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ABSTRACT 

The main purpose of the study was to assess the practice and problem of train ing program 

provided by public service college of Oromia{PSCO) to the civil servants of the region and to 

forward some alternative solutions or recommendations that may reduce. the problem or 

improve the proper practice of training provision based on thefindings. 

To this effect, descriptive survey method. was used to obtain pertinent and precise information 

on the topic. Th e total populations of the study were 816 trainees who participated on the 

training program conducted by Public Service College of Oromia in 2001 Ethiopian budget 

year. All these tra inees were found in 38 government organiza tions of the region. For the 

purpose of the study, about 245 (30%) of trainees were selected as a sample of the study. 

Simple random sampling, quota, and purposive sampling technique was used to select the 

sample. 

Similarly, 30 (40%) of the trainers were selected as a sample of the study by simple random 

sampling technique as a sample of the study. In addition to this, a senior expert of Oromia 

Capacity Building Bureau and Oromia (ivil Service Commission and Public Service College of 

Oromia training coordinator was considered as the sample.of the study to get the necessary 

informatiOn. Questionnaire, interview and docum ent analysis were used to collect the 

necessary information. Results obtained were analyzed by using percentage, t - test and chi -

square tests. 

The results of the finding indicates that, although, PSCO's training program provision was not 

supported by training policy, training need assessment and training program evaluation, 

PSCO's achievement in provision of training program was adequate and satisfactory. But still 

the training program of the college was not fUlly satisfied the training needs of government 

organization of the region. This indicates that even though, the achievement (present record) 

of the college was encouraging, there would be a long journey a head that need to be 

addressed. 

Therefore, both officials and employees of the region should take the issue of the college as 

their own agenda and work together for the successful achievements of PSCO's objectives. 

vii 



CHAPTER ONE 

INTRODUCTION 

1.1. Background of the Study 

Organizations are societal entitie~ that exist as a result of needs of society 

and that have to be satisfied. , All organizations require human, financial, 

materia l, tim e, and informational resources Il1 order to be effective and 

achieve their goals and objectives. While all of these resources are important 

to organizational' effectiveness, the major factor that represents a potential 

competitive advan tage is human resources a nd how these resources are 

managed (Fisher and others, 1996: 2). This is because it is the human 

resource that can transform other resources to good s and services in the 

development process. It is the human capital and the work th ey perform that 

can make a major difference to the performance, competitiveness and 

general success of any organization. 

In line with this idea, Decenzo and Robins (2002: 36) stated that, it is 

important to note that achieving organizational goals cannot be done without 

human resources. It is people - not buildings, t h e equipment, or brand 

n ames that really make a company. 

Today the world becomes increasingly interconnected, morc' interdependent 

and increasingly a globa lized village . Thus, globa lization a long with the key 

driving , forces of change su ch as fundamental change in the nature of 

customer, competition and change has created tough 'environment for 

organizations (Hammer and Champy, 1993: 11). 

As Decenzo and Robbins, 2002: 4) stated these dynamic environment places 
, , . 

new requirements on human resource managers. For an organization to 

survive in t his rapidly changing environment, they must ch omge with it. They 
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must adju st and adapt to new technologies and new methods of ·doing old 

things faster, with precision and high quality. Hence, the need for well 

qualified manager and employee becomes a reality. 

Thus, creating a n organization which facilitates conditions for effective and 

efficient performance of workers on one hand and staffing the organization 

with the appropriate people on the other becomes the most primary task of 

management of an organization (Haileselassie, 1999: 1) . 

Here, it is logical to raise the issue of employee training. Because, employees 

may become obsolete or rustic if they do not update themselves with new 

work methods, skills and knowledge about their work, the organization and 

the environment. The entire organization may a lso become rustic and 

obsolete if it lacks a systematic means of continua lly developing and 

renewing organizational capabilities Therefore , it is a necessary condition for 

an organization to train and retrain its human resource to be competitive 

and achieve its objectives (Peretomode, 2001: 98). 

According to Matthews and others (2004: 6) training is a relatively 

systematic attempt to bring someone lo a desired standard of efficiency by 

instruction and practice. Moreover, Peretomode (2001: ?8) on his part 

defined employee training as a planned organizational efforts or activities 

concerned with helping an employee acquire specific and immediately 

useable skills, knowledge, concepts, attitudes and behavio'r to enable him or 

her perform more efficiently and effectively on h is present job. 

This indicates that although well - thought -out strategies and efficient 

human resource planning, recruitment and selection initially provide an 

organi;:ation with the required employees, additional training is normally 

necessary to provide them with job - specific skills which 'enable them to 

survive over time (Swanepoel and others, 2003: 450) 
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From the current practice of employee training in Ethiopia in general, and 

Oromia in particular, it seems that the reality has been recognized. As stated 

in Oromia regional state public capacity building program document 

(RPSCAP, 2004: 4), few year s ago, any slightest attempt of scanning on the 

regional states human resource profiles and institution.a l capacity would 

su ggest daunting deficiencies in virtually a ll sectors. Human capita l is 

disappointingly poor. Systems and practices a re not designed in a manner 

that guarantees efficient public service delivery. Consequently, systems and 

practices are 

Unacceptably prone to malpractices that often led to costly abuse of the 

m eager public resources. 

Regarding the workforce of the region, the regional civil service man power is 

estimated at 108410 (as per 1994 data in RPSCAP: 2004: 4) . Of the total civil 

service of the region only 17% percent of the civil servants have college 

diploma a nd above in their education, while the lion's share 83 % percent 

goes to those with less than or equal to 12 th grade and certificate holders( 

OMI, 2003: 2). This clearly indiCates t h at the region suffers much due to lack 

of qua lified human resource to realize its developmental objectives (RPSCAP, 

2004: 4). 

To tackle the performance prob lems of government institution s of the region, 

Oromia regional state has been given considerable attention to the 

development of human resources by stren gthening training activities. The 

establishment of the office of capacity building at regional level with respect 

to zonal a nd woreda level to h elp a ll the bureaus of the region to realize 

their goals and objective by tremendously increasing their capacity by be it 

financing them or building their interna l infrastructure· .and the 

establishment of Oromia management institute in 1992 E .. C. ,etc to 

conduct training and to give con sultan cy services which could improve the 

performa nce capacity of officials and civil servants of government and non -
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government orga nizations a re a mong the efforts made by the regional state 

to bring chan ge and improvement in the' region. 

The former Oromia man agement institute and the current Public Service 

College of Oromia (PSCO) is one of the training institutions established to 

build the performing capacity of civil servants and officials in the region by 

the proclamation No. 33/1992(OMl, 1996: 2). The institute has been offered 

training fo r about 63, 531 of civil servants and officials in the region since its 

establishment i.e. 1992 E.C to present (OMI , 1996: 4). 

According to Swanepoel (2003 : 454) the ma in a im of training is to contribute 

to an organization's over all objectives; however, in many instances such 

objectives have not been clearly formulated, training program s a re never 

evaluated and it seems that behavior ch a nges do not form pa rt of human 

resource development effort. 

Based on this fact, the theme of this study was therefore to assess the 

practice and problems of training program provided by Public Service College 

of Oromia to the public institutions of the region and to suggest some 

poso;iule solutions for the problems based on the findings of'the study. 

1.2. Statement of the Problem 

Public Service College of Oromia (PSCO) 1S on e of the regional training 

institution established by the proclamation No .33/1992 E .C with the main 

objectives of conducting training based on the n eeds of the region, 

Conducting research activities, and providing management con sultancy 

services which eQuid improve the performance capacity of officials and civil 

servants of government and non - government organizations 'in order to solve 

the socio - economic problems in the region (MIO, 1996: 4) . 

Accordingly, PSCO, h as tried to solve the training n eeds of the region by 

conducting short term training program for about 63, 53 1 of civil servan ts 
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and officials in the reglOn who found at different levels (region, zone and 

district) since its establishment i.e. 1992 E .C to present (OMI, 1996: 4). 

Despite the college has been conducting training for a number of civil 

servants in the region, and huge amount of money were invested, the college 

lias its own short- coming regarding post -training evaluation or impact 

assessment. As the researcher's knowledge is · concerned, there is no 

considerable experience in assessing the impact of the training under taken 

up to now. Since the establishment of the institute, there were various 

training program conducted, however, there is no · any tangible organized 

information that reveals post-training performance of the trainees. Thus, it 

seems that the relationship between the college and trainees and its 

organization is restricted to the training campus of the college. 

According to Federal Negarit Gazeta (2007: 3557) the main objectives of civil 

servant training is to improve his capability and attain better performance or 

to prepare him for higher responsibility based on career development. Rush 

and others (1988: 17) on their part stated that, training is an investment in 

people. The major reason why organizations invest in training program is to 

help employee to perform better in the achievement of organizational 

objectives. This, objectives can be attained through effective training. 

Effective training programs are those based on needs established for the 

organization and for the individual, designed with principles from learning 

theory in mind, and evaluated against a set of objectives 

This indicates that, for an organizations to achieve the objectives and gain 

the benefits they deserve from the training program, training and 

development needs should be assessed and identified; purposes and 

objectives should be set; and processes and procedures should be 

determined; and finally the training program should be evaluated 

(Swanepoel, 2003: 454) 
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Based on these facts , this sludy mainly projected to assess reactions of 

trainees, trainer s and some concerned offices to the training program that 

has been conducted by PSCO. Moreover, the study undertakes the 

identification problem encountered during the implementa tion of the 

training programme. " Fina lly, the study try to design and forward " a 

mechanism u sed to a lleviate the problem and to be use'd by the college 

officials, decision makers a nd other users. 

In doing so, the researcher u sed the following basic questions as.~ frame of 

n ;ference for the study. 

1. How does PSCO design and conduct the tra ining progra m? 

2 . To what extent does PSCO provide the training program as intended and 

designed? 

3. To what extent does PSCO evaluate the training program before and a fter 

delivery? 

4. To what extent does PSCO satisfied the training need of the region and 

achieved its objectives? 

5 . What a re the major factors that hinder the achievement of PSCo.'S 

objective? 

1.3. Objectives of the Study 

The overall objective of the study is to assess the practice and problems of 

the tra ining program provided by the pu blic service college of Oromia 

(PSCO) and to forward some a lternative solutions that may reduce the 

problem or improve the proper practice of training program provision based 
, " 

on the findings. 
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The specific objectives of the study are: 

• To know how does PSCO design and conduct the training program 

• To know how PSCO provide the training program as intended and 

designed 

• To know how does PSCO evalu ate the training program before and . 

after delivery 

• To know to what extent does PSCO satisfied the train ing need of the 

region an d achieved its training obj ectives as intended 

• To know the major factors that hinder the achievement of PSCO's 

Objective a nd to suggest some possible solutions which a re helpful to 

overcome the problems 

1.4. Significance of the Study 

The ma in objectives, of training of civil servan t is to improve the capability of 

civil servants and attain better performance or to prepare him for higher 

respon ,;iiJility based on career development (Negarit Uazeta No .15, 2007: 

3557) . 

This objectives, can b e achieved only through training need assessment, 

setting training obj ective, developing training program that can be 

transferred to jobs and will achieve those objectives, and finally through 

training evaluation (Swanepoel, 2003: 454) 

This study is thus, supposed to be worthwhile m servmg the regional 

capacity building bureau, civil service . commission and the public service 

college administrators by providing first hand and valuable information 

rega rding th e practices and problems of the training programs provided by 

the college tha t could help in designing, delivering and evaluating the 
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training program and 

efficien t training. 

mechanism that help in , providing effective and 

Moreover, the study will have s ignificance for the regional public sector 

institu tions huma n resource managers in indicating their role in the process 

of providing effective and efficient training program to their employees and 

creating opportunities for them to be aware of the prevailing problems of the 

college and enable them to collaborate on the issues to avoid the problem. 

The researcher further h opes that based on this small scale stud, others will 

be initiated to condu ct detail study on the issues 

Finally the researcher believes that th is study will add a piece of in fo rmation 

to enrich the existing literature on the topic 

1. 5. Delimitation of the Study 

Public Service College of Oromia (PSCO) IS a regional capacity building 

institution established with the intention of capacitating a ll civil servants in 

the region through short, medium and long term tailor - made training and 

education, research and consultancy (OMI, 1996: 4) . ' 

This reality indicates that regarding the training program, public service 

college of Oromia has direct or indirect contact with all these regional 

government institutions, civil servants, 'zones and woredas. 

Accordingly, Public Service College of Oromia (PSCO); since its establishment 

i.e. 1992 E.C to present the has been provided short term training program 

for 63, 53 1 employees and officials working at different levels in government 

organization found at different level (regional, zon a l and woreda) . In addition 

to short term training, the college has been providing long term training at 

diploma and certificate level, with regular, distance and e,xtension program 

in five different fields of the study since 1997 E.C (OMI, 1996: 14). ' 
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Therefore, conducting a research ·work in a ll these government institutions 

found at all levels (woreda, zone, and region) could not be manageable and 

also impossible for various reasons related to time and money constraints 

and wide geographical area of the region. 

Hence, out of 38 government institutions found at the regional level, the 

study is delimited to 11 (eleven) selected government organizations found at 

the regional l evel. The size of sample organizations constitutes 30% of th e 

government institutions found at the regional level. 

This was done because of the physical proximity and the researcher 

assumed that government organizations found at the regional level can 

represent the constituent offices· found at different level (i.e . zonal and 

woreda level). 

Of all the training programs provided by Public Service College of 

Oromia(PSCO), the study focuses on the short- term training program 

provided by the public service college of Oromia in 2001 E.C budget year to 

the government institutions of Oromia regional state found at regional level 

only. This is because, in the hi,;Lory of the establishment of the college (1992 

- 2001 E. C) the largest number of trainees are registered in these budget 

year next to 2000 E.C. More over the civil service .reform program and other 

comprehensive reform program implementations were carried out in the 

region during this budget year. And a lso the researcher assume that the 

above mentioned budget year is the most recent and appropriate year for the 

study. 

1.6. Limitations of the Study 

One serious limitation of the study was finding the trainers to get the 

necessary information about the training program provided by PSCO. Most 

of the concerned employees and officials were occupied and too busy by BSC 

(Balanced Scored Card) project work at Adama town . 
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In addition to the previous problem, most of the trainees left their previous 

organizations. Because of this the researcher had to spend ,much of his time 

to find their recent addresses. Except for the very few, the task of finding all 

trainers who changed their addresses was in vein 

The other limitation the researcher faced was lack of related research work 

on the topic. To the best knowledge of the researcher, much has not been 

done on the college regarding this topic. Therefore, searching related 

document and information was also a nother limitation of the study. 

Finally, the researcher a lso faced time and financial constraints. 

1. 7. Definition of Terms 

Employee Training - refers to pla nned orga nizational efforts or activities 

concerned with helping an employee acquire specific and immediately 

useable skills, knowledge, concepts, attitudes and behavior to enable him or 

her perform more efficiently and effectively on his present job (Peretomode, 

2001: 98 

Training Policy - are general ,;tatements that guide thinking and action in 

decision ma king and that represent .the commitment of its directors to 

training in the organization (Kenney 1979:54) 

Systematic training - Identifying what training is needed, planning 

appropriate training programmes to meet this need, implementing the 

training and ensuring that employees are assisted to acquire the skills and 

knowledge they need in the most efficient manner and evaluating as far as 

possible the effectiveness of the particular training programme and satisfying 

any residual training requirements (Kenney, 1979: 8) 

Training Needs Assessment c to determine which employees need to be 

trained and what they need to be trained to do ( Swanepoel, 2003: 454) 
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Training objectives - a speci fic outcome that the training or the 

development progr a m is intended to achieve (Scarpello and Ledvinka, 1988) 

Training Resources - refers to the input required ·to enable a training plan 

to be implemented (Kenney, 1979: 59) 

On - the Job Training (OJT) - training method conducted at the work site 

and in the context of the actual job (Fisher and others, 1996: 373) 

Off -the - Job Training - a training method conducted in a location 

specifically designated for training (Fisher and others, 1996: 374) .. 

Training Program Evaluation - is the determination of the extent to which 

the training activities have met their goals ((Fisher and others, 1996: 390) 

Employees - refers to civil servants who worked in oromia regiona state 

offices on the bases of permanent salary payment 

Government Institution - In this study it refers to all government 

organizations of Oromia regional state established as an autonomous entity 

by a proclamation or regulations. 

1. 8. Organization of the Study 

This s tudy is organized in to five .chapters. The first chapter deals with the 

problem and its approach. The second chapter deals with review' of the 

related literature. The third chapter concentrates on research design and 

methodology. In chapter four the analysis and interpretation of data were 

discussed. The last chapter addresses the summary, conclusions and 

recommendations of the study. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE. 

2.1. Concepts and Definition of Employee Training 

Organizations have a general set of goals and objectives that they try to 

accomplish. As DeCenzo and Robbins (1988 : 240) every organization needs 

to have well -adjusted, trained, and experienced. people ·to perform the 

activities that must be done. This is due to the fact that as technology 

advances and work structure changes, the demand for skilled man power 

increases from time to time. In organizations, this can be takes place 

through what we call employee training. 

The term employee training is defined in different ways by ·different authors. 

However, almost all the definitions have similar connotations. For· instance, 

Swanepoel and Others (2003: 452) defined employee training as " job-related 

learning that is provided by employers for their employees. The main aim is 

the improvement of employees' skills, knowledge and attitudes so that they 

can perform their duties according to set standards". 

Matthews and Others (2004: 6) also defined training as a relatively 

systematic attempt to bring someone to a desired standard of efficiency by 

instruction and practice. For Denis and Griffin (2005: 321) training is a 

planned attempt by an organization to facilitate employee learning of job­

related knowledge, skills, and behaviors. Moreover, as cited by Hailesellasie 

(1999: 43) from the definition had given by Armstrong" training is the 

systematic modification of behavior through which learning occurs as a 

result of education, instruction, development and planned experience ." 

With regard to the focus area of training, Gomez and Others (1995 : 293) 

stated that it focuses on providing employees with specific skills or helping 

them to correct deficiencies in their performance. 

12 



DeCenzo and Robbins (2002: 215) In his part stated employee training as 

"more present- . day oriented; its focus IS on individuals' current jobs, 

enhancing those specific skills and abilities to immediately perform their 

jobs". 

To this effect, training refers to a planned effort by organization to facilitate 

employees learning of job related competencies such as the knowledge, skills 

or behavior that are critical for successful job performance~ 

I In line with this, Saiyadain (1988: 217) stated that employee training is 

increasingly recognized, now, as a most important organizational activity. 

This is because rapid technological . changes require newer skills and 

knowledge in many areas. 

Organizations provide training for many reasons: to orient new hires to the 

organiz~tion or teach them how to perform in their initial assignment, to 

improve the current performance of employees who may not be working as 

effectively as desired, or to prepare employees for future promotions or for 

upcoming changes in design, processes, or technology in their present jobs 

(Fisher and others, 2003: 352) 

So as Saiyadain( 1988: 217) stated training has to be continuously offered to 

keep employees updated and effective. This idea is supported by Swanepoel 

and others (2003: 450) as "Although well -thought-out strategies and 

efficient human resource planning, recruitment and selection initially 

provide an organization with the required employees, additional training is 

normally necessary to provide them with job- specific skills which enable 

them t6 survive over time". 

In general, from the definitions of training glVen above; training IS a 

systematic process of acquisition of knowledge and skill that modify 

attitudes of trainees and capacitating them for effective performance of 
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activities to satisfy present needs of organization at large and that of 

individuals in particular. 

It is a lso a strategic tool for the organization to enhance individual work 

capability, efficiency and self confidence to improve operational weakness 

and to cope up with the challenges imposed by possible threats. 

