-test in two departments 

(Capacity Building and Education) in order to avoid errors in related to 
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languages, ideas, logic, etc, a nd to enrich the framed items . The selection of 

these departments was arbitrary because of the fact that this was to confirm 

the a pplication of the instrumen ts. Based on the result of the pilot- test, a 

change was made on ideas clarities and typing errors of the questionnaires 

and then the final questionnaires were sent to the respondents. 

Respondents were given adequate time (up to 15 days) to fill in the 

questionnaires . Thereafter , the questionnaires were collected. Concerning the 

focu s group d iscu ssion, th e researcher himself facilitated it by consulting the 

organization heads/some cabinet members . Other information was collected 

from docum ent analysis obtained from the sample organiza tions. 

1.6.5 Methods of data Analysis 

Different s tatistical tools were employed for data analysis. These included 

frequent count, percentages, rank order and Mann-Whitney U test to describe 

and draw inferences from the da ta collected. 

Thou gh it was hopped that a ll the questionnaires distributed to 200 

respondents would be fi lled III and returned the ra te of return was 

175(87.5%). Because few employees were sent out to field work, and meetings 

to other a reas th ey were not a ble to return the given questionnaires to the 

researcher. Out of 20 focu s group discussants , 13 (65%) attended in the 

discussion. As mos t of them were cabinet members and organization heads 

some were out of their offices for different purposes . 

Percentages were dominantly employed sin ce it was used to measure and 

an a lyze the magnitude of the respondents' opinion and assumptions against 

each statement. Also mean was used for the purpose of further analysis and 

comparison of respondent's opinions. In addition Mann-Whitney U test was 

used with the aim of investigating the degree of consistency between groups of 
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respondents' opinions a nd assumptions a bout the prevalent fac tors affecting 

t ra ining and development programs. 

1.7. Limitations of the Study 

Time factor on the part of the respondents to fill in and return the 

questionna ires on the planned schedule was the major problem of this study . 

Some employees particularly m anager s were very busy to participate in the 

group discu ssion. The shortage of reference books in this university was also 

another problem in the s tudy. 

1.8. Definition of Terms 

Cabinet m ember: person of political appointee designated for administration 

purpose being a head of a department/organization. 

Unit: organizational office at th e zone level, but not as large as depa rtment in 

m anpower and size . 

Zone: Following the administrative level of the regional s tate, it is a level in 

providing administration and technical supports to woreda 

organ ization s . 

1.9. Organizations of the Study 

The organization of the s tudy res ts on four chapters. The first chapter 

conta ins the problem and its a pproach , under which background of the study, 

statements of the problem, objectives of the s tudy, s ignificances of the s tudy, 

delimitations of the study, research design and methodology, limitations of 

the study, definitions of operational terms and organization of th e study are 

treated . The second chapter deals with the review of the related literature to 

understand the background information and to use it as a frame for this 

study. In the th ird chapter, presentation, discu ssions and ana lysis of data are 

treated. Fina lly, the fourth chapter brings to a n end this s tudy with summary, 

conclusion and recommendations . 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

This chapter deals with the review of the related literatures that help the 

researcher to have background information on training and development 

systems to be used as a frame for his study. 

2.1. Background on Human Resource Development 

Training and development is one component in the professional field of 

Human Resource Development (HRD). According to the American Society for 

Training and Development (ASTD), HRD is the integrated use of Training and 

Development, Organization Development, and Career Development to improve 

organizational, group and individual effectiveness (Bell-Edwards in Analoui, 

1999: 170). 

As ASTD further defines, training and development is the process of 

identifying, assuring and through planned learning helping develop the key 

competencies that enable individuals to perform current or future jobs, where 

as, organizational development (00) assures healthy inter-and-intera unit 

relationships, and h elp groups initiate and manage change. Career 

development seeks to align individua l career planning with organization 

career-ma nagement process in order to achieve an optimal match of 

individua l and organizational needs (Rothwell a nd Sredl in Analoui, 1999: 

171 -172). 

2.2. Definition and Scope of Training and Development 

A number of writers have discussed the nature of training and development in 

different ways. For example, Rothwell and Sredl in Analoui (1999: 170) have 

described training and development as a short-term learning intervention 
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intended to establish or improve a match between present job requirements 

and ind ividual knowledge , skills and attitudes . 

As Beach (1970: 375), training is defined as "" . the organized procedure by 

which people learn knowledge and/ or skills for a definite purpose." Gatewood, 

Taylor and Ferrel (1995: 404), saw the process of training as "in structing 

employees in their job tasks as well as socializing th em into the organization's 

values , attitudes, and other aspects of its culture". In relation to this, 

DeCenzo and Robbins (1988 : 240) have said th at "training is a learning 

experience in that it seeks a relatively permanent change in an individual that 

wi ll improve his or h er ability to perform on the job". Training can involve the 

changing of skills, knowledge , attitudes, or social behavior. To these authors 

it may mean "changing what employees know, how they work, their attitudes 

toward their work, or their interactions with their co-workers or their 

supervisor." 

As regards to the definition and scope of training, Anderson (2000 : 9) h as said 

the following : 

Training is a process to change employees' behavior at work 
through the application of learning principles. This 
behavioral change usually has a focus on knowledge or 
information, skills or activities, and attitudes or belief and 
value systems. 

The above definition clearly states that training is work-based that deals with 

a shor t time frame geared to the mastery of specific tasks. It focuses on the 

individuals' competencies by which tasks are accomplished. 

Training is the ac t of increasing the knowledge and skill of an employee for doing 

a particular job. It is a short-term educational process and utilizing a systematic 

a nd organized procedure by which employees learn technical knowledge and 

s kills for a definite purpose (Rao and Rao, 1990: 256). Chandan (1997: 284) on 
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his part, has defined development in relation to management development as 

"a learning experien ce undertaken to sharpen the managerial skills, 

knowledge and ability so that the manager can lead and m anage 

organizations su ccessfully in order to further the organizational objectives." 

Training and development are used together to bring about the over all 

improvements of an organization's employees . However; there is a difference 

between them in scope, time, goal and focus. But in this paper, they are used 

interchangeably for convenience. 

2.3. Training and Development: Differences 

Though "training" and "development" seem to be the same In human 

development aspects, m a ny authors have clearly identified the differences 

between them. According to Donnelly, Gibson and Ivancevich (1992: 469), 

training is generally associated with operating employees, while development 

is associated with managerial personnel. 

As Bernardin (2003: 165) puts, the focus of development is one of the long­

term to h elp employees prepare for future work demands, while training often 

focuses on the immediate period to help fix any current deficits in employees' 

skills. According to Wright and Noe (1996: 449) training is the organizations 

efforts to help employees learn job-related knowledge, skills and behavior, 

wh ereas development refers to the organizations efforts to h elp employees 

acquire knowledge, skills and behaviors that improve their ability to meet 

changes in job requirements and customer needs. Thus , training is directly 

job related, whereas development addresses the broader need to be prepared 

to deal with change throughout one's career. Stoner and Freeman in Chanda n 

(1997: 282) suggested that, though, managers and non-managers receive help 

from training and development programs, "non-managers are intended to be 
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trained in technical skills whereas managers are intended to be developed in 

conceptual and human relation skills required to future jobs". 

According to Attwood and Dimmock (1996: 122) development implies 

"improvement, becoming more accomplished and more effective." It is 

associated with management development. 

In the above contexts, training involves designing and supporting learning 

ac tivities that result m a desired level of performance. In contrast, 

development typically refers to long-term growth and learning, directing 

attention more on what an individual may need to know or do at some future 

time. While training focuses more on current job duties or responsibilities, 

development points to future job responsibilities . Training usually refers to 

teaching lower-level employees how to perform their present jobs, while 

development involves teaching managers and professional employees broader 

skills needed for their present and future jobs (Bateman and Snell, 1999: 347). 

In general, training is the process of acquiring the skills necessary to perform 

a job that typically develops the technical skills of non-managers, whereas 

development is the ongoing education to improve skills for present and future 

jobs. 

2.4. The Training and Development System 

Training is needed for every organization as technological changes and 

automation require up-dating the skills and knowledge (Rao and Rao, 1990: 

257). They further pointed out that specifically, the need for training arises 

due to: deviations between employee's present specifications and the job 

requirements and organizational needs, training is needed to fill these gaps by 

developing and molding the employees competencies to the tune of job 

requirements and organizational needs; its viability and efficiency, the 
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organization has to train the employees to impart specific s kills and 

knowledge in order to enable them to contribute to the organizational 

efficiency and to cope with the changing environment; the fact that technology 

a lone doesn 't guarantee success, organization should train the employees to 

enrich th em in the a reas of changing technical skills and knowledge from time 

to time; increased mech anization and automation, manufacturing of multiple 

products and by-products or dealing in services of diversified and expanded 

situations require training in the s kills of coordination , integration and 

adaptability to the requirements of growth, diversification and expansion ; 

and training is necessary when the existing employee is promoted to the 

higher level in the organization and when there is some new job or occupation 

due to transfer. 

As Rao and Rao (1990: 258), training is also needed to: increase productivity; 

improve quality of the product; help a community to fulfill its future personnel 

needs; improve organizational climate; improve health and safety; effect 

personal growth; minimize the resistance to change. 

Situational factors such as technological investment, social and political 

attitudes, institutional practices, external labor markets, demographic 

pressures and changes affect the work forces in the organizations unless 

organizations are prepared to cope with these factors by providing training 

and development to their workers to prevent obsolescence in employees 

(Mabey, Salaman and Storey, 1988: 158-159). It is therefore necessary for 

organization s not to be static, but they have to be proactive to the demanding 

conditions, means that they have to use trainings as a tool to mold and shape 

the employees competencies to the required situation. 

As there is a change in this dynamic world and changing n eeds of the society 

therefore, organizations have to address these changes through training and 

development . In this regard, (Ghosh, 2000: 14) has this to say: 
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An organization which aspires to grow must be in tune 
with the changing needs of the society. Training becomes 
relevant in the context s ince it is only through training 
that the gap between performance of the organization 
and the felt need of a changing society can be 
neutralized. Training reduces the gap by increasing 
employees knowledge, skill, ability and attitude. 

As the above definition, a progressive renewal of the knowledge, skills, and 

a ttitudes of employees is mandatory in order to satisfy the ch a nging n eeds of 

the society. 

As regards to the need for training to employees Ghosh (2000: 15) has notified 

that "training and development of employees is not an option , it is an intrins ic 

part of the practice of HRM and is an investment in people ." This implies that 

training as investment has to be incorporated in organizations not for its sake 

but it is a must. 

Giving attention to training and development and hence, being as a means for 

growth and development of organizations Bartram and Gibson (1997: 4) have 

wrote: 

Because training is an investment, it is important to treat 
it as seriously as investment made, say, in machinery, 
new technology or premises .... the people who pay the 
price ultimately are the employees who, without training 
and development, can be your biggest liability but who, 
trained effectively, can become your biggest asset. 

Hence , training and development have to be practiced in organizations to 

ensure their competitiveness, growth and development by investing on their 

em ployees. Therefore, organizations h ave to consider training as one of their 

properties to keep their employees competence enough to ensure their 

productivity and output. In this regard, Harsey, Blanchard and Johnsons 

(1996:185) have noted that "training and retraining keep people the most 

valuable resources in the organization." Here the implication is that training 
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and development have to be repeatedly practiced as it makes the employees 

timely competitive. 

When training and development is put in practice, a number of Principles 

have been evolved that can be followed as guide lines by the trainees (Rao and 

Rao, 1990: 269-70, and De Cenzo and Robbins , 1988: 243-244). 

1. As the effectiveness of an employee depends on how well he/sh e is 

motivated by management, th e effectiveness of learning/tra ining 

depend s on motivation. 

2. As a trainee has a desire to learn new skills to remain up-to-date , it is 

necessary to provide him/her the right kind of progress information. 

3 . The effectivenes s of the trainee in learning new skills or acquiring new 

knowledge should be reinforced by means of rewards and punishments . 

4. Continuous practice is highly essential for effective learning hence; a 

trainee should actively participate in the training programs. 

5. The training process should start from known and proceed to the 

unknown and from the easy to the difficult. When parts are taught full 

Vs part learning h as to be considered. 

6. It is necessary to adjust the training program considering the individua l 

differences in their abilities and aptitude. 

7. It is necessary to understand that learning has a characteris tic : it 

begins rapidly, then plateau. 

As regards to the benefits of training and development, the beneficiaries of 

training are individuals, organizations and the wider economy of the state it 

self (Anderson , 2000: 13). He further suggests that training is best seen as an 

incentive to the employee and "such an incentive can enhance organizational 

commitment, team effort, customer relations, etc. for example, he says, "the 

right skills and knowledge can mean job transferability, job promotion, job 

enhancement and greater job interest." 

19 



Effective training IS said to be contribute to the improvement of 

competitiveness, productivity and the quality of services to customers . There 

a re tremendous benefits of training to the employers. As regards to this 

Kyprianou and Kasket in Cowling and Mailer (1998: 61) h ave this to say: 

Evidence suggests that 'recrnited fully trained workers' tend to 
leave much sooner than employees the organizations had trained 
themselves. Training also imparts the 'right attitude' to employees 
and 'attitudes' are often Just as important as skill and knowledge 
acquisition. The long-term benefits of training outweigh the short­
term costs. For example, higher skill and knowledge levels, lower 
level tu rnover, reduced recrnitment costs and a greater 
commitment to the organization. Improved delivery performance; 
improved quality, reliability and range of products or services to 
customers; more efficient scheduling of work and improved 
responsiveness to specific requirements; a more flexible and 
adaptable work force generally, with faster adaptation to new 
technologies in particular. 

Therefore, training is very important in providing intrinsic and extrinsic 

benefits to employees, and to organizations. Hen ce , training and 

development are good inves tments because they benefit individuals, their 

organizations, and the economy as a whole (Lussier, 1997: 3 00). 

2.5. The Training and Development Processes 

The fundamental elements of training processes have to be a rranged in a 

logical fas hion and treated to be sure that the desired results are achieved. 

This implies that assessment of the job and individua ls; application of a 

sound learning theory; changes in employees' skills, rules, knowledge, and 

a ttitudes acquired through training experiences; and improved performance on 

the job have to be ensured as the fundamental elements in training processes 

(Rao and Naryana, 1987: 451). 

Designing a training and development process involves a sequence of steps 

that can be grouped into different categories, for example, Harris and 
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DeSimone (1994: 88) have categorized these steps into three phases: needs 

assessment, design/implementation, and evaluation. Assey in Analoui (1999: 

156) has grouped the steps into four: needs assessment, learning, planning, 

and evaluating. Whatever different models appear, in simple and logical 

approach, in the need assessment phase, the need for training is determined 

and the objectives of the training are specified; the training is then, planned, 

designed, and implemented on the basis of these objectives; and the 

evaluation phase is crucial and focuses on measuring how well the training 

and development accomplished what it originally intended to do (Kyprianou 

and Kasket in Cowling and Mailer 1998: 66). 

As Anderson (2000: 77) some of the factors that trigger for training and 

development are external factors like the anticipated demand for 

products/ services, forecast profitability, local labor market, national labor 

market, expected labor market etc; and internal factors such as plans to 

change method or technology, the views of the line manager/training 

department, recent company profitability, loss of a key employee, etc. 

Training need analysis is a method of "gap analysis" aimed at determining the 

difference or gap between actual and required performance (Kyprianou and 

Kasket in Cowling and Mailer, 1998: 66). As Cartwright et al (1998: 87), the 

training gap is the difference between the skills needed to carryout the 

required task and the skills the operative actually possess. Rue and Byars 

(2003: 229) on their part define needs assessment as "a systematic analysis of 

the specific training activities a business requires to achieve its objectives," 

where as Harris and DeSimone (1994: 91) define it as "a process by which an 

organizations HRD needs are identified and articulated." 

The dominant framework for identifying training needs has been three 

category needs analysis approach: organizational analysis, occupational 

analysis, and personal analysis (Kyprianou and Kasket in Cowling and Mailer, 
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1998: 66) . Though many authors agree on organizational a nd personal 

analys is, a difference is observed in job as some u se the term s job, skills, and 

task analysis. For example, Harris and DeSimone (1994: 94) use the term 

"task ana lys is" , a nd Bernardin (2003: 168) uses the term "job analysis". 

However, Kyprianou and Kasket in Cowling and Mailer (1 998 : 68) elaborate 

these terms as to represent different processes, or even refer to different 

s tages with in the same process , and they prefer to u se occupational a n a lysis. 

As these a u thors, job analysis is "the process of examining a job in detail in 

order to identify its component tasks", whereas s kill a n a lysis relates to "a 

detailed analysis of the skilled physical movements involved in manual 

operation ," and task analysis is "th e most important form of analysis for 

training purposes" . 

Organizational analysis can be undertaken u smg a variety of sources of 

inform ation: human resource data can show tra ining weaknesses ; 

departm ents or areas with high turnover , high a bsenteeism, low performance 

or other deficiencies can be pinpointed, and their specific training needs 

investigated. Specific sources of information m ay include grievances, accident 

records, observations, exist in terviews, customer compla ins, waste/scrap 

quality control data etc in the organization (Barnardin , 2003: 169; Kyprianou 

and Kasket in Cowling and Mailer, 1998: 66). Thus, in organizational needs 

a nalysis the organization 's objectives, the efficiency of the orga nization , the 

organization culture, productivity and turnover of employees have to be 

examined to achieve the desired results throu gh training and development. 

According to Ha rris and DeSimone (1994: 99), results of a task an alysis 

typically include "standa rds of performance, how tasks should be performed 

to meet these standards, and the knowledge , s kills, a nd abilities (KSAs) and 

other ch aracteris tics employees need to meet the standards ." 
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As Kyprianou and Kasket in Cowling and Mailer (1998: 68), the sources of 

data for person analysis could be directly observing job performance, 

reviewing supervisory evaluations of performance, using diagnostic tests such 

as written ability tests comparing, complaining behavior of well performing 

employees with those of poorly performing employees, and discussing with 

employees their individual job performance and factors that may inhibit that 

performance. ln general, as Wills (1995: 21) "needs identification has to 

balance corporate demands, policies and strategies, as well as individual and 

organizational requirements." Training and development has to be in place 

whenever employees lack the required knowledge, skill and ability and when it 

could be corrected through training. 

Organizations have to be sure that training is a remedy as it is applied 

appropriately when employees are in lack of the desired competence that fit to 

the current situations. That is why Cartwright et a l (1998 : 86) warn employers 

saying that "when deciding training needs, remember that training is not a 

reward: it should be there to aid both organizational and personal efficiency 

and effectiveness." In this regard Dessler (2003: 229) has noted that 

"distinguishing between can 't do and won't do problems is the h eart of 

performance analysis." 

