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Abstract
The study was conducted mainly to assess the hussource management practices and
challenges in Entoto TVET College. It attemptedekplain the process of human resource
management practices, participants of HRM practipescess of hiring employees, retention and
evaluation system in the Entoto TVET College. dbdkied to identify the main challenges of
HRM, case and its solution in the future.To thieafdescriptive survey method was employed.
As sources of information trainers, administratafsTVET College, city TVET agency officers
and different department workers of the Entoto TUEdllege were selected. From trainers
population of the TVET College were selected thhoargilability sampling technique out of 206
trainers, 103 were selected and 101 questionnaioespleted. Besides from 150 administrators,
53 were selected and 48 questionnaires completenn RAddis Ababa TVET agency officers and
different department workers of Entoto TVET Collederespondents were selected through
purposive sampling method, out of 18 officers aBdli#erent department workers, 3 and 4 were
selected for interview officers and workers respety. To collect data from the sources
guestionnaires and interview were employed. In otdevalidate the instrument for the study ,
different capable person including the researched ¢he assigned academic adviser examined it
and pretest was conducted for the questionershagdsult the necessary measure were taken.
Then after the data collected through questionrsaimere computed in the percentage, presented
in the table and followed by discussion. The rasoitopen ended items of the questionnaires and
interviews were present through descriptive statémEhe study showed that in HRM practices
there were problems of awareness because of admatois did not participate to give
awareness for employees. And the main challengeRM in the college were less commitment
of administrators and less employees’ compensaliberefore to improve HRM practices and
prevent HRM challenges, administrators, other staéimbers and stakeholders should contribute
a lot to Entoto TVET College.
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CHAPTER ONE

INTRODUCTION

1.1.Background of the study

Human Resource Management (HRM) practice is a eoatipely new attitude to treatment
people in numbers of institute particularly TVET I€ge. People are considered the crucial
resource in this approach and it is concerned thighpeople aspect in management of an institute.
Since an institute is a body of people, their agtmeent, development of skills, inspiration for
higher levels of fulfilments, as well as confirrgimaintenance of their level of assurance, are all
significant activities. There is growing evidenbatt human resources are decisive to achieve the
goals of organizational success, and may offerbst return on investment for sustainable

competitive advantage (Price, 2007).

Human resource management, as a discipline andigeran the management of people in an
institute, has evolved and developed into diffeeeet. These disciplines and practices have gone
through a process of trial and error, theory baidand testing of various concepts by practicing
managers and academics. The essential powers b#fangrowth and development of human
resource management have been (and still are) ynamironmental, and the mission for

knowledge of better ways of obtaining and using leyges in the college (Armstrong, 1995).

Human Resource Management is that branch of mareagestnich is responsible on a staff basis
for concentrating on those aspects of operationsgchwlare primarily concerned with the
relationship of management to employees and emefoieemployees and with the development
of the individual and the group. As an extensiomg@eferal management, that of prompting and
stimulating every employee to make his fullest obation to the purpose of TVET college
objectives. Human resource management is not samgetmat could be separated from the basic
managerial function. It is a major component of Hreader managerial functions like hiring
process, termination etc. The best practices tddive job design, evaluation, giving attention to

employees, retention, encouraging, skill enhancémegrams, increased autonomy, and flexible



work hours are used by the employers to attracemsmpced as well as young professionals to
work for them(Stone, 2002).

According to Lado and Wilson (1994), Human resosiraee considered the most important asset
of an organization, but very few organizations avke to fully harness its potential. They define a
human resource system “. . . as a set of distacinberrelated activities, functions, and procssse
that are directed to attracting, developing, andntaaing (or disposing of) a firm’s human
resources.” Traditionally, management of this gysteas gained more attention from service

organizations than from manufacturing organizations

The notion of “modern HRM practices” has becomeénaneasingly used way of referring to high
levels of delegation of decisions, extensive ldtaral vertical communication channels, high
reward systems, often linked to multiple perfornmamudicators, and other practices that either
individually or in various bundles is deployed tehgeve high levels of organizational
performance (Colombo and Delmastro, 2008).

From the above context, Guthrie (2001) states tfiéte common theme in this nonfiction is an
emphasis on utilizing a system of management pestgiving employees skills, information,

motivation, and latitude and resulting in a work#that is a source of competitive advantage.”

In the HRM process, there are different challentpes can affect the implementation of human
resources. Like hiring, commitments of administrat@erformances of employees are challenges
the HRM systems in the college. The extent to whi€hany, human resource management
(HRM) impacts on organizational performance hasrgettas the central research question in the
personnel/HRM field (Becker and Gerhart, (1996) &uekst, (1997).

As the world is becoming more competitive and upistédhan ever before, manufacturing-based
industries are seeking to gain competitive advantatgall cost, challenges and are turning to
more innovative sources through HRM (Sparrow, Sshand Jackson, 1994).

In general, HRM practice has its own process tagggetd managing system in the TVET College.

Some of the the practices are planning, hiring ggecemployees retention and terminations. To
implement these HRM practices in the study collegecerned bodies must actively participate in

it, in particularly the administrators play a adl role.
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Such HRM management systems also have its ownedua$ that affect the implementing
capacity of the college. To minimize the challengié® concerned bodies must be actively

participants in the college.

1.2.Statement of the Problem

Human resource management practices have its demesit steps in the TVET colleges hiring,

employees’ retention, giving opportunity, evaluatitermination process etc. The HRM practices
can generate increased knowledge, motivation, gynand commitment of a firm's employees,
resulting in a source of sustained competitive athge for the firm (Harter, Schmidt, and Hayes,
2002).

According to Hilsop (2003), Human resources areliteeblood of an organization. This implies
that the practice of HRM in the college has direahnection with organization outcomes and
more research needs to concentrate on the indieétionship between HRM practices in an
organization. Since knowledge resides in an indigicand given the role of HRM practices in
influencing an individual's attitude and behavioist,is believed that HRM practices has

significant and positive relationship on organiaatl innovation via knowledge management.