2.2. Benefits of Employee Training 

Saiyadain (1988: 218) stated that, although the objectives of training differ 

according to the employees belonging to different levels of organizations, the 

basic objective of training is to establish a match between man and his job. 

This implies that training is designed to improve knowledge, skills, and 

attitude and, thus, equip the individual to be more effective in his present 

job or prepare him for a future assignment. In this context he summarized 

the objective of training as: induction, updating, preparing for future 

assignment and competency development 

According to Cowling and Mailer (1981: 50) the object of employee training is 

to produce a relatively permanent change in people so that they can perform 

present and future jobs more effectively. Employee training, if effective, can 

result in a number of benefits to the organization: Learn!ng times can be 

reduced so that employees become fully operational more rapidly, with 

improved production both quantitatively and qualitatively. Morale can be 

improved as a result of the achievement of consistently high standards, with 

increased earnings levels and less effort. Accidents, scrap rates and energy 

use can also be reduced within . organizations that provide systematic 

training, the quality of employee relations can be improved considerably. 

Finally, supervisors and managers are able to devote more of their time to 

planning for the future rather than to 'fire - fighting' activities and in 

particular to the ' detection and correction of faults and errors that occur here 

and now. 
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The idea of the 'above mentioned author states that carefully planned and 

effective training program has a significant contribution in improving 

employees' performance and in ensuring the overall . achievement of 

organizational objectives. 

Generally, the objective of employee training is to contribute to the 

organizations over all goals and objectives. To this end the training 'programs 

should be developed systematically and with the organization's true needs in 

mind. A systematically planned and implemented employee training can 

benefit both the employee and organization by filling the present knowledge 

gap. Therefore, managers should carefully prepare and implement the 

training program for the benefit of both their organization and employee. 

2.3. Historical Development of Training 

The beginning of training could be traced to the Stone Age when people 

started transferring knowledge through signs and deeds to others. According 

to Saiyadain (1988: 217) the history of training is related to Vocational 

training. 

To this end Gallinelli (in Mohammed, 2005: 11) stated historical 

development of Vocational training refers back to the primitive society in 

which children learnt from their parents important skills that required for 

survival; such as hunting and gathering bands of primitive people. Children 

were used to learn by imitating their parents until they could be able to 

perform the exact duplication of the activities. This way of conscious 

imitation continued as a method of teaching learning various types of crafts 

until the Industrial Revolution, when many factories came in to existence 

and apprentices were provided direct instructions in the operation of 

machines, and now, training is increasingly recognized as, the most 

important employee and organizational activity (Saiyadain, 1988: 217). 
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2.4. The Systematic Process of Employee Training 

Like many other human resource activities, employee training IS best 

thought of as a process consisting of ·several interrelated phases or steps. 

Systematic training cycle is one of the approaches used to design and 

implement a training program. Such systematic approach to training 

generally follows a logical sequence of activities commencing with the 

establishment of a policy and the resources to sustain it, followed by 

assessment of training needs, for which appropriate training is provide and 

ending with some form of evaluation and feedback (Fisher and others, 1996: 

356) . 

According to Heneman and Others (1987: 422) the process of employee 

training begins with a series of ongoing analyses of training need to 

determine the extent and nature of an organization's employee training 

needs. With these needs clarified, it is then possible to put together an 

employee training plan that shows overall objectives, program priorities, and 

resource allocations, and indicates who will be trained in what, by whom, 

and when. 

In line with this Swanepoel and others (2003: 454) stated that a systematic 

approach to the development of employee training program can be done at 

three phases, namely: the needs assessment phase, the training phase and 

the training evaluation phase. 
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Phase 1 Phase 2 Phase 3 
Needs Assessment Training Design Evaluation 

Assess instructional Evaluation levels t-~ I needs 
I 

I , Learning principles and 

H Eva luation designs ~ Organizational and training media and -
iob/task analvsis methods 

I I r.-Individual analysis 

I Conducting training Value of training 
I I Derive training r-

I Feedback r--objectives r--

I 
Figure 1: General systems modelfor training 

Source: Adaptedfrom Cascio in Swanepoel and others (2003: 454) 

2.4.1. The Practice of Training Policy 

Policies are general statements that guide thinking and action in decision 
makirig, An organization's philosophy towards the training a nd development 
of employees is reflected in its policy. This policy governs the priorities, 
standard and scope of its training activities , An ' organization's training 
policies represent the commitment of its directors to training and are 
expressed in the rules and procedures which govern or influence the 
standard and scope of training in the organization. (Kenney 1979:55) 

In general, training policies are necessary: to provide guide lines for those 
responsible for planning and implementing training, to enSUre that a 
c,ompany's training resources , are allocated to priority requirements, to 
provide for equality of opportunity for training throughout the company and 
to inform employees of training and development opportunities 
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According to Kenney (1979:54) companies have very different policies for 

training. A growing number have polIcies designed to gain the maximum 

benefit from training, while in contrast there are still many organizations 

where the systematic approach is unknown and managem ent do not accept 

responsibility for training. The m ajority of organizations lie somewhere 

between these extremes with training which is variable in quality, limited in 

scope, a nd to a greater or lesser extent lacking in direction. Training 

priorities are determined on an ad hoc ra ther than a planned basis. 

2 ;4 .2. Training Needs Assessment 

Training is largely designed to help the organization to accomplish its 

objectives . Successful training begins with a through needs assessment to 

determine which employees need to b·e trained and what they need to be 

trained to do (Fisher and others, 1996 : 356) . 

Training needs a ssessment is an investigation which is undertaken to 

determine the nature of performance problems in order to establish the 

underlying cau ses and how these can be addressed by training (Swanepoel 

and others, 2003 : 455) 

According to Thomson and Ma bey (1994: 30) a training needs assessment 

(rNA) is basically a process of collecting data tha t allows an organization to 

identify a nd compare its actu a l level with its desired level of performance 

(Performance ) here could be interpreted as meaning the skills, knowledge 

and attitudes necessary for staff to do the job effectively. 

Saiyada in (1988.:219) also stated training needs assessment as a process 

that involves establishing areas where individua ls (employees) lack skill, 

knowledge and ability in effectively performing the job and a lso identifying 

organizational constraints that a re creating roadblocks in the performance 

Wills (1993 :21) on his part stated training n eed s identification as the 

starting point for m a naging the training process a nd yet as often . one of the 
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last steps to be considered seriously-probably · becau se a proper needs 

analysis is both difficult and time consuming. 

Regarding to the purpose of training n eeds assessment , Tyson a nd York 

(1996: 143) stated that the purpose of training needs assessment is to 

determine whether there is a gap between what is required for effective 

performance and present levels of performance. 

Successful tra ining begins with a needs assessment to determine which 

employees need to be trained and what they need to be trained to do. The 

training needs analysis phase culminates in the formulation of a set . of 

objectives which clearly state the purpose of the training and the 

competencies required of tra inees once they have completed the programme. 

/ Swanepoel and others (2003: 454) pointed out that, a lthough the training 

need assessment has a significant importance for carrying out effective and 

efficient training programs, many organizations undertake training without 

making this essential preliminary investment. Often there is no systematic 

plan to predict future training needs or to determine whether perceived 

needs and problems can bc addressed by tra ining More over Goldstein 

(1974: 19) stated that many training programs are doomed to failure because 

trainers are more interested in conducting the training program than in 

assessing the needs of their organizations. 

With regard to this, Fisher and others (1996:356) noted that training 

program that is undertaken without a careful analysis of whether training is 

needed or not is likely to be ineffective and a waste of money. This 

emphasizes that the danger of beginning any training program without a 

complete assessment of trail).ing n eed. This is because the training program 

objectives, criteria and design of the program a ll stem from these analyses. 

This implies that the process of training need assessment is not just a 

matter of finding the need and then simply satisfying it. There are often 

conflicting requirements from different interests within the company. 
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Therefore, the process of need assessment has to balance 'Corpora te 

demand s, policies and strategies, as well as individua l and organizational 

requirements (Tyson and York, 1996 : 143). 

Based on this idea, Swanepoel and others (2003: 456) sta ted that any 

through needs assessment effort must address three key a reas: the 

organiza tion, the job/task, a nd the individual/person. 

~.4.2.1. Organizational Analysis 

Organizational analysis is the process of identifying job rela ted knowledge 

and skills that are needed to support the organization 's short range and long 

range goals (Scarpello a nd Ledvinla, 1988 : 494) . 

Organizational analysis as stated by Harris and Desimone (1994: 95) is used 

to better understand the characteristics of the organization to determine 

where training a nd human resource development efforts are n eeded and the 

conditions within which they will be conducted. It involves a comprehensive 

analysis of organizational structure, objectives, culture, processes of decision 

making, future objectives, and so on (Saiyadain, 1988: 219) . 

According to Mejia and others (1 995: 297) one of the major purposes of 

organizational analysis is to identify over a ll organizational needs a nd the 

level of support for training that exist in the organization. The organization 

analysis that reveals such information plays a major role in determining 

whether training will be offered and the type of traIning that would be most 

appropriate. 

On the other hand, Goldstein (in Harris a nd Desimone, 1994: 95) stated 

that, an organizational analysis should identify: organizational goals, 

organizational resources, climate for tra ining, and constraints in the 

environment. Each of these factors provides important information for 

planning and developing training programs and deserves further comment. 
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In general here it is necessary to consider whether or not the '.proposed 

training will be compatible with the organization's mission, strategy, goals, 

and culture. 

In line with this Goldstein (1974: 27) pointed out that training programs that 

are in conflict with the goals of the organization are likely to produce 

confused and dissatisfied workers. Therefore, the training program and 

organizational goals should be consistent to achieve the expected result. 

2.4.2.2. Task Analysis 

According to Mejia and Others (1995: 297) task analysis is an examination of 

the job to be performed. It focuses on the duties and tasks of jobs 

throughout the organization to determine which jobs require training 

Moore and Dutton in (Harris and Desimone, 1994: 99) also stated that task 

analysis (sometimes called operations analysis) is a systematic collection of 

data about a specific job or group of jobs to determine what an employee 

should be taught to achieve optimum performance. In collecting job 

information as input in to training decisions the job analyses must include 

the follClwing(Scarpello and Ledvinka, 1988: 494-495, and Mejia and Others, 

1995: 297): 

First, detailed examination of a job, its components, its various operations 

and the conditions under which it has to be performed: The main focus here 

is' on the task itself rather than on the individual and the training required 

to perform it. These duties and . tasks are then used to identify the 

knowledge, skills and abilities required to perform the job adequately and to 

determine the kinds of training needs for the job. 

Second, every job has an expected standard of performance: Unless such 

standards are attained, not only will interrelated jobs suffer, but 

organizational sustainability will be affected. If the standards set for the 
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performan ce of the job a re known, then it is possible to know whether the 

job is being performed at the desired level of output or not. 

Third, if a n employee is asked to perform a job, the exact components of the 

job and the standard of performance must be known. Task a nalyses simply a 

simple listing of the various job components such ' as job . list, job 

qescriptions, and task inventories. Therefore, task ana lysis is important in 

identifying and providing informa tion for selecting, a ppra lsmg, 

compensating, training and disciplining employees. 

2.4.2.3. Individual Analysis 

Personal / individual analysis is the third component in identifying training 

needs. Person/Individual analysis is directed a t determining the training 

needs of the individual employee . The focus is on individual (employee), his 

skills, abilities, knowledge, and attitude (Harris and Desimone, 1994: 110) 

According to Saiyadain (1988: 220) of the three training . n eed assessment 

stage, personal/ individua l analyses is a more complex and difficult areas 

because of complexity of human nature a nd the inter linkages of human 

performance with other aspects of work 

Tyson and York (1 996: 141) on his part individual a na lysis a ttempts to 

determine which employees should receive training . a nd what their current 

levels of skill and knowledge are. 

Moreover (Tyson and York, 1996: 142) stated that individual analysis 

attempts to answer the question of who needs training in 'the firm and the 

specific type of training needed. To do this, the performance of individuals, 

groups, or units on major job functions (taken from · the performance 

appraisal data) is compared to the expected performa nce standards. Given 

these data, one should be able to determine which job incumbents (or 

groups of incumbents) are successful at completing the tasks required. 
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2.4.3. Designing the Training Program 

According to Harris and Desimone (1994 : 124), once the training needs have 

been identified by means of the training need analysis, the next stage in the 

systematic training process is to plan or design and implements the training 

program . 

Scarpello and Ledvinka (1 988: 496) viewed that tra ining design refers to 

incorporating techniques to the training process that will h elp to assess 

whether the training met its objectives. Moreover, this process involves 

establishin g condition s conducive to learning, ch oosing the content of 

training program, and choosing how training will be delivered and who will 

deliver it . 

In line with this Warshauer (1988: 41) stated that like the analysis stage, a 

great deal of information gathering is required at the designing stage. It is 

also worth spending plen ty of time on this phase . As he noted, at designing 

stage the importance of planning cannot be overemphasized because "Failing 

to plan is planning to fail'. 

According to Heneman and Oth ers (1987: 428) t he key activities involved in 

designing and implementing training programs are: setting training 

objectives, determining program content, selecting program methods and 

techniques, preparing materia ls, scheduling the program; and, implementing 

the program. 

In general once the training needs have been determined and behavioral 

objectives stated, a training programme can be developed to achieve the 

stated objectives. In order to ensure the success o[ the training programme, 

appropriate tra ining methods must be selected and suitable training 

materials developed to convey th e required knowledge a nd skills identified in 

the training objectives (Swanepoel and others, 2003: 462) 
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2.4.3.1. Setting Training Objectives 

Harris and Desimone (1994: 125) stated that (j.S an important need for 

training has been identified, the manager or human resource training 

profess ionals must translate that need in to a set of program ·objectives. 

Objectives define what participants will be expected to learn as a result of 

participating in the training program. 

In line with this, Heneman (1987: 428) described that training objectives are 

statements of what trainees should know, believe, be able to do, or 

accomplish when a program is over. Moreover, training objectives guide the 

selection of program content, and to some extent guide selection of methods 

and techniques. They also serve as the criteria against which a program can 

be evaluated when it is over. 

According to Mejia and others (1995 : 294) for a training program to be 

successful, it must have clearly stated and rea listic objectives that will both 

guide the program's content . and determine the criteria by which its 

effectiveness will be judged. Moreover the author added that, unless the 

training objectives are clearly articulated before training programs are set 

up, the organization is liable to find itself training employees for the wrong 

reasons and toward the wrong end . 

2.4.3.2. Developing Training Programmes 

Training program can be developed after a needs analysis has been 

conducted and the staff is confident that training is needed to address the 

performance problem or to advance the organization 's mission. This can be 

done by an in house training staff or by outside consultants (Saiyadain, 

1988: 227). Chatterjee cited inSaiyadain(1988: 227) four types of standard 

training programmes. 
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A. Induction Training . is conducted where in a new recruit is introduced 

to the organization, condition of services, rules of behavior, etc. in addition, 

it is a lso given to familiarize a new entrant with the job. 

B. Supervisory Training - Supervisors are trained [or technical skills, 

leadership qualities, for handling machines and men. 

C. Technical Training - This type of training program helps In inducting 

new entrants to the · operational requirements of the unitand in improving 

the skills of existing employees [or promotional, etc 

D. Management Development - This type of training is for managers. These 

training programs emphasize attitudes and values, conceptual knowledge, 

analytica l a bilities and decision-making skills. The purpose is to equip 

managerial personnel for management roles. 

Generally, while Chatterjee (in Saiyadain, 1988: 227) listed four types of 

standard training programmes, the choice depends on the training needs 

and the contents of training. 

2.4.3.3. Developing Training Program Content 

The content of the training program is designed on the basis of the needs of 

assessment results and the training objectives determined . 

According to Heneman (1987 429) progra m content refers to the material to 

be cove red and . to the general sequence in which it will be presented. 

Contents of training are very much influenced by the purpose and n eed for 

training. That is why it is suggested that irrespective of the focus the most 

appropriate contents would be those that are closest approximation to actual 

job performed by the employee. Contents would also vary .according to the 

level of participants in a training program. Sequencing of contents is also 

very important. If topics of discussion do not seem to follow some logic and 

just come in random succession the learning may be piecemeal and 
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participa nts may not be able to relate one session to the other. Simila rly, the 

contents should fo llow simple to complex or from genera l to specific logic. 

In a ddition, the pace of training should n either be too fas t or too slow. In 

both extreme cases there might be a loss of in terest. Both sequencing and 

pace .a re very important for sustaining the interest and motivation of 

participants. 

2.4.3.4. Establishing Learning Principles 

Fisher a nd others (1996: 365) pointed out that once the training needs were 

identified and behavioral objectives were prepared , a training program tha t 

will achieve those obj ectives will be developed. In order to design an effective 

tra ining program, it is important to understand how people learn - that is, to 

understanding learning principles; Learning principles a re guide lines to the 

ways in which people learn most effectively. As he s tated , the more the 

trainees a re included in training, the more effective training is likely to be. 

In line with this idea Peretomode (2001: 10 1- 102) stated that , for any 

tra ining program to be successful, the trainees must learn . Employee 

training effort must therefore be guided by learning principles that h ave been 

developed principally by psych ologists. 

Moreover, Decen zo a nd Robbins (2002: 216), Peretomode (2001: 101 -102) 

and Fis her and others (1996: 356) stated some of the princip les of learning 

as foll ows: 

Learning is enhanced when the learner is motivated - An individua l must 

want to learn. When that desire exists, the learner will exer t a high level of 

effort . There appears to be valid evidence to support the adage, Here the 

auth ors used th e proverb like th is , "you can lead a horse to water, but you 

can't ma ke him drink. " Learning requires feedback , or knowledge of results , 

is necessary so t hat learners can correct their m istakes. Feedback is best 

when it is immediate rather th an delayed; the sooner individua ls have some 
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knowledge of how well they are performing, the easier it. IS for them to 

compare perforrriance to goals and correct their erroneou s actions. 

Reinforcement - reinforcement increases the likelihood that a learned 

behavior will be repeated. The principle of reinforcement tells us that 

behaviors that are positively reinforced (rewarded) are encouraged and 

sustained. When the behavior is punished, it is temporarily suppressed but 

is unlikely to be extinguished. What is desired is to convey feedback to the 

learners when they a re doing what is right to encourage them to keep doing 

it. 

Practice increases a learner's performance - When learners actually 

practice what they have read or seen, they gain confid ence and are less likely 

to make errors or to forget what they have learned. 

Learning begins rapidly, and then plateaus - learning rates can be 

expressed as a curve that usually begins with a sharp rise, and then 

increases at a decreasing rate until a plateau is · reached. Learning is very 

fast at the beginning, but then plateaus as opportuni ties for improvement 

are reduced 

Learning must be transferable to the job - It doesn't make much sense to 

perfect a skill in the classroom and then find that you can't successfully 

transfer it to the job. Therefore ,· training shou ld be designed for 

transferability. 

Trainability - Before the learner can benefit from any formal training, he or 

she must be · trainable or ready to learn. This means the trainee must have 

both the ability and the motivation to learn. To have the ability, the trainee 

must possess the skills and knowledge prerequisite to master the material. 

One way to determine this is to give trainees a work sample (i.e., an example 

of the types of skills to be performed on the job) and measure how quickly 
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they a re able to learn the material or how well they are able to perform the 

skills. 

It is not enou gh that trainees have the abili ty to learn the skills; they must 

a lso have the desire or motivation to learn. One way to assess motivation to 

learn is to examine how involved they a re in the ir own jobs and career 

plann ing. The assumption is that those individuals who a re more highly 

involved will have h igher motivation to learn. It is a lso importa n t to assess 

the attitudes a nd expectations of trainees regarding training s ince their 

views will most likely a ffect their reaction s to the program and the a mount 

they learn. 