Despite its importance, many organizations do not perform needs analysis as 

frequently or as thoroughly as they might (Harris and DeSimone (1994: 92). 

They pointed out some of the reasons for their unwillingness as follows: 

l. Needs assessment can be difficult , time consuming process. 

2 . Action research is valued i.e. managers often decide to use their limited 

resources to develop, acquire and deliver HRD programs that to conduct 

an activity they see as a preliminary study. 

3 . The incorrect conclusion that needs assessment IS unnecessary smce 

available information already specifies what an organizations needs are . 

4. Lack of support for needs assessment. 
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Therefore, a ll the above factors should be considered when promoting needs 

assessment . In addition, the appropriate resources h ave to avail for needs 

assessment purposes in order to make the training and development activities 

effective a n d worthwhile. 

2.6. Designing and Implementation of Training and 

Development Programs 

The traditional approach to devis ing training plans focuses on the need to 

determine clear a ims and objectives which are relevant to th e learners 

concerned and enable the performance gap to be bridged (Marchington and 

Wilkinson, 2000: 189). When devising training pla n s, as Attwood and 

Dimmock (1 996: 103) put, the overall objectives of the training program, when 

and wh ere should it take place, the contents of the training, the appropriate 

training methods used, and the responsible bodies that undertake and 

administer the training should be taken in to consideration. 

It is therefore necessary lo bear in mind that when designing training and 

development a ll the required components/ inputs con sidered, the management 

and administration aspects identified, and the responsibilities h ave to be clearly 

defined. These action s will provide su ccessful implementa tion of training and 

development. 

Therefore, a successful training program implementa tion sh ould apply principles 

of learning. As Noe et al (2007: 240) sugges ts, "effective training communicates 

learning objectives, presents information in distinctive and memorable ways, and 

h elps trainees link the subj ect matter to their jobs." 

When designing and implementing th e training programs, as Harris and 

DeSimone (1994:90) four activities have to be accomplish ed : selecting the person 

to deliver the program; selec ting and developing the content of the program; 

scheduling the program; and implementing or delivering the program. 
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2.7. Methods of Training and Development 

There are numbers of training m eth ods that can be u sed to t rain and develop 

employees or m anagers, rangin g from the relatively unstructured and 

informal to th e carefully programm ed and structured. Though they do have 

the ir own nature and mea ning, their advantages and disadvantages, it is 

important to recognize that no one m ethod is inherently superior to any other, 

but that different methods are suitable for different sets of circumstances 

(Marchington and Wilkinson , 2000: 193).This implies that each training and 

development methods have their own important values if individua ls use them 

correctly and a ppropriately based on the situa tion demanded. 

Training m ethods can be analyzed in different distinct categories. For 

example, Ghosh (2000: 210) and Da var (1976: 131) have analyzed the training 

and developm ent methods in four distinct categories, namely i) the telling 

method ii) the showing m ethod iii) the role playing m ethod, and iv) the 

discu ssion m~thod , where as Bernardin (2003: 173) divides the training 

methods in to two categories : 

1. Methods that are prima rily informational or transmittal in n ature, i.e. 

they use prima rily one way communication in which information is 

transmitted to the learn ers . Accordingly lecture, audiovisuals, 

independent study and program instruction are under this category. 

2. Meth ods that are experiential in n ature , i.e. the learner inter acts with 

the ins tructor , a computer/simu lator, customers or other trainees to 

practice the skill. Experiential methods include: on-the-job training 

(OJT), computer-assisted ins truction (CAl) , equipment simulators , 

games and simulations, case s tudy or analysis, role playing, behavioral 

modeling and sensitivity training. 
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According to Saiyadain (1988: 223) and Prokopenko (1998: 119) the choosing 

of training an d development method or a mix of methods is a function of a 

number of considerations: 

1. The purpose of training is an important consideration in the choice of 

methodology. 

2. The nature of contents often determines the nature of methodology. 

3. The level of the tra inees in the hierarchy of the organization also 

determines the nature of the m ethodology. 

4. Cost considerations have to be taken into account while deciding on 

methods of training. 

5. Appropriate m edia for delivery of the training in the most efficient 

manner and at minimum cost have to be also considered while deciding 

on methods of training and development (Prokopenko, 1998: 120). 

Therefore, the selection of training and development methods should depend 

on advantages obtained when compared to the inputs , processes and outputs. 

Concerning the p lace where training and development should take place , 

Armstrong in Analoui (1999: 160) has identified three places where training 

can take place in organization/ company, on-the-job, off-the-job and external 

locations . Analoui, however, argue that the most useful classification has to 

be based on the proximity of training location to the actual work place as a 

major criterion and suggests two basic categories, namely on-the-job and off­

the-job training and development. 

On-the-job training is a widely used method where the trainee is in both the 

physical and social environment of the work place-simultaneously involved in 

the process of acquiring both the technical and social requirements of the job 

(Assey in Analoui, 1999: 161). OJT includes job rotation, job enrichment, 

second me nt , coaching, mentoring, special projects, and p lanned exercises 

(Kempton, 1995: 119). 
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OJT is the most popular method of learning having many advantages either to 

the organization or to the trainees themselves. As regards to the advantages of 

OJT, Dessler (1994: 244) and Beach (1970: 387-388) have listed the following: 

the trainee will have opportunities to practice immediately; the trainee will 

have immediate feedback; it is relatively inexpensive; trainees learn while 

producing; and there is no need for expensive off-job facilities like classrooms 

and programmed learning devices . 

However, the disadvantages of usmg OJT are: the training gIven may be 

piecemeal and not properly planned, and the trainee gains a fragmented 

picture of the organization; the trainer may not have sufficient knowledge of 

the processor expertise in instructional techniques; errors may be made by 

the trainees while they learn; and low productivity will occur while the 

employees develop their skills (DeCenzo and Robbins, 1988: 248). 

It is therefore advantageous to use OJT methods as they provide dual 

benefits: to the trainees to develop their competencies, and to the organization 

to increase their capacities for farther competition and development. 

The other type of training method is off-the-job training where the employee is 

sent to another location outside the organization to learn a skill or acquire 

important knowledge (Gomez-Majia, Balkin and Cardy, 2005 : 437-438). It 

includes (1) lectures and demonstrations (2) simulations, role plays and 

games (3) self-study (4) attending external courses (5) conference or 

discussion. 

The advantages of off-the-job training are: specialists can be used to instruct 

the employees; training can be more concentrated; and it can be less 

stressful. 

The disadvantages of off-the-job training are: there may be no direct link 

between th e training and the job; it is usua lly more expensive as compared to 
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OJT; a nd employees can't work while they are being tra ined (Snape, Redman 

a nd Ba mber , 1997: 74-81) . 

2.8. Effectiveness of Training and Development Programs 

Eva luation is the final formal phase of the employee development process th at 

takes pla ce at two levels, to determine if the various training program s were 

s uccessful, and to assess the extent to which the overa ll employee 

development process met its goals (Heneman et a!. , 1989: 443) . As Analoui 

(1999: 162) a systematic evaluation process can be achieved with two 

important purposes: "the first one is to find out how far the training program 

has achieved its original training objectives for the n eed of the organ ization, 

a nd second , to determine the extent to which individual objectives are 

achieved." 

As th e a bove authors, evalu ation is one of the processes of training and 

development by which the objectives of training and development are 

measured whether these obj ectives ure met or n ot based on the needs of the 

organization or the employees. 

Eva luation a s defined by Goldstein in Harris and DeSimone (1994: 167) is 

"the systematic collection of descriptive and judgm ental information necessary 

to m a ke effective training decisions related to the selection, adoption, value, 

a nd modification of various instructiona l activities". As Harris and DeSimone 

(1994: 167) h ave pointed out, evaluation involves "the systematic collection of 

informa tion according to a predetermined plan or method to ensure th at the 

information is appropria te and u seful". Bernardin (2003: 180) says that 

evalu a t ion also "involves the collection of information on wheth er tra inees 

were satis fi ed with the program, learn ed the material, and were able to apply 

the s kills back on the job." Therefore, evaluation is done before, during and 

a fter tra ining and development so that the inform a tion gathered at these 
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stages help to improve the quality and effectiven ess of training and 

development for the organization . 

As Saiyadain (1988 : 230) puts, "evaluation of training effectiven ess is that 

most critical phase in no t only assessing the quality of tra ining imparted but 

a lso to see what future changes in training plan should be m ade to m a ke it 

more effective." 

Many authors have identified a number of purposes of evaluation with in the 

organization (Phillips in Harris and DeSimone, 1994: 167-168; and Basarab and 

Root, 1992: 6-7) . Basarab and Root (1992: 6-7) have pointed out the following 

main purposes of the training evalu ation process: 

1. To identify whether a training program is accomplishing its obj ectives . 

2. To benefit those who sponsor training programs. 

3 . To decide if participants are behaving more effectively on the job and if 

that behavior is a result of the training. 

4. To identify whether tra ining con tributed directly to the pa rticipants' 

improved job performance or whether the improved job performance 

was due to environm ental changes in the work situation. 

5. To identify learning from the course program that is actually being u sed 

in the work situ ation or to identify learnin g that is n on -applicable to the 

work si tuation and should be elimina ted . 

6. To find if training contributed to a more effective and efficient business 

organization. 

7. To identify s trengths and weaknesses in the training process a nd the 

reason s or cau ses of those strength s and weaknesses. 

8. To find the cost/ben efit ratio of a tra ining program. 

9. To decide who should participate in future training programs. 

10. To identify which participants benefited the most and which benefited 

the least from the course p rogra m. 

11. To decide if th e course progra m has both merit and wor th . 
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12 . To establis h a data base that can h elp management in making decisions. 

Given its importance above, evaluation process h as to be practiced regularly 

and has to be conducted carefully to bring about the intended results 

required. However, evalua tions, is not done more frequently in some 

organization s. As Harrison and DeSimone (1994: 169) put, the reasons might 

be (1) becau se th ose associated with program may be a fra id of criticism and 

program cuts if the evalua tion s hows that the progra m was not effective (2) 

evaluation may require time, resources and expertise that the may not have or 

may not be willing to expend , and (3) many factories or organizations beyond 

the program itself (including the economy, equipment, policies and 

procedures, other human resource factors , and resource availability) can 

affect whether employee performance improves, thus m aking it difficult to 

evaluate the impact of training. 

However, as Kempton (1995 : 123) suggests, training effectiveness can be 

m easured by validation a nd evaluation, and he defined validation as: 

Validation is the assessment of whether trammg has 
achieved its prescribed objectives . Internal validation 
assess whether the training intervention has achieved 
what it was designed to do. External validation assesses 
whether the training intervention was based on an 
accurate identification of training needs. 

Though, evaluation is a difficult process, it is used to evaluate training 

effectiveness based on the employees reactions, learning, job behavior, 

organization a nd ultimate value (Rao and Rao, 1990: 280, and Kempton, 1995: 

124-125) . This is the "Kirk Patrick" model which is the most widely used in 

evalu ating training (Megginson , 1981: 223; Harris and DeSimone, 1994: 171 , 

and Kempton , 1995: 124 - 125). 
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Rao and Rao (1990: 279-28 1) h ave identified Kirk Patrick's Hierarchical Model 

of Training Outcom es as follows: 

Improvemen ts in tangible 
individua l/ organizational outcomes 
su ch as turnover, accidents or 
productivity (results) 

Behavioral change 
(Beh avior) 

Knowledge or skill acquisition 
(Learning) 

Trainee's reaction to the program content and training process 
(Reactions) 

Source: Kirk Pat ricks Hierarchial Model of Training Outcomes, page 279 

The oth er types of evaluations are forma tive evaluation and summative 

evaluation which are done by supervisor s and managers, in which the former 

provides information to the s ta ff for purposes of improving the course 

program during its development and implem enta tion ; and th e latter provides 

information to show the m erit and worth of a training progra m (Basarab and 

Root, 1992: 7). 

There are however , som e problem s in evaluating training and development 

programs. In this regard, Truelove and Reilly in Melaku (2004: 37) have listed 

the fo llowing: 

1. Res istance to evaluation of training and development programs happen s 

to come eith er from the tra ining s taff, the trainees or from sponsoring 

bodies. 
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11. Evaluation is an expen sive activity that requires much money and time. 

Therefore, there could be reluctance in undertaking evaluation. 

iii. Trainers may lack the knowledge, skill and incentive to evaluate. 

iv. Undertaking evaluation activities, designing, collecting data, analyzing, 

etc, may take a long time depending on the nature of the training and 

development programs. 

Therefore, essential ingredients for a successful evaluation are: i) support 

through out the evaluation process in human resources, time, finance, 

equipment and availability of data, records and the like ii) existence of open 

communication channels among top management, participants and those 

involved in providing data, and iii) existence of sound management processes 

are required (Rao and Rao, 1990: 281) . 

2.9. Management Training and Development 

Management development is a systematic process of growth and development by 

which managers develop their abilities to manage (Rao and Rao, 1990: 292). It is 

concerned with developing the attitudes and skills necessary to become or remain 

an effective manager (Rue and Byars, 2003: 233). According to Armstrong (1996: 

129) management development is about "improving the performance of existing 

managers, giving them opportunities for growth and development, and ensuring, 

as far as possible, that management succession is provided for." 

According to the definitions above, managers have to be given opportunities to 

develop their skills, knowledge and attitude in order to make them competent 

enough to the required s ituations. Hence, favorable conditions have to be set for 

a manager, as Armstrong (1996: 129) cites what McGregor wrote about: 

The job environment of the individual is the most important variable 
affecting his development. Unless the environment is conducive to his 
growth, none of the other things we do to him or for him will be 
effective. That is why the "agricultural" approach to management 
development is preferable to the "manufacturing" approach. The later 
leads, among other things, to the unrealistic expectations that we can 
create and develop managers in the classroom. 
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However, the re is an a rgument on for and against tra ining to managers. 

According to Old corn (199 6: 142) and Cowling and James (1 994: 93), the reason s 

for arguments against include: it cos ts too much ; on ce train ed they will leave; 

once trained they will be d iscontented; once train ed too many questions will be 

asked. The arguments for are: the increasing complexity of organizations requires 

that mangers h ave to be knowledgeable about more and m ore things to be 

effective; m a n agers have to understand, or h ave a thorough working knowledge 

of, all aspects of the part of the organization for which th ey a re responsible; with 

out adequa te preparation for high levels of responsibility, managers can be 

promoted beyond their level of competence; only if m an agers have some 

understanding of other parts of the organization will they be able to communicate 

with each oth er a nd gain their trust and good will ; the environment is changing 

so fast that it is not reasonable to expect the managers to keep up-to-date in all 

th e things th ey should be up to date on: an out-of-da te manager being a 

dangerous a nimal. 

In support of th e need for training and development for managers, Snape, 

Redman and Bamber (1997: 71-72) have m ention ed the following reasons as to 

why organizations invest in m a nagement tra ining and developm ent: 

1. It reduces the n eed to recruit skilled managers from outside the 

organization and may induce loyalty to the organization and reduce 

turnover. 

2 . An organization with a good reputation for training and development is 

often a ble to attract th e best recruits. 

3 . In today's uncertain corporate environm ent, organizations increasin gly 

rely on havin g flexible staff tha t is a ble to res pond to change, so that 

man agers may n eed training through out their careers . 

There are m a inly two typ es of techniques by which managers can acquire the 

knowledge, skills and attitudes: one is through formal training and the other 

is through on-the-job t raining (Rao and Rao, 1990: 297). As these authors, 
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som e of th e important on-the-job training techniques are coaching, job 

rotation , understudy and multiple management; and some of the off-the-job 

training techniques for managers include the case method, incident method, 

role playing, basket method , business game, sensitivity training, grid training 

simulation, conferences, and lectures . In addition to these Snape, Redman 

and Bamber (1997: 74-82) have added other techniques like computer­

ass isted learning, action learning, out door training, and mentoring. 

As Rao and Rao (1990: 303-304) noted , the success of any management and 

training programs largely depends on the selection of the techniques, and 

hence, a combination of the techniques should be used if they are suitable to 

the obj ectives intended for effective realization of the programs. 

Before implementation of the techniques, their suitability, their cost­

effectiveness and even their differences have to be well understood. As regards 

to this, for example, Rao and Rao (1990: 297) have noted the differences 

between coaching and counseling as follows: 

Coaching involves a discussion between the boss and his 
subordinates of areas concerned with the man's hopes, fears, 
emotions, and aspirations. It reaches into very personnel and 
delicate matters. To be done correctly, counseling demands 
considerable background and ability on the part of the 
counselor. If carried out poorly, it may do considerable damage. 

As explained above, therefore, management training and development 

techniques have to be critically analyzed , and appropriately put into practice 

in order to make the management training and development techniques 

e ffective and fruitful. 

2.10. Organizational Aspects of Training and Development 

As observed in some organizations /companies , training and development is a 

function of human resource department, while in others it is a separate 

department. The organization strength of a training and development section 
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or depa r tment depend s on the organizationa l s tructure of the 

compa ny / organization and / or personnel department . Therefore , a tra ining 

program sh ould be m uch better effective if it is well organized and based on 

the s ize of its s taff m embers, one person or unit in the organization is to be 

made respon s ible for tra in ing (Jucius, 1963 : 274). As this author in sm all 

organizations/ companies, a line executive will have to be given the 

responsibili ty to do th e tasks of planning, organizing and evalu a ting the 

tra ining program , where as in large companies/organization s the personnel 

man ager or a tra ining director should be as sign ed to do these tasks. 

However , th ere may be obs tacles or issu es that may ac t a s impediments to 

training a n d developmen t tha t include the cost of training, lack of motiva tion 

or awareness, time con s train ts, and lack of top-managem ent commitment. 

This implies that organizational approach es to training and development 

de termine its effectiveness .So that as Anderson (2000: 53) suggests the 

following impacts on effective training sh ou ld be taken into consideration: 

organizational accepta n ce of t raining; organizational commitmen t to tra ining; 

th e level/degree of resources a llocated; and th e value a ttributed to training. 

As it is s u ggested a bove, resou rces (money, facilities m a teria ls and expertise), 

the clima te within th e organization , and th e en vironmenta l constraints that 

include legal, socia l, polit ical and econ omic issues h ave to be taken into 

accoun t in training a nd developmen t organizational aspects. Therefore, the 

a llocation of budget, avai la bility of resources and positive attitude of 

man agers towards tra ining and development ha s to be en sured , and huma n 

resources depar tm ent / unit a long with qualified staffs h as to be es tablished in 

organizations. 
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CHAPTER THREE 

ANALYSIS AND INTERPRETATION OF DATA 

This chapter deals with the presentation and analysis of the data collected 

from employees (non-managers) and managers of the sample organizations in 

South Wollo administrative region at the zonal level. 

