THE PRACTICES AND PROBLEMS OF HUMAN RESOURCE
TRAINING AND DEVELOPMENT IN EDUCATION
SECTOR: THE CASE OF HADIYA ZONE

BY
TEMESGEN DEBERO

SCHOOL OF GRADUATE STUDIES

ADDIS ABABA UNIVERSITY

June 2009
Addis Ababa




THE PRACTICES AND PROBLEMS OF HUMAN RESOURCE
TRAINING AND DEVELOPMENT IN EDUCATION
SECTOR: THE CASE OF HADIYA ZONE

A Thesis Presented to the School of Graduate Studies

Addis Ababa University

In Partial Fulfillment of the Requirements for the Degree of
Master of Arts in Human Resource and Organizational
Development in Education

Temesgen Debero

June 2009
Addis Ababa



ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES

THE PRACTICES AND PROBLEMS OF HUMAN RESOURCE
TRAINING AND DEVELOPMENT IN EDUCATION
SECTOR: THE CASE OF HADIYA ZONE

By

Temesgen Debero

College of Education

Department of Educational Planning and Management

Approved by board examiners

Yekunoamlak Alemu (PhD) -‘V}(."'\‘bww:(\

Chair person, Department Graduation Committee Signature

Jeilu Qumer (PhD) m{l\{nﬁﬁ\/

Advisor ignature

Yekunoamiak Alemu (PhD) AL e ,,\ftmli\;:(\

Examiner Ty L ies | e Signature
B ADDIS ARARA ETHIOPIA

A

LS At H A TR < T __'__”zh
"y T e



Acknowledgements

At the outset, | would like to express my deepest gratitude and appreciation to
Dr. Jeilu Oumer, my thesis advisor, for his unfailing guidance, constructive
comments and useful suggestions. For sure, this study would have not been a

reality in such form had it not been for his valuable and critical comments.

My warmest gratitude is also extended to my Father, my brothers, and to my

sisters for their moral encouragement.

Finally, my special thanks also go to those who helped me in collecting data

including the research respondents.

Temesgen Debero



Table of Contents

Contents Page
TS TGy o 1 L T U RN SN et e P £ S T e [
TN B O D TV IR covwsamsssvmmis s rms F A R A 0 A A SR B PN SR i
LIS OF T BIeS s uvsmonsmivmosisovevmussosimevessisvsmssusssos s iassss sy 5 A8 ey i i sy a5 s s Vi
Acroryrs ONd AlDIEVIGHONS ..avummienssiamamun i ssmmeaysses sviomms sxuniwsds sadsssbs vassasssamss sonane vii
AEITIET coscemmmsmsrmmrsmmsanomsn simssmass s o o s T e S ey i s TR G o T I s viii

CHAPTER ONE

THE PROBLEM AND ITS APPROACHES.....cosmsmmmsssarsesssssanrassssssssssssnessssassassnessmssusssssssssssssssansnssasnn 1
1.1 Beickanonirial OF 18 SHUEIE .. o rerammseansenamsmasvessssisssinsmsinss st s smses s usvits sSee 4 Seamsvamnbebtbssdinmnss 1
1.2 SITEMENT O TE PIOBIEM...v.vveeoeeeeeeesoseseeeessesssssssssssssssssesseeseesesessssesssessssess s sssmssesesssee 5
1.3 O GOIVES OF TS B cwsivisusmssmvecrs nesvaseossanmsemonens s ek ss s s i s s ?
1.4 SiamicUnce of g SIS s s i atsassas s s S e IR RS RN ?
15 Delimitaions OF This S v i me s s s i R (s s s anes 10
1.6 Linniteinoris Bl e SIUEI s amismmis s b s s i s S R e s 11
1.7 DN O KEY TS .. covevssnmsssnssmssessssrmsssnsssasesissessnes cossan sssaastraassamasssnsssa s sasesmssesssis 11
1.8 OrgamiZAHon OF The STUAY cuwmsisveimsmrmmovssisscsssomiesssscsimpssmsssssmstsssstsomssrommssssssse 12
CHAPTER TWO
REVIEWS OF RELATED LITERATUIRE wruesssssomssn s s s s s sy s e i s s e s 13
2.1 The Overview of Human Resource Training and Development ..., 3
2:1.1 Tregining, Bevelopment et BdUCTIRON s i iammiamems s onsnas o 14
2.1.2 The Relationship between Training and Development ........inenvenencnnenennens 16
2.2 The Components and Benefits of Training and Development ......vcieiieccviiinenns 17
2.2.1 Components of Human Resource Training and Development .......cccvvvieciiiiinnes ¥
22 1) enggermert DevelOnmienil o sismsm s s 1
2.2.1.2 Employee Training and DeVelopmeENt .......ccviieieeieie e ereesresseress e seiessine e 18
2.2.2 Bensfils of Humanh Resource Training and Development ... .. s 1

i



2.2.2.1 The Benefits of Training ana Deveiopment for Organizations .........c.cceeee..e. 19

2.2.2.2 Benefits of Training and Development for EmMployees......cooocvvvvvvviiivvvneneinnnes 20

2.3 Human Resource Training and Development POIICY ..occccvvvveviiiiiiiiiiiieeciieeciee e 20
2.4 Human Resource Training and Development PrOCESSES.....ouiivieiieinieeiivesiineesnnenns 2]
2.4.1 Human Resource Training and Development Needs Assessment .......ccccvevvenne 22
2.4.1 TPUrposes Of NEedS ASSESSIMIENT ....eeeeiiiiieieveee ettt vab s s tnsne s sbnseesbeeeeneesees 23
24.1.2 Lovels ef Mot ARTCIVSIE o:mimsss o s i sy s e G eshivas 24
2.4.1.3 Priovtizing Teairing: NOeTS . s s vsmessu s i s sy 26

24,1 4 Methoasof ARsessing TN BB . ..mmmemmimmemmsamsss vy 27

2.4.1.5 Who Should Participate in Training and Development Needs

ABBEEEIMIENIT Loeiiinesrerummssmssnsonssns susasnssssorvssmuss ssasnsusssssssss ssaseassas ns s exsasibusnsssunkanes sasnss 27

2.4.1.6 The Advantages of Training and Development Needs Assessment ........... 28

2.4.2 Designing Training and Development Programs ........coceeeeeeveeennesereessee e e 28
2.4.2.1 Setting Training and Development ObjeCHiVES....c.cccovvveereeireeciereerereieniens 29
2.4.2.2 Selecting and Developing the Content of the Program........ccccoceeveriiennenns 30
2.4.2.3 Selecting Methods for Training and Development .........c.cccccvviveniiimemmmmecnnens 31

2.4.3 Implementation of Training and Development Program .......ccc.ccccceviiiiieesninieennns 36
2.4.3.1Who Participate in the Training and Development Program? .................. 37

2.4.3.2 Whieorg e THNBISE .ansasenmommvmnssimine syt ey 38

2.4.4 Evaluating Human Resource Training and Development Program.........ccccceeeee.. K )
2.4.4.1 The Purpose of Training and Development Evaluation ........cccccevvevceieenne. 39
2.4.4.2 Who Undertakes Training and Development Evaluation? ... 40

2443 Whatshould be evallutlede . o emamanmmssiimis simmesEsrmssimms 4]

2.5 Problems of Human Resource Training and Development ... 42
2.6 Human Resource Training and Development in the Context of Ethiopia.................... 43



CHAPTER THREE

RESERRCH METHODOLEIEEN s s ivsarsss s i e e e etbivione 45
3.1 Resetieli MBI comevssmns s ins s s Gy s s s 4535 s e R o e S s 45
S SOUTCES OF DA .. ccuommmmssnsinnesmsmmssisomnsimmass oo pss vy Ak e s mais i s s oaesssin 45
3.3 SAMPIING TECRNIGUES .. veeeriiinierriirssniesssssmmssmnssensssnmssssessrnssssnsessssssssssssssanesaasanssssssasssassassssns 46
3.4 DAtA GATNEING TOOIS...cuuuieiierieiirirnsissensssssrstresssnsresessnssssssnasssasesessssasessssrosssesssssssssssssssssssses 47
3.5 Pracechures Of Dot COllEETION .cumiismtmmtimmnsnisnmnssiismansatssnsssssnssesssssssmassismansasmssasntss 48
S G Nethods B DOlE ANaBS . anmmamia it s i s s A———— 49

CHAPTER FOUR
PRESENMIATION AND ANALYSIS OF DATA s miisaomimssmiisas s s 50
4.1 General Characteristics of The Respondenis. s asiiisssssissasisssssssssssssissssssssisss 50
4.2 Analysis of Variables Related to the Practices and Problems of

Theining Giridl DeVelORRTOMT s s s s e o Wesstessse 53

4.2.1 Provision, Arangement, Job Assignment, and Contents of Training

aNd DeVelopmMENT PrOGITMS et eeseireee e s s sansse s e e s sesenreseesnaesessssesssessnnnas 53
4.2.2 The Practice of Conducting Needs ASSESSMENT .....ccccceeieriiiieeeniieereeereesnesseeseas 60
4.2.3 Selection CritEriQ ... ...cimcnmsessrmsmsisscssssnsnsssssssonssvssnasisssssssassasensaassassaassssssnsrassassasnaiss 67
4.2.4 Objectives of Training and Development Programs..........ceeceeceeieenecnicsenennennns 70
4.2.5 Selection of Contents for Training and Development Programs ...........ccceeeeeenie. 72

4.2.6 Issues Related to Methods of Training and Development

PTOGEERTS BN VET .o vaumsseunsmmumnsinysissimisn s vomsiessssniatsssy s i s s sne sy sssisss 74
4.2.7 The Practice of Evaluating Training and Development Programs........ceuee. 78
4.2.8 Problems of Training and Development Programs ......snssisissiessisssisssesrississasss 82



CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

T L I 85
B2 OTCR B BT vssicssrosmmnmsnssmmesni s Somm o s s S A S A S SR S R R T R 92
5.8 ROCOITTIBIICICIIONS usuucoveusimumsmvvrmmmmiss s i A R s s AR RN SR AR S 94
BHOIOEITEIBIIN corimenncanunssos wnsossmivensvassessissovessusssasbsssaiossessns se s ss s e ssis g ses v e ivssssnssones s ek subsssmms
ADPENTICES .eveeiiviiiiiieiiriicsitreisinecenesirssitiesesssssussssssssersass sessssssetesssssssessssissssmssstasssassnsssssossssnss



List of Tables

Page
Table 1: Respondents’ Distributed by Sex, Age, and Educational Level .........coveeeveeeenn. &1
Table 2: Respondents' Current Position and Work EXPENENCE....c.cvvvieeeviieeiiieccreeeeeeeereeens o
Table 3: Provision of Training or Development Programs.........ccceiieeiinceinnmnenneieseissssessneenns 54
Table 4: Arrangement of Training and Development Program.......ccccoeeecveeciesecieececneenns 55
Table 5: Kinds of Training and Development Program .....c.ccccvecevvveeeenieesine e sseeinneeenes 56
Table é: Issues Related with Job Assignment and Relevance of Training and
DBV B OPIMIBNL .. e iiniicsconseenssnensonrmrsesserssassssssosaesssssvoseresssensnsserensnensanasamerassrsassssnssesonsessonns 57
Table 7: Contents Received from TrAiNiNG...ccviceeecieeenreeeeciereesssessessesesaeseessraessssseeesssessnssesnns 59
Table 8: Training and Development Needs Assessment PractiCes .....ccviveniiviiecrienennenns 61
Table 9: Techniques of Training and Development Needs ANQIYSIS .......evveceeecvniercneeieneens 53

Table 10: Reasons for Not Conducting Training and Development Needs Assessment...65

Table 11: Prioritizing Training and Development NEeds.. ... iiieiieinnniineesneesnessesesnns 66
Table 12: Methods of Gathering Information for Training and Development Needs........ 67
Table 13: Selection Criteria for selecting Trainees/TIAINETS ...cccvrvicsiriieicrinmeisiasmssrerassssassosseras 68
Table 14: Setting Troininé and Devéiopmen’r OIS ECIHIVES cimsmsnssansaminssmisaasesimasis 71
Table 15: Selection of Contents for Training and Development.........cciienininncnicieninens 73
Table 16: Issues Related 10 INAUCTON PIOGIAM w...vvveeiereeeeereeseeresreseeesessssesssesessssesossesenns 75
Table 17: Reasans for Mot Aranging Induelion Prograim .cawrseassssanmismsssisisisssisin 76
Table 18:; Techniques of Training and DevelopmeEnt.........cciesisissesssnsssosinssssssnssrssssassasssnsssss 77
Table 19: Issues Related to Training and Development Evaluation ..., 79
Table 20: Focuses of Training and Development EVAlIUQHON ..uwmmiinsmiimiessssssssssssins 81
Table 21: Problems of Training and Development Programs ... cvcevceeseecsseeeevens 83

Vi



Acronyms and Abbreviations

BPR Business Process Re-engineering

FCSC Federal Civil service Commission

FDRE Federal Democratic Republic of Ethiopia
HRM Human Resource Management

HRD Human Resource Development

HRTD Human Resource Training and Development
JIT Job Instruction Training

KSA Knowledge, Skills and Attitudes

MOE Ministry of Education

NGOs Non Governmental Organizations

oJT On-the-Job Training

RCBB Regional Capacity Building Bureau

REB Regional Education Bureau

SNNPR South Nations, Nationalities, and People Region

SNNPREB South Nations, Nationalities, and People Regional Education Bureau
TGE Transitional Government of Ethiopia

WCBO Woreda Capacity Building Office

WEO Woreda Education Office

ICBD Zone Capacity Building Department

LED Zone Education Department

Vi



Absiract

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 off-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 fo 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 criteria 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.