Without good practices of HRM, countries face nuralmd problems to solve their challenges. In
many countries, particularly developing ones likbi&pia, people give less attentionfor human
resource management, especially for Technical amchtbnal Education Training (TVET). The
management of HR is complex because the individaalsvorkers hardly adapt or voluntarily
embrace the objectives of the organization. Asviddials, the employees have needs, aspirations,
motivations, desires and interests which influetha@r behavior at work but unfortunately these
objectives are sometimes in conflict with the cogpe objectives of the enterprise. In reconciling
this conflicting interests, Human Resources Managemand Planning are useful tools employed
in harmonizing the needs of the employees withgibeds and objectives of the organization on a
continuous basis. Administrators have enough kndgdeto minimize the challenges of HRM in
the college. Knowledge of HRM practices is therefohighly necessary and it has been

acknowledged that it is an effective of resourcBRH practices (Tan and Nasurdin, 2010).



In general, there are different challenges of HRMgbvernment institutes of Technical and
vocational Education Training (TVET) such as, ergpkes give less contribution to creativity,
innovation etc. Therefore, based on the abovelgna) the researcher realized the fact that the
issue requires research to be conducted. This sthéyefore, attempted to assess the HRM
practices and challenges in Entoto TVET College fané&nswering the following basic research

guestions:
1. What is the practice of human resource managenéinitato TVET collage?

2. What are the major challenges that affect the hurasource management in the study
college?

3. Who should be the participants to minimize the leimgles of HRM in the study college?

4. What are the processes of HRM practices in EntM&TT College?

1.3. Objective of the Study

1.3.1.General Objective

The general objective of this study was to find tht practices and challenges of human resource
management in the case of Entoto TVET College.

1.3.2.Specific Objectives
A. To assess the current human resource managemetitgsaat Entoto TVET College.
B. To identify the major challenges of human resoumme@magement in TVET college.

C. To identify the main participants (stakeholdersnimimizing human resource management

challenges in the study area.
D. To explain the process of HRM practices in the piaca.

E. To provide policy recommendations that can impribvepractices of HRM in the study area.



1.4. Significance of the Study

The study is expected to have the following sigaifices:

1. The study indicates the specific challenges th&cafthe practice of human resource

management in TVET colleges

2. It encourages managers to identify the problemsunfian resource management system

and to give solution.

3. It will give clues for the department of human nes® management in Entoto TVET

College to design effective strategies.
4. It may also help similar TVET institutions in imptiag the practice of their HRM.

5. It will inform policy makers as to how to improvieet HRM.
1.5. Delimitation of the study

The study is delimited in terms of focal study ar#tais restricted to investigate the Human
resource management practices and challenges ofoEmechnical and Vocational Education
Training College to complete the study within theeg time frame and based on resource
allocated for the study. Due to large humbers spoadent in the TVET College, the study is
delimited to one purposively selected TVET collegamely Entoto TVET College. Respondents
are both trainers and administrators selected giroavailable sampling methods for
guestionnaires. In additional city TVET officers darother workers in the college were

purposively selected for the interview.
1.6. Limitation of the study

The researcher faced minor limitations like resmosl give less attention to fill the

guestionnaires and some of them with less volurftarpoth questionnaires and interviews in the
TVET College. Similarly, the city agency officersere busy to give interview and sometimes
were not in their office. Moreover, seven questargs were not returned to the researcher: two

trainers and five administrators.



1.7. Organization of the Study

This thesis is organized in to five parts/chapt@ise first chapter is the introduction that deals
with the general aspects of the issue covered allmhvied by background of the study, statement
problem, objectives, significance, delimitationddimitationof the study as well as organization

of the study.The second chapter is the relatethtitee review, which covers the secondary data
that delivers different detailed information abthe regarding research topic.

The third chapter describes the methodology ofrdsearch. It shows the research approaches,
sampling procedure, data collection tools and wafydata analysis whereas chapter four covers
the discussion of the data and the research fisdmgespect to HRM practices and challenges in
Entoto TVET College. Finally, the last part, chaptiee, provides summary, conclusions and
recommendations of the study based on its findMgseover, as additions, the bibliography,
sample questionnaires, interviews and other rekedacuments were attached to the last part of
the thesis.

1.8. Operational Definitions of Terms
Administrators = Refer to persons who manages a government agemgpartment
Trainers = Refers to people who train other persons.

Different workers in TVET College= Refers, to staffs who their own job description in

different department.

City TVET agency Officers = Refers, to officers who are appointed to an offeed

who holds a positions of trust of TVET agency.



CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1. Human Resources Management (HRM) practices
2.1.1.Definition of HRM Practices

According different authors, term "Human resouroemagement practices” (HRM) is used in
many different ways and that's why it has differdetinitions. For example, the term suggests a
distinct philosophy regarding people-oriented orgational activities, a philosophy that helps
modern businesses more than the classic persormmagament did. And it is also conceptualized
as a set of internally consistent policies and tpres designed and implemented to ensure that a
firm’s human capital contribute to the achievemehits business objectives (Delery& Doty,
1996).

Human Resource Management (HRM) can be definedas$es of managing people within the
employer-employee relationship. Specifically, itvafves the productive use of people in
achieving the organization’s strategic objectived the satisfaction of individual employee needs
(Stone, 2002).

HRM practices is an ensemble of strategically aperational activities (planning, recruiting and
maintaining of employees), as a part of generalagament. And its purpose is to create an
organizational climate for encouraging staff toiaeh the objectives of the company. There are
many resources that affect the performance of apeoy but people, definitely, have a major
contribution in adding value to the organizatiokillS, experiences, expertise and the relations
between employees have a major importance in ssicedailure of the company. HRM practices
become a strategic business partner with an eabeoie in the success of the company. Classic
theories suggest that HRM is (Cardon and Cardod4 R0

- Part of the general strategy of the company — ptenand establishing performance target

according to the general objectives of the company;
- Staff administration — efficient and legal admirasion of employees,
- Recruiting and selection — qualified employeedea#on for vacant positions in the

company;



- Training — continuous training for employees immsrof skills developing and updating
information;

- Compensations and benefits — motivation of stafilarses, bonuses, promotion
opportunities,

- Labour protection — healthy and safe environmenéfoployees.

2.1.2.Concepts of HRM practices
In the modern society, when people become the mgsbrtant resource of a company, HRM
practices had to find other theories about employaed their role. More and more, the

competitive advantage of an organization is iows people (Manolescu, 2003).

From the above points of view encourage the idabHIRM practices is not only just a part of the
general strategy, staff administration, compengatidut also has to prepare the employees to
compete, to grow, to innovate and to develop therase And again a modern HRM practices
will make not only the difference between succesd failure, but also between success and

excellence.