The data were collected through questionnaires consisting of both open-ended 

and close-ended questions, document analysis and focus group discussion 

which are quantitatively and qualitatively described. 

Before dissemination of the final questionnaires, 15 questionnaire copies were 

distributed to a pilot-test in two organizations (Capacity building and 

Education department). The selection of these organizations was arbitrary 

because they are assumed to represent the sample organizations to be studied 

and the intention was only for testing. Then, the questionnaires were collected 

and reviewed. Having some important ideas and comments some corrections 

were made and the final questionnaires were prepared. 

After contacts were made with 13 organizations' head or representatives, 

questionnaires were distributed to each sample organization. The type of 

items or questions distributed were the sam e for both managers and non­

managers, but a difference was made in the focus group discussion which 

was carried out a mong organization's executives or heads to get their 

particular suggestions, opinions and comments. 

To make the analysis convenient, items that have relationships with each 

other were identified. Hence, different tables were designed taking into 

consideration the first part be the background or bio data of the respondents. 

The second pa rt , probably the most important one that enables to get 
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suggestions , opInIOns and comments of the respondents, was followed and 

responses were tabulated in the respective ta bles . 

Based on the information gIVen a bove the presentation, analysis and 

interpretation of data is made as fo llows: 

3.1 Characteristics of the Respondents 

This section deals with the bio data of the respondents . It con s ists of sex, age, 

position, year of service and academic qualification which a re thought to be 

important variables in the study . 

Table 1: Characteristics of the Respondents 

Variables Characteristic Categories 
Respondents 
No % 

Sex a. Male 126 72 
b. Female 49 28 

Total 175 100 
Age 

a. 25 and below 12 7 
b. 26-35 years 56 32 
c . 36-45 years 62 35 
d. 46 vears and above 45 26 

Total 175 100 
Present position a. Executive /cabinet member/ 5 3 

b. Department hea d and cabinet member 3 2 
c. Zone organization department hea d 3 2 
d . Unit head 6 3 
e. Unit deputy head 0 0 
f. In-organization department head 2 1 
g. Expert 92 53 
h . Staff member 64 36 

Total 175 100 
Years of service in the a. 5 Years and below 85 48 
organization b. 6-10 years 22 13 

c. 11- 15 years 11 6 
d . 16-20 years 24 14 
e. 21 vears and above 33 19 

Total 175 100 
Academic Qualification a. Below grade 12 4 2 

b. Grade 12 35 20 
c. College diploma 73 42 
d. First degree 54 31 
e. Second degree and above 9 5 

Total 175 100 
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In item number 1 above, male respondents constitute 72% and females 28%. 

Female respondents are less in number as they were employed in government 

organizations . This effect may be due to lack of supports a nd encouragements 

given to them or females might not get the opportunity to be employed at the 

government organizations as few graduate from educational institutions. 

Considering the age of the respondents, 12 (7%) lies under the range of below 

25 years. The next large number 56 (32%) of the respondents age lies from 

26-35 years category, and the larger number 62 (35%) lies from 36-45 years 

category, while 45 (26%) of the respondents were aged from 46 and above 

years category. This implies that most of the employees in the zone 

organizations are at the productive level. 

As revealed in item number 3, the study is based on workers who are 

employed at the government organizations, and the zone cabinet members are 

induded to have their particular suggestions, opinions and comments on the 

research works when necessary. So , it is observed that most of the 

respondents in the study were experts (53%) who are professionals that might 

do the questionnaire effectively. The next large numbers (36%) were the staff 

members. 

Concerning the services, those who are serving 5 years and below are found to 

be 85 (48%) who seem to be with no more experience. However, this may not 

be true as their age told us but the reason may be due to transfers and 

reassignments as the business process reengineering is put in place in some 

organizations of the zone . On the contrary, the next large number of 

respondents is 33 (19%) who may have rich experiences as is asserted in the 

literature. 

In terms of qualification, 73 (42%) of the respondents are diploma holders, 54 

(31 %) are degree holders, 9 (5%) are second degree holders. The rest 39 (22%) 
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are grade 12 and below. These qualification levels imply that based on their 

position and qualification levels employees have to be given training and 

development for strengthening their competency levels . So that it is possible 

to say that the respondents were mature enough to rely on the information 

they have supplied. 

Table 2: Employees' Familiarity with Training and Development 

No Items Employees (non- Managers Total 
managers) N=158 (N=17) 

No. % No. % No % 
. 

1 Did you receive any training and 
development in the last 5 years? 

1. Yes 78. 49 16 94 ' 94 54 
2 . No 80 51 1 6 81 46 

2 How often did you receive training and 
development? 

1. Once 27 35 2 13 29 31 
2. Twice 18 23 9 56 27 29 
3. More than twice 33 42 5 31 38 40 

3 If your answer to item 1 IS no, the 
reason might be: 

1. Had no desire to repeat course 
already taken. 6 7.5 1 100 7 8.64 

2. My manager did not let me 
participate 7 8.75 1 100 8 9. 87 

. 
3. Priority was given to training 

policy of organization 12 15 - - 12 14.81 

4. Lack of resources 30 37.5 1 100 31 38.27 

5. Organization did not carry out 
any training 13 16.25 - - 13 16.05 

6. No training was given relevant 
66.67 to my iob 53 66.25 1 100 54 

As indicated in item 1 above, 80 (51%) of employees (non-managers) did not 

receive training and development in the last five years, but 78 (49%) did. On 

the contrary, the great majority of managers (i.e94%) received training and 

development. This clearly shows that managers compara tively spending got 
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better opportunity to training and development than non-managers. This 

shows that more emphasis is given to individuals in management positions. 

Regarding the length of time respondents have received training and 

development, majority of the employees (42%) have taken more than twice 

while 23% and 35% have taken twice, and once respectively. Unlike to non­

managers, 56% of managers have taken training and development twice 

followed by 31 % and 13% of managers who have participated more than twice 

and once respectively. 

The reasons as to why employees did not receive training and development 

are because of the fact that there was no training given in respect to their jobs 

as 53 (66.25%) of the employees and 1 (100%) of the managers have asserted. 

It is because of lack of resources for training and development programs in 

their organizations as that of 30 (37.5%) of employees and 1 (100%) of the 

managers have assured . However, any of the managers have said nothing on 

some other reasons though non"managers (16.25%) have assured that they 

did not receive any training and development because their organization did 

not carry out training and development, and prior opportunities were given to 

others rather than to themselves based on their organizations' training 

priority systems. Both non-managers and managers have agreed that lack of 

resources have been the major obstacle to carry out training and development 

programs. 
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Table 3: Views toward Training and Development 

No Item Group Rating Scales 
X U test P 

1 2 3 4 5 

1 Enhanced organizationa l 1 7 5 64 5 1 20 3 .49 
commitment, team effort 919.000 0.057 

and customer relations 2 0 0 5 8 4 3.94 

2 He lped to improve the 1 3 9 62 60 13 3.48 
quality of organ ization 962.000 0.094 

services/ products 2 0 1 4 9 3 3.82 

3 Helped to solve problems 
1 2 20 57 55 13 3.39 

cau sed by knowledge, 
1012.500 0.173 

skill and a tti tude 

obsolescence 2 0 0 7 8 2 3.7 1 

4 Enabled the organization 
1 2 21 66 46 12 3.31 

to continuous existence 982.000 0.124 

and competition 
2 1 0 7 5 4 3. 65 

5 Con tr ibuted little in 1 2 37 52 48 8 3. 16 

so lving practical problems 1146.500 0.560 
2 1 5 5 5 1 3.00 

6 Expenses incurred 1 26 69 37 12 3 2.30 
outweighed its advantage 773. 500 0 .006 

2 7 9 0 1 0 1.71 

As revealed in table 3, to investigate the reactions of employees (non­

managers and managers) toward training and development, a Likert Scale 

consisting of rating scales s trongly d isagree= 1; disagree=2 ; fairly agree= 3; 

agree= 4; and s trongly agree=5 was used. Then the m ean scores of the two 

groups and the Mann-Whitney U test was calcula ted by SPSS system. The 

calculated U value in a two-tailed test was considered statistically significant 

wh en P5: 0 .05. 
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As depicted in item 1, the mean scores registered for non-managers 3.49 and 

for managers 3.94 show that there is view differen ce between non-managers 

and managers toward training and development in enhancing organizational 

commitment, team effort and customer rela tions in their organizations. 

However , in the calculated U value (0 .057), there is no statistical significance 

between opinions of non-managers and m anagers as this value is greater than 

P=0.05. Therefore, it can be concluded tha t th ere is no eviden ce in perception 

difference between the two groups. 

Regarding to item 2, it is observed that the non-managers and managers did 

not h ave the sam e view on training and development in helping to improve the 

quali ty of organization services/products as evidenced in the mean scores of 

3.48 and 3.82 respectively. On the other h and, the calculated U value (0.964) 

is greater th an P:: 0.05. As a result , it can be concluded that there is no 

statistical evidence on view differences between non-managers and managers 

on training and development in improving the quality of organization 

services/ products. 

As revealed in item 3 , non-managers and managers did not have the sam e 

reactions on the effect of training and development to solve practical problems 

cau sed by knowledge, skill and attitude obsolescence's as evidenced by the 

mean scores of 3.39 and 3.71 respectively. However, the calculated U value 

(0.173) in a two-tailed test is greater than the critical value P.:: 0 .05. Therefore , 

it can be concluded that there is no significant difference in opinions between 

non-managers and managers on tra ining and development in solving practical 

problems caused by knowledge, skill and attitude obsolescence. 

As the calculated mean values 3 .31 and 3 .65 for non-managers and managers 

respectively , a difference in view is observed between non-managers and 

managers on training and development in ensuring the organization to 

continuou s existence and competition. But the calcula ted U value (0 .124) is 
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greater than P.s. 0 .05. This indicates that there is no significant difference 

between the two groups. Hence, there is no evidence to conclude that one 

group has viewed more on the need of training and development for 

organization's existence competitively. 

In item 5, the mean scores of the two groups, non-managers and managers 

(3.16 and 3.00) respectively do not show agreement on the contribution of 

training and development in solving problems. However, the calculated U 

value (0.560) is greater than P.s. 0.05. So, there is no significant difference in 

views on training and development contribution to solve practical problems in 

organizations. Therefore, it can be concluded that there is no evidence in 

views difference between the groups on th e contribution of training and 

development to solve practical problems in organizations . 

As to item 6, the expenses incurred and the advantages obtained from 

training and development were compared and contrasted. The calculated 

mean values 2 .30 for non-managers and 1.71 for managers have shown that 

there is opinion difference between the two groups. Similarly, the calculated 

value (0.006) shows that there is statistical significance as P.s. 0.05 . So, it can 

be concluded that there is a statistical difference between the ran kings of the 

two groups that non-managers views on expenses incurred to training and 

development is higher than its advantage. This is an indication that the need 

to training and development as investment in organizations is not fully 

recognized by a ll employees. But it has to be noted that spending money on 

training and development IS investing on human beings and their 

organizations for continuous existence. So advantages obtained from training 

and development is more than expenses incurred to it. 
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Table 4: Training and Development Needs Assessment 

Non-managers Managers 
No Item (N=15Sj (N=17) 

No % No % 
1 

Is there a training a nd development 
needs assessment in your organization? 
1. Yes 40 25 10 59 
2 . No 110 70 7 41 
3. No response 8 5 - -

2 If your a n swer for question 1 is "yes" 
who participated in needs assessment? 
1. Each individuals 12 30 4 40 
2. Top-level m a nagers 16 40 4 40 
3. Immediate s upervisors 12 30 2 20 

3 When did the training and development 
need assessment start in your 
organization? 
1. Before 5 years 13 33 4 40 
2. Before 2 years 7 17 5 50 
3.This year 8 20 1 10 
4.Donot know 12 30 - -

4 Which of the methods below were u sed 
to assess? 
1. Performance appraisals 27 67.5 6 60 
2. Observations 23 57.5 4 40 
3. Group discussions 17 42 .5 8 80 
4. Annual performance review 20 50 4 40 

Four items were presented to be responded by the respondents concerning the 

presence, starting time, participants and the methods employed in the course 

of needs assessment in their respective organizations. As indicated in item 1, 

most non-managers (i .e. 70% of the respondents) have assured tha t there was 

no training and development needs assessment m their respective 

organizations. On the contrary, 10 (59%) of the managers have said tha t need 

assessment is practiced. However, as this is investigated in the focus group 

discussions, a need assessm ent is made by the regiona l bureaus level based 

on the information obtained from zonal organization h ead s. This does not 

involve the employees that mean that need assessment of training and 

development is not m ade in organizations a t the zona l or at the Woreda levels. 
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Concerning the participants In training and development n eeds assessment, 

40% of the employees and managers agreed that top-level managers were 

exposed to training and development needs assessment. The n ext large 

number, 30% of employees and 40% of managers h ave said that each 

in d ividua ls from organizations participated in training and development n eeds 

assessm ent. On the other h and, 30% employees and 20% of m a n agers have 

said that immediate supervisors participated in needs assessment. In general, 

some respondents thought that managers did the n eed s assessment, but 

managers proved that n o needs assessment was made at the zonal level or 

below when they were talking about it in the focus group discu ssion. 

As regards to item 3, 13 (33%) of employees and 4 (40%) of m a n agers have 

said that needs assessment in their organizations has been started before 5 

years. On the other hand 17% of the employees and 50% of the m a n agers 

have revealed that training and development needs assessment have started 

before 2 years, while 20% of the employees and 10% the managers h ave said 

that needs assessm ent in their organizations have been started this year. The 

rest 30% of the employees do not know when n eeds assessment is started in 

their organization s. This indicates that if th ere were training and development 

needs assessment, they would involve in it. So, this implies that there is no 

needs assessment for training and development programs in organizations. 

The m ethods used to assess the training and development n eeds assessm ent 

were m ostly performance appra isal as 37.5 % of non-managers have 

described . Following is through observations and annual performance review 

as 57.5% a n d 50% of th e non-managers h ave revealed. But 8 0% of managers 

have said th at group discussions were u sed as m ethods for n eeds assessment 

purposes, while some (40%) h ave said annu a l performance reviews were u sed. 

As d iscu ssed in th e focus group discussion, the above methods of training 

and development needs assessment were u sed by the zon e m anagers when 
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they were asked to report to the regional bureaus to send employees for 

different training and development purposes. 

In addition to the methods used to assess training and development needs 

assessment described above, field reports and questionnaires were used as 

few of the respondents have pointed out. Adding to this, to introduce new 

procedures and systems for new recruits, some organizations have selected 

these employees for training and development. 

For a question, "why needs assessment IS not conducted In your 

organization?", some respondents forwarded some reasons su ch as lack of 

budget, lack of awareness and attention, lack of plan and skilled manpower, 

lack of training and development structure, needs assessment is only done at 

the bureau's level, inefficiency of the managers, work load and unknown 

reasons have been mentioned . 
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Table 5: Prioritizing Training and Development Needs 

Non-managers Managers 
Total No Item N=lS8) (N=17) 

No % No % No % 
I Are priorities made to the limited resources 

(funds) available for training and 
development in you r organization? 
1. Yes 4 1 26 11 65 52 30 
2. No 28 18 6 35 34 19 
3. Do not know 79 50 - - 79 45 
4. No response 10 6 - - 10 6 

2 If "Yes" , to which is priority given? 
1. Top managers 13 31. 7 3 27.2 16 30.8 
2. Supervisors 5 12.2 2 18.2 7 13.5 
3. Middle managers 9 22 2 18.2 11 2 1.1 
4. First line managers 1 2.4 2 18.2 3 5.8 
5. Experts 11 26.8 2 18.2 13 25 
6. Non experts / clerical staffs 2 4.9 - - 2 3.8 

3 What are the main factors considered for a 
priority purposes? 
1. Legal factors 23 56.09 5 45.45 28 53.84 
2. Political Factors 30 73.17 6 54.54 36 69.23 
3. Competency factors 41 100 6 54.54 47 90.38 

Even though tra ining and development needs assessment was not largely 

conducted in the zone organizations, by one way or another trainees were 

selected for tra ining. In this regard, 3 questions were asked about prioritizing 

training and development needs by the organizations for existing resources to 

training and development. 

As indicated in table 5 item 1, some employees (non-managers) and managers 

(26% and 65% respectively) revealed that for the selection of trainees to 

training and development, priorities were made to the existing resources 

(funds) in their organizations. 

On the contrary, however, 18% of employees a nd 35% of managers expressed 

that priorities were not m ade to the existing resources of their organizations . 

On the other hand, 50% of employees did not know whether priorities were 

made or not. This shows that since there was not training and development 
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needs assessment, th ere were not priorities made to th e existing resources in 

organizations . 

In item 2, as confirmed by 3 1.7% of employees and 27.2% of managers, 

training and development prior opportunities were given to managers In 

organizations. Some opportunities were a lso given to experts as confirmed by 

26.8% of employees and 18.2% of managers . Middle managers have got 

priorities next to experts as is expressed by 22% and 18.2% of employees and 

managers respectively. Though both employees and managers agreed upon 

th e above priorities to training and development programs, 2.4% of employees 

confirmed that first line managers did get tra ining and development priorities , 

and 18.2% managers agreed to this. On the other hand, 18.2% employees 

have said that training opportunities were given to non-experts or staffs of the 

organizations. In general, the implication is that training and development in 

those zon a l organizations is restricted to certain parts (top-man agers and 

experts) as compared to other workers. 

Concerning to training and development priorities, 100% of employees and 

54 .54% of managers have assured that competency factor s were taken into 

account, while 73. 17% of employees and 54,54% of managers agreed that 

political factors were considered to give t raining priorities to employees . The 

remaining 56.09% of employees a nd 4 5.45% of managers h ave said that legal 

factors were considered for priority purposes. In general, employees and 

man agers have agreed that for selecting tra inees the first factors to be 

considered were competency factors, the second political factors and the third 

legal factors . However, some responden ts pointed out that the selection of 

trainees is sometimes biased because of intimacy between some individuals 

and managers. 
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Table 6: Views on the Success of Training and Development 

Non~managers Managers 
IN=158) IN=l7) Total 

No Item No % No % No % 
1 The extent that training and development 

has been successful 
l. Highly 3 2 1 6 4 2 
2. Moderately 52 35 8 47 60 36 
3. Somewhat 54 37 3 18 57 35 
4. Not successful 39 26 5 29 44 27 
5. No response 10 6 - - - -

2 If "somewhat and unsuccessful", the reasons 
l. Absence of training and development 

Policy in the organization. 50 53.76 3 37.5 53 52.47 
2. Lack of resources including budget 93 100 3 37.5 96 95 
3. Failure of managers/ leaders to take a 

Proactive role. 24 25.8 2 25 26 25.74 
4 . Lack of professiona l staff capacity 3 1 33.33 2 25 33 2.67 

Employees (non-managers) and managers were asked the extent to which 

training and development is successful in their organizations to investigate 

the factors that contribute to it. .As confirm ed by 54 (34%) of the employees, 

the su ccess of training in their organizations is somewhat, and for 8 (47%) of 

the managers it is moderate . On the contrary, 39 (25%) of employees and 5 

(29%) of managers proved that tra ining a nd development 1il their 

organizations was not successful, while 33% of employees said that it was 

moderate and 18% of managers agreed that it was somewhat successful. Only 

the rest of 2% of employees a nd 6% of managers replied that the extent of 

training and development is highly and most of the respondents ' responses 

have shown that training and development in organizations is not successful. 