Viii



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 farreaching 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 responsibilities 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 dllocated 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 (199é) 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
l



and ifs success in achieving them. That is why; most organizations all over the world
pay much aftention in selecting appropriate candidates in staffing their organizations
(Mathis and Jackson, 1997).

The economic, technological and social changes have forced employers to pay
parficular attention to their manpower policies and practices. Inline with this,
organizations are required fo 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
challenges. 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, fraining and development, employee benefit and

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

It is believed that through fraining and development the organizations can combat
the problem of employees' obsolescence and make them up- to- dated, rﬁoﬂva’red
and committed. The more emphasis an organization gives to man power training and
development, the more successful it will be over its competitors. This is to say that
tfraining 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 fraining could be fraced 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 efficiently. 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



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 actuadlization 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 create others if it is not
infegrated 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 given 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.

Evaluating the success is one of the most important elements in human resource
training and development activities. Supporting this, Basarab and Root (1993) stated
that to ensure ftraining 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 resource training and development is necessary particularly for educational

organizations due to knowledge exploitation, technology transfer, promotion of



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

human resource fraining and development.

In the Ethiopian contexi, 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 infroduced system of decentralization has increased the
demand for skiled 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 all of the woreda in the country face critical
shortage of qudlified human resources (FDRE, 1996). The number of woredas and
schools has increased in an attempt to run educational organizations effectively and
efficiently. Conseguently, the quantity of work force has mounting with peaking

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

Currently, emphaisis is given to fraining and development of employees in education
sector of SNNPRs. With this regard, Hadiya Zone, one of the largest zones in SNNPR, has
taken 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



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-tfrained worker might be better
motivated, require less supervision, be absent less often, have fewer accidents and

e more in tune with the wider aims and objectives of the organization (Bolton, 2001).

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 quadlity,
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 worcs, the civil service has great responsibilities
in putiing public policy in effect. However, irespective 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 public by the civil service has generally
been said inefficient as well as ineffective because of lack of able manpower, among

ofher things, that can implement government directives.

Even though ftraining and development of civil servants helps them effectively

perform their duties and also prepare them for future responsibilities, the civil service



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 appraisal, service delivery and financial management
(FDRE, 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
skiled 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 attentfion to education due to the facts mentioned above.
The country has infroduced 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 fo woreda level has contributed to strengthen woreda level
educational institutions. It has also offered opportunities to strengthen local
governance, encourage inifiatives, increase accountability, broaden the
participation of communities, and improve school management and fransparency

(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

6



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 fraining
among those who organize and provide the training programs (SNNPREB, 2006).
Supporting this Noe explained that organizations have lost money on training
pbecause 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 tfraining simply because of beliefs that it
is a good thing to do. The perspective that the fraining function exists to deliver
programs to employees without a compeling 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 fraining 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
particular. Further more, due to lack of proper training and development programs,
educational activities of various waredas in the zone face different problems such as
problems in planning, organizing, directing, staffing, and evaluating the woredas
educational activities. In most of the woreda education offices' in the zone under
study, the educational management is guided by fraditional way of management,

which affected the quality of education.

More over, some fimes 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 fraining offered.
There is no systematic and organized evaluation of training program after complefion.
So this inadequate and inefficient training 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.



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 woreda education
officials and supervisors in problems of planning, organizing, directing, staffing, and
evaluating the educational activities. Because of these problems the res'edrrcher 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

deftail.

Therefore, the study was intended to assess the practices and problems of human
resource fraining and development in education offices of Hadiya Zone. It was

particularly concerned with finding answers to the following basic questions.

1. To what extent fraining 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 programse, and
c. develop contents for training and development programse
3. Which methods of fraining 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?
5. What problems do the Woreda education offices face in their human resource

training and development endeavors?



1.3 Objectives of the study

The major objective of this study was to assess the practices and problems of human
resource fraining and development in education sector of Hadiya Zone so as to
forward some achievable recommendations regarding the problems. Besides, the

study was guided by the following specific objectives:

1. To assess the practice of fraining 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 training and
development programs.

3. To identify the human resource fraining 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 endeavors.
1.4 Significance of the Study

Human resource ftraining and development is critical 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 frain and develop creates a positive work environment, which supports
the business strategy of the organization by attracting talented employees as well as
motivating and retaining current employees (Noe, 2008). Organizations must create
opportunities for efficient utilization and development of the knowledge and skills of its
employees to achieve its operational objectives. Workers who lack the needed
capacities can create problems that undermine efficient operations. Hence, this
study has paid attention to assess the practices and problems of human resource
training and development in education sector of Hadiya Zone. The findings of this

study may serve as follows:



1. The result of the study may enable to indicate direction to the education
offices 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 training and
development endeavors at various levels of education sector in the zone and
bring to the attention of all concerned to take corrective 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 fraining and
development related to needs assessment, selection of individuals, setting objectives,
developing contents, and evaluation. Further more; the study was also focused on
major problems the education sector faced in human resource fraining 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 educational supervisors of the sample education offices.



1.6 Limitations of the Study

In conducting this study, the student researcher encountered some constraints, which
may serve as factors that contributed to the limitation of the study. These included
poor cooperation from concerned people in some offices, unwillingness to fill and
return guestionnaires on time, unwilingness 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

anficipated.
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 atfitudes 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, training 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.

* Ione: In Ethiopian context refers to administrative subbdivision of the region
(TGE, 1992:7).

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

administrative hierarchy of a national or regional government (TGE, 1992:8).
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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 research 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 chapter deals with the review of related literature so as to lay the theoretical
framework of the study. Areas the chapter treats include the general overview,
components, benefits, policy, design, implementation and evaluation of human
resource fraining 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 with 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 ftraining and development of
employees playing an important 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 of 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 systematic and planned activities designed
by an organization to provide its employees with the necessary skills fo 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 central 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 programs must
respond to job changes and integrate the long-term plans and strategies 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 undertaken to improve knowledge, skills,
attitudes, 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 of new knowledge, skills,
peliefs, 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

characteristics (Milkkovich and Boudreau, 1991).

Thus, training is aimed o’r'oc:hieving a change in the behavior of those trained and to
enable them to do their job better. Its purpose is to achieve effective performance in
an activity or range of activities. Training helps the organizational members to learn

how to carryout satisfactorily the work required of them in their present job. It is
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designed fo mainfain or improve employees' current job performance deficiencies by
changing their attitude, improving knowledge, and developing their skills. That means
fraining 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 other hand is a process where by individuals learns through
experience to be more effective. It aims to help people utilize the skills and
knowledge that education and fraining have given them not only in their current jobs,
but also in future jobs (Truelove, 2000). It refers to formal education, job experiences,
relafionships, 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 activity 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
actfivities have a long-term focus on preparing organizational members for future
responsibilities while increasing the capacities of employees to perform their current
jobs. Therefore, educational organizations need to give great emphasis on their
employees’ developmental activities in order to prepare them for future
responsibilities as well as to increase their capabilities o 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 activity aimed at preparing individuals
for a variety of roles in society: as citizens, workers, and members of family groups
(Cole, 2002). According tfo Hook and Foot (2005), education has been considered as
ocﬂvitiz;s which aimed to develop the knowledge, skills, moral values, and

understanding required in all aspects of life rather than knowledge and skill relating

|
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only to a limited field ofl study. As to Vohra the education and training have to be
understood in a relative mix of knowledge and skills. Education has more of
knowledge and understanding whereas that of training has more of understanding
and skills (Vohra, 2006).

To wind up this part, training, development, and education are learning activities
which are concerned with the acquisition 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. human resource development. Human resources are
developed on the job through systematic informal training programs in adult
education and through membership in various political, social, religious, and cultural
groups (Vohra, 2006). Both training and development focus on current and future
personal and company needs (Noe, 2008). Both focus on 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 also help the

employee develop the range of skills necessary for long-term success (Bolton, 2001).

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 training and
development are similar; 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 activity which is directed
towards the acquisition 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 ability o move into jobs that may not yet exist (Noe,
2008). It will be seen as any learning activity which is directed towards future needs
rather than present needs, and 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 skill training. Thus, both training and human resource development focuses on
improving employees' competency level. Even though fraining is directed at
improving employees’ knowledge, skills, and attitudes in their current job, this will also
help them develop for future performance. On the other 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 fraining 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 attitude, or increasing skills (Dessler, 2005). It refers to
the training and development programs for supervisors and managers and often
excludes programs for professionals, skilled operative employees, and semi-skilled and
unskilled operatives (Anthony and others, 1993). Management development is a long-
term educational process utilizihg a systematic and organized procedure by which
managerial personnel learn concepted and theoretical knowledge (Krishna and
Aquinas, 2004). Moreover, it is an organization's conscious effort to provide its

managers with opportunities to learn, grow, and change, in hopes of producing over

17



the long term a cadre of managers with the skills necessary to function 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 functions 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 organization'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 with 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 organization to provide its
members with the necessary skills to meet current and future job demands (Harris and
Desimone, 1994). Furthermore, it refers to the total structure 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 aimed 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 continuous improvement in the quality of work performed by
organizational members. Employee training and development also help to equip the
organizational members with the necessary knowledge, skills, abilities and atfitudes to
perform their jobs that help for the better achievement of organizational goals. There
fore, organizations should consider its importance and give much attention to

employee training and development.
2.2.2 Benefits of Human Resource Training and Development

Effective training and development helps fo contribute significantly to the
improvement of competitiveness, productivity, and quality of services to customers.
Training and development provides several benefits tfo both organizations and

employees (Cowling and Mailer, 1998).

2.2.2.1 The Benefits 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 skill 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 quality, increases financial incentives, etc. that result in better organizational
climate; and prevents manpower obsolescence by fostering the inifiative and
creativity of employees. Further more; training and development helps in building an
efficient and loyal workforce. Trained personnel will reduce wastage in materials and
damage to machinery and equipments (Krishna and Agquinas, 2004; Cole, 2002;
Bolton, 2001).

In conclusion, training and development of human resources benefit organizations by
improving productivity and profitability, reducing costs and wastage, enhanced
quality. improving employee orientation, increasing customer satisfaction, and
facilitating competitive advantage. 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 chance of achieving

organizational 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
skills, increased job 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; fo have higher
eaming capacity; o 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 generdlize 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. This helps to high light the organization's
approach to the training 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 fo fraining, 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, 2001).

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: tfraining for occupational competence, induction training, training for
change, 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 responsibility

for deciding the training budget (Truelove, 2000).

In sum, human resource training and development policy serves as a source of
guidelines for the provision of relevant 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 that helps them in guiding decision-making

process in relation to fraining and development.

2.4 Human Resource Training and Development Processes

According to Noe (2008), there is not one universally accepted instructional systems
development model. However, as to him the training 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 ability 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 typically been based on the determination of
fraining needs with in an organization (Taylor and others, 1998). Therefore, in order to
frain 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 fraining 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 fraining, if any,
are necessary (Noe and others, 2007:210). It is a process by which an organization's
HRD needs are identified and articulated. 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 idenftifying

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 of overcoming deficiencies in human performance at work, and training is only
one of them. Some of the ways of overcoming deficiencies other than fraining
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).



Needs assessment is aimed at determining the difference between actual and
required performance of employees. It identifies the gap between what the
employees actually know that 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.
Organizations should differentiate between the two before taking training and

development program 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 aspect 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 identify 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 analysis. One of the
reasons for their unwillingness is that needs assessment can be difficult and time
consuming process. Managers often decide to use their limited resource to develop,
acquire and deliver training and development programs rather than to conduct an
activity they see as a preliminary study. Lack of support for needs assessment and the
incorrect 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 fraining 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 others, 2007; Belcourt, 1996; Noe, 2008). Each of these levels will be
discussed hereunder.

|. 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 training is needed (Taylor and others, 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 including an examination
of the organizational goals, resources of the organization, climate o.f tfraining, and
intfernal 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 fraining activity;
and what training resources are available (Noe, 2008). It involves a comprehensive
analysis of organizational structure, objectives, culture, processes of decision making,

future objectives, and so on.