As Devanna, Fombrun and Tichy (1984) provided, ohthe more classical descriptions of the
processes and activities of HRM practices and teféour generic functions for HRM; selection,
appraisal, development and rewards. According ® dhthors, these functions “are ideally
designed to have an impact on performance at bethndividual and the organizational levels”
However, it is important to be aware of that mdsthe literature that discusses HRM practices

does that in terms of the responsibilities and fioms of HR specialists in the TVET College.

The rapid development of high technology, inforraatand communications technologies have
urged many organizations to actively seek for neaywdeas, experimentation, and creative
solutions in improving their current product, presesystem and technology, which commonly
referred as organizational innovation. Aligned willis move, understanding the fundamental
drivers influencing an organization’s ability tonimvate successful new products, idea, practices
and system is a key planned task for firms to cmmito exist in this dynamic situation. It has
been widely acknowledged that effective human meamegt resource (HRM) practices (Tan &
Nasurdin, 2010) are significant in extracting pesitwork behaviors among employees, which

consecutively lead to organizational innovation.
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HRM practices can generate increased knowledgeivation, synergy, and commitment of a
firm's employees, resulting in a source of susthioempetitive advantage for the firm. Since
knowledge is reside in an individual and given th& of HRM practices in influencing an
individual's attitude and behaviors, it is believib@t HRM practices has significant and positive
relationship on organizational innovation via knedde management.

If HRM practices properly realigned, it can playital role in contributing to the management of
organizational knowledge, and innovation will bealized through the ability to use the
knowledge to identify and pursue the opportunitiisTpostulates that knowledge management
effectiveness allowing employees to generate kndgdewithin their sphere of influence, and
extent as of shared knowledge influences the orgéinnal innovation (Dobni, 2006).

In other words, HRM practices become crucial to lmwganizations influence and shape attitude,
behavior and skills of individuals, of importancevthether organizations deliver innovations that
corresponds with their goals (Chen & Huang, 208t the role of HRM in organizations is

dual. On the one hand, HRM concerns policies aadtjges for organizing and managing work,

which includes the fundamental structure of theknganization.

On the other hand, HRM also encompasses policiegeactices to employ and manage people
which includes both individual management actigit@s for example recruiting, motivating,
developing and retaining employees, and also pseseto inform, consult and negotiate with
individuals and groups (Boxall & Purcell, 2011).

In general different HRM practices are seen asadito stimulate and support creativity mainly
through enable freedom among employees, which hemgeve innovation processes (Jiang et
al., 2012).

2.1.3.Historical Development of HRM Practices
Human resource management practices are both deracatheory and a business practice that
addresses the theoretical and practical techniguesnaging a workforce (Ahmed et al. 2005).

Although it was commonly accepted that HRM pradi¢ead formally started with industrial
revolution, the fact is that the roots of HRM lieap in the past. Just as the employees who shared

the tasks that have to be done in modern orgaaimthumans in ancient societies also, divided



work among themselves. So it can be said that idivi®f labor has been practiced since
prehistoric times. Tasks were allocated accordmgkills such as the ability to find food or
plants, track animals or cook (Price, 2007) butrtfaor contribution to the development of the

HRM systems is provided by industrial revolutiortiie 1800's.

Since the 1980s, human resource management (HRiddiges strategy has become an important
topic for the management area; HRM strategy hagewaetl its prominence because it provides
competitiveness and promotes managerial efficiancthe business area. The rise of human
resource management practices in the 1980s bronghégerial scholars to the link between the
management of people and performance. A numbetterhpts were made to put empirical facts
with the theoretical bones of the knowledge bagmasfand the specific HRM views concerning
how the systems on HR practice, which can make rameinent on the organizational
performance. The approach that focuses on indiVitHR practices and the link with the

performance continued since early 1990s (Hendrye&igtew, 1990).

HRM practices theory has often been associated wibldernist of humanistic philosophical
assumptions. But, beyond much of the theoreticakal there have been major disconnects in

HRM practices with even many conventional westéhical frameworks (Winstanleyetal.1996).

The above view is that practicing HRM often ignotles sound research about policies, practice
or people that is available to help make decisidbmstead, organizations often adopt an HRM

procedure because competitors are using its (B&ima&003).

Many authors understand HRM’s practices currerg iolthe organizations as being strategic.
One of the distinctive features of HRM is that befterformance is achieved through the people

in the organization (Aldamoe, Yazam, and Ahmid, 201

HRM practices must also not be relegated to attoendil supporting role anymore, but instead
must constitute an essential competence in reachmg@rganizational and individual objectives
and results, since human resources are valuableargtitute a source of competitive advantage.
Indeed found strong, positive and significant datiens among the main HRM policies, such as

staffing, training, performance evaluation and cengation. These results are important for
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understanding the inter-relationships between HRA&tfces in order to enhance the effect HR

systems have on employee-based organizationalmegtysal (2012).

In this context, organizations have turned to teespective of creating competitive advantage.
Consequently, themes related to the areas of ag@omal strategy and theory converges,
spawning comprehensive implications for HRM praedi@and putting its primary function under

discussion.

According to the Resourced Based View by Barne®@1})9the creation of competitive advantage
depends on prerequisites that may be closely telateghe HRM area, since resources must be
valuable and rare to the organization, may nevembeted or replaced, and the organization

must be able to exploit them.

Beauvallet and Houy (2010) support that the keyhmeism and decisive variable that would
justify the competitive advantages of companiesgaltl as being lean enterprises, or the ones
practicing a lean management, are directly reledddRM practices.

In general manuscripts contain theoretical argumesthout any practical implications seem like
so much puffery. And manuscripts that focus onlyissues of practice without some theoretical
grounding can seem like the advancement of last ad critical that each manuscript be
grounded in both theory and practice and it woelens appropriate to place much of burden on

the author of the manuscript (Darlene and Russ2Bfl5).

2.1.4.Theory and Practice in HRM Functions

HRM is used in a global context which containsg)“$pecific human resource practices such as
recruitment, selection, and appraisal; (b) formaman resource policies, which direct and

partially constrain the development of specificgiices; and (c) overarching human resource
philosophies, which specify the values that inf@morganization's policies and practices (Gilley

et.al. 2002).