As evidenced by 100% of employees and 37.5% of managers, lack of training 

and development resources for the organization was attributed to somewhat 

and unsuccessful training programs. Besides, absence of training and 

development policy in the organization, lack of professional staff capacity and 

failure of the ma nagers / leaders to take a proactive role were respectively 

identified by 53.76%, 33.33%, 25.8% of employees, and 37.5% and 25% of 
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managers. In addition, 24 (25.8%) of the employees replied that weaknesses to 

effectively mobilize the organization resources have contributed to some 

extent to the ineffectiveness of training and development in organizations. 

Table 7: Participation of Employees and Managers in Training and 
D I t P eve opmen rograms 

Employees Managers 
(N=lS8) (N=17) 

No Item No % No % 
1 Have you attended any training and 

development programs in the last 5 years? 
1. Yes 85 54 15 88 
2. No 71 45 2 12 
3. No response 2 1 - -

2 If "yes" which program did you attend? 
1. Information technology training 11 12.94 5 33.33 
2. Diversity awareness training 7 8.23 1 6.66 
3. Sexual harassment training 16 18.82 7 46.66 
4. Governmen t policies and strategies 

awareness training 49 57.64 15 100 
5. Organizational development training 7 8.23 1 6.66 
6. Strategic planning training 23 27 7 17 
7 . Organization policies and strategies 

awareness training 26 30.58 6 40 

As indicated in table 7 , respondents were asked whether they have attended 

any training and development programs or not. Accordingly, 85 (54%) of 

employees and 15 (88%) of managers assured that they did and the remaining 

71 (45%) and 2 (12%) did not respectively. 

Concerning the programs to which respondents have attended, 57.64% of 

employees and 100% of managers were involved in government policies and 

strategies awareness training. The next programs in which respondents 

participated were strategic planning trainings and sexual harassment 

trainings as 27% of employees had agreed up on. Organization policies and 

strategies awareness trainings were given to non-manager s than managers as 

confirmed by 30.58% of non-managers and 40% of managers. However, it is 

observed that those that participated on information technology trainings 

were less as 12.94% of non-respondents a nd 33.33% of managers have 
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pointed out. Some have added that HlV-AIDS trainings were glVen to 

employees. 

In general, it is possible to say that most respondents were not passed 

through trainings that helped them aware new technologies and systems to 

prevent their knowledge, skill and attitude obsolescence. 

Table 8: Effectiveness of the program 

Items Employees (N=85) Mana~ers (N= 17) 

No No % No % 
1 l. How effective was/were the training and 

development you attended? 
.' 

l. Excellent 11 13 2 12 
2. Very good 31 37 6 35 
3. Good 25 29 7 41 
4. Fair 12 14 2 12 
5. Poor 6 7 - -

2 2 . What was / were the rea sons for training 
and development became poor? 

l. Poor needs assessment methods 3 50 - -

2. Poor designing/ planning of training 
and development 5 83.33 - -

3. Poor management of training and 
development systems 6 100 - -

4. Lack of resource inputs for tra ining 
and development programs 6 100 - -

In table 8 above, as 37% of employees and 35% of managers, the training and 

development programs they h ave attended were very good, while .29% of 

employees and 41% of managers have said that the programs were good. Both 

non-managers and managers (12 and 13%) have marked the programs 

excellent. The rest 14% and 7% of employees have said the programs were fair 

and poor respectively, but managers were not agreeing to say . 

As confirmed by some of the respondents, the effectiveness of their trainings 

were less satisfactory that the reasons may be possibly poor designing or 

planning of training and development programs as 83 .33% of employees have 
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ascertained. The other reasons may be lack of resource inputs for training 

and development a nd poor management of training and development system s, 

and poor needs assessment m ethods as 100% and 50% of employees agreed 

up on respectively. This implies that systematic training and development 

methods a re not in place in organizations. 

The reasons forwarded by some employees as to why they were not attending 

any tra ining progra ms were lack.of budget for training and development, lack 

of attention and aw;;reness by managers, and because trainings were not 

given unless they were thought to be important by managers as most 

respondents have suggested. 
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Table 9: Benefits Obtained from Trained Employees 

Rating Scales 

V~Gl V.P P. Fa. G. X U test P 
No Item Group 1 2 3 4 

1 Improved services to 1 1 7 42 64 33 3.82 
external and internal 1127.500 0.484 

customers 2 1 1 2 8 5 3.88 

2 Improved operations 1 2 3 43 73 26 3.80 
1119.500 0.446 

2 0 I 3 9 4 3.94 

3 Improvements to the 
1 1 6 46 70 24 3.75 

existing skill base 1026.000 0 . 194 

2 0 1 3 8 . 5 4.00 

4 The provision of a 1 2 6 52 63 24 3.69 

pool of well-skilled 1201.000 0.780 

employees 2 0 1 6 6 4 3.76 

5 Increased motivation 1 1 10 47 55 34 3 .76 
... 

1089.500 0 .364 2 1 1 2 8 5 3.88 

6 Retention of skills 1 2 23 53 48 2 1 3.43 
and experience in the 883.000 0 .039 

organization 2 0 1 4 7 5 3 .94 

Non-managers and managers were asked to rate on the benefits of trained 

staff in the scales provided very poor=l; poor=2'; fair 3; good=4; an-:i very 

good= 5 on six items, and then responses were calculated in means and U 

tests. The significance of U value was considered statistically significant when 

P~ 0.05. 

As depicted in table 9 item 1 between the two groups, non-managers and 

managers, a difference in views is observed as the calculated mean scores of 

3.82 and 3.88 respectively . As the calculated U value (0.484) in a two-tailed 

test is greater than the critical value, U is not significant as P> 0.05. 
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Therefore, it can be concluded that there is no significant difference in 

perception between the two groups on the benefits of training and 

development in improved services to external and internal customers . 

Regarding the benefits obtained from trained staff in improving operations , a 

difference in view is observed between the two groups, non-managers and 

managers, as the calculated mean scores of 3.80 and 3 .94 respectively. 

However, the calculated U value (0.446) is greater than the critical value 

showing that there is no significant difference in perception between the two 

groups on the benefits of tra ining and development in improved operations. 

As revealed in item 3, non-m a n agers and manager s disagreed as shown by 

the mea n scores of 3.75 and 4.00 respectively on th e benefits of training and 

development in the improvem ents to the existing skill base. The calculated U 

value P=0.194 is greater as compared to the significance level of 5% (0.05). 

This indica tes that almost non-managers and managers had the same views 

on the benefits of training and development in keeping the employees 

knowledge , skill and a ttitude abreast to the current situations. 

Regarding the benefits of trained employees in the provision of a pool of well­

s killed employees, very little difference is observed between the two groups as 

confirmed by the mea n scores of 3.69 and 3.76 respectively. The U test 

(0.78 0) in a two-tailed tes t h as shown that there is no s tatistical significant 

between the views of two groups. It can be concluded that there is no 

significance evidence in perception difference on training a nd development 

benefits in th e provision of a pool of well-skilled employees. 

When employees, non-managers and managers, were asked whether trained 

employees have shown increased motivation, a difference in mean scores 

between the two groups, n on -managers (3.76) and m a n agers (3.88) were 

observed. Though a difference is observed in mean scores, the calculated U 
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value (0.364) is greater than the critical P value (0.05). It can be concluded 

that there is no significant perception difference between non-managers and 

managers on the benefits of training and development in increasing 

motivation. In this case, non-managers and managers almost agreed that the 

need for training and development is mandatory to m otivate employees to do 

task better. 

As to item 6, a difference in mean scores between n on -managers and 

managers (3.43 and 3.94 respectively) is observed . Th e U calculated value 

(0.39) is less than the critical value (0.05) in the two-tailed test which is 

statistical s ignificant. So , it can be concluded that th ere is a statistical 

difference between the rankings of the two groups, non-managers and 

managers, where managers' views on benefits of t ra ining and development for 

retention of skills a n d experience in organization was ranked h igh er th an 

em ployees / non -man agers . 

TablelO: Methods Employed for Training and Development 

Respondents 
No Item (N=175) 

No % 

1 Training and developmen t method chosen based on : 
1 The purpose of training and development 6 1 34.5 
2. The nature of the content 41 23.42 
3. The level of trainees 50 28.57 
4 . The cost con siderations 37 21.14 
5. No kn owledge 57 32 .57 

2 The frequently applied methods were 
1. Straight lecture 
2. Role p lay 7 1 40.57 
3. Case method 14 8 
4. S imulation techniques 13 7.43 
5. Group exercises 5 2.85 
6. Semina r s, workshops and conferences 75 42.85 
7. Discu ss ions 110 62.85 
8. exchange visits 106 60.57 

69 39.43 

• Because of multiple response s the number of respondents IS > N. 
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Respondents were asked to reply on training and development methods in 

th e irs organizations. As shown in table 10 item 1, training and development 

meth ods were chosen based on the purpose of training and development as 

61 (34.5%) of the respondents. The next methods employed to choose training 

and development methods were based on the level of trainees, the nature of 

content and the cost con siderations as 28.5%, 23.42% and 21.14% of 

employees had confirmed respectively. However, 57 (32.57%) of the 

respondents did not know how training and development methods were 

chosen. This implies that no more practice of training and development in the 

study organizations, and in those that used training and development utilized 

a systematic and clear application of training and development was not 

practiced. 

As the practice of training and development methods have been assessed, 

seminars, workshops and conferences have been utilized more frequently as 

110 (62.85%) of the respondents have ascertained. Next to this, the 

discussion method, group exercises, straight lecture and exchange visits h ave 

been utilized in their organizations as 106(60.57%),75(42.85%),71 (40.57%) 

and 69 (39. 15%) of the respondents have assured respectively . The utilization 

of ro le plays (7 .43%), case methods (2.85%) and s imulation techniques (1 %) is 

very low. Thus , it is possible to deduce that training and development 

methods are not utilized extensively as appropriately as possible based on the 

characteristics of the employees (non-managers) and managers on the nature 

of their jobs. 

As to non-formal (on-the-job) training methods, the training approaches 

provided to employees (non-managers) were workshops and seminars, 

exchange visits and self-study as approved by 60.76%, 44.94% and 34.8% of 

employees res pectively . Similarly , managers approved the same approach es as 

confirmed by 64 .71 % and 40.06% of them. 
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Mentoring, counseling and coaching are utilized on-the-job but at a different 

degree as 25.32%, 29.95% and 15.19% of the employees have asserted. On 

the other hand, 40.57% of managers confirmed that coaching and mentoring 

were the main approaches for trainings. Job rotation was practiced at a very 

low level as 11 (6.93%) of non-managers have approved, and it was non­

a pplicable to managers. The implication is that different methods of on-the­

job trainings are not exploited intensively based on the nature and type of 

training and development provided to employees or managers. 

Table 11: Arrangement for Conduct of Training and Development 

Respondents 

No Item Non-managers and 
Manaj(ers IN= 1 75) 

No % 
1 Structure of training and development in organization 

1. As a separate training and development department 28 16 
2 . As a part of the general personnel and administration activities 29 17 
3. As one unit in the organization 16 9 
4. As one person representation 16 9 
5. No training and development unit at all 80 46 
6. No response 6 3 

2 Responses on the fulfillment of the requ ired manpower 
1. Yes 8 29 
2 . No 20 71 

3 Res ponses whether or not experts have the required qualification 
in the field s relevant to training and development 
1. Yes 3 11 
2. No 25 89 

4 Qualification level of experts in the fields relevant to training and 
development 
1. Certificate 3 10.71 
2. Diploma 12 42.85 
3 . Firs t degree 9 32.14 
4. Second degree and above 4 14.28 

5 If no training structure, any responsible body represented for 
training and development 
1. The manager or head of the organization 38 47 
2. An expert designated for this purpose 29 36 
3. Any individual assigned to this purpose 7 9 
4. Any other department, or section or unit established for 

building capacitv purposes 6 8 
6 Availability of budget a llocation in the name of training and 

development 
1. Yes 68 39 
2 . No 74 42 
3 . No responses 33 19 
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As the type of structure of training and development is one of the mam 

determinant factors for the application of training and development in 

organizations, employees were asked to respond on th e type of structure of 

tra ining and development in their organizations as indicated in table 11 item 

1. In this conviction , 80 (46%) of employees have said that no training and 

development unit at all in their organizations. Even for those that exist, 29 

(17%) h ave said that it is as a part of the general personnel and 

administration activities . Those 28 (16%) said that training and development 

exists as a separate training and development department in their 

organizations, whi le 16 (9%) said training and development is structured as 

one unit, a nd as one person representation in their organizations. 

Concerning the manpower for those organizations in which training and 

development is structured as a separate department, the department is not 

fu lfilled with the required manpower as 20 (71 %) of the respondents agreed 

a nd 8 (29%) of them disagreed. Even the qualification level, 42 .85% with 

diploma holders , 32.14% with degree holders , 14.28% with second degree 

holders andl0.71 % with certificate holders do not have the required 

qualification in the fields relevant to training and development as evidenced 

by 8 9% of the respondents ' suggestions . 

As most organizations do not have a separate training department, unit or 

a ny representative person, asking who is in charge of the training function is 

unavoidable. In this conviction, it is revealed that managers (heads of the 

organizations) have carried out the training function as confirmed by 47% of 

the respondents . Experts designated, individuals assigned, and any other 

department, section or unit established for capacity building purposes h as 

carried out the responsibilities for training a nd development as depicted in 

th e ta ble by 36%, 9% and 8% of the respondents respectively. This means 

tha t in most organizations training and development aspects are decided by 

managers and no more involvement of employees. 
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There was poor budget allocation for training and development purposes in 

most organizations as 74 (42%) of employees assured and 33 (19%) do not 

want to response about it. Those 68 (39%) of employees assured that there 

was budget allocation in their organizations . As some of the respondents 

suggested, some of the reasons as to why budget was not allocated for 

tra ining and development were: lack of budget, lack of attentions and for 

unknown reasons . However, as pointed out in the focus group discussion, 

training and development was planned at the bureau level and budget 

a llocation was done there. 
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Table 12: Observed initiating Factors for Training and Development in 

Organizations 

Respondents 
No Factors Non-managers Mana ers 

Mean Rank Mean Rank 
1 Commitment of managers to training a nd 

development for specifi c employees on the 3.31 6 3.88 5 
bas is of their con tribut ions 

2 New equipment / technology 
3.93 1 4 .43 1 

3 New procedures and sys tem s 
3.80 2 4.18 3 

4 Request/ need from managers, senior 
managers and individuals to train a ll 3.36 4 3.65 9 
employees 

5 New structure s and relationsh ips 
3.51 3 4 .12 4 

6 Increasing turnover of expe rienced 
employees 3.18 8 3.80 7 

7 Complaints of benefi ciaries on the 
8 traditiona l activities of employees 3 .09 10 3.71 

8 Increasing number of grievances and/or 
2.92 3 .41 11 di sciplinary s ituations 11 

9 Decrease in performance and results 
3.15 9 3.87 6 

10 Requirements of customers to improve the 
3.34 5 4.25 2 

overall performance of the organization 

11 Competitive activities of organizations 
3.20 7 3. 46 10 

12 Higher incidence of absence 
2.43 12 2.64 12 

Rho= 0.79 

Twelve item s were presen ted for re'spondents to express their opinions and 

feelings they think a bout each items. Then, th e responden ts were expected to 

prioritize and indicate their reactions whether they strongly disagree, 

disagree, fairly agree, agree or strongly agree, with each item s given. For the 

sake of convenience , the responses are itemized and the mean of each item is 

calculated for va lues strongly disagree= 1; disagree=2; fairly agree=3; agree=4; 

and s tron gly agree= 5 for . responses of the employees (non-managers and 
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managers).Then the coefficient of correlation was computed based on 

Spearma n rank correlation coefficient. 

As a resu lt, new equipment / technology with mean scores of 3.93 and 4.43 

for non-managers and managers respectively stood first that it might be the 

potential trigger for training and development in their organizations. As 

ranked orderly with mean scores of 3.80, 3.5 1, 3.36 and 3.34 n ew procedures 

and systems, new s tructures and relationships, reques t from managers and 

individuals to train a ll employees, and requirements of customers to improve 

the overall performance of the organization are the potential triggers of 

training and development in organizations as non-managers observations . In 

a s imilar way, managers with a mean of 4 .25, 4 .18, 4 .12 and 3 .88 h ave noted 

that customer requirements, new procedures a nd systems, n ew structures 

and relationships, commitment to training and development for specific 

employees a re the main initia ting factors that force the organizations to put 

training and development in place. The difference for the rank order of factor s 

by non-managers and managers is mainly observed on commitment to 

training and development for specific employees. This might be due to the fact 

that managers had given attention to their employees, where as non ­

managers to customer requirements. 

Commitment to training and development for s pecific employees, competitors 

activities, increasing turnover of experienced employees, decrease in 

productivity / output , customer complaints, increasing number of grievances, 

and higher incidence of absence respectively s tood from sixth to twelfth with a 

decreasing rank of m ean scores as the non-managers' responses . As the 

managers' reply, decrease in productivity/output, increasing turnover of 

experienced employees, cu s tomer complaints, request from managers and 

individuals , competitors' activities, grievances and high er incidence of 

absence with mean scores respectively s tood from sixth to twelfth in a 
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decreasing order. These ranks have shown that there is no further difference 

in views between non-managers and managers on the above listed issues. 

On the other hand, the responses provided by the employees (non-managers) 

a nd m anagers coincide in some issues, for example in item 1, 11 and 12. In 

the remaining issues a lso no more difference is observed. This indicates that 

a lmost all employees agree on factors that cause the need for training and 

development in their organizations, and hence, those organizations which 

have not yet established training and development systems are obliged to put 

in place in their organizations. 