Gaining the Support of Trainees and Others - if trainees do n ot see the 

value of trainin g, they will be unlikely to learn new behaviors or use them on 

their jobs. Trainees should be informed in advance about the benefits that 

will result from training. If they see some incentives for training, it may 

stren gthen their motivation to learn the behaviors, practice them, and 

rem ember them. To gain the support of trainees for the trainlng program, the 

trainer must point out the intrinsic (e.g., personal growth) and extrinsic (e .g., 

promotion) benefits of attending training. 

In addition to garnering the support of trainees for training, the support of 

their supervisors, coworkers, and subordinates should be sought. For 

example, if the trainees' supervisors are not supportive of training! then they 

may not facilitate the learning process (e .g., a llow employees time off for 

training, reward them for u s ing new skills). Likewise, if their peers or 

subordin a tes ridicule them for attending training, they may not be motivated 

to attend training programs or to lea rn. Trainers can improve the likelihood 

of acquiring others' support for training by getting their 9pinions on the 

content of trainin g, the location, and the times. 

Once the training specia lis t h as identified tra ining needs and prepared 

behavioral objectives, the n ext step is to develop a training program that will 
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achieve those objectives. This is accomplish ed by selecting training methods 

and developing training materials that convey the knowledge and skills 

identified in the behaviora l objectives . It is importan t to understand how 

people learn - that is, to understand lea rning principles. 

Knowledge of results - for effective lea rning to ta ke place, trainees need to 

receive feedback, or knowledge of resu lts , on how they a re performing. 

Feedback is critical for both learning and motivation. If feedback is not 

provided, trainees may learn the technique in correctly or lose the motivation 

to learn. Feedback, because it makes the learning process more interesting 

for trainees, maximizes trainees ' wi llingness to ·Iearn. Feedback is a lso 

necessary if goals for maintaining or improving performance have been set. 

This increases the likelihood that trainees will be able to continue to perform 

correctly when back on the job. 

Overcoming interference - interference occurs when ha bits and/ or 

learning acquired prior to training make it difficult for the· trainee to absorb 

new material. Interference is most severe when the trainee has learned a 

strong s timulus - response conn ection in the past and now has to learn a 

totally different response to the same or ·similar stimu lus. 

Interference can b e a special problem· when the new correct response must 

be performed reliably under stress. Under stress, individuals have a 

tendency to revert to their old habitua l responses. The tra inee should try to 

anticipate any inappropriate ha bits that trainees might bring with them to 

the learning situation and explicitly address them in the training program. 

To overcome interference, the tra iner should clearly teach the principles 

underlying the new correct response and provide a great dea l of practice to 

increase the strength and automaticity of the new stimulus - .response 

connection. 
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In conclusion, all of the above m entioned learning principles must be 

considered in the design of training programs. If these principles are ignored, 

an effective training program is much less likely to resu lt. 

2.4.3.5. Selecting Training Methods and Techniques 

According to Saiyadain(1988: 223), Harris and Desimone (1994: 133) a 

variety of training methods are available and used by training agencies and 

organizations. The choice of a method or a mix of method is a function of a 

number of considerations. 

The purpose of training, the nature of contents, the ·Ievel of trainees in the 

hierarchy of the organization and cost factors are some of the functions 

taken in to consideration for the choice of a method or a mix of methods. 

In line with this idea Cowling and Mailer (1981: 66) stated that the choice of 

training method will depend not only on the knowledge, skills and attitudes 

to be acquired, but also on the abilities of the trainer and team of 

instructors. 

Fisher and others (1996: 380) on their part stated that the most important 

criterion in selecting a training method is that it must be consistent with the 

training content. Moreover, the method must convey needed information and 

prompt trainees to engage in the appropriate type and amount of practice for 

the skills they are trying to learn. 

Moreover, Heneman (1987: 431) noted that, the decision to choose training 

methods and techniques often constrained by the number of people who 

must be trained, budgetary con siderations, the availability of facilities and 

technologies (e.g., audiovisual aids, computers, and so on), and the 

experience and flexibility of the trainers. Therefore, with instructional 

objectives and program content firmly in mind, consideratiop can be given to 

the techniques that will be used for the actual training. Deciding on the best 

approaches is more art than science 
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Based on this idea, Saiyadain (1 988: 223), Decen zo and Robbins (2002: 2 17) 

and others, grouped training methods in to two broad categories: On - the -

Job Tra ining Methods, which typically occur in the employee 's normal work 

setting, and off- the- job training or classroom methods, which typically take 

place away from the job (such as a confe rence room or lecture ha ll). This 

categorization is not definitive; however some training methods have multiple 

uses, 'such as computer -based training that can be implemented using a 

computer at the employee 's desk or work station, in a compa ny classroom, 

or even at the employee's home. 

A. On - the - Job Training Methods 

Although theory, concepts and principles a re important, the employees must 

learn how to apply their knowledge to practical aspect s of the job. This 

process involves learning the methods and techniques of actually performing 

the work and increasing their skil l level. On-the- job- training me'thods are 

often concerned with training employees in their present job 

On-the- Job training involves conducting tra ining at the trainee's regular 

work station desk, machine, and so on . This is the m ost common and widely 

used form of training methods; most employees . receive· at least some 

training and caching on the job. The popularity of these methods can be 

attributed to their simplicity and the impression that they are less costly to 

operate. On -the - job training places the employees . in actu a l work 

situations and makes them a ppear to be immediately productive . It is 

learning by doing. For the jobs that either a re difficult to simulate or can be 

learned quickly by watching and doing, on- the- job training makes sense. 

However, much of this training is conducted informally, without advance 

planning or careful thought (Harris and Desimone, 1994: 133). 

The primary advantage of OJT is that i t resul ts in low out-of - pocket costs 

and production by the trainee is uninterrupted . during th e time of his 

training. Conversely, OJT has its own d isadvantages . One of the drawbacks 
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of on - the - job training can be low productivity wh ile the employees develop 

their s kills . Another drawback can be th e errors made by the trainees while 

they learn. However, when the potential problems trainees can create are 

minima l, where training facilities a nd staffs are limited and costly, or where 

it is desirable for the workers to learn the job under norma l working 

conditions, the benefits of on- the- job training frequently offset the 

drawbacks. 

Adva ntages of OJT are: The transfer of training to the job is maximized , a full 

-time trainer and separate training facilities are avoided, trainee motivation 

rem a ins high because what employees a re learning is relevant to the job and 

provides a sense of satisfaction; a nd the employee is assimilated more 

quickly in to the organization (Swanepoel, 2003 : 465) 

B. Off - the - Job Training 

Off the job training methods require trainees to devote their entire working 

time to the employee training objectives of their organization. Such a m ethod 

may be conducted within the orga niza tion or they may be offered externally 

by other educationaJ. institutions or agcncics. Off - the - job tra ining covers a 

number of techniques - class room lectures, film s, demonstrations, case 

studies and other simulation exercise, and programmed instruction. The 

facilitie s needed for each technique vary from a s m a ll , makeshift class room 

to an ela borate developmen t center with la rge lecture halls, s upplemented by 

small conference rooms with sophis ticated in s tructiona l technology 

equipment (Warshauer, 1988: 66) 

2.4.3.6. Allocating Training Budget and Resources 

According to Cowling and Ma iler (1981: 58) the tra i!),ing budget will 

determine the amount of training carried out internally a nd externa lly, and 

the mix of on- a nd off-the-job training. 
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Despite limitations placed on tra ining by tight budgets, long-term training 

plans should be prepared reflecting the organizatiori 's corporate and 

manpower pla n s. 

2.4.4. Implementing Training Program 

After training need s and objectives have been identified, a program designed , 

and tra inees and trainers h ave been selected, the trainer is now faced with 

the real task of implementing the training plans (Saiyadain, 1988228) 

The ability to deliver training is a n a ttribu te not possessed by a ll. It . is 

extraordinarily difficult to tra n sform an ordina!y m a n ager or training 

specialist in to a spellbinding lec turer, discu ssion leader, or coach. Bet a few 

general principles have emerged from research a n d practice that tra iners can 

u se to good advantage in the classroom or on the job. These principles, if 

consistently and carefully appl ied, he lp trainers facilitate learning by 

building on whatever ability and motivation tra inees bring to the task . 

Delivering any training program generally presents numerous cha llenges, 

such as executing the program as pla nned, creating an environment that 

enhances learning, and resolving proble m s that may arise (missing 

equipment, conflicts between participants, etc (Sayia dan, 1988: 228) 

As cited by Cowling and Ma iler (in Puro, 2007 : 26) to conduct training 

program, unless agreement is reached between the manager, tra inees and 

trainer s, it is unlikely th at the lea rner will no t be sufficiently motivated to 

undertake the training, nor will the person doing the training be clear a bout 

what n eeds to be achieved. 

As Scarpello and Ledvink (1988: 5(4) thu s, all pa rties n eed to s it down a nd 

agree on time scale under which the train ing is to take place as well as how 

the tra in ing will be monitored , eval uatcd , where a nd when the training is to 

take p lace, and who is dealing with the participants administrative matters . 

Moreover, considerations with regard to the timing of th e training should be 
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made. It is also important to find a venue away trom the normal place of 

work so as to avoid interruptions, to make sure that any equipment that 

might be n eeded is available, to check that seating arrangements are in a 

proper way in order to make people feel more comfortable with their 

surroundings are important considerations and t h e fina l step to implement 

it. 

2:4.5. Evaluating Training Programs 

Training program evalua tion is the fina l phase in the training process. This 

is where the effectiveness of the training interven tion is measured. The 

purpose of this .phase is to determine the extent to wh ich the training 

activities ha ve met the stated objectives. 

In line with this Bramley (1 996: 5.) stated that training program evaluation 

is a process · of ga thering information with which to m ake decisions about 

training a ctivities. Moreover , Desimone (2002: 26) stated that evaluation 

involves the collection of informa tion on whether trainees were satisfied with 

the program, learned the ma terial, and where able to apply the skills back 

on the job. 

According to Fisher a nd others (1 996:356) the objective of training is to 

contribute to the organizations over a ll goals. Training programs should be 

developed systematically with the <irganization's true needs in mind. 

However, often they are not. Instead , train ing obj ectives may be 

undetermined or hazy, and the programs themselves may not be evalua ted 

rigorously or at all. In fact, it sometimes seems that what is important is that 

the training program IS "attention getting, dramatic, cont=porary, or fun. 

Whether or not (the program) changes behavior becomcs secondary. 

In line with this Desimone (2002: 26) stated tha t training program 

evaluation phase is an important s tage in the trairiing program process. 

Even though the reality seems thi s, it is often ignored activity 
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Similarly, Fisher and others (1996 : 390) stated that even though 'evalua tion 

is the determination of the extent to which the training activities have met 

their goals , unfortunately, the evalua tion is often done poorly or ignored 

altogether because of two reasons: " One reason for this is that managers 

s imply tend to assume that training will work, Another is that a manager 

who champions a training program may feel threatened by the prospect of an 

objective evaluation of the program's effectiveness", 

In general the goal of evalu ation is to examine whether the ,training program 

has been effective in meeting the s tated obj ec tives, The evaluation phase 

requires the identification and development of criteria, which should include 

participants' reactions to the training, assessments of what th ey.learned in 

the training program, measures of their behavior after the training, 

indicators of organizational results (e,g" changes in productivity data, sales 

figures , employee turnover , accident rates), and 'return on investments or 

utility analysis , 

It is u nderstood that evaluation of any activity is important, since In 

evaluating one tries to judge the value or worth o[ the activity, u sing the 

informa tion available , 

The basic approach to evaluation should be to determine the extent to which 

the train ing program has met the 0 bjectives iden tified prior to the training, 

Planning for the evaluation should start at the same time that planning for 

the training program begins, If the goals of the program are clearly stated as 

specific objectives, the appropriate evaluation method can be implemented at 

the same time as the program (Fisher and others, 1996: 392) 

Kirkpa trick in Fisher and others (1996: 392) identified four levels of 

evaluation, According to him each levels answers' a very important but 

different question about the effectiveness of the program, I[ possible, a good 

evaluation should include measurements at all four of th ese levels 
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A. Reaction 

Is the first level, or the participants' feelings about the program. It · is 

trainees' a ttitudes toward the training program, instructor, facilities, and so 

forth. Reaction measures are designed to assess trainees' opinions regarding 

the trainin g program. Reaction information is u sually gathered by 

questionnaire during or immediately after the program . 

Here training program is evaluated on the bases of trainees' reaction to the 

u sefulness of coverage of the matter, depth of the course content, method of 

presentation , teaching methods etc (Swanepoel and Others, 2003: 473). 

B. Learning 

Learning measures the degree to which trainees have mastered the concepts, 

information, and skills that the training intended to impart. According to 

Fisher and Others (1 996 : 392) learning is assessed du ring and/or a t the end 

of the training program with paper- and- pencil tes ts, performance tests, and 

graded s imulation exercises. 

C. Behaviors j Performance j 

According to Kirkipa trick (Fisher and Others, 1996: 392) on -the- job 

behavior is the · third level of evaluation . Here behavior measures ask 

whether employees are doing things differently on the job a fter training, 

whether they are visibly using what they have been taught. In behavior 

measures trainees before and a fter training should be compared to assess 

the degree to which training has changed their performance: 

D. Results 

The fina l level of evaluation is resu lts. At this level, the impact of the training 

program on the work group . or organization as a whole is assessed 

objectively. The appropriate objective measures to u se depend on th e content 

and objectives of the tra ining. The purpose of collecting organizational 
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results is to examine the impact of training on the work group or entire 

company. 

From' those authors idea, training evaluation is the necessary and sufficient 

condition for establishing the worth of the training program, In support to 

this idea Saiyadain (1988: 230) staled that training evaluation is the most 

critical phase in not only assessing the quality of training imparted but a lso 

to see what future changes in training plan should be made to make it more 

effective. Therefore, organization has to evaluate the training program that 

they offer to check or assure whether the training program has achieved the 

intended objectives or not and to make the necessary adjustment 

beforehand. 

2. 5. History and Current Practices of Training Program in 

the Public Service College of Oromia 

According to OMI(1996: 1-2) Oromia Management Iristitute is located in the 

town of Ziway 160 kms to the south of Addis near lake Dembel. 

The purpose of the foundation of the institute is to conduc;t training and to 

give consultancy services which could improve the performance capacity of 

officials and civil servants of government and non - government organizations 

in order to solve the socio - economic problems in the region. 

Originally, the training center was established in South West Shewa Zone in 

Weliso town on the lOth November , 1988 E.C. 

By the year that .follows, the regional stale needed the tra ining centre to be 

chan ged from Weliso to Tatek. So,on the 15th September 1989 E.C., it was 

transferred to Tatek training centre. In the same year after realizing the 

inconvenience of Tatek area for further expansion works the regional state 

moved the training centre to town of Zeway. The regional ,state named the 

37 



training centre Oromia Management Institute (OMI) owmg to Proclamation 

No.33/92 on 4 th of March 1992E.C. 

The institute was mainly devoted to conducting short term training and 

providing consultancy services which are aimed at 
. . 
Improvmg the 

performance capacity of public officia ls a nd servants. The in~t1tute was 

operating with a board vision of resolving socio- economic problems in the 

region a nd beyond. 

Finally, the Oromia regional state council held on 3ed November 1996 E.C up 

graded the institute to a college level and named it Public Service College of 

Oromia (PSCO). Consequently the college is established with legal status as 

per article 54(6) of the constitute of Oromia Regional State. In the same year 

the college is set up as an autonomous higher education institution having 

its own legitimate power by regulation number 47/1997 . The college is 

accountable to the board of governors that is appointed by the Oromia 

Regional State executive Committee and it has its own vision, .. mission, 

values, objectives and power. 

Public Service College of Oromia IS a regional capacity building institution 

established with the intention of capacitating civil servants in Oromia 

through short, medium and long term tailor - made t ra ining and education, 

research and consultancy services. 

In line with the mandate given to the college, the college provides different 

services primarily aim at building the capacities of institutions, teams and 

individual workers there in. These services include providing short term 

training, conducting research and consultancy service that enhance the 

capacity building programs of the region and after upgraded in to -the college 

level, it provides reform led education at diploma level in fi ve departments 

namely: Agricultural Business Management, Accounting, Human Resource 

Management, Law and Information Technology through distance, extension 

and regular mode of deliver specific to civil servants in the regions. 
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The college h as played a significant role m capacitating the regIOn with 

qualified man power through need-based short lerm training besides the 

diploma program· underway. 

The college provides training on two bases. First, il offers the training 

requested by any organization be it government or non - government which 

is called Demand Driven training. Second , the college together with the 

regional government plans training by visualizing the skill and knowledge 

gap prevailing in the region through need assessrrient which is called supply 

driven training on different training topics to have well skilled ,confident, 

reform oriented and development agent civil servant in multif~ceted. On 

account of this the Public Service College of Oromia has been offered short 

term training program for about 63,531 of civil servanls a nd officials in the 

regiori since its establishment to present (OMI, 1996: 13) 
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CHAPTER THREE 

RESEARCH DESIGN AND METHDOLOGY 

3.1. Research Methodology 

Basically, the research method employed is determined by the nature of the 

research topic. Based on this . fact, the main objective of this study is to 

assess the practice and problems of the train ing program provided by the 

Public Service College of Oromia (PSCO) and to forward some a lternative 

solutions that may reduce th e problem or improve' the practice of training 

provision based on the findings. 

Hence, a descriptive survey method was used to obtain pertinent and precise 

information concerning the topic of study. This is becau se, Best (2005: 114) 

described descriptive research as a scientific investigation that tries to give a 

pictorial account of an event, behavior or s ituation. According to him 

descriptive research attempts to present the state of ed ucational issues as 

they exist at the present. Moreover , different class ifications are observed in 

different literatures about descriptive researc h. For in stance, Seyoum and 

Ayalew (1989 : 17) stated that descriptive s tudies in education can be 

classified into su rveys, case studies and comparative studies. 

The caSe study m ethod is a method of study that involves a careful and 

complete observation of institution, a cultural group or even the entire 

community. Thus, case study is essentially an intensive investigation of the 

particula r unit under consideration. It need detail analysis and observation. 

This cannot be possible for the -researcher because of some factors . Th e 

researcher is the student. Lack of research knowledge a nd pertinent 

expen ence may be considered as one factor. More over time and financial 

con straints can a lso be considered as other factor. Because of th is and oth er 
• related factors, the researcher chose to usc descriptive survey research 

method. 
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3 .2. Sources of Data 

To obtain data con cerning the practices of train ing program provided by 

PSCO , the student researcher used both primary and secondary data 

sources for the study. 

3.2.1. Primary Data Sources 

Primary data were collected from 215 trainees (employees, managers and 

training coordinators) found in 11 ofIices of Oromia regional state and 30 

trainers of PSCO through closed ended questionnaires. Moreover, Oromia 

Capacity Building Bureau and Oromia Civil Service Commission senior 

experts and Oromia Publ ic Service College tra ining coordinators were 

interviewed in order to get important information that may not be fully 

secured through questionna ire. 

3.2.2. Secondary Data Sources 

Secondary data were obtained from various d ocu ments, directives, 

procla mations and various written books on related issues were used to 

obtain additional information. 

