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ABSTRACT 

The purpose of this study was to assess the practices, which were carried 
out by TVET Institutes of North Shoa Zone in m anaging their human 
resource during the last five years . It was also to investigate those factors 
which affect these efforts and thereby forward suggestions to improve the 
situation . To this effect, the practices and major factors affecting 
planning, recruitment and selection of the staff, their utilization, 
professional assistance, training and development, and performance 
appraisal of employees were the major areas of investigation. 

A descriptive survey method was employed to reveal the present state of 
staff management in the institutes. Th~ sample TVET Insti tutes were 
selected from North Shoa Zone of Amhara Region based on availability 
sampling technique . The subjects of the study were 42 teachers 
(trainers), 34 members of the non-teaching staff, 21 academic heads, 10 
members of employment and promotion committee, 3 principa ls , and 3 
TVET Commission experts. Purposive, availability, and quota sampling 
techniques were used to select zone, institutes, and subjects of the 
study. The required data were obtained through questionnaire, interview 
and observation of document s. The data gathered were analyzed by 
employing frequency counts, percentages and chi-square test. 

The findings of the study revealed that practice of preparing human 
resource plans a nd forecasting of staff needs were extremely low mainly 
due to lack of attention and the necessary skills of the staff managemen t 
Most of the members of EPC did not obtain any orientation on staff 
planning, recruitment and selection techniques. The m eth ods mostly 
used to select staff were job advert isement, colleges candidates 
graduated from, professional associations and transfers. The practices of 
designing and implementing human resource plans , professional 
assistance, training programs a nd stafLutilization were extremely low 
because of financial inadequacy and lack of skilled personnel. 

In light of these findings, the following recommendations were forwarded. 
(1) Developing managerial skills of principals and other concern ed 
personnel through constant training and providing more autOnomy for 
the institutes to mange their financial and human resources; (2) 
Expanding colleges which train TVET professionals; encouraging private 
colleges to provide training in various fields at different levels ; (3) 
a llocating adequate budget as well as expanding income generating 
activities in the institutes to improve financial scarcity; (4) lmprovlIlg 
working conditions (5) providing a substantial attention to HR M 
activities. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This part of the study deals with the background of the study, statement 

of the problem, significance, delimitation, limitation, research 

methodology and procedure of the study, definition of terms, and 

organization of thc study. 

1.1. Background of the Study 

People with a range of abilities, talents and attitudes a re essential 

elements of any organization. They set the over a ll strategies and goals, 

design of work systems and produce goods and services. Thus, on 

account of the roles they assume in organizations, people become human 

resources (Bratton and Gold, 1994: 5). In short, managers and employees 

taken together represent the human resource of an organi73.tion . Human 

resources a re the most important resources of an organization because 

without effective human resources, it is simply impossible for the 

organization to achieve its objectives (De Cenzo a nd Robbins, 1999:5). 

According to Cowling and Mailer (1981: VI), the term 'human resource' is 

chosen as it reflects a commendable modern emphasis on treating 

employees as valuable resources requmng expert selection and 

development. Accordingly, people employed in organizations are viewed as 

resources that must be given careful and expert attention and should be 

managed to produce the utmost benefit (Graham, 1983: 1; Nininger, 1982: 

1). Managing human resource effectively influences not only the expenses 

associated with achieving the organization's mission but a lso its 

effectiveness. The ability of an organization in the process of planning, 

organizing, directing and controlling the procurement, development, 

compensation , integration, and maintenance of human resource and 



finally the accompli shment of personal, organizational and effectiveness 

(Flippo, 1984:5). 

In an organization, management of human resource includes activities 

such as staffing, recruiting, selecting, developing, utilizing, rewarding, 

maintenance, and employee relations. The activities could be categorized 

into fou r basic functions: s ta ffing, tra in ing an d developmen t, motivation 

a nd maintenance (De Cenzo a nd Robbins 1998: 12-18) . The purpose of 

these human resource management (HRM) activities is to im prove 

employee performance and to enhance organizational effectiveness by 

bringing about well qua lified, competent, and experienced people for jobs 

at all levels and in all d epartmen ts of an organization. Mondy and Noe 

(1990:5) s tated HRM as "utilization of the firm's human resource to 

achieve organizational objectives". In genera l, an effective system of 

human resource management must ensure conditions of service, which 

a re appropriate to the professional development of employees. 

The Educational and Training Policy of Transit ional Govcrnment of 

Ethiopia (TGE, 1994) was formulated to employ conducive environment to 

the managemenL of the educational system. The policy has given special 

attention to strength en and expand edu cation , decentraliza tion of 

management, efficient and professionally coordinated participatory 

system. Technical a nd vocational training has been de signed to prepare 

tra ined m anpower to be engaged in various branches of the economy in 

the country, Ethiopia. Thus, technical and vocational education and 

train ing (TVET) has been brought to the center s tage of the educational 

system. The government h as attempted to obtain general public supporc of 

the education and training reform including the new approach to school 

governance a nd organizational structure . As a result, TVET has been 

changed in a lmost all aspects of its historical composition, including 

physical designs and training methodologies. 
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TVET Institutes, as any other social organizations, need effective human 

resource management. They require trainers (teachers) with technical and 

pedagogical skills and industrial work experience. They also require 

competent non-Leaching staff, which plays a variety of supportive role in 

assisting the ins titutes, to achieve their objectives. Those qualified people 

are costly to t rain or attract from external sources to the teaching 

profession . But without such qualified people, even the best planned 

training programs could not be effective . On the other hand, the TVET 

program is devised to enable trainees develop working skills, knowledge, 

and attitude that would enable them secure employment in the labor 

market or create their own job (MoE, 1995E.C: 11). Thus, to prepare these 

trainees to be able to fit the requirements of work and further training, the 

problems of qualified trainers (teachers) and the non-teaching staff need 

to be alleviated. 

The other issues and problems in managing human resource are relDted 

to the educational reform and decentraliza tion of management. Regarding 

th is issue, Webb and Norton (1999:3) clearly descri\:>ed the following. 

"Developments like educational reform and restructuring, changes such 

as decentralization of school system management and local decision 

making have raised new issues and problems in human resource 

management" (Webb and Norton, 1999:3). 

These constant changes of environmental conditions, government policies 

and regulations, uneven economic growth patterns, etc . have affected the 

institutional performance . These changes and the continuous expansion 

of TVET InstituLes contributed to the desperate shortage of qualified 

trainers, other professionals and talent administrative and support staff, 

particularly in rural areas. 
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The type and profile of Lrainers (teachers) and non-teaching staff at TVET 

Institutes m ight be deLermined based on the country's socia l, political, 

and economIc development level. In our country, the mInimum 

requirement to train in TVET Institutes for teachers, principals, guidance 

& counselors is a firs t degree and for workshop assistants is diploma 

(MOE, 1995 E.C .: 51). Nevertheless, the inability of the Institutes to attract 

and retain qualified profes siona ls forced the institutes to fill vacant 

positions with people who h ave minimal or n o a ppropriate qualification 

and practical experien ce (MoE, 2006:9). Closing the existing departments 

a nd opening new fie lds of s tudy a lso has a great impact on the matching 

of demand and supply of la bor. The practice of huma n resource 

management in TVET Institutes, therefore, h as remained a ch a llenge since 

a lon g time. The issues facing th e human resource function s pose difficult 

challenges for th e institutes a nd their leaders. Therefore, practices of 

human resou rce p lanning, recruitment and selection practices, methods 

and criteria for the selection of competent personnel, their utilization, 

training and development a nd performance appra isal are the major issues, 

which demand thorough investiga tion. 

1.2. Statement of the Problem 

Organizations, even with a lot of buildings, expensive equipment and some 

impressive ba nk balances cannot achieve their goals without human 

resources. Management of human resource in organiza tions involves 

policies, procedures and differen t activities that are adopted to obtain and 

develop efficiency, to retain and s timulate th e growth of those individuals 

whose efforts a re essential to the success of th e organization (De Cenzo 

&Robbins, 1998 :3) . 

Th e implemen tation of the Education and Training Policy of Ethiopia and 

the development of qu a lified manpower at various levels mainly depend on 

the professiona l competence of teachers and p lacement of non-teaching 
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staff in the institute. However , the institutes faced different problems in 

managing their human resource. These include desperate shortage of 

qualified persons, poor management practices of the huma n resource, and 

turnover of professionals , particularly in rural areas . 

Although the government a nd authorities concerned with the issue have 

a ttempted to match the demand and supply for la bor, the management of 

human resource in TVETI s tayed to be one of the most ch allenging tasks. 

However , there is hardly any systematic research conducted to alleviate 

the problem. It necessi lated the adoption of investigation to dea l with the 

practices and problem in the present situation . _ 1 

The basic purpose of this s tudy was, therefore, to assess 'l.nd investigate 

the current practice in m anaging human resource in TVET Institutes in 

line with th e Educational a nd Training Policy of Ethiopia. It a lso tried to 

indicate the major problems with regard to huma n resource tha t a ffect the 

implementation of lhc program and then propose ways to improve the 

s itu ation in th e future. 

To th is end, th e study has tried to answer the following basic research 

questions: 

1. How do TVET Institutes in North Shoa Zone determine their human 

resource needs? 

2. What a re the methods a nd criteria that TVET institutes adopt in the 

recruitment and selection of employees? 

3. What are th e processes of staff utilization, training and development 

conducted in the TVET In s titutes of North Shoa Zone? 

4. To what extent do staff members in TVET institutes obtain 

professional support from educational managers and other 

concerned profe ssionals? 
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5. What are the major problems that affect management of the human 

resources in TVET Institutes? 

6 . What a re the prospects of managing human resource m TVET 

Institutes of North Shoa Zone? 

1.3. Significance of the Study 

This study will be important in the following m anner: 

1. It may mcrease awareness am on g educationa l m anagers, policy 

m a kers, Regional TVET commission officia ls, m ember s of EPC and 

those who manage the institutes to see issu es, practices and 

problems in man aging human resource of TVET Institutes. 

2 . It may provide some insigh t to s how up mean s and ways a s to how to 

reduce the gap" between demand and supply of labor, upgrade the 

human resource of th e institu te and utilize them with their full 

capacity. 

3. The study will a dd some knowledge a nd enrich th e existing literature 

in the a rea. 

4. The findings of this study will invite other research er s to condu ct 

wider and deeper s tudy in th e area. 

1.4. Delimitation of the Study 

The task of managing an organization combines human, fin a n cial an d 

materia l resources for carrying out its objectives. The study of a ll these 

resources at Regional a nd / or National level will make the findings of the 

s tudy more comprehellsive and relia ble. The study was; however , 
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delimited to the investigation of the practices and problems associated 

with managing human resource in TVET (10+1 and 10+2) programs of 

lhree Institutes namely: Debreberhan, Ataye, and Mehal Meda of North 

Shoa Zone. The ratio! lale behind this selection is to m a ke th e study 

manageable by making the data source as accessible as possible. 

1.5. Limitations of the Study 

The researcher had a financial constraint for the study to cover the 

regional level or th e most parts of it. The other limitation the researcher 

faced was shortage of re lated literature, pa rticularly research work 

materials in the a rea under consideration in Amhara Region . 

1.6. Research Methodology and Procedure of the Study 

1.6.1. The Research Method 

A descriptive survey method was employed in this research study to revea l 

th e practices and problems of managing human resource in TVET 

institutes of North Shoa Zone. This method is a ppropria te to describe 

what is happening at present and to secure large amount of relevant data 

as asser ted by Seyoum and Ayalew (1989:17). 

1.6.2. Sources of Data 

In this study, the data were gathered from both pnmary and secondary 

sources. As secondary sources, related literature was reviewed to acql..: ire 

more knowledge a nd gain adequate insight in the a rea of study and to 

support the findings. \Jrimary sources were also gathered from the 

subjects including t("8chc: rs, department heads, principals, non-teaching 

staff, employmen t and promotion committee, and regional TVETC experts. 

Moreover, many avai lable documents that constitute policies, guidelines, 
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regulations, reports , procedures, statistical information were consulted to 

get background data about the issue under study. 

1.6.3. Sample Population and Sampling Technique 

All the th ree TVET Institutes: Debreberhan, Meh a l Meda and Ataye of 

North Shoa Zone were involved in this s tudy; therefore, the availability 

sampling technique was adopted. The rationale behind selecting all the 

three TVET Institutes was that the population size was manageable and 

the Institutes represent relatively rural and urban areas. With regard to 

the sample population , p rincipals, department heads, teachers, and the 

administrative staff (non-teaching stafn were involved in the s tudy by 

using availability, purposive and quota sampling techniques. Teachers 

and the non-teaching staff were included in the study because they were 

directly affected by the staff management and hence had re liable and 

adequate information on the issue understudy. 

Accordingly, of the total 80 teachers in the sample TVET Institutes, 

48(60%) were included in the study by using quota sampling technique 

proportional to the total s ize of teachers in each Institute. By applying the 

same technique, among the total 76 non-teaching staff members in the 

Institutes, 38 (50%) were included in the study. The rationale behind 

taking 60 percent teachers and 50 percent non-teaching staff was to 

increase the re presentative ness of the sample respondents of a ll 

departments/ sections. Table I shows the total and sample population of 

teachers and the non-teaching staff in each institute . 
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Table I: Total and Sample Population of Teachers and Non-Teaching 

Staff in the Study 

Total Sample Percentages 
Sample Institutes population population 

T NTS T NTS T NTS 
Ataye TVETI 14 22 8 11 57.14 50 
Debre berhan TVETI 50 32 30 16 60 50 
MehalMeda TVETI 16 22 10 11 62.50 50 
Total 80 76 48 38 60 50 

, Source: The Sample TVE1 Institutes 

T= teachers; NTS=Non-teach ing staff 

The third group of respondents consisted of vice principals and 

department h eads . Among these respondents three vice principals from 

each sample In sti tute were involved based on availability sampling 

technique. Whereas, of th e total 24 department heads in the sample 

Institutes, 18 (7 5%) were selected by using purposive sampling technique. 

They were involved with a n attempt to obtain their views ard the required 

information since they were directly involved in ma naging the human 

resource of those Institu tes. 

In the fourth group, the Institutes' s taff employment and promotion 

committee were included because they were involved in th e decision of 

human resource matters. Since they were small in number , a ll 12 (100%) 

of them were selected by employing availability sampling technique. 
r-..;t 

Moreover , three principals one from each ins titute & three Regional TVET 

Commission experts were incorporated in the s tudy based on purposive 

sampling technique as th ey have direct relation with the issue under 

study. 
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1.6.4. Instruments of Data Collection 

Questionnaire and ill terview were employed as instruments of data 

collection. Four sets of questionna ire involving both close ended and open 

ended items were prepared and administered to gather quantitative and 

qualitative data relevant to the study. Three sets of questionna ire for 

teachers, academic heads, and employment and promotIOn committee 

were prepared in English language because the respondents could read 

and understand the qu estion items. The question items for the non­

teaching staff were prepared in Amharic to avoid m isinterpretation and 

misunderstanding of concepts. 

Interview was conducted with principals of each Institute a nd Regional 

TVET Commission expe rts to elicit qualitative information regarding to 

issues that require clarification. Thus, unstructtlred interview was 

employed to obtain their views, opinions, problems and prospects to 

assess the over all picture of HRM in TVET Institutes. 

1.6.5 . Procedures of Data Collection 

The data collecting instruments were prepared and given to thesis advisor 

and to two lecturers at Debre Berhan Teachers' Education and Vocational 

Training College to find out omissions, misunderstandings, and relevance 

of each item. Based on their professional comments and suggestions 

corrections were made . 

The data collecting ins trumen ts were then pilot tested at Debre Berhan 

TVET Institute to m::.ke necessary adjustments and to maintain their 

validity before the final study was conducted. In the pilot study, 10 people 

from the teaching staff and 8 from the non-teaching staff were selected. 

This Institute was selected because it consists of relatively well 
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experien ced stafr m cmber s wh o could provide relevant feedback. It was 

a lso selected with an a ttempt to get respondents s imilar to those of the 

main stu dy . Based on the pilot test, corrections such as chan ging open­

ended items to close ended, improving ambiguou s questi'm items, and 

omitting items were m a de. The sets of questionnaire were distributed to 

the respondents at a convenient time (opening of institutes) in order to 

increases the rate of its return. Moreover, a close follow-up was made to 

obtain reliable data and information. Finally, the completed sets of 

questionn a ire were collected. 

1.6.6. Data Analysis 

After the co llection of th e data gathering instruments and ensunng the 

respon ses, th e process of tabulation was carried out, expressing in terms 

of both numbers and percentages . The items of the questionnaire were 

categorized into different tables based on the s imilarities of issues raised 

to address the problem under consideration. Then, each of ~he issues was 

a n a lyzed a nd interpreted by employin g counts and percentage. The chi­

squ are (;(2) tes t was a lso employed to check whether there exist s ignificant 

differences between a ttitudes of the groups understudy on the practices 

a n d problems of HRM in TVET Institutes or not. The existing differences 

were tested for statis tical s ignifica nce at 0 = 0.05 level. 

1. 7. Definition of Terms 

Human Resource- includes a ll employees in the institute irrespective of 

th eir levels in th e h ierarchy of authority. It includes the professional, 

administrative , and fin ance personnel and support staff of the institute. 

Human resource Management- The sum of activities required to attract, 

develop and re ta in people with the knowledge and skills needed to achieve 

organizational objectives (Holt, 1993 :370). 
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Management- The effort or activity necessary to direct the individual(s) 

who work with and through people, who administer (s) farilities, funds, 

materials and other resources to achieve organizational goals (Dejnozka, 

1983:100). 

Manager-in this s tudy refers to principals, department heads, heads of 

sections, units, etc. in the training institutes. 

Non-teaching staff: - personnel who play the role of facilitating 

implementation of ac tivities of the teaching (tra ining) staff by adjusting the 

administrative, financial a nd support conditions . 

Principals - administrative heads of the training institutes who, subject to 

the institutional system policy and manages the institutes' total program 

(Dejzonka, 1983:127). The term in this study, also refers to vice pJ;"incipals 

who assist the principa ls and functioning in staff rather than a line 

capacity. 

Recruitment-a term applied to the phase of HRM that involves reaching 

out and attracting a supply of persons from which to select candidates for 

job vacancies (Megginsun, 1981:142) . 

Technical and Vocational Education and Training - education designed 

to educate and train students in specific traditional and modern field s of 

vocational skills fo r students who have completed grade 10 and show 

sufficient desire a nd inclination to train in the fields of their Choice (MOE, 

2002:44). 

Turnover - process in which employees leave organizations and have to 

be replaced (Mathis and Jackson, 1997:75). 
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1.8. Organization of the Study 

This paper consists of four chapters. The firs t chapter dea ls with the 

problem and its approach which covers background of the study, 

s tatement of the problem, significance of the study, delimitation of the 

study, limitation of the study, research methodology and procedure of 

the study. The second chapter consists of the review of the related 

li terature. The third chapter deals with presentation, a n alysis of data, 

and interpretation of th e findin gs. The last chapter presen ts the 

summary, conclusions and recommendations of the study . 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

This part of the thesis deals with the literatu re review rela ted to th t' 

issues under the study, It provides a theoretical background 011 

managing human resource: Human resource planning in eclucation, starf 

rec-uitment, selec tion, utilization, training, profession al devclupm e m and 

pc·:formance appraisal of employees, 

2 . 1 An Overview of Human Resource Management 

!t seems a ppropriate to begin with defining the term "human resuul'u' 

management", As Ival1cevich and Glueck (1989 :2) defilled hUlTlan 

resuurce management "is a [unction performed in (Jj'g"n izmiotl s thai 

facilitate the most effective use of empl oyees to achieve c; rg3 1'Jl 7.CHi omll 

and individual objectives". According [() Dessler (1 997~) human 

r<"source managem .. ~nt refers to the performance of a li rll Cl llCl geri ;1i 

functions involved in planning, recruiting, selecting, deveiuplllg, LltiliLill g, 

and maximizing the potential of the human resource Le the u"' ,;l 

achievemtnt of rhe organization's objectives. 

