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Abstract 

The main purpose of this study was to assess the current practices of human resource training 
and development programs in education offices of Hadiya Zone and there by single out the 
strengths and weakness of the programs. Methodology, a descriptive survey method was 
employed Simple random, stratified and purposive sampling techniques were used The data 
were collected through questionnaire, semi-structured interview, focused group discussion and 
document analysis. The samples for this purpose were taken from seven woreda education offices 
and Zone education department. The study comprises a total of 85(61.6%) officials and 
53(38.4%) of supervisors as actual sources of information. Data analysis was made using both 
descriptive and inferential statistics such as cronbach 's alpha coefficient, percentage, frequency 
count, rank, mean comparison, spearman's rank ordered correlation coefficient test and chi­
square test, where appropriate. The major findings were the practice of conducting needs 
assessment prior to training were found very poor; on instances where it was done, individual 
employees were given little opportunities to determine their own needs. There were absence of 
criteria for selecting individuals for the programs; as a result opportunities were given based on 
personal relationships with immediate supervisors and top level managers. The involvement of 
employees in setting objectives and content selection had been neglected Most of the training 
and development programs offered so far were short-term ofl-the-job and little emphasis has 
been given to on-the-job training and development methods. The practice of arranging 
orientation programs to new recruits was neglected; and there were no inbuilt system of 
evaluation by which the effectiveness of training programs was assessed Besides, inadequate 
budget for training and development programs, absence of clearly stated training policy, low 
priority given to training and development programs, lack of managerial support, inadequate 
organizational facility, and lack of selection criteria for selecting individuals for the programs 
were seen as some of the major constraints in their training and development endeavors. It can 
then be concluded that the offices have lost money on training and development activities 
because it is poorly designed and not linked to performance problems. Offices effort to 
participate stakeholders in setting objectives and content selection; and to use on-the-job 
methods didn't meet the expectations. Thus, in light of the above problems, the following 
recommendations were forwarded Needs assessment has to be carried out systematically in the 
offices. REB and ZED have to develop training and development directive which include guide 
for needs assessment, selection criieria and other related issues. Participation of stakeholders 
has to be encouraged in setting objectives and content selection for the programs. The offices 
have to design and endorse a system of evaluation for training and development endeavors. The 
offices have to design various projects and negotiate with donor agencies in order to obtain 
material, financial and technical support. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the problem and its approach. It generally deals with the 

background of the study. statement of the problem. objectives of the study, 

significance of the study, delimitation of the study, limitation of the study, definition of 

key terms and organization of the study. 

1.1 Background of the StudY 

These days, organizations operate in a dynamic business environment. Market, 

technological. personnel, and other changes have far-reaching effects on 

organizations and unless they are prepared and able to move with the times their 

competitiveness is eroded and their opportunities for growth restricted. However, 

organizations often find it difficult to adjust to these changes, so one of the 

management's prime responsibilit ies is to develop organizations to meet the 

challenge of the future. This responsibility is exercised by assessing the resources and 

opportunities available, 'defining business objectives and efficiently managing the 

resources allocated to meet these goals (Kenney and others, 1983). 

One of the most important resources available to an organization, and many would 

say the most important. is its employees or human resources (Kenney and others, 

1983). This resource differ from other resources in that it has a will, free choice and 

intrinsic value that are treated differently from other resources. It is through this 

constituent that other resources (material and financial) would be acquired and 

used. Moreover, designing for the success of organizations in this competitive 

dynamic environment mainly lies on the competence and management of their 

human resources (Mathis and Jackson, 1997; Tayeb, 1997; Cowling and Mailer, 1998). 

Inline with this, Tyson and York (1996) stress that helping employees to become 

effective in their job is one of the fundamentally important tasks in personnel 

management that any work organization has to undertake. Their competence and 

commitment largely determines the objective that an organization can set for itself 



and its success in achieving them. That is why; most organizations allover the world 

pay much attention in selecting appropriate candidates in staffing their organizations 

(Mathis and Jackson, 1997). 

The economic. technological and social changes have forced employers to pay 

particular attention to their manpower policies and practices. Inline with this, 

organizations are required to design a highly dependable human resource 

management policy to take in and preserve qualified and experienced human 

resources in an effort towards the achievement of their organizational goals. 

However, in today's competitive and rapidly changing environment, many 

organizations in the economy face environmental, organizational and individual 

challe nges. These challenges exert pressure up on organizational operation and its 

human resource management. Therefore, it is necessary to cope up and meet the 

present and emerging strategies of human resource challenges (Noe, 2008). This 

demands strong capacity, realizing effective and efficient human resource planning, 

recruitment, selection, training and development, employee benefit and 

compensation, administration, as well as performance appraisal policy and programs. 

It is believed that through training and development the organizations can combat 

the problem of employees' obsolescence and make them up- to- dated, motivated 

and committed. The mare emphasis an organization gives to man power training and 

development, the more successful it will be over its competitors. This is to say that 

training and development if it is conducted in the right way, is one of the tools for 

acquiring competitive advantage over other competing institutions (Cowling and 

Mailer, 1998) . 

The beginning of train ing could be traced to the Stone Age when people started 

transferring of knowledge through signs and deeds to others (Saiyadain, 1988). 

Starting from this Age, organizations have given training and development to their 

employees to reach their desired goals effic iently. Training and development enables 

an organization to build core capabilities of individuals and organizations, to arm 

employees with job related skills, knowledge and attitudes . It attempts to improve 
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employees' performance on the current job and prepare them for an intended job in 

the future. Besides, it covers those activities which help to improve job performance 

and bring about growth of personality. Further more, it helps individuals in the progress 

towards maturity and actualization of their potential capacities. It fosters greater 

satisfaction to employees and managers (Magginson , 1981; Mondy and Noe, 1990). 

However. any training and development programs can bring in fruit full outcomes 

and benefits to the organizations and service- seeking public if it is based on careful 

need assessment. Mondy and Noe (1990) stress that undertaking such programs 

simply because others are doing it is just asking for trouble . Inline with this, Kenney and 

others (1983) said that training may solve some problems but c reate others if it is not 

integra ted in to the policies and operation of the organization. This in turn calls for 

proper. accurate. timely, and complete considerations of organizational, task and 

personnel variables for which either inadequate attention is g iven or their roles have 

been underestimated in the organizations when it provides training and development 

to its employees. 

Moreover. training and development needs assessment enables organizations to 

conduct cost effective training and development programs that solves performance 

problems such as absenteeism, turnover, recurrent faults, wastage of resources, 

inabilities to meet deadlines. increased costs. etc .. among others. 

Eva luating the success is one of the most important elements in human resource 

tra ining and development activities. Supporting this, Basarab and Root (1993) stated 

that to ensure training is effective and meets the needs of individual and the 

organization, a training evaluation process for all training is used to measure the 

effectiveness of training, identify areas for improvement, and satisfy all stakeholder 

requirements. However. as per Milkovich and Boudreau (1991), many training and 

development programs fail to achieve lasting results too often because of vague 

objectives and poor execution of evaluations. 

Human resourc e training and development is nec essary particularly for educational 

organizations due to knowledge exploitation, technology transfer, promotion of 
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workers, human morality and other socio- economic demands more critically (Glover 

and Law, 2000). It should be planned for an organization to be competent enough in 

the market. In practice, however, a number of organizations have been facing a 

d iscouraging challenge in arriving at dependable, quality of work force owing to 

human resource training and development. 

In the Ethiopian context, HRM in the civil service has been concerned mainly with 

personnel policies and practices, with little attention to strategic management 

aspect. This failure to see the strategic role of human resource led to the deterioration 

of competence in the civil service . Since developed men and women are the 

bedrock of sustainable development of any country, the FDRE is focusing its attention 

on human resource training and development (FCSC, 1998). 

Inline with this, the recently in troduced system of decentralization has increased the 

demand for skilled and experienced man power at various levels of the system in 

general and educational organizations in particular(Abduselam, 2006). Providing 

trained and experienced human resources to the woreda is one of the most 

important problems that the government at all levels is struggling with. Even if there is 

variation from woreda to woreda, almost a ll of the woreda in the country face critical 

shortage of qualified human resources (FDRE, 1996). The number of woredas and 

schools has increased in an attempt to run educational organizations effectively and 

efficiently. Consequently, the quantity of work force has mounting with peaking 

demand for human resource management than ever before (Abduselam, 2006). 

Currently, emphasis is given to training and development of employees in education 

sector of SNNPRs. With this regard, Hadiya Zone, one of the largest zones in SNNPR, has 

ta ken a lion share of educational employees in the region . Therefore, the education 

sector of the zone has expected to have a strong base of its human resource 

management function in general and training and development in particular. Training 

and development activities should be planned and designed to help the education 

sector of the zone to accomplish its objectives, So, assessing the practices and 

problems of human resource training and development and suggesting some 
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possible solutions for the problems through research seems to be timely and valuable 

for dependable human resource management practices in the zone. 

1.2 Statement of the Problem 

To be successful and competitive enough, organizations should have skilled and 

committed employees. Trained workers contribute more to the organizations success 

or the desired level of work place productivity. Well-trained worker might be better 

motivated, require less supervision, be absent less often, have fewer accidents and 

be more in tune with the wider aims and objectives of the organization (Bolton, 200 1). 

Training and development can boost the productivity of an organization and reduces 

its inefficiencies to make itself competitive in this dynamic and globalize world. 

Besides, it helps to have higher skills and knowledge levels, lower labor turnover, 

reduced recruitment costs, and greater commitment to the organizations. Further 

more, training and development results in improved efficiency, improved quality, 

reduced wastage. improved delivery performance, more efficient scheduling of work, 

and improved responsiveness to specific customer requirements (Cowling and 

Mailer.1998) . 

Now days even though much is not communicated about the outcome of training, in 

our country many organizations are conducting training and development for their 

human resources. Starting from the formal establishment by proclamation in 1962, the 

civil service in Ethiopia has been playing crucial role in discharging services to the 

public (Negarit Gazeta, 1962). In other woros, the civil service has great responsibilities 

in putting public policy in effect. However, irrespective of its crucial role, the civil 

service has been characterized by a lot of problems. As Getachew 1998 (Cited in 

Melaku,2004), the service rendered to the publ ic by the civi l service has generally 

been said inefficient as well as ineffective because of lack of able manpower, among 

other things. that can implement government directives. 

Even though training and development of c ivil servants helps them effectively 

perform their duties and also prepare them for future responsibilities, the civil service 
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has been short of training programs. For instance, a survey conducted by the task 

force in the civil service reform indicated that 63 percent of the respondents replied 

that they had never got any training. Besides, the finding indicated that there were 

no training in key management areas like strategic planning, personnel 

management, performance appraisa/' service delivery and financial management 

(FORE, 1996). This shows that the efforts being made by the organizations in improving 

the capabilities and potential of their human resources in directing their organizations 

towards the realization of organizational goal has been very low. 

Education is a means to sustain and accelerate overall development of a country 

and a tool in boosting individual performance. It is also a key instrument to produce 

skilled and healthy manpower. It is basically helps to bring a change and/or 

development and a means to eradicate poverty. Therefore, if real development is 

required education shall be given top priority and attention (SNNPR, 2004). 

Ethiopia has given due attention to education due to the facts mentioned above. 

The country has introduced a new education and training policy, and consequently 

educational office and management that structure at various levels. Currently, the 

educational offices at various levels are expected to decide on their affairs of 

managing resources, such as planning, organizing, controlling, and improving the 

competence of employees in their respective offices. The deepening of 

decentralization to woreda level has contributed to strengthen woreda level 

educational institutions. It has also offered opportunities to strengthen local 

governance, encourage initiatives, Increase accountability, broaden the 

participation of communities, and improve school management and transparency 

(MOE,2005) . 

However, from observations at different regional education conferences, annual 

educational performance evaluations, and supervision reports the training and 

development of human resources remained at low level (MCB, 2005). In line with this, 

the training and development programs in the education sector of SNNPR faced 

different problems such as mismatch between job and employees, poor 

performance, employees' lack of initiatives, and lack of commitment to do their daily 
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tasks. Moreover, problems were created due to inadequate and ineffective training 

and development needs assessment, using out dated training methods, short duration 

and inconsistency of the training programs, lack of adequate knowledge and training 

among those who organize and provide the training programs (SNNPREB, 2006). 

Supporting this Noe explained that organizations have lost money on training 

because it is poorly designed, because it is not linked to a performance problem or 

business strategy, or because its outcomes are not properly evaluated. That is, 

organizations have been investing money into training simply because of beliefs that it 

is a good thing to do. The perspective that the training function exists to deliver 

programs to employees without a compelling business reason for doing so is being 

abandoned (Noe, 2008). 

When we come to the Education sector of Hadiya zone, the situation remains the 

same. The absence of adequate training of educational managers and employees in 

terms of knowledge, skills, and attitude hampered the successful implementation of 

educational policy of the country in general and woredas educational activities in 

part icular. Further more, due to lack of proper training and development programs, 

educational activities of various woredas in the zone face different problems such as 

problems in planning, organizing, directing, staffing, and evaluating the woredas 

educational ac tivities. In most of the woreda education offices' in the zone under 

study, the educational management is guided by traditional way of management, 

which affected the quality of education. 

More over, some times trainings were also organized with out adequate needs 

assessment and identification of the crucial areas of the woreda education offices 

problems of performance of individual employees. The selection of appropriate 

trainees for the training programs is given less emphasis. Training opportunities are 

given to individuals who had no proper relation with the job and training offered . 

There is no systematic and organized evaluation of training program after completion. 

So this inadequate and inefficient train ing and development of employees didn't 

improve the poor performance and low commitment of individuals in undertaking 

their daily tasks and meeting their organizational objectives. 
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The researcher of this study had opportunity of working in the zone under study for 

about three years. All the way through out this period, the researcher began to see 

the resultant effect of the above mentioned problems causes the wore do education 

officials and supervisors in problems of ~Ianning, organizing , directing, staffing, and 

evaluating the educational activities. Because of these problems the researcher of 

this study trusts, it is timely and priority issue to assess the practices and problems of 

human resource training and development in education sector of the zone. Further 

more; the course Training and Development the researcher had during first year of this 

graduate study motivated the researcher's interest in pursuing this topic in more 

detail. 

Therefore, the study was intended to assess the practices and problems of human 

resource training and development in education offices of Hadiya Zone, It was 

particularly concerned with finding answers to the following basic questions. 

I. To what extent training and development needs are assessed by woreda 

education offices in the zone? 

2. On what basis the woreda education offices: 

a. select individuals for training and development programs? 

b. set objectives for training and development programs?, and 

c . develop contents for training and development programs? 

3, Which methods of training and development are most often used by the 

Woreda education offices? 

4. How human resource training and development programs were evaluated in 

Woreda education offices of the Zone 2 

5. What problems do the Woreda education offices face in their human resource 

training and development endeavors? 
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1.3 Objectives of the study 

The major objective of this study was to assess the practices and problems of human 

resource train ing and development in education sector o f Hadiya Zone so as to 

forward some achievable recommendations regarding the problems. Besides. the 

study was guided by the following specific objectives : 

I. To assess the practice of training needs assessment conducted by Woreda 

education offices in the Zone. 

2. To identify the mechanisms Woreda education offices used in selecting 

individuals, setting objectives and developing contents for tra ining and 

development programs. 

3. To identify the human resource training and development methods mostly 

used by the Woreda education offices in the Zone. 

4. To assess the mechanism of evaluating human resource training and 

development programs in Wore do education offices of the Zone. 

5. To p inpoint the major problems the Woreda Education offices face in their 

human resource training and development endeavors. 

1.4 Significance of the Study 

Human resourc e training and development is cri tical to the success of the 

organizations. It can help employees develop skills needed to perform their jobs, 

which directly affect the organizations business strategy. Giving employees ' 

opportunity to train and develop crea tes a positive work environment, which supports 

the business stra tegy of the organization by attracting talented employees as well as 

motivating and retain ing current employees (Noe. 2008). Organizations must create 

opportunities for e fficient utilization and development o f the knowledge and skills of its 

employees to achieve its operational objectives . Workers w ho lock the needed 

capacities can create problems that undermine efficient o perations . Hence, this 

study has paid attentiof) to assess the practices and problems of human resourc e. 

training and development in education sector of Hadiya Zone. The findings of this 

study may serve as follows: 
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I . The resul t of the study may enable to indica te direction to the education 

o ffices of the zone in designing, executing and evaluating human resource 

training and development programs in the future. 

2. It may help to identify the major problems of human resource train ing and 

development endeavors at various levels of education sector in the zone and 

bring to the attention o f all concerned to take correc tive measures in due 

time. 

3. It may help to forward some specific and practical recommendations for the 

future actions towards the issue for decision makers at zonal level. 

4. The study may serve as a stepping stone for others who want to pursue further 

study in the area. 

1.5 Delimitations of the Study 

The research was conducted in Hadiya Zone of Southern Nations; Nationalities and 

People Regional State. There are ten Woredas and one Town administration in the 

zone. However, for the purpose of its manageability, the study was delimited to seven 

woredas education offices and' the zonal education department with the intention 

that their practices provide good representation of the whole education sector in the 

zone. Besides, the study was focused on the practices of human resource training and 

development related to needs assessment, selection o f individuals, setting objectives, 

developing contents, and evaluation . Further more; the study was a lso focused on 

major problems the education sector faced in human resource training and 

development endeavors . 

More over, the study was also delimited to the practices and problems of human 

resource training and development in education sector of the zone since 1998 E.C. 

Furthermore, the study is delimited to education officials (heads, process owners, and 

performers) and educ ational supervisors of the sample education offices . 
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1.6 Limitations of the Study 

In conducting this study, the student researcher encountered some constraints, which 

may serve as fac tors that contributed to the limitation of the study. These included 

poor cooperation from concerned people in some offices , unwillingness to fill and 

return questionnaires on time, unwillingness to take interview and some of the 

financial constraints were the major limitations of the study. As a result of these 

limitations, the outcome of the study was not as complete as it was initially 

anticipated. 

1.7 Definition of Key Terms 

Human Resources : the people who are involved directly or indirectly in the teaching 

learning activities in the sector. 

Training : is the process used to improve knowledge, skills, and attitudes of individuals 

to be more effective in their present jobs or prepare them for future assignment 

(Saiyadain, 1994:217). 

Development: knowledge, skills, attitudes and perceptions (the systematic process of 

education, train ing and growing by which a person learns and applies 

information) (Magginson, 1981 :205). 

Office Holders: refers respondents who are working in the offices (i.e heads, Process 

owners and performers) . 

Supervisors: refers to respondents who are working at cluster schools and link offices 

with the schools. 

, Zone : In Ethiopian context refers to administrative subdivision of the region 

(TGE,19927). 

Woreda : refers to administrative subdivision of a Zone, which is the basic 

administrative hierarchy of a national or regional government (TGE, 1992:8) . 

I I 



1.8 Organization of the Study 

The study consists of five chapters. Chapter one deals with introducing the problem, 

where by, background and statement of the problem; objectives, basic questions 

and significances; delimitations and limitations of the study; definition of key terms; 

and organization of the study are included. Chapter two is committed to the review 

of related literature so as to lay the theoretical foundation of the study. Chapter three 

is concerned with the r~search design and methodology under which the method, 

data sources, sampling techniques, and the types of instruments used are discussed in 

detail. Chapter four treats the analysis and interpretation of the data gathered. 

Chapter five presents the summary of major findings, conclusions drawn upon the 

findings, and possible recommendations. Finally are attached lists of reference 

materials used in the study, questionnaires and interview guides. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

This c hapter deals with the review of related literature so as to lay the theoretical 

fram ework of the study. Areas the chapter treats include the general overview, 

components, benefits, policy, design, implementation and evaluation of human 

resource training and development programs. Moreover, it includes problems of 

human resource training and development and its practices in the context of 

Ethiopia. 

2,1 The Overview of Human Resource Training and Development 

Globalization of business, demographic changes, new technologies, and economic 

changes are several of the forces that influence all aspects of our lives : how we 

purchase products and services, how we learn, how we communicate w ith each 

other, and what we value in our lives and on the job (Noe, 2008). These forces are 

evident in educational policy around the world in driving their education systems to 

produce more skilled, flexible and adaptable employees (Barker and others, 2007). 

Thus, there is pressure for organizations to readapt the products and services 

produced, the manner in which products and services are produced and offered, the 

types of jobs required, and the types of skills necessary to complete these jobs 

(Decenzo and Robbins, 1988). With this regard training and development of 

employees playing an ir:nportant role. Therefore, every organization needs to have 

well trained and experienced employees to perform the activities that have to be 

done. 

Different authorities provide different definitions for human resource training and 

development (Foot and Hook, 2005; Harris and Desimone, 1994; Saiyadain, 1995; 

Mondy and Noe, 1990; Vohra, 2006). For instance, in a broader sense HRD has been 

defined by Harbinson and Myers (in Vohra 2006) as the process o f increasing 

knowledge, skills and capacities of all the people in an organization or in a society. It 

is viewed in a wide perspective incorporating the political, social, and economic 

dimensions, which are closely linked together (Aregash, 2006). Specifically, Harris and 
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Desimone (1994) defined HRD as a set of systema tic and planned activities designed 

by an organization to provide its employees with the necessary skills to meet current 

and future job demands. Moreover, Mondy and Noe (1990) defined it as a planned, 

continuous effort by management to improve employee competency level and 

organizational performance through training , development. and education 

programs . 

To sum up, even though human resource development has been defined in a 

number of ways by different authorities, the centra l idea remains more or less the 

same. That is human resource development activities mainly focused on improving 

employees' competence and organizational performance through training, 

development, and education. Hence, human resource development p rograms must 

respond to job changes and integrate the long-term plans and stra tegies of the 

educational organizations in order to ensure the efficient and effective use of 

resources. 

2.1.1 Training, Development and Education 

Training is defined as planned programs undertake n to improve knowledge, skills, 

atti tudes, and social behavior so that the performance of the organization improves 

considerably (Cascio, 1986; Decenzo and Robbins, 1988, Vohra 2006, Noe, 2008, Foot 

and Hook, 2005; Cowling and Mailer, 1998). It includes all forms of planned learning 

experiences and activities whose purpose is to provide changes in current job 

performance and other behavior through the acquisition o f new knowledge, skills, 

beliefs, values, and attitudes(Bolton, 2001). Moreover, it is defined as a systematic 

process of changing the behavior, knowledge, and motivation of present employees 

to improve the match between employee characteristics and employment 

charac teristics (Milkovich and Boudreau, 1991). 

Thus, training is aimed at achieving a change in the behavior of those trained and to 

enable them to do their job better. Its purpose is to achieve effec tive performance in 

an a c tivity or range of activities. Training helps the organizational members to learn 

how to carryout satisfactori ly the work required of them in their present job. It is 
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desi'=lned to maintain or improve employees' curren t job performance defi ciencies by 

changing their atti tude. improving knowledge. and developing their skills. That means 

training is mostly directed at helping organizational members (employees) perform 

better on their current jobs. As a result it enables the trainee to achieve the goals and 

objectives of his/her organization. 

Development on the o ther hand is a process w here by individuals leams through 

experience to b e more effective It aims to help people utilize the skills and 

knowledge that education and training have g iven them not only in their c urrent jobs. 

but also in future jobs (Truelove. 2000) . It refers to formal education. job experiences. 

relationships. and assessments of personality and abilities that help employees 

perform effectively in their current or future job and organization (Noe. 2008). 

Development is any learning ac tivity which is directed towards future needs rather 

than present needs. and which is concerned more with career growth than 

immediate performance (Cole. 2002). Development improves learning opportunities 

aimed at the individual's growth but not restricted to a specific present of future jobs 

(Bernardin . 2004; Mondy. 1990). 

In conclusion. organizational members can enhance their development activities 

through both planned development programs and work experiences. Developmental 

activit ies have a long-term focus on preparing organizational members for future 

responsibilities while increasing the capacities of employees to perform their c urrent 

jobs. Therefore. educational organizations need to give great emphasis on their 

employees' developmen tal ac tivities in order to prepare them for future 

responsibilities as well as to increase their capabilities to perform their present jobs. This 

helps to satisfy future organizations manpower requirements and individuals' growth 

needs in the work place. 

Moreover. education is any long-term learning activ ity aimed at preparing individuals 

for a variety of roles in society : as citizens. workers. and members of family groups 

(Cole. 2002). According to Hook and Foot (2005). education has b een considered as 

activities which aimed to develop the knowledge. skills. moral values. and 

unders tanding required in all aspects of life rather than knowledge and skill relating 
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only to a limited field of study. As to Vohro the education and training Ilave to be 

understood in a relative mix of knowledge and skills. Educ ation has more of 

knowledge and understanding whereas that of tra ining has more of understa nding 

and skills (Vohra, 2006). 

To wind up this part, training, development, and education are learning activities 

which are concerned with the acquisi tion of knowledge, understanding, skills . and 

attitudes. There is no such clear demarcation between training . development. and 

education. They are only different aspects of the same idea, which is to develop 

human resources with in organizations. 

2.1 .2 The Relationship between Training and Development 

Training and development is dependent upon each other. Training is one of the 

important methods of humon resource development. Human resources are 

developed on the job through systematic informal training programs in adult 

educafion and through membership in various political, social. religious, and cultura l 

groups (Vohra, 2006). Both training and development focus on current and future 

personal and company needs (Noe, 2008). Both focus o n the improvement of the 

knowledge, skills , and abilities of individuals (Harris and Desimone, 1994). Training 

activities which are directed at addressing a short-term problem will a lso help the 

employee develop the range of skil ls necessary for long-term success (Bolton. 200 1). 