Organization analysis looks training and development needs in light of the
organization's strategy, resources available for training and development, and

management's support for fraining and development activities.
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Organizational analysis can be undertaken using a variety of sources of information:
human resource data can show fraining weaknesses; departments or areas with high
turnover, high absenteeism, low performance or other deficiencies can be
pinpointed, and their specific fraining 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).
Il. 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, skils, and
behaviors that training should emphasis (Noe and others, 2007; Noe, 2008). Task
analysis determines the content of a fraining 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 of 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 abilities of
employees, fraining and development needs can be identified (Cowling and Mailer,
1998).
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illl. 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 (Belcourt, 1996; Cowling and
Mailer, 1998). Person analysis involves determining whether performance deficiencies
result 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 will 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, skiled personnel, travel, and

consultant fees-will be used in the HRD programs (Harris and Desimone, 1994). There
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fore, after identifying iraining 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
training program. It should not be made only on the basis of job description but the
job perceived and job performed should also be taken in to consideration. 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 structure (McCielland, 1992). As to
Noe these include: observing employees performing the job, utilizing online
technology, reading technical manuals and other 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, interviews, observations, workshop, perception by self, perception by supervisor

and combination of self and supervisors should be given more priority (Vohra, 2006).
2.4.1.5 Who Should Participate in Training and Development Needs Assessment?

Generally, the responsibility for fraining and development must lie with the senior
management of the organization (Cowling and Mailer, 1981; Bolton, 2001; Tyson and
York, 1996; Cole, 2002). However, in practice it is the direct responsibility of personnel
managers, training managers, fraining officers, instructors, line managers, and
supervisors. The nature and 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 carying 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 and development are not performed because the
responsibility for them is not fully accepted by any group (Rae, 2003). However, junior
managers, line managers, the frainer, and individual workers have the responsibility for
carrying out training and development needs assessment (Rae, 2003; Noe, 2008). They
further underline that all of 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 fraining and development needs analysis will clarify 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 identify 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 training
objectives - a specific statement and outline of the content of the training program
(Rae, 2003).

Therefore, before new ftraining is embarked upon, or existing training continues,
organizations should identify fraining and development needs. Failure to conduct any
form of 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 training and development needs

accurately.

2.4.2 Designing Training and Development Programs

Once a policy has been established and training needs have been detfermined, it
pbecomes necessary to begin the process of meeting those needs by designing

various fraining programs that will be offered or to rework (Truelove, 2000). In each
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case this involves setting objectives, determining program contents and deciding on
training methods and techniques. The designing work may be done by specially
designed training and development professionals especially for programs 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 Mailer, 1998:6%). 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 organizational goals (Tyson and York, 1996; Cowling and Mailer,
1998).

According to Noe and others (2007) effective fraining objectives have three
components:

1. Astatement 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 trainee is expected to apply

what he or she learned

Sound training objectives should be expressed in learner-oriented terms; as specific as
possible about terminal performance, standards required, and attendant conditions;
as measurable as possible and capable of achievement in the time allowed for
training; and expressed in language that clearly states what the trainees have to do
(Tyson and York, 1996).

Setting objectives for fraining and development program have several advantages.
These includes: the appropriate amount of fraining is given; irelevant and
unnecessary content is avoided, so that the time taken for the programme is not
excessive as well as learning messages are clear to the learners; guidelines are
provided for the design and planning of the programme as a whole and its more
detailed 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(Rae, 2003). In addition, they assist in
developing the criteria to be used in evaluating the training outcome; form the basis
for selecting the program contents and methods; helps participants to focus their own
attention and efforts during the program; and help frainers to communicate with
employees porﬂcipcﬁng'in the program (Noe and others, 2007; Harris and Desimone,
1994; Cowling and Mailer, 1998).

Thus, objectives are guides for future actions in an organization. They are something
towards which an effort is directed. 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 fraining. 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 training 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, frainers
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 activitye How useful to the trainees (and to the organization) will this
information bee 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 include? And how feasible is the content in the light of the time and

resources available?

Once the relevant boundaries of a training program have been agreed, there is @
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 contents should follow from simple to complex, from the known to
unknown, from the concrete to abstract, or from general to specific logic. In addition,
the pace of the fraining should neither too fast nor too slow. In both extreme cases
there might be aloss of interest. Both the sequencing and pace are very important for

sustaining the interest of participants (Saiyadain, 1995).

To wind up, contents set 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 training and development programs.
2.4.2.3 Selecting Methods for Training and Development

When we talk about tfraining methods we are essentially discussing the means by
which 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 frainee; provide an opportunity to practice; provide timely
feedback on the trainee's performance; provide some means for reinforcement while
the trainee learns; be structural from simple to complex tasks; be adaptable 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, 2001). 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 observing 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 fraining
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
supervision 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 intfroduced or adjusted
to the job, co-workers, supervisors and the organization (Gomez-Mejia and others,
2000; Mathis and Jackson, 1997). It helps to establish desirable relationships with co-
workers and supervisors, and to promote safe working habits which may reduce the
likelihood of grievances, rule violation, discharge and resignations (Mikovich 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 Rotation _
Job rotation involves providing employees with a serious of job assignments in various
functional areas of the organization or movement among jobs in a single functional
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 evaluating 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 widening the skill base of
individuals as well as ensuring that every one is familiar both with 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, 2001). Job rotation helps
employees gain an overall appreciation of the orgonizo’rion‘s goals; increase their
understanding of different orgdnizaﬁon functions; develop a network of contacts; and

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

iii. Coaching

Fourines (in Harris and Desimone 1994:266) defined coaching as a face-to-face
discussion between a manager and a subordinate to stop performing an undesirable
pbehavior and begin performing desirable behavior. It is a mutual conversation
between a manager and an employee that follows a predictable process and leads
to superior performance, commitment to sustained improvement and positive
relationships. Coaching occurs between the employee and their supervisor, and
focus on examining employee performance and taking actions to maintain effective
performance and correct performance problems (Noe, 2008; Harris and Desimone,
1994).
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Merits and Demerits of On-the-Job Training Methods

On-the-job fraining methods have several advantages over class room training
methods. It facilitates the transfer of learning to do the job because the trainee has
an immediate opportunity to practice the work tasks on the job. It is a relatively
cheaper and less fime 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 customized to the experiences and abilities of
trainees. It can be offered at any time, and frainers will be available because they
are peers or managers. Both trainees and trainers are at the job site and continue to

work while fraining 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 disruption of
the production schedule. Using on-the-job training while customers are present may
lead to customer inconvenience and a temporary reduction 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 common off-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 frainer 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
fransmifting factual information to a large audience in a relatively short amount of

time [Milkovich and Boudreau; 1991; Harris and 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 frainees may be
given a problem to discuss which is more or less related to the principles already
taught. It gives the frainee 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 fo 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 fo 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 technigues, such
as video, lecture, discussion, role playing and simulation. The environment can be
designed and/or confrolled to minimize distractions and create a climate conducive

to training. Class room setfting can alse accommodate larger numbers of trainees that
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follows for more efficient delivery of training. They are generaily cost-effective in
training a large number of people with common need. New concepts and
techniques can 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 groups 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
\eorning' 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 frainees' characteristics and
preferences are some of the factors that organizations need to consider in selecting

appropriate training methods/techniques.

2.4.3 Implementation of the Training and Development Program

For employees to acquire knowledge and skills in the fraining and development
program and apply what they have learned in their jobs, the training program must
pe implemented in a way that applies what we know about how people leamn.
Effective training communicates leaming objectives clearly, present information in
distinctive and memorable ways, and helps trainees link the subject matter to their job

(Noe and others, 2007).



Training and development program implemeniation involves action on: deciding the
location and organizing training and other facilities; scheduling the fraining 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
availability of relevant programs, number of people to be trained, duration for which
they could be taken off the job, timing of training programs, and cost
(Saiyadain,1995).

The primary responsibility for implementing the training program lies with the trainer.
One of the first implementation decisions is arranging the physical environment. A
motivating environment gives trainees a sense of satisfaction, responsibility, and
achievement (Torrence, 1993). The environment is particularly important to on-the-job
training, because the frainee must feel comfortable enough to concentrate and
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 and 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 all the elements needed to implement a training program-a viable lesson
plan, materials and audiovisual equipmenis 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 fraining is very important decision for both the organization
and the individuals chosen. From organization's perspective, providing the right

training to the right people can help create and maintain a well-trained and stable
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workforce. From individual's perspective, those selecied 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 fellow workers and

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

According to Vohra trainees should be selected 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 include: federal regulations and other
legal guidelines; employees needs and regulation; and skills 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 frainers must be able to
communicate their knowledge clearly, use various instructional techniques, have
good interpersonal skills, and have the ability to motivate others to learn (Harris and
Desimone, 1994). The frainers must understand the organization's operations so that
he or she can provide participants or internal customers with meaningful course

material (Kirby and Ginzel, 1989).

Training and development activities are provided by frainers, managers, in-house
consultants, and employee experts. They are also provided by outside vendors
include colleges and universities, community and junior colleges, technical and
vocational institutions, product suppliers, consultants and consulting firms, unions,
trade and professional o}gonizofions, and government organizations. The selection of
each depends up on the need of frainees. Large organizations generally maintain
their own training 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 fraining program ends, or at interval during an ongoing training program,
organizations should ensure that the ftraining and development is meeting its
objectives (Noe and others, 2007). Training and development must be evaluated by
systematically documenting the outcomes of the training in terms of how frainees
actually behave back on their jobs and the relevance of the trainees’ behavior to the

objectives of the organization (Cascio, 1986).

According to Basarab and Root (1993:2) evaluation is defined as:

A systematic process by which pertinent data are collected and converted in
to information for measuring the effects of fraining, helping in decision making,
documenting results to be used in program improvement, and providing a
method for determining the quality of fraining.

Evaluation consists of an evaluation of various aspects of fraining immediately after
the training is over and judging its utility to achieve the goals of the organization
(Saiyadain, 1995). More over, it is an attempt at determining what changes takes
place in skills, knowledge, and attitudes of employees as a result of training and how
far these changes are beneficial to the organization's objectives (Cowling and Mailer,

1998).

As final point, evaluation is the only means by which the organizations ensure the
appropriate delivery of training and development programs. In order to identify
appropriate training outcomes, an organization needs to look at its business strategy,
at its organizational analysis, at its personal analysis, at its task analysis, at the leaming

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
tc help with future decisions about the organization's training and development
programs. Using the evaluation, the organization may identify a need to modify the

training 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 nof,
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 partficipated 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 leamer could take part in the evaluation of training and

development program (Rae, 2003).
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2.4.4.3 What should be evaluated?

Training efforts can be evaluated according to any or all of the four criteria: reaction,
learning, job behavior, and results (Bolton, 2001; Cascio, 1986; Harris and Desimone,

1994). Each of them is discussed below.

i. Reaction

At this level, the focus is on frainees 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 attend 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 frainee had acquired the knowledge, skills or abilities
that the training aimed to deliver (Bolton, 2001). It is an important criterion; one may in
the organization would expect an effective HRD program to satisfy. Measuring
whether some one has Iéomed 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
trainings. 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 fraining 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 atfitudes of the boss mitigate against the trainee displaying
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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).

iv. Results

Evaluation at this level considers the effect of training on the functioning of the work
place. The evaluator will be looking for improvements in output, quality, productivity,
less waste or whatever is most appropriate for the type of fraining undertaken (Bolton,
2001). The impact of training on organizational results is the most 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 Milkovich 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 and lack of coordination of efforts. The common problem in
HRTD are inadequate need analysis, frying 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 fraining programs are related
to the trainer, the training program, organizational constraints and rigidity, and the
nature and psychology of training and development program (Sah, 1921). Besides,
management commitment is lacking and uneven; educational institutions award
degrees without practical knowledge; spending on training 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 fraining and development program ineffective (Rae,
2003). However, there are several actions that will make training and development
more effective area. These includes: resource allocation, competition strategy,

systematic approach, proper link, and evaluation of training (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 (FDRE, 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
(FDRE, 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 FDRE is focusing

attention on HRD.
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Human resource development is a ferm used for the fraining, education and
development of employees. Education is usually distinguished from training in that the
learnt knowledge, skills, attiftudes and behavior may not be immediate application to
the job. Training is a means to improve knowledge, capability, skil as well as
attitudinal change. Training raises the confidence of employees in undertaking tasks
that are 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 fo support economic, political and social development could not 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
an individual in the current job and to prepare employees with potentials for
advancement to higher positions. It involves work redesign, job assignments, job
rotation, job enlargement, coaching, exposure and key activities that assist in

equipping employees for effective job performance (FDRE, 1997).