Like any other social organlzations, educational in stitutes rtlLlS I eked WIL h 

[he Lasks of structuring, m a naging, and giving di rection co a cwnpkx llli i: 

ot' human and materi21 r,~SOl.1 rces. Human resou rce mclllclgc lll('l1l !II II", 

educational institutes is pan of the process of mClnagclT! ·: m \\' hie:', 

ro (' us~s on the peoplr side of mallagement to meet Lhe objec ti'le s u[ the 

ir,stitu~e, In educational institutes.! the foc us 0 11 human rc ,;()drCt 

rrJe"Lnageroen! is of the gre8tcsL irnportance, but not diiTen'lIl 11. k111C! /" ]" (, 111 

!In; probleIT1 ~; c::ncl issues that face htunar, resot,rces (:l s(:\\ · !]{.:r~ · t ~Ll i lSt J :·I . 

19<JS:L Riches & Morgan, 1989:1 2) . 
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The pUt-pose of human I-e source managerncn L, accol'cI i 11 g i" <: r:d1.11 Jl 

(1983: II), is to ensure that employees of an organizati on a l'e used ill 

s uch a way that th e organization obtains the greatest poss iL>le benefil 

from their abilities and the employees obtain both material nncl 

psychological rewards from their work. Human resource ma nagenlelll 

achieves its purposes by meeting the objectives of the soc-iet\', Ihe 

organization and the people working to the organization, Henl'e, the day­

to-day activitie s of human resource m a nagem ent according to Cluecl< 

(1982: 13- 15) are d irected to the realization of: 

1. Societal objectives: to be responsive to the challenges and needs 01 

society whi le minimizing the negative impact of such demand::;, 

2 , Organizational objectives: to recogl1lze that human resource 

Ill':'ln;1 gcI11cnl exis ts to contribute to organizat.ion a l e frectiv eness, sO il i~. 

;lot a n elld in itself r ather a means of he lping the o rganizali LII " Ll,:il iL'VL ih 

pr llnal":'vT objectives . 

3, Personal objectives: to assis t employees in ach ievin g Lbelr per'-;oll"i 

goal::; al leastll1sofar as this goal enhances the individu Cl is ' ('Dntrii.>lIL i"ll 

to th e organization (Glueck, 1982: 13- 15), 

2.2 Dev eloping a Foundation for the Institutional Human 

Resource Decisions 

2.2.1. Strategic Human Resource Planning In Education 

Strategic human resou rce planning (SHRP) is a proces::; uf linkl11l!, Li~c' 

efforts of human resource planning 1:0 the su-ategic d ireclion of t!w 

institute , SiiRP focuses on curren t decisions and thei r fucul'l ' 

\iTlpl ical iolls, lls purpose is to e nsure the most effe ctive use "f' hUI1W!l 
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2.2.2. Human Resource planning in Education 

2.2.2.1 Conceptual Definition 

Human resource planning (H RP) is the foundation for decision of institute 

human resource needs of both the professional and the support staff. 

Human resource planning, as stated by Cole (2002: 138), is "any rational 

and planned approach to ensure the recruitment of sufficient and suitable 

staff, their retention in the organization, a nd the optimum utilization of 

the staff and the improvement of th eir performance" . HRP is concerned 

with identifying the institute's human resource demand and devising 

means to ensure sufficie nt supply of labor. Organizations u se huma n 

resource plann ing to (1) analyze business plans to establish future human 

resource requirements, (2) es timate future human resource availability, (3) 

reconcile requirements and availabilitie s, and (4) formulate action plans 

that contribute to the organization plan achievements (Heneman IJI , et a I. , 

1996: 2 04). Human resource planning, therefore, helps to make decision 

about recruitment, avoidance of imbalances in distribut ion of manpower, 

formulate transfers, training and development numbers and categories, 

labor cost estimation aud so forth. 

The u ltimate success in human resource p lanning, as stated by Cascio 

(1991: 117), depends upon several facto rs su ch as: 

1. Th e degree of interaction of human resource planning with strategic 

planning activi tics ; 

2 . The quality of data base used to produce th e personnel inventory 

a nd forecasts of human resource demand and supply; 

3 . The caliber of the programs established to achieve human resource 

objectives, and 

4. The organization's ability to implement the program (Cascio , 

1991: 117). 
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The efficient use of human resource is a continuous problem in TVET 

Institutes. Some of the is»ues Lhat occur repeatedly include the availability 

of qualified persons to fill jobs, the maintenance of the quality managerial 

talents in the face of rapid economic, social and technological changes, 

and controlling the substantial labor costs of high talent personnel 

(Simon, 2004 : ). 

2.2.2.2. The Human Resource Planning Process 

As Cascio (1991: 218-220) suggested human resource planning is a two­

s(ep process: 

1. Anticipating and respond ing to needs emerging within and outside the 

organization to determ ine priorities and to a llocate resources where they 

can do the best. 

2. Planning program :; f011 0ws the analysis of need. Activities and programs 

relate directly to current and anticipated issues and they must be 

evaluated in terms of needs, costs and expected results . 

The steps involved in this process include forecasting future needs, 

analyzing the availability and supply of people, drawing up r;:ans to match 

supply to demand , and monitoring the implementation of the plan . 

2.2.2.3. Human Resource Planning Components 

Human resource planning has two components, namely, human resource 

requirements and human resource availability forecasting. 

Requirement fo recasting involves determining the number and type of 

employees needed by skill level and location to realize the institute 

objectives (Mondy et a!., 1999 : 152). In forecasting process, institutes need 

to consider the pas t use of human resource, future ins titutional plans, 
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gen era l econom ic tre nds and other factors such as anticipated internal 

turnover, enrollment m crease, budget constraints and a llocations 

(Chandan, 1997:275). 

Availability foreca s ting, on the other hand, is "the process of determining 

th e source of employees with the necessary knowledge, skills and abilities 

needed by the organization" (Mondy, et ai., 1999: 153). An institute may 

secure such employees from with in it ; form the outside, or from a 

combination of the two sources. Thus, an an institute looks into both 

internal sources (curren tly existing employees) and externa'. sources (the 

la bor market). 

By a na lyzing th e requirements and availability, an institute will determine 

whether it wi ll have a surplus or shortage of employees . If surplus is 

projected , m ethods such as restricted hiring, reduced hours, early 

re tirement a nd layo ffs mus t be applied to reduce the number of employees 

while shortage forecast calls for external recruitment and selection 

(Mondy, et a I. , 1999 :150). 

The skill levels being sought de termine the relevant labor market. 

Forecas ting can ass ist in identifying where potential employees may be 

found as well as for predicting the types of individuals that would likely 

succeed in the institutes . There a re at least four basic terms used in 

forecas ting . These are : 

a . Long- term t rend: - projection of dem and for the institute 's 

labor requirements for five years or more into the future. 

b. Cyclical v:triation: - reasonable predictable movements such 

as change in economic conditions, societal pressure etc . 
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about the trend line th a t occur over a period .)f one to five 

years. 

c . Seasonal variations: -are predictable changes that occur over 

a period of one year. 

d. Random variations: - refers to change, which occurs without 

pattern. (Mondy, et aI., 1999:150). 

Thus, random variations cannol be plann ed . Ins titutes need only be 

prepared to deal with these variations while the first three are predictable 

and can be planned. 

2.2.2.4. Factors Limiting the Implementation of Human 

Resource Planning 

In practice , human resource planning can be difficult and often 

inaccurate . Some of the factors limiting implementation of human 

reSOLlrce planning according to Graham (1983: 119) are: 

> The type of institutes: some depend on political decisions; others 

work on a tendering basis, so that plans can only be s h ort-term; 

~ Resistance of employees to the cha nge expressed in the plan; 

>- The difficulty of making accurate forecasts of social and economic 

changes; 

> The goals of the controlling interest in the Institute; 

~ The need to have very complete and accurate employee records, 

maintained for at least the last five years; 

}- Recruitment plans, which may be impossible to put into practice due 

to scarcity of finance. 
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2.3 Recruitment and Selection 

2 .3. 1 Recruitment 

2.3.1.1 Conceptual Definition 

Educational institutes enter into recruitment activities to add, to 

maintain, and to readjust their total human resource in accordance with 

the human resource requirements . According to Saiyadain (1988: 65), 

recruitment may . occur eith er due to transfer, promotion, retirement, 

termination (or death) of employees or the expansion, diversification, and 

growth of the organization . 

Recruitment, as Mondy, et al. (1999:147) defined, "is the process of 

attracting individuals on a timely basis, in sufficient numbers and 

appropriate qualifications, and encouraging them to apply for the jobs 

within an organization". It is the first part in the process of filling vacant 

positions . The principa l purpose of recruitment is to attract sufficient and 

suitable potential employees to apply for vacancies in the organization 

(Co le, 1997: 139; Prasad &Banerjee, 1981:93 and De Cenzo & Robbins, 

1996: 158). The activity of planning for recruitment begins with 

conducting job a nalysis to determine the qualification n eeded for each job 

vacancy, determining where and how to recruit for each vacant position, 

and establishing ad eq Ud. le policy guideline and procedure to direct each of 

the activities to be undertaken (Kleiman, 2003 :70). 

2 .3.1.2 Sources of Recruitment 

There are two basic source of recruitment (internal and external), which 

a re used depending upon factors such as the qualified people available in 

both sources, the economic condition and plans of the institute, its equal 

employment opportunity (EEO) condition and relative costs (Glueck, 

1982 :255). 
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2.3.1.2.1 Internal Recruitment 

Internal recruitment is the most obvious source within the institute itself. 

It is a pplied in the case of employee transfers, promotions or recalls from 

layoffs (Cha n dan , 1987 :278). Thus, internal recruitment looks for 

a pplicants to vacant positions from a mong the employees who are 

currently employed . Internal recruitment h as both advantages and 

disadvantages . 

The advantages of internal recruitment a re that, it enhances employee 

util ization , motivation , job satisfaction, and better job performance; it 

reduces turnover and in crease effectiveness; better knowledge of the 

internal candidates' skills and abilities; it is less expensive and time 

saving (job openin gs can be filled more quickly); internal candidates are 

more familiar with the institutional policies, and practices and thus they 

require less orientation (Bernardin, 2003 : 96-97). The disarlvantages are 

th a t it crea tes vacancies elsewhere in the institute , it discourages 

creativity and diversity, lack of new blood (insufficient supply of 

candidate), and it may be based on n epo tism or seniority rather than 

merit (Kleiman, 2003 : 121 - 126) 

2 .3.1.2.2 External Recruitment 

When recruiting extern a lly, a training institute should first assess its 

attractiveness in the eyes of potentia l applicants. Pay policies and 

practices are likely to influence a ttrac tion of new employees, their 

performance, retention and satisfaction. Hence, organizations may need to 

lI1crease the s tarting pay level, improve benefit package, and improve 

working conditions and growth opportunities (Kleiman 2003: 70). The 

external recruitment also has its advantages and disadvantages. Some of 

the advan tages according to Bernardin (2003: 96-98) include facilitating 
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the introduction of new ideas and thinking in to the institute 's decision­

ma k ing; increasing diversity/creativity and savin g train :ng time. Its 

disadvantages are th at the introduction of new personnel may have 

negative impac t on work group cohesion and morale; the new personnel 

take longer to learn the chain of the jobs; it can be very costly and it 

suppresses upward movement of personnel. 

2.3.1.3 Methods of Recruitment 

Wh enever an institut(' recruits the required ta len t from either internal or 

externa l sources , a varie ty of methods is available. 

2. 3.1.3.1 Internal Recruitment Methods 

Glueck (1982 :258) suggested three major internal recruiting methods: job 

po stings and self-selection, s kills inventories a nd employee referrals. 

1. Job posting: - This method a llows employees to apply for other 

positions in theins titute. Employees respond to th e a nnouncements of the 

vacancy and are considered for the position. Self-selection is a nother 

m ethod that is based on employee request even wh en vacancy does not 

exist. Therefore, employees may indicate th e positions in which they feel 

that they have th e req uired talent and interest. 

2 . Skill Inventories: - organizations, instead of job vacancy notice, may 

use skill inventories and search the files for potential qualified candidates. 

The identified candidate s are then contacted to see their interest for the 

position to apply . In this method, supervisor recommendations will also be 

taken in to account. 

3. Employee Referrals: - friends of curren t employees will serve as source 

of internal recruitment. This form of recruitment, however, will have 

adverse consequence for working and social relations on the job. Because 
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it reduces the chance for protected group members to bear about job 

vacancies unless all applicants are treated equitably (Glueck, 1982:258). 

2.3.1.3.2. External Recruitment Methods 

No organization is a ble to meet all its huma n resource needs from internal 

sources. It may not even be desirable . Thus , to meet the demand for 

talent, des ire for fres h ideas, or to replace workers who leave, institutes 

frequently turn to the external labor market (Cascio, 2003: 212). There a re 

several methods of externa l recruitment. Bernardin (2003: 99 - 104) and 

many other mentioned the fo llowing most common methods. 

1. Walk-ins / Unsolicited Applicant Files: - Institutes may accept 

applications or resumes from individuals interested in working for 

th e ins titute. This a pproach for candidate's direct application is the 

most common and least expensive. It can also provide a pool of 

potential empluyees to meet future needs. While direct applications 

a re more effective in filling unskilled positions, some organizations 

because of the ir reputation or geographical location, compile best 

pools of potentia l employees for skilled positions . 

2. Employee Referrals : -in this method, firms ask their employees to 

solicit applications from qualified friends and associates. Thus, it is 

a recruiting method through recommendations by present 

employees . 

3. Direct Links with Educational Establishments: - Educational 

institutes at all levels (colleges, universities , schools) offer employers 

the opportunities for recruiting recent graduates. 

4. Employment Agencies: - There are two forms of employment 

agencies: public or state agency and private agencies. They are used 
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to identify potential applican ts , to increase their pool and to perform 

preliminary screening. Government Agencies a re funded publicly 

and provide free placement service. On the other hand, private 

agencies charge either the employee or the employer for a p lacement 

or referral. Privatc agenCIes are most effective when the 

organization, (1) has h ad difficultly in building a pool of qualified 

applicants, (2) IS not equipped to develop a sophisticated 

recruitment effort, (3) is explicitly recruiting minorities or females, 

(4) is attempting to recruit individuals who a re not actively seeking 

employm ent and, (5) when there is a need to fill a posit ion quickly . 

5. Professional Associations: - this is professional societies or 

associa tions within a specia lized area. These include labor u nions 

and s ignificantly affect and control the supply of prospect ive 

applica nts . They control the principal supply of particular type of 

labor or give employment preferences to th eir members . 

6. Advertising: - This is common method, which can range from a 

simple classified advertisement to an elabora te media campaign 

through radio or television to attract applicants. It is often the only 

source used by ed ucational in stitutes to fill clas sified vacan cIes . 

When selecting the proper vehicle radio, television, bulletin s , 

journals or newspapers the employer sh ould rely h eavily upon the 

past results for any particular position (Kleiman , 2003:99- 104). 

The choice of a n external recruitment method (Ivancevich &Glueck 

1989:239; Kleiman , 2003 : 134) depends la rgely on circums ta nces 

surroundin g the employment s ituation. Accordingly, to decide which 

method to use, the organization should know the type of job to be filled, 

how quickly the job needs to be filled , the geographic region of 
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recruitment, cost of implementing the method, and its a ttractiveness to 

potential employees. 

2.3.1.4. Factors Affecting the Recruitment Process 

Several factors affect the process of recruitment. These factors can be 

categorized in to two internal and external to the institutes. 

2.3.1.4.1. Internal Factors Affecting Recruitment Process 

As Glueck (1982 : 251-52) suggested, the decision to recruit people with 

certain qualification, recrui tment polices, the source and methods of 

recruitment, and the evaluation of the recruitment process are internal 

factors that affect the recruitment. Human resource planning and job 

analysis a re the major factors in making decision to rer.ruit. This is 

becau se they guide the number and types of people needed, appropriate 

recruiting sources, and methods, and the evaluation of recruiting process. 

The institutiona l recrui tment policies su ch as internal promotion, source 

of recruits, who does thc recruiting, and its overall approach to recruiting 

a lso guide recruitment decision in organizations (Glueck, 1982: 250 -

252) . 

2.3.1.4.2 . External Factors Affecting Recruitment Process 

Factors external to thcinstitute, according to Glueck (1982: 248) and 

lvancevich and Glueck (1989:223) include governmen t and union 

restriction , the labor market, and candidates' preferences. 

a) Labor Market Conditions: - These are major factors in the external 

environment, which affect recruitment. When there is an excess 

number of a workforce at recruiting time, even tight screening will 
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attract more than the required number of applicants. When there is 

shortage of work force in the labor market, it m ay be necessary to 

attract a ny applican ts that fulfill the expectation of the institutes . 

b) Governmental and Union Restrictions : - Laws and regulations are 

other external factors that affect recruitment process . Government 

restrictions may affect who can be recruited, how and where. 

Unions may also restrict recruiting to the umbrella of hiring their 

members. 

c ) The Candidates' Preference: - Sometimes qualified applicants do 

not want to be hired in the institutes. The reasons, as De Cenzo 

(1996: 158-159) suggested, include image of the training institutes 

and attractiveness of the job. 

• Image of the 01'ganization: - A number of communities perceIve 

local institutes as if they a re engaged in less effective activities, poor 

quality services, unsafe working condition, or as being indifferent to 

the need of workers . This attitude reduces the chance of attracting 

application pool. 

• Attractiveness of the Job: - job viewed, as boring, ;ow paymg or 

lacking in promotion opportunity will rarely attract a qualified pool 

of a pplicants . 

Other factors include recruitment cost (budget constraints), the 

composition of the labor, location of the organization and employment 

&promotion committee unless it is well oriented and properly organized. 
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2.3.2. Selection 

2 .3.2.1. Conceptual Definitio n 

Once the recruitment activities of the institute have succeeded in 

attracting s ufficient numbers of relevant a pplica nts then follow the 

selection activities . The purpose of selection is to identify the most 

suitable a pplican ts and persuadin g them to join the organization (Cole, 

2002 : 183). Selection , as defined by Chanda n (1987: 281), is "a process of 

choosing the right candidate from a pool of applicants, established to 

achieve a good match between job requirements and the candidate's skill 

and motives". An effective and efficient selection decision improves the 

proportion of successfu l employees . 

2.3.2.2 The Process of Selection 

Organizations use a variety of selection methods and procedures in 

making selection decision. The number of steps in the selection process 

and their sequen ce varies with the type and level of. job, the cost of 

administering the particular activity at each step, a nd the effectiveness of 

a step 111 eliminating unqualified candidates (Glueck, 1982:293). 

According to Webb, et a !. (1987: 77), selection process is important to 

make improvements in the servIce of the institute. Therefore , vacant 

positions in TVET Institutes offer a chance to improve the quality and 

effectiveness of th eir training process; however, filling vacancy with 

inappropriate candidate can cause serious professiona l and personal 

problems. To this effect, selection h as to be conducted in ways that ensure 

the highest degree of success . Employment decision requires appropriate 

and valid information about the candida tes even though there is no one 

best way for proces s ing the applicants (Webb, et a!., 1987: 77). 
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The selection process may consist of various steps each of which 

represents a decision point for th e process to continue . Glueck (1982 : 

293-294) a nd De Cenzo &Robbins (1996: 17 1-1 75) identified the fo llowing 

series of steps through which applicants pass . 