However, the two terms are not synonymous. Supporting this Mathis and Jackson 

have pointed out that there is the existence of distinction between training and 

development (Mathis and Jackson, 1997). Noe adds that although train ing and 

development are simi lar; there are important differences between them. Training is 

focused on helping improve employees' performance in their current jobs (Noe, 2008; 

Kenney and others, 1983). It is understood as any learning a ctivity which is directed 

towards the acquisi tion of specific knowledge and skills for the purpose of an 

occupation or task (Cole, 2002). 
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On the other hand, development helps prepare them for other positions in the 

organization and increases their abili ty to move into jobs that may not ye t exist (Noe , 

2008). It wil l be seen as any learning activi ty which is directed towards future needs 

rather than present needs, ond which is concerned more with career growth than 

immediate performance (Cole, 2002). 

To sum up, training and' development activities begin with in an organization when 

new employees enter an organization, usually in the form of employee orientation 

and ski ll train ing. Thus, both training and human resource development focuses on 

improving employees' competency level. Even though tra ining is directed at 

improving employees' kn owledge, skills, and attitudes in their current job, this will also 

help them develop for future performance. On the o ther hand, the future 

performance focus of human resource development also helps employees to perform 

their current jobs efficiently and effectively. 

2.2 The Components and Benefits of Training and Development 

2.2.1 Components of Human Resource Training and Development 

Human resource training and development consists of two main components: 

management development and employee training and development. Each of them 

is discussed hereunder. 

2.2.1.1 Management Development 

Management development is any attempt to improve managerial performance by 

imparting knowledge, changing a tti tude, or increasing skills (Oessler, 2005). It refers to 

the tra ining and development programs for supervisors and managers and often 

excludes programs for professionals, skilled operative employees, and semi-skilled and 

unskil led operatives (Anthony and others, 1993). Management development is a long­

term educational process utilizing a systematic and organized procedure by which 

managerial personnel learn concepted and theore tical knowledge (Krishna and 

Aquinas, 2004). Moreover, it is an organization's consciaus effort to provide its 

managers with opportunities to learn, grow, and change, in hopes of producing over 
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the long term a cadre of managers with the ski lls necessary to func tion effectively in 

that organization (Harris and Desimone, 1994). Organization wanted its managers to 

develop skills in communication, creating trust, coaching and other interpersonal 

actions that would help the organization retain good employees (Noe, 2008) . 

Managers and team members should complete the accompanying self-assessment 

of team and interpersonal skills. This inventory will help direct efforts at self 

improvement (Hanlin and Johns, 1991). 

In sum, management development focuses on improving the competency level of 

managers. Managers perform certain fun c tions that are essential to the organizations 

survival and prosperity. Their talent is the most important asset of any organization. 

Management development, therefore, is of paramount importance to have effective 

and desired managerial talents to meet the organiza tion's demand. Therefore, 

educational organizations need to develop the talented employees and maintain 

manager skills to meet future demands. 

2.2.1,2 Employee Training and Development 

Employee training and development is a process in which the employees of an 

organization are continuously helped to acquire or sharpen capabilities required to 

perform various tasks and functions associated wi th their present and future expected 

roles. It helps employees to develop their general enabling capabilities as individuals 

so that they are able to discover and exploit their own inner potential for their own 

and/ or organizational development purposes (Saiyadain, 1995). It is a set of 

systematic and planned activities designed by an orga nization to provide its 

members with the necessa ry skills to meet current a nd future job demands (Harris and 

Desimone, 1994) . Furthermore, it refers to the total struc ture of on-the-job and off-the­

job programs utilized by organizations in developing employee skills and knowledge 

necessary for proficient job performance and career advancement (Anthony and 

others, 1993). 

Thus, employee training and development is a imed at developing the abilities of non­

managerial employees to satisfy the current and future needs of the organization. It is 
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focused on c ontinuous improvemenl in Ihe quality of work performed by 

organizat ional members. Employee troining and development also help to equip the 

organ izational members with the nec essary knowledge, skills, abilities and attitudes to 

perform their Jobs that help for the better achievement of organiza tional goals. There 

fore, organ izations shouJd c onsider its importance and give much attention to 

employee tra ining and development. 

2,2,2 Benefits of Human Resource Training and Development 

Effective training and development helps to contribute significantly to the 

improvement of competitiveness, productivity, and quality of services to customers, 

Training and development provides several benefits to both organizations and 

employees (Cowling and Mailer, 1998), 

2,2,2,1 The Benefils of Training and Development for organizations 

The benefits that organizations might expect from an increased training and 

development effort are numerous. Training and development can help employees to 

increase their level of performance on their present assignment; increases the sk ill of 

an employee in the performance of a particular job; increase both quality and 

quantity of output; increases employees morale, less supervisory pressure, improves 

product qua li ty, increases financial incentives, etc. that result in better organizational 

climate; and prevents manpower obsolescence by fostering the initiative and 

creativity of employees, Further more; training and development helps in building an 

efficient and loyal workforce, Trained personnel w ill reduce wastage in materials and 

damage to machinery and equipments (Krishna and Aquinas, 2004; Cole, 2002; 

Bolton, 200 I), 

In c onclusion, training and development of human resources benefit organizations by 

improving productivity and profitability, reducing costs and wastage, enhanced 

qua lity, improving employee orientation, inc reasing customer sa tisfaction, and 

fac ilitating competitive advaniage, Training and development can help the 

educational organizations to solve the problems of employees' obsolescence and 
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make them motivated and committed and hence a better c hance of achieving 

organiza tional goals. 

2.2.2.2 Benefits of Training and Development for Employees 

Training and development provides a lot of benefits to employees with in the 

organization. It helps organizational members to increase in personal repertoire of 

ski lls, increased jab satisfaction, increased value of employee in the labor market. and 

increased prospectus of internal promotion (Cole, 2002). In addition, it help 

employees to enhance their personal growth; to develop new skills; to have higher 

earning capacity; to adjust their capacity with changing technology; to increase their 

safety; and to develop a feeling of confidence in the minds of employees (Krishna 

and Aquinas, 2004) . Moreover, it helps the new employees to adjust to the 

organization and prevent the obsolescence of the employees by updating their skills 

and knowledge (Saiyadain, 1995) . 

To generalize this part, training and development has so many benefits for an 

organization as well as the individual employee and is an important tool for effective 

human resource management. It is also believed that through training and 

development the educational organizations can solve the problems of employees' 

obsolescence and make them up-to-date, motivated and committed. At the present 

and future changing and competitive environment training and development of 

human resource makes organizations successful competitors. There fore, educational 

organizations need to have due attention for continuous training and development of 

their employees. 

2.3 Human Resource Training and Development Policy 

Training and development program to be effective, organizations need to have a 

well defined and clearly stated policy. Th is helps to high light the organization's 

approach to the train ing function, provides guidance for design and execution, and 

provides information regarding to the programs to all employees. Besides, its 

document helps to communicate the organization 's interest regarding employees' 
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career development and also gives the employee the opportunity to better prospects 

through training (Monappa and Saiyadain, 1999; MCB, 2005). 

According to Bolton in considering its training policy the organization is asking itself to 

make a commitment to training, and to ensure that it serves the purpose of 

developing the long-term interest of the organization. He further said that training 

policies need to be developed in line with the human resource planning activities of 

the organization; in such a way to gain the support of line managers; so that the 

current and future problems of managers and their staff can be identified and 

overcome (Bolton, 200 I). 

The training policy of an organization will usually be included in a range of policies 

dealing with human resources. The policy statements set out what the organization is 

prepared to do in terms of developing its employees (Cole, 2002). According to 

Truelove some of the elements that should be incorporated in a policy document 

includes: training for occupational competence, induction training, training for 

c hange, formal training schemes, training for people who become incapacitated, an 

equal opportunity statement, the aim and objectives of the training function, 

responsibilities for identifying training needs and formulating plans, and responsibili ty 

for deciding the tra ining budget (Truelove, 2000). 

In sum, human resource training and development policy serves as a source of 

guidelines for the provision of releva nt training and development programs. It helps to 

communicate top management's intention , defines the organization's responsibility 

for the development of employee, helps those responsible for training, and states 

training opportunities available to employee. Hence, educational organizations need 

to have training and development policy tha t helps them in guiding decision-making 

process in rela tion to training and development. 

2.4 Human Resource Training and Development Processes 

According to Noe (2008), there is not one universally accepted iostructional systems 

development model. However, as to him the train ing design process sometimes is 

referred to as the ADDIE model because it includes analysis, design, development, 

implementation and evaluation. The process discussed hereunder follows this model. 
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2.4.1 Human Resource Training and Development Needs Assessment 

Training and development is largely designed to help the organization accomplish its 

objectives . The abi lity to identify areas in which training and development can make 

a real contribution to organization success is crucial (Cowling and Mailer. 1998) . 

Decisions about whether or not to provide training for employees, and what type of 

training should be provided, have typ ically been based on the determination of 

training needs with in an organization (Taylor and others, 1998). Therefore, in order to 

tra in and develop employees effectively it is necessary first to decide in some detail 

what specific knowledge and skills the jobs involve, what the individual already 

possess, and what gaps in such knowledge and skill training can fill (Bolton, 2001). 

Needs assessment can be defined as the process of evaluating the organization, 

individual employees, and employees' tasks to determine what kind of train ing, if any, 

are nec essary (Noe and others, 2007:210). It is a process by which an organization's 

HRD needs are identified and articula ted. It is the starting point of HRD and training 

process (Harris and Desimone, 1994). Moreover, Saiyadain (1995:219) defined it as a 

process that involves establishing areas where individuals (employees) lack skill. 

knowledge, and ability in effectively performing the job and also identifying 

organizational constraints that are creating roadblocks in the performance. 

Bolton identifies nine key areas where training will be needed in most organizations on 

an ongoing basis. These include: New recruits to the company; transferees with in the 

company; promotions; new plant or equipment; new procedures; new standards, 

rules, and procedures; new relationships and authorities; the maintenance of 

standards; and the maintenance of flexibility (Bolton, 2001) . However, there are many 

ways o f overcoming deficiencies in human performance at work, and training is only 

one of them. Some of the ways of overcoming deficiencies other than training 

includes: improving pay, motivation, replacing machinery, simplifying procedures, 

commitment and practice of employees who should be carrying out the work for 

which they have received training (Cole, 2002; Noe and others, 2007; Rae, 2003). 
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Needs assessment IS aimed al determining Ihe difference between actual and 

required performance of employees . It identifies the gap between what Ihe 

employees ac tually know Ihat enables them to do their duties and what is required of 

them to perform their duties competently. We can also observe that there are training 

and non-training solutions for performance deficiencies of employees at work. 

Organiza tions should differenliate between the two before taking training and 

development progrom as a remedy to all performance deficiency problems. 

2.4.1.1 Purposes of Needs Assessment 

Training and development should be based on assessment of needs. This need exists 

in any work situation, when an actual condition of work behavior differs from the 

desired condition in any aspec t of organizational performance. It also exists when 

there is a change in the objectives of the organization or in the introduction of new 

programmes, practices and techniques (Vohra, 2006; Noe, 2008). 

The purpose of needs assessment is to determine whether there is a gap between 

what is required for effective performance and present level of performance (Tyson 

and York, 1996). Needs assessment helps to identi fy the organization's goals and its 

effectiveness in reaching these goals; and identify discrepancies between 

employees' knowledge and skills required for effective job performance. Besides, it 

helps to identify the discrepancies between current skills and the skills needed to 

perform the job successfully in the future, and identify the conditions under which the 

HRD activities will occur (Harris and Desimone, 1994). Further more, it assures effective 

direction for training and saves money by ensuring appropriate action (Rae, 2003). 

Despite its importance, many organizations do not perform needs a nalysis. One of the 

reasons for their unwillingness is that needs assessment can be d ifficult and time 

consuming process . Managers often decide to use their limited resource to develop, 

acquire and deliver train ing and development programs rather than to conduct an 

ac tivi ty they see as a preliminary study. Lack of support for needs assessment and the 

inc orrect conclusion that it is unnecessary hinders most of the organizations from 

undertaking this activity (Harris and Desimone. 1994). 
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2.4.1.2 Levels of Need Analysis 

Human resource training and development needs can be identified at three levels: at 

the organization level, job/ task level. and person/ individual level (Milkovich and 

Boudreau, 1991; Saiyadain, 1995; Harris and Desimone, 1994; Cowling and Mailer, 

1998; Noe and o thers, 2007; Belcourt, 1996; Noe, 2008). Eac h of these levels will be 

d iscussed hereunder. 

I. Organizational Analysis 

Organizational analysis is a process used to better understand the characteristics of 

the organization to determine where training and development efforts are needed 

and the conditions with in which they will be conducted (Harris and Desimone, 1994). 

It is the process for determining the appropriateness of training by evaluating the 

characteristics of the organization (Noe and others, 2007). Organizational analysis 

examines the organization's objectives and goals, resource needs and efficiency 

indices in order to determine where tra ining is needed (Taylor and o thers, 1998). 

Besides, it can be described as the study of the system-wide components of an 

organization that may have impact on a training program incl\Jding an examination 

of the organizational goals, resources of the organization, climate of training, and 

internal and external constraints present in the environment (Cowling and Mailer, 

1998; Belcourt. 1996). 

Organization analysis involves identifying whether training supports the organization's 

strategic direction; whether managers, peers and employees support train ing activity; 

and what training resources are available (Noe, 2008). II involves a comprehensive 

analysis of organiza t ional structure, objectives, culture, processes of decision making, 

future objectives, and so on. 

Organization analysis looks training and development needs in light of the 

organiza tion's strategy, resources available for training and development, and 

management 's support for training and development activities .. 
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Organizational analysis can be undertaken using a variety of sources of information: 

human resource data can show training weaknesses; departments or areas with high 

turnover, high absenteeism, low performance or other deficiencies can be 

pinpointed, and their specific training needs investigated. Specific sources of 

information for organizational level needs analysis may include grievances, accident 

records, observations, exit interviews, customer complaints, waste or scrap quality 

control data, etc (Cowling and Mailer, 1998). 

II. Task Analysis 

Task analysis is the second area of training and development needs assessment. It 

can be defined as the process of identifying the tasks, knowledge, skills, and 

behaviors that training should emphasis (Noe and others, 2007; Noe, 2008). Task 

analysis determines the content of a training program based on a study of the tasks or 

duties involved in the job (Belcourt, 1996). It systematically collects data about a 

specific job or group of jobs to determine what an employee should be taught to 

achieve optimum performance (Harris and Desimone, 1994). 

Task analysis focuses on the objectives or outcomes o f the tasks that employees 

perform and provides an extremely flexible and useful method for analysis. This 

includes a detailed examination of each task component of a job, performance 

standards of a job, methods and knowledge the employee must use in the 

performance of job tasks, and the ways in which employees learn these methods and 

acquire the needed knowledge (Cowling and Mailer, 1998; Harris and Desimone, 

1994; Taylor and others, 1998). 

Job descriptions and job specifications provide information on the performances 

expected and details necessary for employees to accomplish the required work. By 

comparing the requirements of jobs with the knowledge, skills, and abili ties of 

emplayees, training and development needs can be identified (Cowling and Mailer, 

1998). 
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III. Person Analysis 

Person analysis is a process for determining individuals' needs and readiness for 

training (Noe and others, 2007; Noe, 2008). It is the determination of specific skills, 

knowledge, and attitudes required of people on the job (8elcourt. 1996; Cowling and 

Mailer, 1998). Person analysis involves determining whether performance deficiencies 

resul t from a lack of knowledge, skill, or ability (a training issue) or from a motivational 

or work-design problem (Noe, 2008). 

Person analysis is best performed by someone with the opportunity to observe the 

employee's performance regularly-typically the employee and the employee 's 

immediate supervisor (Harris and Desimone, 1994). Generally, such indicators as 

production data, meeting dead lines, quality of performance, personal data such as 

work behavior, absenteeism, late coming provide input for man analysis (Saiyadain, 

1995). 

To conclude this part, organizational analysis is concerned with identifying whether 

training fits with the organizations strategic objectives and whether the organization 

has the budget. time and expertise for training . Task analysis is concerned with 

identifying the tasks, knowledge, skills, and behaviors that training should emphasis. 

Person analysis on the other hand focuses on employee, his skills, abilities, knowledge, 

and attitude. Therefore, organizations need to consider the information from all the 

three sources before the decision is made to devote time and money for training and 

development endeavors. 

2.4.1 .3 Prioritizing Training and Development Needs 

Assuming that a needs analysis reveals multiple needs, management and the HRD 

staff w ill have to prioritize these needs. As in any organizational function, there are 

limited resources available for the HRD effort. Decisions must be made about what 

resources- including facilities. equipment. materials, skilled personnel, travel , and 

consultant fees-wi ll be used in the HRD programs (Harris and Desimone, 1994). There 
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fore. after id entifying training and development needs. those needs should be 

prioritized to implement them in the order of urgency and criticality. 

2.4.1.4 Methods of Assessing Training Needs 

A systematic assessment of training need is necessary to formulate a purposeful 

train ing program. It should not be mode only on the basis of job description but the 

job perceived and job performed should also be token in to considera tion. The tool 

developed for training need assessment should cover all aspects of needs relevant to 

the job requirements of the extension personnel (Vohra. 2006). 

Several methods are used to conduct needs assessment. But, the one you select 

should complement the organization's culture and struc ture (McCielland. 1992) . As to 

Noe these include: observing employees performing the job, utilizing online 

technology, reading technical manuals ond o ther documentation, interviewing, 

conducting focus groups, complete questionnaires designed to identify tasks and 

knowledge, skills, abilities, and other characteristics required for a job (Noe, 2008). 

According to Vohra, the methods of training need assessment such as knowledge 

test, in terviews, observations. workshop. perception by self, perception by supervisor 

and combination 6f self and supervisors should be given more priority (Vohra, 2006). 

2.4.1.5 Who Should Participate in Training and Development Needs Assessment? 

General ly, the responsibili ty for training and development must lie with the senior 

management of the organization (Cowling and Moiler, 1981; Bolton, 2001; Tyson and 

York, 1996; Cole. 2002). However. in practice it is the direct responsibil ity of personnel 

managers. training managers. training officers. instructors, line managers, and 

supervisors . The nature QIld extent of involvement of each of these groups depends 

on the policy and culture of the organization concerned. There is no one best way of 

organizing training and development in organizations. What is important is that those 

who are concerned with carrying out the training and development are themselves 

prepared for. and committed to, achieving their tasks (Cole, 2002). 
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A number of activities in training a nd development are not performed because the 

responsibility for them is not fully accepted by any group IRae, 2003). However, junior 

managers, line managers, the tra iner, and individual workers have the responsibility for 

carrying out training and development needs assessment IRae, 2003; Noe, 2008). They 

further underline that all af them should play their full parts in training and 

development needs identification and analysis. But, for some particular instances, 

where there is lack of expertise, external consultants could be recruited to conduct 

needs assessment. 

2,4,1,6 The Advantages of Training and Development Needs Assessment 

The advantages to training and development needs assessment are numerous. It 

pinpoints the problems. A training and development needs analysis will c larify a 

suspicion that some thing is wrong in a particular area of work and, will detail the 

exact nature of the problem and also suggest the best ways to solve it. Besides, it 

helps to identi fy the size of the problem and the scale of the need. Once the extent, 

size and nature of problem have been identified and analyzed, guidelines are 

suggested to the most appropriate solution. Further more, it helps to provide tra ining 

objectives - a specific sta tement and outl ine of the content of th e tra ining program 

IRae, 2003). 

Therefore, before new tra ining is embarked upon, or existing training continues, 

organizations should identify training and development needs. Failure to conduct any 

form o f training and development needs assessment leave the organizations open to 

criticisms of over-use and waste of money spent on unnecessary training. So every 

attempt must be made to identify and analyze the train ing and development needs 

accurately. 

2.4.2 Designing Training and Development Programs 

Once a policy has been established and training needs have been determined, it 

becomes necessary to begin the process of meeting those needs by designing 

various training programs that will be offered or to rework ITruelove, 2000). In each 

28 



case this invoives setting objectives, determining progra m contents and deciding on 

training methods and techniques. The designing work may be done by specially 

designed training and development professionals especially for p rograms to be 

offered several items, or left to individual instructors (Heneman , 2000) . 

2.4.2.1 Setting Training and Development Objectives 

An objective is a specific outcome that the training program is intended to achieve 

(Cowling and Moiler, 1998:69). Sound objectives should specify what learning trainees 

should be able to demonstrate by the end of training. It is typically set for trainee 

rather than the organization through the outcome that should ultimately lead to the 

achievement of organiza tional goals (Tyson a nd York, 1996; Cowling and Mailer, 

1998) . 

According to Noe and others (2007) effective train ing objectives have three 

components: 

I. A statement of what the employee is expected to perform 

2. A statement of the quality or level of performance that is acceptable 

3. A statement of the conditions under which the tra inee is expected to apply 

what he or she learned 

Sound tra ining objectives should be expressed in learner-oriented terms; as specific as 

possible about terminal performance, standards required, and a ttendant conditions; 

as measurable as possible and capable of achievement in the time allowed for 

tra ining; and expressed in language that clearly states what the trainees have to do 

(Tyson and York, 1996). 

Setting objectives for training and development program have several advantages. 

These includes: the appropriate amount of train ing is given; irrelevan t and 

unnecessary content is avoided, so that the time taken for the programme is not 

exc essive as well as learning messages are clear to the learners; guidelines are 

provided for th-e design and planning of the programme as a w hole and its more 

d etailed constituent parts; provide the base by which the programme is validated for 

success; and written objectives provide quantitative material on which any 
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investigation for possible revision can be based(Roe, 2003). In addition, they assist in 

developing the criteria to be used in evaluating the train ing outcome; form the basis 

for selecting the program contents and methods; helps partic ipants to focus their own 

attention and efforts during the program; and help trainers to communicate with 

employees participating in the program (Noe and others, 2007; Harris and Desimone, 

1994; Cowling and Mailer, ! 998). 

Thus, objectives are guides for future actions in an organization. They are something 

towards which an effort is d irected. Training objectives are determined based on 

identified needs. So, this helps to limit the contents and to draw criteria for evaluation 

after the completion of the program. Therefore, emphasis should be given to it to 

determine with care. 

2.4,2,2 Selecting and Developing the Content of the Program 

Contents of training are very much influenced by the purpose and need for training. 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 vary according to the level of participants in a train ing program. At 

higher levels, conceptual abilities probably are more important and hence one 

should focus on theories, frame works, and concepts, etc. while at lower levels the 

emphasis may be on techniques, methods and application, etc. However, this does 

not mean that at lower levels conceptual knowledge is not important (Saiyadain, 

1995). 

As to Cole (2002) in deciding what is required in terms of substantive content, trainers 

will need to ask a number of important questions: What essential facts, ideas, 

principles and procedures are needed for the job concerned? What necessary 

trainee knowledge, skills, or attitudes are implied in the objectives or goals set for this 

learning activity? How useful to the trainees (and to the organization) will this 

information be? What would be an appropriate level of content, given the nature of 

the learners? How transferable or durable is the knowledge, skills, or attitudes we 
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propose to includ e? And how feasible IS the content In the light of the time and 

resourc es available? 

Once the relevant boundaries of a training program have been agreed, there is a 

need to decide the sequence of events. This will depend on the needs and abilities of 

the learners, as well as on the skills and knowledge of those responsible for training 

(Cole , 2002) . The c ontents should fo llow from simple to complex, from the known to 

unknown, from the c oncrete to abstract, or from general to specific logic. In addition, 

the pace of the tra ining should neither too fast nor too slow. In both extreme cases 

there might be a loss of interest. Both the sequencing and pace are very important for 

sustaining the interest of participants (Saiyadain, 1995). 

To w ind up, conten ts se t for training programs help to remove the skill obsolescence 

of jobholder in order to perform his/her tasks effectively. The information included in 

the content is useful for trainers to remove performance deficiencies and for 

organizations to achieve its business objectives . It needs care in designing and 

developing contents for tra ining and development programs. 

2.4.2.3 Selecting Methods for Training and Development 

When we talk about training methods we are essentially discussing the means by 

whic h we intend to communicate information, ideas, skills, attitudes and feelings to 

learners (Cole, 2002). The chosen training and development method should: motivate 

trainees to improve his or her performance; clearly illustrate desired skills; provide for 

active participation by tra inee; provide an opportunity to practice; provide timely 

feedback on the trainee's performance; provide some means for reinforcement while 

the tra inee learns; be structural from simple to complex tasks; be adap table to 

specific problems; and encourage positive transfer from the trainee to the job 

(Cascio, 1986). 

Several authorities have identified a variety of training methods. In general. training 

methods can be grouped in to two broad categories: on-the-job methods and off-
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the-job method (Harris and Desimone, 1994; Cole, 2002; Krishna and Aquinas, 2004, 

Noe and others, 2007; Bolton, 200 I). Each of them is discussed hereunder. 

A, On-the-Job Training and Development Methods 

On-the-job training refers to a new or inexperienced employees learning in the work 

setting and during work by obseNing peers or managers performing the job and trying 

to imitate their behavior (Noe, 2008) , It refers to training methods in which a person 

with job experience and skill guides trainees in practicing job skills at the work place 

(Noe and others, 2007), It involves conducting training at the trainee's regular work 

station (Harris and Desimone, 1994). Under this method, the employee is given training 

at his work place by his immediate superior who knows exactly what the trainees 

should learn to do (Krishna and Aquinas, 2004), 

On on-the-job training methods, the personnel department has the key role in the 

supeNision and direction of career paths to enable employees to widen their horizons 

and to develop their capabilities to assume wider responsibilities for the future, Line 

managers also obviously'have the main responsibility for training their own staff at the 

work place (Tyson and York, 1996). Some of the most common techniques of on-the­

job training methods are discussed below. 