The major factor for the inadequate fraining 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
training, education and development aimed at promoting optimal capacity for all
civil servants (FDRE, 2001). Operational fraining and development plans of the various

ministries must be derived from the overall national policy 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
effectiveness in to the Ethiopian Civil Service is required to consolidate the gains of the
reforms. The overcll objective of training and developing civil servants is to ensure that
the service is continuously staffed with highly skiled and knowledgeable personnel to
provide excellent service (FDRE, 2001). This entails the selection, deployment, fraining
and development of human resources in accordance with identified needs to

achieve 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 Research 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 fraining 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 practices of human resource training and development in education
sector of the Zone. Besides, this method helps to identify major problems that have
been influenced human resource ftraining and development programs. The
descripfive survey method was appropriate because it helped in obtaining
information concerning the current 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 office holders [i.e.
office/department heads, process owners, and performers) and educational
supervisors of Woreda education offices. Besides, educational office holders of
Hadiya zone education department were considered as a source of data. Heads and
Process owners were included in the primary source of data because they have 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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raming and development activities, they are expected to tfrain and deveiop
subordinates on their jobs. In addition to this, they have greater responsibility in
idenfifying problems the education offices face in training and development
activities. On the other hand, performers and educational supervisors involve in
identification of their own fraining and development needs as well as in evaluating

the relevance of programs in helping them to perform their duties successfully.

The secondary scurces of data for the research were obtained from annual reports,
educational abstracts, directives, and published and unpublished materials. This type
of data collection reinforced data collected from the primary data and as well
provides with additional information unrevealed in the primary data collection

method.,
3.3 Sampling Techniques

Ihere are ten woredas and one fown administration in the zone under study. In order
to gather sufficient and relevant data for - the study, simple random sampling
technigue was employed to select seven Wordas education offices. This helps to give
egual chance fo the woreda education offices fo be included in the sample. The
selected education offices account for 64% of the fotal offices included in the study.
In addifion 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 fo 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
fitles (i.e. performers and supervisors).This 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 fechnique, as the

information obtained from them was very essential.
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Concerning 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
total 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 interview, 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 avoid language barrier while

gathering appropriate data.

Semi-structured interview was favored to get additional information and top
managements’ view in relation 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 scales
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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 reliability of the instruments using internal consistency method of
Cronbach Alpha for part I, part Il, part lll, part IV, part V, part VI, part VIl and part VIl
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 education department and each sample woredas education offices.
Then, after securing the necessary permission, the list of work processes and the
corresponding number of employees in each work process of the zone education
department as well as each sample wordas education offices were obtained.
Following this, 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 of administering and collecting
questionnaires. Before it was administered to respondents a pre-test was carried out
at Hossana town odminis"rro’rion and Duna Woreda education offices which were not
included in the sample. This helped the researcher to check the appropriateness of
the item contained in the questionnaire. Experts in the field were also consulted. For
pilot test, 17 officials 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 | and part VIl. 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 distibuted to heads, process owners, performers and
educational supervisors of the sample education office by assistant data collectors.
The guestionnaires filled out by the respondents were collected by assistant data
collectors. Then, the researcher collected the filled out questionnaires from assistant

data collectors for analysis.

With regard to interview, the researcher administered semi-structured interview for
heads and process 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

woredas 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  statfistics were employed to analyze the data gathered. In descriptive

statistics frequency counts, percent, ranks and mean value comparisons were used.

Best and Kahn (2005) stated that when the restriction assumption of the tests are
violated, the test may lead to an erroneous interpretation of data and will cast doubt
on the result. Based on this fact and since the study were quantified as ordinol and
nominal scale of measurement, an inferential statistics of non parametric chi-square
test at 0.05 level of significance was used 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 officials and supervisors). Besides, spearman's rank
ordered correlation coefficient test was employed to test whether there is correlation
between the rankings of the responses of the two groups. Finally, all 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 presentation and analysis of data. It consists of two
sections. The first section freats 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, inferview, focused group
discussion 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 education 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 office holders and supervisors in
respective sample offices. Only 111 (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 1, the maijority (97.3%) of respondents, 98.4% of office holders and
95.8% of supervisors, were males. The females constitute only 2.7% of the total 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 -country which-shows-that only a few numbers of females are present in these

positions as the result of uneven educational opportunity during the previous regimes.



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

| Wems Respondents category
[ | Office Holders Supervisors | Total
N(63) % N(48) | % N(111) | %
| 1 | Sex of respondents
A. Male 62 98.4 | 46 ?5.8 | 108 T3
B. Female ] 1.6 2 42 |3 2.7
2 | Age of respondents
|| A. below 20 years - = | 2.1 1 0.9
! B. 21-30 years 5 79 |4 83 |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 | Educational level
A. Below Grade 12 - 2 = - -
B. 12" complete ] 1.6 - - 1 0.9
N - - | 2.1 1 0.9
! D. College diploma 38 60.3 | 37 /7.1 |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 63 |7 6.3
| B. Accounting - - - - - -
_ C. Educational Planning and Mgt | 13 20.6 | 10 20.8 | 23 20.7
. D. Economics 5 & = i z =
| _E. Natural science 27 429 | 20 41.7 | 47 42.3
li Language 7 Il {7 14.¢ | 14 12.6
G. Social science(others) 12 20 | 8 16.7 | 20 18.1

l

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

circumstances, they can express ideas related to the study consistently and with good

understanding. So their opinion can be taken as acceptable to the study.

A-detailed look at item 3 of Table | revedls that most (67.6%) of respondents, 60.3% of

office holders and 77.1% of supervisors, were Diploma holders. Graduates of TTl (0.9%)

and 12" complete (0.9%) were very few in number. The remaining 30.6% of
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respondents were first Degree holders. Thus, it is possible to say that the magjority of
respondents have awareness about the importance of fraining and development

programs and can provide useful ideas.

With regard to the field of specialization, the majority (42.3%) of respondents, 42.9% of
office holders and 41.7% of the supervisors, were specialized in natural science stream.
About 20.7% of respondents were specialized in educational planning and
management. The rest were specialized in different fields of study. This implied that
insufficient effort was made by the offices to replace those employees specialized in
natural science by educational planning and management. Hence, this has adverse

effects on human resource fraining and development in the sector.

Table 2: Respondents’ Current Position and Work Experiences

‘ ol| ltems Respondents category
Z Office Holders | Supervisors Total
| N(63) | % N(48) | % | N(11) | %
‘ 1| Current Position

A. Office/department head ) [l = = 7 6.3
| B. Process owner 7 111 |- - 7 6.3
. C. Performer 49 778 |- - 49 44.2
| D. Supervisor - - 48 100 | 48 43.2
2 | Service Year on the current position
| A. below 5 years 57 90.5 | 46 95.8 | 103 915
| B.6-10years 5 79 |2 42 |7 6.3
| C.ll-1éyears 1 1.6 |- - 1 1.8

Total work experience

F D. 16 years and above . 5 . ” ) -
| 3

4

|

A. below 5 years 2 3.2 = - 2 1.8
B. 6-10 years 3 A5 b 125 | 11 28
3 C.11-16 years 13 20.6 |10 20.8 | 23 20.7
1‘ D. 16 years and above 43 683 | 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.
Regarding service years in their current positions, the overwhelming maijority (?1.9%) of

them grouped in the range of 1=5 years. This shows that due to currently introduced

n
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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 an experience of below 16 years. This
information suggested that most of the employees in the sector had well
experienced. So they can provide vital information regarding the practices and

problems of training and development in their respective offices.

4.2 Analysis of Variables Related to the Practices and Problems of Training

and Development

Under this part the general information regarding training and development, needs
assessment practices, selection criteria, 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 of discussion, employees who are working in the offices (office heads,
process owners, and performers) were categorized as office holders and those
employees who link offices with the schools are categorized as supervisors. This helps
the researcher to compare and contrast the views from different respondents
conceming the practices and problems of human resource fraining 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 organizations to achieve their goals and objectives. Assigning individuals
based on their qualification and fraining helps them to accomplish their tasks
effectively and efficiently. 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 as follows.
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Table 3: Provision of Training or Development Programs

I tem Réég)onden’rscefegory _;(_é'
Office Supervisors | Total Test
gl! Holders
| N % N % N % o o
2
| g
| 1 Did vyour office provide any
' long/short-term training or
development programs for its
employees and managers since 2
1998 E.C.2 2 8
O
A. Yes 54 | 857 |33 | 688 |87 |78.4 |
| B. No 9 [143 |15 [313[24 [216
. |
| 2 | Did you attend any short/long-term
training and development program
offered since 1998 E.C.2 o~
o 3
A. Yes 55 | 87.3 | 35 729 |90 | 81.1 | 8
2 ‘q‘
! . B. No 8 127 | 18 271 121 | 18%
L |

Note: Level of significance= 0.05 (other Tables follow the same explanation)

As illustrated in Table 3 in item 1, the majority (78.4%) of respondents confirmed that
short/long-term fraining 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 critical 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 35.757, which is greater than critical value. Hence there is @
statistically significant difference between the responses of the two groups. This implies
that the proportion of those who replied Yes is greater than those who replied No. The
information gathered with interview from office heads and process owners indicated
that there was the practice of providing long or 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 sector provide long or short term tfraining or development

programs for their employees for the last three years.

As Table 3 indicated that the overwhelming maijority (81.1%) of respondents attended
the training or development programs provided while the remaining 18.9% of them
didn't attend any program aft all. The chi-square test also shows there is statistically
significant difference between the two groups of responses indicating that most of

the employees atiended the programs.

Table 4: Arrangement of Training and Development Program

ltem Respondents category g
% Office Holders | Supervisors | Total ogc
N % N % N | %
RN your answer for item 2 in Table 3 is

‘'ves', who arranged the program?

Woreda education office 14 | 27.0 9 188 |26 [234 |3
| | Zone education department 16 | 25.4 13 [ 27.1 |29 [26.1 |2
| Regional education bureau 33 | 52.4 17 | 354 |50 | 451 |1
- Woreda capacity building office 14 | 22.2 2 4.2 16 | 144 | 6

lone capacity building department | 8 12.7 4 8.3 12 | 108 | /

" Regional capacity building bureau 14 | 22.2 7 146 |21 |189 | 4

Non-governmental organizations 13 | 20.6 6 128 |19 170 |5
" | Ministry of education 1 1.6 | oA 2 |18 |8
L

As Table 4 depicts, respondents who attended tfraining 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 training and
development programs participated in the programs organized by REB. The second,
third, and fourth maijority of respondents attended the programs organized by ZED,
WEO, and RCBB 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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nadeguate efforfs have been made af various levels in the sector to organize fraining

and development activities.

Table 5: Kinds of Training and Development Program

i' T tem Respondents category
| |
1 g Office ' Supervisors | Total ¥
Holders O
Lol o
| Z | N
| N % [N |[% N | %
]7'7)’7\NhoT were the km&(s)_of p_ro_gran—’lfs}
! ‘ vou have attended?
! ‘Short  term  seminars, workshops | 54 | 85.7 |32 | 667 |96 | 865]1
- conferences, efc
\
iAﬁending higher education institutions | 28 | 44.4 | 15 | 31.3 43 | 38.7 | 2
' Visit tour to other organizations 1 [1e |- |- 109 |6
Distance education program 21 | 333 |18 | 37.5 3¢ | 38.1 3
[ Tieriard with 7 e organization '8 127 |10 |208 |18 [162]5
Coached by immediate sUpervisors i 14 | 222 |16 | 333 30 12704
— }
| Exposed to various jobs with in the = = - - - - .
| organization through job rotation

According to Table 5 among those who attended fraining 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
aftended distance education through comrespondence. The Table also shows that
27%. 16.2%, and 0.9% of them were coached by immediate supervisors, mentored,
and visit tour to other organizations respectively. But no one 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-with-in-the-organization-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: Issues Related with Job Assignment and Relevance of Training and

——r

Development

[tfem

Re;bondents category

XZTeST

|
‘ - —
| Office Supervisors Total
Holders o
B= 2
- N % N % N | % g | =
11 | was the program you attended
‘ directly related to your job? 2 | =
o N g
A.Yes 50 794 | 84 708 |84 |757 | & | 5
B. No 13 20.6 | 14 292 |27 | 243
21K yoJ have attended either
1 formal education or distance
education, did you get the
proper placement and benefits 2| o
after completion? S 18
— | ©
Yes 32 5.3 |21 63.6 |53 | 64.6
| | No 17 | 347 |12 36.4 |29 | 354
3 | If your answer for item 2 is "No", ~
what is the reason for that? 5
[a%4
A. Managerial problem 4 235 |3 25 7 | 24.1 |1
'B. Shorfage of budget 5 | 294 |1 83 |6 |207]2
C.The program lattend hadno |3 [17.7 |2 167 |5 [17.2]4
1 relation with my regular job
1 D. priority was given for other 3 17.7 | 3 25 6 2007 2
} employees
" [ E. Unknown reasons 2 117 |3 25 |5 [172]4
l

X

As shown in Table 6, regarding the relationship of programs 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 and focused group discussion-reveals that
most of the programs they attended had direct relationship with their jobs. The chi-

square test also shows that there was statistically significance difference between the



opinions of the two groups. Hence, it is safe to conclude that most of the programs

fney attended 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 completion. Among those
individuals who have attended their long-term training 64.6% of them responded that
they had got the proper position and benefit. The rest 35.4% of them asserted that
they didn't get the proper placement and benefits. The chi-square test shows the
existence of significant difference between the 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
benefits indicated their 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
after completing long-term studies individuals were assigned by posting the vacant

positions 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 content of business process
reengineering ranked the first, followed by result oriented performance appraisal.
Supervision ranked a third followed by leadership as the fourth. While material
management, financial management and information technology ranked the least.
From the above information it is possible to deduct that main emphasis was given to
business process reengineering. This is due the fact that currently the Ethiopian
Government focus attention to the implementation of BPR to replace the traditional
way of doing things adopted by many organizations in the country. It is also possible

to deduce that the sector also paid attention to result criented appraisal system. But



no emphasis was given fo financiai management, materiai management and

information technology.