1. Initial Screening Interview 

Initial screening is used when applicants a re likely to walk into th e 

employment office or job location. The organization develops some rough 

guidel ines su ch as minimum education to be a pplied to reduce the time 

and expense of actual selection by screening those who are obviously 

unqualified. 

2. Completion of Application Form 

Once th e ini tia l screening has been completed applicants are asked to fill 

an application form. The informa tion required may be u sed to record the 

applican t's identifying data su ch as name, address, te lephonc numbcr, job 

for which he is applying. Tt also includes information co.vering edu cation, 

work experience, and other facts relating to his/ her background. 

3. Employment Test 

A candidate who fu lfills the application form may be given one or more 

tests of intellect, aptitude , per sonality (ability and interests) to provide 

m ajor input to the selection process. As Atwood a nd Dim Mock (1996:45) 

stated "selection tests are used to provide standardized, reliable, and 

objective measure of applicant's skill". The type of tests used must be 

selected based on th e job requirem en ts a nd th eir value in predicting the 

probable success of the candidate on the job . 
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The selectian pracess m ay consist af vanous steps each a f which 

represents a decision point far the pracess to continue. Glueck (1982: 

293-294) and De Cc nza &Robbins (1996: 171- 175) identified the fallowing 

series of steps through which applican ts pass. 

1. Initial Screening Interview 

Initial screening is used when applicants are likely to. walk into. the 

emplaymen t office or jab location. The arganizatian develaps some rough 

guidelines such as m inimum educatian to. be applied to. reduce the time 

a nd expense af actual selection by screenin g those who are obviously 

unqualified . 

2. Completion of Application Form 

Once the initia l screening has been completed applicants are asked to fill 

an applicatian form. The information required may be used to record the 

a pplicant's identifying data such as name, address, telephone number, job 

for which h e is a pplying. It a lso includes information co,vering edu cation , 

work experience, and ather facts relating to. his / h er background. 

3 . Employment Test 

A candidate who. fulfills the a pplication farm may be given one ar more 

tests of intellect, aptitude, personality (ability and interests) to. pravide 

maj or input to. the selectian pracess. As Atwaad and Dim Mack (1996:45) 

stated "selectian tes ts are used to pravide s tandardized, relia ble, and 

objective measure of applicant's skill" . Th e type of tests u sed must be 

selected based an the jab requirements and their value in predicting the 

p robable success a f the candidate on the job. 
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4. Employment Interview 

Employment in terview is one of the most widely u sed tools in the selection 

process . It is designed to explore a reas su ch as applicant's motivation, 

a bility to work under pressure, and ability to fit in with the institute, 

which cannot be addressed easily by the applica tion form or tests. The 

process of developing and conducting a n effective interview with a 

prospective employee; therefore, requires extensive training, skill and 

experience (Webb, et aI. , 1987: 78). 

5. Background Investigation 

This includes contacting former employer s and other job- related and 

personal references to confirm the candidate's work record and to obtain 

their a ppraisal of his/ h er performance (Ivancevich &Glueck, 1989 :298). 

6 . Physical Examination 

Physical examinations are included in the selection process as a 

protection to both th e organization and the individual. They help the 

organization in determining whether the applicant is physically capable of 

performing the job. They a lso help to place the individual in the job that is 

suitable to his /her physical conditions. 

2.3.2.3 . Criteria for Staff Selection 

A well planned and carefu lly executed selection can identify a person, who 

will bring new life into the institu te (Webb , et a I. , 1987:77). Hence, criteria 

are necessary in car rying out good selection. In setting criteria, the 

characteristics of employees desired for effe ctive job performance should 

not be too long becau se it may be impossible to select a nyone . On th e 

other hand, if there is no criteria the wrong prospects are likely to be 
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selected. Thus, criteria should be set based on what the or[anization can 

offer or on the obj ective of the management (Ivancevich and Glueck, 

1989 :269-272). The criteria for s election of suitable candidate can be 

categorized In several ways : education, expenence, physical 

characteris tics , a nd persona l cha racteristics of employees, who will 

perform well in the position to be filled (Glueck, 1982: 289). 

1. Education: -The person to be selected among the applicants for a 

job should possess knowled ge, a bilities and skills, which match those 

required on the job. 

2. Experience: -Generally, candidates with relatively more and 

relevant experience are preferable to those with less relevant 

expenence . 

3. Physical characte ristics: -This is practicing physical characteristics 

such as age , sex, a nd physical fitness as relevant category of selection 

criteria whenever they a re directly related to work effectiveness . 

4 . Personal characteristics: -Personal characteristics include marital 

status and age . Organization s may prefer married employees, assumin g 

low turnover and h igh performance . They m ay also set age limits 

depending on the na ture of the job to be performed. 

These criteria a re used to compare job applicants to select the best­

qualified ca ndidate and determine his! her potential to successfuUy 

perform on the job . According to Bernardin (2003: 112-114), a successful 

s tandard s h ou ld have Lh e fallowing ba sic chara cteristics: reliability, 

validity and u tili ty . 
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.J.. Reliability: -It is an index reflecting the degree of consistency 

among th e select ion scores earned by an individual under different 

conditions. The relia bili ty of selection methods can be affected by 

administrative factors including emotional and physical state of 

candidates, lack of rapport and inadequ ate knowledge of how to 

respond to a measure . Technical factors such as individual 

differences, question difficulty a nd length of measure also affect 

reliability. 

A Validity: - It is an index of selection effectiveness and reflects the 

extent to which applicants would perform the job. It indicates the 

a ppropriateness, meaningfulness and usefulness of the inference 

made during the selection process. 

> Utility: -concerns the economic gam derived from USIng a 

particular method (Bernardin, 2003: 11 2- 114). 

2.3.2.4. Factors that Affect the Selection Process 

There are vanous factors, both internal and external, that affect the 

selection process. Glueck (1982: 286 - 288) has suggested the following: 

a) The Sector: - The sector in which the institute operates affects the 

process it practices. In public organizations such as TVET Institutes, the 

selection m ay be ma de based on political merit or patronage rather than 

pure merit selection. 

b) The Nature of the Labor Market: - the number of applicants relative to 

the job vacan cies also affects selection process. When there are more 

workers than jobs, employees find employment costs minimum. An excess 

of labor can reduce employee pressures for salary & benefit increases. 

Nature of the labor market depends on the source it recruits (national, 
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regional or local). Moreover, it is affected by the benefits or the conditions 

the organization provides (relative wage paid, the job itself and the 

organization's image). 

C) Location of the Organization: - The location of the organization 

influences the type of people it hires and the HRM activities it carries out. 

For example, A TVET Institute located in rural areas faces different 

situations than one located in urban areas. 

2.4. Induction 

Induction as stated by Graham (1983: 136) is "the process of receiving the 

employee when he/ she begins work, introducing him/ her to the 

organization and to his /her colleagues, and informing him/her of the 

activities, customs, and traditions of the organization". It includes 

comprehensive activities designed to match institute's objectives and 

employee needs . It begins with job application and continues as the 

organization or the employee requires it. 

The main purposes of induction, as stated by Glueck (1 982: 324-326) are 

as follows. 

a ) Facilitating the entry of employees by minimizing anxiety and other 

troubles into their new positions 

b) Reducing employee turnover, because initia l impressions and 

information are important to later attitude toward the job, the 

colleagues, a nd the institute . 

c) Saving time for supervisors and coworkers 

d) Increasing employee efficiency and effectiveness, and 

e) Promoting the highest level of personal satisfactions and confidence 

(Glueck, 1982: 324-326). 
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In the TVET institutes, the induction needs of support staff a re greater 

than those of the professional staff. Most of the professional staff is being 

oriented to various aspect s of institutes during their educational 

preparation programs. While many of th e support staff came to the job 

with certain skills or training but without clear understanding of the role 

of the institute, the educational process, or the working condition of the 

educational system (Webb, et a I., 1987:241). Accordingly, induction 

program must be carefully planned, sequen ced, and directed towards 

helping the new employee see th e picture of the institutes and the district 

in which the institute is located . 

2.5. Labor Turnover 

Labor turnover, according Graham (1982: 165), is "the movement of people 

into and out of the organization". When the number of workers who leave 

th e organ ization increases, a number of problems to the organization 

arise . These include inc! ease in cost of recruitment, selection, trainin g, 

overtime payment to other workers and administrative costs, less 

effectiveness of new employees, delay of work while waiting ror 

replacem ent, and possible division of efforts of qualified employees 

(Graham, 1982: 165). 

There is a very wide variety of possible reasons for employee turnover. As 

stated by Taylor (1998 : 235-238) , people become dissatisfied with their 

jobs because they may be bored with the job conten ts, frustrated by lack 

of promotion, fed up with their supervisors or irritated by changes in their 

working environment and lack of training. 

Once the reasons for turnover have been established and analyzed the 

next step must be to formulate plans to reduce it . Many authors [Graha m, 

(1982 :165), Taylor (1998: 238-39) a nd Armstrong (1999:340)] suggested 
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some methods to reduce or mainta in a stable work force in organizations. 

These include:-

a ) Identification of vanous categories of employees 

(departments, age groups, occupation), to see the turnover 

rate; 

b) Ensuring the adequacy and suitabili ty of selection 

procedures; 

c) Checking the full utilization of employees; 

d) Developing more equitable promotion procedure and 

encouraging promotion from within; 

e) Providing appropriate induction, training, and development 

1) Ensuring that physical working conditions are adequate; 

g) Communication with employees in a timely and frankly 

manner 

2.6. Staff Utilization 

The primary concern of staff utilization is the placement of people in the 

jobs that best match their skills and interests. Staff utilization, according 

to Webb a nd Norton (1999:87), is the process that maximizes human 

resource through the : 

1. Assignment of talent and competency in the best interests of 

a ll concerned; 

2. Assignment of roles: including the identification of inhibitors 

and faci litators; 

3. Recognition of individual staff difference and implementation 

of leadership styles that best fulfill the potential of a ll 

personnel. 
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4. Utilization of a vailable research results and skills to provide 

the best possible working conditions including work load, 

effective s taff supervision, and improvement practices; and 

5. Development of a healthy organization a l climate, and 

evaluation methods that enhances the maximization of 

human potential (Webb and Norton, 1999 :87). 

2.6.1. Position Assignment 

Most of the time, a pplicants are employed for a specific position in a 

department/unit of an organization. Sometimes the same vacancy may 

call for many people. Hence, one should be placed under the supervision 

of the other. This situation requires the best fit between the superior and 

the subordinate because most people have competencies that they enjoy 

utilizing and that tend to bring both the highest level of effectiveness and 

high est level of personal satisfaction (Monappa & Saiyadain, 1999: 157). 

Appropria te posit ion a ss ignment is one of the effective means for an 

organization to achieve its stated objectives and workers to maximize their 

potentials. Position assignment needs various considerations: (1) the 

s pecific nature of the position (2) the educational preparation, 

competencies and interests of the employee (3) the relationship of the 

position and the employees' characteristics and competencies and (4) the 

amount of employee motivation needed and the extent to n hich success 

can be realized in the position (Webb, et aI., 1987: 168 - 169) . 

2 .6.2. Teacher's Load Assignment 

Teacher load has to be given careful attention for effective staff utilization. 

Maximum effectiveness of the teachers will be rea lized only when each of 

them is given work, which he/ she can do best. Inequitable distribution of 
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load seriously affects the maximization of resources. Summarized teacher 

workload information is needed to make intelligent a nd defens ible decision 

of how th e talents of each s taff m ember are utilized, decis ion con cerning 

the assignment of extra duties, a nd provide evidence for the need of 

additional staff (Ayalew, 199 1: 118). 

The factors that need to be considered in the actu a l load of teacher 

include more than class s ize and number of classes, the number of pupils, 

and th e num ber of subject-matte r preparations, the length of class 

periods, the nature of subject / course taught and a dditional duty 

assignments (Ayalew, 199 1: 118 - 126). Although each employee does not 

a lways consider these workload factors s imila rly, their make up have 

certain common points that can be m easured with a reasonable 

objectivity. 

2.7. Staff Training and Development 

2.7.1. Conceptual Definition 

Training and develor:ment (T&D) is necessary for a ll categories of 

employees in all organizations. As Chandan (1997 : 282) defin ed, training 

and development "is the process of developing knowledge, skills, and 

behaviors in people that will enable them to better perform thei r current 

and future jobs" Thus, 1'&0 is given to improve worker competency so as 

to assure flexibili ty and adaptability at a ll times when need arises . The 

two terms "tra ini ng" and "development" a re u sed interchangeably since 

they a re s imila r in the m ethods used to affect learning; however , they 

differ in their time frames . Tra ining is more current day oriented while 

development is future orie nted. Accordingly , Mondy, et a l. ( J. 999 :259) and 

De Cen zo and Robbins (1 996: 237- 38) stated training as a n activity that 

focu ses on individuals' present jobs, to enha nce those specific skills and 

a bilities to immediately perform their jobs while development focuses on 
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the personal growth LO carry out future jobs in the organization. In short, 

t ra ining and development improves individual's abil ities and brings them 

more in line with the present or anticipated job requirements of the 

institute. 

2.7.2. Identifying Training and Development Needs 

The first s tep in employee development process is to exam me training 

needs. Such needs indicate the gaps between the actual and potential 

performance, which can be improved through effective and efficient 

training programs (Heneman Ill, e t a I. , 1996: 423).There a re three levels of 

an a lysis to determine organizational training and development needs: 

organizational analysis , operations analysis and person analysis 

(Bernardin, 2003: 168 - 169) . 

1. Organization Analysis: such analysis focuses on the entire 

institute to determine when within the organization training and 

development is needed . It includes the assessment of the strategic 

plans of the institute along with the results of ,human resource 

planning to identity the inefficient organizational unit and the 

appropriateness of training. 

2. Operation Analysis: - This level involves identifying the content of 

training and development for the employee to perform competently. It is 

also necessary to determine the importance of tasks and proficiency of 

employee's competency in performing these tasks. 

3. Person Analysis: - this is determining how well each worker is 

performing the tasks that make up his/ h er job. This analysis dea ls 

with two questions" who needs to be trained"? And "what kind of 

training is needed?" As many of the training needs as possible must be 

met with the available resources (staff, facilities and funds). 
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2.7.3. Objectives of Train ing and Development 

Once training needs are determined, then follows es tablishment of 

ta n gible, accurate, and m easurable training objec tives, which are clear to 

both the managem ent and employee (De Cenzo and Robbins, 1996: 243) . 

Objectives are set in order of priority until they are exhausted and then 

in tegrated into work pla n s. Without clear and concise objectives, it would 

not be possible to design meaningful T&D progra ms and to evaluate the 

progra ms effectiven ess . When the objectives a re clearly established, the 

man agement can determine the content of tra ining, a nd whether the 

tra inee , has achieved the necessary knowledge from the training or not 

(Mondy, et aI. , 1999 : 232 - 233). 

2 .7.4. Training and Development Methods 

Th ere are varieties of tra ini ng and development methods. Some methods 

a re more applicable to managers, professionals, and others to operative 

employees. However , the majority of training and development methods 

generally a pply to a ll employees (Mondy, et aI., 1999: 263). The most 

popu la r tra ining a n d development methods used by orga nizations ca n be 

classified as eithe r on the job or off the job training methods (techniques). 

The decision on th e methods (tech niques) to use for the actual training is 

often constra ined by a number of factors . These include people, who must 

be tra ined , the availability of facilities and technologies, budgetary 

conside rations , a nd the experience a nd nexibility of the tra iner (Henema n 

1lI , et a I. , 1996 : 43 1). 

2 .7.4.1. Off- The-Job Training:-this training can ta ke place on s pecia l 

courses or tra in ing a reas , which a re equipped a nd staffed for training. Of 

the job training is re la tive ly efficient from learning point of view but 
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relatively inefficient in lransferring learning from the class room to the job 

(Heneman, et a!., 1996: 432 :36). 

2.7.4.2 . On the-job Training: - On-th e job, training IS often u sed to 

supplement off the job training in the interest of faci litating improvements 

in job behavior and organizational results . According to Assey (1 999 : 16 1), 

it is th e only way to de velop and practice specific managerial , technical 

and administrative skills needed by an institute. On the job training 

becomes effective and efficient when the situation is managed carefully 

and skilled mentors offer continuous guidance a nd assistance (Heneman, 

et a!., 1996:437-439). 

2.7.5. Evaluation of Tra ining and Development 

Evalu a tion of training will be carried ou t to determine the successfulness 

of several train mg programs a nd the overa ll employee development 

process. Bernardin (2003: 180) stated the importance of evalu ation as 

!'ollows. 

It may be important to determine whether trainees are 
capable of showing the appropriate level of skill , to know 
whether or n ot trainees have changed their behavior and if 
the change was due to training. Further, it may be critica l to 
know that if the organization places a new group of 
supervisors in the same training program th at they will a lso 
improve their learning or behaviors. 

Many (Cascio, 1991 : 39 1; Heneman III , et a!. , 1996: 443 - 4S0; 

Armstron g, 1999: 53] - 532; Bernardin, 2003: 180 - 182) and others 

iden tified the following four levels in the evaluation of training and 

development programs. In each case, trainees should be assessed both 

before and after training to determine the extent to which leaning 

objectives a re achieved. 
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1. Reaction: - is designed to assess trainees' opmlOns impressions or 

feel ings regarding the training program. Trainees are asked to complete 

reac tion form or questionnaire at the end of the training to indicate the 

extent they were satisfied with th e trainer, subject matter a nd content, the 

materials (books, h all d0uts, etc. ) and other facilities. 

2. Learning: - intends to measure knowledge acquired, s kill developed or 

improved and attitude changed in the desired direction. Learning can be 

measured using paper and pencil tests (for knowledge), questionnaires (for 

attitudes), or simulation exercise (for skills). 

3 . Behavior: - th is level measures how much the behavior has changed as 

intended when workers who attended the training have returned to their 

job. 

4. Results: - organizational results provide a basis to assess the 

contribution of training programs to the organ izational objectives. 

Evaluating results intends to examine the impact of training on the wcork 

gro up or entire institute . 

2.8. Performance Appraisal 

2.8.1. Conceptual Definition 

Appraisal, according to Graham a nd Bennett (1990:203), is defined "as 

judgment of an employee'S performance in his / her job, based on 

considerations other than productivity alone". Therefore, it is a n activity 

used to determine the extent of an employee to perform the job effectively. 

Mondy, et a l. (1 999 :336) a lso defined performance appraisal as "a formal 

system of periodic review a nd evalua tion of the individual's job 

perfo rmance". It provides feedback on s trengths and weaknesses of 
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employees to improve correct performance . It is used to assess the merits 

of employees and identify what training they need to improve their 

performance or meet new demand. 

Monappa and Saiyadain (1999 :207) suggested the importance of appraisal 

as follows. 

1. To make deci sions on what increases of pay shall be given based on 

m erit ; 

2 . To determine the future use of employees (transfer, promote, 

terminate) ; 

3. To indicate training needs and potentials for improvement; 

4. To motivate employee do better in his/her present job and 

ultimately increase organizational performance. 

2 .8 .2. Performance Appraisal Methods 

A number of performance appraisal methods are available. Indeed, each 

organization can have its own if the method meets the criteria of reliability 

and validity (Chandan, 1997: 287) . However, as Monappa &Saiyadain 

(1999 :215) revealed none of the methods for appraising is absolutely valid 

or reliable. Most of these methods involve judgments of one kind or the 

other. These appraisal me thods require employees to be matched against 

the demands of their jobs. Performance appraisal is considered more 

effective when it is objective, use appropriate methods, actively involve 

employees, I S well understood and IS an accepted management 

responsibility (Walker, 1992:278) . 
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2.9. An Overview of Managing Human Resource of TVET 

Institute in Ethiopia 

TVET institutes, as any other educational institu tions in Ethiopian, have 

been given autonomy in their internal administration and in designing 

and implementation of education and training programs (TGE, 1994: 30). 