I. Induction 

Induction is a planned process where by new employees are introduced or adjusted 

to the job, co-workers, supeNisors and the organization (Gomez-Mejia and others, 

2000; Mathis and Jackson, 1997), It helps to establish desirable relationships with co­

workers and supeNisors, and to promote safe working habits which may reduce the 

likelihood of grievances, rule violation, discharge and resignations (Milkovich and 

Boudreau, 1988; Tracy, 1984). 

Induction programs help to reduce the new employee's stress and anxiety; minimize 

start up costs and staff turnover; reduce the time it takes for the new employee to 

reach proficiency; assist 'the new employee in learning the organizations values and 

expectations and in acquiring appropriate role behaviors; help the new employee 
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adjusts to the workgroups and Its norms rapidly and encourage the development of 

positive attitudes (Harris and Desimone, 1994) . 

ii . Job Rolation 

Job ro tation involves providing employees with a serious of job assignments in various 

functional areas of the orgonization or movement among jobs in a single func tional 

area (Noe, 2008). It involves a serious of assignments to different positions or 

departments for a specified period of time. During this assignment, the trainee is 

supervised by a department employee, usually a supervisor, who is responsible for 

orienting, training and ev'aluating the trainee (Cole, 2002; Harris and DeSimone, 1994). 

The purpose of position rotation is to broaden the background of the employee in 

various positions (Cole, 2002). It has the advantage of w idening the skill base of 

individuals as well as ensuring that every one is familiar both w ith whole tasks and for 

covering when there is sickness and absence (Cowling and Mailer, 1998). Knowledge 

and skills learned in the new position should help the employee to perform their own 

job better, or prepare them for future career moves (Bolton, 200 1). Job rotation helps 

employees gain an overall appreciation of the organiza tion's goals; inc rease their 

understa nding of different organization functions; develop a network of contac ts; and 

improves their problem-solving and decision-making skil ls (Noe, 2008). 

iii. Coaching 

Fourines (in Harris and Desimone 1994:266) defined coaching as a face-to-face 

discussion between a manager and a subord inate to stop performing an undesirable 

behavior and begin performing desirable behavior. It is a mutual conversation 

between a manager a nd an employee that follows a predictable p rocess and leads 

to superior performance, commitment to sustained improvement and positive 

rela tionships. Coaching occurs between the employee a nd their supervisor, and 

focus on examining employee performance and taking actions to maintain effective 

performance and correct performance problems (N oe, 2008; Harris and Desimone, 

1994). 
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Meri ts and Demerits of On-th e-Job Tra ining Methods 

On-the-job training methods have several advantages over class room training 

methods . It facilitates the transfer of learning to do the job bec ause the trainee has 

an immediate opportunity to practice the work tasks on the job. It is a relatively 

cheaper and less time consuming as no additional personnel or facilities are required 

for training. As the trainee gets a feeling of actual production conditions. it increases 

the effectiveness of training (Harris and Desimone. 1994; Krishna and Aquinas. 2004; 

Vohra. 2006). Moreover. it can be cus tomized to the experiences and abilities of 

trainees . It can be offered at any time. and trainers will be available because they 

are peers or managers. Both trainees and trainers are at the job site and continue to 

work while training occurs (Noe. 2008). 

Despite of its advantages. OJT suffers from certain demerits as well. The job sites may 

have physical constraints. noise. and other distractions that could inhibit learning. 

Using expensive equipment for training can result in costly damage and disru ption of 

the production schedule. Using on-the-job tra ining while customers are present may 

lead to customer inconvenience and a temporary reduc tion in quality of service while 

the employee is being trained. On-the-job training involving heavy equipment or 

chemicals may threaten the safety of others who are working in close proximity. The 

experienced employee may lack expertise or inclination to train the juniors. The 

training programme itself is not systematically organized (Harris and Desimone. 1994; 

Vohra. 2006; Noe. 2008) . 

B. off-the-Job Training and Development Methods 

Off-the-job training simply means that training is not a part of every job activities. It is 

useful when concepts. attitudes. theories and problem solving abilities are to be 

taught. It is associated more with knowledge than skill (Krishna and Aquinas. 2004) . 

There are different techniques of off-the-job training and development methods. 

Some of the most c ommon o ff-the-job techniques are discussed hereunder. 
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i. Lecture Method 

Lecture method refers to a verbal presentation of ideas, concepts, theories, issues 

and information by trainer to audience [Vohra, 2006; Saiyadain, 1995). It involves 

having an instructor present material to a group of learners. Lecture method is 

relatively inexpensive to develop and deliver, and it can be effective in imparting 

factual knowledge quickly and efficiently. Further more, it is an efficient way of 

transmitting factual information to a large audience in a relatively short amount of 

time [Milkovich and Boudreau; 1991; Harris ond Desimone, 1994; Noe, 2008). 

ii. Case Studies 

A case study is a description and explanation of a real life event from which the 

trainee can draw lessons, examples, and illustrations [Bolton, 2001). It is a written 

description of an actual situation in business which provokes, in the reader, the need 

to decide what is going on what the situation really is or what the problems are, and 

what can and should be done [Vohra, 2006). Under this method, the trainees may be 

given a problem to discuss which is more or less related to the principles already 

taught. It gives the trainee an opportunity to apply his knowledge to the solution of 

realistiC problems (Krishna and Aquinas, 2004). 

The case study is a training method that utilizes simulated business for trainees to solve. 

It helps to determine problems, analyze causes, and develop alternative solutions. 

Case study can provide stimulating discussions among participants, as well as, 

excellent opportunities for individuals to demand their abilities. The employee is 

expected to study the information given in the case and make decisions based on 

the situation. 

Advantages and Disadvantages of off-the-Job Training Methods 

Conducting training away from the work setting has several advantages over on-the­

job training. Class room setting permits the use of a variety of training techniques, such 

as video, lecture, discussion, rolE'.2la)ling and simulation. The environment can be 

designed and/or controlled to minimize distractions and create a climate conducive 

to training. Class room setting can also accommodate larger numbers of trainees that 
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fOllows for more efficienr delivery of training. They are generally cost-effective in 

Iralnlng a large number of people with common need. New concepts and 

techniques c an be presented to a large number of people in the shortest possible 

time . Views, opinions, and information can be shared with the other people in the 

group who can bring a wide range of experience to the discussions (Harris and 

Desimone, 1994; Rae, 2003). 

Every technique and approach, in addition to having advantages usually has 

disadvantages or problems; off-the-job training methods have no exception. It 

increases costs (such as travel and the rental or purchase and maintenance of rooms 

and equipment) . Its dissimilarity to the job setting makes transfer of training more 

difficult. The different learning preferences of individuals or g roups can not always be 

taken in account. Not all the learner will have similar motivation levels and, in fact , 

some may be resisting learning because they did not want to come. The different 

learning speeds of individuals who are usually forced to progress at a compromise 

rate (Harris and Desimone, 1994; Rae, 2003) . 

To conclude this part, some of the many options that human resource training and 

development professional has available when designing a training program are 

illustrated. Many HRD programs use several of these techniques in order to take the 

advantage of each technique 's unique strengths. The objectives of the program, time 

and money available, availability of other resources, and trainees ' characteristics and 

preferences are some of the factors that organizations need to consider in selec ting 

appropriate training methods/techniques. 

2.4.3 Implementation of the Training and Development Program 

For employees to acquire knowledge and skills in the tra ining and development 

program and apply what they have learned in their jobs, the training program must 

be implemented in a way that appl ies what we know about how people leam. 

Effective training communicates learning objectives clearly, present information in 

distinctive and memorable ways, and helps trainees link the subject matter to their job 

(Noe and others, 2007) . 
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Training and development program implementation involves action on: deciding the 

location and organizing train ing and other facilit ies; scheduling the training program; 

conducting the program; and monitoring the progress of trainees (Vohra, 2006) . It 

involves choice of participants, whether they should be sent to an external program 

or the organization offer an in-company program. The decision of sponsoring an 

external program or organizing an in-company should look at such issues as 

ava ilability of relevant programs, number of people to be trained , dura tion for which 

they could be taken' off the job, timing of training programs, and cost 

(Saiyadain, 1995). 

The primary responsibil ity for implementing the training program lies with the trainer. 

One of the first implementa tion decisions is arranging the p hysical environment. A 

motivating environment gives trainees a sense of satisfaction, responsibility, and 

achievement (Torrence, 1993). The environment is particularly important to on-the-job 

tra ining, because the tra inee must feel comfortable enough to concentrate a nd 

learn. In a class room setting, a number of factors should be considered when 

arranging physical environment. These include the seating arrangement, comfort, 

and physical distractions. Seating is important because it establishes a spatial 

relationship between the trainer a nd trainees. The physical comfort level like extremes 

in room temperature can inhibit learning. Physical distractions including noise, poor 

lighting, and physical barriers also affect learning activities (Harris and DeSimone, 

1994). 

Having a ll the elements needed to implement a tra ining program-a viable lesson 

plan, materials and audiovisual equipments on hand, and physical environment 

ready-the final step is to do it. It is important for the trainer to get the program off to a 

good start and maintain it (Harris and Desimone, 1994). 

2.4.3.1 Who Participate in the Training and Development program? 

Selecting individual for training is very important decision for both the organization 

and the individuals chosen. From organization's perspective, providing the right 

train ing to the right people can help create and maintain a well-trained and stable 
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workforce. From individual's perspective. those selected for additional training are 

likely to receive higher pay. additional prestige. and greater opportunity for 

promotion. Those not selected can suffer a loss of prestige among fe llow workers and 

can be effectively blocked from promotion (French, 1990) . 

According to Vohra trainees should be selec ted on the basis of self-nomination. 

recommendations of supervisors or HR department. Whatever is the basis it is 

advisable to have two or more target audiences (Vohra. 2006). As to French (1990). 

important considerations in selecting trainees inc lude: federal regulations and o ther 

legal guidelines; employees needs and regula tion; and ski lls obsolescence and 

retraining. 

2.4.3.2 Who are the Trainers? 

Once the organization has made a decision to design its own training program. a 

trainer must be selected. Selecting a trainer can be a fairly easy process when an 

organization has a large. multifaceted staff with the competencies a subject-matter 

expertise to train in high demand areas. Effective tra iners must be able to 

communicate their knowledge clearly, use various instructio nal techniques. have 

good interpersonal ski lls, and have the ability to motivate others to learn (Harris and 

Desimone, 1994). The trainers must understand the organization 's operations so that 

he or she can provide participants or internal customers w ith meaningful course 

material (Kirby and Ginzel. 1989). 

Training and development activities are provided by tra iners, managers . in-house 

consultan ts. and employee experts. They are a lso provided by outside vendors 

include colleges and universi ties. community and junior co lleges, technical and 

vocational institutions, product suppliers, consul tants and consulting firms, unions, 

trade and professional organizations. and government organizations. The selection of 

each depends up on the need of trainees. Large organizations generally maintain 

their own train ing departments whose staff conducts the programs (Vohra, 2006; Noe, 

2008). 
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2.4.4 Evaluating Human Resource Training and Development Programs 

After a training program ends. or at interval d uring on ongoing training program. 

organizations should ensure that the training and developmen t is meeting its 

objectives (Noe and others. 2007). Training and development must be evaluated by 

systematic ally documenting the ou tcomes of the training in terms of how trainees 

actually behove bock on their jobs and the relevance of the trainees' behavior to the 

objectives of the organization (Coscio. 1986) . 

According to Basarab and Root (1993:2) evaluation is defined os: 

A systematic process by which pertinent data ore collected and converted in 
to informa tian for measuring the effects of training, helping in decision making, 
documenting results to be used in program improvement, and providing a 
method for determining the quality of training. 

Evaluation consists of on evaluation of various ospects of training immediately after 

the training is over and judging its utility to achieve the goals of the organization 

(Saiyadain. 1995) . More over, it is on attempt at determining what changes tokes 

place in skills. knowledge, and attitudes of employees as a result of training and how 

far these changes ore benefic ial to the organization's objectives (Cowling and Moiler, 

1998). 

As final point. evaluation is the only means by whic h the organizations ensure the 

appropriate delivery of training and development programs. In order to identify 

appropriate training outcomes, on organization needs to look at its business strategy, 

at its organizational analysis, at its personal analysis. at its task analysis, at the learning 

objectives of the training. and its plan for training transfer. 

2. 4. 4. 1 The Purpose of Training and Development Evaluation 

According to Noe and others, the purpose of evaluating training and development is 

te 'lelp with future decisions about the organization 's training and development 

programs. Using the evaluation, the organization may identify a need to modily the 

train ing and gain information about the kinds of changes needed . The organization 
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may decide to expand on successful areas of training and cutback on training that 

has not delivered significant benefits (Noe and others, 2007) . 

Evaluation of training and development can serve a number of purposes with in the 

organization . It can help to: determine whether a program is accomplishing its 

objectives; identify the strengths and weaknesses of HRD programs; determine the 

cost/benefit ratio of an HRD program; decide who should participate in future HRD 

programs; identify which participants benefitted the most or least from the program; 

reinforce major points to be made to the participant; gather data to assist in 

marketing future programs; and determine if the program was appropriate. 

Moreover, it help to establish a data base to assist management in making decisions; 

to assess whether the content, organization, and administration of the program 

contribute to learning and the use of training content on the job; and to compare the 

costs and benefits of different training programs to choose the best program (Noe, 

2008; Harris and Desimone 1994; Basarab and Root, 1993; Vohra, 2006). 

Thus, evaluation of training and development program is as important as any other 

part of the HRD process. It helps to assure whether the program should be run or not, 

and find out how it could be improved. It is the only way one can know whether an 

HRD program has fulfilled its objectives. 

2,4,4,2 Who Undertakes Training and Development Evaluation? 

The evaluation of training and development activities rests on those who are affected 

or participated in the process. Evaluation must be co-operative. A one-man 

evaluation is little better than no evaluation, regardless of who does it, how 

competently he does the job, or how valid his findings may be. All who are part of the 

process of appraisal, or who are affected by it. must participate in the process (Tracy, 

in Kenny and Reid 1986). 

According to Rae the senior management, the training manager, the trainer, the line 

manager, and the learner could take part in the evaluation of training and 

development program (Rae, 2003). 

40 



2.4.4.3 What should be evaluated? 

Training efforts can be evaluated according to any or al l of the four criteria: reaction, 

learning, job behavior, and resu lts (Bolton, 200 1; Cascio, 1986; Harris and Desimone, 

1994) . Each of them is discussed below. 

i. Reaction 

A t th is level. the focus is on trainees perceptions about the program and its 

effectiveness (Harris and Desimone, 1994). It typically focus on participants' feelings 

about the subject and the speaker, suggested improvements in the program, and the 

extent to which the training will help them do their jobs better (Bolton, 2001; Cascio, 

1986). Positive reactions to a training program may make it easier to encourage 

employees to a ttend future programs (Harris and Desimone, 1994) . 

iI. Learning 

At this level evaluation requires that the trainees should be tested on what they have 

learned as a result of training. This might be an end-of-course test and would aim to 

assess the degree to which the trainee had acquired the knowledge, skil ls or abilities 

that the training aimed to deliver (Bolton, 200 1). It is an important criterion; one may in 

the organization would expect an effective HRD program to satisfy. Measuring 

whether some one has learned something in training may involve quiz or test - clearly 

a different method from assessing their reaction to the program (Harris and Desimone, 

1994). 

iii, Job Behavior 

Many training departments use pre- and post-tests to make up for the inadequacy 

train ings. But, this doesn't really tell you if trainees are applying on the job the 

information they have learned in the job (Erickson, 1990). This level of evaluation 

considers the degree to which knowledge and skills acquired in training are used 

back in the work place. The objective of all training must be to influence work place 

behavior in a desired way. However, any failure to transfer new skills to the work place 

may not be the fault of either the training or the trainee. It may be that of the culture 

of the work place, or the attitudes of the boss mitigate against the trainee displaying 

41 



his new skills to best effect. and the newly trained worker will continue to behave as 

though no training had taken place (Bolton, 2001; Cascio, 1986). 

lv, Results 

Evaluation at this level considers the effect of train ing on the functioning of the work 

place. The evaluator will be looking for improvements in output, quality, productivity, 

less waste or whatever is most appropria te for the type of training undertaken (Bolton, 

200 1). The impact of training on organizational results is the mast significant but most 

difficult measure to make. Measures of results are the bottom line of training success 

(Cascio, 1986). It is also the most challenging level to assess, given that many things 

beyond employee performance can affect organizational performance (Harris and 

Desimone, 1994). 

2.5 Problems of Human Resource Training and Development 

According to Milkovic h and Boudreau (1991). the most commonly cited reason for 

training failures include lack of managerial support and reward for the new behaviors, 

and a lack of employee motivation. They further identified several reasons for failure 

of training and development programs. Some of these includes: no on-the-job 

rewards for behaviors and skills learned in training; insufficient time to execute training 

programs; work environment does not support new behaviors learned in training; lack 

of motivation among employees; inaccurate training need analyses; training needs 

changed after program had been implemented; management does not support 

training program; and insufficient funding of training program. 

' Besides, most of the training and development problems are resulted from 

inadequate planning ar)d ·Iack of coordination of efforts. The common problem in 

HRTD are inadequate need analysis, trying out fad programs or training methods, 

abdicating responsibility for development to staff, trying to substitute training for 

selection, lack of training among those who lead the development activities, using 

courses as the road to development, encapsulated development. attitude of 

managers, availability of resources and financial problems (Mathis and Jackson, 

1997). 
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More over, the factors that hinder the effectiveness of training programs are related 

to the trainer, the training program, organizational constraints and rigidity, and the 

nature and psychology of training and development program (Soh, 1991). Besides, 

management commitment is lacking and uneven; educational institutions award 

degrees without practical knowledge; spending on tra ining is inadequate; large-scale 

poaching of trained workers; no help to workers displaced because of downsizing; 

and organized labor (Vohra , 2006). Further more, the negative attitude of the line 

manager, peers, and subordinates to the introduction or implementation of new 

methods or techniques makes training and development program ineffective (Rae, 

2003). However. there are several actions that will make trainin g and development 

more effective area. These includes: resource allocation, competition strategy, 

systematic approach, proper link, and evaluation of train ing (Vohra, 2006). 

2.6 Human Resource Training and Development in the Context of Ethiopia 

The Ethiopian government has been increasingly concerned with developing a civil 

service with the capacity to achieve greater efficiency and responsiveness in 

delivering public service as well as providing enabling environment for other sectors of 

the economy. This becomes paramount in the face the need for prudent 

management of resources and global development of new managerial strategies, 

which promise better results with learner resources. The new civil service management 

system is aimed at providing services that meet the needs of the citizens and not the 

convenience of service providers (FORE, 2001). The distinctive force in making all these 

realizable is the human resource. 

In the Ethiopian context, HRM in the civil service has been concerned mainly with 

personnel policies and practices, with little attention to strategic management aspect 

(FORE, 1997). This failure to see the strategic role of human resource leads to the 

deterioration of competence in the civil service. Since developed men and women 

are the bedrock of sustainable development of any country, the FORE is focusing 

attention on HRD. 
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Human resaul ce ueveiopillent is a lelm used for the training, education ana 

development of employees. Educalion is usually distinguished from training in thai the 

learnt knowledge, skills, attitudes and behavior may not be immediate application 10 

the job. Training is a means to improve knowledge, capability, skill as well as 

attitudinal c hange. Training raises the confidence of employees in undertaking tasks 

that ore more demanding as well as enabling them to achieve greater level of 

success in their work. With out a high-quality education and training system, the skills 

required to support economic, political and social development could nol be 

developed and sustained. Development on the other hand could be specifically 

defined as an organized set of experiences designed to improve job performance of 

on individual in the current job and to prepore employees with potentials for 

advancement to higher positions. It involves work redesign, job assignments, job 

rotalion, job enlargement, coaching, exposure and key activities that assist in 

equipping employees for effective job performance (FORE, 1997). 

The major factor for the inadequate training and development of civil servants is lack 

of HRD policy and failure and to embrace strategic approach to HRM. Human 

resource development policy is a set of comprehensive contextual guide lines on 

tra ining, education and development aimed at promoting optimal capacity for all 

civil servants (FORE, 200 I). Operational training and development plans of the various 

ministries must be derived from the overall national pol icy on HRD. 

A ddressing the gap in HRD for the civil services becomes very urgent, more so in the 

light of the on-going Civil Service Reform Programme. The infusion of efficiency and 

effecliveness in to the Ethiopian Civil Service is required to consolidate the gains of the 

reforms . The overall objective of training and developing civil servants is to ensure that 

the service is continuously staffed with highly skilled and knowledgeable personnel to 

p rovide excellent service (FDRE, 200t). This entails the selection, deployment, training 

and development of human resources in accordance with identified needs to 

ochieve governmental mission, tasks and jobs. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

This chapter of the paper deals with the description of procedural steps of the study 

which includes research method, sources of data, sampling technique, data 

collection instruments, procedures of data collection and methods of data analysis . 

3, 1 Re search Method 

As to Koul (2006) and Hopkins (1980) indicated, the research method employed is 

determined by the research topic. As mentioned earlier, the main purpose of this 

study was to assess the practices and problems of human resource training and 

development in education offices of Hadiya zone . Hence, descriptive survey method 

was conducted in this study with the assumotion that it could help the researcher to 

reveal the prac tices of human resource training and development in education 

sector of the Zon e. Besides, this method helps to identify major problems that have 

been influenced human resource traini'lg and development programs. The 

descriptive survey method was appropriate because it helped in obtaining 

Information concerning the curre nt status of the practices and problems of human 

resource training and development and it help the researcher to describe what he 

observes concerning the issue. 

3.2 Sources of Data 

The data for this study were obtained from both primary and secondary sources. 

Accordingly, primary data were collected from educational o ffice holders (Le. 

office/department heads, process owners, and performers) and educational 

supervisors of Woreda education offices. Besides, educational office holders of 

Hadiya zone education departmen t were considered as a source of data. Heads and 

Process owners w ere included I!: t'le primary source of data because the\' 'lave the 

responsibility to identify their own as well as their subordinates training and 

development needs. On the top of taking part in making decisions with regard to 
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hCllillllg and deveiopmenl oclivities, they are expected to train and deveiop 

subordinates on their Jobs. In addition to th is, they have greater responsibility in 

identifying problems the education offices face in training and development 

activit ies. On the other hand, performers and educational supervisors involve in 

identification of their own training and development needs as well as in evaluating 

the relevance of programs in helping them to perform their duties successfully . 

The secondary sources of data for the research were obtained from annual reports, 

educa tional abstracts, directives, and published and unpublished materials. This type 

of da ta collection rein forced data collected from the primary data and as well 

provides with additional information unrevealed in the primary data collection 

method . 

3.3 Sampling Techniques 

There are ten woredas and one town administration in the zone under study. In order 

to gather sufficient and relevant data for' the study, simple random sampling 

technique was employed to select seven Wordas education offices . This helps to give 

equal chanc e to the woreda education offices to be included in the sample. ' The 

selected education offices account for 64% of the total offices included in the study. 

In addition to this, the zonal education department was included in the study. The 

respondent performers and supervisors from each respective sample education 

offices were also selected by stratified followed by simple random sampling . 

As said by Koul (1996), if the number of sample selected from each stratum are 

proportional to the total number of units in the strata, the efficiency of simple random 

sampling increases. Hence, stratified sampling technique was used. to group 

employees in each sample education offices in to two stratums based on their job 

tit les (i.e. performers and supervisors) .Th is helps to increase the representativeness of 

the sample by obtaining information from different occupational group. Furthermore, 

heads and process owners from each sample education offices were considered as a 

source of data for the study by using purposive sampling technique, as the 

in formation obtained from them was very essential. 
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Conc erning respondent population, out of total of 130 officials including heads, 

process owners and performers about 85 (65%) were selected. Due to their small size 

the proportion of heads and process owners are greater than that of performers and 

supervisors. Out of 100 supervisors about 53 (53%) were included. Generally, out of 230 

tota l populations, 138(60%) sample respondents were included. Therefore, the sample 

size of the respondent replied to the research study was assumed reasonable and 

~representative . 

3.4 Data Gathering Tools 

In order to obtain information pertaining to the subject of the study, different 

instruments like questionnaires, semi-structured in terview, focused group discussion 

and document analysis were employed. 

The questionnaires contained both close ended and open ended items, based on 

the review of related literature. Questionnaires were used because it enables to 

secure data from relatively large number of people at a time and it allows the 

respondents to express their ideas and opinions freely . Some open ended item 

questionnaires were included to give the respondents the chance to include their 

opinions that are not mentioned by the researcher. The questionnaires prepared were 

translated in to Amharic language for the reason that some of the respondents 

working at zone education department and woreda education offices may not 

clearly understand English language. Thus, this may ovoid language barrier while 

gathering appropriate data. 

Semi-structured interview was favored to get additional information and top 

managements' view in re lation to the problem understudy. Additional information 

regarding human resource training and development were also obtained through 

document analysis. Moreover, for issues that require more clarification, focused group 

and discussion were used as additional information gathering means. 

The response formats for the items were multiple choices, five point likert scale 

(strongly disagree, disagree, undecided, agree and strongly agree), rating scoles 
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(never true, rarely true, sometimes true/sometimes not, usually true and always true), 

and yes/no types, for close ended questions. 