Table 7: Contents Received from Training

| | Item Respondents Category
1
! Office Supervisors | Total
£ Holders -
&
N % N Y% N %
1 | What was the topic of fraining you
received since 1998 E.C2
| Leadership 33 |[524 |15 [313[48 [432 |4
S’rrcf‘regic planning 30 |47.6 |13 271 |43 1387 |8§
Material management 6 25 |4 8.3 10 |9.0 7

Result oriented performance appraisal | 47 | 74.6 | 29 60.4 |76 | 685 |2

| BPR 55 |87.3 [3B 792 |93 (838 |1
Gender and HIV/AIDS education 21 333 | 14 2.2 |35 135 |6
Financial management 7 143 |1 2] 18 |72 /
| Information technology 5 79 |4 83 |9 8.1 2
 Supervision 42 | 667 |29 | 604 |71 | 639 |3

J E—

Respondents were asked whether or not the offices planning for training and
development endeavors. The majority (63.9%) of respondents, 66.7% of officials and
60.4% of supervisors (see Appendix-F), replied that the offices plan for training and
development. The information obtained through interviews with office heads and
process owners reveals there were practice of planning for fraining and
development. But, the information from document analysis indicated the absence of

such practices in the sector.



4.2.2 The Practice of Conducting Needs Assessment

As 1t was discussed Iin 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 effectively performing the job and also identifying organizational constraints
that are creating roadblocks in the performance (Saiyadain, 1995). Therefore,
conducting the fraining needs assessment in an organizational level, task level, and
person level requires systematic analysis and specifies fraining. Concerning this,
respondents were asked whether their organizations conduct training and
development needs assessment or not. If conducted by whom it was done? If not,
what were the reasons for not conducting? Which factors were considered in
prioritizing needse And what were the trends used to gather information for analyzing
training and development needs? Table 8-12 summarizes the responses obtained from
the questions raised regarding the issues related to fraining and development needs

assessment.

According to Table 8 in item 1, it was responded with fair similarity by two respondent
groups that the practice of conducting training and development needs assessment
in their respective offices 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 practices. A chi-square fest was
conducted fo study if there has been any significant difference among the
percepfion given by the two groups of respondents. The critical 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 critical value. Hence, there was
significant difference among the opinion of the two groups of respondents. The
information gathered through interview indicated that no formal needs assessment
practices were taken place in their respective offices. Therefore, it is possible to infer

that the practice of conducting needs assessment in sector were very iow.
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Table 8: Training and Development Needs Assessment Practices

i ltem Respondents Ccﬁ_&ggory XE Test
| @il | Office Holders | Supervisors | o
= N % N % | o
L___ | == O
. _ | Does your office conducted human
resource training and development
| needs assessment Since 1998 EC? | ) )
Yes 20 31.8 17 354 | ®| 8
NO 43 682 |3l gig | ¥ &
If "yes", by whom | Respondents Responses
o | Needs assessment | Category True | Sometimes | Not
was conducted in tfrue/some | True
| your office? fimes not
— | Employees Office Holders | N | 5 3 12 < | o
™ themselves Supervisors N |5 4 8 Bl 8
Total N |10 7 20 ~| o
| % | 27 19 54
|~ Employees’ Office Holders | N | 7 4 g g pm
- O immediate Supervisors N |5 - 8 x| @
: sUpervisors Total N |12 8 17 ©| o
| % | 324 |21.6 45.9
|« | The fraining | Office Holders | N |8 5 7
| i | coordinator or | Supervisors N |8 2 / Al =
| ‘ officer Total N [ 16 ] 14 o | ol
| | % | 432 |18.9 37.8
o | Top-level Office Holders | N | 5 / 8 | G
1! ~i | manager of the | Supervisors N |4 4 7 ® | 2
, office Totall N |11 11 15 ©
! ) % | 297 [29.7 40.6

As It has been stressed in the review of the related literature, the responsibility for
carrying out fraining and development needs assessment mainly falls on junior
managers, line managers, the trainers and individual workers (Rae, 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 practices in their respective offices were
further asked to indicate the involvement of different parties. For the sake of
convenience and applicability of the chi-square test, the ratings were recorded as
follows: never true and rarely true as not true; sometimes true/sometimes not remains

as it is; and always true and usually frue considered as true.
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with regard to the role of each employees in identifying their fraining and
development needs, Table 8 indicated the maijority (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
indicated that there is statistically significant difference between the responses of the
two groups. The data gathered through interviews with office heads and process
owners also revealed that individuals didn't identify their own training 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
heir own inifiatives 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.

With regard to the role of immediate supervisors in identifying training and
development 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 them responded posilively. The remaining 21.6 % of them
viewed that there were not sure about the issue. But, the chi-square test shows that
there was 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 fraining coordinator/officer
in identifying fraining and development needs of employees and the office.
Accordingly, about 43% of respondents replied that the training coordinator/officer
identified the fraining 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 was 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
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development needs of the individual and the office. While 292.7% of them indicated
that top-level mangers identified the needs and the rest 29.7% of them prefer to
comment nothing. But, the chi-square test reveals that absence significant difference
on the claim. However, the information obtained from interview indicated that there
were no such practices in the offices. It would be, therefore, possible to infer that top-
level managers made insufficient efforts to identify training and development needs
of the individuals and the offices in contrast to the suggestion of Rae (2003) and Noe

(2008).

Table 9: Techniques of Training and Development Needs Analysis

—[ ltem Respondents Responses
! Category 50 |0 #
" £EE9= |2 | .

o > |2 | o> 5 o
|z g ol %0|lcg0dg? > 0
| 2| 3218288 |2 |2
| | 5 |4 |3 2 |1
| Training and
! —| development
| |needs had been
| identified through:
| | Analysis  of the | Office Holders [N | 8 8 - 1 3 3.85
| T culture,  structure, Supervisors N [4 9 2 | 1 3.82
~ |plan,  objective, | Total N (12 17 |2 ] 4 3.84
| etc. of the office % | 32.4 | 460 | 5.4 54 1108

o Analysis  of the | Office Holders | N | 4 11 ] 1 & 3.60

—| tasks  performed | Supervisors N |3 10 |3 - 1 3.82
ﬁ by each jobholder | Total N |7 4] 4 | 4 3.71
| % | 189 |568 |10.8 |27 [108
| =] Analysis  of the | Office Holders | N | é b 1 2 2 3.75
- | knowledge,  skills, | Supervisors N | 2 4 i, 5 3 2.82
|| and attitude of the | Total N |8 13 |4 7 5 3.29
|| individual % |21.6 351 108|189 [13.5

As shown in Table 9, the respondents who responded positively regarding the
existence of needs assessment were asked about the techniques used to identify
training and development needs. As item 1.1 of Table ¢ reveals, the overwhelming
majority (78.4%) of respondents replied that training and development needs has

been usually or always identified through analysis of the culture, structure, plan, and
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objective of Ihe organization. About 16.2% of them replied fthat fraining and
development needs had been rarely or never identified by doing so. The remaining
5.4% of the respondents preferred fo comment nothing. The average mean value
(3.84) was greater the expected mean (3.0) indicated that the number of agreed
respondents is greafer than the other. Therefore, it is possible to infer that on instances
when needs assessment conducted a relatively sufficient effort had been given to
identify it through analysis of culture, structure, plan, and objectlive of the

organizations.

ltem 1.2 of Table ? noticed that training and development needs that had been
identified fhrough analysis of the tasks performed by each jobholder. Accordingly,
majority (75.7%) of respondents replied that fraining 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 say 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
disagreed. It would be, therefore, safe to infer that in most offices in the sector on
instances when it is conducted fraining 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 aftitude, etc of the
individual. The result of the respondents in Table ? indicated that majority (56.7%) of
the respondents replied “yes" while 32.4% of them responded “no". The rest 10.8% Of
the respondents remained without expressing their stand. The average 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 aftitudes of the

ndividuals were considered in most offices of the education sector.

04



Table 10: Reasons for Not Conducting Training and Development Needs Assessment

" [ item - _—?éspondents Category
Office Supervisors | Total <
| %I Holders &
N % N % N %
| If your answer for item 1 in Table-8 7
is ‘No’', what is (are) the reason(s)
for not conducting fraining or
development needs assessment?
| "
1.1 | No experts to undertake 12 279 |2 6.5 14 189 |6
' 1.2 | Shortage of budget 22 | 51.2 |15 | 48.4 |37 50.0 | 2
1.3 | No responsible body 17 395 |14 | 452 |31 [419 |4
' 1.4 | No directives 14 326 |5 104 |19 267 | 5
1.5 | Failure to re&ognize its importance | 9 442 |11 35.5 [&D 40.5 | 3
‘ 1.6 | Attention has not been given 29 67.4 |18 | 58.1 47 635 | 1
|

Table 10 depicts the ranked major reasons that were mentioned for not conducting

needs assessment. As can 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

directives, 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 can be concluded that the mentioned reasons were some of the reasons for

not proper conducting of training and development needs assessment in the sector.
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Table 11: Prioritizing Training and Development Needs

Ctem _ : f&‘esponden’rs Category
| | Office Supervisors | Total N
ol Holders S
.. S— N |% [N |% [N % |%
| 1 | Once training and development needs
are identified, they have to be
. prioritized. Which of the following factors
| does your office considered in prioritizing
| needs?
| A. Availability of budget 47 | 74.6 | 30 62.5 |77 | 69.4 ||
| B. I'r-h_-;;‘_)-or’rdhce and urgenc_y_of theneed |30 |47.6 |18 375 |58 | 528 |2
C. Trainees capability and level of
‘motivation 16 | 254 | 9 188 |25 | 255 |6
D. Availability of fraining institutions 19 1302 | 14 292 1838 | 297 |5
E. Cost effectiveness 27 | 429 |16 333 |43 | 38T |3
F}(‘\}ambnny of trainers 23 [365 |19 |39.6 |42 |378 |4

As it was discussed in chapter two, if a needs analysis reveals multiple needs, the
management and HRD staff will have to prioritize these needs (Harris and DeSimone,
1994). In line with this, respondents were requested to indicate the factor that their
organizations considered in prioritizing needs. As shown in Table 11, 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 fraining institutions and
trainees’ capability and level of motivation was also considered as fifth and sixth
factors. In this 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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Table 12: Methods of Gathering Information for Training and Development Needs

i " ltem - 'Responden’rs Cofegbry ' . }
] s z
| Z Office Holders | Supervisors | Total 5
. , N % N % N | % o
I How does your office gather
" information in analyzing training
and development needs?

| | A. conducting survey 29 460 |17 |354 |46 [41.4 |3
| [ B. Observing how individuals

| are performing their tasks 34 54.0 31 64.6 | 65 | 58.6 |1

\ C. performance reviewing 27 42.9 20 41.7 | 47 | 423

ID. Conducting group discussion | 28 44 .4 18 37.5 |46 | 41.4

As it was discussed in the review of the related literature, several methods such as
observing employees performing the job, performance reviewing, conducting focus
groups, complete questionnaires, perception by supervisor, percepftion by self, etc are
the methods used to conduct needs assessment (Vohra, 2006; Noe, 2008). In line with
this, respondents were asked how their organizations gather information in analyzing
tfraining and development needs. As Table 12 shows maijority (58.6%) of respondents
agreed that observing how individuals are performing their tasks was mostly used by
organizations. Performance reviewing ranked the second while conducting survey
and group discussion ranked as a third group. From the above information, it is
possible to infer that observing how individuals are performing their tasks,
performance reviewing, conducting survey and group discussion were used as
information gathering methods for analyzing training and development needs in most

offices in the sector.