The test of Spearman rank-order correla tion coefficient p (rho) was applied to 

see the relationship between non-managers' and managers ' perceptions on 

potential initiating factors that force their organization apply training and 

development into practices. Since rho; 0.79, there is positive correlation in 

the ran kings of the two groups. So, it is justified that there is a strong 

relationship between non-managers and managers views . As a result, it can 

be concluded that both groups share the same ideas on determinant factors 

that have to be overcome through training and development. 
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Table 13: Assessment of Training and Development Effectiveness 

Respondents 
(N=17S) 

No Items No % 

1 Is evalua tion of training and development conducted in a 
planned way in your organization? 
1. Yes 10 24 
2. No 20 48 
3 . Do not know 12 28 

2 Is there a feed back mechanism on training and development 
evaluations? 
1.yes 10 24 
2.no 32 76 

3 Is there any form of training and development effectiveness 
assessment in your organization? 
1. Yes 42 24 
2. No 72 41 
3. Do not know 6 1 35 

4 If you r a nswer for question 1 is "Yes", the kind of evaluation 
applied is evaluation of : 

1. development and implementa tion of training and development 17 40.47 
2. merit and worth of training and development at the end of 

application 30 71.42 

3. perceived value of training and development among trainees 14 33.33 
4. costs and benefits of training and development to the 
organization 7 16.16 

5 Evaluation of training and development is not carried out 
because: 
1. Those associated with training and development are afraid of 

criticism 25 34.42 
2. Evalua tion requires time, resources and expertise the organ 

has not 56 77.77 
3. The organization suspects improvements by tra ining and 

development 10 13.88 
4. There is resistance to evalua tion of training and development 

from employees or managers 38 52.77 
5. Trainers/ supervisors/managers lack the required knowledge, 60 83.33 
skill and abilities to evaluate 

As discussed in the literature, the effectiveness of training and development 

has to be evaluated. The types of evaluation may be formative, summative or 

processes evaluation. Evaluation of trainees' reaction to the training program 

also provides the feedback about the progress of the training that helps the 

organization improve its training and development activities. In this regard 4 
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items were p resented to employees to investigate the organizations' system of 

training and developm en t evaluations . 

As illustrated in table 13 item 1, though some respondents said that 

evalu ation of training and development was done, the way they did was 

unplanned a nd not systematic as revealed by 20(487%) of the employees, and 

12(28%) of them were not aware about it. On the other hand, 10(24%) of 

employees h ave agreed that there was planned evaluation of training and 

development in th eir organizations. 

Regarding the feedback mechanism on training and development evaluations, 

most employees (76%) have assured tha t there was no any feedback mechanism. 

However, the remaining 24% of employees noted that there was a feedback 

m echanis m in their organizations. On the contrary, the group discussants h ave 

agreed that there was no any feedback mechanism on training and development 

evaluations at a ll , although some organizations did by their own. 

Regards to item 3, 72(41 %) of the employees revealed that there IS no any 

form of training and development effectiveness assessment in their 

organization s a nd 61 (35%) of employees do not know about it. Only 42 (24%) 

agreed that there IS training and development evaluation in their 

organization s. In addition, managers in th e focus group discussions have 

assured that there is no any form of training and development evaluation a t 

all at the zon al and Wored a levels. However, some organizations try to 

evaluate training and development in their own though it is not in detail and 

system a tic m anner. 

In those organizations where evaluation of training and development is put in 

to effect, evaluation of merit and worth of training and development at the 

end of the applica tion was tried out as marked by 30(71.4%) of the 

respondents . On the other hand , 17(40.47%) of th e respondents replied that 
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evalua tion of development and implementation of training and development is 

practiced, while 14(33.33%) of them said that evalu ation of perceived value of 

training and development among trainees was done. The remaining 7(16 .66%) 

have pointed out tha t evaluation of costs and benefits of training and 

development to the organization was put into practice . 

'1 Respondent were also asked why evaluation of training and development was 

not carried out in their organizations. The possible reasons identified by 

different literatures were provided for a lterna tives. As illustrated in item 5, the 

main possible reasons for not conducting training a nd development in 

organizations were becau se trainers/supervisors, or managers lack the 

requin~d knowledge, skill and incentive to evaluate as 60(83.33%) of the 

employees responses , and because evaluation requires time, resource and 

expertise the organization h as not as 56 (77.77%) of the employees' responses. 

Another reason glVen by the respondents for not conducting training and 

development was because there was resistance to evaluation of training and 

development from employees or managers as 38 (20%) of employees h ad 

noted. It 's because of those associated with training a nd development are 

afraid of criticism that evalua tion was not carried out as replied by 25(13%) of 

the employees. Both employees and managers have given a lmost s imilar 

responses described above as observed separately in the given table . 

On th e other hand, respondents were made to reply on any problem related to 

training and development in their organizations. In this respect , most 

res pondents (62%) replied that their organization was faced with challenges 

/problems. The res t 33(19%) do not know whether problems on training and 

developmen t exists or not in their organization. But the remaining 27( 15%) of 

the respondents agreed that no problems exist in rela tion to training and 

development. The reasons as to why some respondents do not know about the 

problems in tra ining and development in their respective organization may be 
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because training and development is not common and IS not conducted in a 

planned and systematic manner based on needs assessment through 

evaluation of training and development. 

Table 14: Constraints to Training and Development 

Respondents 

No Factors Employees (non- Managers 
managers IN=l58) IN=l7) 

No % No % 
I Financial constraints 87 55.06 12 70.59 

2 Inadequate training and development 

materials 65 41.14 17 100 

3 The organization does not have skilled 

trainers that have been trained as trainers 31 19.62 3 17.65 

4 Lack of needs in senior staffs to train new 

recruits and on the s ta ff to develop 

themselves 35 22.13 4 23.53 

5 Inadequate information /knowledge to the 

need of training and development 18 11.39 5 29.41 

6 Lack of training and development policy in 

which on-the-job and off-the-job training 

a nd development is clearly stated 55 34.81 5 29.41 

7 Lack of huma n re source a nd 

administration department or unit with 

qualified staff 69 43.67 7 41.18 

There are many reasons that may confront organizations to carry out training 

and development programs . It is found that the most serious impediments are 

lack of resources, absence of conducive environment, lack of trained 

manpower in the fields of training and development, lack of support from the 

concerned bodies, etc. as many authorities have identified In many 

Ii teratures . 

Accordingly, possible reasons were mentioned and provided to employees as 

options to be marked . Based on the responses provided, a percentage was 
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calculated, and hence a rank order was made to identify the m ost senous 

impediments of t raining and development. As indicated in table 14, it is found 

that financial constraints, lack of human resource and administration 

department or unit with qualified staff, inadequate tra ining and development 

materials s tood from first to third as evidenced by 87(55.06%), 69(43.67%) 

and 65(41.14%) of employees respectively . As the responses of managers, 

inadequate training and development m ateria ls stood the first obstacles 

fo llowed by fina n cia l constraints and lack of training and development 

structure with qualified s ta ffs as approved by 100%, 70.59%, and 41.18% of 

ma nagers in the respective order. 

The rest34.81%, 22.15%, 19.62%and 11. 39% of employees have pointed out 

that lack of training a n d development policy, lack of needs in senior staffs to 

train junior employees, lack of skilled trainers in organizations, and 

inadequate information or knowledge on the n eed of training and development 

are the reason s with descending order in the application of tra ining and 

development systems in organizations . 

As both employees and man agers agreed , lack of training and development 

policy in organizations has been the obstacle which they put it as a fourth 

factor. Few (9%) of managers have considered inadequa te information or 

knowledge as a fourth factor as impediment to the need of training and 

development. 

As the m anagers who were 4(8%) and 3(6%) in quantity, lack of needs in 

senior s ta ffs to train new recruits and staffs , and lack of skilled tra iners that 

has been trained as trainers have been stood the sixth and seventh reasons 

for not conducting training and development. 

In gen era l as depicted in ta ble14, lack of finance , lack of organizational 

structures for training and development, ignorance a nd lack of training and 
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development policy m which on-the-job and off-the-job training and 

development is clearly stated were the three most important reasons for the 

absence of training and development in organizations. 

In addition, when respondents were asked to gIVe their suggestions or 

comments on the steps/measures that have to be undertaken to alleviate 

training and development related problems in organizations, they have 

suggested different solutions. In this regard, as 28 (16%) of employees 

have suggested training and development has to be structurally organized as 

department or unit or section in all levels of the regional state organizations, 

and training resources (manpower, materials and funds) have to be allocated 

to training and development . As suggested by 34 (19%) of employees 

including managers, planned and systematic training i.e a training system 

that starts with training and development needs assessment that goes 

through designing, implementation and finally evaluation has to be in place in 

all organizations with the required manpower. 
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CHAPTER FOUR 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

This chapter contains summary of the major findings, conclusions and 

recommendations made on the study. 

4.1. Summary 

The main purpose of the study was to examme to what extent training and 

development is practiced and to identity the major problems that hinder its 

implementation in South Wollo administrative zone of Amhara regional state. 

In the course of the study, literature works have been reviewed as a back 

ground from various sources. 

To assess the practices of training and development, a total of 13 

organizations at the zonal level were selected randomly using simple random 

sampling. Both questionnaires and document analysis were employed to 

collect data from respondents. In addition, a focus group discussion was 

conducted among managers of organizations. A total of 175 employees were 

involving in filling in and returning the questionnaire. Out of the selected 20 

cabinet members and organization heads, a total of 13 managers were 

participating in the focus group discussion, and their suggestions, opinions 

and comments were registered, and hence were used as back up information 

to fill the gap in the study. 

To attain the objectives of the study, the researcher has employed descriptive 

survey method in which frequency counts, percentages, weighted mean were 

employed. In addition , inferential statistic was used. 

The study was focused on the training and development needs assessment 

and prioritization, the organizational structure of training and development, 

methods of training and development, the involvement of government 
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employees in tra ining and development practices, the ch a llenges and 

problems encountered by these employees and the steps or measures to be 

undertaken to alleviate the problems encountered. 

In the attempt to study the problems, the following basic questions were 

raised: 

1. How are training and development needs assessed and prioritized by 

organization s? 

2. How is tra ining and development structured? How a dequ ate are 

resources (manpower , finance and materials) allocated for enhancing 

trainin g and developmen t activities? 

3 . What are the most frequent training and development m eth ods 

employed by organizations? 

4. What is the current status of South Wollo government employees' 

involvement in training and development? 

5. What a re the major problems encountered m the implementation of 

training and development? What are the steps undertaken by 

organization to address those problems? 

In investigating th e problems under the study, the following m ajor findings 

are identified. 

1. In the study, it was attempted to examme the background of the 

respondents' age , present position , service and academic qua lifica tion a t 

the time of selection. As a result , the m ajority of the respondents ' age lies 

from 36-45 years category, and mostly experts and staff were participating 

in th e study. Majority of the employees were diploma holders. From 

employees' responses, it was instigated that almost the majority were 

selected on th e basis of their work in relation to their competences to do 

tasks as the curren t situation demands. 
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2. Most employees assured that there is no training and development needs 

assessment in their organizations. However, in some organizations where 

training and development needs assessment was carried out mostly top­

level m anagers were participa ting. The m ethods employed to assess training 

and development needs were performance appraisal and observations as 

majority of the employees have agreed upon. As these employees and 

managers, needs assessment priorities to the limited existing organization 

resources h ave been m ade and prior opportunities were mostly given to top 

managers and experts mainly on the basis of competency factors or their 

contributions to the organization. 

3. As confirmed by the overwhelming majority of the respondents, training and 

development is not structured as department, unit or section level because 

of lack of attention by the concerned bodies. Even in those where training 

and development is organized as a separate training and development 

department, it is not fulfilled with the required manpower having the 

required qualification on the fields relevant to training and development 

function s . 

4. It is found out that there is no budget allocation in the name of training 

and development in many organizations as confirmed by majority of the 

respondents for the reason that there is lack of budget, lack of attention, 

and because budget is allocated at the bureau level as managers in the 

focus group discussion have asserted . The major constraints that caused 

obstacles to carry out training and development are inadequate finance 

and materia ls. Lack of human resource and administration department or 

unit with qualified staff had been the next significant factor. Also, lack of 

training a nd development policy in which on-the-job and off-the-job 

training and development is clearly stated is the third important constraint 

that hindered training and development to be put in to practice. 
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5. The majority of respondents did not know on how training development 

methods were chosen when they have been exposed to trainings. But they 

confirmed that the main training and development methods that most 

frequently applied were seminars, workshops and conferences followed by 

discussion methods. Straight lecture and exchange visits as training and 

development methods were significantly applied when demanded. 

6. Employees and managers have fairly agreed up on the benefits obtained 

from trained employees on improved services to customers, improved 

operations, improvements to the existing skill base, the provision of a pool 

of well-skilled employees and increased motivation of employees on the 

basis of their observations in their organizations. 

7. There had been a fairly agreement between non-managers and managers 

on training and development that it was important in enhancing 

organizational commitment, helping to improve quality/service, helping to 

solve problems caused by knowledge, skills and attitudes obsolescence, 

enabling the organization to remain competitive and helping to solve 

practical problems in organizations. However, there was a difference view 

on expenses and the advantages obtained from training and development. 

8. As observations of employees and managers, there had been different 

potential initia ting factors that force training and development to be put in 

practice in their organizations . However, the main potential trigger is new 

equipment/technology. On top of this, new procedures and systems had 

been the second most important factors followed by new structures and 

relationships. 

9. As pointed out by majority of the respondents, there had not been any form 

of training and development assessment mechanisms. Even in those 

organizations where training and development evaluation is practiced, there 
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has not been appropriate evaluation; evaluation was not condu cted in a 

planned way, a nd no feedback mechanism on training and development for 

those evaluated, as most of the respondents have agreed upon it. 

10. Majority of the respondents, both employees and managers, have 

attended training programs in which most of them involved in 

government policies and strategies awareness. The effectiven ess of the 

training and development programs on average were good as the 

evaluation of attended employees h ave suggested about it. 

4.2. Conclusion 

In the light of the major find ings the following conclusions h ave been drawn: 

1. Many organizations do not perform needs analysis because of limited 

resources and lack of attention and support for n eeds assessment . It is 

a lso found that organizational need s analysis is tried in some organizations 

but occupational and personal needs analysis are non-existent which 

cntails that knowledge, skills and attitudes th at training emph asizes were 

not identified and analyzed to be trained for, and th e individual n eeds and 

readiness for training were not determined. As a result , trainings given to 

those employees were not fully practiced and the trainings had not been 

the solutions for th e problems encountered. 

2 . In some organizations n eeds assessment priorities were m ade to the 

existing resources (funds) mainly based on competency factors i. e. on the 

merit and worth of the individual employees contributing to their 

organizations, and many priorities were given to top-man agers and 

experts . Therefore, as the staff personnel were not exposed to training and 

development in their organizations they were not com petent enough to do 

the tasks implying that there was a decrease in performance and results 

and hence, there had been complaints from beneficiaries. 
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3. In many organizations there were not departments, sections or units with 

qualified staff, training equipment and financial resources to facilitate the 

training and development functions. As a result, training and development 

was not managed and administered on the way to be a tool for employees 

and organizations growth and development to cope up the current 

s ituations. 

4. The different reasons that have contributed to the unsatisfactory state of 

training and development in many organizations were mainly the absence 

of training and development policy, lack of training budgets, and failure of 

managers / leaders to take a proactive role, that is why training functions 

were carried out in ad hoc and haphazard manner. 

5. The selection of training and development methods in some organizations 

was not appropriately matched to the objectives of the organizations. The 

most frequent training and development methods employed were restricted 

to seminars , workshops and conferences followed by discussions where 

trainees shared ideas and experiences, however, they were not much 

involved in skill development learning through simulations, games, role 

plays, and interactive learning on computers . This has shown that the 

trainings given were not as much meaningful and helpful to practice 

/ d ecision-making skills on part of the employees and the managers in order 

to realize the objectives of the organization. 

6. The involvement of employees particularly managers were mostly on 

government and organization policies and strategies tra inings that have 

helped them to realize the objectives of the organization. However, the fact 

that trainings were not sufficiently given to employees on information 

technology and orga nization development it created a negative effect on 

employees. 
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7. Evaluation of training is rarely done because trainers/ supervisors/ 

managers lack the required knowledge, skill and incentive to evaluate, and 

because it requires time , resource and expertise the organization has not , 

and it is difficult to conduct . This implies that an attention was not given 

to training and development and the success of a training program was not 

appropriately measured. 

8. Training and development needs assessment, selection of training and 

development methods, design and development, delivery and evalu ation of 

training and development were carried out in a disorderly manner in most 

organizations . Absence of policy frameworks on training and development 

has also undermined the activities of managers and employees of the 

organizations . 

4.3. Recommendations 

Based on the findings and conclusions, the following recommendations are 

forwarded: 

1. Owning to different factors: technological changes, social and political 

attitudes , external labor market and demographic pressures the need to 

improve the knowledge base, skills and attitudes of employees IS 

mandatory in order an organization sustains competitive in this dynamic 

world. In realizing these facts, an organization has to invest in training 

and development as one of the major tasks. In this regard, it is 

recommended that every organization has to set a clear and defined 

training and development policy in which both on-the-job and off the job 

training and development systems are clearly stated. 

2. Before implementation of training and development as a potential solution 

for problems created in organizations, every organization has to be sure 

that the identified problems are linked with knowledge, skills and attitude 
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of employees (managers and non-managers). This means that training 

should be used when employees lack basic skills, or are performing poorly 

and when forced to apply new technology or design new job, and when 

decisions are made to improve customer requests, otherwise, there would 

be time and money wastages. 

3 . Training and development can be very wasteful if it is not carefully planned 

and supervised. Therefore : 

• An attempt should be made to carry out organizational, occu pational 

and personal needs analysis with strategic p lanning at the 

organizational level. In this regard, needs assessment have to be done 

in light of the organization's strategy, resources available for training, 

management support, performance problems in employees, facilities 

and environment of the job, and performance standards including the 

time constrain ts required to do the job in order to avoid wastages . 

• The prioritization of training needs has to be made because of limited 

resources, and when ever possible, employees should be encouraged to 

participate in prioritizing needs. For instance, a priority should be given 

to those employees who were serving for many years that thought to be 

in knowledge, skills and attitudes obsolescence and this can be done by 

involving the individuals throughout the organization, collecting their 

ideas, and giving decisions on the basis of the available resources 

(finance, materials, and manpower) requirements . 

• Adoption of a systematic approach (identification for training needs, 

designing and evaluation on the basis of these needs) have to be the 

necessary commitments that every organization has to put into 

practice. 

4. In the study, it is revealed that most organizations are affected by the lack 

of training and development facilities, management guidance, expertise 
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and their own units or sections to carry out training and development 

fun ctions . In order to avoid such tied problems: 

• The respective organization or the concerned body has to formulate 

training and development policy and implementing manuals or 

guidelines in which the means of resources, the responsible bodies, 

and the structural aspects of training and development have to be 

stated clearly. 

• To avoid shortage of resources, the organization has to assess different 

alternatives (government and non-government sources) to create funds, 

then a llocate and utilize these resources in efficient a nd effective ways. 

