
THE PRACTICE AND PROBLEMS OF HUMAN RESOURCE 

TRAINING AND DEVELOPMENT IN SOME FEDERAL 

MINISTRIES IN ETHIOPIA 

BY 

MELAKU DIRES WIMARIAM 

SCHOOL OF GRADUATE STUDIES 

ADDIS ABABA UNIVERSITY 

MAY 2004 



THE PRACTICE AND PROBLEMS OF HUMAN RESOURCE 

TRAINING AND DEVELOPMENT IN SOME FEDERAL 

MINISTRIES IN ETHIOPI / 1\ ~); ne 
\\ " ,.. 

~ .. 

ADDIS ABABA UNIVERSITY 

IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE 

DEGREE OF MASTER OF ARTS IN EDUCATIONAL PLANNING AND 

MANAGEMENT ".-" e 
"'~ .<.".- .. • •.• - --- ':;\~ 'E.~sl1'Y -

..".~ nA U ... " ,-
~ ".Sfii';)r" 
~ ".OO\S LlBF.l\P.\~S 
};. lC.1110 

?o.S°sA EtI.\lOPIA \ 

, AOO
IS A~ . o;. ,;;-;:~ 

\ ~ ...... ' c. , .. ... .. _ .. " 

~,!r, \.".uo""""" 

BY 

MELAKU DIRES W IMARIAM 

MAY 2004 

ADDIS ABABA 



ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

THE PRACTICE AND PROBLEMS OF HUMAN RESOURCE 

TRAINING AND DEVELOPME:\T IN SOME FEDERAL MINISTRIES 

IN ETHIOPIA 

BY 

MELAKU DIRE 

DEPARTMENT OF EDUCATIONAL PLANNIN 

APPROVED BY THE BOARD OF EXAMINERS 

GIRMA W ABEBE 

CHAlRtYlAN, DEPT. GRADUATE COMMITEE SIGNATURE 

HAILESELASSIE W/GERIMA (ASSIST. PROF.) 

ADVISOR SIGNATURE 

EXAMINER, EXTERNAL SIGNATURE 

~4r/i~~~( ~=.=:...:;M~w: __ ~if2 
T EXAMINER, INTERNAL SIGNATURE 



.-lffectiollarely Dedicared to 

Kidist Z e lvdie /Voldelllarialll 



ACKNOWLEDGEMENTS 

I would like to thank my thesis advisor, Ato Haileselassie W /Gerima (Assist. 

Prof.), for his valuable professional guidance and technical assistance 

throughout the work of the thesis. 

I would also like to thank Ato Befekadu Zeleke and Ato Yekunoamlak Alemu 

for their unreserved friend ly assistance and encouragement during my stay 

at the university. 



TABLE OF CONTENTS 

Page 

A C KN 0 W L EDG EM ENT S -- --- ------- --- ------------- ------------ --------------- -- --- ----------------- -i 

TAB LEO F CONTENTS -- ----- --------------- -- -------- ----- --- --- ----------------- ------- ------ --------i i 

LI S T 0 F TAB LES--------------------------------------------------- ------------------------------- -------v 

ABSTFlI\CT-----------------------------------------------------------------------------------------------vi 

CHAPTER I: THE PROBLEM AND ITS APPROACH-----------------------------------------I 

1.1 Background of the Study------------------------------------------------------------------------- 1 

I .2 Statement 0 f the Problem------------------------------------------------------------------------4 

1.3 Significance of the Study------------------------------------------------------------------------7 

I .4 Delimitation 0 f the S tudy------------------------------------------------------------------------8 

I .5 Operational Defini tion 0 f T erms------------------------------ --------------------------- -- --- --8 

1.6 The Research Design and Methodology----------------------------------- --------------------9 

I .6. I M ethodo logy --------------------- -------------------------------------------------------9 

1 .6.2 Sources 0 f Data -------------------------------------------------------------------------9 

1.6.3 Sample Population and Sampling--------------------------------------------------- 10 

1.6.4 Instruments of Data Collection------------------------------------------------------10 

1.6.5 Procedures of Data Collection-------------------------------------------------------11 

1.6.6 Methods of Data Analysis-----------------------------------------------------------12 

1.7 Limitations of the S tudy----------------------------------------------------------------------- 12 

1.8 Organization of the Study----------------------------------------------------------------------12 

CHAPTER II: REVIEW OF THE RELATED LITERA TURE------------------------------13 

2.1 The Concept of Human Resource Training and Development---------------------------13 

2.1.1 Scope----------------------------------------------------------------------------------13 

2.1.1 .1 Training-------------------------------------------------------------------13 

2.1.1.2 Development ------------------------------------------------------------14 

2.1.1.3 Education-----------------------------------------------------------------15 

11 

t i 



2.1 .2 The Benefits of Training and Development-----------------------------------15 

2.2 Components of Human Resource Training and Development----------------------------16 

2.2.1 Management Development------------------------------ ---:--------------------17 

2.2.2 Employee Training and Development----------------------------------------18 

2.3 The Process of Human Resource Training and Development----------------------------19 

2.3. 1 Assessment of Training and Development Needs----- ---------------------- 19 

2.3.2 Formulation of Training and Development Objecti ves---------------------25 

2.3 .3 Designing Training and Development Programs----------------------------26 

2.3.4 Implementing Training and Development Programs----- ---- ------·· ------30 

2.3.5 Evaluating Training and Development Programs----- ----------------------32 

2 .4 Training and Development Methods-------------- -------------------------------------------38 

2.4.1 On-the-Job Training and Development Methods----------------------------38 

2.4.2 Off-the-Job Training and Development Methods---------------------------45 

2.5 Integrating Human Resource Plans into Strategic Plans-----------------------------------45 

2.6 Constraints to Human Resource Training and Development-----------------------------46 

2.7 The Ethiopian Civil Service: An Historic Review-----------------------------------------48 

CHAPTER III: PRESENTATION AND ANALYSIS OF DA TA-----------------------------51 

3. I Characteristics of Respondents---------------------------------------------------------- -----51 

3.2 Analysis of Variables Related to the Practice and Problems of Training and 

Development------------------------------------------------------------------------------------54 

3.2. I Integrating Training and Development plans into Strategic Plans--------54 

3.2.2 Availability of Training and Development Policy--------------------------57 

3.2.3 The Practice of Conducting Needs Assessment -----------------------------58 

3.2.4 Designing Training and Development Programs----------------------------64 

3.2.5 Arranging Orientation Programs-----------------------------------------------71 

3.2.6 On-the-Job Training and Development Methods----------------------------75 

3.2.7 Evaluating Training and Development Programs---------------------------77 

3.2.8 Constraints to Training and Development------------------------------------80 

3 .2.9 Sel ection Cri teria ------------------------------------------------------ --- -------8 2 

111 

I 

~ 



CHAPTER IV: SUMMARY, CONCLUSION AND RECOMMENDATIONS----------85 

4. I S ummary------------------- ------------- ---------------------------------------- -------------8 5 

4.2 Co nc I usi 0 n -------------------------- -------- -------- -----------------------------------------9 I 

4.3 Recommendations--------------------------------------------------------------------------92 

BIB L I OG RAPH Y -------------------------------------- ------------------------------- -----------------97 

APPENDICES 

Appendix 

A -C ase 0 ne----- ------------- -------- -------- ------------------------- -------------- 1 03 

B- Case two------------------------------------------------------------------------104 

C- Sample Questionnaire---------------------------------------------------------105 

D- List of Sample Organizations------------------------------------------------116 

IV 



LIST OF TABLES 

Table Title Page 

Characteristics 0 f Respondents ----------------------------- --------------------------- 52 

2 Integrating Training and Development Plans into Strategic plans---------------- 55 

3 Reasons for the in Avai labi li ty of Training and Development Policy------------ 58 

4 Ratings on Assessment of Training and Development Needs--------------------- 59 

5 Techniques of Training and Development Needs Assessment-------------------- 60 

6 Data Gathering Methods Used and Factors Considered 

in Prioritizing Training and Development Needs------------------------------------ 62 

7 Reasons for not Conducting Training and Development Needs Assessment---- 63 

8 Design and Purpose of Training and Development Programs--------------------- 64 

9 Trainings Recei ved Since 200 1-------------------------------------------------------- 66 

10 Responses on the Types of Programs------------------------------------- --------- --- 68 

II Ratings on the Impact of the Programs----------------------------------------------- 70 

12 Ratings on Arranging Orientation Programs----------------------------------------- 72 

13 Reasons for not Arranging Orientation Programs----------------------------------- 74 

14 Responses on the use of On-the-lob Training and Development Programs----- 7S 

15 Responses on How Managerial Skills were Acquired------------------------------ 76 

16 The Practice of Evaluating Training and Development Programs---------------- 77 

17 Constraints to Training and Development Programs-------------------------------- 80 

18 Avai lability and Transparency of Selection Criteria-------------------------------- 82 

-' 

v 

0' 

• 



Abstract 

The purpose of this study was to assess che practices that have 
been carried out by some federal ministries in training and 
development of their human resources during the past three 
years, and also to investigate those factors that had been 
constraining such endeavors. To this effect, the descriptive 
research method was employed. Bot~ questionnaire and 
documentary analysis were used as instruments of data 
collection. Data were collected from eigh t federal offices that 
were randomly drawn from five federal ministries. In general, a 
total of 104 experts and 66 managers were included as suojects 
of the study. Gathered data were analyzed employing both 
descriptive (frequency count, percentage, weighted mear.) and 
inferential (independent t-test) statist~cs . 

The findings of the study revealed t hat the pract ice of 
designing and implementing training and development programs 
u ndertaking systematic needs assessment had been extremely low . 
Besides, the practice of utilizing or.-the-job training and 
development methods as well as formally arranging orientation 
programs to new recruits had been almost non-existent . On the 
other hand, although organizations had selection criteria that 
had been fairly communicated to all members of organi za t ions, 
training and development opportunities had been offered to 
individuals based on personal relationships as well as on the 
good will of their immediate supervisors. The study also 
revealed that organizations had not a scheme by which the 
outcome of training and development programs had been 
evaluated. Nevertheless, the available limited practices of 
designing and implementing training and development programs 
had been hindered by budget limitations, lack of skills and 
guidelines in undertaking needs assessment and lack of 
appropria te training insti tuti"ons in the country. 

In light of these findings, the following recommendations are 
forwarded. Firstly, the capability and potential of managers at 
each level has to be built through continuous and intensive 
trainings so as to enable them undertake systematic needs 
assessment and also to successfully design effective on-the-job 
training and deve l opment programs . Second l y, a scheme by whi ch 
the outcome of training and development programs is evaluated 
has to be l aunch ed. Thi r dly, organizat i ons shou l d formally 
arrange orientat i on programs to new recruits. Besides, training 
opportunities have to be given to individuals strictly based on 
selection cri teria in accordance with assessed needs . Fourth ly, 
ful l y a u tomating each of fi ce and correspondingl y providing 
t r ainings on how to utilize such resources as we l l as 
encouraging private col l eges to de l iver trainings in var i ou s 
disciplin es at various l evels are also important measures that 
may mini mize the effect of those factor s that constra i ned 
training and development endeavors. 



CHAPTER I 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the problem and its approach. I t generally deals with 

bac kground of the study, sta temen t of the problem, significance of the study, 

ope ra tiona l definitions of key terms, th e research methods a nd procedures 

employed In the study, delimita tion of the s tudy, limita tion s, and 

organization o f the study. 

1.1 Background of the Study 

These days, organizations operate in a highly competitive a nd rapidly 

changing environment. The environment in which they opera te is filled with a 

series of factors that exert pressure up on their operation. With the eve r 

growing socio-economic as well as technological cha nges, customers' demand 

for improved services, new and quality products also raises . Thus, for bette r 

sati sfaction of the ever increasing demand as well as to successfully adapt 

with the changing environment, organizations strive to improve their internal 

operations ; otherwise, they are les s likely to survive in this flux (French, 

1990:352; Mathis and Jackson, 1997: 314; Gray et al. 1997: 187; Kubr, 

1996:345-346) . 

At the heart of organizations success in remammg competitive m the eve r 

changing environment m a inly lies the competence of their human re sources . 

Human resources, employees a nd managers, with appropriate competencies 

enhance the ability of organizations to meet present as well as future goals. 

That is why, most organizations all over the world pay much attention in 



selec ting appropriate candidates In staffing their organizations a nd 

continuously provide various trainings (Mathis and Jackson , 199 7: 3 14) . 

Adoptin g human resources, employee and management, training a nd 

deve lo pment has a lot of benefits. It brings about high productivi ty a nd 

improved quali ty of out puts through obsolescence preve ntion (Siku la a nd 

Mckenna, 1984:204). Besides, it he lps organizations to grow, adapt to 

technological developments, and fulfill their social responsibilities 

(Megginson , 1981: 225; Sikula a nd Mcke nna , 1984:204). The benefit of 

human resources training and development programs does no t acc rue only 

to organizations, but also it is crucial for employees' persona l growth in 

enlarging thei r capac ity to successfully ha ndle greater responsibili tie s . 

Moreover, it fosters greater satisfaction to employees and m a nagers 

(Megginson, 1981: 225 ; Mondy and Noe, 1990: 270). 

However, human resource training and development progra ms need to be 

designed care fully if th ey a re to a~hieve intended goa ls. Mo ndy a nd 

Noe( 1990 :270) stress that undertaking such programs s imply because others 

a re doing it is just a sking for trouble. There fore, programs mus t be carefully 

des igned in such a way that they address some important n eeds . Who needs 

\\·hat kind of training and how much must clearly be spe lt out systematically 

analyzing the person, the task and the organization. 

One of the most important elements in human resources training and 

development activities is evaluating the success of programs. Althou gh it is 

ofte n ignored activity, it is an important too l by which the effe ctiveness of a 

program in reaching out its target is measured (Harris a nd DeSimone, 1994). 

However , many training and development programs fail to achieve lastin g 

results too often because of vague objectives and poor execution of 

evaluations (Milkovih and Boudreau, 199 1:407). 
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Gene ra lly, the term human resou rces training and development 

e ncompasses both employee and management development through 

education and trainin g. It is an activ ity which organizations design to 

improve the capability of their human resources to m eet current as well as 

future demands. According to Ha rris and DeSimone (1 99 2 :2), the se 'ac tivities 

s hould begin when a n employee joins an organization, and continue through 

out hi s careers' wheth er he is an executive or not. They furth er mention that 

those program s that are de s igned to deve lop people in organization s must 

respon d to job c hanges. Besides, the progra ms should be integrated 10 long­

term plans a nd strategies of the organization in order to ensu re the effic ie n t 

a nd effect ive u se of resources (Harris and DeSimone, 1994:2). 

Coming to th e case of the Ethiopian civil servIce organiza tions, the 

importance of training and development of civil serva nts has been 

emphasized since the establishment of the Central Personnel Age ncy. The 

country formally delivered a n order for the creation and funct ion s of the 

Centra l Personnel Agency in 196 1(Negarit Gazeta, 196 1:34 o rder No.2:)) . 

Pursuant to this order, regula tions \\'ere a lso issued in 1962 with Lega l 

Notice No. 269(Negarit Gazeta, 269 / 1962). In both of th ese orde rs , and in 

fact in all of the subseque n t proc lamations, the importance of training and 

development of civil servan ts has been mentioned with the intention of 

providing efficient and effective services to the pUblic. Similar to the former 

ones, but seemingly with greater emphasis, currently the Ethiopian 

government has provided greater attention to impmve the capacity of c ivil 

servants and there by achieve better performance a nd prepare them to 

higher respon sibility based on career development (Federal Nega rit Gazeta, 

2002 No.8). With this objective, every government office has provided with 

the duty to build the capability and potentials of its employees and managers 

through training, identifying the training needs of its office and the civil 

servants preparing the necessary plan and budget for training. 
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Accord ingly, it is n ow days apparent that a number of government offices a re 

increas ingly provid ing education and training opportuniti es to th eir 

employees and managers both locally and abroad. Although such traini ngs 

are of paramount importance in successfu lly achieving the organizations' 

missions, they might be drastic unless they are carefully planned and fit with 

the organizations' strategic plans. Failure to consider this would, otherwise, 

result in encapsulated deve lopment, employee d issatisfaction and wastage of 

resources. Therefore, the attempt to train and develop employees and 

managers should line up with the organizations' as well as employees' a nd 

managers' needs a nd shou ld be made continuously in a planned way. Thi s 

study generally attempts to asse ss the practices that have been undertaken 

by the federal min isterial offi ces in tra ining and development of th e;r hum an 

resources. Besid es, it tries to investigate those factors that have been 

constraining training and development endeavors. 

1.2 Statement of the Problem 

The Ethiopian civi l service can be said one of the biggest organizations in the 

country in terms of its organization and s ize of manpower since its 

establish ment. Upon its form al establishment by proclamation in 1962, it 

had a total of 46,701 c ivil servants, wh ich has reached 371,699 by 

2001/2002(FCSC, 2003:xiii). Although the proportion of c ivil sen'an ls to the 

total popUlation is much less compared to the case of other countries , it has 

been playing crucial role in discharging service to the public. In other words, 

the civil service has great responsibili ty in putting public policy in to effect. 

In the words of Atikilt (1999:77). the civil service has been the operational 

arm of the government charged with the implementation and administration 

of pu blic policy. 
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Howeve r , irres pective of its cru cial role, the c ivil service has been 

characterized by a lot of problems. The service rendered to the public by the 

c iv il service has generally been said inefficient as ,,·ell as ineffective because 

of lack of a bled manpower, among other things, that can implemen t 

gove rnment directives (Getachew, 1998:220). Ne\·enheless , there ha s not 

been as such rema rkable effort by c ivil se rvice organizations to resolve the 

problems through training and development of their staff a mong other 

measures. 

Although training a nd developme nt of c ivil servants in their respective fields 

of s pecialization helps them effective ly perform their duties and a lso prepares 

lhe m for furthe r res ponsibilities, the Civil Service has been short of training 

programs . For insta nce, a survey conducted by the task force in the civil 

se rvice reform indicated that 63 percent of the respondents replied tha t they 

had never go t any training. Besides, the finding ind ica ted that the re \\·ere no 

training in key management areas like s trategic planning, personnel 

man agement, performa nce appraisal, servIce de livery and finan cial 

management (FORE, 1996). This is a clear indication that the efforts being 

made by orga nizations in improving the capability and potentials of their 

managers in directi ng their organizations towards the realization of 

organizational goa ls has been very low. 

Each civil service orga nization must strive to continuously train and develop 

its staff identifying its training and development needs as clearly stipulated 

in the proclamation. Because, edu cated and well trained civ il servant is . 
essential for effective administra tion. Thus, each organization mus t design 

and implement appropriate tra ining and development programs for its 

employees and managers. Nevertheless, this practice seems to have been 

non-existence in many of the civil service organizations. The survey 

conducted by Bizuneh (1999: 343) on ten public and ten private 

organizations indicated that only 50 percent of these organizations were 
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found having management deve lopment programs of which 72 percent did 

no t have the culture of evalua ting the outcomes of these programs. Besides, 

the practice of tra ining a nd developing e mployees and man agers on the ir job 

through on-the-job training approaches has not been extensively used . 

The major proble m in training and development of civi l servan ts has been 

a ssociated with budgeta ry constrain ts. According to the study of th e task 

force most civil se rvice organ izations were not prope rly managin g lreli ning of 

their staff due to budgetary problems . Even the few available tra ining 

opportunities we re also limited to s hort orientations, workshops and 

seminars . On to p of this, most institutions were found focu sed only on 

tec hnical training programs. Bes ides, 'tra ining of new and support staff were 

non existence '(FORE, 1996), 

However , a lthough there a re some pro blems, recent practices indicate that 

there are a ttempts in trainin g and development of c ivil servan ts. But, there is 

no a pparent eviden ce whethe r su ch practices are being carried out by each 

office in a system atic and planned way based on its traini ng and 

developmen t needs, Thus, this study a ims at assessing th e practices and 

problems of the federal ministe ria l offices, hereafter called organizations, in 

training and deve lopment of their human resources rais ing the fo llowing 

basic questions . 

1, Do organizations conduct training a nd development activities based 

on needs assessment? How do they assess such need s? 

2, How are training and development opportunities offered to 

individua ls in the organizations? 

3 . What are the most often u sed training and development me thod s by 

organizations? 

4 , Are organizations' human resources training a nd development plans 

integrated with their strategic pla n s? 
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5. Is th e re a mechanism by which the outcomes of training a nd 

d evelopment activities a re evaluated? 

6. What problems do organ ization s face in tra ining and developmen t of 

their human resources? 

1.3 Significance of the Study 

1. The result of this study will p rovide valuable input a nd direction to civil 

service organizations 10 designing a nd executing training a nd 

development programs following the co nve ntional processes. 

2. Re\'ealing the significance of having appropriate training and 

development polic ies in each organiza tion , the study may bring to the 

attention of top manage rs and ministers in taking the necessa ry 

measures 10 formulating tra ining and development policies for the ir 

res pective organizations. The findin gs of the study would a lso ha ve 

implications in such a way that the Ministry of Capacity Building or 

the Federal Civi l Service Commiss ion would put in to effect th e 

development of national training a nd developmen t policy. 

3. The result of the study will provide co n stru ctive sugges tions about the 

commonly occurnng con stra ints In conducting training and 

development programs and the means by which the effect of these 

con straints would be s ign ifican tly reduced. 

4. The study will serve as a reference material to those individuals who 

h ave the desire to deal with such similar matter. Besides, it may 

encourage training specialists in each organization to establish the 

n ecessary database in conducting training and development needs 

assessment for their organizations . 
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1.4 Delimitation of the Study 

Designing and implementing human resource t ra in ing a nd dCIl·.upmenl 

ac tivities requires high caliber a mong othe r things. As the da ta compiled by 

the Federal Civil Service Commission reveal s, the ministerial offices ha ve 

re latively better ma npower in terms of number and qua lification compared 

lV ith the regiona l offices WCSC, 2003: 1) . Therefore, it is possible to say that 

these organizations are at a better disposal to syste matically design a nd 

implement training a nd deve lopment programs than the regional bureaus. 

By d isc retion, eac h fede ral ministry h as the o bligation to provide the 

necessa ry professional advice to regional bureaus that are established under 

their ausp icious to deliver co rresponding fun ctions. Thus, focusing on the 

federal ministries would provide a clear ind ication about the extcll l I» lI'hich 

the practice of human re source training and development e ndeavors a re 

being made in the country and what constraints are being faced with . There 

fore, the study is delimited to federa l minis tries. On the other hand , the 

study is delimited only to five federal ministries with the intension tha t their 

practice will provide good representation of the whole e igh teen federa l 

ministries in the country. 

1.5 Operational Definition of Terms 

Human Resource - re fers to a ll c ivil servants in the c ivil service o rg<l11 iza tions 

irrespective of their position. 

Employees - refers to a ll non-manager civi l servants in the civil service 

organizations that have no respons ibility to supervise others. 

Expert- includes those individuals in the civil service organizations, IVho are 

trained and skillful in some special field and are entitled as junior 

or expert or as senior expert. 

Management - refers to group of managers who are responsible to supervise 
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employees or subord inates under them . Thi s includes team 

leader s , d ivision or service heads, department heads and all 

those individuals holding a position above this ran k. 

Manage r-in this s tudy refers to heads of teams, sections, units, offices, 

departments, organizations, etc. in the federal ministries 

1.6 The Research Design and Methodology 

1.6.1 Methodology 

Descriptive survey research m ethod was e mployed in the study as it was the 

appropr iate method which e na bled the researcher to desc ribe the practices 

that had been undertaken by the Federal Ministerial Offices in building th e 

capabil ity and potential of their human resources though various training 

and deve lopment programs . Besides, the method was a ppropriate as it 

helped to s ingle out the most importan t constrai n ts that had been adversely 

affecting the design and implementation of such programs. 