In general most of the literature on HRM theory agnmdctice is developed under the major
functions in HRM rather than as a whole. Thus dtere in relevant to the topic can be obtained

from research findings and theories developed lage@mics in separate researches conducted for
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each functions. Giving evidence to the prolongegliarent between academics and practitioners
regarding the application of HRM theory and pragtimany studies on the subject reveals that
there are discrepancies between HRM theory andipeac

2.1.5.Process of HRM practices
As the world is becoming more competitive and unistéhan ever before, manufacturing-based
industries are seeking to gain competitive advantdall cost and are turning to more innovative

sources through HRM practices.

Likewise, Minbaeva (2005) viewed HRM practices & akepractices used by organization to
manage human resources through facilitating thesldpment of competencies that are firm
specific, produce complex social relation and gateerorganization knowledge to sustain
competitive advantage. Against this backdrop, wecka@ed that HRM practices relate to specific
practices, formal policies, and philosophies that @esigned to attract, develop, motivate, and

retain employees who ensure the effective funatigiaind survival of the organization.
2.1.5.1. Hiring process of HRM practices

This practice can ensure that the right peopleh Wit desirable characteristics and knowledge,
are in the right place, so that they fit in theterd and the climate of the organization. Moreover,
pinpointing the rights employees would decrease thst of employees’ education and
development.

Huselid (1995) examined HR practices of high penfance companies and found that attracting
and selecting the right employees increase the @repl productivity, boost organizational

performance, and contribute in reducing turnover.

Cho et al. (2005) examined pre-employment testa &8y component of selective hiring and
found that when employed, these tests can seleptogees that stay with a company longer.
Passing pre-employment tests may give an applieastronger sense of belonging to the
company, resulting in higher degrees of commitnmeeimployed. Cardon and Stevens (2004)

pointed out that for small companies recruitingften problematic. This can be due to several
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reasons such as limited financial and material ess and jobs with unclear boundaries

responsibilities, which decreases their potentiddite qualified candidates.

2.1.5.1.1HRM Practices Planning

The theoretical idea of a balance of demand anglg@md equilibrium can occur on paper or on
the computer screen. The more likely real lifeaiton is one of continuous imbalance as a result
of the dynamic conditions facing any organizatidw behavior of people and the imperfection of

computer models (Bratton and Gold, 1994).

2.1.5.1.2HRM Practices of Recruitment
Recruitment is defined as a process that seekohitaihs potential job applicants in sufficient
numbers and quality in order to fulfill the avail@bwork positions, as well as meeting the

organization’s requirements and expectations (Shed&ards, 2004).

Empirical evidence suggests that many employeesrarhgers regard diversity management as
being equal to having an equal opportunity for payson to enter the organization. Many world
class organizations have been effective in hirimgnen and minorities to mirror the increasingly

diverse markets and win over new customers (Perll88a).

2.1.5.2. HRM practices of Performance Evaluation

Many companies have implemented tools for measutieg performance in order to stay in
business and come in contact with tough competit@nganizations must face not only to more
demanding conditions but in the current periodn world financial crisis as well. Due to these
reasons, the organizations are forced to measuf@pance of the organization and contribute to
the stability of the organization in today’s conijpet environment. Organizations try to measure
performance according to the financial drivers iouthe recent period top leaders attempted to
find new performance indicators which would take tiwind from sail” to their rivals in the
market. One of these competitive advantages isahurapital. As the Tootell et al. (2009) stated

since 1980s there has been an increasing empmagis anportance of HR measurement.
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According to Yeung and Berman (1997) declared ‘tH& measures should be impact rather than
activity orientated, forward looking than backwaodking, and should focus on the entire HR

system not just on individual practices.”

The overall goal of performance management iseatera culture as high performance in which
individuals and teams to take responsibility fag tontinuous improvement of business processes
and their skills and contribute in achieving theyéds set by managers. In particular, management
performance can be expressed as the approximatiomieidual objectives of employees with
organizational objectives provided that employeegpsrt the culture of the organization. It
provides for expectations to be defined and agriederms of role responsibilities and
accountabilities (expected to do), skills (expected have) and behaviors (expected to
be)(Armstrong, 2006).

2.1.5.3. Employees retention in HRM practices

Organizations undertake several functions (suchaesounting, marketing, research and
development), however, managing human resourc@esob its key functions. There has been
immense realization of the impact of strategic osEIRM practices and visionary organizations
are setting the pace to leverage this aspect fopetitive advantage (Khan, 2010).

According to Bratton and Gold (2009), HRM is a &ac approach to managing employment
relations which emphasizes that leveraging peoplk#pabilities is critical to achieving
competitive advantage, this being achieved throaighistinctive set of integrated employment

policies, programmes and practices.

HRM practices can also be used to elicit some peskiehavioral outcomes as well as advance
the skills and abilities of employees. Thus, effectHRM practices can be the main factor

accounting for the success of an organization (StavCostea, 2005).

2.1.5.4. Equal opportunity for employees in HRM practices
2.1.5.4.1HR diversity management practices

Equal Opportunity is the principle of non-discriration which emphasizes that opportunities in
education, employment, advancement, benefits asmlree distribution, and other areas should

be freely available to all citizens irrespective tbéir age, race, gender, gender-reassignment,
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religion, political association, color, ethnic angcivil partnership status, disability, natiorg/i
pregnancy and maternity, parental responsibilitleany other individual or group characteristic
unrelated to ability, performance, and qualificatidt is a stipulation that all people should be
treated similarly, unhampered by artificial barsiesr prejudices or preferences, except when
particular “distinctions can be explicitly justiie HRM practice is a set of distinctive activitjes
functions and processes that are aimed attractiingcting and maintaining an organization’s

human resources (Lado and Wilson 1994).

The organization’s HR professionals are committethe active implementation of the equality
policy and promoting a culture that supports théicgoby overseeing the integration of the
equality policy into all aspects of the HR policeasd organizational practices. To induce this true
transformation, the structure and every systemmndess must reinforce the desired culture of
Equal Opportunity. HR can initiate to define wha turrent cultural status is and how it adds or
detracts from the organization’s objectives. Antllehders must embrace new attitudes and
conduct their activities in new and different wajdot just the HR, but changing the culture
requires the efforts of everyone in the organizatithe HR function has grown substantially over
the past few decades and now covers the whole gafme#ople management processes. There
are different views about the nature of HRM anddhexists an enormous variety of HR practices

adopted by various organizations (Boselie, Dietx Baon 2005). .