For the purpose of this study, instrument reliability test was established. In assessing the 

reliability of scales used for the questionnaires a coefficient of internal consistency was 

calculated for each part using Cronbach's Alpha methodology. As a result. the 

calculated reliabil ity of the instruments using internal consistency method of 

Cronbach Alpha for part I, part II. part III, part IV, part V, part VI. part VII and part VIII 

were found to 0.783 (78.3%), 0.896 (89.6%) , 0.844 (84.4%), 0.902(90.2%), 0.685 (68.5%), 

0.803 (80.3%), 0.762 (76.2%) and 0.712 (71.2%) respectively, which were in an 

acceptable range. 

3,5 Procedures of Data Collection 

After sample woredas have been identified, first contact was made with heads of 

Hadiya zone educat ion department and each sample woredas education offices. 

Then, after securing the necessary permission, the list of work processes and the 

c orresponding number of employees in each work process o f the zone education 

department as well as each sample wordas education offices were obtained. 

Following th is, those heads, process owners , performers, and supervisors, who are 

expected to fill out the questionnaires in respective education office, were identified. 

Seven assistant data collectors were selected for each sample woredas. The selected 

assistant data collectors were oriented on the way o f administering and col lecting 

questionnaires. Before it was administered to respondents a pre-test was carried out 

at Hossana town administration and Duna Woreda education offices which were not 

included in the sample. Th is helped the researcher to c heck the oppropriateness of 

the item contained in th e questionnaire. Experts in the fi eld were also consulted. For 

pilat test. 17 officia ls and 12 supervisors were involved and suitable change was made 

depending on comments collected. As a result. the necessary modification and 

improvement were made on part I and part VI I. In addition, after establishing the 

reliability of instruments, some of the items that deal with needs assessment were 

rejected. 
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The questionnaires were distributed to heads, process owne rs , performers and 

educatio nal supervisors of the sample education office by assistant dato collectors. 

The questionnaires filled out by the respondents were collec ted by assistant data 

c ollectors, Then, the researcher collected the filled out questionnaires from a ss istant 

data collec tors for analysis . 

With regard to interview, the researc her administered semi-structured interview fo r 

heads and proc ess owners of zone education department and each sample woreda 

education offices. The interviewees were interviewed and their responses recorded by 

the researcher. Finally, focused group discussion and different documents related with 

human resources training and development in education department and sample 

woredos education offices were critically analyzed . 

3,6 Methods of Data Analysis 

The data collected through questionnaires, semi-structured interviews, focused group 

discussion, and document analysis from the study's representative samples were 

processed and subjected to a variety of analysis techniques. Both descriptive and 

inferential statistics were employed to analyze the data gathered. In descriptive 

sta tistics frequency counts, percent, ranks and mean value comparisons were used. 

Best and Kahn (2005) stated that when the restriction assumption of the tests are 

viola ted, the test may lead to an erroneous interpretation of data and will cost doubt 

on the result. Based on this fact and since the study were quantified as ordinal and 

nominal scale of measurement, an inferential statistics o f non parametric chi-square 

test at 0.05 level of significance wos used to verify whether there are significant 

differences in the distribution of responses between or among the resp ondents of the 

two groups under study (i.e officials and supervisors). Besides, spearman's rank 

ordered correlat ion coefficient test was employed to fest whether there is correlation 

between fhe rankings of the responses of the two groups. Finally, al l types of 

computations for the analysis of data were done- by using statistical package for 

social science (SPSS) computer software. 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF THE DATA 

This chapter deals with the presenta tion and analysis of data. It consists of two 

sections. The first section trea ts the general characteristics of respondents in terms of 

sex, age, education level, field of specialization, work position, and work experience . 

The second section discuses the main part of the study, the analysis and interpretation 

of data that were collected through questionnaire, interview, focused group 

d iscussion and document analysis. The information collected through these data 

gathering techniques was presented, analyzed and interpreted with the help of SPSS 

computer software. 

4.1 General Characteristics of the Respondents 

Two groups of respondents, education office holders (office heads, process owners 

and performers) on one hand and educational supervisors on the other hand, were 

approached from zone educa tion department and sample woredas education 

offices to fill one category of a questionnaire prepared for the study purpose. A total 

of 138 questionnaire copies were distributed to o ffi ce holders and supervisors in 

respective sample offices. Only 11 1 (80.4%) were filled out and returned, of which 

63(56.8%) were office holders and 48(43.2%) were educational supervisors. In addition 

to the questionnaires, to raise the quality of data semi-structured interviews were 

conducted with 16 individuals (i .e 8 office heads and 8 process owners), and also 

document analysis and focused group discussion were made. Based on the data 

collected, the general characteristics of the respondents of the study were analyzed 

as follows. 

As shown in Table I , the majority (97.3%) of respondents, 98.4% of office holders and 

95.8% of supervisors, were moles . The females constitute only 2.7% of the tota l number. 

This indicated that the participation of females in these positions in education sector 

of the zone was low. This is the reflection of the objective reality in the civil service of 

the cOlJntry which show-s that only a few numbers of females are present in these 

positions as the result of uneven educational opportunity during the previous regimes . 
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Therefore, it needs sufficient effort and commitment to improve the condition in 

increasing females' access to these positions . 

Table 1: Respondents' Distributed by Sex, Age, and Educational level 
~ 

Items Resp_ondents cateaory 
Office Holders Supervisors Total 
N163) % N148) % NIII I ) % 

I Sex of respondents 
A. Mole 62 98.4 46 95.8 108 97.3 
B. Female I 1.6 2 4.2 3 2.7 

2 Age of resp_ondents 
A. below 20 years - - I 2.1 I 0.9 
B. 21-30 years 5 7.9 4 8.3 9 8.1 
C. 31-40 years 30 47.6 21 43.8 51 46 
D. 41-50 years 26 41.3 18 37.5 44 39,6 
E. 51 years and above 2 3.2 4 8.3 6 5.4 

3 Educa tional level 
A. Below Grode 12 - - - - -

B. 121h comple te I 1.6 - - 1 0.9 
C. TTl - - 1 2.1 I 0.9 

I D. College diploma 38 60.3 37 77.1 75 67,6 , 
E. BA/BSC 24 38.1 10 20.8 34 30.6 
F. MA/MSC and above - - - - - -

4 Your area of specialization 
A. Management 4 6.3 3 6.3 7 6.3 
B, Accountinq - - - - - -

, C. Educalional Planninq and Mqt 
~. 

13 20,6 10 20.8 23 20] 
, D. Economics - - - - - -, 

E. Natural science 27 42.9 20 41.7 47 42.3 
F. Language 7 11.1 7 14.6 14 12.6 
G. Socialsciencelothers) 12 19.0 8 16.7 20 18.1 

Note: N= Number of respondents: %= Percentage (other Tables follow the same explanation) 

Concerning the age range, the majority 46% and 39.6% of the total respondents were 

in the age group of 31-40 and 41-50 years respectively. This shows that under normal 

c ircumstances, they can express ideas related to the study consistently and with good 

understanding. So their opinion can be token as acceptable to the study. 

A detailed look at item 3 of Table I reveals that most 167.6%) of respondents, 60.3% of 

office holders and 77.1 % of supervisors, were Diploma holders. Graduates of TTl 10.9%) 

and 12'h comple te 10.9%) were very few in number. The remaining 30.6% of 
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respondents were fi rst Degree holders. Thus, it is possib le to say that the majority of 

respondents have awareness about the importance of tra ining and development 

programs and can provide useful ideas. 

With regard to the fi e ld of spec ialization, th e majority (42.3%) of respondents, 42.9% of 

office holders a nd 41.7% of the supervisors, w ere specialized in natural science stream. 

Abou t 20.7% o f respondents were spec ialized in educational planning and 

management . The res t were specialized in di fferent fields of study. This implied that 

insufficient e ffor t w as made by the offices to replace those employees spec ialized in 

natura l sc ience by educational planning and management. Hence, this has adverse 

effects on human resourc e training and development in the sector. 

Table 2: Respondents ' Current Position and Work Experiences 

01 Items Respondents caterJory 
z Offic e Holders Supervisors Total 

N(63) % N(48) % NIIII) % 
I Current Position 

A. Office/department head 7 II .1 - - 7 6.3 
B. Process owner 7 II. I - - 7 6.3 
C. Performer 49 77.8 - - 49 44.2 
D. Sup ervisor - - 48 100 48 43.2 

j 2 
Service Year on the current position 

A. below 5 years 57 90.5 46 95.8 103 91.9 
, B. 6-10 years 5 7.9 2 4.2 7 6.3 

1 I - C. I 1- I 6 years I 1.6 - - I 1.8 
D. 16 years and above - - - - - -

3 To ta l work experience 
A. b elow 5 years 2 3.2 - - 2 1.8 

I 
B. 6- 10 years 5 7.9 6 12.5 II 9.9 

I C. I 1- I 6 years 13 20.6 10 20.8 23 20.7 

l D. 16 years and above 43 68.3 32 66.7 75 67.6 

As shown in Table 2, 6.3%, 6.3%, 44 2%, and 43.2% of the total respondents had current 

positions of office heads. process owners, performers, and supervisors respectively . 

Rl?gording service years in their current posi tions, the overwhelming majority (91.9%) of 

them grouped in- the- range o f 1-5 years. Th is shows that due to currently introduced 
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BPR practices most of the experienced employees in the sector were shifted from their 

former jobs to newly structured positions within the office or the sector. 

The total work experience of the majority of (67.6%) of respondents were 16 years and 

above, while the remaining 32.4% of them had on experience of below 16 years. This 

information suggested that most of the employees in the sector had well 

experienced. So they c an provide vital informa tion regarding the p ractices and 

problems of training and development in the ir respective offices. 

4.2 Analysis of Variables Related to the Practices and Problems of Training 

and Development 

Under this port the general information regarding training and development, needs 

assessment practices, selection cri teria, setting objectives, selection of contents and 

methods, evaluation of training and development, and issues related with problems 

of training and development will be presented and analyzed. 

For the purpose o f discussion, employees who are working in the offices (office heads, 

process owners, and performers) were categorized as office holders and those 

employees who link o ffices with the schools are categorized as supervisors . This helps 

the researcher to compare and contrast the views from different respondents 

concerning the practices and problems of human resource training and 

development. 

4.2 .1 Provision, Arrangement, Job Assignment, and Contents of Training and 

Development Programs 

Providing appropriate training and development for managers and employees is 

essential for orgonizations to achieve their goals and objectives. Assigning individuals 

based on their qualification and training helps them to accomplish their tasks 

effectively ana efficien tly. With thiS regard, issues related with provision , arrangement. 

job assignment and contents of training and development the trainers took so far are 

summarized in Tables 3-7 os follows. 
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Table 3: Provision of Tra ining or Development Progra ms 
~ .~ - 2 I Item Responden ts cateqory I X 

Office Supervisors Total Test , ~I I Holders 

I N % N % N % (J) !l.. 

:::> 

I 
a 
> 

I 1 Did your office provide any 
I I long/short-term training or 

I 
development programs for its 
employees and managers since "- 0 

"' 
I 

1998 E.C.? "- 0 
0 

"' c:i (') 

A. Yes 54 85.7 33 68.8 87 78.4 

B. No 9 14.3 15 31.3 24 21.6 
f- -

2 Did you attend any short/long-term 
training and development program 
offered since 1998 E.C.? 01 0 0--co 0 

A. Yes 55 87.3 35 72.9 90 81.1 0 
01 c:i 

2 " 
B. No 

I 
8 12.7 13 27.1 21 18.9 

Note : Level of slgnlflcance= 0.05 (other Tables follow the same explanation) 

As illustrated in Table 3 in item I, the majority (78.4%) of respondents confirmed that 

short/long-term training or development programs were provided for employees in 

the education sector of the zone. While the remaining 21.6% of them replied that their 

offices didn't provide any long/short-term training or development programs. A chi­

square test was employed to check if there is a significant difference among the 

responses of the two groups of respondents . The c ritical va lue of chi-square with 

degree of freedom I and at a 0.05 level of significance is 3.841. The computed chi­

square value equals 35157, which is greater than critical value. Hence there is a 

statistically significant difference between the responses of the two groups. This implies 

that the proportion of those who replied Yes is grea ter than those who replied No. The 

information gathered with interview from office heads and process owners indicated 

tbot there was the practice of prolLiding long Ol short term training or development 

programs for their employees and managers. Therefore, it is possible to infer that the 
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education offices of the sec tor provide long or short term training or development 

programs for the ir employees for the last three yeors 

As Ta ble 3 indicated that the overwhelming majority (8 1.1 %) of respondents attended 

the training or development programs provided while the remaining 18.9% of them 

didn' t attend any program at all. The chi-square test also shows there is statistically 

sign ificant differenc e between the two groups of responses indicating that most of 

file emp loyees a trended the programs. 

Table 4: Arrangement of Training and Development Program 

Item Respondents category 

0 Office Holders 
z 

Supervisors Total 

N % N % N % 

1 If your answer for item 2 in Table 3 is 
·yes· . who arranged the program? 

Woreda education office 17 27.0 9 18.8 26 23.4 

I 
Zone education department 16 25.4 13 27.1 29 26.1 

Regional edu cation bureau 33 52.4 17 35.4 SO 45.1 

. Woreda capac ity building office 14 22.2 2 4.2 16 14.4 

Zone c apacity building department 8 127 4 8.3 12 10.8 

Regional capacity building bureau 14 22.2 7 14.6 21 18.9 

Non-governmental organizations 13 20.6 6 12.5 19 17.1 

i 
Ministry of education 1 1.6 1 2.1 2 1.8 

As Table 4 depicts. respondents who attended training and development programs 

were further asked in order to indicate who organized/designed the programs. 

Accordingly. the majority (45.1 %) of those who attended the train ing and 

developmen t programs partic ipated in the programs organized by REB. The second. 

~ird . and fourtb--.majority of respondents attended the programs organized by ZED. 

WEO. and RC BB respectively. The Table also indicated that WCBO. ZCBD. MOE, and 

other NGOs insignificantly organized training programs for the sector. This implies that 
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il1udequate efforts have been mode at various levels in the sector to organize training 

and development activi ties . 

Table 5: Kinds of Training and Devetopment Program 

,------I Item Respondents category I 
I 

o 
z 

I 
I 

d 
I 

I 
I 

What were the kind (s) of program(s) 
you have attended 2 

I Short term seminars, workshops 
I c onferences, etc 

A ttending higher education institutions 

Visit tour to other organizations 

Distance education program 

Mentored with in the organization 

Coached by immediate supervisors 

Exposed to various jobs with In the 
organization through job rotation 

Office 
Holders 

N % 

54 85.7 

28 44.4 

I 1.6 

21 33.3 

8 12.7 

14 22.2 

- -

Supervisors Total '" c 
0 

'" 
N % N % 

32 66.7 96 86.5 I 

15 31.3 43 38.7 2 

- - I 0.9 6 

18 37.5 39 35 .1 3 

10 20.8 18 16.2 5 

16 33 .3 30 27 .0 4 

- - - - -

According to Table 5, among those who attended training and development 

programs, 86.5%of them attended short-term seminars, workshops and conferences. 

About 38.7% of respondents joined higher education institutions, while 35.1 % of them 

attended distance education through correspondence. The Table also shows that 

27%, 16.2%, and 0.9% of them were coached by immediate supervisors, mentored, 

and vis it tour to other organizations respectively. But na ane exposed to various jobs 

with in the organization through job rotation. From the above information we can 

conclude that visiting tour to other organizations or exposing employees to various 

Jobs- wi th in the or§anizotion through job rotation found at a lower level. Relatively 

greater emphasis was given to short-term programs in the sector. 
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Table 6: Iss ues Re lated with Job Assignment and Relevance of Training and 
Developme nt 

~r ltem 
-

x2test Respondents category 
I 

i I Office Supervisors Total 
Holders Q) 0 

Z :::> 

N % N % N % 0 [L > 

I Was the program you attended 
directly related to your job? 0 

"- 0 
N 0 

A. Yes 50 79.4 34 70.8 84 75.7 0- Cl 
N 0 

B. No 13 20.6 14 29 .2 27 24.3 

2 If you have attended either 
! formal education or distance 

educo tion, did you get the 
proper placement and benefits M ..,. 0 
after completion? N 0 

co 0 

I 

- ci 
Yes 32 65.3 21 63,6 53 64 .6 

No 17 34.7 12 36.4 29 35.4 

3 If your answer for item 2 is "No", .'-' 

what is the reason for that? c: 
0 

Cl:C 

A. Managerial problem 4 23.5 3 25 7 24.1 1 

I B. Shortage of budget 5 29.4 1 8.3 6 20.7 2 
, 

C. The program I attend had no 3 17.7 2 16.7 5 17.2 4 
relation with my regular job 

D. priority was given for other 3 17.7 3 25 6 20.7 2 
employees 

, 

i 
IE. Unknown reosons 2 1 1.7 3 25 5 17.2 4 

AS shown in Table 6, reg ard ing the relationship of p rograms they attended towards 

their job, 75.7% of them replied that the program they attended had direct 

relationship with their job Only few of them expressed their disagreement The 

information obtained through interview ond focused group discussion reveals that 

most of the programs they attended had direct relotionship with their jobs. The chi­

square test also shows that there was statistically significance difference between the 
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opinions o f the two groups. Hence, it is safe to conclude that most of the programs 

they ottended had direct relationship with their jobs. 

Respondents were asked if they had attended either formal education or distance 

education and got proper placement or benefits after complelion. Among those 

individuals who have allended their long-Ierm Iraining 64.6% of th em responded thai 

Ihby had gol Ihe proper position and benefit. The rest 35.4% of Ihem asserted that 

Ihey didn ' t get the proper placement and benefits. The chi-square test shows the 

existence of significant difference between Ihe responses of the respondents implying 

that the proportion of those who replied Yes is greater than those who replied No. 

As shown in item 3 of Table 6, those respondents who didn't get proper position and 

benefils indicated Iheir reasons. Among them 24. 1 % related the problem as 

managerial problem in assigning the educational upgraded individuals on the right 

position. While, 20.7%, 20.7%, 17.2%, and 17.2% of respondents asserted that the 

problem was related with the shortage of budget, priority was given to other 

employees, the program they attended had no relation with their regular jobs, and 

with unknown reasons respectively . From such information it is difficult to deduct the 

right view. However, some of the office heads and process owners confirmed that 

afler completing long-term studies individuals were assigned by posting the vacant 

posit ions and each applicant compete based on the requirement identified. 

As Table 7 depicts, the major contents that the participants took were ranked 

according to the number of participants' responses. The contenl of business process 

reengineering ranked the first, followed by result oriented p erformance appraisal. 

Supervision ranked a third followed by leadership as the fourth. While material 

management, financial management and informalion technology ranked the least. 

From Ihe above information it is possible to deduct that main emphasis was given to 

business process reengineering. This is due Ihe fact that currently the Ethiopian 

Governmenl focus attention to the implementation of BPR to replace the traditional 

wgy of doing things adopted by many organizaiioJls in the counlry. It is also possible 

to deduce that the sector also paid attention to result oriented appraisal system. But 
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I 

no emphasis w as g iven to fi nancia i management, materia l management and 

information technology. 

Table 7: Contents Received from Training 

11m Respondents Category 

Office Supervisors Total 
I 01 1 Holders .:o.L 

z c 
a 
"" N % N % N % 

I What was the topic of train ing you 
received since 1998 E.C? 

Leadersh ip 33 52.4 15 31.3 48 43.2 4 

Strategic planning 30 47.6 13 27.1 43 38.7 5 

Material management 6 9.5 4 8.3 10 9.0 7 

Result oriented performance appraisal 47 74.6 29 60.4 76 68.5 2 

I BP R 55 87.3 38 79.2 93 83.8 I 

Gender and HIV / AIDS education 21 33.3 14 29.2 35 31.5 6 

Finurlciul management 9 14.3 I 2.1 10 9.0 7 

Information tec hnology 5 7.9 4 8.3 9 8.1 9 

--=-- . I SupervIsion 42 66.7 29 60.4 71 63.9 3 
I 

Respondents were asked w hether or not the offices planning for training and 

development endeavors. The majority (63.9%) of respondents, 66.7% of officials and 

60.4% o f supervisors (see Appendix-F), replied that the offices plan for training and 

development. The information obtained through interviews w ith office heads and 

process ow ners reveals there were prac tice of planning for training and 

development But. the information from document analysis indicated the absence of 

such practic es in the sector. 
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4.2.2 The Practice of Cond ucting Needs Assessment 

AS II was discussed in the review of related literature, conducting training and 

development needs is the starting point of human resource development and training 

process. It involves establishing areas where employees lack skill, knowledge, and 

ability in effec tively performing the job and also identifying organizational constraints 

that are c reating roadblocks in the performance (Saiyadain, 1995). Therefore, 

conducting the training needs assessment in an organizational level, task level, and 

person level requires systematic analysis and specifies training. Concerning this, 

respondents were asked whether their organizations conduct train ing and 

development needs assessment or not. If conducted by whom it was done? If not, 

w hat were the reasons for not conducting? Which fac tors were considered in 

prioritizing needs 2 And w hat were the trends used to gather informa tion for analyzing 

training and development needs 2 Table 8-12 summarizes the responses obtained from 

the questions raised regarding the issues related to training a nd development needs 

assessment. 

According to Table 8 in item 1, it was respondAd with fair similarity by two resp ondent 

groups that the prac tice of conducting training and development needs assessment 

in their respective offic es were very low (68 .2% of office holders and 64 .6% of 

supervisors). While 33.3% of respondents, 31.8% of officials and 35.4% of supervisors, 

confirmed that there was the existence of such prac tices . A ch i-square test was 

conducted to study if there has been any significant difference among the 

perception given by the two groups of respondents. The c ritical value of chi-square 

with degree of freedom 1 and at a 0.05 level of significance is 3.841 . The computed 

chi-square value equals 12.333, which is greater than critica l value. Hence, there was 

signi fic ant difference among the opinion of the tw o g roups of respondents . The 

information gathered through interview indicated tha t no formal needs assessment 

practices were taken place in their respective offices . Therefore, it is possible to infer 

thot tr,e practice of conducting needs assessment in sector were very low. 
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Table 8: Tra ining and Development Needs Assessment Practices 
---._-

l Test i 
I llem Respondents Category 

01 I Office Holders Supervisors ill 
z N % N % 

::l 
0 
> Q 

- Does your office conducted human 
resourc e tra ining and development 

! I needs assessment Since 1998 E.C ? C0 

Yes 20 31.8 17 35.4 C0 0 

I C0 0 

No 43 68.2 31 64.6 N 0 
0 

If "yes", by whom Respondents Responses 

N needs assessment Category True Sometimes Not 

I 
was conducted in true/some True 

I your office 2 times not 

- Employees Office Holders N 5 3 12 
'" C0 

N themselves Supervisors N 5 4 8 - N 
en 0 

Total N 10 7 20 "- 0 

% 27 19 54 
N Employees' Office Holders N 7 4 9 
N immediate Supervisors N 5 4 8 "- N 

0- 0-
N -supervIsors Total N 12 8 17 C0 0 

% 32.4 21.6 45.9 

(") The training Office Holders N 8 5 7 
N coordinator or Supervisors N 8 2 7 N '" N -.0 

I 
[ officer Total N 16 7 14 -.0 -

C0 0 

I % 43.2 18.9 37.8 
I 
I Top-leve l Office Holders N 5 7 8 en 0-

j '" '" of the Supervisors N 6 4 7 
-.0 -.0 N manager co 

office 0 0 
Total N II II 15 

% 29.7 29.7 40,6 

As it has been stressed in the review of the related literature, the responsibility for 

carrying out training and development needs assessment mainly falls on junior 

managers, line managers, the trainers and individual workers (Roe, 2003; Noe,2008). In 

line with this. as indicated in item 2 of Table 8 respondents who responded positively 

regarding the existence of needs assessment prac tices in their respective offices were 

fur tfrE:l asked to ,ndica te the involvement o f different part ies. For the sake of 

c onvenience and applicability of the chi-square test, the ra tings were recorded os 

follows: never true and rarely true os not true; sometimes true/sometimes not remains 

os it is; and always true and usually true considered os true . 
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Wilh regard 10 Ihe role of each employees in identifying their training and 

development needs. Tobie 8 indicated the majority (54%) of the respondents viewed 

that each individual employees not identified his/her own training and development 

needs. The chi-square test with degree of freedom 2 and a significance level of 0.05 

indic ated that there is statistically significant difference between the responses of the 

Iwo g roups. The data gathered through interviews with office heads and process 

owners also revealed that individuals didn'l identify their own Iraining and 

development needs. The information obtained from focused group discussion reveals 

that some individuals identified their own training and development needs personally 

and attend various correspondence courses and other development programs by 

Their own Initiatives and expenses . Therefore. it is possible to generalize that in most of 

the offices of the education sector of the zone individuals didn ' t identify their own 

training and development needs. 

Wilh regard to the role of immediate supervisors In identifying training and 

developmen t needs of each individual. the majority (45 .9%) of respondents indicated 

that immediate supervisors not identified training and development needs of 

individuals. About 32.4% of Ihem responded posilively . Hle remaining 21.6 % of them 

viewed that there were not sure about the issue. But. the chi-square test shows that 

there wos absence of statistically significant difference between the responses of the 

two groups implying agreement in the proportion of responses. 

A detailed look at item 2.3 of Table 8 indicates the role of training coordina tor/officer 

in identifying training and development needs of employees and the office. 