1.6.2 Sources of Data 

Tra ining and development endeavors a re not left to some segment of civil 

servants in the federal ministries . Both those a t the supervisory a nd non ­

supervisory positions involve in it one way or anothe r. However, despite the 

variation in the degree of their involvem ent, both groups could be the subject 

of the activities. For instance , managers a t a ll levels have the responsibili ty 

to iden tify their own a s we ll a s their subordinates tra ining and development 

needs. On top of taking pa rt in making decis ions wi th regard to training and 

development activities , they are expected to train a nd develop subordina tes 

on their j obs. Besides, they have greater responsibility in evaluating the 

outcomes of training and development programs. Where as experts, on top of 

other activities, involve III identification of their own training and 
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development need s as well as in evaluating the relevance of programs in 

helping them perform their activities successfully. Therefore, the sources of 

data for the study were experts and m anagers at all levels . Besides, 

information was solicited from vanous documents, ' directives and 

proclamations. 

1.6.3 Sample Population and Sampling 

There are eighteen government ministries in the co untry that are gmLTned by 

the federal civil service proclama tion. Of these ministries,S were randomly 

se lected using s imple random sampling technique. Of all those organizations 

that come under the selected ministries, 8 were randomly se lected (see 

a ppendix OJ after excluding those orga nizations that are charged with 

providing training and education programs as well as those that are not fu lly 

governed by the Federal Civil Service Proclamation. 

After sample organizations were identified , subjects of the study were divided 

into management and expert group. Then, depending on their title, managers 

and experts at various levels were included in the study . HO\\'evcr , expe rts 

and managers at the Civil Service Reform Offices of each organization were 

purposely included in the study as part of their job is directly related to 

human resource training and development. Generally, 104 experts and 66 

managers, of these 109 were line and 61 were staff personnel, were randomly 

selected for the study, In sum, a total of 170 respondents were involved. 

1.6.4 Instruments of Data Collection 

Both questionnaire and documentary analysis were employed as instruments 

of data collection. 
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The que s tionnaire, both c l05ed a nd open ended, \\Oas prepared based on the 

reviewed literature o The que stion n a ire ,'oas composed of two parts: ' I hlle the 

first part contains question items related to responde nts' characte ristics, th e 

sccond part co mpri sed variables related to the studyo Generally, a total of 

80 q uestion items were prepared in Englisho The question items were 

prepa red in English la nguage as both groups of res pondents were able to 

read and understand the language o Then, be fore the questio nnai res had been 

fi nalized and distri buted , pilot tes t was carried ou t a t the Road Fu nd Office 

in order to test the validity of the in strument. A total o f 20 experts and 8 

managers \\Oere involved in the pilot stud,oo Based 0 :1 the feedbac ks obtained, 

the necessary correction was made by omitting and mod ifying some quest ion 

lte mso 

In order to enrich the data obtained through questionnaire as well as to 

so lic it information that cannot be obtained through the questionnaire, 

doc ume ntary analysis was employedo The co n tents of strategic pla n s both a t 

organizational as well as departmental leve l, various directives and policies, 

reco rds of ,oarious train ing programs were reviewedo 

1.6.5 Procedures of Data Collection 

After sample organizations had been identified, first co n tact was m ndc with 

the heads of Civil Service Reform Offices a nd \\Oith Administration and 

Finan ce heads of each o rganiza tion o Then, after securing the necessary 

permission, the li st of departments, sections, teams etc was obtainedo 

Following this, those experts and managers who are expected to fill out the 

questionnaire were identifiedo 
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In the second round , questionnaires were distributed to the randomly 

selected respondents in collaboration with the a bove mentioned officials. 

Finally, filled in out questionnaires were collected . 

1.6.6 Methods of Data Analysis 

Data collected through questionnaire we re analyzed using both descriptive 

and inferentia l statistics . In descriptive statistics, frequency counts, percent, 

and mean scores were used. Whereas, in the inferentia l statistics, 

independent t- test was employed in order to test the differen ce bet"'een the 

mean scores of experts and managers. 

1. 7 Limitations of the Study 

It was extremely difficult to get the questionnaire filled in by LOp level 

managers like ministers, vice minis ters a nd commissioners. Therefore, they 

were not included in the study. Secondly, m ost experts and managers were 

highly fed up of and reluctant to fill in th e questionnaires as a result of 

which 15% of the 200 distributed questionnaires was not re turned . The 

study cou ld h ave been more complete had the above mentioned problems 

been managed . 

1.8 Organization of the Study 

This study is organized in to four chapters . The firs t chapter deals with the 

problem a nd its approach. The second chapter addresses review of th e 

re lated literature. In chapter three, the ana lysis and interpretation of da ta 

are dealt with. The last chapter treats the summary, conclusions and 

recommendations. 
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CHAPTER II 

REVIEW OF THE RELATED LITERATURE 

2.1 THE CONCEPT OF HUMAN RESOUCE TRAINING AND 

DEVELOPMENT 

2.1.1 Scope 

The concept of human resource training and development is a wider term in 

its scope. It mainly includes three important concepts: training, education 

and development. These concepts are discussed below. 

2.1.1.1 Training 

Training is defined by a number of scholars. Although it is defined in 

different ways, the underlying concept re mains the same. In its broadest 

se nse, Milkovich and Boudrea (1991 :407) explain it as a systematic process 

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

improve the match between employee characteristics and employment 

requirements. The cen tral idea is that training activities are primarily 

focused on improving employees and managers ' performance on a currently 

held job (Monappa and Saiyadain, 1999: 172; Szilagyi, 1981 :348; Saiyadain, 

1999:218; Schermerhorn, 1989:272) . It is an activity that is designed to h elp 

employees acquire and apply knowledge, skills, abili ties and attitudes in 

their organization (Monappa and Saiyadain, 1999:273). In general, training is 

an activity which is directed at improving knowledge, skill and allitude of 

employees to create an effective much between an employee and his /her job 
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(Sa iyadain; 

1999: 173). 

1999:2 18; Szilagyi, 1981:348; Monappa and, Sal\·adain - , 

As a planned and systematic activity in imparting know-ledge, skill a nd 

attitude of individuals or groups, trainings a re main ly meant for improving 

performance of individuals. Thus, with the objective of resulting in an 

immediate improved performance of individuals, t rai nings are delive red 

relatively for a s hort period (Purcell, 2000: 1) _ 

2.1.1 .2 Development 

The word deve lopment implies a change from one state to another in \\-hich 

learnin g and growth have probably under ta ken (H olbech e, 1998:231)_ It has 

th e refo re a positive connotation of improvement, becoming more 

accomplished and more effective (Attwood and Dimmock, 1996: 122; 

Bizuneh ; 1999: 319) _ Development ac tivi ties a re mainly concerned with 

maximizing individual s potentia l a nd capa bilities that go beyond the curren t 

job requirements. It focu ses on improving individ uals capabilities in handling 

a variety of assignments (M athis and J ackson , 1997 :3 14; Purcell, 2000: 1; 

Attwood and Dimmock, 1996: 122-123). According to Truelove (2000:29 1) , 

development 'helps people utilize the skills a n d knowledge that coucatio n 

and tra ining have given them' a nd it embodies concepts like 'psychological 

growth, greater maturity and greater confidence'. Therefore, it prepares them 

to keep pace with the growing and ch a nging organ ization (Mondey, Noe and 

Premeaux, 1999:252). Development programs a re long term activities that 

benefit both the organization and individuals. While orga niza tion s benefit by 

having more capable and experienced employees who enhance the a bili ty of 

organiza tions to adapt and compe te to a changing competitive environment, 

individual s also gain career development (Mathis and Jackson, 1997: 314). 
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2.1.1.3 Education 

Educationa l activities are not directly related to current jobs (M ondy, Noe 

a nd Premeaux, 1999: 270; Cartwright e t aI. , 1988:84) . Ed u cation a l ac tivit ies 

a re \'ery broad and wider in scope and are not p rimarily con cerned with job 

performan ce (Truelove, 2000:29 1). However, it is a 'process whose prime 

purposes are to impart ge nera l knowledge and understa nding and deve lop 

the \\'ay mental faculties a re u sed' (Truelove, 2000 :29 1; Dwivedi, 1984 : 143). 

Genera lly, the te rm human resource development encompasses the above 

three fu nctions: training, developmen t and ed ucation. Although the variation 

between these variables seem s blurred, distinc tion must be made between 

them par ticularly that of training a nd developmen t. While training IS a 

planned and system atic activi ty that is delive red re latively for a sho rt t ime 

scale to equip employees with knowledge, skill a nd attitude requi red for the 

current job, development is a long term endea\'or for maximizing individual s 

potentia l for the future (Purce ll', 2000: 1; Getac hew, 1998; 2 19). Where as , 

according to Nadler and Wiggs (1 998:6), education focuses on acquis ition of 

new knowledge, s kill, a nd a ttitudes leading individuals to undertake a new 

job or do a different task in the fu ture . Thus , unlike some scholars conclude, 

it is d ifficult to assoc iate trainings on ly applica b le to employees and that of 

development to managers ; rather th ey are a pplicable to all and are 

complementary, interlinked a nd in te rrelated parts of th e same process 

(Purcell, 2000: 1). 

2.1.2 The Benefits of Training and Development 

Training and development have a lot of advantages both to employees a nd to 

the organization if carried out in a planned and systematic way (Werther and 

Davis, 1993 :309), On the contrary, poorly designed and inappropriate 

training and development ac tivities can be source of fru s tration, and wastage 
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of resources (Gomez- Mejia, Balkin and Cardy, 1995:296). Thus, it needs to 

be de s igned in a systematic and logical \\·ay to bring about desired results 

(Graham, 1989:213). Effective tra ining and development programs have a lot 

of benefits of which some of the most important ones are lis ted below 

(Cowling and Mailer , 1981 :50; Gomez-Mejia, Ba lkin and Cardy, 1995:298; 

Werther and Davis, 1993:305; Graham, 1989:212; S ikula and Mckenna, 

1984:204; Pigors and Myers, 1981:280; D,,·ivedi, 1984: (43) 

a. Improved production both quantitatively and qualitatively; 

b. Greater versatility and adaptability to new methods; 

c . Mora l can be improved as a result of achieve ment of consistently 

high standards; 

d. Accidents , scrap rates, and energy use can be reduced; 

e. Dissatisfactions, complaints, absenteeism and turnover can be 

greatly reduced; 

f. Less need for close supervising so that managers a nd supervisors 

can devote more time on s trategic issues; 

g. Customer complaints can be reduced as a resu lt of improved 

servlces. 

2.2 Components of Human Resource Training and 

Development 

Human Resources training and development can be viewed from two 

dimensions: training and development for employees on one hand and for 

that of the management on the other. 
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2.2.1 Management Development 

The futu re of a n organization mainly lies in the hands of its management 

(Mond\' and Noe, 1990:279). In this dynam ic and highly competitive 

environment, the survival and growth of an organization can not be realized 

with ou t having competent management. Thus, systematic development of 

manage rial talent should be one of the primary tasks of organizations 

(Bettignies, 1975: 4; Walker, 1980:274-275; Bizuneh, 1999:319). 

Ma nage ment development is th erefore a continuou s process of providing 

ma nage rs with a wide variety of activities and learning opportunities so as to 

improve their co mpetence and performance (Kubr and Prokopenko, 1989: 13). 

This implies developing their attitudes, skills, and knowled ge in a ll functions, 

at all leve ls, and in all departments through various training and education 

programs in accordance with the perceived inte rest of an organization 

(Cowling a nd Mailer, 198 1 :87; Markwell , 1983: 134; Kreiken, 1975: 13; 

Hawrylysh yn, 1983: 245-246). In other words, besides improving the 

technical competence of managers in their a reas of specialization, they must 

be prepared to handle and m eet the complex demands of the ir organization 

(French, 1990:354). Referring the Glossary of Training Terms , Graham 

(1989:235-236) defines Managem ent deve lopment as fo llows. 

Management development is a s ystematic process of 
development of effective managers at all levels to meet the 
requirements of an Drganization, involving an analysis of 
the present and future management requirements, 
assessing the existing and potential skills of managers 
and devising the best means for the ir development to meet 
these requirements . p .23 
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Management development, accord ing to Bettignies (1975:4), is a social 

influe nce process of ch a nge whic h re sults in cha nge of att itudes a nd 

unde rstanding to posit ively affect managerial behavior , job performance and 

opera tional results. As m a nagers direct organizationa l tasks in a changing 

environment, they must be developed to unde rsta nd a nd ma nage change 

toward s desirable goals (Be ttignies , 1975:4 ; Bizuneh, 1999:320). 

As a systema tic long-term process of learn ing, manage ment development 

encompasses both management education a nd training. Acco rdin g to 

Kerrigan and Luke (1 987: 19-20) management education activit ies incorporate 

a wide variety of ma nagerial functions th a t are intended to increase the ove r 

all manage ri a l potential rather than designed to enhance precise functional 

s kills that wou ld be immediately applicable. It focuse s on theories , co ncepts 

and a nalytical fra m eworks. On the other hand, manage m e n t train ing is more 

of job and organization specific and is a imed at improvi ng ones job 

performance by increasing his / her job related skills and knowledge (Kerrigan 

and Luke, 19R7: 19-20). 

2.2.2 Employee Training and Development 

It has been explained th at the effectiveness of an organization ultimately 

depends on the capabilities and competence of its employees among other 

thi ngs . Although it is believed that organizations carefully screen lhe ge neral 

abilities of employees during the selection process, many of their skills are 

developed over time (Mathis and Jackson, 1982:256). 

Employees training and development can be defined as planned process of 

providing employees with learning experiences intended to enhance their 

contributions to organizationa l goal (Heneman et aI., 1980 : 331; Heneman et 

aI., 1989: 419). It has the purpose of improving individuals' abilities in order 
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to bring th e m in line with the exis ti ng or a n tic ipated job requirements. So, 

everyo ne 's capability in each uni t, sec tion, departmen t, etc., has to be buil t. 

According to Strauss and Sayles (1 967 : 548) the mos t effec tive tra ining and 

development program is th e one that includes every m e mber of the 

o rganizat ion. This implies that tra ining a nd development s hould not be 

confined o nly to a selected few. Genera lly, the purposes of m OSl cum monly 

e mployee tra ini ng a nd development programs incl ude the following 

(H eneman, et a I , 1980:33 1; Heneman, et a I , 1996 :419) . 

• to orient new employees to the organization a nd th eir jobs ; 

• to improve employees' pe rformance levels on their present 

jobs; 

• to enable employees to maintain performance levels as 

the ir present jobs cha nge; 

• to prepa re employees for n ew jobs 

2.3 The Process of Human Resource Training and 

Development 

Planning a nd designing of Training and development program s involves a 

nu mber of processes. The conventional process is d iscu ssed he re under. 

2.3.1 Asse.ssment of Training and Development Needs 

Diagnosing needs is the first step in designing training and development 

programs (Heneman e t aI, 1989:466; Milkovich a nd Boudrea; 1998:543; 

Szilagyi, 1981:349; Patton and Pra tt, 2002:466). As defined by many 

scholars, training needs assessment is the process of identifying areas where 

individuals lack skills, knowledge and abilities in effectively performing the 

job. Besides, it involves identifying organizational constraints that are 
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creating roadblocks in performance (Saiyadain, 1999: 2 19; Attwood and 

Dimmock, 1996: 99; Nadler and Wiggs, 1988:8). In other words, it is the 

process of identifying gaps between desired and actual organizational 

outcomes, unit achievemen ts, and employees' performance levels (Milkovich 

and Boudrea, 1991: 409; Nadler and Wiggs, 1988:8; Prokopenko , 1998:81 -

86). More precisely, Heneman et a t. (1980 :333) define it as a performance 

discrepancy that is important to the organization and that can be remedied 

by means of training or development activ ities. Performance gaps or 

organ izatio nal constraints cou ld occur for a numbe r of reasons . While some 

of these constrai nts or gaps are resolved through training, others could be 

solved through other measures. Undertaking training needs assessment has, 

thus, an important purpose of sorting out those problems that could be 

solved only through training (Nadler and Wiggs, 1988: 9; Attwood and 

Dimmock, 1996:98-99). 

In co nducting needs assessment, it is essential to raise critical questions 

that enable to establish exactly what trainings are required. In doing so, 

Hene man et at. (1980:333) propose the following questions to be raised. Does 

a performance discrepancy exist? Is it important to the organiza llo n? Is it 

correctable through training and development? Is training a nd deve lopment 

the most cost effec tive solution that can be applied? etc . Conducting training 

and development activities without first making needs assessment would, 

otherwise, have a risk of overcrowding training, doing too li ttle training, or 

leads to missing a point completely (Brown, 2002 : 569). 

Generally, th e u lt imate purpose of needs assessment is to determine if there 

a re training and development needs in an organization (Gomez-mejia, Balkin 

and Cardy, 1995 :297). Patton and Pratt (2002:466) also evidence that a 

study conducted on state government agencies in the US found ou t that 

needs assessment was also conducted to introduce new programs, address 
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performance and produc tivity problems and to a lign e mployee performance 

\\- ith organizat ional goals _ 

The assessm ent of training and development need s is usua lly cond uc ted 

through three levels of a na lysis (Mathis and J ackso n, 1997:29 1-292 ; Kubr 

a nd Prokopenko, 1989 :3 1-33; Milkovich and Boudrea, 1988:543 -.545 ; 

Mitche ll , 1982:454-4.55). 

(i) Organizational Analysis - This is a broad look at of the organization's 

need as a system . Such analysis is critical in deciding where training a nd 

develo pment is needed th rough comprehen s ive analysis of organizatio nal 

structure, culture, process of decis ion making, future obj ectives, strategic 

goals and pla n s , and so on (Saiyad a in , 1999:219-220 ; Mathi s a nd J ackso n , 

1997:29 1-292 ; Mondy, Noe a nd Premeaux, 1999 :262) . Organizationa l 

characte ristics as a whole a nd problems a re critically analyzed in order to 

make management development and trainin g progra ms respons ive to fu ture 

changes _ In this regard , ana lysis focuses whether there a re adequate people 

in a n organization and tries to identify the knowledge, skills and abili ties tha t 

\\'i ll be needed in the future to achieve organizationa l goals (Brown, 2002 : 

572 ; Mathis a nd J ackson, 1997:291 ; Saiyadain, 1999 : 220). Besides, 

organizational environ ment, both internal a nd exte rnal, is a n a lyzed . In 

ge nera l, regarding organizational a n alysis , Cowling a n d Ma iler (198 I :.55) 

ha ve the following to say . 

.. . starts by asking broad questions about the gen era l work 
environment and the manpower needed to meet presen t a nd 
future de m ands and then goes on to consider in more detail 
the organization's aims and objectives, its major policies, the 
effectiveness of its major operational and func tiona l areas of 
activity a nd technologies and resources used _ p. 55 
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(ii) Task analysis - This involves a thorough analysis of the tasks performed 

in an organization. Therefo re , it requires knowing the jo b requirements 

(Brown , 2002: 573 ; Mathi s a nd Jackson , 1997: 292) . In conducting task 

analyses detail examination o f various components of jobs and ho\V they a re 

performed s h ou ld be analyzed. This helps to dete rmine if jobs have changed 

over certain period and if employees have adequate skills, knowledge and 

abilities in performing such tasks (Saiyadain, 1999:220). Mondy, Noe , 

Premeaux (1999:262) a lso s tress tha t 'importance' a n d 'proficiency' must be 

prima rily determined in carrying out task analysis. While importance refe rs 

to the 're levance of specific tasks and beha viors in a particu lar job and the 

frequency with \Vhich they a re performed', proficie ncy is rela ted to employees' 

competence in performing thei r tasks. 

iii) Person Analysis - Thi s level of analysis focuses on individua ls in a n 

organization; that is, how they perform their jobs (Brown , 2002: 5;-1 ). This 

level is an important and complex level which is the building b lock of any 

needs a ssessmen l (Kubr and Prokopenko, 1989:3 1). In conducting person 

a nalysis, individuals' skills , abilities, knowledge and attitudes a re examined 

mainly to determine 'who needs to be trained' and 'wha t kind of training is 

needed ' (Mondy, Noe and Premeaux, 1999:262; Saiyadain , \999:220). This is 

usua lly done by comparing individuals' performan ce again st established 

standards. 

Kubr and Prokope nko (1 989:31 ) view assessment of management training 

a nd develop ment needs from indiv idual and group or team lc\·ct. They 

explain that as every manager or employee has unique needs depending 

upon his/ h e r job profile , educational and cultural background, expen ence 

and personality, undertaking person analysis at individua l level helps to 

develop programs th a t are tailored according to individual n eeds. 

Nevertheless, althou gh some needs are individual and unique, other needs 

are common th at requires group n eeds assessment. 
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Generally, undertaking needs a n a lysis reqUIres adequa te and reliable data. 

Depending on the types or levels of need s a na lysis, various techniques are 

employed to solicit informa tion on training and development n eeds. At an 

organiza tional level, conducting attitude survey, close supervIs ion of 

organizational performance , observing the behavior of people, compla ints 

from customers, employee grievances, records of accidents, absenteeism , 

wastage, turnover, employee morale and motivation, etc., are importan t 

sources of data (Mathis a nd Jack son, 1997: 29 1-292; Sa iyadain , 1<;)<;)<;):220) , 

S imilarly, indicators such as production data, meetin g deadlines , qua li ty of 

performance, absenteeism, la te coming, e tc ., he lp as sou rces of data in 

person a na lys is. But, in most cases, per fo rmance appraisal data is the mos t 

widel~- used approach (Mathis and Jackson , 1997:292). Information on such 

indicators is thus generated using questionna ires, attitude sun'eys , skil l 

tes ts , reco rd s of critica l inc idents, etc. (M ath is and Jackson , 1997:292 ; 

Saiyadain, 1999 :220). And, according to Mondy, Noe and Pre meaux 

(199 9 :262 ), sources of data for task analysis could be generated from job 

de scriptions, job specifica t ions, performa nce appraisal s, inte rvie\\' s , etc. Job 

descriptions and spec ification s a re important sources of info r:-: .dL lon on 

expected pe rforman ces a nd th e skills, knowledge a n d attitudes requ ired of 

indil'iduals to accompli sh their task s (Mathins a nd Jackson, 1997:292 ). 

In ge nera l, Patton a n d Pratt (2002 :468) li st the foll owing tech '1iques for 

conducting tra ining needs assessment: observa ti on , quesuonnalres, 

consultation with s ubj ec t matter experts , inten'iews, group discussion , tests , 

reference to organiza ti o na l records and reports , a nd work samples All these 

techniques can be grouped in to surveys, obsen'ation, and inten-iell's ea ch of 

whic h has their own adva lllages and d isadvalllages. 

Sun'eys are im portant to gather a lot of information from a lot of Ir.div iduals, 

a nd a re the most common ly used methods 111 mak ing trai mng needs 

assessme nt. Besides, they a re re la til'e!y simple to administer. But. results 



arC' often unclea r and subjective (Patton and Pratt, 2002: -1 68). () osc l"va lio n 

on work s ites conducted by ski lled subject matter specialists , on the other 

hand, h elps to generate highly rele va nt d a ta to the work setting. 

Nevertheless , It IS not effective to be employed for a vaneey o f job 

classification III addition to the great a mou n t of time required fo r an 

observation (Patto n and Pra tt , 2002:468). On top of the above techniques, 

informa tion on trainin g needs can be ob tained by undertaki n g in terviews and 

foc us group d iscussion s. According to Patton and Pra tt (2002:468), while 

in terviews a llo"· participa nts to convey their views a nd feelings, focus groups 

permit Immediate sy nth es is of ideas, build support for the s pecific progra m 

under s tudy, and h e lp pa rt ic ipants be part of th e solutions to the jJl"o blem s 

under discussion. However, interviewing a nd fo cu s group discussions require 

high a mount of time and interviewing s kill s (Patton and Pratt , 2002:468). 