4.2 3 Selection Criteria

As it was discussed in the review of related literature, selecting the right individuals for
fraining and development program is very important for both the organization and
the individuals chosen. Some of the selection criteria for selecting trainees or trainers

for training and development programs are summarized in Table 13 below.
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Table 13: Selection Criteria for selecting Trainees/Trainers

i ltem Respondents Responses Category
|
| > 38 | 28|56
r 2818 | 99 25¢
| Z Solo |co2 |82
S o < | < 3% & n 0
i 1 | clearand fransparent | Office Holders | N | 5 10 b 26 7 2.87
criteria for selection Supervisors N |1 10 | 22 14 2.21
Total N |6 20 ) 48 31 227
. % | 5.4 180 |54 |432 |2779
5—2 | 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 |23
this selection criteria Total N |5 21 7 47 31 2.30
% | 4.5 189 |63 | 423 |2/.9
3 | Training and Office Holders | N | 1 8 3 92 19 2.05
development Supervisors N |2 10 1 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 | 243
incentives
4 | opportunities were Office Holders | N | 10 30 1 14 8 3,38
offered based on Supervisors N | 14 IF 3 8 6 3:52
good personal Total N | 24 47 4 22 14 3.43
relationship with % | 21.6 | 423 3.6 |198 | 1246
| immediate supervisors
5 | opportunities were Office Holders | N | 6 8 4 26 16 2.39
offered to individuals | Supervisors N | 4 8 3 18 15 2.33
‘ by considering Total N | 10 16 7 44 31 2.34
| organizationcl goals % 9.0 144 |83 |[3946 | 27.9
6 | Only higher ranking Office Holders | N |1 14 3 21 24 2.16
| | officials are selected | Supervisors N4 |10 |2 |17 [15 |240
for training and Total N |5 24 5 38 39 2.28
development % | 4.5 216 | 4.5 | 342 |35.1
programs
7 | opportunities are Office Holders | N | 14 28 2 11 8 3.46
%’ff’;g U‘glfse\fhdcfﬁove Supervisors [N |13 |25 |3 |6 |1 |3.90
. QOOfi DGF_SOHC_“ Total N | 27 53 5 17 9 3.68
|| relafionship with top- % | 243 [ 478 |45 |153 |81
___| level managers l

Item 1 of Table 13 tried to look whether there were clear and transparent criteria in

selecting trainees or trainers for training and development programs. The majority

[71.1%) of respondents expressed their disagreement. About 23.4% of them had
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eapressed their agreement while the rest 5.4% remained undecided. The average
mean value of 2.29 is less than the expected mean (3.0) indicated that the majority of
the respondents were disagreed regarding the issue. Thus, from the above information
it is possible to understand that most of the offices in education sector of the zone
had no clear and transparent criteria in selecting trainees or trainers for training and

development programs.

A detailed look at item 2 of Table 13 indicates, respondents were asked if every
members of the organization well aware of the selection criteria. Accordingly, 70.1%
of the total respondents replied that members of the organization were not aware of
the selection criteria. Respondents accounting for 23.4% contended their agreement
while 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 of the respondents were
disagreed. The information gathered through interview revealed that there were no
practices 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 concerning the offices 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
nothing. The average mean value of 2.23 is less than the expected mean (3.0). It
would be, therefore, possible to conclude that ftraining and development

opportunities were not offered as incentives for individuals in the sector.

As snown on item 4 of Table 13, 63.9% of the total respondents agreed that training
and development opportunities were usually offered to individuals who have good
personal relationship with immediate supervisors. About 32.4% of them disagreed
while 3.6% of the respondents were not sure of it. The average mean value of 3.43 is
greater than the expected mean, indicating that the majority of the respondents
believed that training and development opportuhities were offered to individuals

based on their good personal relationship with theirimmediate supervisors.
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wWith regard to whether fraining and development opportunities were usually offered
to appropriate individuals by considering organizational goals, majority (67.5%) of
respondents replied their disagreement. About 23.4% of them viewed their
agreement. The rest 6.3% of respondents preferred to say nothing. The average mean
value of 2.34 is less than the expected mean (3.0). Thus, from the above data it is
possible fo presume that most offices in the sector didn't consider crganizational

goals in selecting individuals for tfraining and development programs.

Regarding higher ranking officials were selected for training and development
programs, more than 69% of respondents disagreed and 26.1% of them agreed. The
remaining 4.5% of them viewed nothing. The average mean value of 2.28 is less than
the expected mean, indicated that the number of 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 officials.

Respondents were also requested if training and development opportunities were
offered to individuals who have good personal relationship with top level managers.
Accordingly, 72.1% of the respondents replied their agreement. About 23.4% of them
viewed their disagreement. The rest 4.5% of them preferred to comment nothing. The
average mean value of 3.86 is greater than the expected mean (3.0) indicated that
the majority of the respondents were agreed regarding the issue. From the above
information it is possible to conclude that training and development opportunities
were usually offered to individuals who have good personal relationship with fop-level

managers.

4.2.4 Objectives of Training and Development Programs

Setfting training and development objectives is a critical stage in the process of
fraining and development. As stressed by Noe and others (2007) setfting objectives
helps to develop the criteria to be used in evaluating the training outcome; form the
basis for selecting the program contents and methods; helps participants to focus
their own attention and efforts during the program; and help trainers 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
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training. and expressed in language that clearly states what the frainees have fo do.

Hence, objecfives should be determined with care,

realistic vision, and through

systematic exercise. In light of this, Table 14 summarizes issues related to fraining and

development objectives.

Table 14: Seihng Training and Developmen’r Objectives

| ltem —[ Responden’rs Category W
| o Office Hol. | Supervisors | Total (\j@
| = N |[% N | % N | % o=
! Does your office set objectives before
—| designing/implementing the human
resource fraining and development
programs that have been delivered
over the last five yearse o
Yes 44 | 698 (85 |72% |79 |/12 g
No 19 18302 |18 1271 |32 [288 | —
C
If your answer to item | Respondents Responses 8
no 1 is ‘yes', the £
objective set were: & < g O =
relevant to the | Office Holders | N | - 12 3 18 11 2.36
" learners concerned Supervisors N1 4 3 16 11 2.09
Total N 16 6 34 22 2.28
%112 (208 |76 |480 |279
' !preose and clearly | Office Holders | N | 1 16 3 14 10 2.64
| 2 indicate the | Supervisors N| 1 9 2 13 10 2.37
| | expected outcome of [ Total N[2 |25 |5 27 |20 |25
| | the program %25 [31.7 |43 |342 | 253
m| Related to the | Office Holders | N | 5 14 5 10 10 2.86
N knowledge gap | Supervisors N | - 6 2 13 14 2.00
identified earlier Total N[5 20 7 23 24 2.43
1 % |63 |253 |87 291 |304
related to the skill gap | Office Holders | N | 5 14 5 10 / 3.07
Sl identified earlier Supervisors N |- 7 | 18 |9 2.17
, Total N|S 21 6 28 16 2.62
' %| 63 | 266 |7.6 |354 |20.3
fremed to the attitude | Office Holders | N | 1 12 |4 18 |9 2.50
! ! gap identified earlier | Supervisors NT 5 8 3 12 12 1220
‘{ ‘ Total N1 20 ] 30 21 2.35
- %113 [253 |87 |380 |266
| Flme framed Office Holders [N|11 [19 |4 [8 |2 3.66
\ Cﬁ[ Supervisors N | 4 15 / 8 1 3.37
- Total N[15 [34 |11 [16 |3 3.52
& %| 19 [430 139 1203 |38
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As can be seen from item 1 of Table 14 all respondents of each respective office were
asked whether or not their offices set objectives before implementing fraining and
development programs. 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 setting objectives before delivering fraining and development programs.
The chi-square test indicated that there is statistically significant difference between
the responses of the respondents. However, the information gathered through
interviews proved that such practices 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 indicated 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
disagreemen! regarding the nature of the objective set. It was also found out from the
interview made 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
oefore delivering training and development programs, the process of sefting them did
not participate 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 and 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 zone. Most of the contents of the programs
took the local situations. However, for these similar programs and others designed at
various levels of education sector of the zone the study emphasized on the issue who

selected contents of the fraining programs.
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In Table 15 item 1 depicts, respondents were asked if their office participate frainees

through their representatives in the selection of contents of training programs.

Accordingly, the majority of (67.6%) of respondents, 69.8% of office holders and 64.6%

of supervisors, replied that there were no such practice of participating frainees in the

selection of contents. About 32.4% of respondents agreed that trainees participated

in the selection of confents for training programs. The chi-square test with degree of

freedom 1 and af a 0.05 level of significance reported that there is statistically

significance difference among the perception of the two groups. Moreover, the

information obtained from interview asserted that trainees were not participated in

content selection for fraining programs. Therefore, it is safe to conclude that the

offices didn’t participate frainees in content selection for training programs.

Table 15: Selection of Contents for Training and Development

|| Item Respondents %° test
g Office Hold. | Supervisors i
; N % N % £
I > (0
— | Does your office parficipated trainees
through their representatives in the selection
. of contents of the fraining program? ™
Yes 19 |302 |17 [354 | R |8
[ No 44698 |31 646 | T | S
o~ | Who select Respondents Responses
| contenfs for Agree un Disagree
| fraining programs decided
| | Inyour officeg
™ TThe training Office Holders | N| 37 7 19
~| coordinators | Supervisors N | 27 g 12 &
, Total N | 64 16 3] % |8
| %| 57.7 14.4 27.9 o3
| o | TOp managers Office Holders | N | 31 s 25
| o Supervisors N | 21 6 2] ©
Total N | 52 13 46 Q|
N %| 46.8 11.7 41.4 815
o | The trainers Office Holders | N | 33 8 22
| Supervisors N | 22 10 16 -
i Total N 55 18 38 oo
| %] 49.5 16.2 37.2 g 5

three scale (Disagree=1, Undecided=2, Agree=3)

13

=strongly disagree fo 5= strongly agree) was recorded fo




As item 2 of Table 15 indicated, respondents were asked who involved in the selection
of contents for fraining programs. Accordingly, 57.7%, 46.8%, and 49.5% of the total
respondents agreed that the training coordinators, the top managers, and the
frainers took part in the selection of contents for training programs. On the other
hand, 27.9%,. 41.4%, and 37.2% of the total respondents disagreed that the training
coordinators, the top managers, and the trainers respectively involved in the selection
of contents for fraining programs. The remaining 14.4%, 11.7%, and 16.2% respectively
were preferred to comment 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 a 0.05 level of significance indicates that there are
statistically significant differences among the perceptions of the respondents of the
fwo groups. Therefore, it is reasonable to say that training coordinators, top managers

and frainers 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 means 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 can 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 anxiety,
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 aftempt was
made tfo investigate whether induction/orientation programs were conducted in the
offices and what were the methods and techniques used in the ftraining and

development offered in the sector.
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Table 16: Issues Related to Induction Program

“ﬁ;”em : | Respondents Category - Test
| | Office Supervisors Total o
| O Holders clo
B N [% [N % |N [% |=|35
. -
o

1 | Does your office arranged

orienfafion program to G 5

new recruits and old ones? & S
| (Yes - |28 | 394 | 90 41.7 | 45 | 40.5 =
| I No 38 | 60.3 | 28 883 |66 | 59.5

2 | If ‘ves', which method of
orientation were used?
A. formally arranged

orientation program 17 | 68.0 | 11 550 |28 | 622 |1
to all new recruits

B. formally set crientation 8 |320 |9 450 | 17 | 378 |2
check list

3 | Who took part in orienting
new employeese

A. process owners 6 240 | 5 250 |11 | 244 |2
| B. peers and co-workers 15 | 600 | 12 60.0 |27 | 60.0 |1
|| C.Top level manager |4 |160 |3 150 |7 |15.6 |3

Iltem 1 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 of chi-square test reveals that for 1 degree of freedoms and at a 0.05 level
of significance, the critical value ofX?= 59?21and the computed vale of X2=3.973,
which is less than the critical value. This shows that there is no statistically significance
difference 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.

On the other hand, those who replied positively to item 1 were further asked to

indicate the way induction program were conducted. To this end, as it is presented in
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liem 2 of Table 16 62.2% of respondents, 68% of office holders and 55% of supervisors,
agreed that their offices formally arranged orientation program to all new recruits.
About 28.9% of respondents, 24% of officials and 35% of supervisors, agreed that their

otfice uses formally set orientation checklist.

ltem 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 part 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 respondents agreed that top-level managers took part in carrying out such

practices.

Table 17: Reasons for Not Arranging Induction Program

ltem Respondents Category

e, =
| = Office Holders | Supervisors | Total é
1 N % N % N | %
1 | 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 fime consuming 12 31.6 & 10.7 |15 | 227 |2
|
, B. The office usually recruits 1 2.6 - - ] 1.5 5
| experienced workers
' C. Recruits must be left free tolearn | - - 4 143 |4 |6.] 4
| about the office by themselves
1‘ | D. The office is not as such complex | é 15.8 4 43 |10 | 182 |3
j fo new recruits
J
f E. Attention is not given to it 19 50.0 17 60.7 |36 | 54.6 |1

The items In Table 17 were specifically designed to assess the reasons for not
conducting induction programs in each respective office. Here those respondents
who replied negatively were asked and their responses were organized and ranked.
As the results obtained revealed, the majority (54.6%) of respondents replied thal the
major reason for not conducting induction program was the fact that attention was

not given to induction activities. Responses indicated that the second reason for not
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arranging 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 themselves as the fourth reason but officials didn't considered it as ¢ reason for not
conducting induction programs. In general, though induction has quite a large
number of advantages, top-level officials of the sampled offices didn't pay due
consideration to its importance and due to these they lacked the benefits sought

from arranging and implementing such programs.