An organization’s HR specialist is often focusedgatting the basics in place and finding a way
to compete for talent, create a good working emvitent, help the workforce develop new skills,
formalize rewards systems, and comply with appleakgulations. These key activities allow
HR to lead and drive cultural development. Somewhaong the evolutional path, the best
companies recognize the importance of sustaininBaual Opportunity culture as a competitive
advantage. HR play an important role in creatingpaerall employee experience in alignment
and every employee becomes a ,keeper of the clltarel the primary responsibility for
implementing equality of opportunity in the workpéarests with each and every employee of the
organization (Shen and Edwards 2006). Hence the oblthe HR in implementing Equal
Opportunity is to:

1) Interpret the legislative framework

2) Develop and promulgate appropriate policiesromte equality of opportunity
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3) Monitor implementation

4) Develop effectiveness

2.1.5.5. Evaluation process in HRM practices

The evaluation of human resource management hasrngean important process of HRM both in

Worldwide practice of business and research.Thduatran of HRM is a process, where the
entire human resource management and its sepamatéoins are evaluated. The effectiveness,

efficiency, productivity and organization of HRMdhits functions are evaluated (Bratton, 2007).

The evaluation of HRM and its impact is essenttal fbllowing reasons. First, by evaluating
HRM contribution and showing its value to compatig HR function might increase credibility
and legitimacy. Second, by evaluating HRM it is 9bke to manage and improve it (Ulrich,
1997). Third, the evaluation of HRM provides th@ tmanagement and HR managers with the
feedback on the practices and programs they hatwveduted, wherewith it is possible to

determine potential problems and deficiencies.

As Phillips, (2005) has come to conclusion thatediyment of HRM evaluation could be divided
in to three periods where each of them is chanaegry its own approach to HRM functions.
The closer bonds between HRM and achievement otdhgpany where being searched in the

period of HRM evaluation development.

Gibb (2000) has created the model by observing H&Mctiveness in two dimensions. One
dimension of map is considering the extent to wlaaoncern with HRM effectiveness involves
an internal, organizational orientation or an exaér general standards orientation. The other
dimension is concerned with the extent to whichuhlkle of either an objective or a subjective
framework for operationalizing HRM effectiveness adopted. While summarizing view of
different authors about HRM evaluation has conaiutthat four methods could be connected with
effectiveness of HRM and they could be includedionited model. The model units are such

methods as Best Practice Models, Fit with BusinBeschmarking with “excellence”,
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2.2. HRM challenges
2.2.1.Definition of HRM challenges

The HRM has emerged and evolved as one of the impstirtant areas of organizational science
and practice. It has not been developed in isalatoit rather in the context of industrial change
and economic development. The uniqueness of theadurResources (HR) approach requires a
totally different type of attention from managefi$ie HR has characteristics that provide the
greatest challenge as well as opportunity. A comsaHR is fragile with delicate relationships,

along with unpredictable contributions, and pernmayds uncertain (Guest, 1991)

Wright, Smart, and McMahan, (1995) mention that tmecial inputs, among others, to an
organization are its human resources. People bartgeir jobs diversity of skills, needs, goals,
and expectations. They are socialized into therorgéion through their hiring to begin with, and
their continuous functioning in the organizatione Weed to ensure that the human resource
requirements of an organization are identified goldns are made for satisfying those

requirements and challenges (Bulla and Scott 1994),

Guest, Conway, Briner and Dickman (1996) are of dpaion that the interface between the
individual and the organization is critical to fultilization of human resources. The individual
and the organization establish a ,psychologicaltreat. Individual members expect to make
contributions to the organization and receive ¢ent@wards in return. The organization provides
certain rewards and expects in return certain gmrttons from the individual. It is at this
interface between the individual and the organmatihat issues such as HR planning, work
analysis, career development, leadership, job rabtm, the appraisal-reward process, and the

organizational culture become important.

In general, the challenges in the organizations WRM has been described as: broad and
strategic; involving all managerial personnel; relgag employees as the single most important
organizational asset; being proactive in its respmlities; and having the objective of enhancing

organizational performance and meeting employedsi@@oole, 1990).
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2.2.2.Concepts of HRM challenges

In the Survey of Global HR Challenges: Yesterdaygddy and Tomorrow, conducted by Price
water house Coopers on behalf of the World Federaif Personnel Management Associations
(WFPMA), there were revealed some important chgksrfor HRM (Villanova University), like
change management, leadership development, HRtieéfieess measurement, compensation,
staffing, recruitment and availability of skilleddal labour, succession planning, learning and
development, retention, benefits costs. And Inntfeglern society, when people become the most
important resource of a company, HRM had to firteotheories about employees and their role.
More and more, the competitive advantage of anrozg#on is in its own people (Manolescu,
2003).

Starting from McKinsey’s definition which supportee idea that talent management means
attracting, developing and retaining highly quelifiemployees (Wikipedia) and taking into
consideration the international war for talentgnirour point of view, the most challenging
domain and the newest, for European enterprisesf@an&®omanian companies too, is talent
management. If we talk about talent management waee hto define talent, in general.
Etymologically speaking, talent is a propensityaodisposition, mental endowment and natural
ability. Talent management has to attract taleet@gloyees, specialists and to develop them in
order to reach high levels of achievement for thagany (Tansley, 2011).
Talent management means (Kehinde, 2012):
- Efficiently planning of employee necessity by amalg the future projects, the needs of
the market and constantly having qualified candisiat
- Correct recruiting and selection, maintaining thlented candidates;
- Rapid integration of new employees in order to Ingaductivity in a short time;
- Constant evaluation of recruiting and selectioncpsses — talented employees leaving
from company, talented employees’ not achievindggperance;
- Employees development by training and encouragorginuous training for improving
skills and knowledge;

- Establishing efficient plans for succession andasgment;

Establishing clear policies for intern recruiting;
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- Motivation of talented employees;
- Creating a brand and an excellent image efcttimpany for existing employees and for

the future ones.
2.2.3.Main Challenges of HRM

2.2.3.1. Upgrading the Skills of HR Professional

To be able to cope with the global challenges ancetevant in the current century, the quality of
HR staff need to be improved. The enterprise nesgle who know the business, understand the
theory and practice of HR. Those who can managelpesifectively and make change happen
and have personal credibility and integrity. Somes such individuals or talents may already
exist within the organization but they must be itfexd and given additional qualitative training
to sharpen their skills. In sum, the HR profess®mannot expand their role in the organization
without the requisite expertise considering theentr knowledge-driven operating environment.
Knowledge is part of learning process. It is thecumeulated experience and actionable
information that exists within an organization.idtinformation or the capacity to take action
(Nonaka and Teece, 2001).