The other important issue to be addressed in tra ining n eed s assessment is to 

conside r who should be involved in these activities. There seems a gene ra l 

consensus that m a n a gers particularly line m a n agers, human resou rce 

personnel or tra ining specialis ts and individual workers a re the key role 

players in undertaking training need s assessment in a n organization 

(Cowling and Mailer, 1981 :55; Rae, 1986: 16; Kubr a nd Prokope nko, 

1989:53-54) . However, in rare cases particularly where th ere I' lac k of 

experti se, external consu lta nts can be con tacted to carry out needs 

assessmen ts . 

Since line managers and individua ls are on the spot and know the \\·ork, Rae 

(1 986: 16) emphasizes, that they are at the best position to easily a nd quickly 

identify training needs. In line with this idea, Cowling and Ma iler (1981 :55) 

a lso state tha t a lthough training needs a s sessment are usually ma de by 

training departments, every manager should be capable of analyzing training 

need s with in his own department or section . With regard to individual 

e mployee s involvement in training needs a s sessment, Kubr and Prokopenko 

24 



(1989:54-55) emphasize that they are important sources of informa tion for 

the fac t that they view on th e effectiveness of o rga nizational process, 

proble ms o f perform ance, a nd th e potential fo r improve me nt of management 

of their units , etc . Human resources developm e nt o r tra inin g d c: :)" nm ents 

a lso have big res pon si bilities in undertaking n eed s as sessment. Ge ne ra lly, 

effective training needs assessment practices s hould s trongly re ly on the 

active participation of a ll groups whose needs a re ide ntified. Because, 

regarding ind ivid uals as passive objects a nd determ ining th e ir training need s 

in authori taria n man ner is the wors t practice (Ku br and Proko penko , 

1989:53 ). 

After having made detailed a nalysis, o rganizations m ay co m e across with a 

numbe r of various t ra ini ng a nd development need s. Neve rth e less , all the 

identified needs co uld not be equally importa n t as measured agc:.: .SL some 

standards (Ra e, 19 86: 12). Therefore , it is necessary to priorit ize train ing and 

d evelop m e nt needs on the bas is of their importance to o rganization a l 

objectives. However certa in factors like availability of resources su ch as 

money and time , upper management's choices, trainers' abili ties and 

motivation, etc. also affect the decis ion in prioritizin g traini ng and 

development needs (Mathis and J ackson, 1997:292-293). 

2 .3.2 Formulation of Training and Development Objectives 

In the process of training and development activities, the n eed s ass c' ssmenl 

phase s h ould provide a set of obj ective s for programs that migh t be designed 

(Gomez- m ejia, Ba lkin and Cardy, 1995:298; Rae, 1986:22). It s hould come 

up with prec ise and clearly defined obj ectives. This is because, it is the 

objectives that express the purposes to be achieved, provide the basis for 

pla nning of program contents, and selection of tra ining and development 



methods, and permit control and evaluation of results (Kubr and 

Prokopenko, 1989:33 , Heneman et aI., 1996:428). 

Objectives are statements which describe intended outcomes of a training 

and development program. They state what trainees should accomplish when 

a program is ove r. In other word s, they also se rve as criteria against which 

the ultimate success of a program is evaluated (Heneman et aI., 1'196:428; 

Kerrigan and Luke, 1987:42; Gomez-mejia , Balkin and Cardy, 1995:298). 

For successful outcome, objectives must be stated in behavioral terms that 

are measurable. According to Math is and Jackson (1997:293-294), objectives 

of training, for instance , can be set in such a way that they express the 

quantity of \\·ork resulting fo rm training, quality of work to be performed 

a fter the training, timeliness of \\·o rk after training and cost saving as a 

result of training, etc. 

2.3.3 Designing Training and Development Programs 

Training and development objectives are translated in to meaningful out 

comes by designing appropriate programs. Program design, accord ing to 

Butler (1 998: 111) can be described 'as the process of developing training 

curricula and materials to meet training and deve lopment need s'. Programs 

are usually developed to meet particular needs as prioritized by organizations 

(Pigors and Myer s, 1981 :283). However, according to Megginson (1981:206), 

programs must be designed in a p lanned way in such a way that the 

objec tives of the program could help organizations to grow, adapt to 

technological developments, fulfill social responsibilities and provide greater 

job satis faction. More specifically, programs need to assist employees and 

managers to learn correct job methods, achieve a satisfactory level of job 

performance, and to acquire capabilities that would be valuable in future 
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jobs (Jacobson, Rubin, and Se lden; 2002:485; Monappa and Saiyadain, 

1999:173). 

Depending on the kinds of needs to be addressed, a number of training a nd 

development programs can be designed. These programs can be categorized 

or viewed separately based on certain factors. For instance, Mitchell 

(1982:4 75) classifies them according to the k inds of trainees (Manager versus 

non-managers), task (motor versus interpersonal), learning (information , 

attitudes, ski lls), the setting where training is taking place (on - lhe -job 

versus off-the-job). Where as quoting Chatterjee, Saiyadain (1999:227-228) 

groups them in to four programs: induction training, supervisory training, 

techn ical trai ning and manage me nt development. Although the scope a nd 

type of tra ining still varies depending up on the function of each 

organization, the kind o f tra ining and deve lopment programs can more 

comprehensively be seen from two dimensions as discussed in section 2.2 

above: training and development programs for the management group on one 

hand and to that of the employees on the other. According to Tracey (19il4:3-

5) and Mondy, Noe and Premeaux (1999: 276), the con tent of most executive 

or supervisory management training programs include leade rship, strategic 

plann ing. , goal setting, policy making, decision making, cris is handling, 

resource a llocating, programmmg, budgeting, financial managemen t, 

communicatio n , time management, change management, stress 

management, performance appraisal, supervis ion, etc . On the other hand, 

most training programs for employees focus on specific skills rather than on 

more general development programs offered to managers (Mondy, Noe a nd 

Premeaux, 1999:277-278). 

It is however important to design programs based on training and 

development principles. This is because principles help to guide actions. 

Therefore, principles have to be taken in to account while designin g lraining 

and development programs. According to Tracey (1984:6-7) , the following 
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principles of training and deve lopment have to be considered in designing 

programs. 

1. Training requ ires the fu ll commitm e nt and support of top management, 

supervisory personnel, a nd the collective bargaining unit. 

2. Training programs and activ ities must focus on problems that can be 

solved by training-remediation of deficienc ies in knowledge, skills and 

attitudes and not on manageme nt problems-performance deficiencies 

attributable to inappropriate performance standard , inadequate 

supervlslon , e mployee lack of interest, laziness, or dissatisfaction with 

working condition s, and the like. 

3. Training program s must meet both orga nization and emplO\·ee needs, 

and they must encompass all types and leve ls of employee~ dnd cut 

across all divis ion s and units of the organization . 

4. The pattern a n d arrangement 

complement a nd implement the 

of training opportuni ties must 

philosophy of the organization. 

Offerings must be balanced , well organized , and properly sequenced, 

provide adequately for differing needs and a bili ties, offer sufficient 

flexib ility to managers a n d trainees, and be responsive to change. 

5. Training programs must be developed th rou gh a systematic orderly 

process . They must be built on a firm foundat ion of p recisely defined 

job performance requi re m ents. And, the m aterials u sed must be 

structured to provide an integrated skills-building seqUc:1ces of 

lea rning experiences 

6 . Tra ining programs must employ delivery system s that are selected on 

the basis of training effectiven ess, available technology, cost -

effectiveness, and results. 

7 . Training programs mus t be validated to en sure effectiveness pnor to 

full scale implementation. 
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8. Training programs must includ e evaluation and fe edback channe ls a nd 

mechani sms to permit refinement, updating , and co ntinuing 

e ffec tiveness . 

9. Train ing programs must pro\' ide ample opportunities for trainees to 

a pply and p ractice newly acquired knowledge and s k ill s. 

In design ing train ing and deve lopmen t programs, it is a lso essential to 

ensure that each organ ization is equipped with its own train ing and 

deve lopment policy a:; policies provide general framework or guide li nes fo r 

deta iled p lans of action (Reilly, 1979:29). Policies provide broad goals a nd the 

means how to reach the goals. Cogn izant of its importance, therefore, most 

countr ies formu late national training policies for the ir public servants. Under 

the framework of the na tional policy, each organ iza tion develops its own 

traini ng a n d development policy. According to Monappa and Saiyada in 

(1999: 180), having training and deve lopment policy in gene ral is important 

for the following reasons: 

1. To highlight the organization 's approach to the tra ining function, 

provide guidance fo r des ign and execution , and to p rovide information 

regarding programs to a ll employees. 

2. Formu lation of policy helps in iden tification of policy a reas in tra ining, 

a nd s ince resou rces a re scarce they are p rioritized according to felt 

n eeds, 

3. A t ra ining policy document helps to communicate the organization's 

inten t regard ing an employee's career development, a nd also gives the 

employee th e opportuni ty to bette r his prospects throu gh train ing. 
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2.3.4 Implementing Training and Development Programs 

Thi s is the stage where training and development programs are put in to 

e ffect. This involves condu cting training programs in accordance with the 

design. According to Campagna (1 998: 128), program implementation 

involves three activities : pla nn ing program implementation , preparing and 

organizing program activities and executing th e progra m. 

Plan ning program for implementation has the task of producing maSler plan 

and identifying and mobilizing resources for implementa tion . Campagna 

(1998: 130) explains that the master plan helps to prepare a number of 

acti"it ies in a systematic way which in turn he lps to mon ito r the progress of 

each prepa ra tory ac tivity. Obviously, training resources mainly include 

human (trainers and support staffs), financial (operational budge t) and 

material (teaching and residentia l facilities, training equipment etc.) 

resources. The other important activities that s hould be performed regard ing 

partic ipants, trainers , time, place, fac il ities, organizers and budget are listed 

belo'" (Campaga , 1998: 128-129). 

Participants 

• How will potentia l participants be identified 

• What means should be u sed to inform them 

• How much advance n otice should they be given 

• How s hould participants be se lected 

Trainers 

How will competent a nd qualified trainers be obtained with In the 

budget limits 

How will trainers be briefed a bout the objectives, target population, 

training a nd availability of resources 
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Time 

• 

• 

• 

• 

• 

Place 

• 

• 

When should the training event take place 

What should be its duration 

When should program public ity be sent ou t 

When are suitable trainers available 

Whe n should trainers be briefed and appointed 

Whe n should program material s be printed 

When should facilities and resources be prepared 

Where are pa rticipants co ming from 

Where should the tra ining event take place 

Where should program material be printed 

Where should partic ipants, train ers and support staff be accommodated, 

have their meals , coffee-breaks and recreation 

Facilities 

• What physical facilities are required / available 

• What training media and support services are required 

• What facilities a re required 

• What recreation facilities are liquid / available 

Organizer (s) 

• Who is dealing with the participants' administrative matters 

• Who is responsible for tra ining perso nne l (i nterv iew, iJ riefin g, 

selection and coordination of tra iners) 

• Who is providi ng training support services 

Once the necessary preparations are completed, training a nd development 

programs could be executed as designed and planned. 
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2.3.5 Evaluating Training and Development Programs 

In the process of t rain ing a nd de'elopment, eva lua tion is the final s tage by 

\\'hich th e effec tiveness of a program is assessed (Gomez- mej a i. 8," I-; in a nd 

Card\', 1995 3 1; Milkovich and Boudrea, 1988:559) . As di scussed earlier, 

tra ining prog~ams are designed with the ultimate purpose of improving the 

efficiency anc e ffectiveness of a program in ac hieving its inte nded purpose 

(True love , 2000 : 124). 

E"alua tion as d efined by Goldstei n in Ha rris and DeSi mone( 1994: 167) is .. 

th e syste ma: ic co llection of desc ripti ve a nd judgmen tal in forma tion 

necessa ry to make effective trai ning decis io ns re la ted to the se lection , 

adop tion, value, and modificatio n of va rious in structional activit ies". From 

th e defini tior:. one can infer tha t evaluation IS a syslcn;lll c a nd 

comprehensi' e activity that uses appropriate a nd useful informatio n so a s to 

help co n cerned individuals make in formed decisions. It s hould be important 

to note h ere rhat evaluation meas ures the effectivenes s of a training and 

d eve lopment program in monetaf\' or non monetary te rms against certain 

criteria (Werthe r and Davis, 1993:322; Milkovich a n d Boudrea, 1988:559; 

Cowling and ~I ailer, 1981:66-67). 

In general, eval uation of training a nd development programs has a number 

of purposes (Re illy, 1979:93-95: Smith, 1998: 159-60; Mona ppa and 

Saiyadain , 1999: 193; Harris and DeSimone, 1994:167-168) . Some of th e 

purposes of e"aluation mentioned by Harris and DeSimone( 199 -1: 167 - 168) 

and True love (2000-125-126) includ: 

• to de termine whether a program is accomplishing its objectives; 

• to determine whether the objectives of training were the right ones; 
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to identi fy the stre ngth and \\'eaknesses of train ing a nd 

development programs; 

improve current and future programs; 

to determine the cost /benefit o r cost effectiveness of training and 

development programs; 

• to impro\'e trainers; 

to re in force major poin ts to be made lO the participant; 

to de termine if the program was appropriate ; 

to determine if there a re unmet training needs; 

to establis h a database to assist management in making 

decis ions; 

As evaluation requires a lot of resources, particularly in terms of time and 

money, and expertise, it has lO be conducted carefully, Besides, it has to be 

conducted regularly (Harri s a nd DeS imone, 1994; 169-70), According to 

Bjo rn berg (2002;507), the best practice of training and developmen t activities 

is the one that provides a framework for ongoing competency aSSl'ss:-nen ts , 

contin uous ly en hance tra ining and deve lopment programs and evaluation 

techniques, and measure behavior c hanges of tra ining participan ts, 

Depending on various c ri teria, different models of evaluating trai ni ng and 

development programs have bee n developed, Among these, the Kirkpatrick's 

model is the most wide ly u sed model in evaluating t ra ining and development 

programs (Megginson, 198 [;223; Werther and Davis, 1993;322; Mi lkovich 

a nd Boudrea, 1988;560; Harris and DeSemone, 1994-170), Kirkpatrik's 

model provides four important criteria against \\'h ic h the effectiveness of a ny 

t ra ining and developm en t program in ac hieving its objective is m('asured, 

These are ; 

i) Participants' reaction- the effectiveness of a program is measured agains t 

th e reaction of trainees mainly to the training con tent and p rocess, The focus 
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a t lhi s level is th e 'pe rception of tra in ees a bou t the program a nd its 

effec ti ve ness '(Harris a nd DeS imon e, 1994:1 7 1). In thi s rega rd, \I'hile positive 

reactio ns a re cons idered to have encouraging e ffects, a fee ling of d is like may 

make tra in ees discouraged and reluctant to use or a pply the knowledge, 

s kil ls. a nd a tt it u d es obta ined fro m the program . HOII'ever , evaluating 

progra ms ba sed on learners ' reac tion has a m ajor limi tation that th e 

informa t ion obta ined at this leve l on ly indica te s sat isfaction of pa rticipants 

ra ther than ensuring Il'hether objectives have bee n me t (H a rris and 

DeSe mo ne, 1994 :171). 

ii) Learning. Any tra ining and deve lopment progra m is eva lua led bas ed on 

the knowled ge . s kills, a ttitu de or learn ing acq uired throu gh the training 

(We rthe r a n d Davis , 1993 :322; Meggin son , 1981 :223; Mondy , Noe a nd 

Pre meaux, 1999 :280) . Tec hniques like qUI Z , standardized tests, 

d emonstration , e tc ., can help to measure how mu ch participants ha ve 

learned the fac ts, concepts, techniques, s kill s, e tc. (H a rris and DeSimone; 

1994: 17 1; Monappa and Saiyadain, 1999: 194). 

iii) Behavior. This is a c rite rio n used to measure th e cha nge s in the behavior 

o f pa rtic ipan ts as a result of traini ng a nd developme n t program (M egginson , 

198 1 :223; Mondy , Noe and Pre mea u x, 1999 :280), This crite rion measures 

wh ethe r the cha nges in behavior of trainees a re used back or applied on the 

job a fter the program is over. In oth er words, if the lea rning did not tra nsfer 

to the job, it is difficult to conclude that th e tra ining and development 

progra m has brought about behavioral change in participants (Harris a nd 

DeSimone, 1994: 171; Truelove, 2000: 126; Monappa and Saiyadain, 

1999: 195). At th is level, observation of trainees' behavior on-th e-job can help 

to generate information to assess the impact of the training and development 

program. 
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iv) Results. The main focu s here is measuralJ le o r tangible results o r 

improvemen ts in th e individu als or th e organization (Meggin son. 1981 :223). 

An inc reased output or im proved pe rfo rm ance. more org,II1;/dtiona l 

crfi c ienc\', h igh profitabili ty , imp roved and better prov ision of services to 

c lie nts or c ustomers , and lo\\'e r costs, errors , accidents or damage s, 

tu rnover , absenteeism, etc that a re brought about as a result of training and 

development programs are measured (Harris and DeS imone, 1994: 171; 

Megginson 198 1 :223; Milkovich and Boudrea, 1988560 ; Werther a nd Davis, 

1993: 32 2). 

Ho\Veve r , Harris and DeSimon e (1994: 171 - 172) c ite some researchers 

a rgu ing that Kirkpatric k's model is 'too na rrow' and 'evaluates only what 

hap pens aite r the training' rathe r than the 'e n tire tra inin g process'. Thu s, 

the foll o\\'ing models have been deve loped expa ndin g his idea. 

1) Galvin's Model. Hi s model is usua lly known as the CIPP (Context, Input, 

Process and Product) mode l. Here, trai ning and deve lopment programs a re 

evaluated based on these criteria, According to Harris and DeSimone 

(I 99 4L 172), context for training refers to meas uring the need's a n a lys is, 

\\'here as input to training focuses on examining a\'ai lable resources, While 

in the process, focus is made on generating feed bac k to implementers; in 

prod u ct or ou tcome, evaluation focuses on measu ring the success of a 

t raining and development progra m in achieving its des ired objec ti ve s , 

2 ) CIRO Model. The model emphasizes on Context, Input, Reaction and 

Output. This model is essentially the same as to the C1PP except that it takes 

into account participants' reaction and d oes not take care off the process 

(Harri s and DeSimone, 1994 : 172; Truelove, 2000: 126- 128), 

3) Brinkerhoffs model. This model attempts to evaluate training and 

development programs against the following six stages: Goal setting (what is 
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the need?); Progra m Design (\Vhat will work to meet the need?) , Program 

Implementation (Is it working?), Immed iate Outcomes (D id part icipants 

learn?), Inte rmediate or Usage Outcomes (Are the pa rticipants u sing what 

they have learn ed ?) and Impacts and worth (D id it make a "'onh wh ile 

d ifference to the organization?). 

4) Bushnel's Model. It is deve loped based on the sys tems a pproach . Th e 

model consists of fo ur s tages. 

I. In put: includes those inputs like tra inees qualifica t ion s , tra iner 

ability, etc 

11. Process : e mphasizes on train ing and developmc nt program 

planning, design, deve lopment, and im plemen tatio n. 

Ill . Output: focus is ma de on tra inees ' reac t ions, gained knol\"ledge, 

sk ill s or attitudes, a nd improved job behav ior. 

IV. Outcome: emphasis is made to examine the effects of ': a ining 

and develorment programs on an organization like prod uctiv ity, 

profitabili ty, customer satisfaction, etc. 

It h as al ready been d iscussed th at evaluation of training a nd development 

programs takes place at differe n t levels. Depending on the kind of learn ing 

objec tives to be measured, various techniques are used to e li cit valid 

information. Th is includes observation, rating, archival pe rforman ce data, 

surveys, a nd interviews (Monappa and Saiyad ain , 1999: 195; Re illy , 1979:99-

106: Harr is and DeSimone , 1994: 174- 177). Evaluation of tra ining and 

developme nt program s must be conduc ted carefu lly collecting relevant data 

\V ith the a ppropriate technique a n d then analyzing it scie ntifically . Oth e r 

wise, it would be diffi cult to attribute. the achievement of organizational goals 

to training and developmen t programs as other measures such as change of 

organ izational structure, introdu ction of new technology, e tc , m ay a lso 
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contri bute '0 organization al effec ti\'e ness (Monappa and Saiyadain, 1999: 194; 

Co\l"!ing and Maile r , 1981 :67 ). 

There are also other problems in evaluating tra ining and development 

progra ms (True love, 2000: 124- 125). According to Reilly (1 979 95-99), some 

of the problems are the followin g. 

1. Resis tance to evalua tion -resistan ce to evaluat ion of tra in ing and 

de\'elopment programs happens to come eithe r from the lrai nl ng slaff, the 

lrainees or fro m s ponsoring bod ies, Reilly (1979) explains tha t the staff is 

naturally sensit ive to attach evaluation with c r iticism and may not be h a ppy 

of be ing vie \\'ed . The staff is a lso u s ually highly concerned about the motive of 

the evaluation a nd who is carrying it ou t. Such occurrences may a ffect the 

effectiveness of the evalua tion program if the staff is not fully co-o perative, 

With regard to s pon soring bodies, Reilly (1979:96) exp la in s tha t they may 

attach less value to the conti nu itv of the program. Besides, 'they may be 

subject to political pressures for the rejection or retention of cer ta in 

programs'. Trainees on the other h a nd are concerned about how their 

com ments \\'ill affect the m, their success on th e program and thf'ir future 

caree r. In short, evaluation is threateni ng (True love , 2000: 125) . 

ii, Expense -evaluation is a n expensive activity that requi res much time and 

money . Therefore , there could be re luctance in und ertaking evaluation 

(True love, 2000: 125), 

iii. Tra iners lack the knowledge, s ki ll a nd incentives to evaluate (Truelove , 

2000: 125), 

iv, Time factor-undertaking evaluation activities, design ing, collecti n g data, 

analyzing, etc , may ta ke a long time d epending on the n a ture of the training 

a nd development program. Howeve r , to be practical, evaluation must be 
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undertake n with in a n expected ti me frame; otherwise, it "-ould be of no 

"-orth (Re illy , 1979:97). 

2.4 Training and Development Methods 

Train ing and develop me nt meth od s are the means by whi c h designed 

programs are put into e ffect. After all the necessary a ctivities a re completed, 

the app ropriate method that is pertine n t to a particular situation or 

a ppropriate to a program sho uld be se lected ('vlo nappa and Saiyada in, 

1999: 186; Mathi s and J ackson , 1997: 298). There a re a n umbe r of tra ining 

a nd develop me nt methodologies having their o"-n feat ure s. Therefore, the 

se lection of the appro priate method sho uld be made based <>1. ccrta lll 

rationale (Saiyada in , 1999:223; Mon appa and Saivadain , 1999: 187 - 188). 

According to Werther a nd Davis (1993:315), the selection of the best method 

depe n d s on cost-effec tiveness, des ired program content, appropr iateness of 

faci li tie s, tra in ee as "-ell as trainer preferences and capabilitie s, and learnin g 

prin ciples_ However, depending on the conten t and ty pe of the program more 

than one method can be used in a particular tra ining and d evelopme nt 

program. Generally, the most widely used tra ining and d evelopment methods 

or approaches are discussed under the following t\\-O broad categories . 