3~3. Sample Population and Sampling Techniques 

The total populations of the study were 816 trainees w ho participated on the 

training program conducted by Public Service College of Oromia in 2001 

Ethiopian budget year. All these tra inee s were found in 38 government 

organizations of the region whic h were cl ients of PSCO. As it was clearly 

shown in the delimitation part of this study, it is difficult to conduct 

researciJ. in a ll these trainees. This required the researcher to carry out the 

stu dy on restricted number of trainees and government organizations of the 

region. In doing so, 245(30%) of trainees were selected as a sample of the 

study by simple random sampling technique. This technique is used because 

to give equal chance of selection for a ll trainees. Moreover, · 11 (30%) 
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government organizations were selected as a sample of the study based on 

simple random and purposive sampling tec hniques. · Accordipgly, two 

government organizations, offices like Capacity Building Burea u a nd Civil 

Service Commission dealing with general hum a n resource issues of the 

region were selected purposively to ob Lain both qualitative and quantitative 

results. This is because the two institutions are more sensitive and 

respons ible for the effective and effi c ienL provision of the training program of 

the region. 

Whereas, other government organizations of the region , I.e . Agriculture and 

Rural Development Bureau, Pastora list Area Development Commission, 

Finance and Economic Development Bureau, Revenue Bureau, Mines and 

Energy Bureau, Education Bureau , Technical Vocational Education and 

Training Agency, Supreme Court, Youth and Sport Bureau, were ~elected by 

simple random sampling technique. This was because; s imple random 

sample technique allows every possible sample an equal chance to be 

selected (Spatz, 2001: 136). 

Furthermore, the subjects of the s1.udy, i. e 245 individual respondents were 

selected from the sampled organizations (11 organizations) by the quota 

sampling technique. This is done because, the number of trainees varies 

from organization to organization depending on the , nature of the 

organization an d the kind of training progra m provided in 200 1 E.C budget 

year. 

Similarly, out of 75 trainers of PSCO, 30(40%) of them were selected by 

simple random sampling techniqu e as a sample of the sLudy. This was done 

to give the trainer's equal chance to be selected. In addition to this, senior 

experts of Oromia Capacity · Bu ild ing Bureau and Oromia Civil Service 

Commission and Public Service College of Orom ia training coordinators were 

selected by purposive sampling technique to ge t the necessary info rmation. 
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So the sample s ize of the study was 245 trainees whieh were selected from 

the tota l popula tion of 816, 30 trainers which were drawn from 75 trainers 

of PSCO and 4 senior exper ts a nd tra ining coordinators selected from 

Oromia Capacity Building Bureau, Oromia Civil Service Commission a nd 

Public Service College of Oromia. 

3. 4. Data Gathering Instruments 

To obtain the necessa ry data, ma inly close ended qu estionnaires, structured 

interviews and document analysis were used. Questionna ires mainly u sed 

because it is useful to collect data from many people. Therefore it was used 

to collect informa tion from tra inees a nd tra iners. The questionnaires were 

also prepared in English. To increase theelari ty of the questions for 

respondents understanding it was trans lated in to Afan Oromo which is a 

working language of the region. Moreover the researcher used structur.ed 

interview, because, for descriptive research method, structured interview is 

used and it is more economical, providing a safe basis for gen eralization and 

requiring relatively lesser skill (Knowledge) on the pa r t of the in terview. 

Iii general, category of responderits, tota l popu la tion of the study, sample 

popula tion of the study, sampling techniques a nd data gathering 

instruments u sed to m ake the study a rea li ty is su mmarized as follows 

43 



Tablel. Sample population 

No Responden No of Sample Sampling Data gathering 
ts Category Popul popula t technique used instruments used 

ation IOn 
~ -~ 

1 Trainees/ 816 245 - Random sample -Closed ended a nd 
employees -Pu rpos ive and few open ended 

ra ndom sample questionnaire 
-Ava ilabi lity - Document 
sampling analysis 
-Quota sample 

2 Trainer 75 30 -Random sample -Closed ended and 
few open ended 
questionnaire 
-Document 
a nalysis 

3 Senior 4 4 -Pu rposive Structured 
experts sa mpling Intervi ew 
a nd 
training 
coordinato 
rs 
Total 279 4 . 3 

3.5. Procedure of Data Collection 

To assess the practices a nd problems of t ra ining programme provic;led by 

Oromia Public Service College (PSCO) the following procedures were applied 

• The data gathering instrum cnts were con structed on the bases of the 

reviewed literature and the required da ta to be collccted. 

• Before distributing them to sample respondents, pilot study test was ,--
carried out at Oromia Trade, Industry and Transport Bureau which is 

not part of the real sample popula lion~ This was done twice a week to 

tes t the consistency and wheth er or not the qucstio.nnaire measures 
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what it is supposed to measure and (validity and reliability) of the 

item. 

• As soon as the necessary adjustments were m a de questionnaires were 

distributed to the sample respondents and to avo id confu sion 

objectives of the study were made clear to the respondents 

• Continuous follow up was conducted to facilitate the feedback a nd to 

correct the problem confronted on the process of filing questionnaires 

3 . 6. Method of Data Analysis 

Based on the nature of the data collected throu gh questionnaires and 

intervie)N, data collected through questionnaires were tabulated and 

analyzed using, percentage, t-test, chi- squ are test and ranking order. The 

researcher used t -test because the data were ordinal, and a lso t -test gives 

fairly accurate proba bilities even when the populations do not have the 

assumed characteristics. In similar way, chi square test was used in nominal 

data. This is becau se; chi square is a sampling d istribution that gives 

probabilities a bout fr<,;quencies. Moreover it. allows concluding that two , . 

variables are related. , Furthermore, descriptions were made based on the 

results of the tables. The results obtained [rom the interview were u sed for 

the purpose of s trengthenin g the analys is made. 
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CHAPTER FOUR ' 

PRESENTATION AND ANALYSIS OF DATA 

This chapter deals with the presen ta tion and analys is of the data collected 

from two groups- the tra inees a nd trainers th rou gh questionna ire. In 

addit ion to qu estionna ire, stru ctured interview was conducted with Oromia 

Capacity Building Bu rea u, Oromia Civil Service Comm ission and Oromia 

Pu blic Service College sen ior experts to secu re additional qualitative 

information and to find out their perce ption towards ' the practice and 

problems of t ra in ing program prov,ided by pu blic service college of Oromia. 

Besides, information was gathered through document analysis . All the data 

gathered from questionnaires were organized in tabu lar form and a re 

interpreted using percentage, t - tes t, chi --squ are test a nd rank order. The 

information gathered through interview and document ana lysis were a lso 

qua litatively described in words in order to give answer for the basic 

research qu estions set in this study . 

Based on this fact, the first pur t of th is s tudy discu sses a bout the 

cha racteristics of the respondents, while, the second part deals with the 

a na lysis of the findings of th e study correspondin g' to the basic research 

questions. 

4 . 1. Characteristics of Respondents 

Based on the sam pling technique and procedu re desc ribed in cha pte r three, 

totally 275 (two hundred and seventy fi ve ) cop ies of questionnai re were 

distributed to the respondents of the s tudy . 

Accordingly, the first pa r t of the qu estionnaires were d istributed to 245 (two , 
hu ndred a nd forty five) trainees those sam pled from 11 , Oromia region al 

state bureau/ agen cy/and offices. Out of these questionnaires , only 2 15 

(87,7%) were filled in a nd returned. 
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The second questionna ire was distribu ted to 32 trainers that are working in 

Public Service College of Orornia (PSCO). Out of these ques tionnaires, 30 

(93 .7%) were filled in and returned. 

Th e items in questionnaires were grouped 111 to two parts. The first part 

contains items related to respondents ' characte ristics and the second pa rt 

comprises of variables related to lhe s tudy . Furthermore, unstru ctured 

interview was held with 4 senior experls of Oromia Capacity Building 

Bureau , OromiaCivil Service Comm ission and Oromia Public Service College 

training coordinator. This is important to obtain information With regard to 

issues that required cla rification such as directives, policies a nd records ·of 

various training programs. 

In doing so, the ch a racteristics of the two groups of respondents (trainee and 

train ers) were examined in terms of sex, age , academic qu.ali fication a nd 

years of service based on the responses to the request for personal data in 

the first section of the question naires obtained from 2 15 trainees and 30 

trainers. Moreover, the ana lysis and interprelation of data a lso made. 

Accordingly, the results of the st.udy Ivere presented as follows 
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Table 2: Characteristics of the Respondents 

Varia bles Characteristics 
Categories Respondel1ls Total 

Trainees Trainers 
(N ~2 15) (N ~ 30) 

% F % F % 
F 

Sex Male 
]77~ 82.3 30 100 84.5 . 207 

Fema le 38 ] 7. 7 
, 

- 38 ]5.5 
-

Tota l 2 15 100 30 100 24 5 100 
Age Below 25 years 17 7.9 - ]7 6.9 

----
25- 35 years 

58 
27.0 26.7 

66 26.9 
8 

36 -45 years 99 16.0 22 73.3 ]2 ] 49.4 
46 -55 years 4 1 19.1 - - 41 16.7 
55 and a bove years - - - - - -
Total 2 15 100 30 100 245 100 

Qualificatio Certificate/TTl/ - -- - - - -
n Development Agent 
/Educa tion Diploma 12 5.6 8 26.7 20 8.2 
al back BA/BSC 145 67.4 18 60.0 163 66.5 
ground / MA / MSC 58 27.0 4 13.3 62 25.3 

PhD - - - - - -
Total 215 100 30 100 245 100 

Work Below 5 years ::}3 10.7 - - 23 9.4 
experience 5 - 10 years 29 13.5 7 23.3 36 14.7 

11 -15 years S2 2 4. 2 14 46.7 66 26.9 
16 -20 years 64 ~9.8 9 30.0 73 29. 8 
21 -25 years f-~ '16.3 - - 35 14.3 
25 and above years 

12 
_ . - - 12 4.9 - 5.6 

Total • 215 100 30 100 245 100 , 

As it can be seen from Table 2,.out of the tota l respondents (both trainee and 

trainer) 207(84.5%) of the respondents were male and 38 (15.5%) were 

female s. This shows that the num.ber of m a le r espond ents far exceeds that of 

females a nd the gender gap is observed. The reasons for s ma ll ·num.ber of 
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female respondents can be many but the ma m one l S that their number is 

small in the civil service system with compa red to ma le. In observing the 

statistical report of the Oromi'a civil service commission out of the total 

number of civil servants of the region, females accounled only 28 percent 

(oese, 200 1: 2) 

Regarding the respondents ' characte ri s tics in terms of age, 7.9%, 27%, 46% 

and 19.1% of trainees were in the ra .lge of below 25, 25-35, 36-45 and 46-

55 years respectively. In case of trainers respondents characteristics, 26 .7% 

a nd 73.3% of them were in the age ra nge of 25-35 and 36-45 years . 

Regarding the qualification of the respondents a bout 5.6% and 26.7% of 

trainees and trainers were diploma holders 'respectively. ' Where<;ls, 67 . 4% 

and 60% of trainees and trainers were SAl sse holders respectively. The 

remaining respondents, i. e 27% a nd 13 .3% were MAl MSe holders. Thus, 

the data indicated that regarding qualification the re was no considerable 

differences among trainees a nd lrainers, Allhough Lhe edu cation level of 

trainees and trainers seems simi lar, con s idering currenl s itualion of trainers 

under qualification remains one of the rmljor fac tors that a dversely affect the 

quality of training in the co llege, i.e the data reveal that 26.7% of the 

respondents were diploma and 60% of them were e ither SA or sse level, 

which requires trainers one step a h ead from the trainees in qua lification. 

With regard to work experience, 24. 2% a nd 29.8% of employees had 11-15 

and 16-20 years of work experience, Similarly, 14% a nd 9% of the trainers 

had 11 -1 5 and 16-20 year s of service. Therefore, from the a nalysis of the 

findings it is possible to infer that work exper ience of mos l trainees and 

trainers was average. 

This indicates that mos l of th e lra inees a n d tra in ers are more experienced 

and were fa milia r n ot only wilh th e problem s of lra ining but a lso other civil 

servIce Issu es. 
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4.2. Analysis and Interpretation of the Data 

4.2.1. The ' Practice of Training Policy 

Based on the literature, trainees and trainers were asked to identify whether 

the training p olicy was formulated and im p lem en ted with the ir respective 

organization. Both trainees and tra iner s were asked one ' relevant . question . 

The frequencies of responses received presented as follows. 

Table 3a: Training Policy Formulation and Imple mentation Practices 

Respondents TOlal X 2 df Sig 
--

No Trainees T rainers .(2 
Items No % No % No ·% sided) 

f-----. 
I Does Yes 43.3 30 100 123 50.2 1 

your 93 33.90 0.000 
organizat No 56.7 - - 122 49.7 8 
ion have 122 
a training 
policy? 

Total 100 30 100 215 100 
215 _________ ---'-.-----1. ___ '-'--'-_ 

The da ta in Table 3 revealed that, 93 (43_3%) of trainees and a ll of trainers 

asserted that their respective organizations have either formulated or 

practiced training policy _ On the o th er hand, 122 (56 _7 %) of trainees 

responded that their respective orga nization neither formulated nor 

practiced a training policy. Thus, th e res ult of the study reveals that 

training policy were not fully formulated or practiced in sampled government 

organization of Oromia regional s tate. Conversely, most of the trainer 

respondents replied that the existence and practice of -formu latin g and 

implementing training police in public service college of Oromia (PSCO). 

At significance level of 0.05 the computed x2 - va lue 33 .908 is gre.ater than 

the critical p - valu e 0 _000 showing that there were sta tistically s ignificant 

difference between the opinion of trainees and t. rainers on the trend and 

practices of training policy in Oromia Public Service College (PSCO). 
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From the table it is possible to infer tha t, the trend and practices of 

formulating and implem e nting tra in ing policy in Oromia regional governm ent 

organizations in general a nd that of public service co llege of Oromia in 

pa rticular varies from organization to organization. Gen erally, the result of 

the study shows that m ost of th e regiona l government organizations do not 

h ave their own tra ining policy. Conversely, public service college of 

Oromia(PSCO) were on the process of formula ting and implementing the 

training policy. 

The result of the interview made wi th seJ1lor experts of Oromia Capacity 

Building Bureau and Oromia Civi l Service Commission reveled that, even 

though, at regional level for the past few years some promising a ctivities 

have been made, the trend of formula ting a n d implem enting the training 

policy at organizational level were not fully operational. 

As it has been described in tab le 3A above , 93 (43.3%) t rainees a nd 

30(100%) trainers th ose who agreed that training policy had been 

formula ted by their respective organizations were asked to rate the practices 

of employees in the process of training policy fo rmula tion. Regarding 

respondents response to various questions the student rese'a rcher measured 

items in to five rating scales in wh ich the mean va lues range from 0.05-1.50, 

1.51-2 .50, 2 .51-3.50, 3 .51 -4.50, 4. 51-5 .00 as strongly disagree(SD), 

disagree(DA), undecided(UD), agree(AG) and s tron gly agree(SA) respectively. 

These rating values and intervals works for ta bles 3 b , 5a, 5b, 6a, 7b, 8a, 

lOa, lOb, 10c, 10d. 
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Table 3b: · Practices of Employees in the Process of Training Policy 

Formulation and Implementation 

Responden ls t-value Sig.(2-
No Items Tra inee 

T . --
ralner tailed) 

Mean Value Mean Value 

1 Employees were given the 1. 6 ] 4.00 1.797 0.074 
chance to participate in the 
formulation process of training 
policy. 

2 The training poli cy of my 4. 56 3 .23 3 . 736 0.000 
organization is well 
communicated to a ll employees 

3 The Org'anization use the 1.64 1.1 7 0.528 0.598 
training policy as a guide line 
when c:iesigning and conducting 
training programs 

With regard to trainee participation in formulatin g training policy, at 95 

percent confidence interval , the mean values of 4.61 and 4 .00 for trainees 

and trainers respectively agreed . tha t employees were given a ' chance to 

participate actively in training policy formul ation. Moreover, a t significance 

level of 0 .05 the computed t - value 1.797 is greater than the critical P - value 

0.074 showing that the re were no Sli~ tist i cally s ign ifica nt diffe rence between 

the opinion of trainees a nd tra iners , The in terview held with OeBB and 

osee officials a lso revealed tha t a s a region there isa beginning to 

participate employees in the process of training policy formulation. 

Moreover, pseo officia ls a lso reflected s imilar idea d1.l ring the interview 

made with them. 

Therefore, in view of the data analyzed and the in terview m a de wit h semor 

experts the student researcher deduced that, III some government 

organizations of the region, there is a t rend of participating employees in the 

process of training formulation . But the degree of pa t,tic ipation varies from 

organiza tion to organiza tion. 
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Concerning item 2 of table 3b, m ost of the trainers replied that even though 
organizations formulate their own training policy they did not communicate 
well to all employees. 

With regard to the application of t rain ing policy, most of the trainees and all 
trainers replied with the mea n value of 4.64 and 4.47 respectively replied 
that governmental organizations of the region 1.1 se the training policy as a 
guide line when they design and conduct training · programs. Other trainees, 
i.e 25.8% of the trainees commented nothing on the issue . 

. Table 3c: Reasons for not Formulating Training Policy 

No Items Respondents 
Trainee (N = 122) 

Mean Value Rank 
1 Lack of experts/ specialist 4.31 6 ------2 Lack of adequate budget 4.67 2 
3 Lack of awareness about the importa.nce of 4.44 5 

training policy 
4 Lack of time 4.47 4 
5 Training policy is not accustomed 4.67 2 
6 Attention is not given from the top level 4.68 1 

management 

As indicated in table 3c, trainee respondents who replied that training policy 
formulation was not carried out in their respective organization were a lso 
asked to give their reasons. As a res·L1lt, the trainee responden ts ra nked with 
mean value of 4 .68, lack of allention fmm top level management as the 
highes t priority and main reason for thc a bse nce o f tra ining policy in the 
sampled government organization of the region. In adequate budget and 
lack of experience to formulate train ing policy were a lso found to be the 
second and third important reasons rank ed with mean value of 4.67 and 
4.67 respectively. Finally, the trainee respondents replied that lack of 
experts/specialists as th e least factor that in habited the organization to 
formulate training policy. 
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According to (Kenney, 1979: 54) an organization's training policies represent 

th e commitm ent of its directors to tra ining and are expressed in th e rules 

a n d procedures wh ich govern or influe nce the standard a n'd scope ·of training 

in the organization. However, in sampled governm enl organization of the 

region th e practice of formulating a nd implemenling l ra ining policy quite 

seems different, so that this can affecl the tra ining system of the 

organization in general and that of Pu blic service co llege of Oromia (PSCO) in 

par ticular in on e way or anoth er. 

4 .2.2. The Practices of Conducting Training Need Assessment 

Table 4i1.: Responses on Prac tic e s of Training Need Assessment 

No Items Responden ts Sig. (2-
'"'i" . - T . rwnee ra iners X2 df tailed) 

(N ~215) (N ~ 30) 
---
F % F % 

1 Did you r Yes 116 54- 3 0 100 
organization No 99 1 6 - - 23.2 ] 0.000 
conduct training 
needs 
assessmen t? 

--',:- -,- -_.---r-2 How often do Always 23 19.8 
f--._---,-- .'--~---;:-

33.9 1 0.000 you r Some times 1] 35.3 13 43.3 
Organization Rarely 52 44.8 17 56~7 
conducts 
training need 
assessmen t? 

3 To what extent a . Completely 6 5 .1 7 - -

does you r b. Partially 69 5 9.4 24 80- 30.6 1 0.000 -organization use c. Not used 4] 35.3 6 20 
the result of at a ll 
training need 
assessment? 