Thus, they manage the human resource including identifying human 

resource needs, employing, financial administration, and determining 

Liwir intema l organization . The education and training policy TGE (1 994 ) 

also set high stanclanls for teachers , and described a new approach to 

education and training. 

The MOE (1995 E .C .: 51) has stressed the qualification a11(" profile of the 

human resource in the institutes and stated the requirement of teachers, 

workshop assistants, principals, guidance an d counselors with a 

qualification in accordance with the technological development of the 

country. It. also stated that a sufficient number of supportive staff, 

ad ministrative unci rinance workers a re essential for the institutional goal 

uchievement. Teachers involved in any aspect of TVET are required to 

possess the personal, eth ical, professional and teaching quali ties . They 

need to have practical s kills, expen ence 111 the occupational fi eld a nd 

specia l ini tiation concel'lling the objectives a ncl requirement of TVET 

besides their usual quallfication, both in professiona l and teaching fi eld. 

With regard to people responsible for administrative and guidance 

functions, teaching experience in TVET, profici ency acquired through 

study, and knowledge of administrative and gu idance techniques a re 

considered as n ecessary condition s (MOE, 1995 E.C.: 52). 
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The education al sector st rategy (1994:17) also devised ways to improve the 

poor quality profes~iomds particu larly teachers (trainers). The strategy 

emphasized . 

1. The upgrading of teachers' training and professional competency 111 

order to improve the quality and standard of education and training. 

2 . The provision 0[" con tinuous upgrading of the level and yualification of 

teachers throu gh in-service (further) education. 

3. The improvemenl of working condition by offering an acceptable, 

ClLtractivc and realistic career promotion scheme. 

This strategy is assumed to elevate the s tatus of the professionals in the 

community, and to enhance th eir motivation and professional attitude. In 

th is way, the human f'1J1d non human resources will be managed 

cllcclivcly and c llicicntly [or the success of the edu cation and training 

proccss. 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF DATA 

This ch apter deals with the presen tation and a n a lysis of da ta . It consis ts 

of two parts. The first part reveals the ch aracter is tics of respondents in 

terms of sex, age, work experience and educational qualification. The 

second pa r t d iscloses the analysis of the da ta collected for the study. 

3.1 . Charac teristics o f Respondents 

A total of 11 9 copies of questionnaire were distributee' to teachers, 

department h ead s, non-teach ing staff a nd Employment and Promotion 

Committee (EPC) . Staff members with less tha n one-year work experience 

in th eir respective institutes were excluded assuming that they would 

have inadequate familiar ity with the p ractices that h a d been carried out 

a nd the problems that had been a ffecting th e implem entation of H!( M 

programs in the institutes. 

Out of th e total 119 copies of ques tionnaire, 107 (89 .92%) were completed 

and re turned . Of th c lulal 107 responden ts , 42(39.25%) were teachers a nd 

21 (19 .63%) were academic heads while 34(31.78%) consisted of the non­

teaching staff. The rest 10(9 .34%) were members of the EPC. This rate of 

return of questionnaire was regarded as sufficient to conduct the study. 

Teachers a n d depa r tm en t h ead s from each department and the non­

teaching s ta ff from each section/unit were involved in filling out the 

qu estionna ire . Th e respondents were; therefore, composed of various 

groups for the data to be more re liable and comprehensive . 
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Ta ble II: Desuiption of Respondents by Sex and Age 

Respondents and Frequency of Res onses 

Items 
Teaching 

El>C Non-teaching Total 
staff staff 

No % No % No % No % 

Sex 
Male 55 87.30 7 70 2 1 61.76 83 77.57 
Female 8 12.70 3 30 13 38.24 24 22.43 
Total 63 100 10 100 34 100 107 100 
< 25 7 11.11 - - 6 17.65 13 12. 15 

Age 25-30 24 38 . 10 3 30 15 44.12 42 39.25 
In 31 -36 14 2222 3 30 6 17.65 23 2 1.49 
yrs 37-42 16 25.40 1 10 4 11.76 21 19.63 

> 42 2 <.17 3 30 1 8.82 8 7.48 J 

Total 63 100 10 100 34 100 \07 100 
Note: EPC~Employment & PromotIOn Committee 

Item 1 of Table II indicates that a mong the 63 teaching staff (teachers and 

academic head s), 87.30 percent were male and 12.70 percent were female. 

Moreover, of the total 34 non-teaching staff, 61.76 percent were male 

while the remaining 38.24 percent were female. With regard to the 

employment and promotion committee members, 70 percent were males 

and 30 percent were female. As shown in the Table , the number of female 

was less than the number of males in each group of respondents, 

particularly in the academic field s , which require more qualification. This 

might be due to the low participation of girls in education, particula rly in 

the technical and vocational fields due to the previous cultura l influences 

imposed upon females. 

Item 2 of Table II shows the age distribution of respondento;. As it can be 

seen from this table, 78.50 percent of the total respondents a re 

categorized between the age ranges of 25 -42 years . Thus, it is safe to 

generalize that the TVET Institutes consisted of young staff members who 

have an appropriate age to carry out their responsibilities more effi ciently 

if they are hand led properly. 
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Table III: Respondent's Years of Service in these Institutes 

Respondents& Frequency of Responses 
Years Teaching Non-teaching Employment &promotion committee Total 
of staff staff 
serv ice Teaching Adminis As member of 

tration EPe 
No % No % No % No % No % No % 

<5 37 58.73 32 94.12 I 10 4 40 10 100 79 73.83 
5-8 20 3175 2 5.88 - - 1 10 - - 22 20.56 
9-1 2 3 4.76 - - - - I 10 - - 3 2.80 
13-16 2 3. 17 - - - I - - - - - 2 1.87 
> 16 1 1.59 - - 3 30 - - - - 1 0.94 
Tolal 63 100 34 100 4 40 6 60 10 100 107 100 

Table III depicts the services of the respondents in the training institutes . 

Accordingly, 73.83 percent of the to tal respondents had less than 5 years 

of work experiences whereas, 20 .56 percent had served 5-8 years in these 

institu tes . As th ese data disclose, the majority (94 .39%) of the total 

respondents were with the work experience of not more than 8 years in 

the institutes. Thus, most of the staff members have less work experience 

in the institutes, which influences their job performance s ince pract ica l 

skill and experience are very important in providing tangible and complete 

training. 

Table IV: Descl"iption of Respondent's Educational Qualification 

Respondents &Frequency of Responses 
Qualificat ion Teaching No n-leaching Employment and 

sla ff staff promotion committee Total 
No % No % No % No % 

Below grade 12 - - 2 5.88 - - 2 I 1. 87 
Grade 12 - - 10 29.4 1 - - 10 9.35 
Below diploma - - 13 38 .24 4 40 17 i 15.89 
Diploma 47 74.60 9 26.47 6 60 62 57.94 
ri rsl degree 16 25.40 - - - - 16 14 .95 
Second ciegree & above - - - - - - - -
Olhers - - - - - - - -

Total G3 100 34 100 10 100 107 100 
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In Table IV, the educational qualification of respondents was treated. As 

indicated in the table, while 74 .60 percent of th e teaching staff had 

diploma, 25.40 percent had a first degree. On th e oth er ha nd, 67.65 

percent of the non-teach ing staff members were gra de 12 and certificate 

holders, while 26.47 percen t were diploma h olders. Of th e tota l members 

of employment and promotion committee, 40 percent were below diploma 

while the remaining 60 percent had diploma. So, it may be inferred that 

the TVET programs were conducted with staff m embers, most of which did 

not have th e required qualification; and this con tradicts the gu ideline 

stated by the Mini stry of Education (MoE, 1995 E .C.: 51 ). 

However, the records of employees in the ins titutes and the interview 

results with the principals showed that most of the teachers a re a ttending 

in-service (summer) education to be upgraded to a first degree , wh ere as, 

the other staff members a re rarely getting education (or training) to 

im prove their qualification. 

3.2 Analysis of the Findings and Interpretation of the Study 

In this section, variables related to th e practices of s taff need forecasting, 

processes and methods of recruitment and selection , staff u tilization, 

training and developmen t, a nd performa n ce appraisal a re addressed . 

Moreover , factors that were severely affec ting su ch practices a re treated . 

3.2.1. Determining Human Resource Needs o f t he Institutes 

Every organization is establis hed to attain some sor t of objec tives. The 

ach ievement of their objectives requires strategic plan that consists of 

strategies to determin e its HR needs . Similarly, TVET institutes shou ld 

prepare huma n resource plan and integra te it with s trategic plan activities 

for its u lt imate success . 
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Table V: Integrating Human Resource Plans wit h the Stra tegic Pla n 

N 
Rcsp Responses 

0 
Tab le Ca lcul 

Items onde SA A UO 0 SO Total valu e a tcd p-va luc 
0 F 

of/ 
, - nts No % No % No % No % No % No % X· 

The institutes have T 19 45.24 14 33 .33 6 14 .29 2 4. 76 I 2.38 42 100 
I clearly defined strategic NTS II 32.35 13 38.24 7 20.59 2 5.88 I 2.94 34 100 

plan;. Total 30 39.47 27 35.53 13 17.11 4 5.26 2 2 .63 76 100 4 9 .49 1.42 .84 

The strategic plans are T 7 16 .67 14 33 .33 10 26. 19 9 21.43 2 4 .76 42 100 
2 commu nicated well with NTS 4 11.76 13 38.24 3 8.82 7 20.59 7 20.59 34 100 

a ll sta1 f members . Total II 14.47 27 35.53 13 17 .10 16 21.05 9 11.84 76 100 4 9.49 6.88 . 14 
Th e inst il"utes have T 4 9.52 8 19.05 I I 26. 19 12 28.57 7 16.67 42 100 I 

3 clearly defined human NTS 5 14.70 6 17.65 6 17.65 9 26.47 8 23 .53 34 100 I , 
resource plan. Tota l 9 11.84 14 18.42 17 22 .37 2 1 27.63 15 19.74 76 100 4 9.49 1.53 .82 
The human resource T 5 11.90 8 19.05 5 11.9 I 14 33.33 10 23. 81 42 100 

4 plan is linked with the NTS 6 17.65 5 14.7 1 3 8.82 16 47.06 4 11.76 34 100 
strategic plan. Tota l I I 14 .47 13 38 .24 8 10. 13 30 39.4 7 14 18.42 76 100 4 9.49 15.08 .005 

Each department has T - · 16 38. 10 5 I 1.90 I I 26.19 10 23.8 1 42 100 
5 weJl defined HR plan . NTS . · 8 23.53 5 14 .70 15 44.12 6 17.65 34 100 

Total . · 24 3 1.59 10 13. 16 26 34 .21 16 21.05 76 100 4 9.49 3.49 .32 
6 Managers of institutes T 3 7.14 15 35 .71 14 33 .33 4 9.52 6 14.29 42 100 

have clear direction in NTS 3 8.82 12 35 .29 9 26.47 6 17.65 4 11.76 34 100 
advance. Total 6 7.89 27 35.53 23 30.26 10 13. 16 10 13. 16 76 100 4 9.49 1.39 .84 

--- -

No te : 0=.05 T=Teachers; NTS=Non-Teaching Staff 

SA=Strongly Agree ; A=Agree; UD=Undecided; D=Disagree; SD=Strongly Disagree 
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Best and Kahn (1999:247) suggested that the two categories "strongly agree" 

and "agree"; &"disagree" and "strongly disagree" may be combined in 

repor ting percentage repor ts of Likert-type scale. Thus, items in this table 

and other similar scales will be discussed in the same m a nner. 

In Table V, attempt was made to find out the existence of strategic plans, HR 

plans, and how they were related to each other. As item 1 of Table V 

indicates, 78.57 percent: of the teachers and 70.59 percent of the non­

teaching staff showed their agreem ent tha t the ins titutes had clearly defined 

strategic plans . Thus, managers of the training institutes might have 

established the basis, which they require to achieve the objectives a nd 

thereby mission of their institutes. 

Discussing strategic plan with all s taff members increases the likelihood of 

the plan implementation s ince the staff members may develop a feeling of 

commitment and use their full effort to achieve the Institutes' missions . In 

the second item of Table V, teachers and the non-teaching staff were asked 

to assess this issue. Accordingly, 50 percent of the teachers a nd 50 percent 

of the non-teaching s taff reported that the strategic plans were widely 

communicated with the staff members . On the other hand, 26.19 percent of 

the teachers and 4l.18 percent of the non-teaching staff rejected to accept 

this idea. Based on these data, it may be observed th at the strategic plans 

were discussed among the staff members inadequately . Thus, employees 

might not h ave a better understanding of the ins titutes' mission and guiding 

principles to put forth their maximum effort for attaining their objectives. 

As shown in item 3 of Table V, 30.26 percent of the total respondents 

disclosed that the institutes had clearly defined human resource plans while 

47 .37 percent rejected to accept this idea. On the other hand , only 3l.59 

percent of the total respondents (in item 5) confirmed that each depanment 

had well defined human resource plan. As these data show, th e institutes 
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fa iled to have clearly defined human resource plans both at institutional and 

de pa rtmental level. Th e refore, the staff management might have lacked to 

show its effort in determining what HRM requirements exist for present and 

future demands and 'lnp}Jlies of workers. 

In item 4 of Table V, 3l. 58 percent of the total respondents reported that the 

human resource plan is linked with the strategic plan while 57 .89 percent 

opposed to accept this idea. The chi-square test shows that there is a 

significa nt difference between the responses of teach ers and non-teaching 

staff. As these data show, there was weak linkage between the insti tute's 

human resource plan and its s trategic p la n. This would result in fa ilure to 

ensure the availabili ty of appropriate personnel to meet the targets set 

during the strategic planning process. 

In the same Table, item 6 deals with investigation of whether the principals, 

departmen t h eads and administra tion h eads of the institutes h ave clear 

direc tion in managing their HR for the next five years or not. Accordingly, 

43 .42 of the total respondents showed their agreemen t while 26.32 revealed 

the ir disagreement. The remaining 30.26 reserved to decide on this issue. 

Thus, based on the responses of the majority, it is safe to infer that thp. staff 

management might have set guidelines in order to perform activities 

according to the importa nce of their priority. 

The chi-square test results for items 1,2,3 ,5 and 6, at a =0 .05 level of 

significance and 4 degrees of freedom, revealed tha t in each item, there was 

no statistically significant difference between the opinions of the teachers 

and th e non-teaching staff. Thus , teachers and the non-teaching staff had 

s imila r opinions on the state of strategic planning and HRP as well as on 

their integration in the training institutes of North Shoa Zone. 
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Table VI: Identify ing Factors that Affect the Activities of Staff Need Forecasting and the Implementation of HRP 

Responses Table 
Calcul NQ Items EPC(IO) Teaehers(42) NTS(34) Total(86) DF value 
ated / 

No % No % No % No % of/ 
I Does the inst itute estimate its HR needs? 

a)Yes 3 30 10 23.81 15 44.12 28 32.56 
b)No 6 60 29 69.05 18 52.94 53 61.63 
c)Do not know I 10 

, 
7.14 I ?94 5 5.81 0 

Total 10 100 42 100 34 100 86 100 4 9,49 4. 11 
2 If t!le institute fai ls to project HR 

requ irements, the reasons could be: 
a.lack of enough t ime - - - - - - - -

b. lack of attention 
, 

30 10 34,48 8 44,44 2 1 39.62 0 

c. lack of talent people I 10 8 27.59 4 22.22 13 24 .53 
d. lack of data on the expected number 

of trainees I 10 9 31.03 5 27.78 IS 28.30 
e. others I 10 2 6.90 I 5.56 4 7.55 

Tota l 6 100 29 100 18 100 53 100 8 15.51 1.90 
3 The factors limiting HRP practices: • 

a. dependency of plans on poli tical 2 20 10 23.8 1 8 23.53 20 23.26 
decisions 

b. Difficulty to forecast social and 
economic changes 3 30 14 33.33 9 26.47 26 30.23 

c. Difficulty to maintain employee I 10 9 21,43 8 23.53 18 20.93 
records 
d. Scarcity of fin ance 5 50 16 38.10 IS 44.12 36 41.86 
e. Lack of qual ifi ed people 

, 
30 I I 26. 19 5 14.70 19 22.09 0 

Others I 10 2 4.76 2 5.88 5 ,5 .8 1 
- --- ---- ----

Note: 0=.05; * Multiple responses; NTS=Non-teaching staff 

EPC= employmen t and promotion committee; In item 3 percentages were calculated from the NQ of Respondents 
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Table VI dea ls wi th how TVET Institutes forecast to their human resource 

needs and the factors that limit implementation of human resource plans. As 

shown in the first item of this Table, 32 .56 percent of the total respondents 

supported that the in stitutes forecast their human resource needs; whi le a 

considerable proportion (6l.63%) reported the opposite. Thus, the training 

institutes lacked to forecast their human resource needs in advance. This 

might influence the decision made on the number and type of employees in 

the recruitmen t and selection of the staff. 

In the second item of the same Table, the respondents who reported the 

fa ilure of Institutes to forecast their staff needs were asked to explain their 

reasons. As shown in the Table, 39.62 percent of the total respondents 

reported lack of atlention while 28.30 percent revealed shortage of data on 

the expected n u mber of trainees in the last five years. There were also some 

(24 .53%), who s pecified shortage of talent people to analyze staff needs. 

Thus, the Institutes' managers might have been reluctant to identify and 

improve their deficiencies by developing a system of monitoring and 

evaluation and th en to fulfill their desired staff. 

In items 1 and 2 the chi-square test results, for degrees of freedom 4 and 8 

respectively at a =0.05 level of significance, revealed that in each case, there 

was no statistica lly significant variation between the responses of the three 

groups . This indicates an agreement of responses among the three groups of 

res pondents. For instance, in item 1, more than half of the teachers, EPe 

a nd NTS asserted that TVET Institutes in North Shoa zone did not forecast 

their HR need s. 

In the third item of Tabl e VI, an a ttempt was made to illustrate the factors 

that restrict the implementation of human resource plans. Accordingly, 

41.86 percent of the total respondents reported scarcity of finance while 

30 .23 percent disclosed difficulty to forecast social and economic changes. 
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There were still others, who reported dependency of plans on political 

decisions, lack of qualified people, and difficulty to maintain employee 

records . 

Therefore, as the responses of the majority and the interview results with the 

institute principals indicated, the implementation of human resource plans 

mainly failed due to scarcity of finance. The institutes request for budget 

from Regional TVET commission to employ and to provide promotion for 

workers. Regional TVET commission mayor may not allocate budget to fulfill 

s taff requirements for a given position in the Institutes. It is quite 

discouraging for the institutes because they could not fill vacant position 

through any mechanism considered appropriate due to lack of budget 

(finance highly centralized at regional level). This, in turn, may limit the 

practice of decentralization at institutional level. 

3.2.2. The Practice of Recruitment and Selection Activities 

Having determined the requirements of human resource, the next steps are 

identifying the potential applicants and then evaluating their qualification 

and experience to make selection. These activities require the application of 

civil service personnel policies, procedures, recruitment methods and 

selection criteria to avoid unfair personnel decisions. Methods and criteria of 

selection use to specify the experience, education, ability, s;,:ill or knowledge 

sought in candidates, relative to position descriptions and requirements. 