• To carryout the adminis tration and management of the training and 

development function , a separate department, unit or section has to be 

established in each organization and the training responsibilities of the 

institution have to be clearly defined. 

• 5. The organization and management of formal and informal trainings are 

contained in the National Education and Training Policy. However, the 

execution of non-formal training is left to be the responsibility of each 

organization to carryout capacity building purposes at all levels of the 

administration . Therefore, it is recommended that each organization has to 

create a conducive environment to non-formal (on-the-job) training and 

development including mentoring, counseling, coaching, job rotation , 

exchange visits, workshops and seminars, self-development through 

private study, in order to make the employees and, hence the organiza tion 

competent enough in this dynamic world . 

~ 6. The types of training and development methods are determinant factors for 

the su ccess of any training and development activities. Therefore, it is 

recommended that the choice of training and development methods has to 

include and be a function of purpose, content, trainees , costs and 

appropriate media considerations. 
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7. Evaluation of training and development is so important to achieve the 

organizational training objectives and to determine the extent to which 

individual objectives are achieved. To achieve these results , it is advisable 

to carryout evaluations on individuals and organization performance of 

training and development in every organization before, during, and after 

training. 

8 . As the current report of the ministry of Capacity Building, the Ethiopian 

government is trying to expand the information communication technology 

(ICT). An effort is a lso made to provide access through Woreda net and 

school nets. Each organization a t this level has to be in a way to utilize this 

technology for training and development purposes. 

Even if an organization is doing better with traditional training methods, 

considering the effect that adopting e-training will also be important for 

training and development works. So that every organization at all levels 

has to put e- training into use for its own advantages. 

9. The importance of training and development should be recognized and has 

to be given perceived value by employees, and employees h ave to give 

credit to training and development as it is very important not only to 

organizations, but also to themselves to improve their exis ting skill base, to 

reta in experience in their organizations, and to increase their motivation to 

be competent enough professionally and to become a better performer in 

their organizations. 

10. It is revealed that most regional bureaus and the regional management 

institute are undertaking the training and development processes 

themselves by providing quota and selecting individuals from zones and 

Woredas. Though the contribution of such approach is not to be denied, it 

does not accommodate the needs arising from each organization. 
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Therefore , the bureaus have to give emphasis to provide support and 

encouragement to each organization in all levels to strengthen and build 

the capability and potentials of each employee by their immediate 

organization. To do so, the necessary measures have to be taken by the 

concerned bodies and training and development functions have to be 

carried out in each organization. 
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ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

EDUCATIONAL PLANNING AND MANAGEMENT 
DEPARTMENT 

RESEARCH TOPIC: Human resource training and development 
South Wollo Administrative zone of Amhara Regional 
state on zonal level organizations. 

RESEARCH OBJECTIVES: To collect information (data) for study 
with regard to training and development practices at the zonal level of 
government organizations. Therefore, the effect of this study at this 
zone will have a contribution to training and development practices. 

The research findings and recommendations will serve as an input for 
training and development. 

Therefore, you are requested to give accurate and clear response 
which is necessary for attaining the purpose of this study. 

Thank you very much in advance 

NOTE THAT: 

1. No need of writing your name. 
2. Put an " X" or " ,j " sign in front of your response. 
3. According to each section direction, you can give 

more than one response. 



Questionnaire 
Part One 

Personal Data/Profile 

Instruction: Please complete this part of the questionnaire by putting a 

mark "x" against your response. 

1. Sex a ) Male 0 b) Female 0 

2. Age a ) 25 Years and below 0 

c) 36- 45 years 0 

b) 26-35 years 0 

d) 46 years and above 0 

3. Present post a) zone executive (cabinet member) 0 

b) Zone department head and cabinet member 0 

c) Zon e department depu ty h ead 0 

d ) Zon e unit h ead 0 g) Expert 0 

h) Staff member 0 

e) Zone unit deputy head 0 

o Organization department h ead 0 

4 . Total years of service in this organization 

a ) 5 years and below 0 

c) 11-15 years 0 

e) 21 years and above 0 

b) 6-10 years 0 

d) 16-2 0 years 0 

5. Academic qualification a) Below grade 12 0 

b) Grade 12 o c) College d iploma 0 

d) First degree 0 e) Second degree and above 0 

Part Two 

Section I: Training and Development Aspects 

Direction: Put an 'X" mark in the space provided 

1. Did you receive any training and development in the last five years? 

l. Yes o 2. No o 
2 . How many times did you receive training and development? 

1. Once 0 2 . Twice 0 3. More than twice 0 



3 . Please, indicate your opinion by puttin g a thick m ark "/ " in ea:ch box 

<::orresponding to each items below 

Strongly . 
No Ite ms disagree Disagree Fairly Agre e (4) 

(1) (2) agree (3) 

1 The tra ining and developmen t 
given in my organization has 
enhanced organizational 
commitment, team effort and 
customer relations 

2 The training and development 
provided to employees he lped 
to improve the quality of 
organization services/ 
produ cts 

3 Training and deve lopment 
given to employees helped to 
solve problems cau sed by 
knowledge , skill and attitude 
obsolescence 

4 Train ing and developmen t 
provided to employees 
enabled the orga nization to 
continuous existence and 
competition 

5 Training and d evelopment 
already given has 
contributed little in solving 
practical problems 

6 The expense provided to 
training and deve lopm en thad 
out weighed more than its 
advantage 

4. I f you d id not receIve any training and developmen t related to your 

present job, what do you think is the reason? 

1. Because I was not interested on the courses I h ave a lready taken 0 

2. Because my manager d id not let me to involve in it 0 

3. Because the organization has provided prior opportunities to others 

based on the organization training and development policy 0 

4 .Because of lack of resources for training and development 

Programs in the organization 0 

5. Because the organization did not carryout training and 

development programs at all 

Strongly 
agree (5) 



6 . Beca use there was no training given in respect to my job D 

SeCtion II: Training and Development Needs Assessment 

Direction: Please put an "X" mark in the space provided 

1. Is there a training and development needs assessment in your organization? 

1. Yes D 2. No D 
2. When did the training and development needs assessm ent start In 

your organization? 

1. Before 5 years D 2. Before 2 years D 
3. This year D 4 . Do not know D 

3. If your answer for question on e is "yes", who is/are participating In 

need assessm ent activities in your organization? 

1. Each individual in the organization 

2. Top-level managers 

3. Immediate supervisors 

4. Do not know 

D 

D 
D 

D 

4 . Which of the methods below is/are used to assess the training and 

development needs in your organization? (More than one response is 

possible) 

1. Performance appraisals D 

2. Obse rvations D 

3. Group discussions D 

4. Annual performance review D 

5. Other (please specify , if any)' _______________ _ 

5. If need s assessment is not conducted In your organization, what do 

you think is the reason? ____________ _______ _ 
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Section III: Needs Assessment Priorities 

Direction: Please put "X" mark in the space provided 

1 . Once training and development needs are identified, are priorities 

made to the existing resources/ funds/? 

1. Yes D 2. No 0 3. Don't know 0 

2. If your response for question one is "yes", to whom a priority is given? 

(More than one response can be chosen) . 

1. Top managers o 2. Supervisors 

3. Middle managers 0 4. First line managers D 

5. Experts o 6 . Non-experts/ s taff 

3 . What are the main factors considered for a priority purposes above? 

(More than one response can be chosen) 

1. Legal factors 0 2. Political factors D 

3. Competency factors 0 

4. Other factors (please, specify, if any) ___________ _ 

Section IV: Factors that Contribute for Training and 

Development Programs 

Direction: Please, put an "X" mark in the space provided 

1. To what extent training and development is successful in your 

organization? 

1. Highly D 2. Mod eratelYD 3.Somewhat D 4.Not s u ccessful D 

2. If the state of training and development is somewhat and not 

successful in your organiza tion , what is/ are the reason/ s for? (more 

than one response is possible) 

1. Absenc:e of training and development policy in the organization 0 

2. Lack of tra ining and development budgets for the organiza tion 0 

3 . Fa ilure of the m a nagers / leaders to ta ke a proactive role D 

4. Lack of professional staff capacity D 

5. Wea kn ess to e ffect ively mobilize th e organization resou rces D 



Section V: Participation of Emp~oyees and Managers in 

Training and Development 

Direction: Please, put an "X" mark in the spaces 

1. Have you attended any training program in the last 5 years? 

1. Yes 0 2. No 0 

2. If your a n swer for question 1 above is "yes", which program did you 

a ttend? (More th an one option is possible) 

1. Information technology tra ining 0 

2 . Divers ity awareness training 

3. Sexual h a rassm ent training 

o 
o 

4 . Government policies and strategies awareness training 0 

5. Organizational development training o 
6. Strategic planning training o 
7. Organization policies and stra tegies awareness training 0 

8. Other (please, specify) _________________ _ 

3. How effective was/were the training and developm en t you attended? 

1. Excellent 0 4 . Fair D · 

2. Very good 0 5 . Poor 0 

3. Good 0 

4. If you choose 5 fo r question 3 above , what do you think is the reason 

behind? (More than one response can be ch osen) 

1. Poor needs assessment m eth ods 0 

2. Poor designing/ planning of training and develop m ent 0 

3. Poor management of tra ining and development system 0 

4. Lack of resource inputs for tra ining and developm ent progra m s 0 
5. Mention please, a ny other reason ______________ _ 

5. If you have not a ttended a ny training and development program, what 

do you think is the reason? __________________ _ 



Section VI: Benefits Obtained from a well-trained Employees 
Direction: Please, put a thick mark ",f''' in each box cOI-respon d ing to 

each statement. 
1. How do you rate the benefi ts of a well-train ed s taff? 

No Items 
V. poor Poor Fa ir 

(1 ) (2 ) (3 ) 
1 Improved services to external 

and inte rnal customers 

2 Improved operations 

3 Im provements to the existing 

s kill base 

4 The provis ion of a pool of 

well-skilled employees 

5 In creased motivation 

6 Retention of skills a nd 

expe rience in th e organization 

Se ction VII : Training and Development Methods 

Direction: Please, put a n "X" in the s paces provided 

1. How a training and development m ethod is chosen in your 

organization? (More than one an swer is possible). 

1. Based on the purpose of training and 'development D 

2. Based on the n ature of the content D 

3. Based on th e level of train ees D 

4. Based on cost cons iderations D 

5 . Do not know D 

Good 
(4 ) 

2. Which of these training a nd development methods h as your 

organization most frequen tly apply? (You can choose more than one) 

1. Straight lecture D 7. Discussion D 
2. Role play D 8. Exchange visits D 

3 . Case method D 

4. Simulation techniques D 

5. Group exercises D 

6. Semin a rs, works hops and co nfe rences D 

6 

V. Good 
(5) 



3 . Which of the following non-formal (on-the-job) training ~methods are 

us.ed in you r organization? (You can choose more than one). 

1 . . Coaching . D 

2. Counseling D 

3. Job rota tion D 

4. Exchange vis it D 

5. Tra in ing a nd development workshops and semina r s D 

6. Self development through private study D 

7. Mentoring D 

Section VIII. Organizational Structure of Training and Development 

Direction: Please put a thick mark "./" in the given spaces . 

1. How training and development is s tructured in your organiza tion? 

l. As a separa te training and development d epartment D 

2. As a part of the general personnel and a dministration 

activities D 

3 .As one unit in the organization D 

4.As one person representation in the organization 0 

5. No tra ining a nd develop~ent unit at a ll 0 

2 . If your response for question number one above is " 1", has the 

required m a npower (t raining and development department head , 

coordina tor , officer, etc) been fulfilled ? 

l. Yes D 2.No D 

3. Do th e training and development department experts h ave the 

required qualification (certificate, diplom a, first degree , second degree 

or above) in th e fields relevant to training and development fun ct ions? 

l. Yes D 2 .No D 

4 . If your a n swer for question number 3 a bove is "yes", please mark the 

qualification level below? 

1. Certificate D 2. Diploma o 
3. First degree D 4. Second degree and above 0 

7 
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5. If your organization d oesn't h ave a separate training department 
/unit/representative per!,on, · who is · in charge of the training · 
function? 

1. The manager/head of the organization 0 

2 . An expert designated for this purpose 0 

3 . Any individu a l assigned to this purpose 0 

4. Any other department/section or u n it establish ed for capacity 

build ing purposes D 

6. Is there budget allocation in the n a m e of training and development in 

your organization? 1. Yes D 2.No 0 

7. If your answer for question 6 is "No", what do you think is the reason? 

Section IX: Potential Triggers for Training and Development 
Direction: Ind icate Your Reaction to the following 
Statements that Might b e Potential Triggers for Training 
an dO I . O··? eve opment In your rgamzatlOn. 

No Item Strongly Disagree Fairly Agree Strongly 
disagree (2 ) agree (4) disagree 

( 1). (3) (5) 

1 Commitment to training and 
development for specific 
employees 

2 New equipment / technology 

3 New procedures and sys tems 

4 Reques t from managers, senior 
managers and individuals I 

5 New structures and 
rela tion ships 

6 Increasing turnover of t 

experienced employees I 
7 Customer complaints 

8 Increasing number of grievances 
and/ or disciplinary si tuations 

9 Decrease in productivity / output 

: 10 Customer requirements I 
1 1 I Competitors ac ti vi ties , , 
12 I Higher incidence of sickness and 

, 
I absence I 

8 
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Section X : Assessment of Training and Development Effectiveness 

Direction: Please put an "x" mark in the spaces 

1. Is there -any form of training and development effectiveness assessment in 

your organization? 

1. Yes 0 2. No 0 3. Do not know 0 

2. If your answer for question 1 above is "yes", what kind of evaluation is 

applied? /more than one option is possible/ 

1. Evaluation of development and implementation of training and 

development 0 

2. Evaluation of merit and worth of training and development 

at the end of application 0 

3 . Evaluation of perceived value of training and development among 

trainees 0 

4. Evaluation of costs and benefits of training and development to the 

Organization 0 

3. Is evaluation of training and development condu cted in a planned way 

in your organization? 

1. Yes 0 2.No 0 3 . Do not know 0 

4. Is there a feedback m echanism on training and development evaluations? 

1. Yes 0 2. No 0 

5. If evaluation of training and development IS not carried out In your 

organization, what do you think the reason / s/ be? 

1. Because those associated with training and development a re 

a fraid of cri ticism 0 

2. Because evaluation requires time, resource and expertise th e 

organization has not 0 

3 . The organization suspects improvement by training and 

development activities 0 

4. Because there is resistance to evaluation of training and 

development from employees or managers. 0 



5 . Because trainers/ supervisors/ managers lack the required 

knowledge, skill and incentive to evaluate D 

Section XI: Challenges/ Problems to Training and Development 

Direction: Please, Put "x" mark in the space provided 

1. Has your organization faced with any problem in relating to training 

and development? 

1. Yes D 2 . NoD 3. Don't know D 

2. If your answer for question number 1 above is "yes", what kind/s of 

problem? (more than one option is possible). 

1. Financial constraints D 

2. Inadequate training and development materials D 

3. The organization doesn't h ave skilled trainers that h ave been 

trained as trainers D 

4. Lack of needs in senior staffs to train new recruits and on the staff 

to develop themselves D 

5 . Inadequate information/knowledge to the need of training a nd , 

development 0 

6. Lack of training a nd d evelopment policy in which on-the-job and 

off-the-job training and development is clearly stated D 

7. Lack of human resource and administration department or unit 

with qualified staff. D 

3. What steps/measures have to be undertaken to a lleviate training and 

developmen t re la ted problems in your organiza tion? 

10 
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htt:A (Jet\"". 
o.n7i1 h1~: flAm<;"<;" ~\;"9" "},)(I;V} (H-out\tH- (Training and 

Development Aspects) 
C!"ootf:- 011.,: -} (I;)-9':r- "I.e r"x" 9"AI1'1' J' .e.:C:I' 
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4. hp't.9' ;lC 119°.l':Cj .f'lIcn· p'AmCjCj ~,~'9° "l111;r WflJ?Ol· r"'/J'oJ-</: hlf', 
9"11'} .1"/: 9"'}j!.UDflA9' ;J'A? 