I ------- _._-, .. , 
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The intent in item 1 of ta ble 4a was to ide ntify whe ther the tra ining program 

carried out in government organizations of the region in general a nd Public 

Service College of Oromia (PSCO) were based on the resul ts of adequate need 

a ssessment or not right from the begi nning. 

Accordingly, the data revealed that, 11 6 (54%) of train ees and the majority 

of the trainers agreed that both governmen t organization of the region and 

public service college of Oromia (PSCO) conducts train ing need assessment. 

However, 99 (46%) of trainees reflected their di sagreemen t on the same 

issue. 

Thus, the result of the s tudy revealed . tha t the maj or ity of the respondents 

pointed out, training n eeds assessm en t has been conducted in most sample 

organizations of the region inclu d ing Pub lic Service College of Oromia. 

However, the trend of conducting tra in ing need assessm ent is not fully 

practiced in all respective organiza lions . 

At significant level of 0.05 a nd d egree of freedo m 1, t he computed x2 - value 

23.2 is greater tha n t he critica l p - val ue 0. 000 sh owing tha t there were 

statistically significa n t diffe ren ce . between the opinion of the tra inees and 

trainers on the trend a nd practices or conducting t ra ining need asses sment. 

Therefore, from the data it is possible to in fer tha t even though some 

organizations did no t cond uct train ing needs assessmen t, mos t sample 

organizations of the region were do ing it well. 

The aim of item 2 in the sam e tab le was to know how often the training 

needs assessment was conduc ted. Consequently, the result compiled from 

both respondents implied that 44.8% of tra inees and 56. 7% of trainers 

replied that organization s condu ct tra in ing need s assessment rarely. 

Moreover , 35.3% of trainees and 43 .3% train ers replied that organizations 

conduct training need assessment sometim es. 
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Concerning the third item , 59.4% the trainee a nd 80% of the trainer 

respondents asserted that the results of training need assessmen t were used 

partially in their respective organization to plan the training program. While 

35.3% of the tra inees and 20% of the lrainer respondents replied that the 

result of training n eed assessment was not used at a ll in their respective 

organization. 

With regard to the fourth item 26.7% of the respondents asserted that their 

respectjve organization conduct training n eeds assessment by analyzing over 

a ll organizational performance. Other respondents, 25.3%, -22%, 20.5% and 

5.55% replied that their respective organization conduct training need 

assessment by analyzing how indi vidua ls perform their jobs, customer's 

comments, and feedback of higher aUlhorities and by a nalyzing how 

organizational tasks are performed respective ly. 

Generally, one can deduce from t he above discussed resu lts tha t in most 

sample government organizations of the reg ion there was a trend of 

conducting training need assessmcnl. The data also shows that most 

organizations conduct train in g needs assessment by a na lyzing over a ll 

organizational performa nce. However, the practice of conducting training 

needs assessment was not continuous. Moreover , eve n though the practice 

of conducting training need assessment was observed, the trend to use the 

result of training need assessment was found to be minimal in most sampled 

orga nization. 
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Table 4 B: Reasons for not Conducting Training Needs Assessment 

No Items Respondents 

Trainee '(N = 99 ) 
Mean Value Rank 

1 Lack of experts/specialist to conduct tra in ing 4 .54 5 
needs assessment: 

2 Lack of adequate budget 4 .66 2 

3 Lack of awareness a bou t the importance of 4 .60 4 
conducting training needs asscssmenl 

4 Lack of time 4.65 3 
5 Training needs assessment is nol accListomed 4.7 1 1 

As indicated in table 4b, trainee respo nd en ts who rep lied that training n eed 

assessment was n ot condu cted in their respective ' o rganization were a lso 

asked to give their reasons. As a resul t , the trainee respondents ra nked with 

mean va lue of 4.71 , lack of unders tanding on the importance of training 

need assessm ent as the highest priority and m a in reason for the a bsence of 

training need assessment in the sampled government organ ization of the 

region. 

Lack of budget a nd tim e to condu(,t: traini ng needs assessment was found to 

be the second a nd third important reasons ranked with the mean value of 

4.66 and 4.65 respective ly by trainee respond en ts. 

From the data of the s tudy the st.udent research e r deduced that there was 

no m ajor variation in th e ra nking o f items. Thi s indicat.es th a t evcn though 

the res pondents put lack of understanding on t he importa nce of training 

n eeds assessment and tim e as the mall1 reason for noL conducting training 

need assessment. 

4.2.3. Planning and Implementation of Training Programs 

This part deals with the efforts made by regio na l governm ent organizations 

of Oromia in general illld tha t bf pseo (pub lic se rvice college of Orom ia) in 
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particula r , in planning a nd im plemen ti ng t ra ining p rogra m s. Hence, trainee 

and trainers views on these issu es a rc di scussed in ta ble 5a a nd 5 b below. 

Table Sa: Practices o f planning training program 

No Items Respondents (-value 5ig. Df 
Tra inee Trainer (2ta iled 

(N = 21S) (N =30) 
M ean Mean 

1 My organization / College / 2. 90 4.1 3 -4.705 0.000 243 
has a clearly defined 
training plan 

2 Training plan is . form ulated 2.53 3.57 -4.45 1 0.000 243 
by participatory approach 

3 Training plan IS well 2.40 2.63 -0.937 0.350 243 
communicated to a ll 
employees 

-
4 Training plan IS prepa red 2.59 3.73 -4.732 0. 000 243 

based on the results of 
tra ining need assessrnen L ---.-.-----_._-

As indicated in table 5a , questions were forwa rded to trainee a nd trainer of 

PSCO to give their responses on the t rend a nd pra ctices of training program 

plan. 

Accordingly, at 95 p ercent confidence in terval, the m ean value of 2 .90 for 

employees agreed tha t the ir respective organizations did 'not clearly plan a 

training program. Convers ely, a t 95 p ercent conride nce interva l, the mean 

value of 4.13 for trainers a greed tha t the ir respec tive organizations clearly 

plan a training program. This impl ies tha t, the re is a trend and practice of 

planning training p rogra m in Public Service Co llege of O rom ia than other 

government organiza tion o f the region. 

With regard to the process of training plan prepa ration a nd implementation, 

most of the trainee a nd tra iner responden ts replied that, the training plan 

prepara tion process wa s no t participato ry a nd it was d on e without 
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considering . the result of training n eed assessment. Moreover , the 

respondents replied tha t, even though, som e organizations h ave prepared a 

clea rly defined training plan, it was n ot communicated to a ll employees welL 

Table 5b: Response on practices of training program implementation 

No Items Responden ls Sig. (2-
----n:ainee Trainers l-value tailed) 
- ----

Mea n Mean va lue 
value 

1 The training program is 2.69 2 .83 0.494 0.622 
designed a nd 
implemented as per the 
training plan --

As discussed in review of th e related li terature, after tra ining needs have 
~ 

been identified, t raini ng progra m shou ld be des igned a nd implemented. 

Based on this reality respondents were requested to forward thei r opinions. 

As a result at 95 perce n t confidence interval , the test statistic's probability 

p-value (0.622) is greater tha n a lpha value (0.05) which shows tha t there is 

no significance difference be tween the opinions of the res pondents. 

Moreover, the calcu la ted t - valu e (0.494) is less than th e test statistic's 

proba bili ty p -value (0.625) which in d icates the existence of no s ignificance 

difference between the respondents opin ion . 

The result indicates th a t even though the trend of designing and 

implem enting the training progra m a s pe r t h e t ra ining plan is observed in 

few organiza tions, in most cases the practice was not e ncouraging. 

From the study it is possi ble to infer that in most government organization of 

th e region in general and th a t of p ublic service college (PSCO) in particular 

training program is not des igned and imp lem ented as per the train ing plan 

in some organization s of th e region. 
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4.2.4 . Practices of Training Opportu nitie s 

Table 6a: Responses on Training Oppor tunities 

No Items Respondents 
Trainee Trainers 

No % No % 

1 Train ing opportun ities SJ)II 70 32.6 3 10 
were provided based on J)A 52 2 4.2 7 23.3 

clear and transparent (JJ) 35 16.3 . 7 23.3 
criteria IIG 29 13. 5 9 30 

SA 29 13. 5 . 4 13.3 

Total 2 15 100 30 100 
2 Tra ining opportun ities SOA 8 7 40.5 6 2 0 

are provided as ~')II 61 29.8 14 46. 7 
incen tives for ~:rO 35 ] 6.3 1 13.3 

competen t employees IIG 2 0.9 6 20 
-

SII - - - -
----------- _. ------- - -

Total 215 .100 30 100 
3 Tra ining opportu nities SOli 29 13. 5 - -- -_.--

are provided based on 011 23 10. 7 7 23.3 -_ .. 
good personal (JD 47 21.9 7 23.3 

relationship with IIG 52 24.2 16 53.3 
supervlsors or -;---(;4- 29.8 SA - -

managers _.- -_._- .---
Total 215 100 30 100 

4 The criteri a is not SOli 35 16.3 3 10 - ------- - . 
known 011 23 10.7 7 . 23. 7 

(JD 29 13.5 7 23.3 
lie; 52 2 4. 2 13 43.3 -
SII 76 35.3 13 -

1---,--, --------
Tota l 2 15 100 30 100 

. --

According to item 1 o f table 6a, 56 .8% of trainees a nd 33.3% ' of trainer 

replied tha t tra inin g op portunit ie s were not provided based on clear and 

trans pa,rent criteria. However 27% of trainee 43.3% of th e t rainer 

respon den ts replied that train ing opportunities we re provided based on clear 

and transp a rent c ri te ria. Others, 16 .3% of trainees a n d 23.3% of trainers 

commented nothing on the c ri teria of train ing op portuni ties . 

60 



As m ost of the respondents, i. e 54% of trainees and 53.3% trainers replied 

and agreed; training opportunities were mostly provided based on good 

personal relationship with supervisors or ma nagers other than · any other 

criteria. 

4.2.5. Setting Objectives 

Table 7a: Response on the Practices of PSCO's Training Objective 

No Items Trainee Trainers X2 df Sig 
No % No % (2 sided) 

1 Is the ' training Yes 174 80.9 30 100 
program that PSCO 6.871 1 0.090 
provide for the No 41 19.1 
em ployees j managers - -

j of the region has 
its own objective tha t 
it intends to achieve? 
Total 21. 5 100 30 JOO 

Here, the trainee and the tra iner respondents were requested about their 

opinion a bout the relevance of the training program objectives of PSCO. 

Consequently, 80.9% of Lrainee and a ll of the trainer respondents replied 

that the training program that PSCO provide for the employeesj mangers/ of 

the region has its own objectives tha t it intends to acl,ieve. 

Conversely, 19.1% of trainee respondents rep lied that the training program 

lliat PSCO provide for the employees/managers/ of the region has no its own 

objective lliat it intends to achieve. 

At 95 percent confide nce interval , the mean values of 3.98 and 4.30 for 

trainee a nd trainer respondents respectively show that there is an agreement 

of both groups on the existence 0" genera l objectives of the training 

progra ms. The associa ted p -v<ll ue of t.he same test (0.090) is greater than 

the value of s ignificance level (0. 05), which indicates that there is no 

statistical significant difference between the opinions of the respondents. 
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Table 7b: Relevance of PSCO's Tl'aining Objective with the Regional 

Training Nee d and Program' 

NO Items Respondents 
Trainee Trainers 

No % No % 

1 The training objectives of SDA 6 2 .8 1 3.3 

PSCO is derived from the DA 12 . 5.6 3 10 
broad organizational goals UD 58 27 4 13.3 

AG 46 21.4 14 46.7 

SA 52 2 4.2 8 . 26.7 
---_. 

Total 2 15 100 3 0 100 

2 The training objectives of SJ5r:- 6 2.8 - -
-----I-~ 

PSCO is relevanl with th e VA 6 2.8 - -
-

training needs and objectives UD 75 43.9 9 3 0 
of regional organ ization 

-' ----1--- -
27 17 56.7 AG 58 

SA 29 13.5 4 13.3 

Total 215 100 30 100 

3 Training objectives of PSCO S']M - - -

are sound enough to solve DA 12 5.6 - -

organizational problems rOD. 12 5.6 8 26.7 

AG 87 40.5 11 36.7 

SA I 46 . 2 1.4 11 36.7 

17 7.9 - -

Total 215 lOO 3 0 100 

The trainee and trainer respondent.s were requestcd a bout their opmlOn 

whether the training objective s or PSCQ is de ri ved from the broad 

organizational goals or not. Conseque nt.ly, 4 5 .6% of tminees a nd 73 .4% of 

the trainers agreed tha t the tra ining obj ectives of PSCQ are de rived from the 

broad organizational goals. Conversely, 8.4% of the trainee and 13.3% of the 

trainers replied that the training objec tives of PSCQ are not derived from the 

broad organizational goals . About 27% of the trainee and 13.3% the trainers 

commented nothing on the issue. More over at 95% confidence interval, the 

mean values of 4.16 and 3.83 for th e trainee and trainer respondents 

respectively show that t here is a n agreement of both groups on training 

objectives of PSeQ is d erived rromtbe broa d orga nizational goals. 
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It was also found ou t from the interview wiLh th e senior experts of PSCO that 

even if the training objectives of PSCO are de rived from the broad 

organizational goals, the proc·css of se Lling objectives does not include 

stakeholders. Most of the training objccLives are se t by thc college. 

With regard to the relevance of lrain ing objecLives of PSCO with the training 

needs a nd objectives of region a l orga nization, 49 :9. % of th e Lra inees and 

30% of the trainers commented nothing on the is sue. Moreover, 40.5% of 

the trainee and 70% of the tra iner ,·espondents replied their agrcement on 

the relevance of training objectives of PSCO with the training needs and 

objectives of regional organization. About 5.6% of the trainees responded 

their disagreement on the issu e. 

From the study it is p ossible to infer that, most of the respondents agreed 

that the training objectives · of PSCO a re derived from th e broad 

organiza tional goals, the re levance of t.rain ing objectives of PSCO with the 

training needs and obj ectives of reg ion a l o rgan izaLion , the soundness and 

ability of training objectives of PSCO to so lve organizational problems, a nd 

as the training objectives of pseo SMA Rr (s pecific, measurable, attainable, 

realistic and time bou nd) 
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4.2.6. Training Content 

Table Sa: Relevance/Effective ness of Training Content of PSCO 

No Items Responden ts 
Trajncc Trainers 
No % No % 

1 The training con ten ts were well SIJA 29 J3.5 - -
planned IJA 17 79 7 23.3 

-
UIJ 16 2 1.4 6 20 
IIG 55 25.6 14 46.7 

--:"11------
68 3 1. 6 3 10 .------

Total 2 15 JOO 30 100 
2 Training content of PSCO is SDA -- 17-- 7.9 - -

relevant with the training needs fJJA - 12 5.6 5 · 167 ---
and obj ectives of regional UIJ 64 29.8 10 30.3 
organ ization AG 70 32.6 10 30.3 

r·
SA 52 24.2 5 16.7 

Total 2 15 100 3D 100 
3 The training contenl is SDA 12 5.6 - -

a rranged based on the DA 46 2 1.4 7 23.3 
competence and llnderstandi ng UD 52 24.2 11 36.7 
level of the trainees (arranged '-;;C 70 32.6 12 40--
in logical order) 

---.- ------ - -
SA 35 163 - -

Total 215 100 30 JOO 
JO.7 -- - -- ---;;~ 

4 Training conten t of PSCO were S DA 23 3 10 
clear, simple a n d easily - I5A · 23 10.7 11 367 
understood UD 46 2 1.4 9 30 - .. - 8]- 377 7 -.' 2j~ AG 

_._- - ---- ------- ---- - .. 
SA 12 19.5 - -

Total 2 15 100 30 J 00 
-~-

5 Training contents a re related SDA 12 5.6 - -_. 
with the tra ining program DA 23 10.7 7 23.3 
obj ectives UD 4 1 19.1 7- 23.3 

/\G 76 35.3 16 53.3 
SA 63 29.3 -

Total 2 15 JOO 30 100 
------
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As can be seen in Table Sa, cOl')siderable proportion (about 57. 2% of trainee 
and 56.7% of the trainers) agreed that th e t.raining contents of PSCO were 
well pla nned. Conversely, 21.4 % of lhe trainees and 23 .3% of the trainers 
replied their disagreement. on t.he pla n of PSCO objectives . 

Concerning the relevance of PSCO's t.rain ing content: with the training needs 
and objectives of regional organization, 56.S% of trainees and 47% of 
trainers replied their ' agreement. Conversely, 13.5% of ~he t.rainees a nd 
16.7% of the trainers re plied their d isagreement. on the issues. 

With regard to the sequencing of the contents of the courses, 48.9 % of the 
trainee and 40% of the trainer respondents believed th at the sequencing of 
the contents of the course was good. It was also found from t.he interview 
with the training experts that usua'ly the sequenc in g follows th.e format 
general - specific s tyle, which , accord ing to thcm, is appropr iate for the 
trainees. 

In general, concernmg the Relevance/Effec tiveness of Train ing Content of 
PSCO most of the respondents re plied that, the training contents were well 
planned; training con lent of PSCO is relevant with the trl;lining needs a nd 
objectives of regional organiza tion, the training content is arranged based on 
the competence and . u nde rstanding leve l of the trainees (arranged in logical 
order), th e training content were clear, simple a nd easily understood and 
the training contents are rela ted with the t ra ining program objecl.ives 
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4.2.7. Training Method 

Table 9a: Response on the training Me thod of .PSCO 

No Items Trainee 'l'rainers X2 Sig 

No % No % 

1 Training a. On- the- j ob 87 40.5 11 36.7 0. 510 0.775 
method tra ining 
that PSCO b. OjJ-the-jo b 35 16.3 4 13.3 
uses training --------- - -_. 

c. Both ()n -Ihe ~iob 93 13.3 15 5 0 
and ojJ-the-job 

train ing 

2 The extent ·a. High 61 29. 8 11 36.7 4.651 0. 098 
of trainee b. Medium 12 56.7 19 63.3 
sati sfactio 2 
n with C. Low 29 13.5 - -
PSCO the 
training 
method 

-

In thi s section, a n e ffo rt was made to know wh ether th e tra ini.n·g methods 

tha t PSCO uses a p propriate to . the training program or not. I\s revealed in 

table 9a , item 1 deals with the traini ng m ethod that PSCO uses to conduct 

training program. As a result, (40.S%) of the lrainees a nd (36 .7%) of the 

tra iners replied th a t, PSCO u ses on - lhe- job tra ining. Similarly, (43 .3%) of 

the tra inees a n d (50%) of the trainers res po nded that PSCO ll ses both on­

the-job and off-the-job trai ning. Others (16.3%) of the trainees and (13 .3%) 

of the trainers confirmed that PSCO uses On -the-job lrai n ing. 

The data indica tes th at, even thou gh PSCO u ses e ither on- the- job or off­

the-job training m ethod s , most of the tim e it u ses bolh on -the-jo b and off­

the-job tra ining m ethod when condu cting its lra ining p rogram. 

The respondents were a lso asked to express the ir leve l of sati sfaction on the 

tra ining m ethods that PSCO uses. As a resul l, ('29.8%) of trainees and 

(36 .7%) of traine rs responded thal they were highly satislied with the 

tra ining me thod that PSCO uses 1.0 cond uc t lraining program. Others , 
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(56.7%) of trainees and (63 .3%) of lra iners replied that the tra ining method 
that PSCO use to condu ct it.s tra in in g progr"am was adequate. The rest 
(13.5%) of the trainees re plied t hei r dissa tisfac tion on the tra irling method 
that PSCO uses. 