Accordingly, about 43% of responden ts replied that the training coordinator/officer 

identified the training and development needs of individuals and the office. While, 

37.8% of respondents responded that they were not identified. About 18.9% of them 

commented nothing. But, the chi-square test shows there wos no statistically 

significant difference among the responses of the two groups of respondents. 

Respondents were also- asked if top-level managers involved in identifying training 

and development needs for individuals and the office . About 40.6% of the 

respondents replied that top-level managers were not identified training or 

62 



ueve lopment needs of the individ uo l ond the o ffice . while 29 .7% of them Ind icated 

that to p -level mangers identi fi ed the needs a nd the res t 29.7% of them prefer to 

commen t nothing. But, the c hi-square test reveals that absence significant difference 

on the claim. However, the information obtained from interview indicated that there 

w ere no suc h prac tic es in the offic es. It would be, therefore, possible to infer that top­

level managers made insufficient efforts to identify training and d evelopment needs 

of the individua ls and the offices in contrast to the sugges tion of Rae (2003) and Noe 

(2008) 

Table 9 Techniques of Training and Development Needs Analysis 

l item 
I I 

o 
z 

Respondents 
Category 

Responses 

5 4 3 2 

ill 
::> .:: 
Qj 
> 
ill 
Z 

c 
o 
ill 
:2 

i L- .J-______________ -+ ______________ -+ ____ ~----~----~----~--_+--~ 

I 
Training and 

~ development 

I 
needs had been 
identified through: 

I ~ A n a Iys i s 0 f the 1--:"'0"'ffc.:ic"-'e~H:::o"'ld"'e::.:rs'__t-'-N'____t~8'-_+_:8'-_+__::-:__--+::-1 __ + 3::--I-,3::-.8:::5:---t 
~ cult u re, s truc ture, !--,,-S u::J! p"-Ee"-r'-'v-"is"'0c.:rs'--__ +-'-'N-+--'4 __ -I--'9 ____ f_2==------I--'I-----/~I'----f_3"'.c-:8.=2_/ 

plan, ob jec tive, To tal N 12 17 2 2 4 3.84 
e tc. of the offic e % 32.4 46.0 5.4 5.4 10.8 

('oJ A n a Iys i s 0 f the I--:"'0",ff",i c,-,e~H ",0",1 d"'e"'rs'__t-'-N'____t__::4'--_+-'I..-:,I--+-::I:__- +::-1 __ +3:<--I-,3:-o.6:::0:---t 
~ tasks pe rf orm ed f-""S U",,) Pc:.le""rvc..:..:.:is"'0"'rs'---__ t-'-'N-+..:::3'--_+--:1:-:=0'-+3"---_+--:----Ic..I'----t--3"'.c::8=.2-/ 

by ea c h jobholder Total N 7 21 4 I 4 3.71 
% 18.9 56.8 10.8 2.7 10.8 

: C') A n a Iysi s 0 f the !---"O,-,-ff",ic=..e=-c.:.H""o",1 d=-e::,:r.=.s _+'-'N-+c:6---I....:9--~f-'-1 ____ +-=2:.....---/...:2=-__ /--3"'.":-7-=-5_/ 
I ....:! knowledge, skills , Supervisors N 2 4 3 5 3 2.82 

I 
and at ti tud e 0 f the f-T"'o'-'t"'a""l -=-~--+':"'N--!--=8'-----!---'1':c3-+-=4'-----+-7:""'---1r5=----1"":3='-. 2"'9"---1 

individual % 21.6 35.1 10.8 18.9 13.5 

As shown in Table 9, the respondents who responded positively regard ing the 

existence o f needs assessment were asked about the techniques used to identify 

tra ining and development needs. As item 1.1 of Table 9 reveals, the overwhelming 

majority (78.4%) of respondents replied tha t training and development needs has 

been usually or a lways identified through analysis of the culture, structure, plan, and 



obJec Jive of Jlle orga nization . About 16.2% of them replied that training and 

development needs had been rorely or never identified by doing so. The remaining 

5.4% of the respondents preferred to comment nothing . The average mean value 

(3.84) was greater the expected mean (3.0) indicated that the number of agreed 

respondents is greater than the other. Therefore, it is possibte to infer that on instances 

wl,en needs assessment conducted a relatively sufficient effort had been given to 

identify it through analysis of cu tture, structure, plan, and objective of the 

organizations. 

Item 1.2 of Table 9 noticed that training and development needs that had been 

identified through analysis of the tasks performed by each jobholder. Accordingly, 

majority (75.7%) of respondents replied that training and development needs usually 

or always identified through analysis of tasks performed by each jobholder. About 

13.5% of them responded negatively while the rest 10.8% of the respondents preferred 

to soy nothing about the issue. The average mean value (3.71) is greater than the 

expected mean (3.0) showing the number of agreed is greater than the number of 

d isagreed. It would be, therefore, safe to infer that in most offices in the sector on 

instances when it is conducted training and development needs had been identified 

through analysis of tasks performed by each Jobholder. 

Respondents were also requested to indicate weather their offices identified training 

and development needs through analysis of knowledge, skills, and attitude, etc of the 

individual. The result of the respondents in Table 9 indicated that majority (56.7%) of 

the respondents repl ied "yes" while 32.4% of them responded "no". The rest 1 0.8% Of 

the respondents remained without expressing their stand. The overage mean value of 

3.29 is greater than expected mean (3.0) indicating the number of agreed is greater 

than disagreed. Therefore, from this finding it can be possible to say that on instances 

when needs analysis were taken analysis of knowledge, skills, and at titudes of the 

: :~ jl', ,duals were considered in most offices of the education sector. 
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Tab le 10: Reasons fo r Not Conducting Training and Developme nt Needs Assessment 

I 
I 01 
; z 
i 

Item 

If your answer for item I in Table-8 
is 'No ', what is (ore) the reason(s) 
fo r not conduc ting training or 
development needs assessment? 

I . I No experts to undertake 

I 1.2 Shortage of budget 

I 1.3 No responsible body 
i 
I 1.4 No directives 
1 

Respondents Category 

Office 
Holders 

Supervisors 

N % N % 

12 27.9 2 6.5 

22 51.2 15 48.4 

17 39.5 14 45.2 

14 32.6 5 10.4 

1.5 Failure to recognize its importance 9 44.2 11 35.5 

1.6 Attention has not been given 29 67.4 18 58.1 

Total 

N 

14 

37 

31 

19 

30 

47 

% 

-'" c 
o 
'" 

18.9 6 

50.0 2 

41.9 4 

26.7 5 

40.5 3 

63.5 1 

Table 10 depicts the ranked major reasons that were mentioned for not conducting 

needs assessment. As c an be observed from the Table , the principal reason adopted 

was not giving attention for needs assessment (63.5%) . The second reason cited by 

50% of respondents was the shortage of budget to training and development needs 

assessment. Failure to recognize the importance of needs assessment by all 

concerned body was the third reason for not conducting it. No responsible body, no 

direc tives, and no experts to undertake training and development needs assessment 

were ranked as the fourth, fifth , and sixth reasons respectively. Therefore, from this 

finding it c an be concluded that the mentioned reasons were some of the reasons for 

nol proper conduc ting of training and development needs assessment in the sector. 
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Tab le 11 . Prioriti zing Tra ining and Development Needs 

[lcm-- Respondents Category 

Office Supervisors Total ""'-
Holders c 

0 

1-~ . N % N % N % "" 
I Once training and development needs 

are identified, they have to be 
prioritized. Which of the following factors 
does your office considered in prioritizing 
needs'2 

A. Availability of budget ~7 7~.6 30 62.5 77 69.4 I 
~- -- .~.~-

B. Importance and urgency of the need 30 47.6 18 37.5 58 52.3 2 

C. Trainees capabili ty and level of 
motivation 16 25.4 9 18.8 25 25.5 6 

D. Availability of training institutions 19 30.2 14 29.2 33 29.7 5 

E. Cost effectiveness 27 42.9 16 33.3 43 38.7 3 

F Availability of trainers 23 36.5 19 39.6 42 37.8 4 

As it was discussed in chapter two, if a needs analysis reveals multiple needs, the 

management and HRD stoff will have to prioritize these needs (Harris and DeSimone, 

1994). In line with this. respondents were requested to indicate the factor that their 

organizotio ns considered in prioritizing needs. As shown in Table II, 69.4% of 

respondents cited availability of budget as the most considered factor in prioritizing 

needs. The second factor considered was the importance and urgency of the need 

itself. Following this, cost effectiveness and availability of trainers was considered as 

third and fourth factors . Further more, availability of the tra ining ins titutions and 

trainees' capability and level of motivation was also considered as fifth and sixth 

fa c tors . In th is regard, it would be reasonable to presume that most of the offices in 

the sector considered the above mentioned factors in prioritizing training and 

development needs. 
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Tobie 12: Meth od s of Gather ing Information for Training and Development Needs 
~. 

I 0 

I
Z 

L 
, I 

, Item 
I 

I ff How does your 0 Ice gather 
! information in a nalyzing tra ining 

and development needs? 

I A. conducting survey 

B. Observing how individuals 
are performing their tasks 

C performance reviewing 

D. Conducting group discussion 

Respondents Category 

Office Holders Supervisors Total 
N % N % N % 

29 46 .0 17 35.4 46 41.4 

34 54.0 3 1 64 .6 65 58.6 

27 42 .9 20 41.7 47 42.3 

28 44.4 18 37 .5 46 41.4 

-"" c 
0 

'" 

3 

I 

2 

3 

As it was discussed in the review of the related literature, several methods such as 

observing employees performing the job, performance reviewing, conducting focus 

g roups, c omplete questionnaires, perc eption by supervisor, perception by self. etc are 

the methods used to c onduc t needs assessment (Vohra, 2006: Noe, 2008) . In line with 

this, respondents were asked how their organizations gather information in analyzing 

training and development needs. As Table 12 shows majority (58.6%) of respondents 

ag reed that observing how individuals are performing their tasks was mostly used by 

organiza tions. Performance reviewing ranked the second while conducting survey 

and group discussion ranked as a third group. From the above information, it is 

p ossible to infer that observing how individuals are performing their tasks, 

p erformance reviewing. c onducting survey and group discussion were used as 

in formalion gathering methods for analyzing training and development needs in most 

o ffic es in the sector. 

4.2.3 Selection Criteria 

As it w as discussed in the review of related li terature, selecting the right individuals for 

train ing and development program is very important for both the organization and 

the individuals chosen. Some of the selection c riteria for selecting trainees or trainers 

for tra ining and development programs are summarized in Table 13 below. 
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Table 13: Selection Criteri a for selecting Tra inees/ Tra iners 

II Respondenls Responses Category 

~ 
"0 (]) >-(]) c 
(]) ~ - ill 0 

OJ ill ill :g OJ~ ill I 0 c (]) ~ 
OJ c OJ 

~ z I o ~ u 0 o 0 
I ~ OJ OJ c ill ~ ~ ~ 

I ~« « =>"0 0 (/)0 

I clear and transparent Office Holders N 5 10 5 26 17 2.37 
criteria for selection Supervisors N I 10 I 22 14 2.21 

Total N 6 20 6 48 31 2.29 

I % 5.4 18.0 5.4 43.2 27 .9 

I 2 I Every member of the Office Holders N 3 12 2 29 17 2.29 
: office is well aware of Supervisors N 2 9 5 18 14 2.31 

this selection criteria Total N 5 21 7 47 31 2.30 
% 4.5 18.9 6.3 42.3 27 .9 

3 Training and Office Holders N I 8 3 32 19 2.05 
development Su pervisors N 2 10 I 27 8 2.40 
opportunities offered Total N 3 18 4 59 27 2.23 
for individuals as % 2.7 16.2 3.6 53.2 24.3 
incentives 

4 opportunities were Office Holders N 10 30 1 14 8 3.33 
offered based on Supervisors N 14 17 3 8 6 3.52 
good personal Total N 24 47 4 22 14 3.43 
relationship w ith % 21.6 42.3 3.6 19.8 12.6 
immediate supervisors 

5 opportunities were Office Holders N 6 8 4 26 16 2.35 
offered to individuals Supervisors N 4 8 3 18 15 2.33 
by considering Total N 10 16 7 44 31 2.34 
organizational goals % 9.0 14.4 6.3 39.6 27 .9 

6 Only higher ranking Office Holders N I 14 3 21 24 2.16 
officials are selected Supervisors N 4 10 2 17 15 2.40 
for training a nd Total N 5 24 5 38 39 2.28 
development % 4.5 21.6 4.5 34.2 35. 1 
proqrams 

7 opportunities are Office Holders N 14 28 2 II 8 3.46 
usually offered to Supervisors N 13 25 3 6 I 3.90 
individuals who have 
good personal Total N 27 53 5 17 9 3.68 

I relationship with top- % 24.3 47.8 4.5 15.3 8.1 
I I level manaqers 

Item I of Table 13 tried to look whether there were clear and tra nsparent criteria in 

selecting trainees or trainers for training and development p rograms. The majority 

(71 .1 %) o f respondents expressed their disagreement. About 23.4% of them had 
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cApressed their agreement while the rest 5.4% remaine d undecided . The average 

mean value of 2.29 is less than the expected mean (3.0) indic ated tha t the majority of 

the respondents were d isagreed regarding the issue. Th us, from the above information 

it is possible to understand that most of the offices in education sector of the zone 

had no clear and transparen t c riteria in selecting tra inees or trainers for training and 

development progra ms. 

A d eta iled look at item 2 o f Table 13 ind ica tes, respondents were asked if every 

members of the organizat ion well aware of the selection criteria. Accordingly, 70.1 % 

o f the total respondents replied that members of the organization were not aware of 

the selection criteria. Respondents ac counting for 23.4% contended their agreement 

w hile 6.3% didn't decide to agree or disagree . The average mean value of 2.30 is less 

than the expected mean (3.0) indicated that the majority af the respondents were 

d isagreed. The information gathered through interview revealed that there were no 

prac tices of making awareness for individuals. ThereFore, it is unlikely that every 

member of the offices of the sector was well aware of the selection criteria. , 

The item c onceming the affices offered training and development opportunities as 

incentives for individuals was rejected by more than 75% of the respondents. About 

18.9% of them were found to agree while 3.6% of respondents decided to comment 

no thing. The average mean value of 2.23 is less than the expected mean (3.0). It 

would be, therefore, p ossible to c onclude that training and development 

opportunities were not offered as incentives for individuals in the sector. 

As shown on item 4 of Table 13, 63.9% of the total respondents agreed that training 

and development oppartunities were usually o ffered to individuals who have good 

personal relationship with immediate supervisors. About 32.4% of them disagreed 

while 3.6% of the respond en ts were not sure o f it. The a verage mean value of 3.43 is 

greater tha n the expected mean, indicating ' that the majority of the respondents 

be lieved tha t training a nd d evelopment opportunities were o ffered to individuals 

based on their good personal relationship w ith their immediate supervisors. 
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w ith regard to whether training and development opportuni ties were usually offered 

to appropriate individuals by considering organizational goals, majority (67.5%) of 

responden ts replied their disagreement. About 23.4% of them viewed their 

agreemen t. The rest 6.3% of respondents preferred to soy nothing. The overage mean 

value of 2.34 is less than the expected mean (3.0). Thus, from the above data it is 

possible to presume that most o ffi ces in the sector didn 't consider organizational 

goals in selec ting individuals for training and development programs. 

Regarding higher ranking officials were selected for tra ining and development 

programs, more than 69% of respondents disagreed and 26.1 % of them agreed. The 

remaining 4.5% of them viewed nothing. The overage mean va lue of 2.28 is less than 

the expected mean, ind icated that the number o f disagreed is higher. It would be, 

therefore, possible to infer that in most cases selection for training and development 

programs were not focused on higher ranking offic ials. 

Respondents were also requested if training and development opportunities were 

offered to individuals who have good personal relationship w ith top level managers. 

Accordingly, 72.1 % of the respondents replied their agreement. About 23.4% of them 

viewed their disagreement. The rest 4.S% of them preferred to comment nothing . The 

overage mean value of 3.86 is greater than the expected mean (3 .0) indicated that 

the majority of the res pondents were agreed regarding the issue. From the above 

information it is possible to conclude that train ing and development opportunities 

were usually offered to individuals who have good personal re lationship with top-level 

managers. 

4.2.4 Objectives of Training and Development Programs 

Setting training and development objec tives is a c ritica l stage in the process of 

training and development . As stressed by Noe and others (2007) setting objectives 

helps to develop the criteria to be used in evalua ting the training outcome; form the 

basis for selecting the program contents and method s; helps participants to focus 

their own attention and efforts during the program; and help tra iners to communicate 

with employees participating in the program. Moreover, training objectives should be 

as measurable as possible and capable of achievement in the time allowed for 

70 



training: and expressed in la ng uage tha t clearly sta tes what the trainees have to do. 

Hence, o bjectives should be d etermined wi th c are, realistic vision, and through 

sys tematic exercise . In lig ht o f this, Table 14 summarizes issues related to training and 

developmen t objectives . 

Table 14: Setting Tra ining a nd Development Objectives 
,---- - - -

Ite m Respondents Category ~ 
~ 

0 Office HoI. Supervisors Tota l .& 
N 

Z N % N % N % '" 
Does your office set objectives before 

- designing / implementing the human 
resource training and development 
programs that have been delivered 
over the last five years 2 -

0 

Yes 44 69 .8 35 72.9 79 71.2 0-. 
0-. 

No 19 30.2 13 27.1 32 28 .8 -
c 

If your answer to item Respondents Responses 0 
Ql 

nQ I IS ''(es ' , the E 
o b jec tive set were: « 0 0 

if) « ::J 0 if) 

re levant to the Office Holders N - 12 3 18 II 2.30 

I 
- learn ers concemed Supervisors N I 4 3 16 II 2.09 
N 

Total N I 16 6 34 22 2.23 , 
% 1.3 20.3 7.6 43.0 27 .9 

prec ise and clearly Office Holders N I 16 3 14 10 2.64 
N indica te the Supervisors N I 9 2 13 10 2.37 N 

expec ted o utcome of Total N 2 25 5 27 20 2.51 
the program % 2.5 31.7 6.3 34.2 25 .3 

(Y) Related to the Office Holders N 5 14 5 10 10 2.86 
N know ledge gap Supervisors N - 6 2 13 14 2.00 

identified ea 'lier Total N 5 20 7 23 24 2.43 
% 6.3 25.3 8.7 29.1 30.4 

related to the skill gap Office Holders N 5 14 5 10 7 3.07 
'" identified earlier Supervisors N 7 I 18 9 2.17 N 

-

Total N 5 21 6 28 16 2.62 
% 6.3 26.6 7.6 35.4 20.3 

cf) 
rela ted to the attitud e Office Holders N I 12 4 18 9 2.50 

N g a p id entif ied earlier Supervisors N - 8 3 12 12 2.20 

I Total N I 20 7 30 21 2.35 , 
% 1.3 25.3 8.7 38 .0 26 .6 , 

i time framed Office Holders N II 19 4 8 2 3.66 

I 
'0 

Supervisors N 4 15 7 8 I 3.37 N 

Tota l N 15 34 I I 16 3 3.52 

I L % 19 43.0 13.9 20.3 3.8 
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As can b e seen rrom irem I of Table 14 a ll respondents of ea ch respec tive offic e were 

asked whe lher or no t their offices set objectives before implementing training and 

development p rograms. Accordingly, the majority (71.2%) of respondents, 69 .8% of 

office holders and 72.9% of supervisors, confirmed their agreement regarding the 

practice of setting objectives while the remaining 28.8% replied that there were no 

practice of se tting objectives before delivering training and development programs. 

The chi-square test indicated that there is sta tistically significant difference be tween 

the responses of the respondents. However, the information gathered through 

interviews proved thai such prac tices was limited to upper structure of the sector, at 

the ZED and REB level. 

For ease of implementation , training and development objectives should be SMART 

and indicate the standards the learner is expected to conform at the end of the 

program. To this end, respondents were asked to rate the level of their agreement or 

disagreement regarding the nature of the objectives set in their respective offices. 

Accordingly, as indic ated in Table 14, the mean score of each item, except item 2.6, 

ranges between "1.65 and 2,65" implying that all of the respondents shown their 

d isagree men I regording the nature of the objective set. It was also found out from the 

interview mode with heads and process owners of each respective office that even if 

there was a relatively good practice of setting objectives specially at zone level 

b efore delivering training and development programs, the process of setting them did 

not participa te all stakeholders and hence there is limited opportunity that they can 

be equally understood by all. 

4,2,5 Selection of Contents for Training and Development Programs 

As it was shown in Table 4, most of the training and development programs were 

designed a nd organized by REB and most of which were initially designed by the 

federal ministries and later adopted and localized according to the existing current 

situations in the region and then in the lOne Most o f the con tents o f the programs 

took the loca l situations. However, for these similar programs-and others designed at 

various leve ls o f ed ucation sector of the zone the study emphasized on the issue who 

selec ted contents of the training p rograms, 
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In Table 15 item I depicts , respond ents w ere asked if their office participate tra inees 

through thei r rep resentat ives in the se lection of contents of training programs . 

Accordingly, the majori ty of 167,6%) of respondents , 69,8% of office holders and 64 ,6% 

of supervisors, replied tha t there were no such practice of participating trainees in the 

selec tion o f conten ts . About 32.4% of respondents agreed that trainees participated 

in the sele ction of c ontents for training programs , The chi-square tes t with degree of 

freedom I and at a 0.05 level of significance reported that there is sta tistically 

signi ficance difference among the perception of the two groups. Moreover, the 

information obtained fro m interview asserted that trainees were not participated in 

c Orl tent selection for training programs, Therefore, it is safe to conclude that the 

o ffices didn ' t participate trainees in content se lection for training programs, 

Table 15 Selection of Contents for Troining and Development 

Item Respondents '/ test 
01 Office Hold . Supervisors z <1l 

N % N % :> 
0 
> "-

~ Does your office participated trainees 
through their representatives in the selection 

~ of contents of the troinina proaram? (") 

30,2 17 35.4 0 0 Yes 19 "- 0 

No 44 69,8 31 64 .6 (") 0 
ri 

N Who select Respondents Responses 
contents for Agree Un Disagree 
tra ining programs decided 
in vour office 2 

~ The training Office Holders N 37 7 19 
N coordina tors Supervisors N 27 9 12 N 

Total N 64 16 31 C>-- 0 
'0 0 

% 57.7 14.4 27,9 N ;? (") 

N Top managers Office Holders N 31 7 25 
N Supervisors N 21 6 21 co 

I 
Total N 52 13 46 

(") 0 co 0 

% 46,8 11.7 41.4 C') ;? N 

C') I The trai ners Office Holders N 33 8 22 

t Supervisors N 22 10 16 
~ 

Total N 55 18 38 "" ~ 

'0- 0 

% 49,5 16,2 37,2 co 0 
c:' 

Note . the five scale rating 1 I =strongly disagree to 5= strongly agree) was recorded to 
three scale IDisa g ree= I, Undecide d=2, Agree=3) 
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As item 2 of Table 15 indicated, responden ts were asked who involved in the selection 

of con tents for tra ining programs. Accordingly, 57.7%, 46.8%, and 49.5% of the total 

respondents agreed that the training coordinators, the top managers, and the 

trainers took part in the selection of contents for training programs. On the other 

hand. 27.9%, 414%, and 37.2% of the total respondents disagreed that the training 

coordinators, the lop managers, and the trainers respectively involved in the selection 

of contents for training programs. The remaining 14.4%, I 1.7%, and 16.2% respectively 

were preferred to commen t nothing. To check whether or not the observed 

difference among the perceptions of the two groups is statistically significant a chi­

square test was calculated for the entire items 2.1-2.3 of Table 15. Accordingly, a chi­

square result of these items at 0 0.05 level of significance indicates that there are 

statis tically significant differences among the perceptions of the respondents of the 

two groups Therefore, it is reasonable to say that training coordinators, top managers 

and trainers participated in content selection for training programs. 

4.2.6 Issues Related to Methods of Training and Development 

Programs Employed 

Training and development methods are the meons by which the designed programs 

are put in to effect. Training and development can take place either on-the-job or 

off-the-job methods and con be delivered through a variety of techniques. Training 

and development activities should start when new employees join an organization 

regardless of their past experience. As stressed by Harris and DeSimone (1994), a well 

designed orientation program would help to reduce the new employee 's onxiety, 

reduce start-up costs, and assist the newcomer learn organizational values and 

expectations On the top of these, it helps to avoid the development of negative 

attitudes as well as adverse first hand experiences that may curtail the future 

performance of the individuals . Therefore, in this part of the study, an attempt was 

made to investigate whether induction/orientation programs were conducted in the 

offices and what were the methods and techniques used in the training and 

development offered in the sector. 
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Tab le 16 : Issues Related to Induction Program 

illtem Respondents Category l- Test 

I i Office Supervisors Total 
-"" 

o' Holders c ill zl N % N % N % 
0 :::J 

'" 0 
> 

CL 

, I Does your office arranged 
orien lotion program to C') 

'" "-new recruits and old ones? '" " 0 
C') 

0 

~- 25 39.7 20 41.7 45 40.5 , 
No 38 60.3 28 58.3 66 59 .5 

2 If 'yes', which method of 
orientation were used? 
A. formally arranged 

orientation program 17 68.0 II 55.0 28 62.2 I 
to all new recruits 

B. formally set orientation 8 32.0 9 45.0 17 37.8 2 
check list 

3 Who took part in orienting 
new employees? 
A. process owners 6 24.0 5 25.0 II 24.4 2 
B. peers and co-workers 15 60.0 12 60.0 27 60.0 I 
C Top level rlanaqer 4 16.0 3 15.0 7 15.6 3 

Item I of Table 16 was designed to investigate whether or not there was the practice 

of arranging induction/orientation programs in the offices under study. Accordingly, 

the majority of the respondents (59.5%) confirmed that such practices were not 

known in their offices. The remaining 40.5% agreed on the existence of such practices. 