1. rmo~~ :fm· flAm'l,9J1~ ~,1' ;lll. If'/m· fJlI<PJ"l'H D 
2. I'(l".e '/"fur. (lflAmr,'l ~,~'9u "nll;r ",e ~\'});.l)t.A flll"'I,I'J?C"·'~ 
3 . (lUD/IL;J,:r-1 r p'AmC,'Cj ~,;"9u "nfJ;J' TlI.f'I.'} UDlPt.'l· fl'''IJ!:t.''1 

r P' A m Cj ~S.: A ~'.I':"'l.l' II tI. lI,,:r 09':1'- r ' I' 0 m (l UD If 'I' D 
4 . (lUD/Il,;)' :1'-1 I' /"AIIlC,'C,' ~,;"9" "nfJ;J' Te"lt·qo:)', '''lflt,Om/ . .f' 1"/'rH' 

/ resource/ kl't.:/· llaUli''b 
5. (luu/ (l,;J':)" ' } 9"'}9" 'i.e/d, I' rAIIlC,'r, ~,'}9" "rill;)' Te"/t·q"':;· flllll,/.e!I'/,,': D 
6. t'l"·nO<l t,,u·n:,· flt· IIC,,: i,t·n·, \, ;, ' t'l flAme; fJlIaoll;J;<':":iJ fJt'launnH D 

tLh7i1tl'flr:- I' rAmr,C,' ~,;/'9" "/'ill;)' 1',,:1\',":" ,'1M / Needs Assessment/ 
opop{,J':- (l'h)m·:" 11"::,, (1;)'9"'1'- I\,e I' ''X'' 9"AI1:" (JO'/.I':t."1 ,euoAo,:: 

l. (lUl' / n':"9' I' rA((1r,C,' ~,;"9" "nll;)' I'":,,'),,:,, I','lol') 'rr,:" .eJ?t.:JA'P 
l. {,9"} D 2. ~,.eJ?t.u/9° D 

2. I' .I"A((1C,'r, ~,;"9" "J'}ll;J ' 1',,:1\',":" ,'10') -rr,:,. (lao/ IL:"9' 1' ,,·:e:UI't.m' a":L: ~m'? 

l. 115 "tao:" lit,:" D 2, h2 "tao:" lit,:', D 
3. IIII.U "t{l":" D 4. ~,.e:J-cJJ;"9° D 

3, (Iao/ IL:"9' {' p'Amr,r, (,:"9" "J'}fJ;)' (' ,,:1\ " ":" J?ol') ("'2.1)'1,.\': htJ", IIII.U rt, 
I\.e. ("''/.''1-/ '9' :'' ~\'I"'Ir,:':m'? 

l. ~\,nr.·}.'l, {'au/n .. " 1'1,,: ,. ,.;;: D 
2. Il'i:" , ~: ~\aD t,(': :l'- /top leve l manage rs;::::J 
3. \' ;" C '(J ' /'tnt (),TCiT,('. II L'.':"" / im med iate su pe rvisorLJ 
4. ~"e;J'w;"9" D 

4 . ('a"/ n.:"9"} .l"A((1r,C,' ~\;"9" "/'ill;) ' ,,:1\7-+ J?flo '} lI",/hCjOl'} (assess 
t'l"'/.\':t."/ ) alJ/ IL:" 9' 1"''l.IIl ''·9''(I·} 11 .\' .. 9':)" 9"'}J':r,:rm'? (!I~\'}J': (l'1.e 
a"{I"lIfl ,1';')"'1t'l, ):: 

l. l'IP t.",,,,,:.,., I' .l"t· ~\t.'/()9° "/9"""'/ / performance appraisalf7 D 
2 . 9"AII;)' /o bse rva ti on/D 
3. I'(j'.\':'} m'p.p. :" /g roup d iscuss ionO 
4. '-'t m';)"/? I' p,t, ~\t.'/()9" "19"'/"'/ / annual pe rform ance rev iew/ D 
5. t'l. '1 !llI (J~IIC'II<;') -- -- ----- ---------------------- ---- --- - ----- --- - --

5 . (jan/ n.:" 9' I' p'AIII c,'c,' ,,+9" "J'}fJ;)' '1:'1"":,, ,'I()') 1""I,e!I'/,.\': Illn 9"tl'i,("': 
9UOj .e: '/(1) ' .(JIIt t\ .? -- - - - - ---- -- - - - - - - - - - - - - - - - - - - - -- - - - - - - - -- - - - - - - - - - - - -- -- --
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I"l.n7i1 " 'I'il:".- {'~~1u,), P,M :".ft:u<J.,1' MII1]1' /Needs Assessment 
Priorities/ 
ODOD t, j'.- (I '/"(I {flo ;/' h ~:,. (I:r PJ 1', ~.e {' "X" 9" A h:" no'}.I!.: t. "/ .e {]D A 0·:: 

1. (Jo"/n.'l,pJ {' rAm"" ~,,}9" °J'}fJ;!' 1''I:~1°'l' ,'1M IHtj~f. (J;},~ hO"/(J,'/: 
'I,n ,}' /funds/ ~,'}(/C {'rAm" '}.<':CI'J"I'P'1·, ,e IP£'1i'1.'}7 
O. ~,P"} 0 i'I. ~"e01'9" 0 ,h. ~"e;j'()J;/'9° 0 

2 . h'1 ,e (I,/ -t, '/:1'C 1 t1'/'OlJ t'IIH-OI- 1',1"/: O°r.-JIP' "~,P" } " hl1"lf hmL!H' t1· ;/' 
:/'.1':"'1 .. (' {"''lJI 1Il 01- tII':/'~:(II' ',01· 7 (IJ~,'}.I': (J'1.e alJaotln ,e:""~t1. ) :: 

o. II'I:'/'~: ~,allt_~_ / top-managers,c:] 
1'1. ()- T C 11,e II (:' :ro 
,h. oul,htl~: ~,aot-C':1:D 

(ID . l'all;p:ar'&J' f.t.jf ~,e '11'1, ~,oDt-C'-·r- /first- line managerO 
IP. >bhoTC'Y':';- 0 
t. . .I!: ,'J~ t'I "I." p.:)-- /non-experts or staffs/ 0 

3. II '1.1~ fI'/-OI' t1IH:"" {' ;/' .ft:"'l] rAm r, P' :r- ;J. t)(J. I''''}. f.t. 'I- ;/. 'rr, 'I' c,' PJ :/; 
'i-h·,:(:,:r- 9"'}J':c,':t!(II- 7 (l1~"}J': n~.e (fDOI·t1n .e:HtI.):: 

1. IJye 'i,h"'C' :"" / Legal factors/D 
2. TfI,t 'l 'e 'i,h·/'(:':·;· /political factors/D 
3. {' rt: ' {I ,oJ ' :/· ';,n·/-(:"l)competency factors/ 0 
4 . 1\,(\"""- ',1'1. (.e II (;'11 &>/'rn') ---- - - ------ - - - - - - - ----- - -- --- - - -- - --- - - ---- - -

I"l.n7i1 116-:": - [' rAII1r,C,' ~,;/'9" "},}fJ;j' T(':"/t,c(":·;· '/'''/fJ&-:/ ' t'lh,:/' 
ODODt,J'.- (J"-om' '''' h~:/' (I;J-p':"" ~,e {' <x> 9"An:/' W"J.I!:t."/ ,eaoA()· 
1. ['(JD/n.:/'p' rAmr,r, ~, '}9" ",'}fJ;)' p,t· 9"'} ,I'IiA ,/'t)n~I:A .e~t1.7 

1. (ir'l9" 'Hn:J:A 0 2. (joollhi'l~: f.t.~' ·/·t)h~J:AD 
3. (Ja"rn',· "'i)h ~I:A D 4. ~,A " -t)tj9° 0 

2. ['all /(J, :"p) [' /"AII1r,r,' ~,:"9" "nfJ;! ' O'k)' alJlIl"~:r, ,('A·/·()I, ht]", 
9"n'} ,(,.y.:/: 9u '}J':r,:t!m· .I~ ~t1 . 7 (l1~,'L(': 1I'1 .e oDalltlt'l .e.1:1/l.):: 
1. ['on/ft·/: [' /"AlIlr,r,' >""9" "nfJ;)' ,TtI.t'l >,(\{lO£j'C U 
2. (\{I"/n,·,: ['.,-{Nf.1I f' /"AlIl"'r,' ~,;/'9" "I'} fJ;j , (I:~:'. ~,'I't.:" 0 
3. ['{In/n,·,: >,(lo(,_(:':r· fJll'l.'(",·)·) "'l,",/proactive role/ htl(JI"j'C 0 
4 . [' fJ 1'1 all •. f' ~,'I' t. :,. 0 
5. ['{m/(J, ":'} :.HI:'· (II'Ill, ;)''''J fit"" {I/JAl,· [""n',")"' t'l .1': hOi):" {I/J'j'C 0 

t'l.n7i1 119"1l:":- f'IJ't-·,-~:··r·r, ;)'1/',p ... ".. f' /"AII1r,'r, >,;/'9" "l'}fJ;j- '/-"I:"(,~ 
ODODtJ':- fin,,::" (1;)'9):/: '1'!~ <x> 9"Ah:/' (!'''J.I!:t.''' ,(', {II)A()· 
1. 1]1'19':" 5 '}rJ/J:/· fI/"A lIlr,',,' >,:/'9" "nl];J' '1.e ·'·"I·hull· .f'(II.:J't1. 'p 

1. >,P"} 0 2 . >,A'/'''H-,,:II-9'' 0 
2. 1,'1,{', (\·/-t· '/:'I' c,' 1 rJ°At'l9) " f,P)'} " 1111", ['·'·"I·'+fI:' · '1"(:""(,·9" [':/'~:(Il. ',(11. 7 

(llf,·}.I': fI'1.1~ (lIJ{llJ tlt'l .e;I: '1A ):: 



1. n, '}r.:CU'l'/i -} -/;n',I\"J{ I'lAmc,'D 
2 . NllWH· /diversity/ dnlllL rA(nO 
3. {'J';r 'l~ '1':1' '''' r Am'l D _ 
4 . rlID'};'l r -l' :rIlAfI':r·'I l'l-l,t..-t;J{fI'1', I'lAm'l D 
5. ('lID/ CV,' 1lf.:1-)--/ orgilnizational development/ rAm'l D 
6 . rl'l-)'t, -/;J{n T,\1 rAm'l D - - _ 
7 . rtW/cL-l ' TIIAfI'1','I M·t.-)--J{fI'1', °n1fCl. rAm'l D 
8 . 11.'\ 1")11 cellell';,--) -- --- ---------- ------ ---- ----- --- ---------- --- = --

3 . (""t) ·'·",n:,· /"Am'l'l f, '}9" "nil;)' 9D
' } ,rUA o)·at ;) " '" ',nc .e '\II· ? 

1 . M!.:ol (l1I)9" '1'0;. D 2.11 tl19" '1'<;" D 
3. 4. {7DAh9" 

4.hil.e (H· t. '/,'1'C 3 1I,,·ullflh·/-(n· 'I',e ',: uPAl'lfl' "'11:,,·,·;;'0 hI"" nl'l ·,';e:cIlOl· 

,eflm' 9"n';,e:, ' 9"'i.\':~0) ' J~ fJlI· ? (Ilf,'i.\': n'\~ uou"flfl ,e;):,\A):: 

1. 'II 'H ' <;' 1'~'\'lu,) ' .'\ Ot) '1''1 .) . IIJ'"fI':}'- D 
2. ",:".,,<;' I' /" Am'l'l f,:"9" "nil:)' 'wl,~ 'HT'\'} (poor design/ plan) D 

3. ''':'' '''<;' (' /" Am'l'l f ,:"9" °nll;)' f,u"t.C flC'H' D 

4 . l'rAmC,' C,' f, :"9" "nil:)' TL:' ''/t·'/oT w'n:/' "Hlf, :" ~,'I't. :,. D 

5. 11.'\ 9"n'i,r :,' I")fI ( ~ lIe"o;. )-- --- --- - - - - -- ----- ------ ---- - --------- ---

90
'; .I!: ',Ol' ~ ,\fI· ? - -- - - - - - - -- - - - - - - - -- - - - -- --- - - - -- - ------ - - - - - - - - ---- - - - -- -- - - - - - -

n,n'/i'i fl.\':fl:" : (H: flAm'l /1'1'0£1/ :':01' 1Pt ,·f'7f:r· r " "ff 'r:"9" 

U"{Il' t .C': nn.,::,· (l;) ' fI':)'- '\J~ I'" v''' 9"An:,' fl"'I.\':t. "l ~{Il>AO · : : 
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1. O OD/O,'~'?' p'AIIl'i" 'rl'f /Pt." .:;' (trained staff) 1'1·l 'fOl·'t 1';"9" h 't .e,,:'· 

,C'fl'I'9"m·;J' A? 
-

W'lr 

-",'1: , 1'''1fJt.:" /item/ 
l,:j'1':;' 

(1) 

1 1'1 Ol·fl 1'<;" 1'1 01' t:L1. ~ro<;":r· 
I'D? () m· :" )','1 A aM" ,y. :f· aD "i"i A -

2 I' P' Ir )" &, 'I O'/o:f no /)' i)" A 

3 I'hul'l":" ~L}),' no/)'/)'I'I":f 
4 1"'·OlM· 1""./)'1'1 hul'l" :" ,I"F/:Ol' 

IP t. ,,' <;" ',r· '} "'/ fl'" f :,. 

5 I' ,v't. 0 0 '"),):,, OIJI,/.l,fmc 

6 em / 0, -,: '} hul'l":"<;" A9U -<,,' .1',/1 

~\·i.(tc:f' ~ oI/Y,"G H
} 

o,h7f1 /Vl-r:- I' ,v'Am<;"'i" )',;"9u "nfJ;J ' /I ,e.,9':r· 

ovovt',J':- Oh'i::" (1:J·9' :r· t\,e I" <x> 9u Ah:,' ,I'J':C'I':: 

l' ,." -,,:;' ~u<;" 1'<;. 
(2) (3) (4) 

1. (lou/0':"9' l'rAmC,'c,' )',;"9" "/'i fJ :J' /I,e.. ~,'},e,,:,. ,eoDU'lA 7 (II)','H': Ot\,e 

oIJool'lfl ,e;J:t\A ):: 

1. I' ,v'AIII 'i"c,' )',;"9u "nfJ:J·m· '} (7 "1"'/ oIJIPL')' O"'/J':L"I D 
2, I' /"Amc,'C,' ~,;"9" "nll;J·(IJ··t J', /I :" rIo/pt.:,. (J",/'\!: L"I D 
3, "'A"f(,":f J't\:rm· '} ~t.}),' ,m/pt.:'· (I"'1'\!:L"/ D 
4, I'IrAmc,'C,' )":"9" "/'}fJ:J' f'u'l.m"/(/J.'} ()lGU, :J.r)Q 0"'1'\!:t."/ D 
5, )'"e;J"o);"9u 0 

2, 0 0 / 0, :"9' (I'HI:J·:J'.I~ (frequently) 1"''/.IIl'/'9u fJ:/:(I)' I' p'Amc,'C,' )',:"9u "J'}fJ:J' 

/I,I!u 9,-r- I':,,?," :,: '1':':01·7 (l1)','F: (It\.e f/Uf/ul'lfl ,e:ft\l'I.):: 

1. ,,"r :J ' i\,t/:rC/straight lecture/ D 

2, l'i\,I\":r-'} qUC,!', (If/u(/1'''9'' A?"?".\': o),(~9U "I."(JI·(JI·:' · (role play) D 

3 , 1"lmrIu ?,":r'j9"h'i,(' :J"e I"r'i":" /I,e.. (case method D 

4, l'rI"9"()A 'L·t/'/F·r- (s imu lation techniques)D 

5, I'(I·.\!:'} A9"?".\': (group exercises) D 

6 , {),"'l.'i"l:·':{-, (/Jct/i"- :}"':{-c,' !"}'i:t. ' }(\'.;-. D 
7, (JI ·,!', ,eA·:;-· (discussions)D 

8 , I'A?".\!: A (JI ' ell ' I":;-' (exchange visi tsD 

i( .- . 

( p..OO\S ABA!SA UNIVE~S:Tv ~ 
' USMRIES c' 

~o.BOX 117C; 
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~ 
~"1"'.'1: ... , _':'- , t' ... ~. ~ 

0"19" 
1'<;. (5 ) 



3. Oau/O':,' !" "'''/1](,'<1: ptn·:" f'r&- ... .e rAm'i" /I.r.,!" :r, (on-the-job 
- -

training method?) f',),7/,:,: '1:1:01,7 (n)',1,~' Ot\.e au9°l'J' .e:r ... I\.) !! 

1. p,j'~'1\ ',OI"H· -.IWI:oI'·} (vrCI].e/lC':-'" OJ.e9° 1P&-,,'7[-:r, ,~'.'J'i: "'Jarf-)' (coaching C 

2 , p9°nc )',1I\a//'d' (counseling) D 
3.0·h'l,f'r. Pr&- l1lJ:tI":-", "' /I'I'OI'£!' aui'l&-')' (job rotation) 0 
4. f' r&- Ar,~' AOI'{Jl''J' ·I .. n;~+ "'I,~'la/ D 
5 . f'rAmc;'c;' )','}9" "J'}I];:J' OJchi'I;r:r'i" (I/"Lc;'(~:r'D 
6. O"/A ,H"vc,)' 'J''i'':'' ("i'l"} °Y'f1..J':" (self development through 

private study) D 
7. f'au/n,:,' )',au(,-(~:r, OD',f"1: J':.:JlJ: (mentoring)D 

/'boo') {}9°'}T:- f'rAm'i"'i" )',:"9" "/'}I]:J' )',OJ:P<f'C 

{TlJ{TlJI-J':- 011'1::" (1;J'!":'; t\,e f' "v" 9"AI1:" nnY.I.':t."/ .eapA(I· 
1. f'au/n,:,,!" rAm'i"c;' )',:"9" "/'}I];J' 09""} "t.eH' aDAh' P"''1""t. '/OI'? 

1. (,,(I,'} (J3J:fI PrAm'i"'i" )',:/'9° ''J'}I];J' a09"t.f' D 
2. Om:"t\t\ f'(I(I)' '/.eAC,' )',i'l,I·,".J?C I1lJ:A OI'i'l'J' D 
3. (Jaul(l,": ',"}J? )',"},~. r.H· D 
4. (J (JJ'I (l, .,: )" '}.I.': (I (I)' n (}'I'OJ I1A D 
5. (Jau/(l," : PrAm'i"C,' )','}r "/'}I];)' ap9"t,f' Iwd'l 'hull.e f'II9G 

2. (J"'(,' '/:'J'C 1 fI,,·au MH'OI· 'J' ,("I: aDAi'l!" "1" lun f'au9"tJ'OI' f'(I(Il' 'I.eA 
"YfI:"9" l'a09"t,f' ;.'>t\,{.: )',i'l'('I]I]t"f ).'{'(lC OJ/I,,· ... p·,',:zt\ 'UIl''}? 

1. ),,!,"} D 2. )',.eJ?II9" D 
3. (JrAIIl'i"'i" )','}9" "nl];:J' ap?,'t,C' rC 1'·,'apJ?(J"l· )bl1i'lTC'y.:j·, "i'lAm'i"'i" )",1'9" 

"/V];)· " ' ''/1]&-:'' OD',f' :JC f'·'·'/(JUJ? P:"9"VC:" J?t.Pi "'/fI""9" (lc";'{,h,'''': '<;.TtI""?: 
l'au:'-:"o(,,C' ·'t"/ t: U·fI·,·;;: .'i ... /tC,' h" ot\.e .(''1:(:(1). 'i":(:(/)··P 

1. ),,!,"} D _ 2. )',.eJ?t\·9" D 
4. ht\.I~ O','&- '/:'J'C 3 t\,, ·apflh·/'In· 'J'.("I: aD A i'l !" "),,!,'"}" 110", f',1'9"IJC:" 

J?t.Pi :I:(/)·'} t\.e "'01' .(' au A 11,,::: 
1. (lC"'&,I1.:,' D 3. f'auJ':=t,f' ·'i,"/t D 
2. ·'tTtI""? D 4. O'fI" ';;: ·'i,"/t'i" (J .... e D 

5. ao/(l,:"!,' ~,(,,(I.'} f';J:t\ f'rAm'i"'i" )','}9" "J'} I];:J , ap9"t,('Ir.",,"t-!{'·"OJht\ (1m' 
l'fI,t\(/)' ho', {',,",'AIIlC,' ,u'{r'} (J;.'>",&,H' {"'Y,a" &-(1)' "'I'IlIl ' ? 