From the results of the s tudy it is possible to infer that mos t. of the time 
PSCO uses both on-the-job and off-the-job training method When conducting 
its training program. [n a ddition to this, I!:ven thou gh , a few respondents 
expresses their dissatisfaction with the training methods that PSCO uses 
when condu cting its trainin g program , most of the respondents agreed that 
the training method that PSCO u sc to co nduct its tra ining progra m was 
adequate. 

At 95 percent confidence interval , the p - va lue 0.098 is greater than the 
value of significance level 0.05 whie!l indi cates th a t, th ere is no ' s ignificance 
difference between the opinions of the responde n ts. Th e value of calculated 

X2 = 4.654 is greater than p - value = 0.098, which indi cates thai. there is no 
statistical significant difference between the opin ions of the res pondents. 
This supports the response of the responden ts. 
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4:2.8. Response on Training Resource 

Table 10 a: Trainee selection and competency 

No Items Trainees Trainers t-test Sig 

eN = 215) (N = 30) 
F % F % 

1 The selection of trainees SDA 29 13.5 4 13.3 2.739 0.007 
-takes place based on the DA 29 13.5 11 36.7 

identification of the UD 46 21.4- 8 26.7 
training needs and some AG 81 37.7 7 23.3 
qualification SA 30 14- - -

Mean 3.25 2.60 

Sta .ct 1.246 1.003 

2 Trainees have similar SDA 41 19.1 6 20 0.061- 0.521 

educational background, DA 70 32.6 10 33.3 2 

experience and positions UD 52 24.2 8 26.7 

AG 35 16.3 6 20 

SA 17 7. 9 - -

Mean 2.61 2.47 

St-.dev 1.194 1.003 

3 Trainees have some SDA 17 7.9 - - -0.680 0.497 

back ground knowledge DA 52 24.2 8 26.7 
about the content of tlle UD 71 33 9 30 

training AG 58 27 13 43.3 

SA 17 7.9 - -
Mean 3.03 3.17 

St.dev 1.07 0.83 

2 tJ. 
-

One of the important issues for the succes s of the trai-ning progr-am is the 

selection of the right trainees and . trainers. Among the criteria of trainee 
, 

selection, their educationa l qualification is crucial. As can be seen in item 1 

of Table lOa, 51.7% of the trainee and 23.3% of the trainers agreed that the 

selection of trainees takes place based on the identification of the training 

needs and some qualification. While other 27% of the trainee and 50% of the 

trainer respondents replied their disagreement the selection of trai nees takes 
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place based on the identification of the tra ining needs and some 

qualification. Moreover 21.4% of the trainee and 26.7% of the trainers 

commented nothing on the topic , 

From the data the researcher deduced that, most of the trainee agreed on 

the selection criteria. While the majority of the trainers disagree on the 

topic. This shows that there is a deviation of idea between · the trainee and 

trainers on the selection process and criteria of trainee. 

At 95 percent confidence interva l, the p -value 0.007 is less than the value of 

significance level 0.05 which indicates that, there is significance difference 

between the opinions of the resprmdents. 

With regard to the experience orthe trainees, the majority (51.7.%) of the 

trainees and 53 .3% of the trainers believed that trainees had no direct 

experience to understand the content (subject -matter) of the courses. While 

(34.2%) of the trainee and 20% of the trainers agree and the rest commented 

nothing on the top ic . From the interview with the training experts of PSCO, 

Capacity Building Bureau and Civil service commission of Oro mia, it was 

discovered that even if some of the tra inees' educational background is below 

the expected standard; their responsibilities, levels within their organizations 

and work experience was acceptable 

Concerning the trainee's background knowledge a bout the content of the 

training, 34.9% of the trainee and 43.3% of the trainers replied their 

agreement on the issue. Conversely, 33.1% of the trainee and 26.7% of the 

trainer respondents replied their disagreement on the topic of trainees back 

ground knowledge about the content of the training. 

It was discovered [rom the int !'!rview with the training experts of PSCO, 

Capacity Building Bureau and Civil Service Commission of Oromia that the 

lion share of selection of trainees was done by the respective organizations. 

The PSCO and respective organization (the customer organization) first set 
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the necessary criteria a s to who $ hould m eet the training program then send 

th e letter to the respective regiona l organizations . While the m ajor criteria for 

selecting a tra inee being h is/ her level within th e organiza tion , others like 

working experience a n d educational qu a lifications a re a lso included. Based 

on this criteria, organ izations select a nd send som etimes the righ t people 

a nd sometimes not 

Table lOb: Trainers Ability and Competency 

No Items Respondents t - tes t Sig 

Trainees (N Trainers(N = 
= 215) 30) 
No % No % 

1 Trai ners have the SDA 6 2.8 - - 0.106 0.916 

knowledge of subj ect DA 23 10.7 5 16.7 
matter UD 52 24·. 2 4 13.3 

AG 87 40.5 16 53.3 
SA 47 21.9 5 16.7 

Mean va lue 3.68 3,7 0 

2 Trai ners have the SDA 12 5.6 - - 0.498 0.619 

abil ity to DA 12 5.6 5 16.7 
communica te UD 46 21.4 5 16.7 

AG 104 48.4 17 56.7 

SA 41 19.1 3 10 

Mean value 3. 70 1.022 

3 Trainers have ability SDA 17 7.9 - - -2.065 0,040 

to relate the tra in ing DA 23 10.7 4 13.3 
program with the UD 81 37.7 4- 13.3 
trai nees' rea l life AG 70 32,6 19 63.3 

SA 24- 11.2 3 10 

Mean value 3.28 3.70 

4- Trainers entertain SDA 12 5.6 - - 2.800 0. 006 

trainees' op in ion DA 17 7.9 10 33.3 
UI) 64- 29.8 11 36,4-

AG 81 , 37,7 8 26.7 
- -

SA 41 19.1 1 3.3 
Mean value 3.5 7 3.00 
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Quality training requires adequate number and 'competent man power In 

general and trainers in particular. Hence, the items in table lOb are the 

major areas where competent man power is needed to promote quality 

trainings. Accordingly, the first item was to know the trainers ' knowledge of 

the subject matter, which they taught. Regarding this, the majority of the 

trainee (62.4%) a nd trainer respondents (70%) agreed that the trainers had 

good knowledge of the subject matter they taught 

Besides, the researcher tried to discuss the issue with senIor trainers of 

PSCO . The responses of the interview assure that the trainers of PSCO have 

the knowledge of subject matter they taught. But they lack-the experience of 

relating the subjec t matter with the real world of work. In support to this 

the student researcher referred table 2 which talk about personal 

characteristics of the respondents . Based on this, the work experience of the 

sample trainer indicates that 23 .3%, 46.7% and 30% of the trainers have a 

work experience of 5 -10, 11-15 a nd 16 -20 respectively. 

At 95 perce nt confid ence in terval, the p -va lue 0 .916 is greater than the 

value of significance level 0.05 which indica tes tha t , there is no significance 

difference between the opinions of the respondents. This supports consensus 

on the response of the respondents about the trainer's knowled ge of the 

subject 'matter they taught. cI 
With regard to the skills and competencies that trainers h ave to conduct the 

training program , trainer's ability to communicate, trainer's ability to relate 

the train ing program with the trainees' real life, and trainer's ability to 

entertain trainees' opinion, the majority of the respondent replied positively. 

Conversely few respondents replied negatively . a nd others commented 

nothing on the topic. 

71 



From th e above discussed issues one can infer that tra iner's of PSCO have 

adequate knowledge of su bject matter they taught, skills and competencies, 

a bility to communicate, ability to relate the tra ining program with the 

trainees' real life, a nd a bility to entertain trainees' opin ion. Conversely it was 

a lso observed that the trainers of PSCO lack the experien ce of relating the 

subject matte r with the real world of work. 

Table IDc: Physical Facility and Availability of Training Materials 

No [tern s Trainees (N =2 15) Trainers(N = 30) 
No % No % 

1 Access and size of SDA 17 7.9 6 20 
training room is DA 35 16.3 11 36.7 
convlncmg UD 52 24 .2 '7 23 .3 

AG 81 37.7 6 20 
SA 30 14 - -

2 Location of the SDA 41 19.1 4 13.3 
training institu tion DA 58 27 1'7 56.7 
is accessib le UD 52 24.2 3 10 
(available) to ~G 52 24.2 fi 20 
transportation SA 12 5.6 - -

3 Facilities (coffee SDA . 35 16. 3 5 16.7 
service, recreational DA 52 24. 2 14 46.7 
fac il ity, access to UD 58 27 6 20 
telephone, toile t etc) AG 41 19.1 5 16.7 
are comfortable SA 29 13.5 

-
- -

4 A vaila bili ty of . SDA 6 2.8 - -

training materials DA 17 7 .9 5 16.7 
a nd training aids are UD 64 29. 8 9 30 
reasonable AG 93 43. 3 14 46 .7 

SA 3 5 16.3 2 6.7 
5 The Environment SDA 41 19 .1 :i 10 

(climatic condition ) DA 46 2 1. 4- 5 16.7 
. -

in which the tra ining UD 35 16.3 g 26.'7 
progra m conducted AG 70 32.6 14- 4-6.7 
were reasona ble SA 23 10.7 - -
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The availability of training materials and training environments are some 

m ajor factors that contribute to the quality of training. Hence, the first item 

in table 10c was to know whether the training room is accessible and convenient 

or not. Accordingly, (24.2%) of the trainees a nd (56.7%) of the trainers 

responded tha t the training room is not accessible and convenient with 

compared to the number of trainees. On the other hand, 5 1.7% of the 

trainees and 20% of the trainers replied that training room is access ible and 

the size is convenien t. Others, (24.2%) of trainees and (23.3%) of trainers 

commented nothing on the issue . 

With regard to item 2, ta ble lOc, 29 .8% of the trainee and 20% of the 

trainer respondents agreed that the location of the tra ining in stitution is 

accessible (ava ila ble) to transportation . On the other hand, 46.1 % of the trainees 

and 70% of the trainer respondents disagree on the accessibility (ava ilability) 

of the location of the training institu tion to transportation. Other respondents, 

24.2% of trainees and (10%) of the trainer respondents commented nothing on the 

issue. 

From the resu lt of the study, one can deduce that most of the respondents 

disagree on the accessibility (avai la bility) of the location of the training 

institution to transportation. 

A question was posed to the trainee and trainer respondents to indicate 

whether they were satisfied with the catering services and fac ilities (coffee 

service, recreational facili ty, access to telephone, toilet etc) during th e training 

programs. Based on the question, about 40.5% a nd 63.4% of the trai nee and 

trainer respondents respectively confirmed that the catering service and 

facilities during the tra ining program was not good . Conversely, 32.6% of the 

trainee and 16. 7% of the trainer respondent replied that the catering service and 

facilities during the training program was good. Other responden ts, 27% of 

the tra inee and 20% of the trainers commented nothing on the topic. 
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With regard to the availa bi lity of tra ining material most of the trainees (59 .6%) and 

trainers (53.4%) responded that training materials and train ing aids was avai lable . 

Generally, from the results of I·he data it is possible to deduce that, III 

PSCO, training room was not accessible and convenient with compared to 

the size of the trainee, the location of the training institution is not 

accessib le (available) to transportation, catering services and facilities 

(coffee service, recreational facility , access to telephone, toilet e tc) are not 

comfortable, the environment (climatic condition) in which the trainin g 

program condu cted were not reasonable (too hot) 

Table lOd: Training Budget Allocation 

No Items Trainees Trainers 
(N = 215) (N = :,0) 

No % No % 
1 allocation of SOA 12 5.6 - -

budget for training OA 41 19.1 14 46.7 
is good UO 70 32.6 - -

AG 80 37.2 16 53.3 
SA 12 5.6 - -

Total 215 100 30 100 

Item I of table IOd shows that, 37.2 of the trainee responded that the 

a llocation of tra ining budget is good. About 46.7% .of the trainers on the 

other hand , replied that the allocation of tra ining budget was not good . This 

indicates that the existence of opinion d difference between the trai.nee a nd 

t ra iner on the issue of training budget: a lloca tion. As the researcher 

understood, such deviation may come from the point of their stand. That 

means trainees may reflect the situation they face during their training 

progra m. Trainers may reflect the whole situation that they face and observe 

through their activity. From this point of view the researcher may infer that, 

it is impossible to deny the presence of training budget a llocation pro blem in 

PSCO . But the degree is at minimal position. 
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4.2.9. Training Program Evaluation 

This part o f the study deals with th e p ractice s of PSCO ha s in evaluating the 
outcom es of the training program both at individu a l a nd ins titutio n al leve l. 

Table 11 : Training Program Evaluation Practice of PSCO 

NO Items Responden ts 
Trainee (N- 2 15) Trainers (N - 30) 
No % No % 

1 Do PSCO Yes 70 32.6 12 40 
evaluate its No 3 5 16. 3 18 60 
tra ining I do not Know 110 5 1.2 - -

. program ? 
2 If PSCO Always 16 22.8 - -

evalua tes its Some time 25 35. 7 4 33 .3 
tra ining J?arely 29 41.4 8 66 .6 
program , 
what is the 
extent of its. 
frequency? 

3 When does Beforethe training 15 2 1.4 - -. the college program 
evalua te its At the end of the 28 4 0 1 58.3 
tra ining training p rogram 
program The college evaluates 4 5.7 - -
more? its training program 

continuously 
The college evaluates 23 32.8 5 41 .6 
the 
training program 

when the p roblem 
anses 

4 Does the Yes at all 18 2 5. 7 1 8.3 
evaluation Yes partially 38 54.2 5 41. 6 
resu lts well Not at all 14 2 0 6 50 
organ ized 
and u sed in 
PSCO? 
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Evaluation is the assessment of the total value of a training system, training 
course or programme in social as we ll as fina n cial terms .. . it attempts to 
measure the overall cost benefit of the course or programme and not just the 
achievement of its laid down objectives (Department of Employment in 
Kenney, 1979: 100) . Evaluation is therefore, concerned with measurement 
and embraces th e tota l tra ining s ituation. 

In view of this fact , respondents were requested to respond on PSCO's 
training evaluation practices. Based on this, 32.6°(0 and 40% of the trainees 
and trainers respectively agreed that the college evaluates its training 
program. Conversely, 16 .3% of the trainee a nd 60% of the trainers 
responded that as PSCO did not evaluate its training program. Other respondents, 
51.2% of the trainee respondents replied as they do not know PSCO's training 
program evaluation practices. 

From the results of the data one can infer that, most of the trainee respondents 
agreed that PSCO evaluates its training program. Conversely, most of the trainers 
responded disagreed that as PSCO evaluates its training program. This implies that 
there is a difference between the opinion of the trainee and trainer res pondents on 
PSCO training evaluation practices. 

Furthermore, from the intervie"J made with the training officers of PSCO, 
until the present day, the trend of PSCO in evaluating its training program 
was not significant. But currently, the college has planned to evaluate its 
training progra m strongly and continuously. 

Item 2 of Table 11, revea ls the extent of frequency of training program 
evaluation. Based on this, the majority (4l.4%) of the trainee and about 
(66.6%) of the trainer respondents confirm ed that PSCO's training program 
evaluation was done rarely . Simila rly, 35.7% of the trainee a nd 33.3% of the 
trainer respondents replied that PSCO's t raining program evaluation was 
done some times. 
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With regard to the availa bility of a training program evaluation during the 

program (while the program is going on), about 21.4 % the trainee and 5.7 % 

of the trainer respondents confirmed that there was an evalu ation done 

before the training program and continous evaluation respec tively. However, the 

majority of the respondents, i. e, 40% the trainee a nd 58 .3% of the trainers 

confirmed that PSCO 's training evaluation was done at the end of the 

training program. Similarly, 32.8 % of the trainees and 41.6% the trainer 

respondents indicated that there was an eva luation done when the problem 

arises only . 

The x2 test was a pplied to test whether both groups equally agreed or 

disagreed on the period PSCO evalua te its training program. 

The overa ll erfectiveness of the training program can not only be evaluated 

by assessing while the program is on progress or at the end of the program 

but a lso by evaluating the behavior and resu lt of tra inees on their job places. 

To this effect the resu lts of the training program evaluation s hould be 

compiled and used for future p lan. Regarding this, the m ajority of the 

respondents, i.e about 54.2 % the trainees a nd 41.6% of the trainers replied 

that, in PSCO there is a trend of organizing and using the evaluation results 

partially. On the oth er hand , ?O% of the trainee and 50,% of the trainer 

respondents replied et PSCO did not organize and use the results of 

training program evaluation at a ll. 

From the result of the study one can deduce that, there is a clc'vi.ation of 

opinion between the trainee and the trainer respondents. Most of the trainee 

respondents 54.2% agree that, PSCO organize and .uses the resulL of training 

program evaluation partially . Or, the other hand , the majoriLy of t.he trainer 

respondents 50% replied that PSCO did not organize and use tbe results of 

training program evaluation at alL 
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4 .2.10. Training Program Obje<;tive Achievement and Constraints 

Table 12a: Understanding of PSCO Objectives and Its Achievements 

No Items Respondents x2 p - df 
Trainee Trainers value 

No % No % 

1 How often PSCO Completely 81 37. 7 - - 25.64 0.000 2 
provide the Partially 11 51.2 30 100 0 
training program 0 
as intended and Not pro vide 24 11.2 - -
designed? at all 

2 Can we say that Yes at all 93 43.3 5 16. 7 8.862 0.012 2 
PSCO achieved Yes partially 11 54.9 25 83.3 
its tra ining 8 
objectives? Not at all 4 1.9 - -

3 In general, to Completely 89 41.4 - - 20.20 0.000 2 
what extent does 

Partially 12 577 30 100 
1 

PSCO satisfied 
4 

the employees 
Not provide 

tra ining needs of 
a t all 2 0.9 - -

the regional 
organ ization? 

The first item of table 12 deals with, the trend of PSCO's tra ining program 

proViSIOn. In this regard , 5 1.2% of the trainee and a ll of the train ers 

confirmed as PSCO provide the training program as intended and designed 

partially. Moreover, 37.7% of the trainee replied that PSCO p~ovide the train ing 

program as intended and designed completely. On the oth e r hand, 11.2% of th e 

trainee rep lied that PSCO did not provide the training program as intended and 

designed at a ll. 

From the results of the study it is possible to infer tha t , even though the 

respondents view on the topic varies , most of the trainee a nd the trainer partially 

agree tha t PSCO provide the tra ining program as intended and designed. 

With rega rd to PSCO'S training objectives achievem en t, 54 .9% o f th e trainee 

and 83.3% of the trainers responded th at provision of PSCO's training 
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program was adequate and satisfactory. For this and other reason it is possible to 

say PSCO partially achieved its training objectives. 
,),uyJ J.k--

At 95 percent confidence interval, the p-valu e 0.012 is reater..:. th~ the 

significance leve l vaJue (0.05) which indicates the existence of significance 

difference between the opinions of the respondents. This indi"catcs that the 

result of infe rential statistics also supports th e result of the study. 