2.4.1 On-the-Job Training and Development Methods 

As th e name suggests, on -the -job training takes place in the wo rk setting 

an d d uring actu al job pe rformance (Sch ermerhorn, 1989:273 ; Milkovich a n d 

Boudrea, 199 1 :421; Ma th is a nd J ackson, 1997:494; Henem a n et a I. , 

1996:437) _ Learning tak es p lace in the real work place or s ituation us ing the 

office , docum e n ts, materia ls , fac ilities a nd tools that have been u sed; that is, 

no s pecia l s pace or equipment a re required (Mi tchell , 1982 :457) _ In this 

method , man agers or firs t li n e su pervisors and experienced employees 

38 



instruct a nd demonstrate fo r others (M ilkovich and Boud rea, 199 1 :42 1-422; 

Pigors and Myers, 1981:284; Granham, 1989 :2 16). 

Authorities like Megginson (1981). Mitche l( 1982) and Holbec he (1988) 

emphasize that on-job-training is the most impo rtant sou rce 0:- t' mp loyec 

training and deve lopment. If conducted effectively, it ha s a lot of advantages . 

To begin with. it provides th e opportuni ty for on e-to -one ins truc tion and 

th erefo re is indiv idua lly tai lored (Tracey, 1984:2 ). Secondly, as the training 

takes place at the work place , it is s imple, economical a nd high ly motiva ting 

(Graham , 19892 16; Dwived i, 1984: 143). Third ly , learning takes place while 

'the tra inee IS 111 th e production en vironment' (Gra ha m , 1989:216; 

Megginson , 198 1 22 1). Co nversely, on -the-jo b train ing has some 

di sadvantages: success d epe nds on the abili ty of and time availability for the 

tra iner (Dwivedl, 1984 : 143); th ere cou ld be risk of be ing exposed to ineffic ien t 

methods (Graham, 1989: 2 17); the re could be so m e inc idences like producing 

10\1' qua li ty of outputs, a nnoyed customers, wastage o f mal<.: nals, etc. 

(Milkovic h and Boudrea , 199 1:421). 

On-the- job t rai ning is not a m ethod to be u sed for t ra ining a nd development 

of emp loy ees on ly. It is also important method to t rain and develop managers . 

Kerrigan a n d Lu ke (1 987:84 -86) quote Delay stating "r-eal ma nagement 

d evelopme n t occu rs on the job, where a person lea rn s to make deci s ion s and 

live II'ith them' According to Ker rigan and Luke (1987:84 -86), on-th e-job 

tra ining a c t ivities include periodic performance rev iews; observation and 

critique of hOII' th e junior manager is working, soh'ing problems, and 

managin g ; regular con sultation on operating matters a nd the li ke. 

A number of specific m ethods are u sed in on -th e-job trainin g. Some of the 

most wide ly used m eth ods a re discussed below. 
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i, Mentoring 

Mentoring, as explained by Gomez- mejia, Balkin and Cardy (19 95:340), is 'a 

de\,e lopmenta lh' oriented relati onsh ip betwee n senior a nd junior co lleagues or 

peers" More prec isely , Anderson in Bhatta and Washington (2 0 03: 2 12) 

states that me ntoring is" a nu rturing process in which a more skilled or most 

exper ienced perso n, se rving as a ro le mod el, teaches, spo nsors, en courages, 

counsels, and briefs a less s kill ed or less experienced pe rson for the purpose 

of promoting the latter's p ro fessiona l and l or persona l developmen t", I n line 

with thi s definition, Gomez-mejta , Balkin and Cardy (1995 :40) explain tha t 

mento ri ng in m lves advising, role modeli ng, sharing contacts, and glvmg 

suppo r t and ' thus can take place ' at all leve ls and in all areas of an 

organization ' , Therefore , a men tor is a trusted a n d experienced pe rson \\'ho 

has the stature , in s ight, a nd matu rity to inspire and innuence a protege for 

his / her complete development (Reddy, Mood ley a n d Ma h a rjj, 2000:301), 

Mentoring is an important form of management or staff development 

(Schermerhorn , 1989:275), In this regard , senlOr managers have the 

respon s ibili ty to guide th e development of JunIor managers and othe t­

employees by identifyi ng and del'e loping the ir unique needs (l\crrigan and 

Luke, 1987:88), However , for men to ring to be fruitful, th e interests of both 

parties must be compatible (M ond,', Noe, Pre meaux, 1999:265) , 

Mentoring, accord ing to S h atta and Washi ngton (2003:212·2130), is a u seful 

development intervention for the following rea sons, 

1. Men to rs and pro teges choose each other by mutual agree ment; this 

implies that there is much more ope n and trusting relationship 

betwee n the two parties 

11. It is evaluative a nd there IS consta nt feedback from th e mentor to 

the protege 
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Ill. It is more guida nce-oriente rl than a strict teac he r-s tu d, : o r a 

tra iner- trainee relationship a nd there are n o penalti es, for exa mple , 

for poor pe rformance. 

IV. It is m ore than likely to be based on shared experiences of the 

mentor and the pro tege 

v. It is continuous learning such that even everyd ay pro fessio nal 

experiences can be shared on an ongoing basis; a nd 

VI. It is typically of long-term duration and th e relat ion sh ip su rvives 

changes in ro le s or o rganization s. 

Mentoring is gene rallv based on the assu mption that most sta ff dc,·, ·I'-' pm e n t 

ta kes place on on -the-job lea rning; so that, both th e mentor as ,,·el! as the 

p rotege be nefit ou t of it (Shana and Wash ington, 2003: 213) . On top of th is, 

me ntoring is c ri tical for organizational sustenance. Cognizant of th ese 

advantages, many countries like Japan, New Zealand, Singapore, Australia, 

etc ., have mentoring schemes in their diffe rent pu blic sectors (Shattla and 

Washington, 2003:213-214). 

ii. Coaching 

Coaching is also an important form of on -the-job trainin g and development 

(Cowling a nd Mailer, 1981 :93; Mondy, Noe a nd Premeaux, 190 9 :263). 

Heneman et al. (1996) defi ne it as "the process of ensuring that employee 

d evelopment occurs 111 the day-to-day s upervisor-subo rd inate re lationship". 

More comprehensively, Harris and DeSimone (1994:267) define coaching as 

"the process used to en courage employees to accept responsibility fo r their 

performance, enable them to achieve and sustain superior performance , and 

treat them as partners on working toward organizational goal". 

In coach ing, the performance level and the conditions under which it occurs 

must first be analyzed. And then, the necessary face-to -face communication 

between employee and supervisor mu s t be made in view of impro,·ing and 
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main ta ining e ffect ive performance (Ha rris an d DeSimone, 1994 267). In thi s 

rega rd, the trainers, called coaches, a re expected to help employees by se ttin g 

c hallenging goals, exp laining the job a nd informing what is expected of them , 

evaluati ng their progress towa rd s these goal s and b\' prov i d il~ ': :'ced back 

(Graham , 1989:23 l: Mitchell, 198 2: 458; French. 1990 :262) . 

Coac h ing is an important approac h th at a llows indi\'iduals' to learn and 

progress In their own pacing. On top of this, it is immediate , di rect , and 

ll1eXpenslve. It a lso a llows two-\\'ay comm unication (Graham , 1989: 23 1) . 

Therefore, for coac hing to be effective, s u pe rvisor-subord inate relat ionship 

should be based on mutual trus t a nd confidence (Mondy, Noe . Premeaux , 

1999 263). 

There are h O\\'eve r, problems in coac hing. First , its success depc:-.:' s on the 

abili ty a nd skill of the coach (Graham, 1989 :232; Mitchell , 1982 :-l 5b; Gomez ­

meJIa, Balkin and Cardy, 1995:341). In other word s , if coac hes are 

incom petent , there wou ld be high risk of transmi tting incorrect working 

methods. Second ly, coac h es may not have adequate time. In na t 

organization s, man agers m ay have more subordinates u nder th eir 

s upervIs IOn as a resul t they will spend less time to deve lop each employee 

(Mitche ll , 1982:458; Gomez-mejia, Balkin and Cardy, 1995:34 11 Th irdly, 

most ma nagers are ill prepared to coach employees and fee l uncomforta ble in 

the ro le (Gomez-mejia, Balkin and Cardy, 1995:34 1). Fourthly, accord ing to 

Graham (1989: 232) , coach ing is was ted if the trainee fails to pa \' a n e ntion a t 

crucia l momen ts'. 

At this point, it I S crucial to poin t out the distinction between coaching and 

men toring. According to Bhatta and Washington (2003:2 12) they h ave the 

fo llowing important differences : while coaching is mainly concerned with 

performance improvement, mentoring deals more with career transi tion as 

prime objective; 'while coaching is centered on tasks , men toring is much 
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lI'id e r and can encompass many facet s of emp loyees ' work, ca ree rs and el'e n 

life-work balance'; whi le coaching also has connotatio n s of formal hi erarchy, 

me ntoring is much more s hared re lat ion ship, 

iii. Job Rotation 

Jo b ro tation is a lso another app roach in tra ining and deve lopment of 

e m ployees a s lVell as managers on their job, The approach in ',:olves assigning 

tram ees on va rious jobs for a s pec ified pe riod of ti me with the obj ecll l'e of 

broade ni ng their expe rience (M ondy , Noe, Premeaux, 1999:267; Milkovich, 

1982 :428; Ha rri so n an d DeSimo ne, 1994 : 140), According to Heneman et a t. 

(1996:438), 'j ob rotat ion illl'o lves th e systematic movement of trainees 

thro u gh a p redetermined set of jobs usua lly with the objec tive of prol'id ing 

expos u re to many pa rts of an organiza tion a nd to many variety of fun ctional 

a reas" , 

J ob rotation , th erefore , provides trainees the opportuni ty to work and be 

fa miliar lVith various departments, unites, sections in a n organiza tion, To th is 

e nd, tra inees will have an ol'er a ll viell' of the orga nizatio n and th e in ter 

relationship of its parts (M itch ell, 1982:458), As learners move from job to 

job, it enables them to rece ive coa ching fro m different m anagers /supervisors 

of cac h unit (Kerrigan and Lu ke, 1987:94), In this regard, su pervisors are 

respo ns ible for orientin g, trainin g, and evaluating the trai:1ees where as 

trainees a re expected to learn how each un it is functionin g includ ing so me 

key roles, policies a nd procedures (Harris a nd DeS imone, 1994: 146), 

However, to be effective, job rota tion programs must be f1exible and must be 

'tailored to the particular needs and capa bilities of an individua l trainee' 

(Kerrigan an d Luke, 19 87:94; Mitchell, 1982 :458) , Rotational training is a lso 

a n importa nt approac h for management development. I t prol'ides manage rs 

broad exposure and ac tua l experience in managing and a ppreciating different 

I'iewpoin ts in severa l departmen ts (Daver, 1994: 129; Kerrigan and Luke, 

1987:94), Genera lly, job rotation benefits trainees ll1 offering more career 
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options . Besides, it provides an organization with 'more broadly trained and 

s killed work force' (Gomez-mejia, Balkin and Cardy, 1995: 342). 

In rotational training, trainees are expected to 'learn more while observing 

and doing rather than through instruction' (Harris and DeSimone , 1994 : 139). 

In should be noted, however, that training a nd development activities should 

start when new employees join an organization. This is usually done through 

orien tation. As defined by m a ny authorities, it is a planned introduction or 

adjustment of new employees to the job, co-workers, supervisors and the 

organization (Mathis and J ackson, 1997:284; Gomez-mejia , Balkin and 

Cardy, 1995:316; Mondy, Noe and Premeaux, 1999:283; Ha rris and 

DeSimone, 1994:222). 

As an initial effort in training and development of employees, orientation 

helps to 'promote safe work habits and to develop loyal, effective and 

productive workers' (Tracey, 1984:7). Besides, it h elps to establish desirable 

rela tionships with coworkers and supervisors and to promote safe work 

habits which may reduce the likelihood of gnevances, rule violation, 

discharge and resignations (Tracey, 1984:7; Milkovich and Boudrea, 

1988:550). Generally, Harris and DeSimone (1994:222) li s t the following 

purposes of orientation programs. 

p . ' Reduce the newcomer's stress and anxiety; ,", 

• Redu ce startup costs; 

• Reduce turnover; 

• Reduce the time it takes for the new comer to reach proficiency; 

• Assist the new comer in learning the organization's values and 

expectations; 

• Assist the newcomer in acquiring appropriate role behaviors; 

• Help the newcomer adjust to the work group and its norm s; 
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• Encourage del'elopment of posit ive att itudes. 

2.4.2 Off-the-Job Training and Development Methods 

This is a kind o f training a nd del'e lopment approach conducted away from 

the \I'ork setting (Schermerhorn , 1989 :274: Graham , 1989: 216). I n other 

,,'ords, the tra ining can be conducted with in or off the organ ization, but 

trainees are not e ngaged in th eir usual product ion activity. 

Orf-the-job train ing is offe red by individ uals, associations, in stitutions , etc 

that are speciali zed in training a nd is usua lly delivered in a class -room 

setting (French, 1990:64; Gomez- meJia, Balkin and Ca rdy, 1995 :30 1) , Off­

the-job training programs a re common II' offered fo r man a~cmenl or 

professional deve lopment in the form of for mal courses, \I'o rkshops, seminars, 

etc (Mi lkovich a nd Boudrea, 1988:556; French, 1990:64) . Thus, tra inees can 

learn in uni nterrupted way employing special too ls and equipment (Graham, 

19R9:216; Gomez-mejia, Balkin and Cardy, 1995:301). However, off-the-job 

traini ng has also its own disa dvantages. Fi rstly, what is learnt may not be 

transferred bac k to the job as the classroom s ituation a nd equipment used 

might be differe nt from the actual job s ituation . Second ly , th ere is a risk that 

some e mployees may consider it as an opportunity to e njoy as a resul t of 

wh ich muc h learning may not take place (Gomez, Ba lkin a nd Cardy, 

1995:302). Third ly, it may involve high e r costs (Ke rrigan & Luke. 1987: 184). 

2.5 Integrating Human Resource Plans into Strategic Plans 

Strategic Plans should clearly indicate the ove ra ll organization's purpose and 

objectives and the means by which they are to be achieved (Mondy, Noe a nd 

Premeaux, 1999 : 142). In so doing, organization's mission h as to be clearly 

defined and its guiding principles Il'el l communicated among all members of 
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th e orga ni zation. As a result, em p loyees a nd man agers would put mru< imu m 

effo rt in achi eving the organi zation 's obj ec tive s (M ondy, Noe a nd Pre meau x , 

1999 : 142; Thom so n a n d Mabey , 1994: 9). 

Objectives and stra tegies de termine the ty pe a n d num ber of hu man 

reso u rces requ ired b\' an organ iza tion in ea c h u nit or depa rt me n t to 

imp le m e nt po licies a nd progra m s in a ch iev ing the ove rall organizallona l 

goa ls . In fu lfilling th is need , the first attemp t is to assess the ca pability a nd 

pote ntia l of each emp loyee s and manage rs ava ilab le in the organization. 

Th is h e lps to make th e necessary deci sions in d e termin ing as we ll a s 

integrat ing human resource tra ining and d evelo pment pla ns with tha t o f 

s trategic plans of a n o rganization. A study mad e b\' Bjornberg (2002 :508) III 

the United States has found that the best prac tices of t ra ini ng a nd 

deve lopme nt ac tivi ties we re made by those organiza tions which linked their 

tra inin g and development efforts to their busines s plan. In sh o rt, training 

a nd d evelopment plan s should be incorpora ted 111 to strategIc pl a ns of an 

organization; otherw ise, tra ining and development programs \\ ill be 

conduc ted on an ad hoc basis (Gray et aI. , 199 7: 188- 189; Wong e t aI., 1997: 

45). 

2.6 Constraints 

Development 

to Human Resource Training and 

The attempt of tra ining and developmen t of people in organizations can be 

influenced by different factors. To s tart with, the suppor t a nd commitment of 

management to training and development is worth mentionin g. Manage rs at 

all levels, particularly top management, should provide real support for 

trai ning and development (Robinson, 1985: 193 ; Mo ndy, Noe, Premeaux, 

1999: 158; Pigors and Myers, 1981 :282) . Accord ing to Dwivedi (1984: 146),'the 

basic problems of training are cau sed by an untrainable top, a confused 
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2.7 The Ethiopian Civil Service: An Historic Review 

The history of the Ethiopia n civil se rvice can ge nerally be viewed from three 

major eras : The Imperial , the Derg and Current era. HO\\'ever, as its function 

in a ll these eras h as been the implem en tation and administration of the 

respective governments' policies , its fun ction and structure h as bee n s haped 

by ma ny factors that a re historic, pol itical and ideological (Atikilt , 1999 :90) . 

The practice of public administration, however, ha ppened to occur before the 

Imperia l era. Western c ivilization including modern type of public 

administration was introduced in Ethiopia during the re ign of Menelik II. 

Public adminis tration was establish ed wh en Menelik II appointed nin e 

Ministers in 1907 with the objective of p roviding a n orde rly and e ffi cient 

a rrangement to the workings of the government (Atiki lt, 1999:9 1; PSC, 

1974: 10) . Sources indicate that a uth ority and responsibilities were ves ted 

upon in accordance with the directives that h ad been followed by the 

Europea.n s ta tes. But, there had not been as such u niform rules an d 

procedures that governed the insti tutions (PSC, 1974: 10-1 1). 

The country, however, form a lly delivered a n order for th e creation and 

functions of the Central Perso nnel Agency during the imperial era. The 

agency was created in 1961 with order number 23/196 1(Nega ri t Gazeta , 

1961:34) . Pursuant to th is order, regula tions were a lso issu ed in 1962 with 

legal notice number 269(Negarit Gazeta, 269/1962 ). The Agency was 

established with the objective of providing centra l leadership under uniform 

rules and directives to the public servants in Ethiopia. 

During the Imperial era, a senes of institutionalization a nd restructuring 

measures were taken (Atikilt, 1999:9 1). This h ad the purpose of forming 

efficient and effective civil service which is governed by s pecified rules and 
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procedures of a uniform nature (PSC; 1974: 15- 19). Thi s era can be 

con sidered as a land mark that had created an enab ling environment that 

responded to the cha llenges of modernization. Accord ing to Ginzberg and 

Smith (1967: 17-18), du ring th is era the Emperor intensified his effort to 

strength en his national governmen t by establishing \'arious high e t' trai ning 

inst itutions in the cou ntry. Bes ides , because of lack o f advanced training 

insti tutes in the country, the gove rnment sen t la rge number of Eth iopians for 

undergraduate and graduate studies. The imperial era can also be mentioned 

as remarkable period whe re a series of proclamations as well as directives 

regarding the public se rvice were la id down . Tra ining of civil servants both 

locally and a broad was among t he various issues that were add ressed by 

proclamations and other various d irectives. Training was emph asized mainly 

for t\\'O purposes; one, various institutions were short of educated manpower 

to fill various position s; secondly, the Agency had the re s ponsibility to create 

mechan isms by which civ il servants could improve the ir educational s tatus. 

As a result, many individuals go t the opportuni ty to be trained and educated 

particularly in a broad. However, there are no evidences indicating whether 

each ministry had been involved in designing training and development 

programs for its personnel. 

With the comm g to Power of the Derg, the n ame Central Personnel Agency 

(C PA) was changed to Public Service Commission (PSC) with new 

organizational structure (FCSC, 1998). The Derg era, on the other hand, was 

mainly remembered for its nationa lization measures as the result of its swift 

change to socialism. During the Derg era, a number of new institutions and 

en te rpri ses were established which trem endously expanded th e public 

sector. 

With regard to training and development measures, a number of Ethiopians 

including the public servants were able to get scholarships to a ttend th eir 

education in va rious fields in m a ny socialist countries. However, as the 
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CHAPTER III 

PRESENTATION AND ANALYSIS OF DATA 

Th is chapter deals with the p resen tation and analysis of da ta . The chapter 

consists of two par ts. In the first pa rt, the characte ris tics of respondents in 

terms of sex, age, position, work expe rience, and edu cationa l quali ficat ion 

a re dealt with. Whe re as, analys is of the m ajor 'variables of interest are dealt 

with in the second part. 

3.1 Characteristics of Respondents 

A total of 200 questionnaires were prepared and distributed to experts and 

managers that had more than three years of work experie nce in thei r 

respective organizations . The reason for the exclusion of personnel who h ad 

less than three years of work experience in the respec tive organizations was 

that the practices that had been carried out by the organizations as well as 

the problems that had been hindering in des igning a nd implementing 

training and develo pment programs were m easured for the past three years; 

that is , s ince 200 1. This is in turn because the Federal Ministries were 

restructured in to n ew form three years ago wh ic h resul ted the creation of 

some new ministries and the demolishing of some of the former ones. 

Of the total 200 questionnaires, 170 (85%) were filled in out and returned . 

Depending on the job title and rank of the Federal Civil Service Commission, 

exper ts from junior to senior positions and managers from var ious levels 

were participated in filling out the questionna ire. Besides, irrespective of 

their pos it ions, both line and staff personnel were involved in filling out the 
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questionnaire. Inclusion of these groups of responden ts was ma d e in orde r to 

maintain diversity (heterogeneity) among respondents which in turn may 

increase the comprehensiveness and rel iability of the data. Generally, table 1 

be low depicts respondents' gene ra l characteristics. 

Table 1 Characteristics of Respondents 

EXPERTS \1.-\NAGERS TOTAL 

ITEM (N =104) (N=66) (N= 170) 

I 
I. Sex No. % :-10. % NO. 1 % , 

I. Male 79 76.0 60 90.9 139 ; 81.8 , 
2. Female 25 24.0 6 9.1 31 I 18.2 

, Age in Years I 
I 

I . 25-3~ 49 47 . 1 7 10 .6 56 32.9 

2. 35-44 40 38.5 32 48.5 72 1 424 

3.45 and above 15 14.4 27 40 .9 " 24.7 

,. Educational qua lifica ti on I 
I. Diploma 17 16.3 11 16.7 28 16.5 

2. Bachelor degree 61 58.7 25 37.9 86 I 50.6 

3. 2nd degree and above 26 25.0 30 45.5 56 32.9 

-L Work experience on the current position 

I. 3-5 years 61 58.7 50 75.8 111 I 65.3 

2.6-11 \ears 29 27.9 15 22 .7 -14 i 25.9 
I 

3. A bO\'e 1 1 years 14 13.5 1 1. 5 15 8.8 

5. \Vork experience in the organi zation 

t. 3-5 years 42 40.4 18 27.3 60 35.3 

2. 6-11 ~ 'ea rs 20 19 .2 14 21.2 34 
1 

20.0 

3. Abo\"e II years 42 404 34 51.5 -I, 44.7 

As table 1 depicts, of the total 170 respondents, 104 (61. 2%) a nd 66 (38 .8%) 

were experts and managers respectively . Among from 104 experts, 76.0% 

(79) were males and 24 .0% (25) were females. Whereas, of the total 66 

managers, 90.9% were males and 9 .1 % were females . The low proportion of 

females to that of males in both groups corresponds to the low proportion of 
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females in the civil service organiza t ions both a t a n expert as we ll as in 

decis io n ma king position s. 

With regard to age di s t ribu tion , 47.1 %, 38 .5% a nd 14 .4% of experts, a nd 

10.6%, 48 .5% a nd 40.9% of mana gers were in the age groups 25 -34, 35-44 

a nd 4 5 a nd a bove year s of age respectively. As the table depicts, while the 

pro port ion of exper ts goes on declining with increas ing age , signi ficant ra ise 

in p ro po rtion o f man agers was obse rved in age grou ps 35 and above. On the 

othe r ha nd , th e re was no any respondent in bo th groups who was less tha n 

25 yea rs of age. 