1. {'a"I(l,·': ;.'>t\&, OJ.e9" 'hnt D 
2. flr(,,(1)- (I.I]A {'-,'(JJ'J?(J )bl1i'lTC:" D 
3. t\r{rOI- t'l,I]A {'·,-avJ?(J .,'(" (1m' D 
4 . (\)',:/'9" "J'}fJ;J' r(" '/'oCltI" (J"'''''J?(J 1'1.'1 m'9"t,C': 1'",.:" uI.e9" i't.11·/i·} D 

6 . IIm'/n':,-!" (Ji'lOlh t\i'lAm'i"'i" )',:/'9" "/'}I];J' (J:"::" .e(}'l'J?I]A'P 
1. ),,!,"} D 2. )',.eao J?·f19" D 

7. 11'1.1'. (J."(,, '/:'rc "6" fI'hl1"'(lm' aUAi'lfl' " )".e(}'l'J?·n9'''' tlo", 9°I1'U"': 9"'i.(':'f{Il· 
.1', 'I fI, 7_ - - - - -- - - - - - - - - - - - - - - - -- - - - - - - - - - - - - - - -- - - - - - -- - - - - - - - - - - - - - - - - - - - -- - - --



"'. ,', . 
1 

2 

3 
4 

5 
6 
7 
8 

9 
10 

11 

12 

t'l.h7i1 t/m't: - 0lJ.'.,{,,1, f' p'Amr,'r,' t,')'9u "l'}fI;V} {,u2.,C'~flr'l· 'I'P.I" :Y. 
(potential Triggers for tra ining and development) 

ODODt.f:- OOD/fl. '}9' p'AmC; r,' t,'}9" o/'} Il ;Jo'} OP'&' ~.e flO'!<f'A Mfl'{j (Df!.9u 

9"l"n Y-}' f!. lf<J fl' ,(]fl(D. I''''l.YfllJ, 'f(J).') '11C:":j· n-t· om·:/' ~,t.lj:-t"/7C:":): ,{,.'f' 

fl,{,-'I' f' n-v" 9uAh.'f' nD"JY:t."l M-t'YI'-'I'fD,} yooAI1-t' . · 
0"19" },AfltT?°?9" OODm',· "hfl"'/"'/lW' 

·'·"IIl?·} / item/ },AfI"'/"??" },fI"Y°?(W' 
- ( 1) (2) (3) (4) 

i\A (~ " '/"" '",":1'. r"Amr,r, },~'9" "nil:)' 
~,9"'I:" i\"7'l r.c (commitment to training 
and developm ent for specific 
em ployees) 
l, .I~ ·'ttl (luut t.e fP";;'/ -I:'n l , n" "I{?J :r· (new 
equ ipment/technoloqy) 
>,.'~·';. fl olJulIL..e9,:r-r; flC<} ·y,',r-
1/~,{/u(,.C':'{. l' II":"'~: },uu('·e':rS (Senior 
manaqers) "1i\t'lP:'{' ("''lA' CO' '1'."'/:9':)'-
), .I~ ,';.{) {/1J(";h_~':f-r,' -".e .e:}r', :,- y":'!OI' i 'U~':r-

A9 U Y: Y'I:'!(IJ· {Ju· t··'·"""·:}"· r,:f,dt :', OlJt.I:l,UUC 

{'J'.9"fFi'·:{· ;"{":)'9':'{' 
{J:"(.-.;)' $.u:rr; w ,e.')" {J·';'flTfl: 1 U·~.:J ·9' :}·· 

{llIt./.I ,OU(: 

{"P'C :J ·(I'I',:,.r, 9u C:" ou -I"/ft 
{'r.9"1/~: 'i:~ . ,,, . y:,'{. (customer 
requirementst 
{"/'r".'\ .'\ (,9':)'- ~"~;,,t'I:J't'I. (competitors 
activ iti es) 
II(lu/ Il.:'- 0.1 /. •• , , 'tp:r· {JU(I"9 U C,' -/,t tl'i:'I'~: 
(lUU"; tlt'l·, .. y·:r- (higher incidence of 
sickness and absence) 

t'l.h7i1 h.P-'C:- {' p'Amr,'.," t,:"9u o/'}Il;.l' (IJ'rn,:)''''/H' P.r'll) /effectiveness 
assessment/ 

ODODt.f:- fill.,: :,· (1:)'9':'; tl,e {' <x> 9"AI1:,' ,C'.\':CI·:: 

1. (I{/IJ/ O':"9' !' rAm';'''" ~,:"9" "J'}fJ :J' (fI'I/I.:J,u'lH, .'Ir'l') 'l'r,':,' (effectiveness 
assessment) .!',J.'.t.:)A 'P 

1. i, 9' '} D 2. i" er.t. "'9" D 3. ~"e:)'0l:"9D D 

2 . (1./ .(, . '/!'rc 1 A' /'{/UM/'/'(!l ' '1',1"/: {fOAM" <~,9"} > !1IJ'i (J{fu/ O,:" 9' (Jr'l ('. ;U~ 
{''''l.(/J'A (/J' !' l'''Amr,'.,· t,:"9" "nll;J' "'9"'/"'l /eva lua t ion/ 9"'} '},e',..,· 
'HI) · ? ( h~, 'i.\': n tl.e ffD t7Dflfl f!. :)"I'\t'\ .) 

1. {' rAmt;'';' i,:/'9" "nil;)' 'I,r.:/. ·1I",lt ;/·,;, !'·/·",Ile ~.!~ "'9"'1"7 D 
2. {' /"Amt;'';' {' i, :"9" "nil;)' / "(,.(IJ' ll,/'I, r,' w', O :~,~ /"Am.,'(Il· ["dll.(ll· 

,fI :J' ;/. t;. ,(' fl '/'i' (I)"} (IJ'Ilv'! ' "n" 'I '''I D 

o f'lJ ?" 
~,fI"'l°U\ 

U· 
(5) 

3. r'lA((l't," :.,.. AflAmr,'(I)' !'()m·;/· '} 'I' :) "'')U'I '''! D 
4. ({u/ fI,, /, AflA m t;'''· i,:"9" "nIJ;)' .{'(!l((I(I)·'} Unl,),.,- ,C"/'i'(/l" } m "''' 'l,;J' "'')'' '1 ''0 
5. fl ou/ n.;)· ':"··} !'lAm';'t;' i,:"?" T}Il;) ' ~,J', .r,I."'9D 
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3 . (' UIJ/fl.·bJ' p'AlIl£j£j l"}9" "n lJ:J' °/~1a,/ (J :J"" J.'. UIJ'} 'IY: .eh£jw£jA ')-? 
1. M',} D 2.}t .eh£jw,}9u D 3. l, .e:J' w:"9" 0 

4 . UD/fl. ')' p' p'AlIl£j£j l,:t-9" "J'}lJ;J"} (J./' UDI'IIJ-I' r"}·(J~ CUIJA{1 (feedback) flC(H 
l,l'Im'') ? 

1. l,P''} D 2, rI'lO)'~ D 

5. (JUD/fl.:"P' p'AlIlCjCj ~,'}9" "J'}lJ;J' "/9"1"'/ rlT'/.e'l~J·: hll'~ 9"n'},C"': 9u') 
1'I,Il"} .e:HA .(J 1'1 m' .C'fllJI'I,?( h~,'}.~' WI,e (TD{TD1\fl ,e:r,tl/'l') 

1. ~n·} .e·':9° hp'AlIlCjC,' ~,:"9° "J'}lJ:J' .':1C ·".r.C':fr't1' .C'II:';m' 11'1'1, ;t-:f .. n',·} 
w.e9u 'I.(I1,·} {lfI°U,-:, D 

2. 9"n'} .N:9" "19''',,,,/ '1./0 'NJ-'I'c,' :r-fl" :J"} (expertise) flfl °'l.lIl.e:"Cj Ull / n.:) ::"··} 
~, ~ II. U ~'I c::.,-. {lfI t'I. 1'1. :,. 0 

3 . uIJ/ n.:)·:r-·} (JflAIIlCjCj ~\;/'9u "J'}lJ;J' " ' ''/I]?-:' ' ('a'l,u"lll' uIli'ii'ifl"'.,,-,'} 
fl 1'1 "'1,111 (, , 111 C D 

4. 9"n'} .e·':9" I'uu/ (J.:" ;'lIlti,p':r' w.e9" IP(, • • /·"," : .,.. (' p'AIII c,'c,' ~,:/'9u "J'}I];)' 
"19"'I"'J'} IJ(II·fl"H:(II· (It'I'''1J~'''(JI'I . :'' ( resi stance to training and 
development evaluation) 0 

5. 9"n·i .e·':9u PMIA"I",":r·, n·Tc7f,eIlc::r- w,e9u ~,UD/,. c::}'· (managers) 
/J(II.,/'-"'£j nUfI":" ~\'P~:" UIl'j'CCj 1'I"19u'I"'/ p'(,,:':(II'9" "'J(J~;). ;J: 

fll'l "'/.eJ.'.~ "III :f(ll' D 

I'l.h7i1 illlt- 1l1f::- Pp'AmCjCj ~,:/'9" "J'}I];)' ti,·/'C,'P':UTC:'IIMl":}" 
00OO6j':- lin,,:·)' (1;J·9':·,.· lI.e (' <x> 9"An:" II"'/Y:~"I .e9uAn· 

1 . tll'l A III C; c,' ~':/' 9" un I] ;J' 
)" :J1'Uil (II") , ,C' (II.:J' A 7 

1. ~,9"i D 

2 . tllI.e (J-I' (,. '/: ' rc 1 1'I ./·uuf\1l'1'(II' 'P.r '/: UlJAfl!" " ~,9"} " till", uD/ II':,'!"'} 
.!' :JIIl(JD,:" :'''·''IC::.,-. 9"'} 'i,e ', :" Cj :':(Il.? ( 11~,'iJ': (J1I .e (flJuvl'I{j .e;J!IIA):: 

1 . pnll·1I ~,1'~:,. D 
2. (' rAtnC,'C,' ~,:"9° "nil;)' "'/":t,C'fI":'''' (J4: ~,I'IUIlll"} D 
3. IP A 1",(11' "'1 'P AIll'} ("''lA'I'I, nufI .. :,. .!'II:':OJ' },nAflj?,u:r, ~,I'IUIl'j'C D 
4. 1'I~,.';,{j :"'rc IP (,," ' ?,":'is l'Ioll/ n." : IP(,, ',. '(.";'''' {jAmCj l'I ovflm:" I' II.I} :"-'fI";J ' 

.('11:':01' " 'W"I, '''('''''?,'''.j'. /senio r staffs/ r,:I1',,,:,, 0'/"1:" D 
5 . 1'{jAmC,"; )',:"9" "nIJ;)' ),,{jti,II'I.'d' lI,e (1<1: ":}~':C(/'/.'ii·}C,' ~'(" " " :" D 

)',1'1 uu', C 
6 . (l"/A6 p,""'ovm I'{j(,· IIJ~/o n -th e-j o b/ OJ ,e9" I'{j(,· (11" '1." (off- the-job) 

flAIIlCjC; }':"9" "nl]:)' ;1'1'I.t'I. )',I'IUlJ(j'C D 
7 . (Jm" ,f'(Il' (1-/"1', PnOJ' ~~J~A 1"'·r.(,,:I': I'n(ll' '/'II:/'C,' )"fl " ··':r.c rJfJ9"t,f' w.e. II" 

I~ ',. :,. ),,1'1 rJfJ ', C D 

3 . llrAIIlC,'C,' )',:"9u "nlJ;J ' .'J(: (J·'·,c' .!' " 1'°'l,ti.IIl~· .. 'i ... J('.' .:,. .• } I'I"'/ :J'I'IA OlJmr).\': 

.f'I'\Il:((II· ~\C9u:{!,I':". (steps and measures) 9"·f.\': 0((11· p.III'I· 7 
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ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION 

ESUCATIONAL PLANNING AND MANAGEMENT 

DEPARTMENT 

HUMAN RESOURCE AND ORGANIZATIONAL DEVELOPMENT 

STREAM 

TITLE OF THE STUDY: Practices and problems of human resource 

development in South Wollo administrative zone . 

OBJECTIVE OF THE STUDY: To collect information from officials and 

organization heads a bout training and development of government 

employees at zonal level of organizations. 

THE NEED FOR INFORMATION: The information obtained from focus 

group discussion among cabinet members and organization heads are 

intended to be important to fill up the gaps in the study. Therefore, you 

are requested to forward suggestions and opinions in accurate, 

transparent and appropriate ways based on the directions provided. 

NOTE: 

1. The time assign ed for a discussion is 1 y, hours . 

2. Your integrity is very important to register the ideas, suggestions 

a nd comments in the relevant and appropriate ways. 

3. The discussion will be confidential except the results are used for 

the study. 

, 



c 

DISCUSSION POINTS 

1. How are tra ining a nd development needs assessed and prioritized 

by organizations? 

2. How is training and development structured? How adequate a re 

the resources (ma npower, finance and m a terials) a llocated for 

enhancing training and development activities? 

3. Wha t a re the m ost frequent training a nd development methods 

employed by organizations? 

4. What is the current status of South Wollo government employees' 

involvement in training and development? 

5. What are the major problems encountered in the implementa tion 

of training and development? What are the steps undertaken by 

organizations to address those problems? 



C 
M'o.o Mfl r. 'L,lico-I: 
.'!.")L <J" L:)' -UO,1-
r"'I- :" 9" U C :" /'I'b:e:. 

1")'9"UC+ T'I-ir, r"tr I,aotrC :/.9" UC-)' !1c,:A 
I'nm' 'I f!.,tI r, -/'1: °'l'l? tI 17'11' 0 ')'('9" 

I" Pr, -/: COO:- O.e.Jmtl .. Wi t700-1·P,.~:C I'n(ll' ').U:\ r" tlmr,r, I'~'9" '?-iTI:'- V·'b;r 
1"1'r,· /: ,}'1O'J: - O/I '} .'!.Lli t\7·t70f.O")· 1't70')''1/-'-';/' UJt'r·/·'n: ~,I'-I-Am YAm· 

r"Am'1' r, f, ;"9" "l '}fl ;!- V·'b)· 'I f!., hllnr"Amr,.'(·r, ht70/O,·)· 
')'1/., 9> T anLli tlt70n 'On 'O '1(1)':: 

l'fTnL:q(ll' I,M.'1l'd·:, f!.,U ant.:q nI,1·h·I'.·'·,0·.'!.··} (IJ.g.f!.,.'f- IFocus group 
discussion/ 'I .e. 1' -' ·t70nL·" V";' h(ll ·f!.,.e.·/: I'ml:n·} 'I ' P(J'.)'- h7,V' </: l7Dmf!.,.j\:,· 
'/'(;1;)," '1 (, V" /(Il' O'/';J'tI allIIn '[' <;'/: i 1" " ".'1.'1 tI'''I.'!.·L''I '/(1) ·;; 

MV"19" tlII.U (Il .. e..e..). O·/'LO·:/· '[',r"':9>T ",g, (lallaood· ')'1111t1:;' : '?Aor, -"70, 
l'ln· '/t)(lT'}r, f,o ·/·ff -n···} id.r.nm· O·'t-u} <; ,e.ml'.1· tI ·: : 

' ''It)nO.J' 
1. (I)'.e.,e.-/: 1""'l.!.. :e: (I)· 1 Y2 n'}} ,e.trC,·A;; 
2. Om·,e. .e., ,: 1'°"l.'ln · '/t)(lTr, I,o ·/·fr'·n ·· 0·/·70.(Il· i,'}.r.J'II·r, ~,'}P,.t701170· 

1'I,C09> ,/.r, 1"0 '(lC J'M.A,:JA:: 
3. \'(I)'f!."e.-/: '/'['{l)'· tllI.U (TO'J''I? '['r,-). II {fIJ'P"':['m' (lO -" "'C O'J.o'['t'r'C'I;rr(JJ· 1"'-mO'" 

'I (I)';; 

I'I,:/·I!L/· -O·.'!.··i aDmJ).C' '/'['(lT 
1. \' all/(l, } 9'J \' /-,'Am (;r, I':"?" 'TF1 ;!' c,:'1·,"·)'·T I' ,",nt) '['(;./ .r, :",'!.' "'1. J' I,n(I]'[' 1,'}g .. ,j · 

'/(1)' ? 

2. \'rtu/(l.}9> I'r"Amr,r, f,Q'9" '7'F1?- I,(I):)"/'C i,'H' .. -)· '1m·? oAmr,'l f'1'9" ,?'ill ;!-' } 
tI '''14·rrn (1 ' /: '/'0 :/' a'/tI _)'?" \)nOl' 'I £A' TiI/·(I'l ·r.t)·"o {,I'".t70.'!.(1 '1m·'}? 
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Means 

Report 

Category of respondents sl _ql sl_q2 sl _q3 sl_q4 sl_q5 sl _q6 
1 Mean 3.82 3.80 3.75 3.69 3.76 3.43 

N 147 147 147 147 147 147 
Std. Deviation .858 .799 .801 .842 .911 .965 

2 Mean 3.88 3.94 4.00 3.76 3.88 3.94 
N 17 17 17 17 17 17 
Std . Deviation 1 .11 1 .827 .866 .903 1.11 1 .899 

Total Mean 3.83 3.82 3.77 3.70 3.77 3.48 
N 164 164 164 164 164 164 
Std . Deviation .883 .801 .809 .846 .931 .969 

NPar Tests 

Mann-Whitney Test 

Ranks 

Category of respondents N Mean Rank Sum of Ranks 
sl _ql 1 147 81.67 12005.50 

2 17 89.68 1524.50 
Total 164 

s l _q2 1 147 81.62 11 997 .50 
2 17 90 .15 1532.50 
Total . 164 

sl _q3 1 147 80.98 11904.00 
2 17 95.65 1626 .00 
Tota l 164 

sl _q4 1 147 82.17 12079.00 
2 17 85.35 1451 .00 
Total 164 

sl _q5 1 147 81.41 11967.50 
2 17 91.91 1562.50 
Total 164 

sl _q6 1 147 80.01 11761.00 
2 17 104.06 1769.00 
Total 164 



Test Statistics(a) 

s1_q 1 s1_q2 s1 _q3 
Mann-Whitney U 11 27.500 111 9.500 1026.000 
Wilcoxon W 12005.500 11997.500 11904.000 

Z -.700 -.762 -1.300 
Asymp. Sig. (2-tailed) .484 .446 .194 

a Grouping Vanable. Category of respondents 

How to Calculate Spearman Rank Order 
Correlation 

Non - Managers Managers 

NO Mean Rank Mean Rank 
1 3.31 6 3.88 5 
2 3.93 1 4.43 1 
3 3.80 2 4.18 3 
4 3.36 4 3.65 9 
5 3.51 3 4.12 4 

6 3.18 8 3.80 7 
7 3.09 10 3.71 8 
8 2.92 11 3.41 11 
9 3. 15 9 3.87 6 
10 3.34 5 4.25 2 
11 3.20 7 3.46 10 
12 2.43 12 2.64 12 

s1_q4 s1 _q5 s1_q6 

1201 .000 1089.500 883.000 

12079.000 11 967.500 11761.000 

-.280 -.908 -2069 

.780 .364 .039 

Rank 
Difference ( D) 0' 

1 1 

0 0 

-1 1 

-5 25 

-1 1 

1 1 

2 4 

0 0 

3 9 

3 9 

-3 9 

0 0 

Rho Sum 60 

Rho = 1-6 Sum (0 2
) / N (N 2 

- 1), Where 0 is rank difference between non-managers 
and managers. 