2.2.3.2. HR Creating Value in the Organization
To meet the increased expectations of the orgaoizahe HR professionals must articulate their
role in terms of creating value. They must meaghsir effectiveness in terms of business
competitiveness and success rather than employeftwr satisfaction. They must lead cultural
transformation rather than consolidate same inraéurn the enterprise around. In support of
the foregoing, asserts that in increasing flexfpilfirms also want to change the nature of
employee identification and their sense of involeemand this change identity knows few

national borders (Brewster 2004).

2.2.4.Challenges HRM effective measurement
2.2.4.1. Evaluating Risk

An interesting element to the relationship betweemployee engagement and fairness in the
workplace is the element of risk and the notiopmicedural fairness based on the assessment of

risk. For example, the individual responsible foakimg the final hiring or promotion decision
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will not only use his or her perception, but wik@a assess and evaluate the level of risk of his or
her decision for themselves and the organizatiask Behavior is influenced by; i) the culture or
organization in which the decision making is takiplgce; ii) the particular situational factors
associated with the decision and,; iii) the charasties of the decision maker (Cabrera &Thomas-
Hunt, 2007).

According to (Shore, Barksdale & Shore, 1995).a$ bheen argued that when evaluating the risk
of a potential employee, a determination of theumeg level of affective commitment (and
arguably potential level of employee engagement}h&® organization is made. And when
evaluating current employees, decision makers neayfiuenced by current levels of employee
engagement and the future potential and likelihaioggiromotion.

2.2.4.2 Challenges of HRM planning

Lack of succession planning affects motivationhe senior staff. Successors are not identified
for key posts (or groups of similar key posts). elenthe motivation of senior staff that is a
capable replacement for their supervisors will kecéed. This is because they do not see
themselves as being valued by the organizationishatable to identify them as successors. This
will lead to senior staff feeling unappreciated amolving to another organization because they do
not see themselves having good career advancemém irespective organization that they are
currently working in. Lack of succession planningsults in incapable top and middle
management. Successors are found quickly when ¢hsop leaves the job instead of going
through step by step procedures where the successtentified even before the person leaves
the job and learns from his future replacement.ddethe successor who is found hastily and in a
rush will be incapable in his or her new role beseaaf the lack of education and training that he
or she should have received from the person tlet were replacing. The challenge and HRM
application methods are various) for instance, diegithe worth of staff poses a serious ethical
dilemma, especially where performance and rewandiderations are involved (Padaki, 2007).

According to Padaki, (2007) Manpower planning isnajor HRM challenge for organization
managers, who are saddled with the problem of sedfuitment and development. Some
organization recruitments are mostly project bagdek implication of this is that project staff

have a start date and a known end date, which mgkgst for organizations to invest in staff
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development, in most cases, institutes ignorecatitHRM issues such as induction for new
recruits while staff are assigned to missions witheny training on organizational culture. This
could dent the image of the organizations werehleavior of such new staff contradicts the

professed values of the organization.

In human resource management, to provide the grifimumber of employees timely a plan
should be made considering the organization’s pitgsetential, development trend and strategic
targets. It is called as human resource managewigoh aims using the present human resources

wisely, supplies the future human resource neetlrims of quality and quantity.

The quality of human resources in an organizatiepedds on the success in recruiting process
largely. In the employee selection process, cafinding sufficient number of candidates, who
have competence with the job, may lead not to d0ime empty jobs and recruitment of
noncompeting employees in the context of the jolwuill result with some negative events such
as increase in efficiency as well as increase igemeosts, labor force transfer, job accidents,
decrease in motivation and thus in job satisfactioarease in supervision costs of the business
that the employee recruited does not bear the tegsabf the job in full. If the qualities of the
employee. If the candidate's features is not mgetiith the qualifications that employees is

looking for, then in this situation, it is saidlie made wrong employee choice.

Directly related to Human Resources planning isc&n and recruitment of right people from
internal or external sources. This obviously isthap critical issue for HRM as it is directly

related to cost and overall performance of the mmgdion. Chawdhury (2002) emphasizes the
importance of a talented workforce as “in an eraasfipetition the growth of any organization is

proportional to the growth of its talent.”

As important as selection and recruitment is tainegood employees and to encourage them to
give of their best. Therefore consistent rewardesys are interrelated to objective, defined and
consistent performance appraisal systems. Tayl@9qPstates that four points are important to
make the employee “fall in love” with the organipat Reward fairly in line with market place,
treat well: i.e. focus in recognition of every eayge’s contribution, train and improve skills and
develop talented people.Human Resources planniother words manpower planning is one of

the important functions of any organization. Thgotives of human resources planning are:
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1. To determine the manpower required according to deeelopment plans of the
organization,

2. To control the manpower costs which have an impoeéect on profitability

3. To make the human resources work more effectivetlyedficiently,

4. To highlight the career development of the empleyag well as cover their needs and
improve their work condition to make them work Highotivated,

5. To determine the salary norms , to make job apaisisbjectively and the wages
accordingly,

6. To relate manpower supply and organizations manpdemmand.

2.2.4.3. Lack of employees compensation (reward, benefit, panent)

The factors which frequently impact the employedistection include the employee
compensation system as a key factor (Britton et 1099; Carson et al., 1999). In a study
conducted in the maquiladora industry, employeepmmeation is considered as a critical factor

in finding out employee satisfaction.

Jun et al. (2006), for example, argued that diffeesin wages between US and Mexican workers
was the main cause of dissatisfaction among th&everof maquiladora. They mentioned in his
research study that if the employees are the gihenrewards then they will stay in the

organization. When the efforts of employees aregeized and rewarded by the organizations,

the employees, in turn, want to stay in the orgation (Davies, 2001).

Today many organizations are increasing salariésaaiulitional benefits of employees to fight
back with employee retention (Gumbus and Johns@®3)2 And several organizations nowadays
are recognizing that retention is a tactical concand helpful in achieving the competitive
advantage (Walker, 2001; Youndt et al., 1996).