Responden ts' cha racte ristics in terms of educationa l qua lification a re a lso 

presented in item 3. As indicated in the ta ble , while 16 .3%,58.7% , a nd 25% 

of exper ts were Diplom a , Bac helor degree, a nd Maste rs degree a nd above 

holders respectively, 16.7 %, 37.9% and 45 .5 % of managers had Diploma , 

Bachelor degree , and Ma sters degree and a bove . In other words , while the 

majority of expe rts were first degree holders , most o f th e ma na ge rs \\'ere 

second degree a nd a bove holders . Where as, the lea s t p roportion of bo th 

groups of res pondents we re diploma h olders. 

Regarding work experie n ce, respondents were a s ked how long they have 

se rv~d on their current position; that is , as a n expert or as a m a n ager. In 

both groups, significant proportion of respondents; 58.7% of the expe rts and 

75 .8% of the managers h a d three to five years of work experience on their 

current pos ition. The remaining 27.9% and 13 .5% of experts and 22.7% a nd 

1.5% of managers replied that they had served for 6 to 11 and for more tha n 

11 yea rs respectively . In both groups, s ignificant trend of decline in 

proportion was observed with increasing years o f se rv ice on current r os ition. 

Respondents were further asked how long they have had served in their 

respective organizations. As indicated in item 5, while the majority of experts, 
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40.4%, had work expe riences in the ir respective organi zations for 3 -5 years 

a nd above 11 years, most of the of managers, 51.5%, were found to have 

se rved above 11 years. However, the proportion of both respondents who had 

work experiences 6-11 years in th eir respective organizations was less. Th is 

cou ld be because that those individuals with th is ran ge of work experie nce 

might hm·e left the organization . However, as the experience gets highe r, 

ind ividuals might have established stron g ties with the ir res pec tive 

organizations, and therefore the probabili ty of leaving their organization 

cou ld hm'e got lesser. 

3.2 Analysis of Variables Related to the Practice and Problems 

of Training and Development 

In th is section , variables related to th e prac tices of training and deve lopmen t 

of c ivil servan ts are addressed . Besides, those factors that had bee n 

ad versely a ffec ting su ch practices a re dealt with. 

3 .2 . 1 Integrating Training and Development Pla-ns into 

Strategic Plans 

Each civil service organ ization l S establis h ed with th e objective of achieving 

some specific purpose . With this ultimate objective, each org<:j.nization is 
, 

expected to have a ·' s tra tegic plan that comprises str ategies in tra ining a n d 

developmen t of its huma n resources. In this regard , a ttempt was made to 

assess whether or no t tra ining and developmen t plans h ad been incorporated 

into each d epartments ' a nd more comprehensively into the organizat ion s' 

s trategic plan s. Concerning this , resp~ndents opinion s to various question 

item s were measu red at a five point scale (1 = strongly disagree; 2= disagree; 

3=fa irlyagree ; 4= agree a nd 5=strongly agree) as indicated in table 2 below. 

Each qu estion item was a nalyzed by calcula ting the m ean scores an d the n 
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values were in terpreted as follows : 0.05 - 1.49~strongly disagree ; 1.5-

2.49~disagree; (2.50 -:?.49) fai rly agr.ee; 3.50-4.49=agree; and strongly agree 

for mean sco res above 4.50. These rating scales as we ll as the in tervals a lso 

apply for tables 4, 5, 12, 16, and 18. The mea n scores of the l\\ 1! grou ps, 

expe rts a nd managers, were co mpared employing independent t -test. 

Table 2 Integrating Training and Development Plans into Strategic Plans 

EXPERTS (N=104) I MANAGERS(N=66) 

ITEM Rating Scale I Rating scale 
I 

I 2 3 , ; x ! I 2 3 ·1 ; x t 

I The orpniz;llion has c1carl~ detincd , 
slmlcgh.: plan 10 II 31 37 I; 3.3 ~ I 3 10 20 22 II I 

I 
3 42 -O_ 4..J~ 

2_Thc obje..::ti\c:'i and gu iding principles i 
orthe pl:m arc "e ll comm unlcaled 12 ], l4 26 8 2 94 6 13 n 15 ; 

I 
3.00 -0335 

3 There is dcarly deli ned train ing <lnd 

development plan at organizational I 
level 18 36 36 13 I 2 -15 8 32 " 9 I 2 -I--l -008-1 

4 .T hc organi zation's training and I I 
development plan is incorporated in I I 

to the organization's strategiC plan 16 32 38 13 ; 2.61 
, 

7 2'1 20 13 2 1 2.68 ·0.468 
I 

5.Each department has c1earl~ defined I 
slratcgie ~ on achieVing the over al l 

I organization's objectives 13 26 32 22 II 2.92 4 18 ,- 17 , 298 -0.35 1 -, , 
6.Each department has formal trai ning I 

<llld dc\ elopmcnt plan 22 ~ I 29 10 2 2.32 10 33 17 ; I I J ~O I -, 0.097 

7.Dcpanment's trailling and 

development plan is incorporated into 

the over all organization·s strategic 21 3 1 35 I; 2 2AS II 30 18 6 I 2.33 0 .9~6 

plan 

x= mean scores across each cell 

t= calculated t -va lue 

(The Rating Scale I=strong ly disagree; 2=disagree: 3=fairly agree; 4=agree; 5=strongly agree) 

In ta ble 2 item I , a ttempt was made to invest iga te h ow much clearly defined 

s trategic p la n organizations h ad. As fairly agreed upon by both experts apd 

ma nagers with mean scores 3.35 a nd 3.42 , showing no s ta tistical significan t 

difference be tween th e two m ean scores a t p valu e 0.0 I , organ izatio n s had 

clearly de fined s tra tegic pla n s . 
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For s uccessful attainment of organization's miss ion, the objectives, strategies 

and guiding principles of the strategic plan have to be communicated to all 

mem bers of the organization. Because, st rategic plans that a re well 

communicated to all members of the organization are more likely to be 

impl emented as every one puts maximum effort towards the achievement of 

the objectives. In this regard, respondents \I'ere asked to rate their opinion as 

indicated in item 2. Accord ingly , both experts a nd managers fairh' agreed 

with mean scores 2.94 and 3.00 that the objectives and gu iding principles of 

the strategic p lan had been co mmunicated to a ll members of the 

organ ization. The difference between the m~scores of the two groups was 

not statistically significant at p value 0.01. 

Regarding training and development plans, both experts and managers 

disagreed with mean scores 2.45 and 2.44 that training and development 

plans had been clearly defined at an organizational level as indicated in item 

3. The difference between the mean scores of both groups was not 

statistically significant at p value 0.0 1. Similarly, as indicated in ite m 6, both 

experts and managers respectively disagreed with mean scores 2.32 and 2.30 

that each department had clearly defined human resource training and 

development plan. This implies that a lthough organizations a nd departments 

had clearly defined strategic plan , training and development plans had not 

been as such clearly developed at both levels. 

Concerning whether or not training and development plans were 

incorporated into strategic plans, both experts and managers fairly agreed 

with mean score 2.61 and 2 .68 that training and development plans had 

been incorporated in to the strategic plan a t an organizational ~eve l. 

Nevertheless, as item 7 reveals, both exper ts and managers respectively 

disagreed with mean scores 2.48 a nd 2.33 that training and development 

plans had been incorporated into strategic plans at departmental level. The t-
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tes t does not show s ignificant s tatis tical diffe re nce between the mean scores 

of the two independent groups at p-value 0.0 1. 

Ge ne ra lly, th e data presented in table 2 dep ict that the re had been strategic 

pla n s at a n organizational as we ll as departmental leve l which were fa irly 

co mmunicated to all members of the organization. However, while strategic 

pla n s at an organizational level had in corporated huma n resource training 

a nd development pla n s, much emphasis had not been given to traini ng and 

development plans at departme n tal level. As a lso reviewed and a na lyzed by 

the re searc h e r , docu m ents of the strategic pans of the sample org8n i%at ions 

we re very \\·e ll developed at an organizatio nal leve l. However, s u c h endeavor 

had not been pushed down to the departmental leve l. 

3.2.2 Availability of Training and Development Policy 

Both experts and ma n agers were asked wh ether ther e was any training a nd 

developmen t policy in their respec tive organizations. All of them, except few 

experts said 'do not know', replied that there h ad no t been any training and 

development policy at a n organizational level. Discu ssion s made with officia ls 

a t th e Federa l Civil Commission a lso revealed tha t there had not been any 

effected tra ining and develop ment policy even a t th e na tional level so far. 

But, a d ra ft hu man resource development policy has a lready bee n prepared. 

Althou gh it is difficult to expect t raining a nd development policy at a n 

organiza tional level In th e a bsence of national p olicy, there could be 

instances whereby organizations may develop their own training and 

development policy . With this a ssumption, managers were furthe r asked th e 

reasons why there was no such policy in th eir respective organizations. This 

qu estion item was forwarded only for managers as the issue is related to 

policy making that requires decision by top officials and the m anagement 

group. 
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Table 3 Reasons for the Unavailability of Training and Development Policy 

ITEM MANAGERS(N=66) 

No. % 
I. Lac k of guide line to formu late the policy 29 -13 .9 
2. Lack of specia li sts to formulate the policy 15 22.7 
3. Lack of budget to formulate the policy 10 15.2 
4. It has not been given serious attention 45 68.2 

-Total 1\0. of responses 10 greater than j\ because of multI pic respon ses 

-Proponions are calculated from N 

As table 3 illustrates , the total number of responses to this particu lar item 

has risen to 99 because of multiple responses. As confirm ed by 45.4% of 

respondents the absence of training and development policy at an 

organization al level was attributed to lack of attention by respective 

organizations to formulate the policy. Besides, lack of guideline and 

specialists as well as in availabi li ty of budget were re spectively ide n tified by 

43.9%, 22.7% and 15.2% of managers as reasons for the unavailability of 

training and development policy in the respective organization s. Generally, 

from table 3 , it can be deduced that ignorance and lack of guideline were the 

two most important reasons for the unavailabili ty of training and 

development policy at an organizational level. These two major reasons a re 

directly or indirectly related to the impact of th e absence of training and 

developm ent policy at the federal level which might have probably made 

organizations reluctant to develop thei r own training and development policy 

at a n organizational level. 

3.2.3 The Practice of Conducting Needs Assessment 

It has been discussed in chapter two that conducting needs assessment is 

the first step in designing training and development programs. With this 

respect, respondents were asked whether their organization or department or 

section or unit , etc., has conducted training and development needs 

assessment s ince 2001. While 69.2% (72) of experts and 60.6 % (40) of 
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manage rs re plied tha t training a nd developme n t needs a ssessment had been 

carried out, th e rest replied such a prac tice ha d not bee n there. 

In th e cou rse of conduct ing need s assessm ent, the involvement of 

ind ividua ls, immediate s u pervi sors , tra in ing personnel, top officia ls, 

co n s u ltants , etc , has been empha s ized. In view of th is no tion, those \\' ho 

re p lied tha t needs have been assessed we re furthe r asked to ra te the ir 

opin ions rega rd ing the involvemen t of these individuals in the course o f 

underta k ing needs assessment as ind icated in table 4 below. 

Table 4 Ratings on Assessment of Training and Development Needs 

EXPERTS 

ITEM Rating Scale 
, 
) I ! 2 

I.Each ind ividual ! 

identi fies his own 1 

T&Dneeds 17 1 30 14 8 
I 

2. Immediate supervisors 

identify T&D needs 10 23 23 13 3 

3.Training personne l 

identify T&D needs 

4. Top leve l offi cials 

authoritat ive ly 

dete rmine T& D needs 8 

r &0 Ir,Hlllllg and development" 

X= mean scores across each cell 

\'" calcu lated t-valuc 

S 12 33 20 

17 23 17 7 

5 x 

3 ~ . 3 1 

2.67 5 

2 3.03 

2.97 7 

MANAGERS 

Rating Scale 

2 3 x 

8 16 8 7 1 ~ l ~ -0.5 59 
I 

I I 10 12 2 2.88 -1.970 
I 

6 II II II I 2.75 

12 II 7 3 2.68 1.286 

(The Rating Scale 1 =strongly disagree; 2=disagree; 3=fair ly agree; 4=agree; 5=strongly agree) 

Regard ing who had been involved in the prac tice of tra ining and developmen t 

needs a ssessm ent, fou r m a in ac tors were included in the question items as 

indicated in ta ble 4. As ite m 1 reveals, both experts and manager s 

res pectively disagreed with mean scores 2 .3 1 and 2 .42 tha t individua ls ha d 

been given the opportunity to identity their own training and d evelopment 
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needs. The difference In mean scores of the two groups was not found 

statistically significant at p-value 0 .0 l. Nevertheless, as indicated in item 2 

and 3 both experts and man agers fairly agreed (respectively with mean 

scores 2.67 and 2.88 for item 2 and 3 .03 and 2.75 for item 3) that immediate 

supervisors in each department, section, unit, team, etc, as well as training 

personnel had been involved in conducting training a nd development needs 

assessment. 

Regarding the involve m ent of top officia ls in determining trainin g and 

development needs, both exper ts a nd managers fai rly agreed with mean 

score s 2.97 and 2 .68 that top officia ls had been authori tatively determining 

training and development needs of each department or unit. The t-tes t did 

not show significant statistical difference between the m ean scores of the two 

independent samples at p value 0.0 l. This implies that there had been the 

practice where by top officials had been authoritatively determining training 

and development n eed s of each department. 

Table 5 Techniques of Training and Development Needs Assessment 

ITEM 

I 

I.Needs were assessed 

through organizational 

analysis 12 

2. Needs were assessed 

through task analys is 15 

3. Needs were assessed 

through person analysis 15 

x: mean scores across each cell 

t= calculated t-value 

Experts 

Rating scale 

2 3 4 ; 

26 26 7 I 

23 21 12 I 

22 26 6 3 

Managers 

Rating scale 

x I 2 J 4 j x 

2.43 7 14 12 7 - 2.48 

2.47 5 18 \I 6 - 2.45 

2.44 7 17 9 7 - 2.40 

(The Rating Scale J=strongly disagree; 2=disagree; 3=fairly agree; 4=agree; 5=strongly agree) 

60 

t 

-0.237 

-0.11 3 

-0.220 



Undertaking systematic and scien tific train ing and developml"n t needs 

assessment involves at least analysis of three factors: the organ iz<llion , th e 

job pe rfo rmed by each job holder, a nd the person . With thi s und erstanding, 

respo ndents were exposed to rate the ir opinions how much such practices 

had bee n carried out in the ir respective organizations as indicated in table 5. 

In a ll of the three items, respondents mean scores were consecutive ly 2.43, 

2.4 7 a nd 2.44 for experts and 2.48, 2.45 and 2.40 for managers s howi ng 

their d isagreement that training a nd developm e n t need s assessment had 

been made based on organization, job and person analysis. 

With regard to th e d ifferences in mean scores of the two independent 

samples for a ll th e three items, the t- tes t does not show s igni fi cant statistical 

difference at p value 0.01. Therefore, the finding in tab le 5 confirms that 

there had not bee n the practice of comprehensively assessing trai ning and 

develo pment needs based on task, person a nd organizationa l a na lysis . 

Ho\\'ever, respondents' fair agreement in items 2 a nd 3 o f table 4 can not be 

considered incon s istent with the finding of table 5, because the find ings of 

table 4 simply indicated the exis tence of limited effort. But as con firmed in 

table 5, such practices had not been carried out systematically following the 

conventional m e thods of needs assessment. 

On the other ha nd , it was di scussed in chapter two tha t a nu mber of data 

gathering too ls can be employed to gather data for analyzing training and 

development needs depending on the kind of pa rticula r programs. In th is 

rega rd, a ttempt was m ad e to assess the methods that had bee n u sed to 

gather data and also how the identified n eeds had been priori tized. Thus, 

those who replied a ffirmatively that their respective organizations had been 

conducting training and development needs assessment were fu rther asked 

about the methods used a nd the criteria employed to prioritize identified 

needs as indicated in table 6 below. 
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Table 6 Data Gathering Methods Used and Factors Considered in 

Prioritizing Training and Development Needs 

ITEM EXPERTS(72) MANAGERS(40) 

I. How has yo ur organization gathered data in co nducting 

train ing and development needs Assessment? No. % :\0. (j';) 
I - -

a. conducting survey 42 58.3 ' - 67.5 -

b. through observation 28 38.9 16 40.0 

c. performance reviewin g 22 30.6 9 22.5 

d. conduct ing group discussion 14 19.4 7 17.5 

1 Which factors has you r organization considered In 

prioritizing training and deve lopment needs? 

a. A vai labi I ity of budget 61 84. 7 39 97.5 

b. Importance and urgency of the needs 53 73.6 1 -
- ) 62.5 

c. Trainees' capability and level ofl11oti vation 13 18.1 10 25.0 

d. Availab ility of training institutions 7 I 9.7 15 37.5 
, 

e. All identified needs we re equally treated 4 5.6 I -1 10 
: , 

-

- rota! No of re~pon~e:. IS greater than the no . o t respondent:. because of rllulltpk responses 

-Proport ions are caku lated from no of res pondent s 

As depicted in item 1 of table 6, a ll the methods listed in the table had been 

used at various degrees. As the proportion of respondents indicates, the 

methods employed in descend ing order had been conducting survey, 

observation, performance reviewing and group discussions. The highest 

proportion of using survey than the other methods could have probably been 

attribu ted to the measures that had been undertaken by the Ministry of 

Capacity Building following the civil service reform. Otherwise , in practice 

the most often used method should have been conducting performance 

revlewmg. 

After the necessary data are collected and analyzed, a number of training 

and development needs could be identified . However, it could be difficult to 

address a ll identified n eeds at a time. Therefore, they have to be prioritized 
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based on certain cri te ria. Gene rally, those experts and managers who replied 

that train ing and developme n t needs assessme nt had been conducted in 

their respec tive organizations were furthe r reques ted about those factors that 

were considered in prioritizing the. needs as presented in item 2 . Here, note 

s hould be made that the total number of responses is greater than the 

number o f positive ly re plied respondents because of multiple responses . 

As illustrated in item 2 option 'a', 84.7% of expe rts and 4 1. 9% of managers 

ind icated that availa bili ty of budget was the most im portant considered 

fac tor in prioritizing training and development needs. The impo rl <l nce and 

urgency of the need was a lso identified by 73.6% of experts and 62.5% of 

managers as the second most im portant factor in prioritizing tra ining and 

development needs . The proportions of the othe r factors were insignificant 

s howing th at these factors had not been as suc h important in prioritizing 

t raining a nd developmen t needs. Gen e rally, the findings of table 6 are 

consistent with \\'hat m ost lite ratures emphasize. 

Table 7 Reasons for not Conducting Training and Development Needs 

Assessment 

EXPERTS(32) MANAGERS(26) 

ITEM No. % No. % 

I. Absence of spec iali sts 20 62. 5 19 73.1 

2. Inadequacy of budget 2 1 65.6 i 13 50.0 

3. Luck of adequate ski II 13 40 .6 i 12 46.2 

4. No need at all - - I - -

-Total 1"0 0 1 r~sponscs IS greater than the no. of respondents because of multiple responses 

-Proponions are calcu lated (rom no. of res pondents 

In contras t, those manage rs and experts who replied that tra ining and 

developm e n t needs assessment had not been conducted in their respective 

organization or unit in whic h they belonged were a lso asked about the 

reasons behind for not conducting training a nd develo pme nt needs. As 

depicted in table 7, absence of s pecialists in the area, inad equacy of budget 
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and lack of s kill in assess ing tra ini ng a nd development needs were 

respectively identified by 62.5% , 65. 5% an d 40.6% of expe rts as '\('11 as by 

73. 1% , 50.0% a nd 46.2% of managers . 

3 .2.4. Designing Training and Development Programs 

In th is section, a tte mp t \\'as made to inve s tigate whether or not there had 

been th e pract ice of designing training and deve lopment programs by sam ple 

organizations fo r their employees as well as man agers . Mean while, the main 

purposes of the program s were a lso investigated as indicated in ta ble 8 

below. 

Table 8 Design and Purpose of Training and Development Programs 

ITEM EXPERTS MANAGER TOTAL 
S 

I. Has your organizat ion designed any trai ning and ! No. % No. % No . % 
deve lopment programs since 200 I 0 

a. Yes I )4 51.9 38 57.6 92 54.1 
b. No I ~7 45.2 28 42.4 75 44.1 
c. Do not know I 3 2.9 - - - -

Tota l 104 100 66 100 167 98 .2 
2. If YOUT answer is 'yes', have object ives been set before t 

desi,e.nin,g and implementing the programs? 
a. Yes ! ]5 46.3 15 39 .5 40 43 .5 
b. No I ~8 SI.9 23 60.0 51 SS.-I 
c. Do not know I 1.8 - - I 1.1 

Total 54 100 66 100 0' I 100 
3. If objectives ha\'c been set. do they indicate expected 

outcomes? , 
a. Yes I 16 64 .0 II 73.3 27 67.5 
b. No 1 9 36.0 4 26.7 13 32.5 

Total i 25 100 15 100 40 100 
4. If your answer to question number one is 

w~s(were) the main focus(es) oflhe proorams? 
'yes ', what ! 

a. Improvingjob perfonnance of 

1

37 68.5 23 60.5 60 6S .2 
non-supervisorY employees. 

b. Improving iob perfonnance ofmanaoers I 20 37.0 23 60.0 43 46 .7 
c. Buildina the capabili ty and potentials of manaaers I IS 27 .8 10 26.3 25 27.2 
d. Introducing new methods, procedures, etc . I 24 46.3 17 44 .7 41 44 .6 
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As indi cated in item 1 of table 8, the majority of respondents (54. 1 %J replied 

that training and deve lopment programs had been des igned by o rganizations. 

In contrast 44.1 % replied that the practice had not been there for the past 

th ree years. The rest repl ied that they did not have a ny knowledge about the 

Issue. 

With regard to setting clear and precise tra ining and development objectives, 

the major ity of responden ts, 5 l. 9% of expe rts and 55.4% of managers, 

replied tha t objectives had not been set before designing train ing and 

development programs. On the other hand, 46.3% o f experts a nd 43.5% of 

managers con firmed th at obj ectives had been set before design ing programs. 

Those who replied objectives had been set before designing programs were on 

the other hand requested whether the objectives had been set in such a way 

that they clearly and prec isely indicate expected outcomes. As indicated in 

item 3, whi le 64% of experts and 73.3% o f m a nagers asserted th e ":~laining 

respondents obj ected tha t training and developm ent objectives did not 

indicate expected outcom es. 