Policies and procedures are used to promote or employ people strictly based 

on merit and qualification. According to Webb, et al. (1987:235) sound 

recruitment and selection policies and practices maintain employee morale 

and faith in the recruiting committee, commitment to equity and fairness. 
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Table VII: Descriptions of l{cCl"uitment and Selcction Practices 

NQ Items Resp Responses 0 Table Calcul 
onde SA A lJO 0 SO Total F value ated p-value 
nts NQ % 

? ? 
NQ % NQ % NQ % NQ % NQ % of X- X-

I All vacancies are announced T 9 21.43 11 26.19 7 16.67 10 23.81 5 11.90 42 100 
wi th appropriate media. NTS 24 70.59 8 23.53 - - 1 2.94 1 2.94 34 100 

EPC 1 2 20 5 50 - - 2 20 1 10 10 100 

Total 35 40.70 24 27.91 7 8.14 13 15.12 7 8. 14 86 100 8 15 .5 1 27.78- .001-
2 Candidates are subject to T 9 21.43 12 28.57 8 19.05 10 23.81 3 7.14 42 100 

detailed selection r' rocedures NTS 12 38.24 15 44.12 4 11.76 2 5.88 1 2.94 34 100 
EPC 2 20 4 40 - - 4 40 - - 10 100 
Total 0' .0 26.7413 1 36 .05 12 13.95 16 18.60 4 4 .65 86 100 8 15.5 1 12 .42 .134 

3 The Civil Service Personne l T 3 7.14 14 33.33 17 40.48 5 11.91 3 7.14 42 100 
Policies and procedures are NTS 9 26.47 11 32.35 7 20.59 3 8.82 4 11.77 34 100 
strictly considered. EPC 2 20 7 70 1 10 - - - - 10 100 

Total 14 16.28 32 37.21 25 29.07 8 9.30 7 8.14 86 100 8 15.5 I 14.32 .074 
4 Promotions and transfers are T 10 23.81 12 28.57 5 11.90 I I 26. 19 4 9.53 42 100 

based on personal relations NTS 8 23.53 6 17.65 8 23.53 7 20.59 5 14.70 34 100 
rather than merit. EPC - - 2 20 1 10 4 40 3 30 10 100 

Total 18 20.93 20 23.26 14 16.28 22 25.58 12 13.95 86 100 8 15.51 8.82 .358 
5 Employment po licies are T 2 4.76 10 23.81 9 2 1.43 15 35.71 6 14.29 42 100 

widely communicated among NTS 1 2.94 5 14.71 9 26.47 11 32.35 8 23 .53 34 100 
staff members. EPC 1 10 2 20 - - 4 40 3 30 10 100 

Total 4 4.65 17 19.77 18 20.93 30 34.88 17 19.77 86 100 8 15.51 5.77 .673 
6 Internal recru itment is T 6 14.29 19 45.24 10 23.81 6 14.29 1 2.38 42 100 

considered before external NTS 7 20.59 9 26.47 . 8 23.53 6 17.65 4 11.76 34 100 
recruitment is exercised. EPC 2 20 3 30 3 30 1 10 1 10 10 100 

Total 15 17.44 31 36.05 21 :1.42 13 15 .12 6 6.98 86 100 8 15.5 1 5.12 .712 
Note: - 0=.05; T=Teachers; NTS=Non-teaching staff; EPC=Employment and promotion committee 

SA=Strongly Agree; A=Agree; UD=Undecided; D= Disagree; SD=Strongly Disagree 
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opposite . The res t 16.28 preferred to be indifferent. Thus, a lthough the 

portion of re s ponden ts seem s exaggerated, one can see lacked fairness and 

tra n s parency in promotion and tra nsfer of employee in the institute . 

Item 5 of Table VII was asked to identify whether employment policies were 

widely communicated among staff members or not. As shown in the Table, 

only 24.42 percent of the to tal respondents reported affirmatively while 

54. 6 5 percen t rejected to accept this idea. Hence, the employment policies of 

th e ins titutes were not widely communicated among the staff members. This 

si tua tion might reduce the motivation and commitment of the staff members, 

a s they would n ot h ave clear vision of promotion or transfer opportunities to 

p repare themselves. 

As item 6 of Table VII indicates, 53.49 percent of the to tal respondents 

a greed that interna l recruitments were con s idered very carefully before 

external recruits while 22 .09 percent showed their disagreement. Th[. rest 

2 4 .42 percen t rcsel'vt'd to decide on th is issue. As these data show, the 

practice of a s sess ing in te rnal sources of recruitment before external recruits 

was fa irly cons idered. This might have subs tantial contribution to reduce 

cos t of recruitment, dissatisfaction and staff turnover. 

Chi-square tes ts calculated for items 2, 3, 4, 5, and 6, at a=.05 level of 

significance and 8 degree of freedom, show that there were no statistically 

significant perceptual differences between teachers, n on- teaching staff, and 

members of employm ent and promotion committee . This shows an 

agreem ent of respon ses a mon g the th ree groups of respondents with regard 

to the practices of s taff recruitment and selection in TVET Institutes of North 

Shoa zon e . 

57 



Table VIII: Met hods a n d Views of Employees in Recruitment and Selection Proc ess 

N R espondents 
Items EPC (10) Teachers( 42) NTS (34) Total(86) 

0 - No % No % No % No 
I Methods mostly applied to employ 

from external sources include:-
a)Persona l contact with employees I 10 4 9.52 2 5.88 7 
b) Educational institutes candidates 
graduated from 2 20 15 35.71 

, 
8.82 20 J 

c)Job advertisement 5 50 7 16.67 20 58.82 32 
d)Profess ional assoc iations I 10 13 30.95 - - 14 
e)Friends or relatives - - - - - - -
f)Others I 10 3 7.1 4 9 26.47 J3 
Total 10 100 42 100 34 100 86 

2 Conditions that frequently attract 
candidates to the institute: ** 

a. Better workino conditions 2 20 13 30.95 5 14.71 20 
b.Personal interest in the job 4 40 24 57.1 4 12 35.29 40 
c. Better growth opportunities 4 40 10 23.81 4 11.76 18 
d. Fair management I 10 5 11.90 2 5.88 8 
e. Better payment - - 6 14.29 2 5.88 8 
f. Absence of other job - - I I 26.19 13 38.24 24 

opportunities 
g. others - - - - 5 14.71 5 

.. - _. _. 

NB: a=.05; **Multiple responses ; NTS= Non-teaching staff; 

*Significant Difference; EPC=Employm ent & Prom otion Committee 

In item 2 proportions were calculated from NQ of responden t 
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In Table VIII, the methods and vIews of employees on recruitment and 

selection processes were treated. As indicated in item 1 of Table VIII, 50 

percent of the employmenl and promotion committee members and 58.82 

percent of the non-teaching staff reported that the most commonly used 

method of recruitmenl was job a dvertisement. On the other hand, 35.71 

percent of the teachers were employed through edu cational institutes they 

graduated from while 30 .95 percent revealed professional association s. The 

chi-squ a re test result for 8 degree of freedom at 0=0.05 level of significance 

revealed that there was a significant difference between the responses of 

teach ers and the non-teaching staff. That is a considerable proportion of 

teachers revealed educational Institutes as method or source of external 

recruitment while 58.82 percent of the non-teaching staff pointed out job 

advertisement. Thus, it may be fa ir to infer that the training institutes used 

limited number of methods in the process of recruitment, which in turn 

might restrict the attempt to attract as many quality a pplicants as possible. 

Item 2 of the same Table discloses the cond itions that were frequently used 

to attract employees to th e institutes. Hence, 46 .51 percent of the total 

respondents reported personal in terest in the job. On the contrary, 27 .91 

percent reported absence of other job opportunities. It was a lso found that 

working conditions, managemenL, growth opportunities, payment and other 

benefit conditions were unsatisfactory. As a result, workers might have low 

morale and commitment to perform their tasks and they would leave their 

jobs within short period. Thus, it may be inferred that the competition for 

the consumption of candidates, particularly those scarce professionals, 

might be very low due to the poor condition exercised to attract the desired 

a pplicants . 
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Table IX: Identifying Bodies Responsible for Recruitment and Selection Activities 

I Respondents (EPC) 

I Items Human Resource Recruitment Selection 
I planning* (}rocess?* (lrOCess'!* 

No % No % No % 
u. Re~ional TvET Commiss ion 8 61.54 6 42.86 5 35.71 
b. Commi ttee establis hed rrom 

different department 3 23.08 8 57. 14 8 57. 14 
c. HR department - - - - 1 7.14 
d. The Management Comm ittee - - - - - -

e. Others 2 15.38 - - - -

• Multiple responses 

As Table IX depicts, both the Regional TVET Commission and committees 

es tablished in the insti tuLes were responsible for planning, recruitment, and 

selection of the professional workers . The Institutes were given full authority 

to employ staff mem bers with a qualification of diploma or less. The 

interview held with the principals and the Regional TVET Commission 

experts revealed that most of the time the commission employs the 

professional staff for the ins titutes. However, the professionals were 

relu ctant to go to remote a reas. This siLuaLional employment practice , both 

at regional and local level, is important to attract as a number of applicants 

as possible since the geographic region of recruitment (labor market) 

in fluences both the pool of candidates and the cost of implementing selection 

process . Here it should be noted that the practice of employing workers by 

the two organizations independently would create redundancy unless it is 

managed very carefully . 
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Table X: Description of the Employment and Promotion Committee 

NQ Items 
Rcspondents(E P C) 

No cYo 

I Whether o r not cOJllm ittee members receive adequate 
ori entation: 

a. Yes 3 30 
b. No 7 70 
Total 10 100 

2 Reason for ori entation was not given: 
a) The com m ittee members have the req uired skill s - -
b) T hey are well experienced - -
c) No attention is given 5 71.43 
d)O th ers 2 28.57 

Total 7 100 
3 Whether or not committees succeed to attract good q uality 

of ca ndidates: 
a. yes 4 40 
b. No 5 50 
c. Not sure I 10 
To tal 10 100 

4 Reason for fai ling to allmct qual ity candidates:' 
a) T he Instit utes low credibility - -
b)Unattrae ti ve workin g cond itions 3 60 

c) Poor vaCallc;y advertisements 2 40 
d) low sal ary package 4 80 

~ 
eJ Oth ers I 20 

Note: ' M ul ttple responses; 
In item 4 percentages are calculated from the NQ of responde n ts 

As indicated in item 1 of Table X, 70 percen t of the m embers of employment 

and promotion committee confirmed that they received inadequate 

orientation (or training) while th e res t 30 percent opposed the same idea. 

Thus, it is safe to in fer that the committee members did not get adequate 

training in a ccordance with their tasks so tha t they might have lacked the 

basic skills in systematic selection techniqu es , which would result in unfair 

selection decis ions. 

In item 2 of the same Table, those wh o reported the inadequacy of 

orientat ion were asked to a rgue the reasons . As depicted in the ta ble, 71 .43 

percent reported th at the superiors gave n o a ttention. While th e rema ining 

28 .57 percent revealed lack of skilled people to plan a n d provide orientation . 
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As th e d a ta show, the committee did n ot recelve adequate orientation to 

ca rry out its tasks effective ly m a inly due to lack of a ttention . Thus, the s taff 

managem ent mi gh t h ave fai led to iden tify weaknesses a nd strengths of the 

co mmittee to improve their efficiency a nd effec tiven ess in s ta ff employm ent, 

promotion and development. However, as Webb, e t a l. (1987:78) s ta ted the 

process of developing a nd conducting a ll effec tive selection procedure 

requires an extensive tra inin g, skill and exper ien ce. 

[n item 3 of Ta ble X, the responden ts were asked to a ssess whether 

can didates attracted to the insti tu tes h a ve r igh t qualificat ion and practical 

s kills or n ot . Accordingly, 40 percent of the tota l res pon den ts replied tha t 

th ey h ad su cceeded in employin g people with the required k n owled ge, "kills, 

a bilities a n d experience while 50 percent repor ted n egatively. The main 

reason for the fa ilure to attract su ch qu a li ty people, as revea led by 80 

percent of th ese respondents, was the low salary of employees, which lacks 

flexibility. On the oth er hand , 6 0 percent reported unattractive working 

condition s and 40 percen t m entioned poor vacancy advertisem en t m ethods. 

In terview with the principals revea led that the pra ctice of recruiting 

employees h aving th e required quali fication and releva n t experience was 

unsatisfacto ry . The Regiona l TVET Commission experts al so emphasized 

lack of professionals in the la bor marke t , s ta ff turnover , low sa la ry and other 

ben efi ts as great challenges to attract a n d re tain these personnel in th e 

in s titu tes . Therefo re , the institutes m ight ha ve fa iled to exa mine their 

a ttractiveness in te rms of pay policies and practices as well a s to improve 

working condition s . 
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Table XI: Methods and Criteria used in selecting the Staff 

-
Res pond High Average Low No Total DF Table Calcula 

N9. Items ents value ted X2 p-va!ue 
No % No % No % No % No % of Xl 

1 Experience EPC - - 3 30 6 60 I 10 10 100 
Relevant to T II 26.19 21 50 7 16.67 3 7.14 42 100 
the job NTS 9 26.47 17 50 6 17.65 2 5.88 34 100 -

Towl 20 23.26 41 47.67 19 22.09 6 6.98 86 100 6 12.59 10.93 .09 
2 Interview EPC 1 10 5 50 3 30 I 10 10 100 

T 4 9.52 18 42 .86 10 23.8 1 10 23.81 42 100 I 
NTS 4 11.76 15 44.12 8 23.:"'3 7 20.59 34 100 I 
Total 9 10.46 38 44.19 21 24.42 18 20.93 86 100 6 12.59 1.07 1_98 

3 Letter of EPC ~ 20 4 40 2 20 2 20 10 100 
Recommendati T 4 9.52 13 30.95 8 19.05 17 40.48 42 100 
on NTS 3 8.82 10 29.41 9 26.47 12 35.29 34 100 

Total 9 10.46 27 31.40 19 2209 31 36.05 86 100 6 12.59 2.71 .84 
4 Practical skill EPC 3 30 6 60 1 10 - - 10 100 

T 14 33.33 15 35.71 9 21.43 4 9.52 42 100 
NTS 4 11.76 14 41.18 6 17.65 10 29.41 34 100 
Total 21 24.42 35 40.70 16 18.60 14 16.28 86 100 6 12.59 11.90 .06 

5 Aptitude Test EPC 2 20 2 20 5 50 1 10 10 100 
T 3 7.14 10 23.81 16 38.10 13 30.95 42 100 
NTS 7 20.59 7 20.59 II 14.47 9 26.47 34 100 
Total 12 13.95 19 22.09 32 37.2 1 23 26.74 86 100 6 12.59 4.83 .56 

6 Interest in the EPC 1 10 5 50 3 30 I 10 10 100 
job T 12 28.57 16 38.10 10 23.81 4 9.52 42 100 

NTS 5 14.70 13 38.24 10 29.41 6 17.65 34 100 
Total 18 20.93 31 36 .05 23 26.74 II 12.79 86 100 6 12.59 4.00 .68 

7 Educational EPC 5 50 3 30 2 20 - - 10 100 
Qualification T 23 54.76 15 35.71 4 9.52 - - 42 100 

NTS 16 47.06 10 2g.41 8 23.53 - - 34 100 
Total 44 51.16 28 32.56 14 16.28 - - 86 100 6 12.59 2.84 .59 

Note: - a=.05; T=Teachers; NTS=Non-teaching staff; 

EPC;;Employment and promotion committee 
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In Table XI, attempt was made to identify the meth od s a nd criteria used to 

select both the teaching a nd non-teaching staff. As the table indicates, 83.72 

percent of the tota l respondents confirmed that the criterion for staff 

selection was educational qualification while 70.93 percent revealed relevant 

experience . Selection methods like practica l skills, interest in the job and 

interview a lso were given a t leas t an average consideration in the process of 

staff selection. Letter of recommendation and selection test, as reported by 

58 .14 percent and 63.95 percen t of the to tal respondents respectively , were 

give n e ither low or no consideration during the selection process of staff 

The chi- square test rcs:J lts calcula ted for each item (item s 1 to 7) in table XI, 

for a =0 .05 level of sign ificance and 6 degree of freedom imply tha t there 

was n o s tatistically s ignificant d ifferen ce between the responses of the three 

groups of responden ts . Therefore, the institutes h ad used various criteria 

a nd selection m ethods though each of those was not given strong attention. 

The a pplication of these different methods and criteria m ight increase the 

chan ce of iden tifying ca ndidate wi th suita ble characteristics for selection and 

those shortcomings to reject him/her from considera tion. 

3.2 .3 . Staff Utilization 

Staff utilization reqlllres proper assignment of employees . Maximum 

effectiveness of [he staff could bc realized only when everyone is placed to a 

job which he can perform well. On contrary, misplacement of workers 

con tributes to low morale and commitments of workers who will end up in 

psychological or physical withdraw (Ayalew, 1991: 11 6). 
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rcvealed the number of courses the teacher is teaching. The number of 

s tudents in a given section dnd non-classroom responsibilities were gIven 

very low con sideration. Hence, such assignment of teachers without 

arranging balanced 108'i uistribution might have resulted in shortage of time 

and en ergy to provide the tra ining task effectively. 

Table XIII: Teachers' Assignment with regard to subject area of 
training 

NQ Items 
Teachers 

No % 
I Teachers were ass igned to teach in the ir : 

a . Major areas 2 1 50 
b. Mi nor areas 6 1428·-

c. Both major and minor 8 19.05 

d. Nei ther major nor minor areas 7 16.67 
Total 42 100 -

2 Reaso ns to ass ign teachers o uts ide the ir major area: 
a. Department in major area was c losed 5 23.81 
b. Sllorla'fe of teachers 10 47.62 

c. Sim ply assig ned by superiors 4 19.05 

d. othe rs 2 9.52 
Total 21 100 ._-

In item 1 of Table XIII , teachers were asked concernmg the subj ects they 

were teaching. Accordingly, 50 percent of the teachers reported that they 

were teaching in their major areas, while the remaining 50 percent were 

assigned outside their field of specialization. As teachers differ in ability, 

interest, experience, etc., such assignment might have resulted in low 

utilization of their knowledge, skills and a bilities to improve quality of 

training. 

In the second item, those teachers who were teaching outside their major 

areas were asked to explain the reasons for such an assignment. As shown 

m the Table , they described various reasons. Thus, 47.62 percent of these 

responden ts disclosed shortage of teachers in some fields. Some (23 .8 1%) 
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revealed that the departments in their major areas were closed while a few 

reported that the departments m major areas were not opened yet . 

Therefore, it may be inferred th at th e reasons fo r teachers assignment 

outside their field of training among other things was the opening and 

closing of depa rtments wi thout conducting critica l study of the existing 

workforce. 

T bl XIV C d" a c : 011 ItlOllS 0 fP f 1" 0 CSSlOlla IS unnort tor t h S ff e ta 

Acade mic 
NOIl-

Tcachers ten ching Total Tabl" Ca lcu 
0 heads 

NQ Items staff F 
va lue loted 
of X' X' 

I 

2 

3 

NQ uII> NQ % NQ % NQ % 

Do staff members 
receive professional 
support? 13 6 1. 90 24 57.14 19 55.88 56 57.73 

<l . yes 
b. No 8 38 .10 18 42 .86 15 44. 12 41 42.27 

Total 21 100 42 100 34 100 97 100 2 5.99 0.21 
If "'yes", the 
professional support is 
mostly prov ided by 

a. Senior staff 
members 5 38.46 II 45.83 8 42 . 10 24 42 .86 

b. Department heads 3 23.08 3 12.50 5 26.32 II 19.64 

c. Vice 
Prj ncipa J/ad III i n j strators 3 23.08 5 20 .83 2 10.53 10 17. 86 

d. Regional TVETC 
oflicial s lowens 2 1538 5 20 .83 4 21.05 II 19.64 
e. Others - - - - - - - -

Total 13 100 24 100 19 100 56 100 8 15.51 2.23 
Is the professiona l 
support adequate to help 
staff development? 

a. Yes 4 30.77 9 37.50 7 36.84 20 35.71 
b. No 9 69 .23 15 62.50 12 63. 16 36 64.29 

Total 13 100 24 100 19 100 56 100 2 5.99 0.18 

Notc: Q = 0.05 

In Ta ble XIV, the current s ta te of professional assistance to the staff was 

treated. As th e first item of this table shows, 57.73 percent of the total 

respondents confirmed that both th e teaching a nd non-teaching staff 

received ass istance, while the remaining 42 .27 percent reported that no 

profession a l assistance was given . Only 35.71 percen t replied that the 
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professional a ssi stall,--" give n was adequate while the rem ammg 64.29 

reported the opposite (item 3). Hence, it was found that th e profess ional 

assistance given was in su fficient to facilita te staff development. Therefore, it 

may be concluded tha t s taff management might have failed to provide the 

n ecessary support of employees to improve their persona l performance and 

ins titutional results. 