With regard to the satis faction of training needs of th e region, the majori ty of 

the respondents (both trainee and the trainers) agreed that PSCO training 

program satisfied th e employees training needs of government organization 

of the region partially. This indicates that even though , th e achievement 

(present record) of th e college was encouraging, there would be a long 

journey a h ead to be su ccessful a n d bring dramatic change and 

improvement in a ll aspect. 
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Table 12b: Constraints that Hinder the Achievement of PSCO 

Objectives 

Items Respondents 

Trainees Trainers Total 

Mean Ran Mean Ran Mea n Ran 
k k k 

Lack of training policy 3 .0B 7 2.53 9 3. 02 5 
Lack of training plan 2.65 13 2.53 9 2. 64 10 
lack of train ing need 2 .B4 9 3 .BO 5 2.96 6 
assessrnent 
Lack of providing the training 2.73 11 3 .B3 4 2 .B7 7 
program based on the training 
policy, tra ining plan a nd 
t ra ining needs assessment 

Tra ining objectives, conten ts 2.B3 10 2.53 9 2.79 9 
and programs a re not 
relevant with the actual needs 
of the organization or trainee 

Trainers a re not competent 2.92 B 2.13 13 2. B2 B 
Lack of adequate t rainin g 3.19 6 3.23 B 3.20 4 
budget , t rai ning materia ls and 
training a ids 

The location 111 which the · 3.56 2 3.93 1 3.61 1 
training program conducted is 
not com forta ble 

-
Catering servIces, trail1lng 3. 59 1 3.60 6 3. 59 2 
class rooms and other services 
a re not appropria tely a llocated 
and initiate the trainees to 
attend the training p rogram 
attentively 

Tra ining progra ms are not 3.33 4 3.90 3 3.10 3 
evaluated and problem s are 

not solved continuously 

Table 12b, deals with factors that hinder the provision of t raining program in 

public servIce co llege of Oromia(PSCO). Based on this respond ents were 

asked to pu t factors th at hinder the provis ion of training progra m either in 

descending order or ascending order as th ey perceived. Based on this 
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understanding the majority of the respondents (both trainee and trainers) 
highly ranked the location and environment in which the training program 
was conducted as the urgent problem. 

Next to this, in appropriate a llocation and in avai lability of Catering services, 
absence of training program eva luation , lack of adequ ate training budget, 
la:ck of training policy and lack of training need assessment were some of 
PSCO's problems ranked in their descending order. 

From results of th e study it is possible to say that the loca tion in which 
PSCO provide its training program was either not appropriately a lJocated or 
the environment was not comfortable for conducting tra ining p mgram. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
This final chapter of the thesis deals with the summary of the major findings 
of the study, conclusions and recommendations. 

5.1. MAJOR FINDINGS OF THE STUDY 

The purpose of the s tudy was ' to assess t he practice and problems of the 
training program provided by Public Service College of Oromia (PSCO) to th e 
civil servants of the region and to forward some a lternative solu lions or 
recommendations that may reduce the problem or improve the proper 
practice of training provision based on the findings . To this effect, the 
following basic questions were used as a frame of reference for the study. 

• How d oes PSCO design and conduct the training program? 
• To wh at extent does PSCO provide the training program as intended 

and designed? 

• To what: exten t does PSCO evaluate the training program before and 
after delivery? 

• To what extent does PSCO satis fied the training need s of the reglOn 
and achieved its objectives? 

• What are the major factors that hinde r the achievement of PSCO's 
objective? 

Based on thes e basic questions the res earch was conducted and the 
major findings of thestudy are presented below. 

5. 1. 1. It was found that the m ajority 122 (56.7%) of trainees replied that 
there was no practice of formula ting training policy in thcir rcspective 
organization. This was because of lack of attention from top level 
manage ment .Those respondents(bo1Jl trainees a nd trainers) who confirmed 
the presence of the practices of training policy rep l ied that the training 
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policy formul ation process was not parLicipatory, and not communicated 

to a ll employces very well. 

5 .1.2 . Although training need assessment was conducted in government 

organization of the region and public service college of Oromia (PSCO), the 

practice of conducting training n eed assessm ent was not continuous and 

the r esults of training n eed assessm ent was not u sed in planni ng for the 

training program. 

5: l. 3. Most of the organizations of the region including PSCO p la n for the 

training program. However the practice of planning for training program was 

not pa rti cipatory a nd it was done withou t considering the resu lts of training 

need assessment. 

5.1.4. It was repor ted that beyond participa ting on the training program 

provided by PSCO, a lmost a ll responden ts attended variou s short term 

training programs tha t ha d been provided by Capacity Building Bureau, Civil 

Service Commission, NGO's and their respective organization . But the 

respondents r-=plied that training opportunities were mostly provided based 

on good personal relationship with supervisors or managers rath er than 

clear a nd transparent criteria. 

5. l.5. It was found ou t from the respondents a nd interview made with 

training coord inator of PSCO that, even though, PSCO set a training 

objectives that were derived fro in broad organizationa l goals of the college 

and government organization of the region, the process of setting training 

objectives were mos tly carried out by the college. i.e there is no 

pa rticipation/ involvement/ of stakeholders . 

5.l.6. With regard to the identification a nd selection of train ees, it was 

discovered from the response of the respondents and the interview made 

with the training coordinator of PSCO, Capacity Building Bureau a nd Civil 

service commission of Oromia that, althou gh PSCO and the · respective 
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organization (the cu stomer organization) first set the selection c ri teria that 
identifies as to who should meet the training program toge ther, the lion 
share of selecting and sending the tra inees to PSCO who meet the criteria 
set was done by the respective organizations . In this process organizations 
select and sen d sometimes the righ t people and sometimes not. 

5.1.7. Regarding the competence of th e trainers of PSC;:O, most of the 
trainers had good knowledge of the subject matte r they taught. But it was 
reported tha t they lack the experience of rela ting the subject m a tter with the 
rea l world of work. 

5.1.S. Most of the responde nts especially the tra ine rs replied that there was 
no practice or trend of evalua ting the results . or outcomes of training 
progra m in government organization of the region in general a nd public 
service college of Oromia (PSCO) in particula r. Moreover, PSCO training 
coordinator c0nfirmed the absence of training progra m eva luation in PSCO 
during the interview made with him. But he stated that, cu rrently, the 
college has pla nned to carry out the tra ining progra m evalua tion strongly 
and continuously 

5.1.9. Most of t he respond en ts replied the inconvenience of the location and 
environment i.n which the train ing program was conducted, problem of 
Catering and other services, a bsence of tra ining program evaluation, lack of 
adequate train in g budget, lack of training poli cy a nd lack of t rai ning need 
assessment in their d escending order as the m aj or factors that hinders the 
provision of PSCO's training program 

5.1.10. With regard to PSCO's train ing p rogram aChievemen t, most of the 
respond ents confirmed that a lthou gh some of the problems were observed 
in the provision of tra ining program and the provision of traini ng program 
was not based on systema tic training Cycle the practice o f t raining 
progra m provis ion of PSCO's was adequate and satisfac tory 
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5.2. CONCLUSIONS 

Based on the review of related li [erature so far and summary of the findings 
of the study, the following conclusions were drawn. 

5 .2.1. Public &ervice college of Oromia (PSCO) is one of the regional training 
institution establ ished by the procla mation No.33/1992 E.C with the m a in 
objectives of conducting training based on the needs of the region, 
Conducting researchactivitie·s, and providing managen:ent consultancy 
services which could improve the performa nce capacity of officials and civil 
servants of government organization of the region in order to solve the socio 
economic problems in the region (MIO, 1996: 4). 

Accordingly, PSCO, has tried to solve the training needs of the reglOn by 
conducting s hort term training program for about 63, 53 1 of civil servants 
and officials in the region who found at diffe rent levels (region, zone and 
district) since its establi shment i .e . 1992 E. C to present (OMI, 1996 : 4). 

Despite the college has been conducti ng training [or anum ber of civil 
servants in the region, and huge amount of money were invested, the college 
has its own :;hort- coming regarding post -training eval7lation or impact 
assessment. There was no trend of evaluating the training program in most 
government organization of the region in general a nd that of Public Service 
College of Oromia (PSCO) in particular. Moreover the · train ing program 
provided by PSCO was not carried out based on systematic training cycle. i.e 
training policy was not formulated as the way to guide the training program 
of the region in general and PSCO in particular, training need assessm ent , 
was not condllcted continuously. 

Although the provision of the training program was carried out beyond the 
principle of systematic training approach a nd training program evaluation, 
the college contributed much in building the capacity of the civil servant of 
the region. Regarding the workforce of the region, the regional civi l service 
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man power is estimated a t 108410 (as per 1994 data in RPSCAlO: 2004: 4) . 

Of the total civil service of the rer;ion on ly 17% percent of the 

civil servants have college diploma and above in their education , whi le the 

lion's s h are 8 3 % percent goes to those with less than or equal lo 12 lh grade 

and certificate holders ( OMl , 2003 : 2) . Moreover, the current regiona l civil 

service man power is estimated to 204129. Out of these, 118096 (57 .8 %) of 

them still less than or equal to 12 th grade a nd certificate h olders (OCSC, 

200 1:5 ) 

This indicates that the backlog expected and the burden that the college 

carried out to achieve its objectives need more focus and attention of 

government organization of the region ( sta keholde r) , officials of the regional 

government, PSCO's officials and communily as a whole. 

5.3. RECOMMENDATIONS 

On the ba'sis of the fi ndings a nd con clusions of the study the following 

recommendations a re suggested as ' to tackle the problem an d improve the 

practices of tra ining program p rovision of pu blic service college of Oromia 

(PSCO). 

5 .3 . l. The practice of tra ining progra m provIsiOn III Oromia government 

organization s in general and 

(PSCO) in p<,.rticu lar were not 

tha t of Pu blic Service College of Oromia 

relied itself on systematic t ra ining 

approaches. i.e, most government organizations of Ororhia regional s tate 

including PSCO provides the training program without traini ng policy. This 

implies th al the training p rogram cond ucted III most government 

organization of the region and lOu blic Service o[ College of Oromia was non 

directional. The re fore, to ma ke the training program directional , effective 

and enhance the competencies of the employees, it is recommended that, 

Oromia Capacity Building Bureau a nd Civil Service Commission should 

develop the regional training policy by which the whole training system of 

the region would be governed through participatory approach. Based on this 
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regional training policy, both government organization of the region and 
public service college of ought to prepare and implemenL the ir own 
training progra m guide line . 

5.3.2. Although most government organization of the region and Public 
Service College of Oromia (PSCO), condu ct training need a ssessment, the 
practice of conducting tra ining i"leed assessment was not conLinuous and 
the r esults c f train ing need assessment was not used in pl anning for the 
training program. 

In line with this, Swanepoei and others (2003: 454 -455) stated that, 
successful training begins with a needs assessment to determ ine which 
employees n eed to be trained and what they need to be trained to do. He 
added that, training which is undertaken without a careful a nalysis of 
training need assessment is likely to be ineffec tive and to rcduce the 
motivation of employees to attend future programmes. 

Therefore, for the e ffective pla nning and implementation of em pioyees 
training program of the region in general and that of PSCO in particular, it is 
recommend ed that, a ll regional government organization s including PSCO 
should conduct training need s assessment continuously a n d pla n and 
provides the tra ining program based on the result of training need 
assessment. 

5.3.3. Most of the time the tra ining objectives of PSCO were set by the 
college only. The concerned bodtes (stake holders) did not participate in the 
process of setting training objectives of PSCO. Training objectives set in such 
manner should n ot take in to consideration the objective rea li t ies of the 
respective organizations 

Therefore, to set appropriate tra ining program objective a nd to make the 
training objec tive irnplementati(ln a rea lity, PSCO should set the training 
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program objective in collaboration with government organization of the 
region in general and the concerned body in particular. 

5.3.4. Although most of the employees of the region has· got the chance of 
short term training programs that h ad been provided by Capacity Building 
Bureau , Civil Service Comm ission, NGO's a nd their respective organization, 
it was reported that organizations provide training opportunities for their 
employees based on good personal relationship with SUpcrVlsors or 
managers rather than relying on clear and transparent criteria. 

Therefore, to make the selection process transparent, PSCO and 
governmental organizations of the region were advised to set objective 
criteria that serve employees of the region equally and fever merit s rather 
than personal relationship or any other. Officia ls of the region and PSCO 
should strictly follow the implementa tion process of the selection criteria 
set appropriately. 

Moreover, it is better to aware managers and supervIsors of government 
organization of the region to be loyal to them and their organization. 

5 .3 .5. Trainers of PSCO had good knowled ge of the subject matter they 
taught. But they lack the experience of rela ting the subject matter with the 
real world of work. Concerning the role of trainer, Kenney (1979: 91) 
stated that, .the train er acts as a mediator between the learner and the 
complexities of the job and must be sensitive to the intricacies of the work 
involved a nd to the learning difficulties facing trainees. This reaLity shows 
that the trainer shou ld be competent both in the knowledge of the subject 
matter he/she taught a n d the experience. 

To make the trainers in a ll aspect competent PSCO should therefore let them 
to ta ke part on different experie::lce sharing training programs a nd work on 
different issues Of subj ects. Moreover; t he college should go through a nd 
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revise its recruitmen t and compensation system that can make it. to a ttract 
a nd recruit well experienced a nd knowledgeable trainers. 

3.6. According to Swanepoel ( 2003: 454) for an organization s to achieve 
the objectives a nd gam the benefits they d eser ve from the training 
program, traini ng a nd development needs should be assessed and 
identified; purposes and objectives s hou ld be se t; and processes and 
procedures s hould be determincd; and finally the training program sh ould 
be evalua ted . However, in mos t government organ iza tion of the region in 
genera l and that of public service co llege of Orom ia (PSCO) in particular 
there was no t rend of evalua ting the training program . This indicates that 
there is no a ny mechanism of checking and ba la n ce whether the intended 
objectives of training program was achieved or not 

Therefore, it is recommended .that both govermuent organization of the 
region and P'.l b lic 

attention to the 

service college of Oromia(PSCO) sh ould give due 
training program evaluation a nd assess wh.ether the 

t raining program achieved th e in tended objectives or not 
condu cting t ra ining program. 

pa rallel to 

5.3 .7. In general, the result of the finding indicates that, PSCO p rovided 
adequate traini ng program and contributed a lot to t he government 
organization of th e region in capacitating the performance of employees of 
the region. Moreover the study reveals that, a lthough , PSCO's achievement 
in provision of training program was a dequate a nd satisfactory, the training 
program of th e college was not fully sa tisfied the train ing need s of 
government organization of the region. This ind icates that even Lhough, the 
achievem ent (present record) of the college was encou raging, there would be 
a -[ongjourney a head that need to be addressed. 

Therefore, both offi cia ls a nd employees of the region should take t.he issue of 
the college as their own agenda a nd work together for the sLlccess ful 
achievemen ts of PSCO's objectives. 

89 



Bibliography 

Anderson, G. (1990) . Fundamentals of Educational Research. London: 

The Fla mer Press. 

Best, J. W. (2005). Research in Education . Englewood: Cliffs Prentice Hall. 

Cole,G. A. (1 996). Management Theory and Practice . London: BPC 

Collins, and others (1 993). Managing People: A comparative Approach to 

Supervisory Management. London: Page Bross 

Cowling. A and C.Ma iler (1981).Managing Human Resources . London: 

Ed ward Arnold.Ltd 

DeCenzo, A.D and S .Robbins (2G02) . Human Resource Management 

(7thed) . New York: Von Hoffman press 

Denisi A, and R. W. Griffin (2005). Human Resource Management (2 nd ed). 

New York: Houghton Mifflin Company 

Fisher, C. and oth e rs (1996). Human Resource Management (3'''ed). 

Boston: Houghton Mifflin Company 

Graha m H T, and R. Bennet (1998) . Human Resource Manage ment (9thed). 

London: pitman publishing 

Hammer M. a nd J. Champy (199 3) Reengineering the corporation : 

A Manifesto for Business Revolution. New York: 

Harper Business 

Harris D, M and R.L. Desimone (1994). Human Resource Deve lopment. 
90 



Orlando: Dry Press. 

Hen em en H. and Othe rs (1987) Personnel/Human Resource Management, 

4th ed.New Delhi: Universal Book Stall (USB) 

publish ers' distributers Ltd. 

Kenney, J a nd Others (1979) Man Power Training and Developm e nt: An 

Introduction (2nd edition). London: Harrap and Co Ltd 

Kirkpatrik, Donald L. (2000)." Evalu atin g Training Program s: The Four 

Levels." In George M. Piskurich et a l (ed) . The ASTD 

Handbook o f Training Design and Delivery. New 

Yo rk: McGraw-Hill. 

Mejia, G a nd Others (1995) Managing Human Resources. New Delhi: 

Prentice Ha ll and Shuster Company 

Peretomode,V. Fand Peretomode, O.(2001).Human Resource Management. 

Lagos: Onosomegbowho Ogbina k a Publishers Lim ited 

pont, 1'(1991) Developing Effective Train ing Skills. London : McGRAW HILL 

Book Company (UK) Limited 

Rush, J. C. (1988) Effective Managerial Action: Cases in Organization 

Behavior. Canada: Prentice - Hall Canada Inc 

Saiyadain, M (1 988) Human Resource Management. New Delhi: Tata 

McGraw Hill Publis hing company 

Scarpello , V.G a nd Ledvink, J. (1 988). Pers onnel/ Human Resou:rce 

Management: Environments and Functions . Boston: 

PWS - Kent 

91 



~ Swane poel,Ben a nd et.al. (2003). Human Resource Management ( 3 rd ed): 

Theory and Practice. Cape Town: Juta and Co Ltd 

Thomson R, and C. Mabey (1994). Developing Human Resources . London: 

Butterworth Heinemann Ltd 

Tyson , Sand A. York (1996).Human Resource Management (3rd ed). 

London: Division Of Reed Educationa l and Professiona l 

Publish ing Ltd 

Warshauer. S( 1988) .Inside Training a nd Development: Creating Effective 

Programmes. USA: Unive rs ity Associa tes, Inc 

Wills,M(1 993).Managing the Train ing Process: Putting the Basic s in to 

Practice.London : McGraw -Hill Internationa l (UK) 

Limited 

92 



Unpublished Materials 

FederalNegarit Gazeta of Federal Democratic Republic of Ethiopia (2007) 

A Proclamation of Fede ral Civil Servants Proclamation 

No 515/2007: Addis Ababa 

Haileselassie Wolde Gerim a(19991. Modules on Human Resource 

Ma n agemen t: Un Publis hed teaching material [or MA 

program distance learning, AAu 

Orom ia Capacity Buildin g Bureau (2004).Regiona l Public Sector Capacity 

Bu ilding Program. Add is Aba ba: Unpublished material 

Oromia Civil Service Commission (2001). Annual Huma n Resource Report. 

Addis Ababa: Un published Materia l 

Oromia Management Institute (1 996). "From Whe re to Wh ere". Z iway: No 

2 , Yearly Brochure 

Seyoum Tefe rra & Ayalew Shibesh i(1 989). Funda m enta l of Educat ion 

l~esearch : For Students a nd Beginn ing Researche rs 

Department of Ed ucational Ad mini s tration. AAU 

(Unpublished ). 

93 



· . 

· . 

APPENDICIES 

· . 



Annex - l 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management · '. 

(Human Resource and Organizational Development) 

Questionnaires to be filled by employees of Oromia Regional State Bureau/ 

Commissions and Agencies/ Trainers of PSCO 

The main purpose of thi s questionnaire is to gather relevant data that wi ll help to assess the 

training program provided by the public service college of Oromia (PSCO) . 

I would like to assure you that th is study is purely academic and hence would not affect any 

one in any way as all the information will be kept confidential. Rather, the results of this 

study are believed to be invaluab le input to improve the practices'and problems of public 

service coll ege of Oromia (PSCO) in the process of provid ing training program. 

Therefore, your genuine, frank, and timely responses are of prime importance for the 

success of this study. Thus, you are kindly requested to respond to each question items 

carefully and responsibly. 

Thank you in advance for your cooperation! 

General Diloections 

1. You are no t requ ired to write your names on this questionnaire. 

2. Respo nd to all close -ended question items by putting a " x" mark in the boxes an.d 

to 'all open ended ones by writing your 'comments on the spaces provided by Man 

Oromo, Amha ric or English. 