Those who replied a ffi rma tively to item 1 a bove were further requested about 

the purposes of the program s . As illustrated in item 4 , of a ll the respondents, 

65.2%, 46.7%, a nd 44 .6% replied that the main focus of the programs had 

bee n respectively on improving job performance of non-supervisory 

employees, managers a nd on introducing n ew m ethods, procedures, 

di rectives, etc. However , only 27.2% of respondents replied that the focus of 

the p rograms had been o n building the capabili ty and potentials of ma nage rs 

as indicated in item 4c . Inference can therefore be made that less attention 

had been paid to management development. However, the greater emphasi s 

to performa n ce improvement and introduction of new m ethods, procedures, 

directives, etc, could be due to the measures that h ad been undertaken by 

the Ministry of Capacity Building in putting the new Civil Service Reform m 

to effect. 
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Table 9 Trainings Received since 2001 
EXPERTS MANAGERS TOTAL 

ITEM 
I. Have YOLI attended any trainin g and No. % No. % No. % 

development prOQram since 200 I? 
a. "es 77 74 57 86A 13.l 78.8 
b. no 27 26 9 13 .6 36 21.2 

Total 104 100 66 100 170 100 
) If' \·es.· \I 'hat were the kinds o f programs? 

a. shan term traini ngs 72 93 .5 5 1 89.5 I" 91.8 
, 

.J 
-

b. visit tours 10 13.0 10 17.5 :0 , 1.l 9 
c. on-th e-_iob train inos 6 7.8 

, 
5.3 9 6.7 I J 

d. educat ion at hi!!he r learnin o instituti ons 14 18.2 13 22. 8 27 20.1 
3. If educa ted at higher learning instituti ons, was 

the P!ogram re lated to yo ur iob? 
a. ve s 13 92 .9 13 100 26 96 .3 
b. no I 7. 1 - - I 3.7 

Total 14 100 13 100 27 100 
4. If educa ted at hi gher learning in stitutions, did 

vou get th e proper placement? 
a. yes 7 50 9 69.2 16 59.3 
b. no 7 50 4 30.8 I I 40.7 

Total 14 100 13 100 27 100 
5. If yo llr answer is 'yes l to question number I , 

who des igned the programs? 
a. my organization 56 72.7 37 64.9 93 69 A 
b. the Mini st", ofCapac iry Buildin o 3 1 40.3 32 .lOA 6; ~ c. the Federal Civ il Service COlllmiss ion 12 15 .6 15 26.3 

,. 
20.1 . 

d. the M ini strv of Ed ucati on - 6 10.5 6 4.5 
d. do not know 2 2.6 2 3.5 4 3.0 

Table 9 item 1 depic ts the propor tion of respondents who h ad attended 

training a nd development programs during the pas t three years; tha t is, 

s ince 2001. As indica ted in 'a ' 74% of experts a nd 86.4% of managers h ad 

participa ted in various programs during the past three years . With regard to 

the kind of programs, the over whelming majority (91. 8%) a ttended short 

term tra inings as indicated in a lternative 'a' of item 2. This includes various 

seminars, workshops, conferences a nd the like . Nevertheless, a s indica ted in 

options 'b' to 'd', the proportion of respondents who had a ttended each 

program was very low. In part 'b', of all respondents, it wa s only 14.9% who 

had been exposed to visit tours both with in the country as well as abroad. 
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As expected , with in this group, 80% had experienced visit to urs abroad. 

Conce rning formal edu cation, 20.1% of th e respondents replied that they 

were educated at higher learning institution s as indicated in part 'd' of item 

2 Where as, the least proportion (on ly 6.7%) ,,·ere tra ined on their jobs. 

The kind of trainings indicated in item 2 of tab le 9, can further be classified 

in to two categories: on -the-job and off-the-job training and development 

programs. Short term t ra inings, visit tours and education programs a re off­

the-job tra in ing programs since they a re not offe red on the job settings while 

trainees a re on their usual production process. Therefore, added up together, 

the proportion of respondents that had been tra ined off-their-jobs II·as 

93.3%. This implie s that greater emphasis had bee n given by organizations 

a lmost on ly to off-the- job training and development programs; \\·he re as, on­

the-job training and development programs had been a lmost d is regarded. 

Compared to each other, the propo rtion of respondents who was trained on 

their jobs (6.7%) was even 2.2 times less tha n that of the least proportion of 

off-the -job training a nd development program, which is visit tours. On the 

othe r hand, as experience shows, it is difficult to conclude that all short term 

trainings are re lated to individual participants' particular job. 

On the other hand, those educated at h igher learning institutions were asked 

\\·hether the program was related to their particular jobs. While 96.3% 

confirmed affirmatively the rest (3.7%) replied the programs had not been 

related to their particular jobs as indicated in item 4. Those educated at 

higher learning institutions were a lso asked wheth er they h ave got the right 

placement a fter the completion of the program. While 59.3% replied 

positively the rest compla ined that they had not got the right placement. 

Viewed separately, while th e majority of managers (59.2%) have go t th e right 

placement only half of the experts had been properly placed. 

Those respondents who have attended training and development programs 

during the pas t three years were a lso asked regarding the design of programs 
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a s ind icated in item 5 . As revea led in the table , 69 .4% of re sponden ts replied 

tha t the progra ms were designed by their own respective organiza tions . On 

the other hand , 47.0% a nd 20 . 1 % the respon dents rep lied tha t the Min istry 

o f Capacity Bui ld ing and the Fede ral Civil Service Commiss io n ha c1 been the 

o th e r two m ajor organiza tions tha t had respectivel\ des ign ed the p rograms. 

Both groups of responden ts were a lso requ ested to indicate the kind of 

pa r ticular p rogra m s or courses they have ha d attended d uring th e past three 

\'ears a s indicated in table 10 below. 

Table 10 Responses on the Types of Programs 

EXPERTS(77) I MANAGERS(57) 

ITEM No. % 

I. Strategic Pl anning '? o- 4 1.6 

J Human Relations Skill 4 5.2 

3. Performance Appraisal 13 16.9 

.I . Change Management 19 24.7 

5. Time Man agement 4 5.2 

6. Technical Skills 27 35 .1 

7. Dec ision j\'!aking 4 5.2 

8. Financial Management 6 7.8 

9. In format ion Technology 2 1 27 .3 

10. Organizational Development 4 5.2 

I I. Risk Management I 1.3 

-Tolat No or rcspon~cs IS greater Ihan the no. o r re~pondcn lS because of mu luplc responses 

·Proportions arc ca lcu lated from no. of respond ems 

No. % 

33 ' 7 9 

8 14.0 

18 31.6 

24 .12 . I 

3 5.3 

II 19.3 

8 1.1 .0 

4 7.0 

20 35. 1 

5 8.8 

I 1.8 

TOTAL(134) 

No· 1 % 

65 48 .5 

I, 8.9 

31 23. 1 
I 

43 I 32. 1 

7 5.2 

38 28.4 

12 8. 9 

10 7.5 

41 I 30.6 

9 i 6.7 

2 1.5 

As ta ble 10 depicts, the types of tra inings that had bee n attend ed by experts 

during the pas t three yea rs in descending order were strategic planning; 

technical skills tra ining; information technology (the mos t indicated courses 

were basic a pplication computer programs); change m anagement; 

performance appraisa l; financial management; human relations s kill, time 

m anagement, decis ion making, and organizational development (with equa l 
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proportion) and risk management. In a similar order , th e courses that had 

bee n attended by managers were: strategic planning; change ma nagemen t; 

information technology; performance appraisal; technica l skill s development; 

huma n relations skill and decision making (wi th same propo rtion); 

organizational development; financial management; time management; and 

risk management. 

Considered to the particu lar task of eac h group, the order of trainings in 

terms of proportion seems important. But, in case o f managers, the 

proportion was very low in some important programs like decision ma king, 

organizational development, and time, fin a ncial and ri sk management. 

The total number of trainings attended by experts and managers need to be 

distributed to the total number of correspondi ng sample sizes in orde r to see 

the effect of multiple responses. Accordingly, the average number of 

programs that had been attended by expe rts and m anagers were 1.29 and 

4.10 respectively. This shows that on an ave rage managers had attended 

3.1 8 times more programs than that of experts. 

On the other hand, respondents' opinion regarding the importance of these 

programs in bringing a bout positive effects on the capability and potentia l of 

t rainees as well as on the effectiven ess of the organization was assessed. 
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Table 11 Ratings on the Impact of the Programs 

EXPERTS MANAGERS 

ITEM Rating Scale Rating Scale 

I 2 3 4 5 I x I 2 3 4 5 x t 

I Improved capabili ty and I 
competence - 4 29 34 10 I 3.65 - 3 22 24 8 3.65 0.002 

2 Improved job performance I 6 30 31 9 3.53 - jJ 28 20 
1

6 3.51 0.167 

) . Enabled to adapt to new 

technological developments 2 7 30 27 II 3.49 - 3 24 19 II 3.67 -1.096 

-1 Brought higher job satisfaction 

and motivat ion - 10 36 J' _J 8 3.38 - 7 33 II 6 3.28 0.659 

5 Reduced turn 0\ er rates 7 17 -12 8 3 2.78 0 16 32 I 8 I ~ x" ·4W7 
6.Redllccd comp lain and 

1 8 JQscntceism 3 13 -10 16 5 3.09 - 40 8 I 3.04 0.-110 

7. Higher custom er satisfaction 2 7 -12 17 9 , 3.31 - 6 34 12 5 3.28 0.210 

8. Improved the effic iency and 

effecti veness of the organization 3 4 38 23 9 3.4 - I 31 17 8 3.56 -1.074 

X= mean scores across each cell 

t= calcu lated t-value 

(The Rating Scale I == strongly disagree; 2=disagree; 3= fairl y agree; 4=agree; 5=strongly agree) 

Table 11 illustrates the impact of training programs mentioned in table 10 as 

rated by respondents against the e ight items. The rating was made in to 5 

poi nt scales representing 1 for very low , 2 for low, 3 for medium, 4 for high 

and 5 for very high. The mean scores are then interpreted in such a way that 

the mean scores below 3.00 indicate that the impact of the programs against 

the corresponding item was low. Inversely, mean scores 3.00 and a bove are 

interpreted as the impact of the training programs on the particular item was 

positive . 

As indicated in the table, the mean scores of each item, except item 5, were 

above 3.00 sh owing l12_ significant s tatistical difference-between the mean 

scores of the two independent groups at p value 0.01. This indicates that the 
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impact of training programs' had been positive in a ll of the items except item 

S. Howeve r, as indicated in item 5, the mean scores of both groups were 

below 3.00, the t-test did not indicate s ignificant statist ical difference 

be tween the mean scores of the two inde pendent samples at p Value 0.0 1, 

implying that the programs _did not bring <ibQut Q2sitivejmpact in redu c ing 

turnover rates of employees as well as managers . 

As the values of the mean scores indicate, the impact of training programs 

had been high particularly in improving the capability and competence as 

well as job performance of both experts a nd managers. Similarly, they were 

highly important in keeping both employees and managers adapted to new 

technological develo pments. However, as indicated in item 6, the impact of 

programs had been moderate in reducing complain and absenteeism of 

experts as well as managers with mean score of 3.09 and 3.04 respcCli l·e ly. 

3 .2 .5 Arranging Orientation Programs 

It was mentioned in ch apter two that training and development activ ities 

should start when newcomers join an organization regardless of their past 

experiences. As each organization has its own unique internal environment, 

newcomers have to be formally oriented . Because , as most scholars in 

human resource management emphasize, on top of reducing newcom ers 

stress and anxiety, it helps to avoid the developmen t of negative attitudes as 

well as adverse first h and experiences that may curtail th e future 

performance of individuals. 

Orientation programs shall, therefore , be arranged in su ch a way that all 

important issues a re properly addressed with active participation and 

involvement of concerned bodies. Generally, taking in to account the 

importance of orientation in enhancing effective and efficient performance of 
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individuals, attempt was made to assess the degree to which orientation 

programs had bee n arranged in the sample organ izations as indicated in the 

table below. 

Table 12 Ratings on Arrangement of Orientation Programs 

EXPERTS IN- 104) MANAGERS (N= 66) 
ITEM Ratin Scale Ra ting Scale 

1 2 3 4 5 x 1 2 3 14 5 , r 

! .The organization formall y I 

arranges orientation 
pr02ram5 to new recruits 33 4S 16 3 4 20 1 16 77 12 6 5 2.35 -2047' 

2 The organization has a 
fOnllally set orientation 
chec~ list 38 45 16 3 2 1.90 15 34 14 3 - ' .OS - 1. 273 

3. Each depa rtment head/ team 
I leader etc ., takes pan in 

orientino new recruits 27 33 31 10 3 2 .3~ 5 7' _ J 17 17 4 c.SS -3.359""' 
4. Top offic ials involve in 

I 
ori enting new recruits 44 44 15 I - 1.74 , 15 38 10 3 - ~ .O 2 -2.347* 

5. Orientation is conducted only 
\\hen the organization , 

recruits many individuals 24 34 30 13 3 2.39 19 30 18 8 I 2A2 -0.188 
6. Orientation programs focus 

on introducing new recrui ts ! 
to peers and co-workers 21 29 36 18 - 2.49 4 7 ' _J 17 21 I '.88 -2.475' 

7. Orientation foc uses on 
introducing new recruits 
about the oroanization 27 43 19 II 4 2.25 9 27 15 13 2 ' ~ .~ 7 - 1.327 

8. Orientation focuses on 
I il11roducing new recruits 

about the ir jobs 16 40 33 II 4 2.49 I 3 19 20 20 4 3.05 -3.497' 
X= mean scores across each cell 

t= calculated t-value 

(The Rating Scale I=strongly disagree; 2=disagree; 3=fairly agree : 4=agree; 5=strongly agree) 

~ Sigllilican t al p<O.Ol 

As ind icated m ite m 1 of table 12 , both experts a n d managers respective ly 

d isagreed with mean scores 2. 01 and 2.35 that orien tation programs h ad 

been formally a r ran ged in their respective organization s. HO\\'ever , the 

difference between the mean scores of the two independent samples was 

statist ically significant at p value 0.0 1. Neverthe less, a lth ough the mean 

scores of both groups lie in the same in terval, th e standard error of th e m ean 

72 

I 
1 
I 

.J 



,,·a s 0.02, wh ic h is 17 t imes less than that of the mean difference (0.34). It is, 

therefore, less likely to co nclude th at the difference is due to sampling error. 

In item 2 , assessmen t was made whether organiza tions had a form ally set 

orientation ch eck list against which properly addressed issues had bee n 

measured. In this regard, both experts and manage rs respective ly di sagreed 

with mean scores 1.09 and 2.08, showing no statistical s ign ificant di fference 

be twee n the two mean scores, that there had bee n a forma lly set orientation 

chec k lis t. 

Regarding the involveme nt of heads of departme nts, sec tion s , u nit s . tea ms, 

etc, in orienting newcomers , ,,·hile ma nage rs agreed with mean score 2. 88 , 

experts disagreed wi th mean scores 2.32 that the above mentioned 

individuals had been taking part in orien ting new recruits as revealed in item 

3. The di ffere nce between the mean scores of the two independent samples 

was statistically significant at p value 0.0 l. This shows that there is 

s ignificant difference in the opinions of experts and managers regarding the 

invo lve ment of heads at various echelons in orientation progra m s . On th e 

oth er hand , as indicated in item 4, both experts a nd managers respectively 

disagreed with mean scores l.74 and 2.02 that top officials had been 

involving in o rienting new recruits. 

Assess ment was further m ade whether or not orientation program s had been 

arranged only when many individuals had been recrui ted a t a time. 

Nevertheless, as indicated in item 5, both groups disagreed with mean scores 

2.39 and 2 .42 that this had not been also the case. 

Respondents were a lso subjected to express their opinion in the content of 

orientation programs as indicted in table 12 items 6 to 8. As shown in item 

6, while experts disagreed with mean score 2.49, ma n agers fairly agreed with 

m ean score 2 .88 that orientation programs had been focusing on introducing 

newcomers to peers and coworkers. The differen ce between the m e"n scores 
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of th e two groups was stati stica lly s ignificant at p value 0.0 l. Simila rly, as 

indicated in item 8, while exper ts disagreed with mean score of 2.49, 

managers fair ly agreed with mean score of 3.05 that orien tation programs 

had focused on expla ining about incum bents' jobs . The difference betwee n 

the mean scores of the t\Vo independent samples was a lso statistically 

significant a t p value 0.01. However, as indica ted in item 7, both groups 

respectively di sagreed with mean sco res 2.25 a nd 2.47 th at orientation 

p rograms had not focu sed on introducing new recru its about the 

o rganization: its mission, cu lture, rules, regulations , policies, etc. The 

findings in table 12 generally indicate th a t orientation programs had not 

been effec tive ly utilized in the sample organizations. With regard to orienting 

new recruits, a case h a ppen ed in one of the sample organizations is attach ed 

in appen d ix A as explained by one respondent . 

Table 13 Reasons for not Arranging Orientation Programs 

EXPERTS(Si) MANAGERS(42) Total( 124) 
ITEM No. I % No . % No. I % , "'-

I . It is costly and li me 
I I consuming 4 4.9 8 18 .6 12 I 9.7 

2. Usually experienced workers I 
, 

are recrui ted 7 I 8.6 I 1.2 8 6.5 
0 Rec ruits must left free to 

I 
i J. 

learn by themselves 12 14.8 - 12 I 9.7 
4. The organizati on is not 

I I comolex. 8 9.9 3 7.0 11 8.9 
5. No attent ion oaid to it 61 I 75.3 35 81.4 96 I 77.4 

-Total No 01 r.:sponscs IS greater than the no_ of respondents because of mult iple responses 

-Proport ions arl! ca1culalcd from no of respondents 

In table 13 above, those respondents who genera lly disagreed to item 

num ber 1 of table 12 were furth er requested to mention the reasons beh ind. 

As indica ted in item 5 of table 13, 77.4% of all respondents replied that 

orientation p rograms had not been formally a r ranged s imply because it had 

not been given considerable atten tion. The proportions of the rema ining 

reasons were no t as s u ch significan t. So, the a bsen ce of formal orientation 
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programs in the federal ministries had been a ttribu ted to the lack of proper 

attention in organizing orientation programs. 

3 .2 .6 On-the-Job Train ing and Development Me thods 

Table 14 Re sponses on the use of On-the -Job Training an d Deve lopme nt 

Methods 

ITEM EXPERTS(N - 104) MANAGERS IN - 66) TOTALIN= 170) 

Training and deve lopment No. % No. % No. % 

methods used 

I. Memori1g 10 9.6 9 13.6 19 I I I. ::! 

2. Coaching " 21.2 15 22.7 37 21.8 
, 

Job Rotation 21 20.0 4 6.1 25 14.7 J. 

4. Others II 10.6 8 12.1 19 11 .2 

5. None of the 

meth ods are used 69 64.5 42 63 .6 III 65 .3 
---

-Proport ions are calculated from N 

The practice of utilizing on-the-job tra ining and development methods by the 

federal mini sterial offices was also assessed as indicated in table 14 above. 

As depicted in item 5, of a ll 104 exper ts and 66 managers, 64.5 %( 69) and 

63.6 % ( 42) respectively re plied tha t none of the above listed on-the-job 

training and development methods had been utilized in their organizations. It 

was the remaining 35.5% experts and 36.4% managers who had replied that 

these methods had been used. As clearly revea led items 1 to 4, the frequency 

of occurrence or u tilizing on-the-job m ethods had been extremely low. From 

the se findings, it is generally possible to deduce that on-th e-job training and 

development meth ods ha d not been extensively uti lized as important 

methods by which the capabili ty and potential of employees and managers is 

developed. 
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Table 15 Responses on How Managerial Skills were Acquired 

ITEM 

.\l3nagerial skill s were acquired through No. 0/0* 

a. Various short term tra inings "6 39.4 

b. Guidance and assi stance from immed iate managers 15 : 22.7 

c. Experi ence at work 61 
1

924 

d. Formal educat ion 21 31.8 
. Proport IOns are ca lculated from N- 66 

-Tota l No. of responses is greater tha n N because of mUltiple responses 

The growth a nd development of a n organiza tion ma in ly lies on (he s kill and 

capabili ty of its manage rs. Although the re are a number of instances by 

\\'h ich ma na ge ria l ski ll s a n d ca pabi li t ies co uld be acquired and d eve loped, a 

number of literatures empha size tha( learning a t higher institutions, 

intensive and con tinuou s train ings In m a nagement institutions and 

exposures at work to various on-the-job training and development programs 

a re the most important a nd commonly used ones. In this regard, attempt 

was made LO investigate how managerial skills and capabilities were a tta in ed 

by managers at various echelons in the sample organizations a s indicated in 

table 15. Accordingly, the majority of ma nagers (92.4%) replied that they ha d 

acqu ired th eir managerial skil ls through experience at work. Whe re as , 

39.4% and 3l.8% respectively replied that they had acquired the ir 

managerial skills through va rious short te rm trainings and through 

education at high er learning institutions. The least proportion of respondents 

(22.7%) rep lied through guidance and assistance from their immediate 

managers. Guida n ce a nd assistance from immediate managers is absolutely 

on -the-job training method which may in fact correlate with experience a t 

lVork. However; firstly, as work experience does not n ecessari ly guarantee 

getting assis tance and guidance from immediate supervisors; secondly , for 

the purpose of avoiding glossing up or confounding of ass istance and 

guidance from immediate supervisors by work experience, it wa s rresented 
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as a se pa rate option. Analyzed from this perspec tive, it is difficult to count 

,,·ork experience as a valuable source of acqu iring managerial skills in the 

absence of guid a n ce and assistance from immediate managers. This , 

consis tent with the finding of tab le 14, implies that the importance of on-the­

job training a nd develop m ent methods as a n important element of 

managem ent development had been less considered by the fede ra l min istries. 

3.2.7 Evaluating Training and Development Programs 

Employees as well as managers attend a number of train ing and 

development programs that are designed either by their own organizations or 

by othe rs or both. Wh o ever designed or arranged the programs , 

organization s need to have a syste m by \\·h ic h the s ignificance of the 

progra m s in bringing about some benefits to individual pa rticipa nts and 

ultimately to the organization h as to be evaluated . 

Table 16 The Practice of Evaluating Training and Development Programs 

ITEM EXPERTSlN=1041 MANAGERS(N=66) 
Ratin Scale Ratin scale 

I 2 3 4 5 X I I 2 3 4 5 x t 

I.The organization keeps 

16 records of all train inos 15 24 45 16 4 2.7 1 19 19 18 4 2.92 -1.292 
1. DiscLlss ions held afte r a 

1 7 training program is over 27 42 29 6 - 2. 13 38 16 5 - 2.29 -1.1 74 
3. The organi zation has 

forma l assessment 
fOnllaL 22 39 21 18 4 2.45 - 34 17 7 I - Ii 0.263 -

4. The organization has a 

I scheme by which lhe 
outcome of programs is 

I evaluated 26 44 27 6 I 2. 15 10 39 14 2 I 2.17 -0.095 
X== mean scores across each cell 

t= calculated t-value 

(The Rat ing Scale I =srrongly disagree; 2=disagree; 3=fai rly agree; -l=agrce; 5=strongly agree) 

In item 1, responde n ts we re requested to ra te a bout the practice of their 

organization in keeping records of a ll courses, seminars, conferences, and 
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othe r s hort term training progra ms. Both experts a nd m anagers fai rly agreed 

\\'ith mean scores 2.7 1 and 2.92 respectively, s howing no significant 

sta tis tical diffe rence between the mea n scores a t p valu e 0 .01, that the 

organ izations had kept records of all co urses, seminars, conferences, 

\\'Orkshops, etc, that had been attended by employees and manage rs. 

However, it is u n likely that the organizatio n s had a well establishcrl s \ ste m 

of keeping record s a s the mean scores a re below the mid value of the 

in te rva l. 

Evaluating trainees ' reaction to a particula r training program provides 

esse ntia l feed back to organ izations. In view of this advantage, organi zatio n s 

should create the culture of a rranging discussions be tween trainees a nd 

concerned bodies particularly that of immediate su pervisors and members of 

each department or section or u nit etc, after a ny training program has been 

completed. This enables organizations to draw the strength and weaknesses 

of the program s. Besides, on top of c reating the culture o f shari ng 

experiences among members of the organization or de pa rtments or sections, 

etc, the practice fo sters so me degree of concern on the part of tra inees to pay 

h igh degree of attention in attending tra ining and development programs. 

Otherwise , as some lite ratu res emphas ize, there could be some probabili ty or 

like lihood of considering tra ining a nd development programs, particularly 

off-th e-job programs, as opportunities for luxuries. 