2.2.4.4. Unfairness in the Workplace

Employees who perceive unfairness in the workplaeg exhibit varying degrees of negative
behavior. However, because employees are indivsdaiadl the circumstances surrounding each

employee and situation can and will differ greatactions and outcomes to unfairness are not
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predictable. It is possible, that at least templysa@mployees will change their behavior, attitude
or both in a negative manner, thereby lowering potidn and performance levels. Employees
may also show signs of withdrawal behavior resgltin absenteeism or by leaving the
organization. High turnover rates are a sign of leyee attitude, intentions specific to
distributive justice and low levels of engageméther negative behaviors may include, but are
in no way limited to; employee theft and workplaaggression. Additionally, an organization
cannot ignore that employees may communicate tpeiceptions of unfairness with other
individuals both within and outside of the orgami@a.Other factors that impact perceptions of
fairness include; proximity (how close an employiseto the situation and their level of

involvement), expectations and entitlement (Beugj@d8).

Employees who perceive unfairness in the workplat®y experience feelings of under-
appreciation, lack of respect and recognition. lkemrnore, the presence of hierarchal divisions
and cliques increases the potential for perceptminanfairness, breaks connections between
employees and prevents groups from working togd#vezirod, 2000).

There is little doubt that perceptions of unfaisgsegardless of whether or not they are
warranted) will lead to lower levels of employeggagement. Employees who do not see things
as fair in the workplace are more likely to withdrand display negative behaviors. However, it
is not clear as to what extent employee engageonamninfluence perceptions of (un)fairness, nor
how the reality of fairness affects employee engegd. However, fairness is considered to be
one of the necessary conditions present leadingrust which is essential for employee

engagement (Beugré, 1998).
2.2.4.5. Less industrial and employees relationships

Some writers suggest that industrial relations esyst and traditions interfere with (or even
prevent) the application of HRM theories. Othersaslbe that the management of human
resources includes the management of the indugtialemployment) relations systems and
practices of each organization. Yet others seesimil relations systems and practices as merely
a part of the overall environment within which HRhctions.

Kelly (2003), for example, suggests that, whileusigial relations has ‘. . . an institutional focus

with most interest in trade unions, employer asgams, and the state, and state agencies such as
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the conciliation and arbitration systems’, humaauese management has a managerial list focus,
which is concerned with ‘. The control and admugison of the employment relationship’. Some
of the issues raised in the relationship betweeMMHid IR include the following perceived
challenges that HRM models pose to IR.
» ‘Soft’ HRM models appear to bypass the ‘collectivigature of IR representation and
negotiation.
* The need for unions in the employment relationskipaccordingly reduced, and
unions become ‘marginalized’.
* If HRM really delivers on employee ‘commitment’, wiwill organizations need to
negotiate with a third party (unions)? Of necesdite ways in which HRM and IR
operate are heavily dependent on national, indastdyworkplace contexts.

2.2.5.Major cause for HRM challenges
2.2.5.1. Challenges of Diversity in the Workplace

There are challenges to managing a diverse worklptpn. Managing diversity is more than
simply acknowledging differences in people. It ilwas recognizing the value of differences,
combating discrimination, and promoting inclusiveneManagers may also be challenged with
losses in personnel and work productivity due &uatice and discrimination and complaints and

legal actions against the organization (Devoe, 1999

Negative attitudes and behaviors can be barrieosganizational diversity because they can harm
working relationships and damage morale and wodduyxtivity (Esty, et al., 1995). Negative
attitudes and behaviors in the workplace includejydlice, stereotyping, and discrimination,
which should never be used by management for hirgtgntion, and termination practices (could

lead to costly litigation).
2.2.5.2.  Managing Diversity of HRM

Organizations need to learn how to manage diveisitthe workplace to be successful in the
future (Flagg, 2002).Unfortunately, there is noginrecipe for success. It mainly depends on the
manager’s ability to understand what is best fa tiganization based on teamwork and the

dynamics of the workplace.
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Managers must also understand that fairness isneoessarily equality. There are always
exceptions to the rule. Managing diversity is abmote than equal employment opportunity and

affirmative action (Losyk, 1996).

Social gatherings and business meetings, wherg evember must listen and have the chance to
speak, are good ways to create dialogues. Manafgetdd implement policies such as mentoring
programs to provide associates access to informatnol opportunities. Also, associates should
never be denied necessary, constructive, critieadiback for learning about mistakes and

successes (Flagg, 2002).
2.2.6. Mechanism to minimize the challenges of HRM

Solve problems-Recommending solutions; a commoraggon of HR professionals is not the

same as solving problems. When it comes to thegehagent role, the problems encountered are
often loaded with emotional and political dynami€the change agent must possess the insight to
recognize the problem, the sensitivity to seentpartance to those involved, the courage to take

honest and often difficult measures to resolvad tne credibility to be heard.
2.2.6.1. Organizational culture

The idea that organizations have culture has belemoavledged since Lewin, Lippitt and White’'s
(1939) research on creating social climate. Cultaral climate are integral parts of an
organization. Organizational culture refers to steyn of shared meanings held by members that
distinguishes one organization from other orgaimst Organizational culture provides
employees with a clear understanding of the wawgtiare done in that organization.
Organizational culture is the perceived, subjectiiience of the formal system, the informal
style of managers and other significant environmlefatctors on the attitudes, beliefs, values and

motivation of the people in a particular organiaati

Hofstede 1980 felt that cultures which are high on the longstesrientation focus on the future
and hold values in the present that will not neaglysprovide an immediate benefit (e.g., Japan,
China), while cultures with short-term orientati@g., USA, Russia) are oriented toward the past

and present and promote respect for tradition antlffilling social obligations.
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Most of the studies lack a clear theoretical cotioapof the nature of the culture performance
link. Siehl and Martin (1990) elaborate on thiswiand also suggest that culture may serve as a
filter for factors that influence the effectivenessthe organization. These factors may differ
between organizations. A more thorough understandirthe mechanisms at play is essential for
research on the culture-performance link. Wilderanad Van den Berg (1998) found no direct

significant zero-order relationship between cultame performance.

2.2.6.2. Organizational Commitment
Due to employee engagement’s close relationshigrganizational commitment, understanding
organizational commitment’s relationship to chamganagement may provide some valuable

insight.

The most important overall findings were that, “eoitment to the change and the organization
are not impacted in the same way by organizatiohahge and individuals' reactions to change
based on a complex calculus reflecting differepieats of the change and its consequences.” The
implication of these results is that focusing othange initiative’s impact on either of these two

types of change, by themselves, is not satisfagteegor et al, 2006).