In the second item of the same Table, those respondents wno reported item 

1, positively we re asked to specify the providers of the assistance. Thus, 

42 .86 percent mentioned the senior staff members a nd 19.64 percent 

revealed department heads . Moreover, 19 .64 percent specified the Regional 

TVET commission exper ts . 

The chi-squa r e test results [or items 1, 2 , a nd 3 at a = 0.05 and degrees of 

freedom 2 , 8 and 2 respectively , revealed that there were no statistically 

significant va ria tions between the responses of the teaching staff and non­

teaching staff. The respondents fu rther explained that the inadequacy of the 

professional assistance was occurred due to lack of budget, lack of technical 

skills [rom educational managers and giving low a ttention to the assistance. 

3.2.4. Arranging Induction Programs 

Induction is an important activity to success of organizations. Because new 

employees who und ergone a n effective induction program a re likely to 

pe rform their job s be tter a nd quickly than those having no induction . They 

a re a lso less like ly to leave their institutes a t an early stage. According to 

Gl ueck (1 982 : 326), orientation may increa se the efficiency and effectiveness 

of employees, a nd develop their satisfaction as well as feeling o[ certainty. 
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1 
• 

Table XV: State of providin g Induction to Employees 

Res pondents & Fre lIeney of Res ponses Table Calc 
D No Items T I.!'H.: hcrs NTS Heads Total 
F 

value IIlate 

1 

2 

No 'X, No % No % No % ofx' d X' 
Whet her or not 
illstitutes provide 
lIld uct ioll service: 19 45.24 16 47.06 12 57 .14 47 48.45 

a. Yes 
b. No 23 54 .76 18 52.94 9 42.86 50 51.55 

Tota l 42 100 34 100 21 100 97 100 2 5.99 0.83 
Reason for not 
offering induct ion: 
a. It was costly - - - - - - - -
b. It was time 2 8.70 I 5.56 I I 1. I I 4 8 

con s ull1i[~g 

c. N o attention 19 82.60 16 88.89 6 66.67 4 1 82 
was given 1 

I d .Others 2 U O I 5.56 2 22.22 5 10 
Total 23 100 18 100 9 100 50 100 6 12.59 I 2.36 

Note : a = 0.05 

As item 1 of Table XV depicts, 48.45 percent of th e total respondents 

confi rmed that orientation was given whenever new employees come to the 

institu tes while lh e remain ing 5 l. 55 percent refused to support this idea . 

The orien tation p rogram, as rep lied by the m ajority (82%) in item 2 of the 

same table, was given no a ttention by the Institutes s ta ff management. The 

degrees of freedom for items 1 and 2 were respectively 2 a nd 6 . The critical 

value of l for each item was found to be greater than the ca lcula ted value of 

Xl at a = .05 level of s ign ificance. Hen ce, th ere was n o sta tistically s ignificant 

differen ce between the responses of th e three s tudy groups . 

The training ins titu tt' s failed to condu ct orientation progra ms mainly 

becau se of giving low a ttention to such progra m s. Hence, the s ta ff 

m a nagem en t migh t not h elp employees to develop a favo rable attitude 

towards the Institutes and to settle them selves into th eir new jobs . 
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Table XVI: Sta te uf Staff Turnover in TVET Institutes 

Respondents Table 
D Calcul 

N!! Items Tcachers(42) Hcads(2J) Total(63) 
F 

value of 
ated x' 

I 

2 

No % No % No % x' 
Staff turn over was:-

a. Hi gh 7 16.67 4 19.05 I I 17.46 

b. Med ium 29 69.05 14 66.67 43 68.25 
c. Low 6 14.28 3 14.28 9 14.29 
cI. Not at all - - - - - -

Total 42 100 21 100 63 100 2 5.99 0.06 
Reason(s) 1'01' " Hi gh" starr 
turnover: * 
a. Di ssatisfacti on with the work - - - - - -

itse lf 
b. Dissatisfacti on with the - - - - - -

supervision 
c.lack of promotion opportunity 4 57. 14 2 50 6 54.54 
d.Changes in working cond itions 2 28.57 I 25 3 27.27 

e. Low pay oppo rtun ity 5 7 1.43 3 75 8 72.73 
f. Ot hers - - - - - -

Note: - a =. 05; < Muiliple Responses 

In item :2 percentages are ca lcul ated fro m NQ,.o f respondents 

Table XVI revea ls the state of staff turnover and investigation of the reason(s ) 

for high turnover. As th e first item of Table XVI indicates, 68.28 percent of 

the total respondents reported that staff turnover was m edium. On the other 

hand, 17.46 percent replied Lhat the turnover rate was high while the rest 

14 .29 percent revealed t hat it was low. The chi-square test result, at Q =.05 

level of significance and 2 degree of freedom, showed that there was no 

statistically s ignificant perceptuai difference between th e responden ts. From 

th ese data, it m ay be observed that staff turnover was medium. This, 

however, was n ot encouraging to the management of the institutes' human 

resource, particularly in the rural areas, where it was difficul t either to 

replace or to hire workers on the part-time basis. 

The interview with princi pals and Regional TVET Commission experts a lso 

disclosed severity of staff turnover in the institutes . This situation created 
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problems to the managem ent of human resource in institutes, particularly to 

th ose having on e person (tra iner) in a department. 

In the second item of Ta ble XVI, tho se who reported "high" staff turnover 

were asked to sp ecify reason(s). As depicted in the table , 72 .73 percent of 

these respondents revealed dissatisfaction with low pay opportunities. 

Moreover, 54. 54 perc:c lIt replied lack of promotion opportunities and 27 .27 

perce n t revealed inconvenience of the working conditions. Surprisingly, 

interview conducted with Region a l TVET Commiss ion experts disclosed the 

above reason s in on e or the other way for high turnover of staff. Therefore, it 

is secure to infer tha t s tarr m a n agers might not h ave identified and analyzed 

the factors associated with sta ff turnover and correct them to redu ce its rate. 

As a result, employees leave their jobs whenever they obtain other 

employm ent op portun ities. 

3 .2 .5. Staff Training and Development programs 

Training &development (T&D) plans help an organization to balance the 

availa ble resou rces wi [h its identified needs . Thus, TVET Institutes, being 

organization s, should plan T&D progra m s by taking the interna l and 

exte rn a l resources available as well as qualification required into 

consideration (Martin and Jack son , 2000:87). Ba sed on these pla n s and 

need assessment, employees must ada pt, lea rn new skills and acquire new 

knowledge to ena ble them cope with d ifferent pressures . 
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Table XVII : Provision of Stalf Development Opportunities 

Respondents 
D 

Table 
Calcul NQ Items Teachers Heads NTS Total value 

No % No % No % No % 
F 

of X' 
ated X2 

I Whether or not in stitutes had HR 
development plans: 

a) Yes 13 30.95 6 28.57 7 20.59 26 26.80 
b) No 28 66.67 15 7 1.43 25 73.53 68 70.10 
c) I do not know I 2.38 - - 2 5.88 3 3.10 
TOlal 42 100 2 1 100 34 100 97 100 4 9.49 1 2.49 

2 Whether or dOt members had attended I 

I training program for the last five years: 
a)Ycs 27 64.29 19 90.48 5 14.70 51 52.58 I 
b)No 15 35.71 2 9.52 29 85 .30 46 47.42 I 

Total 42 100 21 100 34 100 97 100 2 5.99 33.99' 
3 If "Yes", the nature of the program was: 

a) On the job train ing 4 14. 81 2 10.53 5 100 I I 21.57 
b) Off the job training I 3.70 I 5.26 - - 2 3.92 
c) Further(in-service) trainino 15 55.56 13 68.42 - - 28 54.90 
d) Both on the job and off the job 7 25.93 3 15 .79 - - 10 19.61 
trainin a 

Total 27 100 19 100 5 100 51 100 6 12.59 24 .14* 
4 The organization that provided 

opportunity of train ing program was: ** 
a)The Ministry of Education 30 71.43 13 61.90 - - 43 68.25 

b )The Institutional Effort 6 14.29 I 4.76 - - 7 11.11 

c) Personal Effort 8 19.05 2 9.52 - - 10 15 .87 
d)The Regional TVET Commission 14 33.33 II 52.38 - - 25 3,.68 
e)Others I 2.38 - - - - I 1.59 

Note: 0= .05; * Significant difference; u Multiple Responses; In item 4 percentages are calculated from No of respondents 
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In the first item of T2. ble XV!!, the respondents were asked on the existence 

of 1'&0 plans. Accordingly , a few (26 .80%) replied a ffirmatively while a 

cuns iderable portion (70.10%) reacted in opposite m anner. The chi-square 

test result, for a z .05 leve l of s ignificance at 2 degree of freedom , s howed that 

there was no statisllcally significant varia tion between the responses of these 

group of respondents. As the Table s hows, the institutes did not have clear 

training and develo pment plans. Thus, it is secure to infer that these 

programs in the training In s titutes might have lacked the fu ll support of 

pri ncipa ls (top management) a nd involvem ent of other staff managers. 

As s hown in the second item of Table XVII, 64.29 percent of the teachers, 

14.70 percent of th e n on-teaching staff and 90.48 percent of the academic 

heads confirmed their participa tion in training programs . While 35 .71 

percent of the teacher s and 85 .30 percent of the non-teaching staff refused 

to accept the same idca. The chi- square test resul t at a z .05 level of 

s ign ificance for 2 degree of fre edom implies th at there was s tatistically 

significant perceptual cliffcrcnce between the teach ers, non-teaching staff 

a nd the academic heRd s in th e provision of staff T & 0 programs. 

In the third itcm of thi s Table, the respondents who re plied item 2 positively 

were asked to sort the type of programs they were attending. As displayed in 

the Table, 55.56 percent of the teachers and 68.42 percent of the 

departm ent h eads revealed in-service (summer) educat'on, which was 

provided to up grade them fro m diploma to a first degree. On the other hand, 

only 14.70 percent of the non-teaching staff reported that they h ad attended 

o n the job t ra ining a nd nothing else . So, it seem s logical to mention tha t the 

non- teaching staff had rece ived little atten t ion to improve their required 

knowledge , skills and abil ities. The reasons for such very low T& 0 programs 

for the n on -teaching staff migh t be lack of fin ance (budget) and giving 

p riority to the teaching staff. However; as Webb, et a l. (1987: 240) suggested 

the finance expended in training programs for the non-teaching staff is small 
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as compared to the di ssatisfaction, inefficien cy, ineffectiveness and s taff 

turnover resul tin g from lack of su ch programs . 

The chi-squ a re test result revea led that there was a statistically significan t 

d ifference between the res ponses of these groups. The variation might ha ve 

occurred because of the difference between the respon ses of the teaching 

staff and the non-teaching staff. Therefore, the tra ining and development 

programs offered to improve the q ua lification of the staff m embers were 

inadequ ate to satisfy both the institutes' obj ectives and personal needs of the 

s taff. Hence, staff m a n agers might h ave lacked one of the core elem ents in 

the process of developing employees s ince tra ining a nd development provides 

j ob-rela ted skills and knowledge to improve their performa n ce . 

As disclosed in item 4 of Table XVII , 68.25 of the tota l respondents 

acknowledged the Ministry of Education for provid ing opportunity to tra ining 

programs whi le 39.68 percent specified the Regional TVET Commission. It is 

only 11 .1 1 perce nt, wh o revealed Ins titut ion a l effor ts. Hence, the TVET 

Institutes h ad a m inim u m role in con du cting tra ining p rogra ms. This might 

have indicated low com m itment of th e institu tes to provide the necessary 

s kills for their employees to perform their jobs competently. 

3 .2.6. Performance Appra isal of Employees 

Performa nce a ppraisal s hould be prepared based on both employees and 

their supervisors ' agreemen t. Employees n eed to unders tr:.nd its purposes 

a n d per fo rm their jobs based on su ch pre-determined plans so that 

evaluation will be fa ir and tran spa rent. Regarding this issu e , teach ers and 

non-teaching staff were asked how they were a ppraised and wh at its 

intention was in the institutes . 
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Table XVIII: Purpose and methods of Employees' Performance Appraisal 

I Teachers NTS Total D Table Calcu 
i NQ Items F value lated 

ofx2 '/.2 
I 

2 

No % No % No % 
Whether or not In sti tu tes 
a ppra ise employees ba sed 
on their job: 
a. yes , always 22 52 .38 15 44. 12 37 48.68 
b . yes, some t imes 13 30.95 9 26.47 22 28.95 
c . No 7 16.67 10 29.41 17 22.37 
Tota l 42 100 34 100 76 100 2 5.99 1.76 
The purpose of 
appraising in the in stitute 

Was: 
a . to determine future u se 
of em ployees 17 40.48 12 35.29 29 38. 16 
b . to assess training n eeds - - - - -

c. to Increase paym en t - - - - -
based on m erit 
d. to motivate employees to 
do bette r on the prese nt job 

11 26.19 9 26.47 20 26.32 
e. I do n ot know 6 14.28 7 20.59 13 17. 10 
f. Others 8 19 .05 6 17 .65 14 18.42 
Total 42 100 34 100 76 100 5 11.07 0.58 

-Note. a-. 05, N rs- Non- teachmg staff 

As item 1 of Table XVIII indicates, the question was asked to iden tify how 

employees were apprai sed in TVET institu tes . Accordingly, 48 .68 percent of 

the to ta l responden ts revealed tha t employees were always appra ised based 

on th eir job performance . On the oth er ha nd, 22 .37 percen t opposed this 

idea while 28 .95 percent poin ted ou t tha t th ey were sometimes appraised on 

th eir job performa n ce. The chi-square test result, a t 2 degree of freedom and 

a =.05 level of signi fica n ce, implies that there was no statistica lly significant 

difference in th e pe rception s of teachers a nd non-teaching s taff. Thus, about 

5l. 32 percent of the employees were appra ised e ither by disregarding duties 

specified in their jobs or by add ing other factors n ot specified in th eir j obs . 

This probably would have lead to subjectivity and unfa ir evalua tion of 

employees ' performance . 
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In the second item of Table XVIII, teach er s and non-teaching staff were 

asked to disclose the purposes of performan ce appraisal in the institutes . As 

s hown in the ta ble, 38. 16 percent of the total respondents replied tha t it was 

used to determine future use of employees while 26 .32 percent revealed tha t 

it was used to motivate employees to do better on their current jobs. The X2 

test result , at 5 degree of freedo m and a~ .05 level of s ignificance, shows no 

statistically significant perceptu a l difference between the two group of 

responden ts regarding the purposes of performance appraisal in the tra ining 

insti tutes of North sIlUd Zone . Decision s a bout payment, training needs, 

poor performance, etc . were not based on results of appraisals . Therefore, 

a ppraisal in the tra ining institutes migh t h ave been conducted in a way, 

wh ich neither enhance wo rkers' potential nor link individual perfo rmance to 

attainmen t of institutional obj ectives. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter presents the summary of the m ajor findinps of the study, 

conclusions drawn from these findings and recommendations that are 

sugges ted to alleviate the problems . 

4.1 Summary 

The purpose of this study was to assess the practices, problems and 

prospects of m a n aging human resource in TVET Institutes of North Showa 

Zone. The study focus ed particularly on planning, recruitment, selection, 

uti lization , training and development and performance appraisal of the" staff 

in the Institutes of North S hoa zone. 

In order to achieve this purpose of the study, the data were collected from 

three TVET Institutes mainly through questionnaire. Interviews were also 

conducted with principals of Institutes and experts from the Regional TVET 

Commission. The data were analyzed by employing relevant s ta tistical tools 

such as percentages a nd chi-square test. Based on the analysis made, the 

major find ings of the study were summarized as follows. 

4.1.1. Out of the total teaching staff of the training institutes, 25.40 percent 

had the requisite qualification. Almost all the non-teaching staff had a 

quali fication of diploma or less . 

4 .1.2 . The maj ority of teach ers (78.57%) and non-teaching staff (70 .59%) 

agreed that there were well developed strategic plans at Institutional level, 

which were fa irly communicated among the staff members. However, human 

resource plans, as revealed by 47.37 percent of the respondents, were not 

well developed at both institutional and departmental leve:s. Moreover, the 

existing human resource plan s were not integrated into the strategic plans. 
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4.1 .3. Th e TVET Institutes, as revealed by a considerable proportion 

(61.63%) of th e total respondents, lacked a n organized practice of forecasting 

s taff needs in both number and type of employees . This was due to firstly , 

the low attention given to this activity; secondly, lack of data on the expected 

number of trainees to be enrolled in advan ce; a nd thirdly , the shortage of 

skilled personnel to analyze staff needs. 

4.1.4. Of th e total respondents, 4 1.86 percent revealed that the main factor 

affecting implementation of human resource pla n s was fina ncial scarci ty 

while 30 .23 percent reported difficulty to forecast social a nd economic 

changes . Other factors includ ed dependency of p la ns on political decis ions, 

lack of well-established database for personnel decisions a nd the lack of 

qualified personnel in the la bor market. 

4 .1.5. As 53.49 percent of the total responden ts revealed , the civil servIce 

personnel policies and procedures, though not communicated widely among 

thc staff, were con s idered to some exten t in dealing with human resource 

matters . Moreover , interna l recruitment potentials and selection procedures 

were fairly considered in relation to vacant positions. However , the practice 

of adver tising vacant positions was not satisfactory to attract as many 

a pplicants in the professional fields as possible. Promotion and transfer, as 

44.17 percent of the total responden ts indicated, were n ot free from personal 

relation s with d ecisive bodies . 

4 .1 .6 . There was a practice of applying a few methods in the recruitment 

process . These include contacts with colleges candidates graduated from (as 

reported by 35 .71% teachers) and professional associations (reported by 

30.95% teach ers) to attract the professional s taff. Conversely, 58.82 percen t 

of the non-teaching staff reported Job a dvertisement while 26.47 percent 

revealed transfers from other organizations as the most widely used methods 

in the employment process. The institutes failed to u se many recruitment 
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melhods s u ch as refer rals , contact with employees, employment agencies, 

e tc . which migh t in crease th e opportuni ty of obtaining an adequate pool of 

desired applicants. 

4. 1. 7 . Most of the sta ff members (46.51 %) were frequently attracted to apply 

for working in the institutes due to thei r personal interests in the job while 

som e (27. 9 1%) came due to absence of other job opportunities . The 

recruitment programs in the training institutes fa iled to attract an adequate 

number of qualified applicant pool. The main constraint for the failure to 

attract such personnel, as majority (80%) of the total respondents revealed, 

was th e low salary sch eme . On the other hand, 60 percent reported 

u nattractive working conditions and 40 percent revealed poor vacancy 

adver tisement prac tices . 

4 .1.8. The Insti tu tes had employment and promotion committee (EPC) for 

sta ff planning, recruitment and selection. As 70 percent revealed, th e 

committee mem be rs we re not given adequate training or orientation in 

systematic recruitment a n d selection m ethods . The main reason for this, as 

71 .43 percen t of the respondents reported, was lack of a tten tion from staff 

mana gement. Another reason , as 28 .57 percent revealed, was shortage of 

skilled person to pla n and provide orientation program. 