Generally, respondents were requested to rate their opmlOn how much th e 

practice of holding discu ssions among members of dep artments or sections, 

e tc, had been practiced as indicated in item 2 . Accordingly, both experts a nd 

man agers respectively disagreed with mean scores 2 .1 3 and 2.29 that 

discussions h ad been conducted between trainees and their immedia te 

supervisors in any of the departments, sections, teams, units, etc. The 

d iffe rence in m ean scores of the two independent samples was not 

statistically significant at p value 0 .01. 
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On th e other hand, evaluation is not something to be carried out in a 

haphazard and unsystematic way. Rather, it has to be made formally against 

certain standardized criteria. In this respect, every office should have a 

formally set assessment format . Nevertheless, as indicated in item 3 of table 

16, experts as well as managers did not agree with mean scores 2.45 and 

2.41 respectively that the organizations had formal assessment format that 

helps to draw feedback from trained individuals. The t-test did not show 

s ignificant statistical difference between the mean scores of the two 

independent groups at p value 0.01. 

The ultimate purpose of training and development programs is to make a 

positive difference. As discussed in chapter two, th is difference or impact can 

be exhibited in various forms: improved effectiveness and efficiency in 

individuals' performance, improved quality of services, effective and improved 

systems, organizational grO\nh and development, etc. However, it is difficu lt 

to solely attribute these effects to the impact of training and development 

programs. As a result, organizations need to have a scheme by which the 

impact or outcome of training and development programs could be 

measured . In this regard, item 4 indicated that there had not bU':l such 

schemes. Experts as well as managers expressed their disagreement with 

mean scores 2 .15 and 2.17, with no signific ant statistical difference between 

the mean scores at p value 0 .01, that the organizations had the scheme of 

evaluating the outcome of training and development programs. 

In general, as depicted in table 16, the practice of organizations in keeping 

records was fair. However, significant problem had been observed in creating 

mechanisms by which the impact of training and development programs 

could formally be evaluated. This implies that the practice of post training 

evaluation had been generally non-existent. That is, after a specifi c tra ining 

program, the practice of evaluating the level of individuals' performance, 
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behaviora l changes and improveme nt in ta ngible organ izational ou tcomes 

has not been sys tematized . 

3.2 .8 Constraints to Training and Development 

It has been discussed in ch apter two that a number of factors h inder the 

des ign and implemen tation of train ing and development programs. In light of 

the context of th e fede ral m inisterial offi ces, respondents we re subjected to 

identify those factors that constrained the des ign a nd implementation of 

train ing and deve lopment programs as indicated in the table below. 

Table 17 Constraints to Designing a nd Imple menting Training and 

Development programs 

EXPERTS MANAGERS TOTAL 

ITEM 

I. Has yo ur organizat ion fa ced wi th any prob lem I 
des i gn i n gli m pie men ti ng training and No. 

t 
% No . % No. % In any 

development program? I 
, 

a. yes 6 7 ~ 64.4 54 81.8 121 71.2 

b. no II 10 .6 7 10.6 18 10. 6 

c. do not Know 26 , 25.0 5 7.6 3 1 18.2 

Tota l 104 100 66 100 170 100 
, If 'yes', what "as (were) the prob lem(s)" I , 

a. lack of ski ll 29 I 43.3 31 53. 7 60 -19.6 

b. lack of budget -, , 
)0 79.1 41 75.9 94 77.7 

c. lack of appropriate tra in ing inst itu tions in 14.9 40.7 26.4 

the country 10 22 32 

d. lack of attention by top offi cials 22 32.8 13 24. 1 35 28.9 

As revealed in item l a of table 17, th e m ajori ty of respondents, 81.8% of 

managers and 6 4 .4% of experts, replied th a t the organizations h ad faced 
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lI'ith problems. In contrast, equal proportion of experts and manage rs 

(10.6%) indicated that there had not been any constraint at a ll. On the othe r 

hand , 25% o f experts and 7.6% of ma nagers replied tha t they had no any 

knowledge a bout the issue as indicated in item l c. Item 1 \\'as a lso cross 

tabu la ted \\'ith current position of respondents in orde r to s in gle Olll lI 'he re 

this group (1 c) belonged to. The result depicted tha t those who replied 'do no t 

know' in item lc were a ll in a ll junior experts and first line ma nagers. 

Those who replied 'yes' in ite m 1 was furth er requested to indica te the kind 

of problems their respective organization s h ad faced with during the past 

lhree years. As indicated in item 2b, most of th e respo nden ts, 75.9% of 

manage rs a nd 79 . 1% of experts, m en tioned tha t lac k of budget was the 

major constraint in designing and implementing train ing and development 

progra m s. Next to budget, s ignificant proportion of respondents (49.6%) 

repl ied that lack of s ki ll s in identifying training and deve lopment needs had 

been the other important factor . Howeve r , difference in responses lI'as 

obse rved between experts and man agers regarding the a vailabili ty of training 

institutions and lack of attention by top officia ls as constra ints to designing 

and implementing, training and development programs. While lack of 

appropriate train ing institutions in the country was identified by 40.7% of 

managers as the third important constraint, it was the least indicated 

cons train t by experts. On the other hand, while lack of attention by top 

offic ia ls was identified by 32,8% of experts as the th ird constraint, it was 

mentioned the fourth by 24,1 % of managers, Genera lly , a lthough variation in 

proportions of both grou ps of res pondents was observed, all items listed 

(fro m 2a-2d) had hindered the design and implementa tion of t raining and 

development programs. 
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3.2.9 Selection Criteria 

Table 18 Availability and Transparency of Selection Criteria 

I 
EXPERTSIN=104) I MANAGERSIN- 661 

ITEM Ra ting Scale I Rating scale 
! 1 2 3 4 5 x I I 2 3 , 4 5 x t 

I.The organi zation has 
16 

I 
clear selection criteria 14 31 40 17 2 2.63 

, 
15 24 17 4 2.97 -2. 116' 

1.The selec tion criteria are I 
well communicated 19 40 3 1 12 2 2.40 19 28 )0 6 3 2 ·IR -0.522 -: 3.Train ing opportun ities 

, 

1 8 

I I are usual I,· offered !O I 
individuals as lIlcentl ves 5 22 4 1 28 3. 12 ! 5 12 78 18 3 

1 :..i ,Training opportunit ies 

1 7 
I offered based on "ood 

9 3 1 37 13 14 2. 92 personal relationships 2 1 22 I 12 4 
STrain ing opportun ities I , 

I 
given on the good wil l I 
of immediate supervisors 7 31 34 17 15 3.02 5 22 28 7 4 

6.Tra ining opportunities 
are usually offered only I 

to the selected few 8 24 39 23 10 3.03 5 13 28 , 17 3 
7.Training opportunities I 

usually offered to the 
line personnel than to the 
staff personnel 7 25 33 22 17 3. 16 4 11 20 I )" 8 _ 0 

X= mean scores across each cell 

t= calculated t-value 

(The Rating Scale I =strongly disagree; 2=disagree: 3=fairly agree: ~ ::: agree; 5 =stron gl ~ agree) 

'Sign ificant at p<O.O 1 

3.03 0.550 

2.77 0.857 

2.74 1.626 

3.00 o 177 

3.30 -0.782 

The presence of clear and transparent selection criteria is essentia l for a 

number of reasons. On top of avoiding or minimizing grievances amon g 

members of a n organization , it helps to deliver the righ t training to the righ t 

per son in accordance with the assessed needs . As a result , resources 

incurred related to training programs could be utilized for intended 

purposes. Generally, taking in to account the importance of having selection 

crite rion at an organizational level, attempt was made to assess the opinion 

of experts a nd managers regarding the practices how training opportun ities 

had been offered to individua ls. 
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As depicted in ite m 1, both experts and managers fa irly agreed with mean 

scores 2 .63 and 2 .97 that the organiza tions had clear se lec tion criteria . Th e 

t-test s howed that the difference between the mean scores of the two 

independent sample s was s tatistically signi ficant a t p value 0.01. 

Crite ria that a re not well communicated to a ll mem bers of the organ ization 

can not be counted effective. Because, they a re less like ly to be unders tood 

by a ll persons in an organization as a resu lt they may not be effec tively 

in te rpreted. Bes ides, on top of creating profound gn evances a mong 

indiv id uals and between employees and managers, it may adversely affect 

the proper implementa tion of tra ini ng a nd development pmgrams. 

Generally , respondents' opinion regarding the degree to which the selection 

cri te ria had been communicated to a ll mem bers of the organization was 

assessed as indicated in item 2 of ta ble 18. Both experts a nd manage rs 

respectively disagreed with mean scores 2.40 a nd 2.48 , s howing no 

sign ificant statistical diffe rence between the mean scores at p va lue 0. 0 1, 

that the selection criteria had been communicated to a ll mem bers of the 

orga niza tion . 

Irrespective of the availability of selection crite ria , there cou ld sometimes be 

s ituations where training and developmen t op portu nities could be offe red to 

individua ls as ince ntives. Accordingly, as proved in item 3 of the above table , 

both experts and managers respectively explained their agreemen t with mean 

scores 3: 12 and 3.03, showing no statistical significant difference between 

the mean scores at p value 0.01, that training opportunities had been offered 

to individuals a s incentives. 

The other important thing that need to be assessed related to selecting 

individuals for training and development includes examining whether or not 

such opportunities had been given based on personal relationships as well as 

on the good will of immediate supervisors irrespective of the available 
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se lection crite ria. In this regard, as indicated in item 4, both experts and 

managers agreed with mea n scores 2.92 and 2.77 that training a nd 

deve lopmen t opportunities had been offered to in div idual s who had good 

pe rson a l relationships with thei r immedia te super:isors. Besides, iJo th expe rts 

and m a nage rs confirmed their agreement respect i\'e ly with mean sco res 3 .02 

an d 2.74 tha t training programs had been arranged to individuals based on th e 

good will of th eir immediate supervisors as indicated in item 5. In both cases, 

ite m 4 and 5, sign ificant statistical difference was not observed betwee n the 

mean scores of the two groups at p value 0.0 1. 

On the othe r h a nd , s uccess in achieving organizatio nal obj ect ives can not be 

a ttributed to some individuals or to some segment of the organization. However, 

It IS th e integrated a nd coordinated effort of a ll members of the organization 

[hat leads to success. Therefore, based on identified needs . c\'ervone 's 

capabili ty and potential has to be built through various training and 

deve lopment programs. However, the findings in item 6 and 7 revealed that this 

had no t been the case in the sample organizations. In item 6, both experts a nd 

managers respectively agreed with mean scores 3.03 and 3.00 that training and 

development opportunities had been offered only to the selected few. Similarly , 

as indicated in item 7, both experts and managers confirmed with mean scores 

3 .16 and 3 .30 res pectively that most tra ining and development opportun ities 

had been provided to line personne l than the staff personnel. The difference in 

mean scores of the two independent samples, in both item 6 a nd 7 , was not 

statistically significant. Generally, the findings in [able 18 assert that tra ining 

and development opportunities had not been given to ind ividuals based on 

formally set criteria as a result of which most opportunities had been 

con centrated only on some segment of the organization as well as only to some 

individuals. With regard to providing training opportunity, a case happened in 

one of the sample organizations is attached in appendix B as has been written 

by one respondent. 
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CHAPTER IV 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

4.1 SUMMARY 

Now days, it is apparent that organizations of a ll forms build the capability 

and pote ntial of their human resources through training a nd de\'e!opment 

programs. Cognizant of its advantages in withstanding the impact of the 

changi ng environment, most organizations invest a lot of money in des igning 

a nd implementing training and development programs. 

Although it is difficult to attribute the success of organizations only to 

training and development measures of human resources, it is proved that 

properly designed training and development programs play considerable role 

in bringing about organizational success among other factors. Ta king this 

fact in to account, almost all private as well as public organizations invest 

huge amount of resources in continuously developing their human 

resources. However, it is well documented that the attempt to train and 

develop people in organizations particularly in developing countries including 

Ethiopia has been constrained by a number of fac tors . 

The purpose of this study is, therefore, to assess the practices that has been 

carried out by some Federal Civil Service organizations in Ethiopia in 

training and developing their human resources, and also to investigate those 

factors that has been adversely affecting such practices. The study 

particularly focused on addressing basic questions that were related to the 

practice of carrying out tra ining and development needs assessment, 

designing, implementing and evaluating programs, and what factors had 
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been hindering such endeavors . In ligh t of these objectives, data were 

collected from eight organizations that "'ere embraced by five federal 

ministries, 

Out of a total of 18 Federal Mini stries that a re governed by the Federal Ci\'il 

Service Proclamation, five ministries were randomly selected for the study. 

Then, of those o rganizations that come under the se five ministries, eight 

were random Iv se lected for the study. [n general a total of 104 experts from 

junior to senior title as well as 66 managers from various Ic\T ls \\ 'e re 

randomly selected for the study. Of the se subjects, 109 we re lin e and 6 1 

were staff personne l. 

Both questionnaire a nd documentary analysis were employed as an 

instrumen t of data collection, After making the necessary cod ing, data were 

entered in the computer and analyzed u sing SPSS. Depending on the nature 

of the data , variables were analyzed u si ng both descriptive (frequency 

counts, percent, and weighted mean) and inferential (independent t-test) 

statis t ics. Accordingly, the following findings are drawn. 

1. Integrating training and development plans into strategic plans 

1.1 There had been fairly developed strategic plans both at an 

organizational as well as departm ental level. However, while 

training and development plans had not been well developed at a n 

organizational level, such a plan had been almost non -existent at 

departmen tal level. 

1.2 While training and development plans had been fairly integrated in 

to strategic plans at an organizational level, this practice had not 

been pushed down to the departmental level. 
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2. Training and development policy 

2.1 There was no training and deve lopment policy both a t an 

organizational as well as federal level. As confirmed by respondents, 

the most important reasons for the absence of the policy at an 

organizational level in descendin g order were lack of atten tion in 

fo rmulating the policy, lack of guideline, lack of speciali sts in the 

area, and budgetary con straints. 

3. Assessment of Training and Development Needs 

3. I The m ajority o f experts (69.2%) and managers(60 .6%) con firm ed 

that there had been the practice of conducting tra in ing and 

d evelopment needs assessme nt in their respective orga nizations 

particu la rly by immediate supervIsors as we ll as training 

personnel. However, irrespective of th is effort , it was agreed by 

both ma nage rs and exper ts th a t top level m anage rs had been 

auth oritative ly determining training and development needs of 

each department. 

3.2 The practices that had been undertaken by the organizations In 

assessIng training and developm ent needs had not been 

conducted e mploying the conventional methods. 

3.3 Both m anagers and experts asserted that absence of specia lists in 

the area of tra ining and development, inadequacy of budget, a nd 

lack of skills were the most common problems th at constrain ed 

th e assessm ent of training and development needs. 
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4. Designing Training and Development Programs 

4.1 It was confirmed by 57.6% of managers and 51.9% of experts that 

the sample organizations had designed training and develo pment 

programs for its employees as well as managers durin ~ I he past 

three years. However, the majority of respondents were not 

knowledgeable whether objectives had been set before the des ign of 

the programs. 

4.2 Most of th e programs that had been designed by organizations 

during the past three years were found to have been mainly focused 

on improving job performa nce of employees and managers . Besides, 

significant proportion of respondents replied that the programs had 

focus ed on introdu cing both emplo\'ees and managers about new 

methods, procedures, direc tives , e tc. However, mana gement 

development had been given the least attention. 

4.3 The majority of respondents, 74% of experts and 86.4% of 

managers, had been exposed to various short term training 

programs that had been designed by their own organizations as well 

as by the Ministry of Capacity Building. However, 68.7% of 

respondents confirmed that these trainings had been limi ted to 

s hort term semm ars, workshops, conferences and vanous 

orientation programs. It was a lso fou nd out that while visit tours 

both locally and abroad as well as educa tion at higher learning 

institutions h ad been utilized at a lower scale, on -the-job tra ini ng 

and development programs h ad been extremely i'gnored. 

4.4 As confirmed by most of res pondents, training programs that had 

been arra n ged on k ey management a reas had been mainly limited 
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to strategic planning, change r.1anagement and performance 

a ppraisal. The proportion of managers a nd experts t rained on these 

a reas was a lmost equal. 

5. Arranging Orientation Programs 

J. 1 Both managers and experts agreed that the p ract ice of formally 

arranging orientation progra m s to new recru its had been u:Lremely 

10\\'. 

5 .2 As con firme d by the overwhelmin g maj ority of respondents, 

orientation progr<:tms had not been forma lly a rranged s imply 

because it had not been given due at tention. 

5 .3 Significant difference In opInIOns of experts and managers was 

observed regarding the involvement of various officia ls a nd a lso on 

the foc u s of the available limi ted orientation p rograms. That is , 

while managers agreed, expe rts on the contrary di sagreed that top 

offic ia ls as well as heads at various levels had not been involved in 

orienting new rec rui ts and a lso new recruits had not been fo rmally 

introduced to peers a nd their jobs. 

6. The Practice of Utilizing On-the-Job Training and Development 

programs 

6. 1 The practice of tra ining and d evelopm ent of employees as well as 

managers on their j obs through mentoring, coaching, job rotation, 

etc, had bee n extrem ely low. However, iron ically, the over\\'helming 

majority (49. 6%) of m anagers confirmed tha t they had acquired their 

managerial skills through their work experiences. 
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7. The Practice of Evaluating Training and Development Programs 

7. 1 As fairly agreed upon by experts and managers respectively with 

mean scores 2 .71 and 2.92, there had bee n the practice of keeping 

records of a ll courses, seminars, workshops, etc attended by 

individua ls . However, as agreed upon by both experts and 

ma nagers, there had not been formal assessment format as well as 

a scheme by which the outcome of train ing a nd development 

programs had been evaluated. 

8. Constraints to Training and Development Endeavors 

8.1 As confirmed by 42 .5% o( responden ts, the major constraint to 

training and development 6t employees as well as managers had 

bee n lack of adequate budget. On top of this, it has been found that 

lack of skills in identifying training a nd development needs ha d 

been the second most important constraint. Lack of appropriate 

tra ining institutions m the coun try had been also the other 

important constra int as confirmed by significant proportion of 

managers. 

9. Selection Criteria 

9.1 Although managers and experts fairly agreed that organizations had 

clear selection criteria, it had been found tha t training a nd 

development opportunities h ad been offer~d to individua ls who had 

good personal relationships with their immediate supervisors and 

top officials and also such opportunities had been given on the good 

will of top officials. Besides, irrespective of the available selection 
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criterion, training a nd developm e nt opportunities had been offered 

to individuals as incentives. 

9 .2 It was also agreed by experts and ma nage rs that most t ra il~ln g a nd 

development opportunities had bee n mainly given to the lin e 

personnel than the s taff perso nnel. 

4.2 CONCLUSION 

Based on the find ings the following co ncl usion was dra wn 

I. Although strategic plan in general has received considerable atte ntion 

both at an organizational as II'e ll as at departmental level, human 

resou rces training and developr.te nt plan had not been well del'e loped 

and incorporated in to strategic pla ns particularly at de partmenta l 

level. 

2. Although there h ad been the practice of conducting training and 

development needs assessment, it had not been carried out 

systematica lly and comprehensively analyzi ng the task, the perso n and 

the organiza tion. 

3. Most training and developmen t programs that had been designed by 

respective organizations a nd the Ministry of Ca pacity Build in g were 

limited to short term seminars, workshops and conferences. These 

programs had mainly . focused on improving the current job . 
performances as well as on introducing new directives, procedures, etc, 

to both employees and managers. On the other hand, ·although efforts 

had been made to train both employees and managers on key 
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management a reas , greater emph asis had bee n m ade to change 

management, strategic plann ing a nd performance a ppraisal. 

4. Tra in ing a nd develo pment of e mployees and managers on their jobs 

through mentoring, coaching, job rotabon, understudy ass ignments, 

etc, had ge nerally been neglected; however, much emphasis h ad been 
. , 

given to off-the -job t ra iniil.g a nd development programs. 

J. The practice and th e system of u tiliz ing orientatio n program s as a 

starting point of tra ining new entrants had been high ly disregarded. 

6 . Although there had been cop siderable effort In training and 

development of both employees a nd managers, there had not been a 

sc heme by which the effect or the out come of the programs had been 

evaluated. 

7 . Training a nd development of human resources had been hampered by 

budgetary problems , lack of skills In identifying training aDd 

development needs a nd lack of a ppropriate traini ng institutions in the 

country. 

8. Irrespec tive of the available selection crite ria, train ing a nd development 

opportunities h ad been offered to' individuals based on personal 

re lationships, on the good wi ll of top officia ls a nd a lso as incentives. 

4.3 RECOMMENDATIONS 

1. Strategic pla ns indicate the over all organizations mission, purpose 

a nd obj ectives, as well as the strategy by which these objectives a re to 

be met. [n realizing these obj ectives, the required type and number of 
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person ne l at each d epartment, section, un it, team , etc, has to be 

clearly s pelt out through preparing clear and tra nspare n t human 

resource plan. Because, human resource is the most important 

element that is required to successfully achieve organizational 

objec tives. In thi s regard, it IS recom m e nded tha t each organizat ion 

has to clearly set its human resource training a nd developmen t plan 

both at organizational as well as departm en tal leve l. 

2 . Training a nd deve lopment pla ns meet their des ired object ives only if 

they are performed based on systematic needs assessment. ·Utherwise, 

it would be \Vas tage of resou rces as designing and imple menting 

tra ini ng a nd develo pme nt programs consume much resource in terms 

o f time, money and material. Thus, 

2 .1 Training and development needs assessment has to be 

made comprehensively a nalyzing tasks performed by each 

job holder, the organization s' environment, s tructure , 

miss ion , etc, ·and the knowledge, ski ll, attitude required of 

each job holder. 

2.2 Effort has to be m ade by the Mi nistry of Capac ity Building 

in genera l and each orga nization in particula r to build the 

capa bi li ty, particularly on human resource planning and 

performance appraisal , of those individuals who are by 

virtue of their title charged with identifying the training 

and development needs of a ll personnel in their respective 

department, team, section, unit , etc. 

2.3 The culture of relying on off-the-job training and 

development programs and ignoring on -the-job methods 

has to be reverted in such a way that both methods have 
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to be u tilized depending on the n a ture and content of the 

programs as well as on the capability and a bi lity of 

supervi sors. In this regard, it is recommended lhat the 

Mini stry of Capacity Building has to provide intensive 

train ings to heads of various de pa rtments, units, sec tions, 

etc, that ena b le them to devise a sc heme by which on -the­

job training and development methods could \;Je 

impleme nted. 

2.4 Designing and implem enting training a nd development 

programs should be regulated by policy . Therefore, there 

h as to be training a nd development pol icy both at th e 

federal as well as at an organ izational level T'1u s, the 

Ministry of Capacity Building h as to put into effect 

national training and 

correspondingly provide 

development 

technical 

policy 

assistance 

a nd 

to 

m inisterial offices in designing their own organizational 

training and developm ent policy. 

2.5 Training and developm ent programs are usua lly designed 

for two ma in purposes: to fill the ga p that exists betwee n 

what is being done and what should have bee n done, a nd 

to build the capability and poten tial of ind ivi ciu a ls for 

better future performances. These purposes could be 

rea ched out if a nd only if the right training is provided to 

the right person in accordance with the identifi ed needs. 

Therefore, it is recommended that each federal ministry 

has to set clear and transparent selection criteria that 

govern every one in the organization irrespec tive of 

h is/ her position. 
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2.6 Unless the significance as we ll as outcomes of training 

and development programs is evaluated, it is hardlv 

possible to conclude that such programs could meet their 

desired objectives. Therefore, it is recommended that 

organizations should design and institutionalize the 

scheme by which the impact of training a nd dc\c\o pme nl 

programs could be evaluated. 

3. Designing and implementing training and development programs had 

been found hindered by three major constraints : lack of budget, lack of 

adequate skills and lack of appropriate institu tion s in the country. 

Although th ese are big challenges to be addressed, the following 

recommendations are , however, forwarded. 