Table 18: Techniques of Training and Development

No | Item Respondents Category 2
Office Holders | Supervisors | Total é
B N % N % N | %
1 Which of the following on-the-job
techniques are used in your office
to train and develop employees
and managers?
A. Mentoring 25 7.7 21 438 |46 (414 |3
B. Coaching 15 23.8 22 458 137 |333 |4
1 | C. Job rotation - - - - - - =
D. Understudy assignment 21 343 26 542 (47 | 423 |2
E. Sharing ideas among employees | 31 49.2 20 41.7 |51 | 460 |1
F. Delegation 11 17.5 9 188 [20 [ 181 ]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 43.8 | 60 | 54.1 | 3
B. Group discussion 37 58.7 33 688 |70 | 63.1 |2
| C. Lecture method 40 635 |34 |708 |74 6671
D. Case studies method 20 31.8 17 354 |37 | 333 |4
E. Role playing 15 23.8 12 250 |27 | 243 |5
| F. Management game 7 11.1 10 208 (17 | 153 |6

As indicated in item 1 of Table 18, respondents were asked which on-the-job
techniques were applicable in the offices to train and develop employees and
managers. According to the responses 46% of the total respondents replied that
sharing ideas among employees were the most often used on-the-job technique.
About 42.3%, 41.4%, 33.3% and 18.1% of the total respondents agreed understudy,
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mentorng, coaching and delegation were also the commonly used on-the-job
fechniques to train and develop individuals in their respective offices respectively.
However, no one confirmed that job rotation was used as on-the-job technique fo
train and develop individuals. From the above information it is possible to deduce that
there were relatively more practice of sharing ideas among employees, understudy
and mentforing than the others. On the other hand, though job rotation is used to
broaden the background of the employees in various positions, less emphasis was

given to it in the sector.

As shown in item 2 of Table 18, respondents were approached to indicate which off-
the-job training delivery techniques were most often applicable in their respective
offices to train and 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

Evaluating fraining and development programs is one of the crucial issues in the
process of human resource training and development. As stressed by Cascio, fraining
and development must be evaluated by systematically documenting the outcomes
of fraining in terms of how trainees actually behave back on their jobs and the
relevance of the frainees’ behavior to the objectives of the organization. The

summary of the results are presented in Table 19 and Table 20.

ltem 1 of Table 19 was designed to investigate whether or not there was the practice
of keeping records of all training and development programs. Accordingly, about
45.9% of respondents, 47.6% of office holders and 43.8% of supervisors, confirmed that
the 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 ifs existence. The
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remaining 11.7% of respondents were not in a position fo indicate the existence or

non-existence of such practices. The result of chi-square test revealed that there was

statistically significance difference among the opinions of the two respondent groups

regarding the practice of keeping records of training and development programs.

Moreover,

inferview with heads and process owners and through the document

analysis it was discovered that most of the offices had no well organized system of

keeping records of all frainings, seminars, workshops, conferences, etc in contrast to

the idea suggested by Cascio (1986).

Table 19: Issues Related to Training and Development Evaluation

No | Item Respondents Category xz test
l
Office Supervisors | Total = | &
Holders = Ol q
N | % N % N | %
| Does your office keep records
of all fraining and development
programse
Yes 25 | 394 |22 458 |47 | 423 @ | o
No 0| 476|217 | 438 |51 |45% &‘3_ S
Do nol know 8 1275 |14 [13|17 Q| S
2 If your answer for item no 1 is
‘No', what were the causese
| A. Lack of follow up from B 13143310 | 47.6 |23]|45.1 |1
| concerned authorities
B. Some fraining programs are 4 11332 9.5 6 |1 11.8]3
kept secret o L
C. Lack of transparent and
clear fraining directive 3 (1002 9.5 S5 198 |4
D. Keeping records of trainingis | 10| 33.3 |7 d3a | L1833 |2
!, | not accustomed
'3 | Who was involved in evaluating
fraining and development
programge
| 3.1 The frainee 27 | 429 |26 | 542 |53|47.8|4
‘ 3.2 The fraining officer 401 63.5|29 (604 |69)]622]1
j 3.3 The trainer 3B {8603 |30 (625 |68 |61.3|2
: f 3.4 The frainee's supervisor 23S 19 L 30E A0 L2515
| 3.5 Top manager of the office |36 | 57.1 |32 | 667 |68|61.3|2
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As indicated in item 2 of Table 19, lhose respondents who replied negatively
regarding the practice of keeping records of training and development programs
were further asked about the reasons for notl doing it. About 45.1% of them indicated
that lack of follow up from concerned bodies was the main reason. About 33.3% of
them believed that keeping records of training was not accustomed in their offices.
Secrets of some training programs and absence of transparent and clear directives
were also considered as the other reasons for not documenting ftraining 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 this, 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 confirmed 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 total respondents indicated the trainees and the
trainee's immediate supervisors 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

inferpreted.
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Table 20: Focuses of Training and Development Evaluation

L | ltem Respondents Responses
| Category 5 8 8 o 8 .
DO O i | e ;| O
| 9 coO| 0 o g’ = 87 ®
| £ 2w o c 0| .2 Col| =
| : Hh | < Sw| o e
. _| The evaluation conducted
|| mainly focus on:
| The participants Office N |8 30 10 ? b 3.40
_| perception about the Holders
~| program and ifs Supervisors | N | 7 23 5 10 3 3.44
' effectiveness Total N |15 53 15 19 9 3.42
% | 13:5 [ 478 | 138 | 1741 | &1
The extent of objectives Office N |2 22 7 24 8 2.78
aftainment in terms of Holders
| knowledge Supervisors | N | 5 16 4 13 / 2.98
Total N |7 38 14 3/ 5] 2.88
% |63 3.2 126 1333 | 138
The extent of objective Office N |7 19 8 21 8 2:94
aftainment in terms of skill Holders
f requirements Supervisors | N |1 10 3 20 14 2.25
Total N |8 29 11 4] 22 2.60
; B % | 7.2 26.1 19.9 36.9 | 19.8
| The extent of objectives Office N |5 18 8 21 11 2.76
aftainment in terms of Holdres
j attitudes Supervisors | N | - 14 3 16 15 233
Total N |5 32 11 37 26 .55
| % | 4.5 288 9.9 33.3 | 23.4
| | Assessing how effectively Office N |3 23 8 20 |9 2.86
learning has been Holders
) fransferred back at the Supervisors | N | 4 13 9 15 7 2.83
" | work place Total N |7 36 17 a5 16 2.85
o i % | 6.3 324 1153 |31.5 | 144
Assessing the impact Office N |7 21 5 19 11 2.90
o Prought to the Holders
—| office/departmental | Supervisors | N | 3 14 6 55 12 2.65
performance Total N |10 30 11 32 23 2,00
A % | 9.0 &l |2y 288 | 20/

As depicted in Table 20, the evaluation conducted so far mainly focused on

parficipants

perception adbout

program effectiveness

(M=3.42),

attainment of

objectives in ferms of knowledge(M=2.88), attainment of objectives in terms of skills

requirement (M=2.60), attainment of objectives in terms of aftitudes (M=2.55), on
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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). In
all the items 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
fraining and development programs evaluation. Hence, the offices effort to evaluate
fraining programs in terms of learning, job behavior and the impacts brought to ’r.he

offices is below expectations.
4.2.8 Problems of Training and Development Programs

As it had been mentioned in the review of related literature, there are several factors
that hinder the effectiveness of training and development programs. This part of the
study was designed to investigate some of the factors that constrained the
effectiveness of fraining and development programs in each offices of the sector. In
line with this, respondents were asked whether or not their organization has faced
problems in fraining 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, confirmed that their-offices had been faced with problems (see
appendix-G). In conirast 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
test 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.

A< shown in Table 21, respondents who reglied positively were further inquired to
indicate some of the major problems faced by their offices. Based on the responses
obtfained the percentages of 10 major problems were ranked corresponding to the

percentages of both groups of responses in Table 21.

Accordingly, lack of adequate budget allocated to training and development,
absence of clearly stated training policy, low priority given to training and

development, lack of management support, inadequate organizational facility, lack
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of selection criteria for seiecting individuals for the programs, lack of moftivation of the

employees, insufficient time to execute trainings, lack of well designed training

programs, and lack of appropriate fraining institutions were ranked from 1 to 10"

according to the responses of the office holders.

Table 21: Problems of Training and Development Programs

ltem Respondents Category
ol
Z Office Supervisors -
Holders &' B
N | % 2 N | % Ag -.‘5-
& 2%
11 Which of the following were the most
i prevalent problems?
1.1 Lack of motivation of the employees 27 |84 |7 15 1895 |10 |3 |9
1.2 | Llack of well designed fraining| 17 |34 |9 14 1368 | 8 |
program
Lack of management support 41 |82 |4 |20 (526 |6 (.
1.4 Insufficient time fo execute training |25 |50 |8 |21 |853 |6 |2 |4
|| program
1.5 low priority to fraining and |42 |84 |3 |36 |[94.7 |2 1|1
development
1.6 | Inadequate organizational facility 36 |72 |5 17 (447 |7 |-2 |4
1.7 | Absence of clearly stated ftraining |45 |90 |2 |26 |68.4 |3 |-1]]1
| policy
1.8 | Lack of selection criteria for selecting | 34 |68 |6 |23 (605 (4 |2 |4
frainees
1.9 Lack of appropriate training institutions | 16 [ 32 |10 [ 12 |31.6 |9 1|1
Lack of adequate budget allocated | 46 | 92 | | 37 | 974 |1 0|0
1.10 | to training and development

On the other hand, lack of adequate budget allocated to training and development,

low priority given to training and development,

absence of clearly stated training

policy, lack of selection criteria for selecting trainees, lack of management support,

insufficient time to execute training program, inadequate organizational facility, lack

of well-designed training program, lack of appropriate fraining institutions, and lack of
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motivation of the employees ranked 1% to 10" according fo the responses of

SsUpEervisors.

The ranking order of the two groups has similarities in item 10. On the other hand, there
were variations in ranks towards the items 1, 2, 3, 4, 5, 6, 7, 8, and 9. Spearman's rank
ordered correlation coefficient test was employed to test whether there is correlation
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 cormrelation in the

rankings of the two groups.

Therefore, lack of adequate budget dllocated to training and development,
absence of clearly stated fraining policy, low priority given to training and
development, lack of management support, inadequate organizational facility, lack
of selection criteria for selecting individuals for the programs, lack of motivation of the
employees, insufficient time to execute frainings, lack of well designed training
programs, and lack of appropriate training institutions were the major problems
identified by both groups of respondents the education offices faced during fraining

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 at.
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 fraining needs assessment conducted by Woreda
education offices in the Zone.

2. To identify the mechanisms Woreda education offices used in selecting
individuals, setfing 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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1. To what extent fraining 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 offen used by the
Woreda education offices?
4. How human resource fraining 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 discussion and document analysis were also instruments
used to gather data. The questionnaire covered the responses of sixty-three officials
and forty-eight supervisors of ZED and WEQOs. Similarly, the interview covered eight
office heads and eight process owners from ZED and WEOs. Out of 138 questionnaire
papers distributed 111(80.4%) were filled out and returned. The data gathered were
analyzed by descriptive statistics such as frequency counts, percentages, ranks and
mean value comparisons; and inferential statistics like spearman’s rank order
correlation coefficients to test whether there is correlation between the rankings 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 maijor findings of the

study are summarized as follows:
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a.

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 maijority 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

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.

It was found out that 81.1% of the total respondents attended the fraining 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
supervisors, participated in the programs organized by RED. The second, third and
forth majority of respondents attended the program organized by ZED, WEO, and
RCBB.

Among those who attended training 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,

It was reported by 75% of the total respondents that the training and development

programs they attended were related to theirjobs.
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e. Among those individuals who have atfttended 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.

. 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

fechnical skill development.

. 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 indicated the absence of such practices in the sector.

5.1.2.1 Training and Development Needs Assessment

. It was reported by more than 65% of the total respondents that there was no
practice of conducting needs assessment. However, about 33.3% of the total

respondents agreed on the existence of such practices.

.On instances 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

training coordinator/officer.

. On instances where needs assessment was conducted, it was found by the
responses of the respondents of the two groups that fraining 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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. It was reported by the respondents who disagree 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.

. 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 major factors

considered for prioritizing identified needs.