The result o f chi-square test reveals that for I degree of freedoms and at a 0.05 level 

of significance, the critical value ofX2= 5.991 and the computed vale of X2=3 .973, 

which is less than the critical value. This shows that there is no statistically significance 

differenc e between the perceptions of the two study groups. But. the information 

gathered through interview indicated that the offices conducted orientation program 

when many employee are recruited at a time. However, it is logical to conclude that 

planned induction programs had not been effectively utilized. 

Onrne other hand, those who replied positively to item I were further asked to 

ind ica Ie the way induc tion program were conducted. To this end, as it is presented in 
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IIem 2 of Table 16 62.2% of responden ts , 68% o f office holders and 55% of supervisors, 

agreed that their offices formally orranged orientation program to al l new recruits. 

Abou t 28.9% of respondents, 24% of officials and 35% of supervisors, agreed that their 

o ffi c e uses formally set orienta tion checklist. 

Item 3 of Table 16 was constructed to examine the involvement of different parties in 

the induction programs. As depicted in the Table, 60% of office holders and 70% of 

supervisors replied that peers and coworkers took port in orienting new employees. 

On the other hand, 24% of office holders and 25% of supervisors indicated the 

involvement of process owners in running induction programs, while about 15.6% of 

the total respond ents agreed that top-level managers took port in corrying out such 

practices. 

Table 17: Reasons for Not Arranging Induction Program 

I Item Respondents Category 
0 

· z Office Holders Supervisors Total 

i N % N % N % 
I 1 If your office has not been orranging 
I orientation program to new recruits, 

I what is (ore) the reason(s) for that2 

: 
A. It is costly and time c onsuming 12 31.6 3 10.7 15 22.7 

I B. The office usually rec ru its I 2.6 - - I 1.5 
experienced workers 

C Recruits must be left free to leorn - - 4 14.3 4 6.1 
I 

about the office by themselves 
i 

D. The office is not as such complex 6 15.8 4 14.3 10 15.2 
i 
I to new recruits 

l E. Attention is not given to it 19 50.0 17 60.7 36 54,6 

The items in Table 17 w ere specifically designed to assess the reasons for not 

conducting induction programs in each respective offic e. He re those respondents 

who replied negatively were asked and their responses were organized and ran ked . 

As the result s obtained revealed, the majority (54.6%) of respondents replied tha t the 

major reason for not conducting induction program was the fact that attention was 

nol given to induction activities. Responses indicated that the second reason for not 
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01l0ll9il1g orientation program was that it was costly and time consuming. The offices 

were not as such complex to new recruits was considered as the third reason. On the 

other hand. about 14.3% of supervisors believed that employees are left freely to do it 

by Ihemselves as the fourth reason but officials didn't considered it as 0 reason for nol 

conducting indu:::tion programs. In general, though induction has quite a large 

number of advantages, top-level officials of the sampled offices didn't pay due 

consideratio n to its importance and due to these they lacked the benefits sought 

from arranging and implemenling such programs. 

Table 18: Techniques of Training and Development 

NQ Ilem Respondents Category 
"'" 

Office Holders Supervisors Total 
c 
0 

N % N % N % "" 
1 Which of Ihe following on-the-job 

techniques are used in your office 
to train and develop employees 
and managers? 
A. Mentoring 25 39.7 2 1 43.S 46 41.4 3 

B. Coaching 15 23.S 22 45.S 37 33.3 4 
c--' 

C Job rotation - - - - - - -
D. Understudy assignment 21 33 .3 26 54.2 47 42.3 2 

E. Sharing ideas among employees 31 49.2 20 41.7 51 46.0 1 

F. Delegation 11 17.5 9 lS.S 20 lS.1 5 
2 Which of the following off-the-job 

training delivery techniques are 
used in your office? 
A. Audio visual method 39 61.9 21 43.S 60 54.1 3 

B. Group discussion 37 5S.7 33 6S.S 70 63.1 2 

C Lecture method 40 63.5 34 70.S 74 66.7 1 
D. Case studies method 20 31.S 17 35 .4 37 33.3 4 

E. Role playing 15 23.S 12 25.0 27 24.3 5 

F. Management game 7 11 .1 10 20.S 17 15.3 6 

As indicated in ilem I of Table IS, respondents were asked which on-Ihe-job 

lechniques were applicable in Ihe offices to Irain and develop employees and 

managers. According 10 the responses 46% of Ihe 10101 respondents replied Ihat 

sharing ideas among employees were the most often used on-the-job technique. 

Aboul 42.3%, 41.4%, 33.3% and IS.I % of Ihe 10101 respondents agreed understudy, 
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me, during. coaching and delegation were also the commonly used on-the-job 

techniques 10 Irain and develop individuals in their respective offices respectively. 

However. no one confirmed thai job rotation was used as on-the-job techniq ue to 

train and develop individuals. From the above information it is possible to deduce that 

there were relatively more prac tice of sharing ideas among employees. understudy 

and mentoring than the o th ers. On the other hand. though job rotation is used to 

broaden the background of the employees in various positions. less emphasis was 

given 10 it in the sector. 

As shown in item 2 of Table 18. respondents were approached to indicate whic h off­

the-job training delivery techniques were most o ften applicable in their respective 

o ffices 10 Irain a nd develop individuals. Lecture method. group discussion and audio 

visual method ranked as first. second and third applicable off-the-job training delivery 

techniques respectively. While case studies. role playing and management game 

training delivery techniques ranked forth. fifth and sixth respectively. The information 

obtained from interview and focused group discussion revealed that lecture method 

and group discussion method was the most widely used off-the-job training delivery 

techniques. 

4.2.7 The Practice of Evaluating Training and Development Programs 

Evalua ting training and development programs is one of the crucial issues in the 

process of human resource training and development. As stressed by Cascio. training 

and development must be evaluated by systematically documenting the outcomes 

of training in terms of how tra inees actually behave back on their jobs and the 

relevance of the trainees' behavior to the objectives of the organization. The 

summary of the results are presented in Table 19 and Table 20. 

Item 1 of Table 19 was designed to investigate whether or not there was the practice 

of keeping records of ali training and development programs. Accordingly. about 

45 .9% of respondents. 47.6% of office holders and 43.8% of supervisors. confirmed that 

Ihe non-existence of such practices. Like wise. while 42.3% of them. 39.7% of office 

holders and 45.8% of supervisors. replied affirmatively regarding its existence. The 
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remaining I 1.7% of respondents were not in a position to indicate the existence or 

non-exis tence o f such practices. The result of chi-square test revealed that there was 

statistically signi ficance difference among the opinions of the two respondent groups 

regard ing the practice of keeping records of training and development programs 

Moreover. interview with heads and process owners and through the document 

analysis it wos discovered that most of the offices had no well organized system of 

keeping rec ords of all tra inings, seminars, workshops, conferences, etc in controst to 

the idea suggested by Coscia (1986). 

Table 19: Issues Related to Training and Development Evaluation 

NQ Item Respondents Category / test 

Office Supervisors Total -" OJ 
C ::l 

Holders a a 
'" 0. 

N % N % N % 
> 

I Does your office keep records 
of all training and development 
proqrams? 
Yes 25 39.7 22 45.8 47 42.3 <Xl 
No 30 47.6 21 43.8 51 45.9 -D 0 

ct) 0 
0 

00 nol know 8 12.7 5 10.4 13 1 1.7 
<:') 0 ''l 

2 If your answer for item nQ 1 is 
'No', what were the causes 2 

, A. Lack of follow up from 13 43.3 10 47.6 23 45.1 I 
concerned authorities 
B. Some training programs are 4 13.3 2 9.5 6 11.8 3 
kept secret 
C Lack of transparent and 
clear training directive 3 10.0 2 9.5 5 9.8 4 
O. Keeping records of training is 10 33.3 7 33.3 17 33.3 2 
not accustomed 

; 3 I Who wos involved in evaluating 
training and development 
Proaram 2 

3.1 The trainee 27 42.9 26 54.2 53 47.8 4 

3.2 The training officer 40 63.5 29 60.4 69 62.2 1 

I 
3.3 The tra iner 38 60.3 30 62.5 68 61.3 2 

3.4 Th€J-lrainee's supervisor 21 -33.3- 19 39~6 40 36.1 5 -

i 3.5 Top manaaer of the office 36 57.1 32 66.7 68 61.3 2 
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As indicated in item 2 of Tobie 19. Ihose respondents who replied nega tively 

regarding the practice of keeping records of training and development programs 

were further asked about the reasons for nol doing it. About 45. I % of them indicated 

that lack of follow up from concerned bodies was the main reason. About 33.3% of 

them believed tha t keeping records of training was not accustomed in their o ffices. 

Secrets of some train ing programs and absence of transparent and clear direc tives 

were also considered as the o ther reasons for not documenting training and 

development activities . 

As it was stressed in the review of related literature, the responsibility for undertaking 

training and development activities should rest on those who are affected or 

participated in the process. More over, it was indicated that evaluation must be 

cooperative In line with th is, in item 3 of Table 19 respondents were asked to verify the 

involvement of different parties in the evaluation process. Accordingly, 62.2%, 61.3% 

and 61 .3% of the total respondents con firmed that the training officer, the trainer and 

top manager of the offices took part in program evaluation process. On the other 

hand. 47.7% and 36 .1 % of the tota l respondents indicated the trainees and the 

trainee's immerliote su pervisors were also involved in evaluating training and 

development programs. 

As indicated in the Table 20 below, respondents were asked to rate the degree of 

their agreement or disagreement regarding the focus of the evaluations conducted 

so far; and the mean scores and percent of the responses given were organized and 

interpreted. 
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Ta b le 20 Foc uses of Tra ining and Development Evaluation 

:- l item 
I 

I 0 
I z 
I 

The evaluation conducled 
I ~ mainly focus on: 

The participants 
I ~ perception about the 
~ program and its 

effectiveness 

i 

The extent of objectives 
attainment in terms of 

'" ~ knowledge 

The extent of objective 
attainment in terms of skill 

C') 
~ requirements 

The extent of objectives 
attainment in terms of 

": attitudes 

I Assessing how effectively 
learning has been 

en trans ferred back at the 
work place 

Assessing the impact 
"" brought to the 
~ office/departmenta l 

performa nce 

Respondents 
Category 

Responses 

20-
0lQ) Q) 
c OJ ~ 
2 ~ (J) 
Vi <{ <{ 

lJ 
Q) 

:g 
u 

c Q) 
=>lJ 

Q) 
Q) 
~ 

Ol 
o 

.'C' 
o 

Office N 8 30 10 9 6 3.40 
Holders 
Supervisors N 7 23 5 10 3 3.44 

Tot a I f-N=-I-'-'I 5,--:-+5,,:3,--::--+-,1-,:,5--=--1--"-1 ::-9 -:-t-9~-t--,,3,,-. 4.:.=2'--1 
% 13.5 47.8 13.5 17.1 8.1 

Office N 2 22 7 24 8 2.78 
Holders 
Supervisors N 5 16 7 13 7 2.98 

Tot a I ccN"----t-7'---:----t-'3:.::8'-:-+1-'.4_-t-"3':-7 -:-t--'I 5=---+2"'.8::..:8'-....1 
% 6.3 34.2 12.6 33.3 13.5 

Office N 7 19 8 21 8 
Holders 
Supervisors 
Total 

Office 
Holdres 
Supervisors 
Total 

Office 
Holders 
Supervisors 
Total 

O ffice 
Holders 
Supervisors 
Total 

N 
N 

N 

N 
N 

N 

N 
N 

N 

N 
N 

10 
8 29 
7.2 26 .1 
5 18 

14 
5 32 
4.5 28.8 
3 23 

4 13 
7 36 
6.3 32.4 
7 21 

3 14 
10 35 
9.0 31.5 

3 20 14 
II 41 22 
9.9 36.9 19.8 
8 21 II 

3 16 15 
II 37 26 
9.9 33.3 23 .4 
8 20 9 

9 15 7 
17 35 16 
15.3 31.5 14.4 
5 19 II 

6 13 12 
II 32 23 
9.9 28.8 20.7 

2.94 

2.25 
2.60 

2.76 

2.33 
2.55 

2.86 

2.83 
2.85 

2.90 

2.65 
2.78 

As depicted in Table 20, the evaluation conducted so far mainly focused on 

participants perception about program effectiveness (M=3.42) , attainment of 

objectives In terms of knowledge (M =2.88). attainment of objectives in terms of skills 

requiremen t (M=260), attainment of objectives in terms of attitudes (M=2.55) , on 
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assessing how effectively learning has been transferred boc k at the work place 

(M=2.85). and on assessing the impact brought to the office performance (M=2.78) . In 

all Ihe ilems listed in Table 20 except item 1.1 , the mean scores of the responses is 

below average (M=3.0) indicating that their disagreement on the focus area of 

training and development programs evaluation. Hence, the offices effort to evaluate 

training programs in terms of learning , job behavior and the impacts brought to the 

o ffices is below expecta tions. 

4 .2.8 Problems of Training and Development Programs 

As it had been mentioned in the review of related literature, there are several factors 

Ihat hinder the effectiveness of training and development programs. This part of the 

study was designed to investigate some of the factors that constrained the 

effec tiveness of training and development programs in each o ffices of the sector. In 

line with th is, respondents were asked whether or not their organization has faced 

problems in training and development endeavors over the last three years. 

Accordingly, the great majority (79.3%) of respondents, 79.4% of office holders and 

79.2% of supervisors, con firmed that their offices had been faced with problems (see 

appendix-G) In contrast to this, 17.1 % of respondents, 19% of office holders and 14.6% 

of supervisors, replied the non-existence of such problems. The remaining 3.6% of 

respondents replied "I do not know" for the same question. Moreover, the chi-square 

lest indicated that there were statistically significant differences between the 

responses of the two groups indicating that the offices faced problems in training and 

development endeavors. 

" ,h :)wr in Table 21, respondents who rep lied positively were further inquired to 

indicate some of the major problems faced by their offices. Based on the responses 

obtained the percentages of 10 major problems were ranked corresponding to the 

percentages of both groups of responses in Table 21. 

Accordingly, lack of adequale budget allocated to training and development, 

absence o f clearly stated training policy, low priority given to training and 

development, lack of management support, nadequate organizational facility , lack 
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o f selec tion c riteria for selecting individuals for Ihe programs, lack of motivation of Ihe 

employees, insufficient time to execute trainings, lack of well designed training 

programs, and la c k o f appropriale Iraining insti tu tions were ranked from I ,I to 10'h 

acc ording to the responses of the office holders. 

Table 21 . Problems of Training and Development Programs 

! Item Respondents Category 
0 1 
z Office Supervisors 

Holders N (] ~ , 
N % N % -'" ~ 

-'" c c 0 
0 0 

'" '" 
1 Whic h of the fo llowing were the most 

I prevalent problems? 

1.1 Lack of motivation of the employees 27 54 7 15 39.5 10 -3 9 

1.2 Lack o f well designed training 17 34 9 14 36.8 8 1 1 
program 

1.3 Lack o f management support 41 82 4 20 52.6 5 1 1 

1.4 Insufficient time to execute training 25 50 8 21 55.3 6 2 4 
program 

1.5 Low priority to training and 42 84 3 36 94.7 2 1 1 
development 

1.6 Inadequate organizational facility 36 72 5 17 44.7 7 -2 4 

1.7 Absence of clearly stated training 45 90 2 26 68.4 3 -I 1 

,.-- policy 
1.8 Lack of se lec tion criteria for selecting 34 68 6 23 60.5 4 2 4 

trainees 
1.9 Lack of appropriate training institutions 16 32 10 12 31.6 9 1 1 

Lock of adequate budget allocated 46 92 1 37 97.4 1 0 0 

1.10 to training and development 

On the o ther hand, lock of adequate budget alloca ted to training and development, 

low priority given to train ing and development, absence of clearly stated training 

pol icy, lack of selection c riteria for selec ting trainees, lock of management support, 

insufficient time to execute training program, inadequa te organizational fac ility, lack 

of well designed training program, lock of appropriate training institu tions, and lack of 
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motivation o f the employees ranked 1" to 10'h according to the responses of 

supervisors. 

The ranking order of the two groups has similarities in item 10. On the other hand. there 

were variations in ronks towards the items I. 2. 3. 4, 5, 6, 7,8, and 9. Spearman's rank 

ordered correlation coeffic ient test was employed to test whether there is correla tion 

between the rankings of the two groups. Spearman's rank order coefficient was 

found to be 0.842, which indicated that there is strong and positive correlation in the 

ron kings of the two groups. 

Therefore, lock of adequate budget allocated to tra ining and development, 

absence of clearly stated training policy, low priority given to training and 

development, lock of management support. inadequate organizational facility, lock 

of selection criteria for selecting individuals for the programs, lock of motivation of the 

employees. insufficient time to execute trainings, lock of well designed training 

programs, and lock of appropriate training institutions were the major problems 

identified by both groups of respondents the education offices faced during training 

and development endeavors. 
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CHAPTER 5 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter deals with the summary of major findings of the study, the conclusion 

drawn upon the major findings and recommendations that are based on the 

conclusions arrived a t. 

5,1 Summary 

This study was conducted aiming at assessing the human resource training and 

development practices that have been carried out in the education offices of Hadiya 

Zone in training and developing their managerial/administrative employees. The study 

was also attempted to investigate those factors that have been adversely affecting 

such practices, there by, suggest possible solutions on how to provide effective and 

efficient human resource training and development programs in education sector of 

the Zone. Besides, the study was guided by the following specific objectives : 

1. To assess the practice of training needs assessment conducted by Woreda 

education offices in the Zone. 

2. To identi fy the mechanisms Woreda education offices used in selecting 

individuals, setting objectives and developing contents for training and 

development programs. 

3. To identify the human resource training and development methods mostly 

used by the Woreda education offices in the zone. 

4. To assess the mechanism of evaluating human resource training and 

development programs in Woreda education offices of the Zone. 

5. To pinpoint the major problems the Woreda Education offices face in their 

human resource training and development programs. 

To this effect, the following basic questions were the corner stones to obtain the 

necessary information. 
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I. To what extent training and development needs are assessed by Woreda 

educ ation offices in the zone? 

2. On what basis the Woreda education offices: 

a. select individuals for training and development programs? 

b . set objectives for training and development programs?, and 

c . develop contents for training and development programs? 

3. Which methods of training and development are most often used by the 

Woreda education offices 2 

4. How human resource training and development programs were evaluated in 

Woreda education offices of the Zone? 

5. What problems do the Woreda education offices face in their human resource 

training and development endeavors? 

In an attempt to answer the above basic research questions, a descriptive survey 

method was preferred to serve the purpose. The study was conducted in seven 

Woreda education offices and Zone education department of the sector. Data were 

gathered using questionnaires developed based on the review of related literature, 

Interview, focused group d iscussion and document analysis were also instruments 

used to gather data. The questionnaire covered the responses of sixty-three officials 

and forty-eig ht supervisors of ZED and WEOs. Similarly, the interview covered eight 

office heads and eight process owners from ZED and WEOs. Out of 138 questionnaire 

papers distributed III (80.4%) were filled out and returned. The data gathered were 

analyzed by descriptive statistics such as frequency counts, percentages, ranks and 

meon value comparisons; and inferential statistics like spearman's rank order 

correla tion c oefficients to test whether there is corre lation between the ran kings of 

the two groups and the chi-square test to verify whether there are significant 

differences in the distribution of responses between or among the respondents of the 

two groups under study (i.e. office holders and supervisors), The major findings of the 

sludy are summarized as follows: 
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5.1.1 Characteristics of Respondents 

As to the findings of study. there are only a few numbers of females in the positions of 

officials and supervisors. The majority of respondents in each office belong to the age 

group 31-40 and 41-50. Most of the officials and supervisors have adequate 

qualification in relation to the required jobs. However, the existence of diploma and 

few TTl graduates in the sector indicated that there is a need for upgrading them in 

the future . Concerning work experience of employees, more than 65% have been 

serving in different offices and schools for more than 16 years. The offices' efforts to 

attract young people were found poor. 

5.1.2 Major Findings 

Provision, Arrangement, Job Assignment, and Contents of Training 
and Development 

a. It was reported by more than 75% of the total respondents that short or long-term 

training and development programs were provided for employees and managers in 

education sector of the zone for the last three years. 

b. It was found out that 81.1 % of the total respondents attended the training or 

development programs provided in the sector. The majority (45.1 %) of those who 

attended training and development programs, 52.4% of office holders and 35.4% of 

su pervisors, participated in the programs organized by RED. The second, third and 

forth majority of respondents attended the program organized by ZED, WEO, and 

RCBB. 

c . Among those who attended train ing and development programs, more than 85% of 

them participated in short-term seminars, workshops, and conferences. Where as 

exposing individuals to various jobs and visiting tour to other organizations was found 

at a lower level. 

d. It was reported by 75% of the total respondents that the train ing and development 

programs they attended were related to their jobs . 
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e. Among those individuals who have attended their long-term training and 

development, more than 60% of them had got the proper position and benefit after 

completion. Those who didn ' t get proper position and benefit indicated the reason 

as managerial problem, shortage of budget, priority was given to others and the 

programs they attended had no relation with their regular jobs. 

f. The contents of BPR. result oriented performance and supervision ranked first, 

second and third respectively. While material management, financial management, 

and information technology ranked the least. Relatively greater emphasis was given 

to BPR and result oriented performance appraisal and no emphasis was given to 

lechnical skil l development. 

g . It was discovered by the majority (63.9%) of respondents', 66.7% of office holders and 

60.4% of supervisors, that the human resource training and development plan were 

included in the office's strategic plan. But, the information obtained from document 

analysis indica ted the absenc e of suc h practices in the sector. 

5.1.2.1 Training and Development Needs Assessment 

a. It was reported by more than 65% of the total respondents that there was no 

prac tice of conduc ting needs assessment. However, about 33.3% of the total 

respondents agreed on the existence of such practices. 

b. On instanc es where needs assessment was conducted, it was found out that 

individual employees, immediate supervisors, and top-level managers rarely or 

never identify needs assessment in their respective offices. However, the findings 

reveal that the sole responsibility for carrying out needs assessment falls on the 

tra ining c oordinator/ officer. 

c. On instanc es where needs assessment was conducted, it was found by the 

responses of the respondents of the two groups that training and development 

needs assessment practices that had been taken so far were based on the analysis 

of culture, structure, plan, objectives, task performed by each job holder and the 

knowledge, skills, and attitudes of the individuals. 
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d . It was reported by the respondents who disogree the presence of human resource 

training and development needs assessment in their offices that attention was not 

given to it, shortage of budget, failure to recognize its importance by the 

concerned bodies, no re sponsible body to carry out training and development 

needs assessment and there were no experts to undertake it were some of the 

major reasons for not conducting training and development needs assessment. 

e. The study revealed that availability of budget, importance and urgency of the 

need, cost effectiveness, availability of trainers, availability of training institutions and 

trainees ' capability and level of motivation were some of the majar factors 

considered for prioritizing identified needs. 

f. On instances where needs assessment wos carried out, observing individuals when 

performing their task, performance review, conducting group discussion and 

conducting survey were the commonly used methods for gathering information for 

needs assessment. 

5.1.2.2.0 Selection Criteria 

a. It was found out that the majority of respondents agreed on the absence of clear 

ond tra nsparent criteria in selecting trainees or trainers for training and development 

program. The criteria were not communicated to members of the organization. 

Further more, train ing and development opportunities offered to individuals who 

have good personal relationships with immediate supervisors and top level 

managers. Moreover, training and development opportunities were offered to 

individuals not as incentives as well as without considering organizational goals. 

S.1 .2.2,b Objectives of Training and Development Programs 

a. It was found out that majority (71.2%) of respondents, 69.8% of office holders and 

72 .9% of supervisors, confirmed that there was a practice of setting objectives 

before delivering trainings in their respective offices. 

b. It was also found out that the nature of the objectives set were relevant to the 

learners concerned (M=2.23), precise and clearly indicates the expected outcome 
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of the p rogram (M=2.51), related to the KSA gap identified earlier (M=2.43, 2.62, 2.35 

respect ively), and stated in measurable terms (M=2.31) . The mean scores in all 

cases were below average (3.0). Thus, the objective set lacks clarity and were not 

presented to trainees in a systematic way. 

5,1,2,2,c Contents for Training and Development Programs 

a. It was indica ted by 67.6% of the total responden ts that the offices were not 

participated trainees through their representatives in the selection of contents for 

tra ining program. 

b. The findings of the study revealed that program coordinators and trainers were 

selected the contents for training and development progra ms. Trainees have not 

been offered the opportunity to participate in content selection. 