4 .1.9. In the Institu tes , 83.72 percent of the total respondents reported 

educational qualification a nd 70.93 percent revea led work experience as the 

ma in selection criteria. While 65.12 percent replied practical skills, 56.98 

percent revealed in te res t in the job. Moreover, as 54.65 percent revealed 

interview was given fa ir consideration in the process of s ta ff selection . 

However, each criterion a n d method was n ot given equal weight of 

a pplication. For instan ce , letter of recommenda tions, selection tests , etc . 

were given very low conside ration s. 
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4.1. 10. Teaching load , a s reported by 57. 14 percent, was de termined by the 

depa rtment h eads and members of the depa r tment together. The vice 

prin cipal a nd department: heads h ad some contributions. The major factors 

considered in th is a ssignment, a s revealed by 6 1.90 percent a nd 60.32 

percent of the responden ts, were nature of the course and the number of 

courses th e teacher is teaching respectively. Factors such as number of 

trainees in a section and non-cla ssroom responsibilities were given low 

consideration. Moreover, about 50 percent of the teachers were assigned to 

teach ou t s ide their fi eld of tra ining. The ma in reason for this was shortage of 

teach er s in some fields. Th ey also revealed tha t the departments in their 

major area s were either closed or not opened yet. 

4.1.11 . Slightly more than 50 percent of th e respondents asserted that the 

professional assis ta nce , mostly provided by senior staff members and 

sometimes by departmen t heads and Regional TVET Commission, was not 

adequate to h elp for stan developm ent. The major constra ints to this were 

lack of adequate budge t, shortage of technical skills from educational 

managers and the low consideration given to this program. 

4 .1. 12 . Staff turnover in the tra ining institutes , as confirmed by 68.28 

perce nt of the toLal respondents, was medium. This, however, had been 

severe problem for the Institutes, particula rly located in the rural areas, as 

there was no opportunity to either replace or obta in an overtime worker. It 

was reported that dissatisfaction with low salary, lack of promotion 

opportunities and inconvenien ce of the working conditions were the major 

factors for the staff mem bers to leave their jobs . The low salary of employees, 

a s reported by the majori ty (72. 73%), could not satisfy their personal needs, 

the refore, they prefer to leave jobs when ever they get the opportunity. 
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4.l.13. As 70.10 percent of the total respondents revealed, the Institutes did 

not have staff development plans. However, 64.29 percent teachers, 90 .48 

percent academic heads and 14.70 percent non-teaching s ta ff reported their 

participation in training programs for the last five years. In other words, 

training programs were provided without balancing the availability of 

resources and training needs. As a result, 60.87 percent of the teaching 

(training) staff revealed tha t in-service (summer) education was offered to up­

grade them from d iploma to a first degree while the non-teaching staff was 

give n a lmost no training. Shortage of finance to conduct this program, lack 

of competent people to identify training needs and remoteness of the 

institutes from college!; that provide training were the main factors to this 

failure . The majority (68.25%) of the respondents revealed that most of the 

training and develo pment opportunities had been provided through the MoE 

while the training Institutes h ad a minimum role in 1.rranging these 

programs. 

4 .l.14. As more than 50 percent of the total respondents reported 

performan ce appraisal was not conducted based on job performance. 

Employees were not illvolved in the process of appraisal so tha t it was not 

well understood. It was used to some extent in determining future use of 

employees and in motivating them to perform better on their present jobs. It 

did not addre ss decisions about promotion, training, payment and other 

benefits. 

4.2. Conclusions 

Based on th e findings of th e study the following conclusions a re drawn . 

4 .2.l. The training institutes of North Shoa zone failed to plan HR needs 

appropriately. Thus, recruitment and selection of the staff was conducted 

without a p redetermined plan, which might result in a n inappropriate 

recruitment, selection and assignment of employees. 
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4.2 .2. Recruitment policies and practices had been applied in ways that 

improve fair decision in external recruitment. However, they failed to address 

appropriate promotion and transfer of employees. 

4.2.3. The training institutes did not plan as many methods for attracting 

sufficient flow of desired applicants as well as did not define and apply 

relevant recruiting requirements as possible. Therefore, recruitment methods 

and conditions applied were not efficient and effective to attract an adequate 

pool of qualified applicants. This, in turn might result in failure to compete 

for the share of those talent personnel with other organizations by applying 

only a few mechanisms. 

4.2.4. The members of EPe would not have the competence on recruitment 

and selection methods due to lack of relevant orientation. This situation 

might open door for the selection of candidates with inappropriate 

qualification and rejection of those with the desired qualification. 

4 .2.5. Selection of candidates for employment requires methods and criteria 

to identify skills, knowledge, experience and attributes of employees needed 

for effective performance. Therefore, TVET Institutes of North Shoa zone 

devised and applied certain useful criteria and methods of employee 

selection. The application of these methods and criteria although, each was 

not given equal weight, might have a substantial contribution to increase 

reliability and validity of selection methods. 

4.2.6. The Institutes failed to assess their potentials (demand and supply) of 

trainers in detail before beginning various new occupational and training 

fields. Moreover, the assignment of employees did not give emphasis to their 

qualification, experience, ability and interest. As a result, trainin g institutes 

of North shoa zone failed to identify and plan opportuniti~s for improving 
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s taff utilization . This m ight influen ce the provisIOn of qu ality tra ining 

beca u se the poten tia ls employees were not exploited properly . 

4 .2 .7 . Employees n eed regular guida n ce and support for the implementation 

of th eir ins titu tional obj ectives. The staff management, however, did not 

organize , motivate, equip and direct workers to perform with their highest 

poss ible levels . Thus , the professional support of employees might influence 

the improvement of personal performance and institutional results. 

4 .2 .8 . The principals a nd other concerned edu cational managers of the 

training institutes seem ed to be reluctant to help employees settle and 

become effective workers by identifying factors , which were associa ted with 

s taff turnover and correc ting them. 

4 .2 .9 . Trainin g a nd developm ent programs help employees perform 

effectively and give a c hance of personal growth and satisfaction. These 

program s a lso have a u seful stake in enhan cing employee retention and 

loyalty. Th e institutes' managers, could not m a na ge both performance (short 

term ) and adapta bility (long- term) needs. Therefpre, training and 

development program la cked the support of top m a nagem ent (principals , vice 

principals) and commitment of the institutes to their employees . 

4.3. Recommendations 

Based on the fin dings obtained and conclusions drawn , the foll owing 

sugges t ion s a re forwarded to improve practices of managing human resource 

a nd to a llevia te the above-m entioned problems of TVET Institutes . 

4.3 . 1. To improve the m anagem ent of human resource in the a rea, the 

personnel concern cd with those ac tivities (including those in the EPC) 

should be well qualified and experien ced . Moreover, these personnel should 

be trained regularly to acquire the necessary skills for improving their 
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acc uracy a nd fai rness. Most of the HRM func tions in the institutes fa iled due 

to lack of attention. Hence, they should be given a fair sha re of educational 

manage rs' a ttention to atta in the objectives of the Institutes. Th e Regional 

TVET Commission a lso has to develop the m a nagerial skills of principals and 

provide more autonumy to the TVET Institutes for managing their human 

a nd fina n cial resources . 

4 .3 .2 . For improving the shortage of qualified staff, the REB, Regional 

Capacity Building Bu reau and MOE togeth er should find ways to expand 

colleges that tra in teachers and other professionals of TVET Institutes . In 

addition to this, private colleges should be encouraged to provide training for 

technical a nd voca tional professionals on various fields. Increasing salary 

a nd other benefits fo r those professiona ls, pa rticularly to those in the rural 

areas , will help to attract the desired applicants . This, in turn, enables the 

In s titutes to compete and sha re those scarce personnel with other 

organization s . 

4 .3 .3. TVET institutes dem a nd fina n cial investment. To improve the financial 

problems of the Institu tes, the Regiona l TVET Commission should allocate 

adequate budget. It a lso reques ts the Ins titutes to create and expand their 

own income generating activities such as production unit , cost sharing with 

those who use training products, and other service giving activities (e.g. 

p roviding training to individuals or organization s in different fields). 

4 .3 .4. Every employee should obta in appropriate promotion and transfer 

opportuni ties . Vacan t position s should be advertised in appropriate media 

(newspa p er , radio , etc .) ; la bor m arket information system and application of 

d ifferent recruitmen t and selection methods must be strengthened so that 

m aximum a pplicants will be attracted. 

4.3 .5. For e ffect ive utiliza tion of the s ta ff, TVET Ins titutes a nd Regiona l TVET 

Comm ission s hould have a strong communication link. The Regiona l ':VET 

84 



Commission a lso should develop monitoring and evaluation system and 

extend th is to Institutiona l level. Before training fi eld s are opened and/or 

closed, analysis to determine the number and type of labor required and 

available in various occupational fields may be important. However , it should 

be noted that training is offe red in line with th e regiona l development plan. 

Such an a n a lysis will help the Institutes to enroll trainees according to their 

p lans, to improve the assignment of employees on their field of training and 

enhances s taff utilization by reducing the mismatch between supply and 

demand of labor. Moreover, a ll newly recruited employees should be oriented 

(trained) properly, pa rticula rly with job they a re assigned to perform. 

4 .3 .6. The professional assis ta nce given to the staff will be improved by first 

training senior staff m embers, academic heads and administrative heads 

with the techniques of supervision . The Regional TVET Commission also 

shou ld assign we ll-qualified a nd skilled supervisors at regional level and 

provide unreserved support to the Institutes . 

4 .3 .7. The s ta ff managemcnt should make training and development plan by 

conducting n eed assessment. This activity requires assignment of skilled 

personnel. Thus, TVET Institutes, Regional TVET Commission, Regional 

Capacity Building Bureau and REB officials should work together in 

preparing training a nd development plans . A continuous a nd objective 

performance appraisal of employees will help to identify training needs. 

Based on needs assessment, employees should be provided with continuous 

and complete train ing to keep up-to-date their knowledge, skills and ability. 

It may a lso be a ppropriate to provide m anagers of the institutes and uther 

staff with refresher courses to introduce themselves with technological 

changes. 

4 .3 .8 . Working cond itions including workload assignment, staff selection 

decisions, s taff su pcrvision , improvement practices, facilities, etc. should be 

revised constantly and immediate improvements must be made. 
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Appendix A 

ADDIS ABABA UNIVERSITY 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire t o be completed by Trainers (Teache rs) of TVET 

Institutes 

Deal' respondent , 

'I':le I.lurpose of this research questionnaire is to coiicc L i!l!'o ], llla l i() ]'" 

ideas Clnd op mi o n s o f TVET teachers (traine t-s) a uou l th e p I'Cl cl llT S, 

p ]'o i)km:; anci p ro spect,; 0 1 tll a naging human reSllU l'CC:; til T\, I~'1 

in s !iIU 'cS, pa ninlbriy in No r th Shoa Zone, Your responses :: u el ll items 

in T! 11:--; q:":I:'s rioll n a ir c \i.,fol.dci be or grea l irnportan ct' t C) the ~::U(,':.'r~:~~S or l !-; is 

s lucil' , Th ,erei'ore, yo u a t'e kmdly requested to respoJJcI honesLly clJl!\ 

,'r"n k l:, ' l" ,h e quest ioc: iLem s provided 

', ,)U t' !" , !" P 'lIl S (-S wii' be kept stric tly confide ntial UJld will he u s n! fu ]' 

Tbank :,'o t: i"Jf vO'_:r cooperation t 

Ge ner".l DirecUons 

1. Yo u rio llot r13\,r,:! tu w:-i l.e your n8rne 

II . Inrlicate yo ur I. lpinio!1 b'l puttin g a n (IX» n1 8. '·!( for qUt's li P l1s \ , i ti l 

i<'i:: !l g :-. :~:. d \ ~ :..' hoi t:": s) or \Vrile Y C' Li !, rCf~pOnS (; i. t l hl'i ei" \\' l lo. .. .' t l t~.V t ' . 

n t:<.::.; s s~\ry til I he blank SPi'l,,:,: provider!, 



Personal Information 

1. Age b) 25-30 YTS 0 c) 31 -36 yn, a) Less than 25 yrs 0 
o d) 37-42 yrs 0 e) 43 y rs and above 0 

2. Sex a) Male b) Female 

3. Academic qualification a) Below Dip loma 0 b) Diploma 0 
C) First degree 0 d) second degree & above 0 

4. Total years of servic e in teaching 

I Senfice 

~~b is i'-1s-r 
I 

itute 

I Less than 5 
1

5
-
8 F 13- 1~ 

I In other or gal1ization 

Total , 
1 

II . Issues on Human Resource Management 

1. 1''1(' fo llowing items 8re asked to id entify Wh el:her they are practi ced () I 

!lOL Please indi cate the extent of your agreement or disagr~e:11Cnl by 

pLltting a n "X" mark against each s tatem ent. The numbers indicate: 

5= S trong!y Agree; 4~ Agree; 3= Uncer tain ; 

2= fJ isagree; 1= Strongly Disagree 

r-~----------- -- ----~--.------, 

I 
No Q ~ . . I Scale , 

ueS.lOn Item s 'slllml]1 
lT~i-fThC-e-.-'-in-s-t-:-i t-u-t-e-'-h-a-s-a-ciea rly defined_ s trate.&"-l?la~ j +-H+J 
/1".2 The strategic plan is well communicated with all i i ! 
L l _!!1embjOI_,;_ of the ipstitute . ------ i-.t-.J i 1.3 1 The insti tute has a clearly defined human resource I i 
f----ri ~~-- i_n 
Ll~~ '~'~~~~~S~i~~!~hUman_l~e s:~~rce _ Pla~~~ lin~ed _ wit!] its 1 __ 1_; __ 1 ___ 1_ i 
1 15-1-~~~~~cdepartmen~_~as \':I~~~fi=_~d hun:a n ~esource I _ I 1--1-1 
, 1.6

b
' P!-incipals of this ins titme have a clear direc tion fo r theti+1 'I I , 

,.- -:! i, I :____ ne}~!:J]v(',Le_,lrs2!:l_~ vans;e. ____________________ -.L ' ...LJ 



2. Does the ins titute forecast its huma n resource req uiremen t at least 
ttl r five year"" ~ a) Yes [] b) No [] c) I don't knowO 

3. If your response to question NQ 2 is "No" , what do you th ink would be 
the possible reason (s) ? (One or more response is possible) 
a) Lack of attention to identity staff needs [J 
b) Lack of enough time to identity staff needs [] 
c) Lack of talent people to analyze staff n eeds 0 
ci j Lack of dota on the expected number of trainees that wil i b :: 
enrolled in t.he next five years [] 

c) Other (please specify) _____ ___ _ 

4. \I;'har factors do you think limit implementation of human resource 
plans in your institute? (One or more response is po~sible ) 

a) The plans depended on polit.ical decision s [] 
b ) Difil cul ty to forecast social and econom ic changes [] 
.~) DifTiculty to rnaintain complete and accurate employee records for 
the last: five yecu-s [J 
d) The scarcity of finance LJ 
C) Lack of qualified people in the labor mar](.; t r-J 
;'j Ot.hers (please sp.'!cify) _______ . _____ . __ _ 

5 . For the following list of statements , pleaSe ind icale your agreeme;}L 
(: r disagreernen L, by marking an "X" against (;ach itcnl lO show the 
~t pplicat i (in of each Slale rTlcnl in YOlt )" InsLit ULc . Til~ rl1llnbcr :; 
indicate: 

5= Stro ngly Agree; 4 = Agree; 3= Unciecided; 
2= Disagree; 1 =strongly Disagree 



r---j--- -

L- - . I NOl Items 
5 4 

-e annou n ced with appropriate i 5.1 All vacancies aI 

ey are occu eied i media before th 
~ 5.2 Can didates are subject to detailed se lection 

!)rocedures in r 
_-1 before they are 
5.3 I The Civil Sel 

I procedures are 
: with human res 

-5 .Li I Promotions an 

e lation to th e vacant position 
cmeloyed . 

-
-vice Personal Policies and 
strictly considered in dealing 

ource matters. I 
. d transfers are based on 
ionships with superiors or I Jpersonal relat 

1-:- it::d"lue!:1.!~} polt tl 
I 5 5 I Employment 

'cal tJ0.dies rathg than rneri~'----i-___ 
policies are widely 

1_._1 communicated amOl~ the staff m:.o,::.e:.:m.::b",c",'r,-,s::.:·. ___ +_ 

[
5. 6 ' Internal. capabilities are considered very 
_j_cal~<O(1:'10~_befo!"e ~ __ x_teT_n_a_1 f_e_c_r_u_it_.s __ a l_-e }:!i.I~ed-,-. _-1._ 

G. How dici you get employed in thi s institute? Through 
aj Personal contact with the institute D 
h) Eciuczriunal establishment you gradu a te d rrom D 
c) .Job advertisement (newspaper, no~ice board etc.) 0 
dl Professional Associhtio.r:.:,; D 
ej Fri el~ds or relatives C 
.I) Others (piease specify!.. __ . _____________ . __ 

--

scale 
3 2 1 

I 
I 

tTl ---- --1---j 
I I 

7 . Wh.}, are the conditions tha t attracted you most 1.0 be employed If! 