On instances where needs assessment was 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.a Selection Criteria

. It was found out that the majority of respondents agreed on the absence of clear
and transparent criteria in selecting frainees or trainers for fraining and development
program. The criteria were not communicated to members of the organization.
Further more, fraining 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.

5.1.2.2.b Objectives of Training and Development Programs

. It was found out that majority (71.2%) of respondents, 69.8% of office holders and
72.9% of supervisors, confiirmed that there was a practice of setting objectives

before delivering trainings in their respective offices.

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 program (M=2.51), related to the KSA gap identified earlier (M=2.43, 2.62, 2.35
respectively), 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

.1t was indicated by 67.6% of the total respondents that the offices were not
participated trainees through their representatives in the selection of contents for

training program.

.The findings of the study revealed that program coordinators and trainers were
selected the contents for training and development programs. Trainees have not

been offered the opportunity to participate in content selection.

5.1.2.3 Methods of Training and Development Programs

. The findings of the study revealed that majority (59.5%) of the total respondents
confirmed that there was no any formal crientation/induction program organized to
new recruit employees or for those new position holders. Moreover, to certain extent
induction program were conducted when the offices recruit many individuals at a
time and only few respondents confirmed the existence of a formally set orientation

check list.

. 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 giving attention to orientation program and considering orientation
program as costly and time consuming were the main reasons for not conducting

orientation program.

. 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. Most of the respondents confirmed
that understudy, mentoring, coaching and delegation were on-the-job training

techniques used to frain and develop individuals in their respective offices.
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However, majority of respondents confirmed that job rotation technigue was not
widely used by their offices due to the result oriented appraisal system, which

enabled the employees and managers fo concentrate towards their own job.

. 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 off-the-job fraining delivery techniques.

5.1.2.4 Evaluation of Training and Development Program

. 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 and 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

development program conducted in most of the offices in the sector.

. 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
training and development evaluations caried out. Moreover, significant number of
respondents agreed on the involvement of the trainees' supervisors and the trainees

in carrying out evaluation activities.

. 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 objectives 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

. 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.

. It was found out by the great majority of the respondents that shortage of adequate
budget dllocated to training and development and absence of clearly stated
training policy were considered as the major constraints in their fraining and
development endeavors. Moreover, low priority given to training and development,
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 frainings, lack of well designed training
programs, and lack of appropriate training institutions 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:

. 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. This 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
offices of the zone have lost money on training and development activities because

it was poorly designed and not linked to performance problems.

. Although there was good practice of setling 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 fraining and development methods didn't meet the

expectations.

It was established 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 criteria 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 resource 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.

5.3.1 Training and development programs largely help an organization to accomplish its
goals and objectives. This is possible when fraining 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
analysis. 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 fraining and development directive which includes selection
criteria by participating representatives from each woreda education offices. The
directives prepared should be disseminated fo 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 frainers should be selected to provide effective and efficient training

and development program.

5.3.3Setting 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 decide whether the trainings are good enough for the attainment of
organizational goals; and it directs the trainers to know what to train. Thus, it is
recommended that the preparation of training and development objectives should
e done with meaningful parficipation of the trainees, the frainers and the
managers of each respective office. The offices should strongly commit themselves
to enhance frainees’ involvement by participating representatives of individuals to

be frained 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 enables them to meet their training and development needs.

5.3.5The 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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5.3.6

5.3.7

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 Trcinihg and development
method should depend on the nature and content of the programs and the
capability 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 which on-the-job

methods could be utilized at a higher scale in the offices.

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 trainings has achieved its purpose. However, it is
impossible to assess the significance of fraining 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 frainees 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 frainings to those individuals that

would enable them to design such systems.

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 fraining and development endeavors.
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9.8.7.3

5.3.7.4

L

financial and technical support in their fraining and development

endeavors.

REB and ZED have to provide intensive trainings to Zonal budget allocators to
create awareness on the importance of fraining and development so that
the budget allocators give attention in such a way that out of the budget
allocated to offices a significant amount should be appointed to training

and development activities.

REB has to provide trainings for heads and process owners of respective
education offices in order to make them give emphasis and priority to

training and development activities.

Lone education department should formulate training and development
policy and disseminates it to woreda education offices so that they can

adopt it to their organizational functions.

Sufficient time should be given to fraining programs so that trainees can get

enough time to digest what they are going to learn.

27
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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 of 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:

Ao

2.
3.
4
5

No need of writing your name

Please indicate your answer by putting "X" for questions with options
Write your opinion for open-ended questions.

If it is needed, you can give more than one answer.

. The guestionnaire only directed towards the training and development

program delivered to officials and supervisors who 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 filing and returning this questionnaire.



Section-l
I. Background Information of the Respondents

1.Sex
A. Male B. Female
2. Age
A. below 20 years D. 41-50 years
B. 21-30 years E. 51 years and above
C. 31-40 years
3. Educational background
A. Below Grade 12 D. College diploma
B. 12" complete E. BA/BSC
C.TH F. MA/MSC and above

4, Your area of specialization
A. Management
B. Accounting
C. Educational Planning and Management
D. Economics
E. Specify if any other

5. Current Posifion

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 C.11-16 years

B. 6-10 years D. 16 years and above
7. Total work experience

A. below 5 years C.11-16 years

B. 6-10 years D. 16 years and above

Section -Two

PARTI
General information about Training and Development program received since 1998 E.C

1. Did your office provide any long or short-term fraining or development programs for
its employees and managers since 1998 E.C.2
A.Yes B. No
2. Did you attend any short or long-term training and development program offered
since 1998 E.C.2
A. Yes B. No



3. If your answer to question number 2 is 'yes', who arranged the program?e /More than
one response can be chosen/
A. Woreda education office
B. Zone educction 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) you 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 you 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 that?
Mention

8. What was the topic of training you received since 1998 E.C¢ Please indicate by
Putting "X" on the topic(s) you received.

__ leadership _____ Decision making
______Strategic planning ______Financial management
_____Human resource management _____Information technology
____Material management ____Computer training

___ Change management ___Adult education
_____Result oriented performance appraisal - ____ Curriculum development
___ Business process reengineering ____Teachers development

__Gender and HIV/AIDS education
___ Educational research
If any other please specify
9. Does your office planning for training and development?
A.yes B.no

Supervision




PART II
Human Resource Training and Development Needs Assessment Practices

1. Does your office conducted human resource fraining and development needs
assessment Since 1998 E.C?

A.Yes B. No
2. If your answer foritem Number 1 is "yes", by whom needs assessment was conducted

in your office? Indicate your agreement or disagreement as,
1= Never True 2= Rarely True 3= Sometimes True/sometimes Not
4= Usually True S=Always True, in each box corresponding to each item.

Question ltem

Never True
Rarely True
Sometimes
True/sometimes
Not

Usually True
Always True

Each employee in the office identified his/her
own training and development needs
Employee's immediate supervisor identified
training and development needs of each
individuals

The training coordinator/officer identified
training and development needs of
employees and the office

Top-level manager of the office identified
training and davelopment needs of
individuals and the office

2.1

2.2

2.3

2.4

External consultants identified training and
development needs of the individuals and
the office

Training and development needs had been
identified through analysis of the culture,
structure, plan, objective, etc. of the office
Training and development needs had been
identified through analysis of the tasks
performed by each jobholder

2.5

2.6

2.7

Training and development needs had been
identified through analysis of the knowledge,
skills, atfitude, etc. of the individual

2.8




3. If your answer foritem 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 fraining 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 allin 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 factors 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 training institutions

E. Cost effectiveness

F. Availability of trainers

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 Il

Selection Criteria for Training and Development

Indicate your agreement or disagreement regarding the selection criteria of trainees or

trainers in your office as, 1= strongly Disagree; 2= Disagree; 3= Undecided; 4=Agree; 5

Strongly Agree, in each box corresponding to each item.

No

Question ltem

Strongly

Disagree

Disagree

Undecided

Agree

Strongly
Agree

The office has clear and transparent criteria in
selecting trainees/trainers for training and
development

Every member of the office is well aware of
this selection criteria

The office offered training and development
opportunities for individuals as incentives

Training and development opportunities are
usually offered to individuals who have good
personal relationship with immediate
supervisors

Training and development opportunities were
usually offered to appropriate individuals by
considering crganizational goals

Only higher ranking officials are selected for
training and development programs in most
cases

Training and development opportunities are
usually offered to individuals who have good
personal relationship with top-level managers




PART IV

Training and Development Objectives

1. Does your office set objectives before designing/implementing the human resource
training and development programs that have been delivered over the last 3 years?

A.Yes B. No

2. If your answer to question no 1 is ‘yes’', indicate your agreement /disagreement
regarding the nature of the objective set as,
1= Strongly Disagree; 2= Disagree; 3=Undecided; 4=Agree; 5= Strongly Agree, in
each box corresponding to each item.

No

The objective set were

Strongly

Disagree

Disagree

Undecided

Agree

Strongly
Agree

2.1

relevant to the learners concerned

2.2

precise and clearly indicate the expected
outcome of the program

2.3

related to the knowledge gap identified earlier

2.4

related to the skill gap idenfified earlier

2,5

related to the attitude gap identified earlier

2.6

fime framed

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 no 1 above is 'No', what are the likely reasons for thise




PART V
Selection of contents for Training and 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.
No | Question item

Strongly
Disagree
Disagree
Undecided
Agree
Strongly
Agree

2.1 | The training coordinators selected the content
of the training and development programs

2.2 | Top managers selected the content of training
and development program

2.3 | The ftrainers 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 aranged orientation program to new recruits and old ones?
A Yes B. No
2. If your answer for question no 1is 'yes’, which method of orientation were used in
your office? (More than one response can be chosen)
A. Formally arranged orientation program to all 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 thai?
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 than 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 fraining delivery techniques are used in your office?
/more 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 all training and development programs?
A.Yes B. No C. Do not know
2. If your answer for question no 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 fransparent and clear training directive
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 and weaknesses HRD programs

C. to determine its cost 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?

No | Who was involved in evaluation?2 Yes No

4.1 | The trainee

4.2 | The training officer

4.3 | The frainer

4.4 | The frainee's supervisor

4.5 | Top manager of the office

5. Rate the degree of your agreement or disagreement with 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

No | Question Item o
0]
>6|8 |2 >
— —
29|95 (o |32
°c212 |2 |58
e 0|0 S5 | < |

Agree

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 objectives 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
performance




PART VIII
Problems with Human Resource Training and Development Programs

1. Does your office faced problems in its fraining and development endeavors over the

last three years?
A.Yes B.No C. Do not know

2. If 'ves' which of the following were the most prevalent ones?

No | Problems of training and development Yes No
2.1 | Lack of knowledge

2.2 | Lack of communication skill

2.3 | Lack of motivation of the employees
2.4 | Lack of well designed training program

2.5 | Lack of management support

2.6 | Insufficient time to execute training program

2.7 | Low priority to training and development

2.8 | Inadequate organizational facility

2.9 | Absence of clearly stated training policy

2.10 | Lack of selection criteria for selecting trainees

2.11 | Absence of expertise to conduct training and development
needs analysis

2.12 | The learner's negative atfitude towards the program
2.13 | Non-responsiveness and lack of motivation of trainers
2.14 | Lack of appropriate training institutions

2.15 | Lack of adequate budget allocated to training and
development

2.16if others please
specify

3. What do you think are the possible solutions to the problems?e 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 fraining
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?

How often does your office conduct this kind of fraining?

On what basis your offices select individuals for training program?

Who participate in the selection processes?

Does your office set objectives for training programs in general and for each

course in particular?

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 solution for problems of human resource training and
development? _

Al < A

2



Appendex-C

Group Discussion Guide

1. How fraining 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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Apendex-E
Sample offices of the study are presented below.

Hadiya Zone Education Department
Lemmo Woreda Education Office
Anlemmo Woreda Education Office
Shashogo Woreda Education Office
Misha Woreda Education Office

Gibe Woreda Education Office

Soro Woreda Education Office

East Badewacho Woreda Education Office



Apendix-F

Planning of Training and Development

| No | Item Respondents X2 Test
Officials | Supervisors | Total ”
=
N | % N % N | % Ie;
| | — > 0-
1 | Does your office planning
for tfraining and
development?
2 |3
Vias 42 (66729 |60.4 [71]639 |2 | S
o 0] o
| No 21 [333|19 |[39.6 |40|36.0
Ll
Appendix-G
Issues Related with Problems of Training and Development
.| item Respondent X2 Test
Officials | Supervisors Total i
| ol 2 | a
‘ 7 N % N % N % g
' 1 | Does your office faced problems
! in its fraining and development
! endeavors over the last five
!
! yearse 0
. 3 |
[ Yes 50 | 79.4 | 38 79.2 |88 |79.3 :é S
< o
No 12 {190 |7 146 |19 [17.1 | —
| Do not know 1 1.6 |3 &3 4 3.6
L |
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