5,1.2,3 Methods of Training and Development Programs 

a . The findings of the study revealed tha t majority (59.5%) o f the total responden ts 

confirmed that th ere was no any formal orienta tion/induction program organized to 

new recruit employees or for those new position holders. Moreover, to certain extent 

induction program were conduc ted when the offices recruit many individuals at a 

time and only few respondents confirmed the existence of a formally set orientation 

c heck list. 

b. On instances orientation carried out, the new recruits peers and co-workers usually 

took part in undertaking orientation program. It was also found out that in the 

offices, not g iving attention to orientation program and considering orientation 

program as costly and time consuming were the main reasons for not conducting 

orientation program. 

c . It was found that sharing ideas among employees was the most applicable on-the­

job training and development technique; however, it did not systematically applied 

as technique but as one of the work relationship. Mast of the respondents confirmed 

that understudy, mentoring, coaching and delegation were on-the-job training 

techniques used to train and develop individuals in their respective offices. 
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However. mojority of respondents confirmed tha t job rotation technique was not 

widely used by the ir offices due to the resu lt oriented appraisal system. which 

enobled the employees and managers to concentrate towards their own job. 

d . Concerning the methods of presentations in which the programs delivered, it was 

discovered that lecture method and group discussion method were the most often 

used off-the-Job training delivery techniques. It was also found out that audio-visual 

method; case studies method, role playing and management game were not 

widely used o ff-the-job train ing delivery techniques. 

5.1.2,4 Evaluation of Training and Development Program 

a. It was found that most of the offices have no well organized system of keeping 

records of all training and development programs delivered. Lack of follow up from 

concerned bodies ond keeping records of training was not accustomed were some 

of the reasons for not keeping records of training and development delivered. 

Moreover, there were no systematic practices of evaluating the training and 

developmen t program conducted in most of the offic es in the sector. 

b . It was discovered that majority of respondents confirmed the training officer (62.2%), 

the trainer (61.3%), and top manager (61.3%) were involved on instances when 

tra ining and development evaluations carried out. Moreover, significant number of 

responden ts agreed on the involvement of the trainees' supervisors and the trainees 

in c arrying out evaluation activities. 

c. It was found that the evaluation conducted so far was focused on participants 

perception about program effectiveness (M=3.42), attainment of objectives in terms 

of knowledge (M=2.88), attainment of objectives in terms of skills requirement 

(M=2. 60) , attainment of object ives in terms of attitudes (M=2.55), on assessing how 

effectively learning has been transferred back at the work place (M=2.85), and on 

assessing the impact brought to the office performance (M=2.78). The mean scores 

of the responses are above average (3.0) in the case of participants' perception 

and below average (3.0) in the remaining cases indicating disagreement on the 
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the issue of objectives in terms of knowledge, skills, and attitudes, on the transferring 

of learning and the impact brought to the office performance. 

5.1.2.5 Problems of Training and Development Programs 

a. It was reported by the great majority (79 .3%) of respondents, 79.4% of officials and 

79.2% of supervisors, that their offices had faced problems in its training and 

development endeavors over the last three years. 

b . It was found out by the great majority of the responden ts that shortage of adequate 

budget allocated to training and development a nd absence of clearly stated 

tra ining pol icy were considered as the major constra ints in their training and 

development endeavors. Moreover, low priority g iven to training and development, 

lack of managerial support, inadequate organizationa l facility, lack of selection 

c riteria for selecting individuals for the programs, lac k of motivation of the 

employees, insufficien t time to execute trainings, lack of well designed training 

programs, and lack of appropriate tra ining insti tutions were also among the major 

constraints that the offices had encountered. ' 
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5.2 Conclusions 

In light of the above findings. the study had finally come up with the following 

conclusions: 

1. It was revealed in the findings of this study that the practice of conducting needs 

assessment in respective offices of the sector was not satisfactory. Little opportunities 

were given to individual employees in order to determine their own needs. This has 

caused failure in relating training and development needs with real problem of 

individual employee. More over. there were no clear and transparent criteria for 

selecting individuals for the programs. Most of the time opportunities were offered to 

individuals based on their good personal relationships with immediate supervisors 

and top level managers. Th is has led to grievances among employees and 

adversely affects the commitments of employees towards the realization of 

organizational goals. Therefore, it could be safe to conclude that the education 

offi ces of the zone have lost money on training and development activities because 

it was poorly designed and not linked to performance problems. 

2. Although there was good practice of setting objectives before delivering programs 

by designing and organizing bodies. the process of setting them did not 

participated the stakeholders. Trainees do not know what they are supposed to 

learn. This has caused confusion on the part of trainees and their respective offices. 

Trainees had not been offered the opportunity to participate in the selection of 

contents for the programs. What is more, insignificant attention has been given to 

on-the-job training and development techniques. Thus. it can be said that the 

offices effort to participate stakeholders in setting objectives and content selection; 

and to use on-the-job training and development methods didn't meet the 

expectations. 

3. It was establ ished by the findings of this study that there was no an inbuilt system of 

training and development evaluation by which the outcomes of the training and 

development programs are evaluated. This has led to ineffective and inefficient use 

of scarce resources in the sector. Further more. the effectiveness of the programs 

had been hindered by shortage of budget. absence of clearly stated training 
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policy. low priority given to training and development programs. lack of managerial 

support. inadequate organizational facility. lack of selection cri teria for selecting 

individuals for the programs. and lack of motivation of the employees were among 

the major problems observed in the sector. In general. it would be concluded that 

human resourc e training and development activities have been carried out in 

education offices of the zone simply because of the belief that it is good thing to do. 

5.3 Recommendations 

Based upon the above conclusion and findings of the study. the following 

recommendations were made to enhance the offices' ability to more effectively 

uphold their efforts. 

5.3. I Training and development programs largely help an organization to accomplish its 

goals and objectives. This is possible when training and development programs are 

offered to employees by identifying areas by which it can make a real contribution 

to organizational success. Therefore. trainers. process owners and individual workers 

collaboratively has to be carried out training and development needs assessment 

systematically in the offices in order to avoid the misuse of human. financial. and 

material resources as well as for effective accomplishment of organizational 

objectives. Each office in the sector has to develop mechanisms for collecting 

information about the gap by employing organizational. job/task and person 

analys is. The practice of conducting training need assessment by the respective 

office should encompass the needs of individual employees so that they are able to 

determine their own needs. Efforts has to be made by REB and ZED to develop 

needs assessment manual which helps as a guide line for effective identification of 

needs. Process owners in respective offices have to build the capability of 

individuals in charge of identifying their own training and development needs. 

5.3.2 There were absence of clear and transparent selection criteria for selecting trainees 

or trainers for training and development programs. As a result. training and 

development opportunities were offered to individuals based on the good will and 

personal relationship of immediate supervisors and top-level managers. Such 
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practices affected the morale and initiative of other employees as well as affected 

the offices in achieving their goals and objectives. Therefore, the REB and ZED 

should develop a trainin g and development directive whic h includes selection 

criteria by participating representatives from each woreda education offices. The 

directives prepared should be disseminated to all individuals in the offices. Training 

and development opportunities should be offered to appropriate trainees in the 

office regardless of their status and personal relationship with others; and 

appropriate trainers should be selec ted to provide effective and efficient training 

and development program. 

5.3.3 Se tting clear and precise objectives at the start would help trainees to decide 

whether the objectives set are related to the accomplishment of their task; helps 

managers to dec ide whether the trainings are good enough for the attainment of 

organizat ional goals; and it directs the trainers to know what to train. Thus, it is 

recommended that the preparation of training and development objectives should 

be done with meaningful participation of the trainees, the trainers and the 

managers of each respective office. The offices should strongly commit themselves 

to enhance trainees' involvement by participating representatives of individuals to 

be trained in setting objectives. 

5.3.4 Participating stakeholders in the selection of training and development program 

contents contributed for joint actions to solve the problems that should be 

addressed through training. Therefore, it is recommended that individual workers 

through their representatives should participate in the selection of the contents 

because it enobles them to meet their training and development needs. 

5.3.5 The absence of induction programs in education sector reduced the motivation 

and performance of newly recruited employees and new position holders. 

Therefore, it is recommended that, immediate supervisors and co-workers in 

respective offices have to arrange and deliver induction/orientation program to 

new employees and they have to institutionalize new position holders before they 

had started to perform their jobs. 
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The attention given to on-the-job training and development methods in the offices 

were very low. Relatively greater emphasis was given to short-term off-the-job 

training methods. The use of off-the-job or on-the-job training and development 

method should depend on the nature and content of the programs and the 

capabili ty of trainees and supervisors. Therefore, it is recommended that REB and 

ZED should design and implement intensive trainings to office/ department heads 

and process owners that enable them to device a scheme by whic h on-the-job 

methods could be utilized at a higher scale in the offices. 

5.3.6 Evaluation help the organizations to ensure training and development program 

meets its objectives. Comparing objectives with outcomes help to find answers to 

the question how far the tra inings has achieved its purpose. However, it is 

impossible to assess the significance of training and development programs unless 

there is an inbuilt system of evaluation in the offices. In light of this, it is 

recommended that managers, trainers and trainees in each respective offices of 

the sector has to design and endorse a system of evaluation for their training and 

development endeavors in terms of reaction changes, work behaviors, 

achievement of learning objectives and outcomes or effects. The REB should 

provide the necessary technical support and trainings to those individuals that 

would enable them to design such systems. 

5.3.7 The effectiveness of training and development program in the sector had been 

hindered by budgetary constraints, absence of clearly stated training policy, low 

priority given to training and development programs, lack of managerial support, 

inadequate organizational facility, lack of selection criteria for selecting individuals 

for the programs, lack of motivation of the employees, insufficient time to execute 

trainings, lack of well designed training programs, and lack of appropriate training 

institutions. In order to address these challenges, the following recommendations 

are forwarded. 

5.3.7.1 ZED and WEOs have to design various projects and negotiate with donor 

agencies in order to obtain the required materials, financial and technical 

support in their training and development endeavors. 

96 



financial and technical support in their training and development 

endeavors. 

5.3 7 2 REB and ZED ha ve to provide intensive trainings to Zonal budget aliocators to 

c rea te awareness on the importance of training and development so that 

the budget allocators give attention in such a way that out of the budget 

allocated to offices a signific ont amount should be appointed to training 

and development activities. 

5.3.7.3 REB has to provide trainings for heads and process owners af respective 

educa tion offices in order to make them give emphasis and priority to 

training and development activities. 

5.3.7 .4 Zone education department should formulate training and development 

pol icy and disseminates it to woreda educa tion offices so that they can 

adopt it to their organizational functions. 

5.3.7.5 Sufficient time should be given to training programs so tha t trainees can get 

enough time to digest what they are going to learn. 
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Appendices 
Appendix-A 

Addis Ababa University 
School of Graduate Studies 

College of Education 
Department of Educational Planning and Management 

A Questionnaire to be completed by officials and supervisors of zone education 
department and woerda education offices of Hadiya zone. 

The purpose of this questionnaire is to collect relevant data regarding the practices that 
have been carried out by the education sector o f Haddiya zone in human resource 
training and development over the last five years, i.e since of 1998 E.C; and also to 
identify the major problems the education sector faces during the same period. 

The findings may serve as input for human resource development of the zone. 
Therefore, your sincere co-operation and objectivity in answering each of the question 
items is of great importance, and your responses would be kept strictly confidential. 

Note that: 
1. No need of writing your name 
2. Please indicate your answer by putting "X" for questions with options 
3. Write your opinion for open-ended questions. 
4. If it is needed, you can give more than one answer. 
5. The questionnaire only d irected towards the training and development 

program delivered to officials and supervisors w ho work in offices of Hadiya 
zone education sector (i.e woreda education offices and zone education 
department) . 

Thank you in advance for your co-operation for fill ing and retuming this questionnaire. 
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Section-I 
I. Background Information of the Respondents 

1. Sex 
A. Ma le 

2. Age 
A. below 20 years 
B. 21-30 years 
C. 31-40 years 

3. Educational background 
A. Below Grade 12 
B. 12'h complete 
c.m 

4. Your area of specialization 
A. Management 
B. Accounting 

B. Female 

D. 41 -50 years 
E. 51 years and above 

D. College diploma 
E. BA/BSC 
F. MA/MSC and above 

C. Educational Planning and Management 
D. Economics 
E. Specify if any other ______________ _ 

5. Current Position 
A. Department head D. Performer 
B. Office head E. Supervisor 
C. Process owner f . Specify if any other ______ _ 

6. Service Year on the current position 
A. below 5 years 
B. 6- 10 years 

7. Tatal work experience 
A. below 5 years 
B. 6- 10 years 

C. 1 1- 1 6 years 
D. 16 years and above 

C.1 1- 16years 
D. 16 years and above 

Section -Two 

PART I 
General information about Training and Development program received since 1998 E.e 

1. Did y?ur office provide any long or short-term training or development programs for 

its employees and managers since 1998 E.C.? 

A. Yes B. No 

2. Did you attend any short or long-term training and development program offered 

since 1998 E.C.? 

A. Yes B. No 



3. If your answer to question number 2 is 'yes ', who arranged the program? /More than 
one response can be chosen/ 

A. Woreda education office 
B. Zone education department 
C. Regional education bureau 
D. Woreda capacity building office 
E. Zone capacity building office 
F. Regional capacity building office 

G . Non-governmental organizations 
H. If any other please mention, ______________ _____ _ 

4. What were the kind (s) of program(s) yau have attended? / More than one response 
can be chosen/. 
A. Short term seminars, workshops, conferences, etc 
B. Attending higher education institutions 
C. Visit tour to other organizations 
D. Distance education program 
E. Mentored with in the organization 
F. Coached by immediate supervisors 
G. Exposed to various jobs with in the organization through job rotation 

5. Was the program you attended directly related to your job? 
A. Yes B. No 

6. If you have attended either formal education or distance education, did yau get the 
proper placement and benefits after completion? 

A. Yes B. No 
7. If your answer for question number 6 is "No", what is the reason for tha t? 

Mention ___________________ _ 

8. What was the topic of training you rece ived since 1998 E.C? Please indicate by 
Putting "X" on the topic(s) you received. 

__ Leadership 
__ Strategic planning 
__ Human resource management 
__ Material management 
__ Change management 

__ Result oriented performance appraisal 
__ Business process reengineering 
__ Gender and HIV / AIDS education 
__ Educa tional research 

__ Decision making 
__ Financial management 
__ Information technology 
__ Computer train ing 

Adult education 
_ _ Curriculum development 
__ Teachers development 
__ Supervision 

If any other please specify ____________ _ 

9. Does your office planning for train ing and development? 
A. yes B. no 



PART II 

Human Resource Training and Development Needs Assessment Practices 

1. Does your office conducted human resource training and development needs 
assessment Since 1998 E.C? 

A. Yes B. No 
2. If your answer for item Number 1 is "yes", by whom needs assessment was conducted 

in your office? Indica te your agreement or disagreement as, 
1 = Never True 2= Rarely True 3= Sometimes True/sometimes Not 
4= Usually True 5=Always True, in each box corresponding to each item. 

Question Item ~ 
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- Each employee in the office identified his/her 
N own training and development needs 

N 
Employee's immediate supervisor identified 

N training and development needs of each 
individuals 

The training coordinator/officer identified 
(") training and development needs of N 

employees and the o ffice 

Top-level manager of the office identified 
'1' training and development needs of 
N 

individuals and the office 

<I) External consultants identified tra ining and 
N development needs of the individuals and 

the office 

-<> Training and development needs had been 
N identified through analysis of the culture, 

structure, plan, objective , etc. of the office 

"- Training and developm ent needs had been 
N identified through analysis of the tasks 

performed by each jobholder 

Training and development needs had been 
co id entified through analysis of the knowledge, N 

skills, attitude, etc. of th e individual 



3. If your answer for item 1 is 'No' , what is [are) the reason[s) for not conducting needs 
assessment? [More than one response can be chosen) . 

A. The office does not have experts to undertake training and development needs 
assessment 

B. Shortage of budget to training and development needs assessment 
C. No responsible body to training and development needs assessment 
D. There is no training and development needs assessment directives 
E. Failure to recognize its importance by all concerned 
F. There is no training need at all in the office 
G. Attention has not been given 
H. If there is any other reason please 

specify _______________________ _ 

4. Once training and development needs are identified, they have to be prioritized. 
Which of the following fa c tors does your office considered in prioritizing needs? 
[More than one response can be chosen ). 

A. Availability of budget 
B. Importance and urgency of the need 
C. Trainees capability and level of motivation 
D. Availability of tra ining institutions 
E. Cost effectiveness 
F. Availability o f tra iners 
G. All the identified needs are equally treated 
H. Mention if there are other factors ________________ _ 

5. How does your office gather information in analyzing training and development 
needs? [More than one response can be chosen). 

A. conducting survey 
B. Observing how individuals are performing their tasks 
C . performance reviewing 
D. Conducting group discussion 
E. If there are any other methods, please mention ____________ _ 



PART II I 
Selection Criteria for Training a nd Developm e nt 

Indicate your agreement or disagreement regarding the selection c riteria of trainees or 
traine rs in your office as, 1 = strongly Disagree; 2= Disagree; 3= Undecided; 4=Agree; 5= 
Strongly Agree, in each box corresponding to each item. 

NQ Question Item '0 

>- ill ill 
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1 The o ffice has clear and transparent criteria in 
selecting trainees/tra iners for training and 
development 

2 Every member of the office is well aware of 
this selection criteria 

3 The o ffice offered training and development 
opportunities for individuals as incentives 

4 Training and development opportunities are 
usually offered to individu,als who have good 
personal relationship with immediate 
supeNisors 

5 Training and development opportunities were 
usually offered to appropriate individuals by 
considering organizational goals 

6 Only higher ranking offic ials are selected for 
training and development programs in most 

cases 

7 Training and development opportunities are 
usually offered to individuals who have good 
personal rela tionship with top-level managers 



PART IV 
Training and Development Objectives 

1. Does your office set objectives before designing/implementing the human resource 
train ing and development programs that have been delivered over the last 3 years? 

A.Yes B.No 
2. If your answer to question nQ 1 is 'yes', indicate your agreement /disagreement 

regarding the nature of the objective set as, 
1 = Strong ly Disagree; 2= Disagree; 3=Undecided; 4=Agree; 5= Strongly Agree, in 
each box corresponding to each item. 

NQ The objective set were \J 
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2.1 relevant to the learners concerned 

2.2 precise and clearly indicate the expected 
outcorne of the prograrn 

2.3 related to the knowledge gap identified earlier 

2.4 related to the skill gap identified earlier 

2.5 related to the attitude gap identified earlier 
2.6 tirne frarned 
2.7 all members of the organization equally 

understood the set objectives 

2.8 stated in measurable terms 

2.9 clearly indicates the standards the learner is 
expected to conform by the end of the 
program 

3. If your answer to question nQ 1 above is . No', what are the likely reasons for this? 



PART V 
Selection of conten ts for Training a nd Development 

1. Does your office participated trainees through their representatives in the selection of 
contents of the training program? 

A. Yes B. No 
2. Who select contents for training programs in your office? Indicate your 

agreement/disagreement regarding the selection of contents as, 1 = Strongly 
Disagree; 2=Disagree; 3=Undecided; 4= Agree; 5= Strongly Agree, in each box 
corresponding to each item. 

NQ Question item 
D 
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2.1 The training coardinators selected the content 
of the training and development programs 

2.2 Top managers selected the content of training 
and development program 

2.3 The trainers selected the content of the 
training and development programs 

2.4 The office considered the level of participants 

in selecting contents for training and 
development program 

PART VI 
Human Resource Training and Development Methods 

1. Does your office arranged orientation program to new recru its and old ones? 
A. Yes B. No 

>-
OJ Q) 
c Q) 
0 ~ 

~ OJ 
Vi <t: 

2. If your answer for question nQ 1 is 'yes', which method of orientation were used in 
your office? (More than one response can be chosen) 

A. Formally arranged orientation program to a ll new recruits 
B. Formally set orientation check list 
C. If any other, please specify ________________ _ 

3. Who took part in orienting new employees? 

A. Process owners take part in orienting new employees 
B. peers and co-workers take part in orienting new employees 



C. Top level manager take part in orienting new employees 
D. If any other, please specify __________________ _ 

4. If your office has not been arranging orientation program to new recruits, what is 
(are) the reason (s) for that? 
A. It is costly and time consuming 
B. The office usually recruits experienced workers 
C. Recruits must be left free to learn about the office by themselves 
D. The office is not as such complex to new recruits 
E. Attention is not given to it 
F. If there is (are) other reason(s), mention 

please _____________ _ 

5. Which of the following on-the-job techniques are used in your office to train and 
develop employees and managers? (More tha n one option can be chosen) 

A. Mentoring C. Job rotation E. Sharing ideas among employees 
B. Coaching D. Understudy assignment F. Delegation 
G . None of the above methods are used 

6. Which of the following off-the-job training delivery tec hniques are used in your office? 
/mare than one response can be chosen/ 
A. Lecture method 
B. Audio-visual method 
C . Management game 
D. Group discussion 
E. Case studies 
F. Role playing 
G . If any other technique please specify ____________ _ 

PART VII 
Evaluating Human Resource Training and Development Programs 

1. Does your office keep records of al l training and d evelopment programs? 
A. Yes B. No C. Do not know 

2. If your answer for question nQ 1 is 'No', what were the causes? 

A. Lack of follow up from concerned authorities 
B. Some training programs are kept secret 
C. Lack of transparent and clear training d irective 
D. Keeping records of training is not accustomed 
E. If any other please specify __________________ _ 

3. For what purpose training and development evaluation is used in your office? 
/more than one response can be chosen/ 
A. to determine whether a program is accomplishing its objectives 



B. to identify the strengths a nd wea knesses HRD programs 
C. to determine its c ost effectiveness 
D. to decide who should participate in the future HRD program 
E. if any other please specify 

4. Who were involved in evaluating training and development program? 

NQ Who was involved in evaluation? Yes No 
4. 1 The trainee 

4.2 The training officer 

4.3 The trainer 

4.4 The trainee's supervisor 

4.5 Top manager of the office 

5. Rate the degree of your agreement or disagreement w ith regard to the practices of 
evaluation of training and development in your office as, 1 = Strongly Disagree; 
2= Disagree; 3= Undecided; 4= Agree; 5= Strongly Agree 

NQ Question Item -0 

>- Ql Ql 
Ql 
-0 >-- Ql Ql ·u OJ ~ ~ Ql OJ Ql c OJ OJ Ql Ql c OJ o a a -0 ~ 0 ~ 

~ V> V> C OJ ~ OJ 
(*;)0 0 ::::> « Vi « 

5. 1 Evaluation conducted mainly focuses on the 
participants perception about the program and 
its effectiveness 

5.2 The evaluation conducted mainly focuses on the 
extent of objectives attainment in terms of 
knowledge 

5.3 The evaluation conducted mainly focuses on the 
extent of objective attainment in terms of skill 
requirements 

5.4 The evaluation conducted mainly focuses on the 
extent of objec tives attainment in terms of 
attitudes 

5.5 The evaluation conducted mainly focuses on 
assessing how effectively learning has been \ 

transferred back at the work place 

5.6 The evaluation conducted focuses on assessing 

the impact brought to the office/departmental 
performanc e 



PART VIII 
Problems with Human Resourc e Training and Development Programs 

1 . Does your office faced problems in its training and development endeavors over the 
last three years? 
A. Yes B. No C. Do not know 

2. If 'yes' which of the following were the most prevalent ones? 

No Problems of training and development Yes No 

2.1 Lock of knowledge 

2.2 Lock of communication skill 

2.3 Lock of motivation of the employees 

2.4 Lock of well designed training program 

2.5 Lock of management support 

2.6 Insufficient time to execute training program 

2.7 Low priority to training and development 

2.8 Inadequate organizational facili ty 

2.9 .Absence of clearly stated training policy 

2.10 Lock of selection criteria for selecting trainees 

2.11 Absence of expertise to conduct training and development 
needs analysis 

2.12 The learner 's negative attitude towards the program 

2.13 Non-responsiveness and lock of motivation of tra iners 

2.14 Lock of appropriate training insti tutions 

2.15 Lock of adequate budget allocated to training and 

.development 

2.16 if others please 
speci~ ______________________________________________ __ 

3. What do you think are the possible solutions to the problems? Please list them 

4. Finally, any suggestions or comments you want to add, you are very 
welcome ______________________________ _ 



Apendix-B 

Addis Ababa University 
College of Education 

Department of Educational Planning and Management 

Interview guide for heads and process owners 
This study is designed to assess the practices and problems of human resource train ing 
and development in your organization. Your genuine response contributes much to the 
study. 

Thank you in advance for your time and cooperativeness. 

1. Does your office conduct training and development program based on needs 
assessment? 

2. How often does your office conduc t this kind of training? 
3. O n what basis your offices select individuals for tra ining program? 
4. Who participate in the selection processes? 
5. Does your office set objectives for training programs in general and for each 

course in particular? 
6. How does the process of setting objectives done in your office? 
7. What measures does your office take to make objectives clear to whom so ever 

participating the training program? 
8. How does your office select contents for the training program? 
9. What methods /off-the-job and on-the-job/ do your office uses for conducting 

training? 
10. What factors are affecting the process of training and development in your 

office? 
11. What is you suggest as solu tion for problems of human resource training and 

. development? 



Appendex-C 

Group Discussion Guide 

1. How training and development programs have been taken place in your 

office? 

2. What are the problems the office faces in human resource training and 

development endeavors? 