3.1 In a statu s of serious national budgetary defic its, it is 

difficult to address all training and development needs at a 

time. Therefore, it is recommended that 

3.1 .1 Each organization has to be fully automated so that 

with the current affair of technological deve lopment, 

it would be possible to access various programs. 

3 . l.2 Organizations should design van ous projects and 

a lso seek van ous means by which fin ancia l, 

material, as well as human resources could be 

obtained. 

3.2 The current measure that IS being undertaken by the 

government in establis hing Civil Service Reform in each 

organization has to be strengthened by building the 

capability and potentials of each personnel in the office by 
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providing in tens ive train ing particularly in the area of 

organ izational development and human resources 

management; oth erwise, it is difficu lt to expect that these 

personnel could make something differe nt. 

3.3 It is the Ethiopian Management Institute that has been 

charged with providing vanous s h ort term training 

programs to governmen t, non -gove rnment and private 

institutions all over the country since lo ng ilgO . The 

Ethiopian Civil Service College has also been pla\·ing 

conside rable role in t raining a nd educating civil servants in 

va rious fie ld s. But, 

3.3. 1 Compared to the number of civil servants in th e 

country, these institutions do not seem adequate 

to accommodate a ll the needs . Thus, it is highly 

recommended that private institutions and colleges 

be encouraged by the government to play 

considerable roles in this regard. 

3. 3 .2 Civil servants are highly di\·ersified in terms of their 

educational qua lification as \Ve ll as in the area of their 

specialization. Therefore, measures have to be taken 

by these two training institutions in diversifying their 

area of training as well as in provid ing train ings in 

more advanced levels. 
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Appendix-A 

Case one 

A case presented as written by one respondent regarding orientation 

I have worked in this orga nization for about five years. My boss has many 

years of experience. But the principle h e advocates about new recruits is so 

unique . He strongly believes that new entran ts should be panicked in order 

to make the m loyal and effect ive in the ir later performances. 

One day , a secretary was rec ruited and assigned to our office. She \I'a s h ighly 

experie nced adult woman. The first moment she started working in our 

office , s he was put under stress by the boss telling her that s he is not a good 

worker . From the next day on, s he did not a ppear in the organization and left 

out her work. Afte r some time, the reserve secretary was called on to start 

working in our office. Surpris ingly, the boss produced a letter compla ining 

that a reserve and incapable secretary is assigned to his office. This letter 

was \\'fitten afte r an hour the secretary appeared in our office for the firs t 

time. So, imagine what wou ld happen to the feeling of that secretary. 

Gen era lly, I do not think bosses give credit to orienting ne\\' empicAecs. 

103 



Appendix-B 

Case two 

A case as it was written by one responde nt regarding selection 

I do not think what is being done in our organization also happen s in o ther 

go '"ern mental institutions" A lot of new and unbelievable decis ions pass in 

our office with regard to offe ring train ing opportun ities" In the organization I 

,,"ork, a training opportunity in technical fi eld was obtained" The tra ining ,,"as 

meant to improve the competenC\" of experts" Therefore, prospecti'"e trainees 

need to have basic knowledge in the a rea of e ngineerin g" However, as the 

training was to be conducted in Europe, it ,,"as th e organ izations' lawyer ""ho 

,,"as sent for the tra ini ng" 
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Appendix - c 

ADDiS ABABA UNiVERSITY 

SCHOOL OF GRADUATE STUDiES 

DEPARTMENT OF EDUCA T/ONAL PLANNING AND MA ,VAGEMENT 

A STUD }' ON " THE PRACTICE AND PROBLEJ'vlS OF HUMAN RESOCRCE 

TRAIN ING A,YD DEVELOPMEJYT fN SOME FEDERAL M IN ISTRI ES fN ETHfOPl-1 

A OUESTIONNAIRE TO BE FILLED OlJ BY EXPERTS AND .I-fANAGERS 

I' he purpose of thi s questionnaire is to gather dala regarding the practices that ha" e been 

o rr ied out by the Federal Mini sterial Offices in building the capability and pOlenlial of lhe ir 

hu man resources (staff) through various training and development programs fo r the lasl lhree 

\ ea rs: tha t is, si nce 1994 E,C, and also tri es to invest igate the problems that ha\'e been 

encountering suc h endea"ors, 

Th is study is purely academic and thus would not affect you in any case , Howewr, the 

lindi ngs of the study and the recommendat ions lorwarded are bel ieved to pro\'idc \ aluab le 

inpul for civil service organizations regarding trai ning and deve lopment of their human 

resources, So, your genuine, frank and timely response is vi tal for the success of the study, 

Therefore, you are kindly requested to respond to each question item careful I,', 

I, No need of wTit ing your names 

2, Where alternati,'e answers are given, encircle your choice, Where as for the tables , 

insert the numbers indicated corresponding each option, 

3, The term "manager" in this questionnaire refers to team leaders , section heads, 

di\'ision heads, services heads, department heads, commissioners, ministers, etc. 

\\'ho have the autho rity to supervise others, 

Thank you for filling out the questionnaire in time" 
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<; [CT IO\ 1- P[RSO\'AL INFOR,vIATI ON 

I . . -\ gc _______ ~·ears. 

' Se,: I . :- Iale 2. Female 

.'. 

~. 

, 

Ed ucationa l at ta in men t! Quali fic ation 

I. Be lo\\ grade 12 

0 Grade 12 complete _. 

-' . High sc hoo l diploma 

~ . Co llege di ploma 

8. ~ peci fy i r an\ other 

Ficld of ; pec ial ization 

Current I)os ition 

I . J un ior ex pen 

1 [ ' pert 

J. Senior Expen 

5. Firs t degree 

6. Second Degree 

7. PhD and abo\ e 

~. Di \'ision/Sec ti on/Services/ Team Leader. 

S. Department Head 

6. Commissioner/ Minister 

7. .-\ ny other __________________________ _ 

6. Ho\\' long have you se rved on the current position') __________ Years. 

7.1-10\\ long have you lO tally served in th is organization" ________ Ycar, 

8. Which do you belong to according to the organizati onal struc ture of your ofti ce" 

I. Staff Personnel (.\~Jr.: nm) 2. Line Personnel 
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SECTION 11- ORGANIZATION'S STRATEGIC PLA N 

Ind ica te \'our react ion to the fo llowing statements inserti ng the 1ll111l0crS II r,'r strongil 

di sagree : 2=for disagree; 3=for fa irl y agree: -l =fo r ag ree: 5= for strong ly agrcc) in each bo.\ 

corresponding to eac h item. 

Slro l1g~r Disagree F(lir~)' Agree Slrollg~r 

Questioll irem disagree agree agree 

(/) (2) (3) (4) (5) 

I The organization has a clearl y de fined strategic plan 

2 rh ~ obj ectives and guiding princip les of the Stf2tCgic 

plan are well com muni cated to all members of the 

orga nizat ion 

I 3 
The organization has clearly detined hum an resource 

I [rai ning and dc\"e!opmcnt plan 
I 

<1 Th" organi zation' 5 training and development plan IS 

HKorporated in the organization's strategic plan 
, 
I , 

5 Eac h de partment has clearly de fined strategi es In 

achiedng the over all organi za tiona l objectives 

6 Each department has formal train ing and development 

plan 

7 Eac h depal1ments training and development plan IS 

incorporated in 10 the over all organizations strategic 

plan 

SECTION III-TRAINING A:-';D DEVE LOPMENT POLICY 

I. Does your organization ha\e formal \\Titlen training and dnelopment poli,\ .' ( Ii' \ our 

answer is 'No ' go to questi on number 5 below) 

I . Yes 2. No 3. Do not know 

2. Is the policy well communicated to all members of the organization? 

I. Yes 2. No 
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, If \'our ans\\'er to the abo\e question IS "Yes". hOI': was it coml11unicated') (More than one 

option can be chosen) 

I, Di stributed through leanets to all members of the organizat ion 

2, Publi shed as manuals and di stributed to eac h department unit/team/sec tion. etc 

3, Through br iefing sessions 

.f. Through orienting nc\\' recrui ls 

), lVlent ion if the organization uses any other me thod ____________ _ 

-I. Ila\'ing formal written train ing and de \'elopment po licy at an organi zat ional level has a lot 

of advantages. some of \\ 'hich are li sted below, Ra te the ad\'antages as I =ve ry low: 2=1011'; 

3=medium: -l=high: 5=\'ery hi gh. \\'hieh your organ ization has benefited as a result of 

ha\'ing the pol icy. 

, 'ery 10 IV Low 
, 

,'vler/ium fli f'" I "ery 

I 

, 
Question itelll II) 0) (3) (4) high (5) 

J Ensured con sistency of action I 
, Helped to make erfective decisions -

j JJeJped 10 maintain continuity of trai ning and 

development activities 
I . -

4 Provi ded equal treatment or all indiv iduals I 
; Facil itated Ih..:: human re~Ullrc e plann ing activity 

6 Provided guidance for designing and c,ecution of 

training and deve lopment programs 
I 

7 Helped to priorit ize train ing and development activi ties I 

5, If yo ur organizati on does not hale training and development policy. what is(are) the 

reason(s) behind?( To be answered only by managers) 

I, Lack of guideline to fo rmulate the policy 

2, Lack of knowledgeable special ists in the organization to deve lop the policy 

3, Lack of budget to fo rmulate the po li cy 

4, It has not been gi\'en serious attention 

5, Please mention if there are other reasons, 
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SECTlO:\ IV- TRAI.\iING AND DEVELOPMENT NEEDS ASSESS:VIENT 

I. Has yo ur organi zation. department. team, etc conducted training and development needs 

assessment since 199.+ E.C ? (I f your answer is "No", go to Question 1\0. 10 Belo\\ ) 

I . Yes 2. No 3. Do not know 

If your anS\\ 'er to the above question is '·Yes". indicate \'our reacti on to the fo llowing 

statements i nserling the numbers (I =for strongly disagree; 2=for di sagree : 3=for fairly agree; 

'+=fo r agree: 5= for strong ly agree) in each box corresponding to each item. 

i Slrol1g(r I Disagree Fair(r I .- tgree Strollg~r , 
I Ques(ion item I disagree lIJ.:ree flgree 

I I 
, 

(/) (2) I (3) 0) (5) 
I 

I Each individual ill the organization has been given 
I 

the opportunity to identify his own training and i 
I 

development needs irrespect ive of hi s her position I 

" Train ing and de \'t~ ]opment needs of each I 
~ 

individual 111 each unit, sect ion, team or i 

depaJ1ment has been identified by immediate I , 
supen';sors I I 

I 3 Tra ining and dc\"e!opment needs in the 

organ ization have been identified b> the training 

depanment/coordinator officer (ornil thi s question 

I if there sllch posit ions or tit les in 
, 

are no your 

I organ ization) 
I I 

~ It has b-:-cn top-level managers who authoritatively 

I determined training and development needs or 

I each departll1en lfunil section/etc 

5 Training and development needs had been 
I 

identified through ana lysis of the culture, I 

I structure. plan, objecti\'e, etc. of the organization 
i 

6 Training and development needs had been I 
identified through ana lysis of the tasks perfonned 

by each jobholder 

7 Training and development needs had been 

identified through analys is of the knowledge. 

skil ls. anitude, etc. , of each individual 
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8, Once lr;1in ing and deve lopmenl needs arc ide ntiti ed, lhe\' ha\ 'e to he prioriti zed \\'hich of 

the to llo \\ 'ing factors does your organ ization considered in prioritizing nccd :< l ' .1 \ \1'1 .. ' than 

one response can be chosen) 

I. ,-\ \ail ab ilit\ of budgel 3, Trainees' capabilitv and le \',,1 of moti\at ion 

, Importance and urgenc\ o f the need 

, ,-\11 the identified needs are equall y treated 

6, \ ,Ienlion if there are other facto rs 

4, rhailabi lit y ai' training instil ulio ns 

--------------------------------
9, Ho\\' does yo ur organ ization gather in formation in ana l\zing training and de\elop mC nl 

needs' ( ~ I ore than one response can be chosen) 

1. Conducting survey 3. Performance re\"iewing 

, Obse rving h o \~ individual s are performing their tas~s ..f. Conduct ing group di sclission 

5. l r' there are all> other meth ods . ment ion pl ease ____ ___ _ ____ _ 

la, If \('ur organization does nOl have conducted lraini n~ Jnd de\'elopmcnl nccd , , ' · ,"Illenl 

at al l. \\hat is (are) the reasonls) for that" 

] , The organization does not have spec ia li sts lO undertake lraining and de\'elopment 

needs assessment 

, There is nO adequate budget to conduct traini ng and dnelopment needs assessment 

_, Managers at each le ve l do not have adequate skil ls to conduct lra in ing and 

development needs assessment 

-l, There is no trai ning need at a ll in the organizalion 

, Attenlion has not been give 

6, If there is(are) any othe r reason(s) please specify ________ _ ____ _ 

SECTIO,", V- TRA1 NING AND DEVELOPMENT OBJECTIVES 

I. Has your organization designed any training and deve lopment program for its nOIl­

supcf\' isory employees and managers during the past lhree years0 

1. Yes 2, No 

2, Does the organi zalion set object ives before the design !implementati on of trai ni ng and 

dewlopment programs? 

I. Yes 2, No 3. Do not know 

110 

/ 
/ 
/ 
I 



_'. If YOll r answer IS "Ycs". do thc obj ectives clearl y and preci se ly indi cate the e"pected 

olltcome0 I. Yes 2. No 

-I . II' VOlIr answer to question number 1 is "Yes". what was (\\'e re) the ma in fOC lIS of the 

programs0 (More than one option can be chosen) 

I. On improving job performance of nOI1- s:l pe rvisory employees 

2. On improving job performance of team kaders and de partmen t heads 

3. On bui lding the capability and potentia ls of managers (team leaders. di vision head . 

sec tion heads. department heads , etc) 

4. On introducing new mcthods, procedures. etc., to employees and managers. 

5. Any other, specify pl ease _ ____________________ _ 

SECTION VI- TRAI:\I:'\'GS RECE IVED SINCE 1994 E.C 

I. I-lave YOLI attended any training or education program since 199-1 E.C0 

I. Yes 2. No 

o If your anS\\'er is "Yes". who designed/arranged the program0 

I. The organi zation 2. The Mi nistry of Capacity Building 

J. The Federal Ci\'il Service Commission 4. The 1'vlini stry of Education 

5. Do not ktlO\\' who 6. Any other. specify ______ _ 

, Please indicate the kind(s) of program(s) you ha\ e attended si nce 1994 E.C (More than 

one opti on can be ch.osen). 

I. Short term seminars, workshops , conferences, etc 2. Vis it tours abroad 

J. Vis il tours to other organizati ons in the country 4. Coac hed by immediate sll pen'isors 

5. i\ lentored with in the organization 6. Educated in a higher learn ing institution 

7. Formal education through distance learni ng 8. Educated abroad through scholarshi p 

9. Exposed to various jobs in the organization through job rotation 

-I. If your anS\\'er to question No 3 is either G or H. was the program directly rcla tcJ to \our 

job? 1. Yes 2. No 

5. If you ha\'e attended formal education programs. did you get the proper placement after 

completing the program0 

l. Yes 2. No 3. Not yet completed 
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6, i" lark ")\" ell l the ki nds of trainings ,'-OU hal 'c rccc il 'cd since 1994 E, C") 

___ _ Strategic planning 

_ ___ llulllan re lation sk ill 

___ _ Performance appraisal 

_ _ __ Change management 

____ Time managemenl 

____ Technical skills dc"elopment 

____ Decision making 

____ Financ ial managemcnt 

____ Information tec hnolog, 

____ Organizational DCI'elopmclll 

____ Risk management 

Vlention please if Ihere are any olher _______ _ _ _ ___________ _ 

", How do you rate Ihe relevancc of thc programs Ihat you hal'e attended ': 
,-- --

Quesfioll It~1ll j "ery Poor ('air Good I "err 
, 

poor(/) (2) (3) I (4) 1{00d(5) I 
I lmproq:d the effi ciency ami efl~c (i ve nL' S5 of the 

I organization I , ilnpro\"cd the capabi lir: and competence o f workers -
- 1J1l pro\"cd job perfonn ance of employees and managers 

.j Enabled to adapt to ne \ ~ Icchnologica l deve lopm ents 

5 Brought higher job satisfaction and motivation I 

6 Reduced turn over ratcs of workers 

7 Reduced complain an d absenteeism of indiv iduals , 
I 

S Brought high customer sati sfact ion 

SECT IO:\ VII-TRA I:\ING AND DEVELO I':VIENT METHODS 

Indicate I'our reac ti on to the foll owing statements inserting the numbers ( I =for strongly 

di sagree: 2=for disagree; 3=for fairly agree; 4=for agree; 5= for strongly agree) in each box 

corresponding to each lem, 

i 

, 
I 
I 

Strol/gly Disagree Fairly Agree Strol/g!)' I 
Questioll item tlisagree(I) (2) agree(3) (4) agree(j) 

1 The organiza tion form ally arranges , 
orientation programs to all new recruits I 

12 The organization has a fonn.lI\, set I 
I oriellla tion check list 

3 Each department head team leader etc takes 

part in orienting new emp loyees I 
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I Strollgly Disagree F(fir~1' ,· Igree S trollgly 

Question item , disag ree( I) (1) agree(J) ( ~ I IIgree{S) 

-l Top orticia ls invoh e in orienting new recru its 
I , Orienuuion IS conducted on l ~ when the 

organ ization rec ruits many indi\ iduals at a 

, time 
I 

! 6 Orien tation programs focu s on introducing I 
I nc\\ recruits to peers and co~\Vo rkers 

! 7 Orientation focuses on the organi zation's 

I mission. cul ture. rules, regulation. policies. 
I I etc 

, 

I s Oriental ion fOCU 5CS on introducing nc\\ 

I recruits about their jobs 

9. if your organl zatlon has not been arrangll1£ Ori en tation programs to ne\\ r~cr l1· · ' . \\ ha t IS 

(are) the reason( s) t'or that0 

I . It is costl y and ti me consuming 

2. The organization usuall y recruits experienced workers 

3. Rec ruits must be left free to learn about the organizat ion by themselves 

4. The organization is not as such complex to new recruits 

5 . . Attention is not given to it 

6. It'there is (are) other reasons mention please ___ ________ _ 

10. Which of the. fol lowing methods are used in your organization across all departments. 

teams, secti ons. etc., to train and de,·elop employees and managers0 (More than one opt ion 

can be chosen I 

I. Mentoring 

2. Coaching 

3. Job rotat ion 5. Case stud,· 

4. Understudy assignments 6. None of the above methods are used 

II . How do you come to learn about your manageri al skills? (More than one option can be 

chosen)/Please omit thi s question if there are no any persons under your supefli sionl(to be 

answered onl ,· by managers) 

I. Tlu·ough various workshops, sem inars, etc 

2. Through guidance and ass istance from immed iate supefl·iso r 

3. Through experience at work 

4. Through formal education at higher learning institutions 

11 3 



I 

). Th rough di stance cd ucation 

6. If there has been other ways. ,pec iry please ________ ___ ___ _ 

SECTIO N YIII-EVALLATIi\'G TRAI NING A"D DEVE LOP.\I ENT PROGRA\I S 

Indicate your reaction to the !a llo\\ing questions inserting the numbers ( I 1', \1 < r ::g l; 

Ji sagree; 2=for d isagree: 3=for fairly agree: 4=lor agree; 5= lo r stro ngly agree) in eac h box 

(L)rrespondi ng to each question item. 

Srrollg(v Disagree Fair(\' Agree Strongly 

Question item disagree agree agree 

1/) (J) (3) (4) ( 5) 

The organizat ion keeps records of all courses, I I 
semInars. conferences. etc attended by each I 

I 
employee and manager I I 

, 
Each departme nt/section team holds discussi ons 

I 
-

\\ illl indi viduals afte r ha\"ing completed a training 

program? 
-

The organization has a formal assessment format to 

get feedback from indi\ idua ls after a trai ning 
, 

I program is com pleted? 

J The organi za tion has a scheme by \\ hich the 

outcome or the e ffect of training and de\'elopl11ent 

program is eva luated? 

SECTION 1:-:- CONSTR -\INTS TO TRAI NING AND DEHLOPME\T 

I. Since 1 99~ E.C, has your o rgani zation faced \\ith any problem in designi ng/ implcmenting 

any trai ni ng and deve lopment program? 

I. Yes 2. No 3. Do no t know 

, If "Yes", \\·hat kind ofproblem(s) has it facecl \\ith?(Multi ple respo nses are poss ible) 

I. Lack of skill in identi fy ing training and deve lopment needs 

2. Lack of adequate budget 

3. Lack of appropriate training institutions in the country 

4. Mention please if faced with other problems _ _ _____ ___ __ _ 
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I , 

_ , Ilow did yo u overcome these prob lems') 

SECTION X-SELECTION CRITERIA 

Indicate your reaction to the following questi on items in se r~ i ng the numbers (I = for strongl y 

d isagree: 2= for di sagree: 3= for fairl\' agree : ~=ro r agree: 5= for st ro ngly agree) in each box 

co rresponding to each tem, 

-
Strongly Di.Hlgree Fair!r ' Agree I Sfro l1g~r 

Questioll item Disagree Agree Agree 

(I) (2) (3) (4) (5) 

I The organ ization has clear and transparent I I 

I criteria in se lecting individual s for training I 
and educa tion 

I , The selec tion criter ia are wel l commu nicated I -, 
I to all members of the orga ni zation 
, 

I 3 Training opportunities are usually· offe red to 

individua ls as incen ti\"es I 
, 

-l Training opportuni ties are usual I: offered to ! 

perso na I I I ind ividua ls w ho have good 
I 

relationships \,-it h their immediate i 
I 

SlIperY l sO rS i , 
I 5 Training and de,'elopment programs are , 

arranged to individua ls on the good will of 

immediate supervisors 

16 Training and de,'elopment opportun iti es are I 
I I 

I 
usual I\' offered onl, ' to the se lec ted few 

I 7 Training and dewlopment opportuni ti es are 

I usually offered to the line personnel than the 

staff personnel 
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i\ppcndix-J) 

List of Sam pIc Organizations 

N:IIIlC of the S:uuplc orgallizalioll Thl' Ministry the org:lIli:",aliulI belongs No (If Nil. No. '1'01:.1 lie) of 

DcpartlllclllS SCl'liolls Expert..,: Employees 

I. Ministry of Tradc and Industry, the head ofTil:c Ministry of Trade and Indust ry '! 9 11 2 lOS 

2. j ·: thiopian IUlJcslllH,:nl Autho rily Ministry llfTradc :md Industry ·1 (, JO X4 
~~ - - -- - -- -

J. Ministry ur Ikvdupl1l t.:lll inrraSlnI1.:1UrC, tlie he:ld olrl(1.: tv! Illisiry or I h.!vclopllH.:n\ II I rr:lstrtll"ll1l\" I, ·1 \I S(l 

4. Ministry of Fi nance and Economic Development. the Ministry of Finance and Economic 

head office Development :!O (, 114 X99 

5. National Ollie!.! o f Popu lation Ministry of l:im11lel: ,llld Ecollomic 

I k vdopmclI l .I ,I IX V) 

6. Min istry of Mincs, tIlt..: hc'ld oDicc Millistry or Minl.:s " 'J 103 244 

7. The Ethiopian Geological Survey Ministry of Mines 10 15 Ilg ?gO 
-

X. Natiolla l S!;i!;lltitk EquiPIll!;l1t C!;l1h:r Minist ry ofCapa!;i ty Building. 1 I~ .11 1)5 

- - - -
Total 51) (32) (,5(.1 ·1 ) 577 (10·1) 25J2 

Rl.: prl.:sl.:llt alion Rate 54.24!Yu 52.31% 18.02% 
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