PART ONE: PERSONAL INFORMATION 

1. Place of work/ Organization _ ___ _ ___ _______ _ 

2. Sex - c:::=J a. Male 

3. Age = a. Below 25 

D c. 36-45 

0 ·e. 56 and above 

4. Educational background 

c:Jb. Female 

c:::::::J b. 25 -35 

c:::::J d. 46 -55 

o a, Certificate/TTI/ development or social worker 

o b. College diploma 

D c. BA/ BSe degree 

D d. MA/MSe 

D e. PhD 

5. Years of service: 

c:::=J a. In current JJOs ition 

CJ b. In other position 

0 c. Total years of service 

.. 

PART TWO: SPECIFIC INFORMATION ON THE TREND OF REGIONAL ORGANIZATION IN CONDUCTING 
TRAINING PROGRAM 

A. Trai n ing Policy 

6. Does your organ ization have a training po licy? 

D A. Yes D B. No 

7. If your organ ization has developed a tra ining·pol icy indicate your leve l of agreement using the 

Following rat ing sca les, i. e. use (5= strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1= 

Strongly Disagree) 

No Quest ion Items Rating Sca les 

1 2 3 4 

7.1 The t ra ining policy of the organ ization is developed by the partici pat ion of t he 

concerned bodies 

7.2 The training policy of the organ ization is we ll communicated to all employees 

7.3 The organizat ion use ·the training policy as a guide line when designing and 

conducting tra ining programs 
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8. If your organization does not have a training policy indicate your leve l of agreement on the reasons 

why your orga nization did not conduct the training policy. Use the followirig rating sca les 

(5~· strong ly Agree, 4~ Agree, 3~ Neutral, 2·~ Disagree and 1~ Strongly Disagree) 

No Question Items Rating Scales 

1 2 3 4 

8.1 Lack of experts/specialist to prepare training po licy 

8.2 La ck of adequate budget 

8.3 La ck of awareness about the importance of prepa ring training policy 

8.4 La ck of time 

8.5 Attention is not given from the top leve l of management 

B. Training Needs Assessment 

9. DOes your orga nization conduct training· need assessment? 

D a. Yes b.No 

10. If your organization conducts training need assessment which techniq ue does use to conduct 

training need assessment? (More than one alternative can be chosen) 

o a. Analyzing over all organizational performance 

D b. Analyzing how ind ivid uals perform their jobs 

o c. Ana lyzing how organ izational tasks are performed 

D d. Analyzing customer's comments 

o e. Analyzing feedback of higher authorities 

5 

11. What criteria does your organization use for prioritizing identified training needs? Indicate your leve l 

ot-agreement using the following scales ( 5=Strongly Agree, 4~ Agree, 3~ Neu tral, 2= Disagree and 

l~Strongly Disagree) 



No Question Items Rating Sca les 

1 2 3 4 

11.1 Tra ining need identified is prioritized based on ava ilability of budget 

11.2 Training need identified is priorit ized based on urgency of the training need 

11.4 Tra ining need identified is prioritized ba sed on long term organizational 

needs 

11.5 Training need identified is prioritized ba sed on the interest of top .Ieve l 

management 

12. How often does your organization conduct training need assessment? 

D a. Always D .. b. Some times 0 ' c. Rarely 

13. To what extent does your organization use the results of training need assessment? 

o a. Completely 0 b. Partia lly 0 c. Not used at all 

14. If your organization does not conduct training need assessment indicate your level of agreement 

fo r the reason why your organization did not conduct the training needs· assessment using the 

following scales: 5= Strongly Agree, 4=Agree, 3= Neutral, 2=Disagree and 1= Strongly Disagree 

No Question Items Rating Sca les 

1 2· 3 4 5 

14:1 Lack of experts/specialist to conduct training needs assessment 

14.2 Lack of adequate budget 
f--

14.3 Lack of awa reness about the importance of conducting training needs 

assessment 

14.4 Lack of time 

14.5 Training needs assessment is not accustomed 
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C. Training Plan 

15. Indicate your leve l of agreement on the.training plan of your orga nizat ion using the fo llowing rating 

Scales, i.e . use 5= Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1 = Strongly Disagree 

No Question Items Rating Scales 

1 2 3 4 . 5 

15.1 The orga nization has a clearly defined tra ining plan 

15.2 The t raining plan is formulated by participatory approach 

15.3 The t raining plan is we ll communicated to all employees 

15.4 The training plan is prepared based on the results of training need 

assessment 

15.5 The tra ining program is designed and implemented as per the training plan 

D. Training Opportunities 

16. How did your organization provide training opportun ity for the employees? Indicate the method 

that your organ ization use to provide t raining opportunities for the employees by using the 

following scales: 5= Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1= Strong ly Disagree 

No Question Items Rating Scales 

1 2 3 4 

16.1 Training opportunities are provided ba sed on clear and t ransparent Criteria 

16.2 Training opportunities are provided based on training needs assessment 

16.3 Training opportunities are provided as incentives for competent employees 

16.4 Train ing opportunities are provided based on good personal relationship 

w ith supervisors or managers 

16.5 The cri teria is not known 
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PART THREE: SPECIFIC INFORMATION ON THE TREND OF PUBLIC SERVICE COlLEGE OF 

OROMIA(PSCO) IN CONDUCTING TRAINING PROGRAM 

E. Training Objectives 

17. Do. yau think that the t raining pragram that PSCO provide fa r the emplayees/ managers have its 

awn abjective that it intends to. ach ieve? DYes D b.Na 

18. If yaur respanse far questian No.. 19 is " yes" ( i.e the training pragram has its awn' objective that it 

ihtends to. achieve), haw do. yau evaluate the tra ining abjectives af PSCO? Indicate yaur leve l af 

agreement abaut the tra ining abjectives af t he co. liege using the fallawing sca les : 5~ Strangly 

Agree, 4~Ag ree, 3~ Neutra l, 2= Disagree and 1=. Strangly Disagree 

No. Questian Items 

18.1 Training abjectives af PSCO are derived from the braad arganizatiana l gaals 

18.2 The tra in ing abjectives af PSCO is relevant with the training needs and 

abjectives af regianal arganizatian 

18.3 Training abjectives of PSCO are saund enough to so lve orga nizational 

problems 

F. Training Content 

19. Ind ica te your level of consensus with regard s W PSCO's t raining pragram Cantent 

by using the rat ing sca les provided be low. i.e., 5=Strongly Agree, 4= Agree , 

3= Neut ral, 2= Disagree and 1= Strangly Disagree 

Rating Sca les 

1 2 3 4 5 

No Question Items Rating Scales 

1 2 3 4 5 

19.1 The training contents were we ll planned 

19.2 Training cantent of PSCO is relevant with the train ing needs and 

objectives af regiana l organization 

.19.3 Training contents are clear, simple and easily understaod 

19.4 Tra ining contents are re lated to. the'training program abjectives 



G. Training Method 

20. What t raining method often PSCO use to provide the training program of employees? 

D a. On -the- job train ing 

D b. Off -the- job training 

D c. Both On -the- job train ing and Off -the- job training 

21. What is the extent of your satisfaction with the train ing method that PSCO often Use? 

D a. High 

D b. Medium 

c::::::::J c. Low 

H. Training Resource 

22 .. Rate the conditions of training resources of Pub lic se rvice co llege of Orom ia (PSCO) using the 

following rat ing sca les. i.e., 5= Strongly Agree, 4=Agree , 3= Neutral, 2= Disagree and 1= Strongly 

Disagree 

No Question Items Rating Sca les . 

1 2 3 4 5 

Trainees 

22.1 The se lection of trainees takes place based on the identif ication of the 

t raining needs and some qualification 

22.2 Tra inees have similar educationa l background, expe rience and positions 

22.3 The tra inees actively participate on the training program 

Trainers effectiveness and communication 

22.4 Trainers have the knowledge of subject matter 

22.5 Trainers have the basic skills and competencies needed to conduct the 

training progra m 

22.6 Traine rs have the ability to communicate 

22.7 Trainers enterta in trainees' opinion 

22.8 Trainers have good relation with the t ra inees 

Trai ning aids and physical facility 

22 .9 Access and size of tra ining room is convincing 

22.10 Loca tion of the training inst itution is accessible (ava ilable) to 

t ra nsportation 



No . Question Items Rating Scales 

1 2 

22.11 Facili ties( coffee service, recreat iona l facility, access to telephone, toi let 

etc) are comfo rtab le 

22.12" Training materials and t raining aids are avai lable 

22.13 The environment (climatic cond ition) in which the training program 

conducted were reasonab le 

Financial Resources 

22.14 Payment fo r tra inees are good 

22 .15 Budget allocation for refreshment and other accommodation services are 

good 

· 22.16 In general, PSCO allocate adequate budget for the training program, 

L Training Program Evaluation 

23, Db PSCO eva luate its training program? c:::::::J a. Yes c:::::::J b . N 0 

24. If your response is "yes" to what extent does PSCO evaluate the training program 

c:::::::J a, Always = b. Sometime r==J c, Rare ly 

25. When does the co llege eva luate its tra in ing program more? 

r::=J a. Before the training program 

o b, At the end of the training program 

r==J c. The co llege eva luates its tra ining program continuously 

c:::::::J d. The co llege eva luates the training program when the proble,m arises 

26. Does the eva luation resu lts we ll organized and used in PSCO? 

r==J a. Yes c:::::::J b. No 

27. How often PSCO provide the training program as intended and designed? 

r==J a. Completely 

c:::::::J b. Partially 

r==J c. Not provide at all 

28. Can we say that PSCO achieved its training objectives? 

r::=J a. Yes c:::J b. No 

. , 
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29. In general, to what extent does PSCO satisfied the training needs of the employees and 

organization found at regional level? 

c=J a. ' Completely 

c=J b. Partially 

. c=J c. Not at all 

K. PSCO's Training Program Constraints 

30. What are the training program constra ints that you have observed in the Provision of PSCO's 

training program. Please indicate your level of agreement or disagreement by the rating sca le 

. provided below. i.e., 5= Strongly Agree, 4= Agree, 3= Neutra l, 2= Disagree and 1= Strongly 

Disagree 

No Question Items Rating Scales 

1 2 3 4 5 

30.1 Lack of training policy 

30.2 Lack of training plan 

30.3 Lack of training needs assessment 

30.4 Lack of providing the training program based on the training policy, 

training plan and training needs assessment 

30.5 Training objectives, contents and programs are not relevant with 

the actual needs of the organization or trainee 

30.6 Trainers are not competent 

30.7 Lack of adequate training budget, tra ining materials and training 

aids 

30.8 The location in which the training program conducted is not 

comfortable 

30.9 Catering services, training class rooms and other services are not 

appropriately allocated and initiate the trainees to attend the 

training program attentive ly 

30.10 Training programs are not evaluated and problems are not so lved 

continuously 



31. What measures do you think have to be taken to overcome the prob lems? 

a. ________________________________________________ ~-----------

b. ________________________ ~----------------------~------
c. __________________________________________________________ _ 

d. ____________________________ ~--------------------------

e. __ ~ ____________________________________________________________ __ 

32. Fina lly, if you have anythi ng to add regarding the training program provided by 

PSCO 

a. __________________________________________________________________ _ 

b. __ ~--~------~------------------------------------~ 
c. ______________________________________________________________ _ 

d. ________________________________________________________ _ 

e ________________________________________________________________ ___ 

Thank you 



Annex -2 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management 

(Human Resource and Organizational Development) 

Interview Questions for Oromia Capacity Building Bureau and Oromiit'Civii Service 

. Commission 

The main purpose of this INTERVIEW QUESTION is to gather relevant data that will help to 

assess the training program provided by the public service co llege of Orom ia (PSCO). 

I wou ld li ke to assure yOu that this study is purely academic and hence wou ld not affect anyone 

in any way as all the information will be kept confidentia l. Rather, the results of thi s study are 

believed to be invaluable input to improve the practices and problems of public service college 

of Oromia (PSCO) in the process of providing training program. 

Therefore, I kindly request you to provide me w ith all possible information in view of the ideas 

in person in the question below 

Thank you for your cooperat ion 



Interview Guide 

This interview questions are prepared to direct the interviews to be ca rried out to obta in relevant 

information from Oromia Capacity Building Bureau and Oromia Civi l Service Commission office heads on 

the practices and problems of Public service co llege of Oromia in the process of conducting employee 

training progra m. 

1. Is there a trend of developing training po licy and plan in all regional organ izations? If your response is 

yes, how do they develop it? Is the process of formulation part icipatory? . 

2. How much the regional organizations communicated their training policy and plan to all employees, 

customers and stake holders? 

3. Is there a trend of conducting training need assessment in all reg ional organizations? How and when 

do, organizations conduct training need assessment ? 

4. If the organizations did not formulate the training policy and plan, conduct training need assessment 

what is t,he reason behind? How they conduct the training program in the absence of training policy, 

plan and training need, assessment? 

5. What is the relationship betwee n the regional orga nizations and public service College of Oromia 

(PSCO) 

6. Do you h,\ve a piece of information on the method by which PSCO design and conduct the training 

program? 

7. Who se lects the employees that are participating on the tra ining, programs provided by PSCO ? Is 

there a clearly deve loped se lection criteria? 

8. Who set the training objectives of PSCO? Do you think that the training objectives of-PSCO is relevant 

tothe actual training needs of the organ ization ? Is the training objectives of PSCO sound enough to 

so lve Organiza tional problems and appropriately measure the progress of the training program? 

9. How do you evaluate the training resources of PSCO? Do the se lection of t rainers and trainees done 

we ll? Do t ra ining budg'et and facilities are avai lab le? Do the training environment and locations are 

conducive? 

10. In general, to what extent does PSCO provide the training program as intended and designed? 

11. To what ex tent does regional organizations and PSCO eva luate the training program before and 

after training delivery? 



12. To what extent does PSCO satisfied the training needs of the region and achieve its object ives 

13. What ben.efits do the regional organization and trainees have got from the training program 

provided by PSCO? 

a. ______________________________________________________ __ 

b. __________________________________________________ _ 

c. __________________________ ~------------~--------~~-----
d. __________________________________________________ _ 

e. __________________________________ ~-------------------------------

14. What are the major problems that you have encountered to conduct the training 

program as intended? What measures do you think have to be taken to overcome 

the prob lems? 

a. ______________________________________________________ __ 

b. __ ~ __ ~ ____ ~--------------------------------~ 
c. ______________________________________________________ __ 

d. __________________________________________________ _ 

e. __________________________________________________________________ _ 

15. Finally, if you have any additional comment.or opinion on the process of 

the training program provided by PSCO to governm ent employees 

a. ________________________________ ~ ____________________________ __ 

b. ______________________________ ----------------------------

c. __________________________________________________________________ __ 

d. __________________________________________________ ___ 

e. ________________________________________________________ __ 

Thank you 



Annex -3 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management 

(Human Resource and Organizational Developme~t) 

Interview Questions for Oromia Public Service College (PSCO) Dean and Training Coordinator 

The main purpose of this INTERVIEW QUESTION is to gather relevant data that will help to assess the 

training program provided by the public service college of Oromia (PSCO). 

I would like to assure you that this study is purely academic and hence would not affect anyone in any 

way as all the information will be kept confidential. Rather, the results of this study are believed to be. 

invaluable input to improve the practices and problems of public service co llege of Oromia (PSCO) in the 

process of providing training program. 

Therefo re, I kindly request you to provide me with all possible info rmation in view of the ideas in person 

in the question below 

Thank you for your cooperation 



Interview Guide 

This interview questions are prepared to direct the interviews to be carried out to obtain relevant 

information from Oromia Public Sevice College dean and training coordinator on the practices and 

problems of Public service college of Oromia inthe process of conducting employee trairiing program. 

1. Is there a trend of developing training policy and plan in your College? If your response is yes, how 

do they develop it? Is the process of formulation participatory? 

2. How much your Co llege communicated its training policy and plan to all employees" customers and 

Stake holders? 

3. Is there a trend of conducting training need assessment in your Co llege? How and when do your 

College conducts training need assessment? 

4. If your College did not formulate the training policy and plan, conduct training need assessment 

What is the reason behind? How your College conducts the training program in the absence of 

Training policy, plan and training needs assessment? 

5. What is the relationship between your College (PSCO) and regional public sectors? 

6. How do your College (PSCO) design and conduct the training program? 

7. Who selects the employees that are participating on the training programs provided by your Co llege 

(PSCO)? Is there a clearly developed se lection criieria? 

8. Do your College have set its own training objectives? If your response is "yes" who Set the training 

objectives of your College (PSCO)? Do you think that the training objectives of PSCO is relevant to 

the actual training needs of the regiona l public sector? Are the training objectives of PSCO sound 

enough to so lve Organizational problems and appropriately measure the progress of the training 

program? 

9. How do you evaluate the training resources of your College (PSCO)? Do the selection of trainers and 

trainees done we ll? Do training budget and faci lities are avai lab le? Do the'training environment and 

locations are conducive? 

10. In general, to what extent does your College (PSCO) provide the training program as intended and 

designed? 

11. To what extent do regional organizations and yo'ur College (PSCO) evaluate the training program 

before and after training delivery? 



, . 

12, To what extent do your College (PSCO) satisfied the training nee'ds of the region and achieved its 

intended objectives 

13, What benefits do the regional organ ization and trainees have got from the training program 

provided by your Conege (PSCO)? 

a, ____________________________________________________________ __ 

b, ______________________________________ ~ ______ ___ 

c, ________________________________________ -------------------

d, __________________________________________________ _ 

e. __________________________ ~------------~~--------~------

14, What are the major problems that you have encountered in conducting the training program as 

intended? What measures do you think have to be taken to overcome the problems? 

a, ____________________________________________________________ __ 

b, ______________________________________________________ __ 

c, ____________________________________________ ~ __________________ __ 

d, ____________________________________________________ __ 

e, ______________________________________________________________ _ 

15, Finally, if you have any add itiona l comment or opinion on the process of the training program 

provided by your College ( PSCO) to the pub lic sector of the region 

a, ________________________________________________ -------------

b, ______________________________________________ ~ __ ___ 

c: ________________________ ~ ____________________________________ __ 

d. ______________________________________ --------------------

e, __________________________________ ~--------------------------------

Thank you 
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APPENDICES 

Appendix 1 

The Ten years (1992 -2001) E.C training performance of PSCO 

No Training yea r I No. of trainees Remark I 
---j--'..:....-.-"---_.-

1 ! 1992 I 518 \-----_ .. __ ._.- .--_._----._- - --+_ ._- - --
1 431 2 

3 

4 

5 

6 

7 

8 

9 

:0 
To tal 

1993 
1994 

1995 

1996 

1669 

1

2359 

5300 

3378 

5622 
. 1997 

! 1998 
I 1999 

- - - - - -.--- - -;------
10,115 

--------
: 2000 18,139 

2001 17,0..:.0.::...0 _ 
____ ._ 63,53 1 

._----------. ···-i - - - -----, 

Sou rces: Yearly Brouchu re Published by PSCO and ann ual report 

,c, pp endix 2 

The five yea r (1997 - 2001 ) E.c training performance of PSCO at regional, Zona l and woreda 

level 

No 

1 

2 

3 

4 

5 

Trai ning year 

--------
: 1997 -
, 1998 

I 1999 
. 2000 

I 2001 

T ota l 
- --- - ._- -

+ Total 
. 3378 

5622 

I 10,115 

18,139 . 
; 17,000 

54,254 

b f Nu m er 0 trainees 

Regional Zonal Woreda 

162 223 2993 
270 37 1 4981 
485 668 8962 

871 1198 16070 

816 11 23 15061 

2604 3583 48,067 - _ . 
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