3. What to be done to receive maximum benefit from human resource 

training and development activities? 
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I'uo/f],'",) ao'P'rC: 1'~,WtoC flC'77- : oq,Y:: M"'I: OJIH· .. . "l9°'r 
OJ. fl 'f' Y, ll71J A 

2.7 ao/f], ' f; I'flAm']'] I' ~, q,9" "}IIJ;I' fltIm'] <J::"17- 'f''] ,). I'I.Yh 'bY: 
nnW}~ 1Pt--,,~ ooot-'r .l'l'In,r'} flMI'"lIJc/ "19",). OJ.fl'f' 
.l'll1lJA 

2.8 ao/f],'f; I'flAm"''] f' ~, q,9" "I,}IJ;r fltIm'] <).:" 1')' 'f'']'r oSh 'bY: 
('7.,l"}~'} ,'l, 1 1Pt-'I'~1'f " 6, o (JJ.'/' ) : hUI'I·,r'] 1111J1'\, "l9"'r (JJ.fl'f' 
.l'fl7f] A 



3. (H·t- <P,'T'C 1 9"'I'(j,ID "Mh'l..l'.9"" hlf't 9"nlY'" 9"'}5'.:1 'taL? /hh'}j'; n'l.e u o9U L'I' .e;f'lA/ 

V . noo/fl, '" I'i'lArn'1'1 ~,;"9" '?'}fJ;I' i'lArn'1 ~'I'I+ 'T''1')' I''''LYI-j'IS: fJl\oo,y fJl\oo~o,;, 

1\ . I'i'lArn'1C,' ~,')'9" "IlfJ;:r i'lArn'i' ~'I'I'r 1''1')' 1\0001-j'JS: I'n:e:'r o'T'L 'r noo~"';' 

rh o I'i'lArn'1'1 ~,;"9" '?lfJ;:r i'lArn'1 q: 'I'I ')' 'T''1 ,). 1\G<]I-j'IS: '1'1b>~')' l'OTJ.roi'l~· ~,I-jA fJl\uo, ';' 

00. nuo/fl,'h I'i'lAm'i''i' ~'T9° '?lfJ;:r i'lArn'i' ~'I'I.). 'T''i''r 1\0001-j'Lf!: '?A() uoooty i'lMA 

U-'. I'i'lArn'1'1 h')'9" '?lfJ;:r i'lAm'1 ~'I'I.). 'T''1 ')' rn'pOTj,;:raLl fJl\uo?1H'n 

L. nuo/fl, ' r. I'i'lArn'1 'i:'I'I'r fJl\uo,'';' 

(t. 'r!rL'r fJl\uo(tm", 

Ii. I\A I-j 1\ .e 71\()----------------- ---------------,----------------------------------

4. oo/fl, 'r,ID I'(tArn'1'1 1'~,;"9" "IlfJ;:r I'i'lAm'1 ~'I'I'r hAl' n~1\ Tf!:OTj.Y I\ooi'lm 'r h'?9u+ 

aLfI'T' 1'000.YfI7naL 9"'}Y:,} ~(IJ.? /h~,'}~' n'l.e uoAfI uollrn'r f?,'/''IA/ 

v . n:e: ,). uo ,'';' '} 

1\. 1'1IAm'i' 'i:It'l'r m<f>OTj,;:r'1 ~,"l.c;b,~+1 

rho 1'()A"l'i':r'l '1' l\o;:r'1 '/'~<'I7i'l'rJ 

00. \,0Tj (t Am:;' 'hl;OTj 'r oo~· t- '1: aL '} 

U-'. MA"l'i''1' 00, t-raL '} 

L. hroal. h<'l h'}~C /h'P"r'~'r'}/ 

(t. I"/,I\v, ~'I?f.1- nuo-I\- f?,"·7nt-l\· 

Ii. 1\.'1 I-j 1\ f?, 7 fI () -----------------------------------------------------------------------

5. uo/fl,')' ,ID I'!lAm'i''i' 1'~,<)'9u '? '}fJ;:r ~'I'I')"} 1\000m'1<f>C uoL;Q 1'000.MlInro. ?'IJV)' ~ro.? 

/h~,If!: n'l f?, ooA(t uollm'r f?,;f 'lAi 

V. n 9" A h ;:r 1\ . ?, .I' vn .c;. U-' t-' /':;' 1I t- (IJ. '} ?'1 J!o 'r ? '} Y. OTJ.Y h '1 aL '} n 0Tj I' 'r 

rh . I' U-' t- ".:;, ro.1 I' !l t- h b. ~ fJ 9" n 0Tj m, '} uo . I' n· f!: '} ro. f?, f?, 'r n OTJ f!: L '? 

L. 1\.'1 I-jl\ f?,rn4'!l ------------------------------------------------------------------------



htLu '/''1't'l. 1'". '/,an m· O. ~7C:i~ naDI(V}9' I'Ot\ nrt,":r'1 1'~,IPt\IT]<;·1· AaD6-L'1' V' 'b ;J'i 
I''''l.ant'lh ·'' '1'1'm.:: h O.'/7C:'F ·H~,\'. ~,9"1l'} ~,"'l6-i?':ri 1'.r11' vl'1''l ''l~ M\':: 

1 =n'i::7r9" M;\Il"'l"'l9" 2=~,t\Il"'l°79" 3=At\mO'}h·r 4=M"'l"'l(\U' 5=nIT]9" M"'l"'lt'l V· 
1'°7.t'l' '1'fm. :: IlMI,U MLn.-} O.'I7C:1~ h·t"/,'f>(j"} A "'l6-i?'1' Ol.Il'1' 1'6-Il9'i rl\7i I'''X'' 
rt\h '} n"']Y:L"'7 f!,"'7t'l7r :: 

·r. ('~ 1''1' ,l'</:m. '7 f!, ~.} 
~ ~ ~ :, 

~G" G" 1:. <: r G" 01:G" G" oC 
(JoC C \3 G" 
<::~ <0 <0 C 

.<:: ~ ..<: 

1 aD 1 (H' "'7 t\ (J'1 V· t'l·i I' "'lS 11 "'l "'l I' LP t\ IT] 'l' :r II' ~,IP A IT] 'l' :r 
anant\an.r an 11 II. C·), At'lm. 

2 I'LPAIT]'l'1~m,LPAIT]'l'1' anant\an.r anllt.C·t:i hn.<n~ 
I' anl(l.,t: IP 6-'/' '11'11\1.> ?,iP. . .rm.'l'm. f!,U;JA 

3 nanl(l.1; m.il'T' A,n'I'1m.i 1.11, I'Ilt\m'1'1 ~,:"r "'7ill;1' 
OY:t'l,,:r htj::·/,'1 1'116- ~,,:.~or 1\1\'fm. hiJ'."'lnL ·/';f f!,IPIT]A 

4 nanl(l.1; m.Il'1' ?"WI'1m. '} 1.11, I'Ilt\m'1'1 ?,:"r "'7ill;1' 
o J'.' t'l"1' h 'pC,n M,H· ;JC '1'<-' 1'"'7t\ "'7iJ.~·} 1\1\ 'f m. 
f!,1P1T]t\ 

5 nanl(l. '/; m.Il'1' ~1"WI'1m.i 1.1\, I'Ilt\m'1'1 h:"r "'7ill;1' 
OY:t'l·:r I'anl(l. ,t:i "'7·n n"'l7'1t1 ·n f!,onJt\ 

6 nanl(l. ' /; m.Il'1' ~, ·n'I'1m:} 1.tL rnl\f!, Aan6-C:1' ,n;f I'IlAm'1'; 
~,:"9" "'7ill;1' OJ'.·t'l· ·'l~ '} n'1o' 

7 nanl(l. ' /; m.Il'1' ?,'WI'1m.i 7.tb I'Ilt\m'; oY:t'l"i'· hanl(l.·" 
I'nl\f!, ~,an6-c::r ;JC '1'<-' "'71"1,''')' 1\I\'/:m. f!,IPIT]A 

:, 
<: 

~G" 
~~ 
<::..<: 



9" .17'0 M -')' 

mAm" ;':/'9" ,?'F/;f- TC''??'7'';'f 'J1D>JP;'f 'rh-G-f" 

1. au/(l,-}-9" "'M·:/· Y'fl'''' ~\au:J")- r!lAm '1'1 ~\;"9" "J'}ll7" TC"'lt.'1°:r­
hau ''''~~'fOJ'/hauom7";I'OJ. 06,-}' rTC"'lt. '{o:r-'} '1"''''7 ,pC?i'lA OJ f!.? 

U. ~\ 9" 

2. o "'t. ", '1'C 1 ooAfl9" "~\9"" hlf'l ; 0'1"''''79''10 ~\1> t. t.o it6Y Nl9"-r Ilaut'll"Jh·). 

1=0<i:7r9U i'lAfl"'7"'79u 2=~\Afl"'I°79" 3=~\AOJt'l'}n.9" 4= hII"'7"'7t'IU' 5=0"19" hII"'7"'7t'lll' 
o "'7 t'l ,), rt. fl9" , 9"'" 7i 1''' X" 9 U A tl'l- o "'7.17 t. "7 f!. "7 0 '1.- : : 

'I'. 'r. I' '1' Y i' OJ. 'I f!. '/,). 

~ 
, r,.. .::, '" g- 1:. <: .,... 

~~ g- <: g-
c 6 g-

c,;.~ ~ ~ c 
c:-<: -<: -<: ..<: 

2 .1 rflAm'1'1 ~\''''9'' "7'}I]7" '1""'79"'Ii rt'lAflJ'1':r-'} U-'/'7" 
Y1'1110 ~OC 

2.2 rflAm<;'1 ~\ ')'9" "7,ll7" 'I " o<J 9" ,(, h!l A m 'i" OJ. 
r"'7,mMOJ. '} OJ.(J1",N'i. f!. Po O"7M<; O').hhA MA~o-

2 .3 r!lAm<;<; ~\ ,), 9" "7'll7" '1"o<J 9"'Ii 'P'1 ,,,,n./.')- r "-M 
roOJ.·I"'" hr,::'H' 1', Ouooo ,,, '). "f!. rt'lan ~OC 

2 .4 rflAm<;<; ~\:r-9" "7,ll ;!- o,"''''79'''Ii 'P'1 ,,,,n.t.-r r" ' M 
r tlUt'l .. .,. h<i:""y.:r-, Oauoo'",), "' f!. rt'loo '/O C 

2.5 I' fl A m <; <; ~\ ,), 9" "7,ll ;!' 0,,, o<J 9" 'Ii 'P <; ,)-h't. ,.,. I' ," M 

r~\aut'llJh+ hr,:: '/'f·:r" Oooau"""'" "'f!. YOau ~OC 

2.6 rflAm<;<; ~1:r-9" "7,ll;!' Mo<J9"'J, 0' ''' rHO '''' r?JL 1.1'.'0 
Nh'i·6.t'l ~OC 

2 .7 rflAm<;<; ~\,),9" "7,ll7" 0,""'79";/" U·t'l·9" rau/(1, 'r. 
t'l t.· I'l'/'·-T-!'1 "'to> ~\ ,Po. OJ." "'" ., . .l'.C'lA 

2.8 r!lAm<;'1 ~1:r-9" "7,1]7" o,,,"'79"'Ii Oo<J,t'l1J auAh' r"'1t'l'1.-
'/OC 

2 .9 rflAm~' '1 H9" "7'}ll ;!' '1"''''I9'''Ii hflAm<;OJ. O~O 
hlJ.'AflJl'/'T r"'7.m01>OJ: } .~t. p. O''''hhA r"'7.1A o '/O C 
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PIIAm','i P;',p?" '7'F!;r TC'7?'1"r .etll- uoLffJ 

1. = /fL'f.?> UJN'l'1'T n·/'lDfll';f'I'(JJ. hO']!]f!.~')- fOAm'l(IJ:} ,ell')- ~\Vt=Cm 
f' Y..C;JA (IJf!.? 

U. h?> 

2. Oou/I1'f.?> fOAm'l TC'''lt-9u f!.11 'f. f"'l.=Cm(JJ. un ~(IJ.? fOAm'l TC'''lt-9° f!.11'f. 
h=t-L'!''} M·=t'\h'l· f't'\?>'f. hUDt'\!]h'f. 

1 =0 <t:7,· r hAoU']"']r 2=M.o"'l"'lr 3=~'A(lJt'\,}h-r 4=hfI"'l"'lt'\ U' 5=0''lr hfI"'l"'lt'\ U· 

O"'lt'\'f. fLO?>'} 9°l'l'!i f"X" 9u Ah'f. n"'lY..-L"l .e"lt'\'l.-:: 

1-. 'I!. f '!' f' 'f! (JJ. a,,e ~ 'f. 
~ ~ ~ • .::, ::, 
g-- g-- -'= <:: <:: <" 

~g-- g-- <: g-- ~g--
01:<:: <:: 6 g-- E"~ rJ.-<O -<0 <ii <:: 
c.-<: .-<: .-<: ..<: \ c..<: 

2.1 O=/fL ' L' fOAm'l h<t: t'\· fOAm'l(JJ. '} .eH'f. 
f!. = C fTJ A 

2. 2 noo/fL'~ fOl'lf!. '!t'i;,.?>":j. fOAm'J(JJ. '} .eH'f. 
f!. = C fTJ t'\. 

2.3 n = /no ,~ ~, UJ A fTJ <;'"' ":j. f 0 A m 'I (JJ. '} f!. IH · 
,e= C fTJt'\· 

2.4 = /11 ' I; f 0 A m 'I (JJ. '} f!. 1I 'f. OODC'!' f UJ Nil '1' 1~ '} 
r-r-ruc')- Y..LP. h"l9"u.). (JJ.o'!' f'07CJA 

r Y.."fI OUI T 

f'(JUJ. y.eA IIAm'i M/ffJT tlJ.'.,P> r 
1. = /I1'f.?> M.o t'\-l. ,,../-<;.. UJt-'/''1'":j-'J M.<l.o =y"(IT I'I.e II '/-oo y"O· ~CJC UJL'/·'1'":j· hot­

;JC ~,'}.<l. ' I·'P(IJ.'I' fOAm'l TC'''lt-'1''T'} f'11;JP.A (IJ,e? 

U. h?> 

2. t'\./-t- ,','!'c 1 ooAO?> ~,?> !lIn : = /fL-r-?> f"'l.m 'f>=(JJ. f'f.(IJ.(IJ.~' H.I'.. f ')·'l'(JJ. 'nD.? 
/h?, '}y"" nl'lf!. =AO =om} f!. 'fl'lAi 



rh . t \,l\ 1](,\ f!.,7MJ ____________ _ 

3. (1ao/(d ' ~ M, P..fl -/"I'rTJ&~ :r -)·(JJ.(JJ. 'P I'O")..?I] 'bY.Ol. o'J~Ol. ? 

v. 1'(1.y:,} ao&~:j'- ~,,~P..fl LPt- -r7{>:r floI' m ';' f"7,]fl -I ' 'P0l~' -} '/1't("'l'r f!.,Ol(JlI'\· 

It 1'f1t- rtt\.I'.LM· ~,P.P..fl LP t- -/' 7{>'1- Mm<- l'O'Jfl -r'POl 'p,} '/1't(,,~ -r f!.,OlrTJl'\· 

rh. f'ao/fl, -" 1'(11't f!., '/1't (,, ~':'{· M-~. fl LPt- -I'7{>r Mm<- l'O'Jfl -r'POl'H 'I1't("'l'r ,e.OlrTJtr 

ao . I'\A I] 1'\ f!., 7 1'\ () -------- ---------------------------------------- --------------------------

4. aoln, -r~ ~,P.. f1 t'\-I-</'m<- LPt-Fo/,:,{-<j ~,P.P..fl ao.\'.(1':'{· I'tf!., l'\-raoY.(1· '/rtc LPt-'r7{>:l~ hflt­
;JC 7,'}.<'d-'P0l'I< f'fIt\m<j TC"']t-'l"1~'} f'0'].?I1;J;e: h In 9"h,} .1'-/: 51U -})I;'} '/(JJ. ,e.1't1'\.? 

v. hOllXl5 t'I'} '" ~,'}~C 1'O'J.?'PrTJ (1t70 IJ''r 

1'\. (l.C'(JJ. 1'0'].'''1' t-'f(JJ. LP L -,. 'If'':'{- t\r.\'.· yl't'f(JJ. '} (1ao IJ' 'r 

rh . h'<;'<;.fl I' -r-I' m<- LPt--rz,":-,: (1t-I'\'fa~ 1'L-r M(1.C'(JJ. h'}P..Y01.'/' ao.\'.L'? MI'\(1r 

ao. (l.C'(JJ. h'<;'<;.fl 1'\O'J.'rm<- LPt--Fo/1-' n .?vt\r M'f;J& rtl'\aolJ'~-

LP. (1t7o /fl,-" t'\7 • .<;~ hr·(llir -rtI'L-r MO'J ,e.t'I1' 

L. t'bl't '11'\ f!.,m 'I' f1-----------------------------------------------------------------------------------

5. aolfl,'r~ hO'J.h-I·I'\· ·)- I'fl t- (1;J- I'tf!., . flt\m<j'j' I'Mr ,?'}rt;t- H.l'o~':'{- LPt- -/'z,":-,··,}'j' 
'/1't&,,~':'{.'} l'\O'Jt'lt\m'} I'?Om'I'$"'(1-r tl>'.. '1'-)-'1'(JJ. ~(JJ.? /h>',}Y; lll'tf!., aot\fl onflm-r 
f!.,'j:I'tt\/ 

V. t\ 51° .\'.- rt I't 'f Ol. LP t- 1-'If':r f' fl t- )1''1'-'1' t\ 

1'\ . (1:I'C-(1 M ·H· f'O'J.t'ImOl: } ?UhC 

rh. f1t-~'-r--} O'J6.t-t-rll'flt- on.\'.-(1 O'J'r )'I'C,}/ 

ao. t\9u )I; rtl](1-/: LPt--/''lf'1~ ;JC M1C' (1onflt--r aoO'JC'}/aol'\O'JO'J.\'.·,}/ 

LP. hLPt--r7['':'{' ;JC '11'\ -(1 aot'\'POl1',} 

L. \,flt- (JJ.ht\<j (1aoflm-r 

1'1. t70/fl, -/: hi\f!., h-/- 'rt'l,,)- I'I!.',,~:-'·· ~,'}P..-}9u hf!.,m</'r9° 

6 . h""J.h -I·I'\- -)- hOt- (1;J' Ol."!.... I'flt\m'J ~ILP(fl1' tI.l'o~:r- t7o/n,-r~ \,o'J_m'''51u (1 'r 1I.l'o 
1"'1''1'01. ~o1.? 

v. (1h<t:t\ O1.fl1' 71'\~ (t'bh'l'C) 11.1'" '} 

1'\ . ~.'<;.\"ii lr:'Pt\ II!.'..'} (1t70m -I' ?U 
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0 0 • 1'(l . .I:"} OJ. f.,f!A "-} (loom"'9" 

UJ . 1'-'·Y.<'.1- " "'?'1u. '}"'} I''''lrrc,-l-- U,e" 1 (loom'r9u 

fl. M ~fl f.,?Mi _____________ _ 

9u .I:"(l M '} 

f'1/OJ. 1'.e6'l IJ6'lm'1'1 l!~f!" '71f/;r UDCI' '7flC '7?"7OY 

1. 00/(1.-)"91 MlIJ V-1 I' ,,..flm..)-.'} 1'1IAmC,C, H9" "11'1;:1" ooC'/ '71lC':r-1 /TC"'lu.'l"1-1/ 
00<'.>1 ~,mC, 'l'C' f.,f.,IjA OJf.,? 

V. n91 

2. tHoU. 4,'T'C 1 ooAlI91 "~,f.,11 9"" hlf'l: 9"t(} Y-" 9"'} Y.-1 ~Ol. f.,lItr? 

V. (l"'l.ooflh;:l"'fOl. '1116.911' hH-A fI(\"'l f.,Y.<'. "I 

fl. ~,1-'l'}Y.- 1'1IAmC, TC''7u.'l''~·- "1M fI(\"'lf.,Y.<'.'? 

UJ . 1'\,11 IJfl f., ?fl() ----------------------------------------------------

3. oo/fl.'}91 I'!IAmC,C, ~,:"9u '71'1;:1' TC''7u.'l''1- '79u 'I"'1 I''''l.YIJ'l.Y.Ol. fl9"1.1:'1 '/Ol.? 

fl. I' T C' '7 u. 'l" :): 1 m 1l-J u. C, Y.IJ "'l '1 'I 1-1 fl 00 flI' ,} 

rh. I'TC''7 u.'I":r'} "'P"T!'~-}.. fl"'l <'. ;J?'f' 

00. OJY. f,. ,} (] T C' "I u. 'l"'f, I' "'l/I'I-?- UJ A "l'1' 1-1 flooOJ fl1 

lP. 1'\,11 '1 fl f.,? fl 'J.' ---------------------------------------------------------------------

4. (loo/fl.')-91 I'!IAm'J'1 M9u "11'1;:1- TC:'?u.'l"~: '79"?"'l 1If., 1''''l/l'I+ ~,l-JII'} 1'-l--'1'f. 
'1TOl.? h lLU (];:I"'l~ (l ,,,,,poomOl. UJ1-t-<'.1r I' "X" 9"Ah'}- (l"'l.l:'<'.'7 f.,fl\'.:: 



'1' .'1' . .e'VI'1· r'\- ~, .e <'l · I· 9 ·9° 

4.1 f)J A rT) 'Ii' 1'· 

4.2 \'(lAm'i' ntt:A 

4.3 ~, f)J A rT)'Ii':y. 

4.4 I' U' A rT) 'Ii' 1'· MI.Jl ;I' 'f ro. 

4.5 l'un/fl,'}'fD I'flll.e '/ II 6. fD :)'-

5. flun/fl,')'fD I'oro. '/.eA (lAmei'i' 1'~,1'9D "l'}I];r TC"7t-'I"i"' /unC'I "l'flC/ "l~7cr<J,} 
fl 'I' (70 flIl'I' yt\fD'f''} hunt\l-]n'r 

1 =fltt:7..9" hA(lcr<Jcr<J~, 2=~,MIcr<Jcr<J~, 3=~\Arofl,}tJ.~, 4=Mcr<Jcr<Jt\ U' , 5=flffj~ 
M cr<J0'1t\ U' flcr<Jt\ 'r \'t.(lfD'} ~II 7i \,"X" ~ A n'r flcr<J g: l. "l .e "l 1'1'1.<: 

'I' . 'I' \''P,f'</:(U q.e'rr 
~ ~ ~ , ::. r r ..<:: <:: .... 

~r r <:: r 
0<:<:: <:: e r r,;.<O <0 <0 <:: 
<::-<: -<: -<: -<: 

5.1 flun/fl, ' i; \'(It\m'i''i' \'~,')'9" "l '}I];r TC:"lt-'I"i"' 
I'0'}. 7 =7 (7C>"r 'r<'l;r 6,fD1: 1'1 T C"? t- (70, I-] II 'f (U 

~Iaot\l-] /Yr'i' ro.(J1,;rcr<J~ ,r h '}~C 'tiD. 

5.2 fl(7o/fl,1; 1'1lAm'i''i' I' h1'~ "l'}I];r TC:"l t-'I"r 
I''''l. 7 (70 7un" r I'(lAm'i'ro. MO'} fDr M(]J.</"r 
!knowledge/ ~, '}~C un<'lI-];I' Tro. '} t\cr<Jl.;J7'P ~(U 

5.3 fl (70/fl, '/; \' (]tIm 'i' 'i' \' h1'9" "l '}I];I' TC:"l t- '1"1' 
\,°?,7=7(7o,'r \'(lAm'i'ro. Mcr<JfD"f hnut\·,Nskilll 
~\ '} ~ C (70 <'II] ;r T (U '} 1'1 cr<J l. ;J 7 'l' ~ (]J. 

5.4 fl(70/fl,'i; \'(lAm'i''i' I'H9" "l '}I];r TC:"lt-'I"1' 
1''''1.7(70 7 (7I>o 'f' I' (l A m 'i' OJ. M cr<J fD1' h~,(70 I'll-] h 'r 
/attitude/ ~,'}~C t7D<'Il-];:J"I:ro. '} t\O']l.;J7'l' ~(U 

5.5 fl = /fl,'i; l'oAm'i''i' \' h '}'9D "l'}I];r T(~"l t-'I"r 
1'cr<J.7 =7(71)0 ,), hMh·rt\··)· I'~II7i 'r"lI]Ct\(]J.'l' 

/transfer of learning/ ~\ '}~C ~(U 

5.6 fl(70/fl,'1; I' (lAm'i''i' \' ~\ 1'9" "l'}I];r TC:"l t-'I"1' 
1'°'7.7 (707 (71)0 -)- 1'1 ftC: ro. ro.e 9" Ml.;r C 'f' (70'H I-] 1'1 ro. 
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Apendex- E 

Sample offices of the study ore presented below. 

Hodiyo Zone Education Deportment 

Lemmo Woredo Education Office 

Anlemmo Woredo Education Office 

Shashogo Woredo Education Office 

Misho Woredo Education Office 

Gibe Woredo Education Office 

Soro Woredo Education Office 

East Bodewocho Woredo Education Office 

J 



Apendix-F 

Pla nni ng of Training and Development 

NQ Item Respondents X2 Test 

Officials Supervisors Total 
ill 

N % N % N % 
.2 
0 
> "-

-- --
I Does your office p la nning 

for train ing and 
d evelopment? 

00 (") 

42 66.7 29 60.4 71 63.9 
U) 0 

Yes -.0 C) 
00 0 

No 21 33.3 19 39.6 40 36.0 

Appendix-G 

Issues Related with Problems of Training and Development 

Item Respondent X2 Test 

Offic ials Supervisors Total 
ill 

01 N % N % z N % 
:J 

~. 
"-

I Does your office faced problems 

in its train ing and development 

endeavors over the last five 

yeors? 
-.0 
00 0 Yes 50 79 .4 38 79.2 88 79 .3 " 0 
00 C) 
0 0 No 12 19.0 7 14.6 19 17.1 -

Do not know I 1.6 3 6.3 4 3.6 
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