[his institute? (Y0U can give more than res ponse). 

ai BeUer wurking concl usions 0 
b) Persona l in teresl in th e joL 0 
.. :) SeW:r growth opportuni ties 0 

dJ Fair management Cl 
c) Ekttcr pay ment [J 

i) !\!JselKe of oCher job opportunities [J 
f) Others (please speci fy) ______ . ___ . ______ . __ . ______ _ 



8 . The following items are fac tors that n eed to be considered in selection 

and r: mplovee process. Indicate the degree of their co nsidcration, by 

putting an "X" mark against each Item, in selecting stail members 111 

vnur institute . The scale indicates: 

4= High con s ideration; 3= Average consideration ; 

2= Low con sideration ; 1 = No consideration at a ll 
- -

Scale 
4 3 2 1 

I -~Q i --- -----~::-------- --
f_8.1 -, E?,pe;:i~c-e~-e leva~t to the jOb/ t eachmg 

-- ---- -~--~ + 
I r--

o~* 

~§ . 2 -Ll.!:! tervie~ . 
~.3 I Letter of recommendatJ",o,::I1.:.., ____ _ 
i 8~~~!:~~tical / mdustnal skills ___ . 

l
8.;) ' Selection tests 

. 8 .6 -tfnterest~!:l t·:::h.::c.IC=-jo-b--o-r-t-r-·a-ining 
1 

~ ---j 
~ Educationa l qualification 1.* -If any other (d escribe a indicate the considerati 

Lt~ cd=-===~------------ ._._ -j----t---r-=J 
----- __ ..l.. ___ L 

') Does the instit.ute 'llTaIl.ge induction (orien ta tion) program wher.ever 

Del\: empl oyee"; join the institu te? 

o bJ No 0 
10. 11 your respons~ in question NQ g is "No" what eto YOll mmk is (arc) 

,he reason( s)"? (More than one respon ses is possible) 

a) it i::; co st1y D b) It is time con::;urni ng 0 
c) The institute does n ot give a tten tion to orientation programs 0 

el) Others (please specify) -- -----_._- .. _- ---
11 At present y01..l are teaching in: 

el) Y(mr major area [] b) Your minor arcC! CJ 
c) Both your major a n d millor area [] 

training 0 
dj ou tside y<}ur i"ield 01 



17. Do staff members receIve professional support from education 
managers and other concerned bodies? 

a) Yes 0 b) No 0 
18. If your respon se in question nQ f=r is "Yes", who provide professional 

most of the time? 

a) Senior staff members 0 b) Department heads 0 
c) Vice principa ls 0 
d) Regional TVET commission official sO 
e) Oth ers (please s pecify) __ _ 

19. Do YOLl think the suppOrt offered IS adequ ate to help for staff 
development? a) Yes 0 b) No 0 
20 . Does the institute have a clearly defined human resource 
d"velopment p lan? a) Yes [J b) No 0 8) I don't know 0 
21. Dr> st~ff members in the iEstitute obtain tra ining to improve theil' 

abil it ies? a) Yes [J b) No [J 
22. If YO;lf ITsponsc in question No 21 is "Yes", what was the training 

jJl'og:'arn ? 

ul On the job training 0 b) Ofr the job trainmg 0 
c) Summer (in-service) training 0 
d) Both on the job and off the job training 0 

23 . In the past five year s most of the opportunities of further educat'ioll 
~lrt· provided (More than one response is possible) 

ai By !:he Ministry of Education 0 
oj Through the institutional effort 0 
c) Through person al effort 0 
d) By th e Regional TVET Commi:;sion C 
e) Others (please specify) 



1. Personal Information 

1. Age a) Less than 25 yr s 0 b) 25-30 yr~ 0 c) 31-36 yrs [J 

2. Sex 

d) 37-42 YI-S 0 
a) Male 0 

3. Academic qualification 

a) Below Diploma 0 
C) Firs t degree 0 

e) 43 yrs a n d above 0 
b) Fem ale 0 

b) Diploma 0 
d) second degree and above 0 

n. Issues on Staff utilization al1d Professional DevelopmerLt 

in your institute, who decide on the number of teachinp ioaels for 

(';];~n >:acht~ r ! trainer? 

b) Departmen c Head [J 

c) Departmen t h ead and members of the departlTJI~nt 0 
d) Others (please specify) ._------------

2. What arC' tile factors con sidered In dete rmining teachi ng loctd rJ j" 

tear h e rs 111 your in s titute? 

a) Number of stu dents in a given section 0 
bl NRcure of the courses 0 
q '1'11 ," nUIl1bC'r of preparations /courses of the teacher 0 
el) Other non ·class room responsibi li ties 0 
e) Others (pJea~e spe(:ify) __ ._ . ____ . _._._ . _____ ___ .. _. ____ ._ 

3. Did teachers get profes sional assistance from edlloacional lnanagcrs 

2 nci or other concerned professionals? 
, .. [-1 '-LJ res _-' b) Nc, 0 



11. Does the institute have staff development plan? 

a) Yes 0 b) No 0 c) I don't know 0 
12. Do staff members in the institute obtain training to improve their 

abili ties? a) Yes 0 b) No 0 
13. If your response in question NQ 12 is "Yes", what was the training 

program? 

a) On the job training 0 b) Off the job training 0 
cl Summer (in- service) training 0 
d) Both on the job and off the job (raining 0 

14. Most of the opportunities of further training are provided 

(More than one response is possible) 

Cl) By the Minis try of Education 0 d) through personal effort 0 
b) By the Region al TVET Commission 0 
C) Through the ins titutional effort 0 
e) Othens (please specify) 

15. in your opinion, what are the m ajor problems in the utilization of 

lea che rs'? 

a ) ._ ... _._. __ .. ___ _ . 

b) ________ ... _________ _ 

c) ___ ._ . ____ ._. __ . _____ . ____________ ._._ ._ .. __ .. _. __ ._ .. 

16. Jr, your opil1loll , what a re the major problems in the profe SS ion al 

development of teachers (trainers)? 

a ) _______________ ______________ ._ .. ___ .. ~ __ 

b) ________ _____ . _____ . 

c) _____________ ~ __ _ 

i 7 . Wha t do yo u suggest to solve the aforementioned problem s? 

<1) _. ___ _ . ______ . __________ . ____ . __ . ___ . 

bl _________________________ _ 

C) _. __ _ _ __ _ 



I. Personal data 

1. Age a) Less than 25 yrs D 
c) 31-36 Yrs Ll 
e) 43 Yrs and above D 

2. Sex a) Male D 
3. Academic qualification 

a) Below grade12 D b) Gradl2 

d) Diploma 0 e) First Degree 0 
l) Second degree and above 0 
4. Current position 

b) 25-30 yrs D 
d) 37 -42 Yrs D 

b ) Ferr.aleO 

c) Below diploma 0 

a) Clerical employee 0 b) Professional employee[J 
c) Administration 0 d) Support staff 0 
ej Senior management 0 t) others (specify) ____ _ 

5 . Totd years of service 

1 ___ ~~P_l_0_Yl_n~?t ___ .--l_L_a~_s th_an 5 - ~-8-=r_-.~. 12-16 I Over l '~;1 lAs a teacher ___ -+_ _ ---!----.. -i 

[!~l~-.~-~~-~:-·~-~~l~~~:!-d-n-.----~- --r-------+---+---~i------l 
2!:.omo!.!.,?n committee, __ .L.... _____ . _____ L I--.J 

II Issues on Human Resource Management 
1. Who is responsible in the human resource planning in your ins titute? 

a) The H.egional TVET Commission 0 
b) The committee established from different departments 0 
c) The human resource departmen t 0 
d) The institute management committee lJ 
e) Others (please specify) _ _______________ _ 

2 Does the institute anticipate the institutional human resource neec'<; 
ior at: least five years? 

a) Yes D b) No [] c) I don't know !.J 



3, If your response in question No 2 is "NQ" what do you think is (are) 
the reason(s)? (More than one responses is possible) 

a) Lack of enough time to identify staff needs 0 
b) Lack of competent personnel to identify staff needs 0 
c) Lack of information on the expected number of student enrollment 0 
d) Not certain 0 
e) Others (please specify) 

4, What I'actors do you think limit implementa tion of human reso1.1r"'" 
1, lans in your institute? (One or more response is possible) 

a) The plans depended on political decision s 0 
b) Difficulty to forecast social and economic changes 0 
c) Difficulty to mnintain complete and accurate employee records for 

the las t five years [J 
dj The scarcity of finance 0 
ej L1Ck of qualified people in the labor market: 0 
o ()~hen, (please specify) ______ _ 

5, Recruitment of the institutional staff is a responsibility of: 
a) The Regional TVET Commission LJ 
b) The committee established from different depar tments 0 
c) The human resource department 0 
d) The institute management committee 0 
e) Others (please specify) __ 

6, Who carrier.; out the selection process to fill the Institutes' vacant 
. . ' ) 

po~anons: 

a) The Regional TVET commission 0 
lJ) The commi ttee established form differen t departments 0 
c) The human resource department 0 
d) The institute management committecD 
e) Other (please specify) 



7 . As you are concerned with recruitment and selection process, did Y01, 
get training or orientation in systematic selection techniques? 

a) Yes 0 b) No 0 

8. [f your response in question NQ 7 is "No", what do you think is (are) 
the reason(s)? 

a) The committee members have the necessary skills 
b) The committee members have the experience 
c) No attention is given to the orientation programs 
d) Others (please specifyl _____________ _ 

9. What is (are) the method(s) the institute use most to recruit its staff? 
(More than are response a possible) 

a) through educational establishments 0 
bi Job adv'~rtisement 0 
c) Through professional associationsD 

d) Personal contact with employees 0 
e) Other (specify) 

:w. The following list of statements is some of the recruitment and 
selection practices. Please indicate your agreement or disagreement, by 
marking a n "X" against each statement to show the application of each 
statement in your institute. The numbers indicate : 

5= Strongly Agree; 4= Agree; 3= Undecided; 
2= Disagree; l =strongly Disagree 



scale 
No Items 5 4 3 2 1 

10.1 All vacancies are announced with appropriate 
m edia before they are occupied 

10.2 Candidates a re subj ec t to deta iled selection 
procedures in relation to the vacant position I 
before they are employed . 

10.3 Th e Civil Service Personal Policie s a nd 
procedures a re strictly considered in dealing 
with huma n resource matters. 

10.4 Promotions and transfers are based on 
personal relationships with supenors or 

I influential poli tical bodies rather than m erit. 
10 .5 Employment policies are widely 

communicated a mong the staff members. 
10 .6 Internal recruitment IS cons idered very 

carefully before external recruits are hired. 

11. The fo llowing items are factors that need to be con s idered in 

selection and employment process. Indicate the degree of their 

considera tion by putting a n "X" mark against each item, in selecting 

staff m ember s in your institute. The scale indicates: 

4= High consideration; 

2= Low consideration 

3= Average consideration 

1= No con s ideration at a ll 

I 

Scale -,] 
No Items 4 3 2 
11.1 Experience relevant to the job l 1l.2 Interview 
1l.3 Letter of recommendation I 
11.4 Practical/industrial skills 

~ , 

1l.5 Selection tests 
1l.6 Interest in teaching (training) 
11.7 Educational qua lification 
11.8 If a ny other (describe a indicate the con s ideration) 
11.9 

I 

I - I I , 



12. How does the institute attract potential applicants? (One or more 

response is possible) 

a) Practicing better working conditions 

b) Providing growth opportunities 

c) Encouraging candidates to develop interest in the job 

d) Providing better payment 

e) Exercising better payment 

f) Others (please specify 

13. Do you think that good quality (high caliber) applicants apply for 

vacant positions in your institute? a) Yes D b) No D 

1"i. If your response in question NQ 1~ is "No", what do you think is (are) 

the reason(s)? (One or more response is possible) 

a) Low credibility of the institutes D 
b) Unattractive working conditions D 
c) Poor vacancy advertisement D 
d) Low salary package D 
e) Others (please specil)r) _ ______ _ 

15. What should be done in the future regarding the management of 

human resource in the institutes? 

a) Training more teachers for RVET instimtes D 
b) Increasing salary and other fringe benefits D 
c) Improving the institutes' working conditions D 
d) 0 thers (please specify) 



16 In your opinion, what are the strengths of the institutional staff 

planning, recruitment and selection practice? 
a) ________________________________________ __ 

b) ______________________________________ ___ 

c) ____________________________________________ ___ 

17. In your opinion, what are the weaknesses of the institutional stuff 

recruitment and selection practice? 

a) 

b) 
c) 

18. What solutions do you propose to improve th e weaknesses? 

a) _ 

b) __ 

c) 



Appendix D 

ADDIS ABABA UNIVERSITY 

School of Graduate Studies 

Depart ment of Educational Planning and Manage ment 

Questionnaire to be Completed by Members of the Non-Teaching 

Staff in TVET Institute s 

Dear respondent, 

The purpose of this research questionnaire is to collect information, 

ideas and opinions of the non-teaching staff about the practices, 

problems and prospects of managing human resource s in TVET 

Institutes, particula rly in North Shoa Zone. Your responses to a ll items 

in this questionnaire would be of great importance to the success of this 

study. Therefore, you are kindly requested to respond honestly and 

frankly to all question items provided. 

Your responses will be kept s trictly con fident ial and will be u sed for 

academic purpose only. 

Than k you for your cooperation! 

General Directions 

III. you do no t have to write your na me 

IV. Indicate your opinion by putting an "X" mark fo r questions 

with ratin g scale (choices) or write your response in b t'i ef 

whenever necessary in the blank space provided. 





2. Does the institute forecast its human resource requirement at least for 
five years? a) Yes D b) No 0 c) I don't k nowD 
3. If your response to question No 2 is "No", what do you think would be 
the possible reason (s)'? 

a ) Lack of attention to identity staff need s D 
b) Lack of enough time to identity staff needs D 
c) Lack of talent people to analyze staff needs D 
d) Lack of data on the expected number of trainees that will be 
enrolled in the next five years D 
e) Other (please specify) _____________ ._ 

4. What factors do you think limit implementation of human resource 
plans in your institute? (One or more response is possible) 

a ) The plans depended on political decisions 0 
b) Difficulty to forecast social a nd economic ch anges 0 
c) Difficulty to maintain complete and accurate employee records for 
the last five years 0 
d) The scarcity of finance 0 
e) Lack of qualified people in the labor market 0 
l) Others (please specify) _________ . __ 

5 . For the following list of statements , please indicate your agreement 
or disagreement, by marking an "X" against each item to show the 
application of each statement in your institute . The numbers indicate: 

5= Strongly Agree; 4= Aaree ' '" , 3= Undecided; 
2= Disagree; l=strongly Disagree 



!-~ Items 
5 4 

5.1 All vacancies are announced with appropriate 
media before they are occupied 

5.2 Candidates are subject to detailed selection 
procedures in re lation to the vacant position 
before the::i are emploved. 

5.3 The Civil Service Personal Policies and 
p rocedures a re s trictly considered in dealing 
with human resource m atter s . 

5.4 Promotions and transfers a re based on 
personal relationships with supenors or 
influential pol itical bodies rather than merit. 

5 .5 Employment policies are widely 
communicated among the s taff members . 

5.6 Internal recruitments are con sidered very 
carefully before external recruits are hired. 

6 . How did you get employed in this institute? Throu gh 

a) Personal contact with the institute D 
b) Educational establishment you graduated from D 
c) ,Job advertisement (newspaper, notice board etc) 0 
el i ProfesslOnal Associations D 
e) Friends or relatives D 
f) Others (please specify) 

scale 
3 2 1 

'. --
! 

I 
I 1----

I 

t~i , 

I 1--1 
; 

---

7. What are the conditions th at attracted you most to be employed in 

this institute? (You can give more than response). 

a) Better working conclusions D 
0) Personal ~nterest in the job D 
c:) Better growth opport;Jnities D 
Ii AL)'w ncc: of other job opportunities 

d) Fair management D 
e) Better payment D 

g) Others (specify) ~ ______ ~~~~ __ ~~~~_ 

8 . Does the institute a rrange induction (orien tation) program whcn ever 

new employees join the institute? 

3) Yes D b) No D 



9 . If your response in ques tion NQ 8 is "No", wh a t do you th in k is (a re) 

the reaso n(s)? (JvJore than one responses is possible) 

a ) It is costly 0 b) It is time consuming 0 
c) The institute c10es not give attention to orientation progra m s 0 
d) Others (please specify) 

10. Th e following items are factors that need to be cons ide red in 

se lec tion and employment process. Indicate the degree of th eir 

cons ideration, by putting a n "X" mark again st each item , in selec ting 

sta ff m embers in your institute. The scale indicates : 

4= High consideration; 3= Average consideration; 

2= Low consideration; 1 = No consideration a t a ll 

-----I-------------------------------------'---~~~-- -~ 

I 
Scale ~ 

NQ Items ~2T { -: 
i,-l-o: 1 ____ I._.E .. ~., xperi.er,ce relevan--t -t-o-t-=-h-e-'j:---o-=-b-/:---t-ea- c-,h:----:-in-g-- 4 3 I ~-~ 

It 
- --- ----,--1 

i 10.L i!ltervlew ' L 
i10-:3- Letter of recommendation - , ---r- --I 
1-10 .4 '--frac ti c a l /in d u stria l:.:s::..:I::.:{i"'l1,=-s---------------------+--+--I----f---1 

'_1_0_.5_ _::;e lection tests --l 
10.6 Interest in the -ob or training --[---- --1 

i 10.7 + Educational qualification I' 
1 19.8 , If a ny (describe a indica te the consideration) ___ --+1 _ ' " 

!toT] - ---'1_ I I __ -r-_I,· .... _~_-.J; 1- 10.) 0 r--- _______ --______________________ ~.__ ____ ~ 

11. Do staff members receive professional support from educa tion 

man age rs and other concerned bodies? 

b) NoD 

12 . ! f you r response in ques tion nQ 11 is "Yes", who provide pro fe ss ional 

most of the time? 

a) Senior staff members 0 
c) Vice p r;nc ipals C 

b) Depa rtme n t head s D 

di Regional TVET commission officialsD 

e) Others (please specify) 

1 



13. Do you t.h ink the support offered is adequate to he lp for stall 

development? a ) Yes o b) No 0 
14. Does the institute ha ve a defined human resource development plan 

for the non- teach ing staff? a ) Yes 0 b) No 0 
15. If your response in question NQ 14 is "No", what do you th ink is the 

reason? a) 

b) 
c) __________________________ _ 

j 6 . Do staff members in the institute obtain training to improve their 

abilities? a) Yes 0 b) No 0 

17. fr your response in question NQ 16 is "Yes", what was the t raining 

program? 

a) On the job training [] b) Off the job training 0 
C2 ., Summer (in-service) training 0 
eI) Both on the job and off the job [raining D 

Ii:::. Does the institute appra ise employees based on their job 

pl..::rfurnlance? 

a) Yes , always 0 b) Yes, sometimes 0 c) No 0 

19 . What do you thmk is the importance of performance appraisal in 

your institute? 

a) To determine future u se of employee sO 

b) To increase payment based on meritO 

c) 1'0 motivate emplOyees to do better on their jxesent JobO 

eli To il>; o;ess traming needs 0 e) j don't kl~0WO 

;~I Oth",. S' (pkase specify) ______________ _____ _ 



20 . Wha t s hould be done in th e future regarding the management of 

teac hers in the institutes? 

a) Training m ore teachers for RVET institutes 0 
b) Increasing salary and other fringe benefits 0 
c) Improving the institutes' working conditions 0 
d) Others (please specify) __________ _ 

21. In your opinion, what are the major practical activities to determine 

the non-teaching staff needs? 

a)_~. 

b) 
c) _ _____ _ 

22. What. me the major problems in the non- teaching staff utiliza tion , 

Lrailling and ckv elop l11ent in your institute? 

a) __ .. ~. __ .. _______ _ 

b) _ . ____ ._~. __ _ 

c) 



Appendix E 

Interview for the Principals of the Institute 

1. How do you fore cast human resource requirements and 

availabilities in your institute? 

2. Who is responsible in determining these human resou rce need s 

(i .e ., planning, recruitment and selection) of the s ta ff in the 

institute? 

3 . What methods do you apply to announce vacant posi t. ions before 

they a re occupied? Do you think that they are appropriate and 

sufficient enough to attract as many good quality applicants as 

possible? 

4. Do you think that the institute is utilizing its huma n resource 

effectively a nd efficiently? If no, what do you think are the 

rea:;ons? 

5. Does the institute provide professional support to the staff? If no, 

why? If yes, in which specific areas? 

6. Are training n eeds of the s taff periodically assessed? Are they 

implemented effectively? If no, why? If yes, do you think that the 

short term and long term training n eeds of each member 

attained? Do you evaluate the training and development process? 

7. What are the major practices and encountered problem s of the 

sta ff man~1gernent in your institute with regard to: 

Determining t. he human resource needs? 

Recruitment and election of s taff members? 

Sta ff ut ilization, training and development? 

8. What: solutions do you suggest to improve the problems you 

men tinn ed? 

9 . What an: your prospects (positive result expecta tions) of 

managing huma n resource in your institute? 



Appendix F 

Interview for the Regional TVET Commission Experts 

1. What are the major roles of Regional TVET Commission in:-

- Determining human resource needs (planning, recruitment and 

selection)? 

- Providing staff Training and professional development? 

2. Does the commission a llocate enough budgets to the institutes? If 

not, how do TVET Institutes in the Region obtain money to fill vacant 

positions which may be through employment, transfer or promotion? 

Do you encourage the institutes to create and expa nd ll1come 

generating activities to improve the scarcity of finance? 

3. Do you think that the institutes are utilizing their humCln resource 

efTectivdy a nd efficiently? If no, what do you think are the reasons? 

4. What do you think a re the major problems of TVET Institu tes:­

a) To determine their human resource needs? 

b) To satisfy institutional objectives and personal needs of staff 

training and development? 

c) To develop a strong communication link with the regiona l TVET 

Commission an d with other training institutes? 

5. What do you suggest to solve or improve the problems of TVET 

Ins titll!:es in managing their human resource? 

O. WhaL are your prospects of human resource management in TVE:'~ 

institutes? 
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