More specifically, commitment to the change readtedighest level when; the change demands
occurred primarily at the unit level, change densaatlthe individual level were low, and the
change was deemed favorable. If the change was aeeenerally unfavorable commitment

dropped.

Chawla and Kelloway (2004) completed a study of &64ployees to determine variables that
predicted an individual's commitment to an orgati@aal change. Their results highlight the
impact perceptions of procedural justice have ametstanding organizational commitment. And
determined that communication and job security v direct and indirect predictors of trust
and openness (i.e. commitment). Participation @mployee involvement) was a direct and
indirect predictor of trust but only an indirectedictor of openness. Finally, trust and openness
negatively predicted an employee’s intention tovéedahe company and turnover intentions

predicted neglect.
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Konrad (2006) supports the notion that employeelirement is key to employee engagement by
stating, “Employees who conceive, design and implenworkforce and process changes are

engaged employees.”
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CHAPTER THREE

RESEARCH DESIGN AND METHODOLOGY
3.1. The Research Design

Obviously, the research approach/design of a sisidyostly designed in accordance with the
nature of the research problems, objectives, arebtmpns in particular. Therefore, the major
purpose of this study was to gather information owhhelps to show the Human Resource
Management Practices and Challenges in one of Add@ba’s city administration TVET

College under the case of Entoto TVET College.

In this study, both qualitative and quantitativeéadeollection designs have been used in a way to
achieve the objectives and answer the study qumsstithe triangulation of the methods can also
potentially overcome the pitfalls of using a singbsearch method and helps to harness diverse
ideas about the same issue and assist in croskimtehe results. As well, it helps to easy data

analysis and interpretations that enable to reestiilde conclusions and recommendations.

3.2. Sampling population and sampling techniques

The statistical information of Addis Ababa TVET legle agency office shows a total of six
governments TVET College, of which one college asen as a sample. This college was
selected using purposive sampling technique asdy strea. Because of the number of population

in this college were enough to take sample andystbdut the given title of the research.

In the study a sample of trainers and administsateere randomly selected for questionnaires
and again city TVET agency officers and differeepdrtment workers of the TVET College were

considered purposively for interview.

Out of 206 trainers and 150 administrators from shedy TVET College, 103(50%) and 53
trainers and administrators were selected respdgtivsing availability sampling technique.
They were made to fill in and returned the questiares distributed to them. On the other hand
out of 18 city agency officers and 23 different @ement workers of TVET College, 3 and 4

were selected respectively by using purposive sagdbr the interview part. The total and
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sampling populations of different category of raments involved in the study are presented
below.

Table 1: Respondents for questionnaires and intereiw

College | Trainers Administrators | TVET agency Different department | Total
officers workers in Entoto
TVET college
Total | Sample | Total | Sample | Total Sample Total | Sample Total | Sample
no no. and| no no. and| no no.(purposiv| no no.(purposively no no. and
% % ely selected) selected) %

Entoto | 206 | 103 150 | 53 18 3 23 4 156 | 43.8%
TVET (50%) (35.3)
College

3.3. Instrument Method of data collection

The data for the study were acquired from both arimand secondary sources. Primary data
source were gathered through questionnaires aaviewvs which are relevant for the study. And
secondary data sources were used for identify tineber of employees and their position TVET
College and in the city TVET agency office.

Questionnaires

Questionnaires were prepared with two languagesgligfn and it was translated to

Ambharic.Firstly, well-prepared English version giimsnaires became translate and back
checked. Secondly, after collection, it was trameslato English language. The questionnaires
were composed of a variety of types with differapproaches like those that some were close-

ended where as others are choice of agree or dsagr

Questionnaires were prepared for two groups ofamedpnts. These groups are trainers and
administrators. One hundred three and 56 copigsiestionnaires were distributed to trainers and

administrators respectively.
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Interview

Interview has been conducted on the purposelytsgleseven key informants from the city
agency officers and different department workerthefEntoto TVET College. The raised points

were plausible to the research problems.

Table- 2 interview participants and their code numler

Participants category Participants positions Code

City TVET agency Officers | Training and trainer demment leader | 1

Communication affair experts leader 2

Technological industry transferring3

leader
Different department TVET Training development expert 4
college workers
Gender issue expert 5
Counseling coordinator 6
Industry extension expert 7

3.4. Procedures of data collection

The data collecting instruments were intended enbésis of the review of the literature and the
planned data to be collected. Then, questionnauea® planned and pre-tested to ensure its
simplicity and understandability before it was dimited to respondents.As a result, some unclear
guestions and pointless question items were adlifTherefore, certain modifications were made

for the final investigation. Interviews focused simort listed concerned respondents
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3.5. Method of Data Analysis

Both quantitative and qualitative data analysisrapphes were used. In processing the data, the
raw data were organized in tables to produce dasezistatistics of the respondents. The data
collected were also summarized using tables anckptages. The researcher used percentage to
measure and analyzes the magnitude of respondgpitsbns. Data obtained using open-ended
items and interviews were analyzed qualitatively arere mainly used to strengthen the results
obtained through statistical analysis. From thdyas different cross tabulations were produced

to show the relevance of TVET HRM practices andlehges.
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CHAPTER FOUR
RESULTS AND DISCUSSIONS

Following data collection, the data are analyzed iaterpreted here in different parts as sampled
trainers, administrators, TVET agency officers difterent department workers in the college. A
descriptive statistical table, which includes patege and raw data on parts that deal about HRM

practices and challenges in the TVET College.

The data gained through questionnaires, open endedtions and interviews analysis were
analyzed and interpreted in view of basic questraised in chapter one. One hundred three and
56 questionnaires were distributed to the Traimers Administrators respectively. One hundred
one (98%) and 48(90.6%) of the questionnaires wenapleted, returned and used for the study.
In sum, out of 156 questionnaires, 149 (95.5%) weased for the study.Accordingly; data

obtained from different sources were presenteddssulissed in the following pages.
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4.1. Background Characteristics of Respondents

The following description of the characteristicstafget population gives some basic information

about the sample population involved in the study.

Table 3: Respondent Personal Profile

ltems Entoto TVET College Total
Trainers Administrators
No Percentage No Percentage| No | Percentage
Sex
Male |81 80.2 18 37.5 99 |66.4
Femalg 20 19.8 30 62.5 50 |33.6
Total 101 100 48 100 149 100
Age
25-29 11 10.9 10 20.8 21 | 141
30-34 33 32.7 13 27.1 46 |30.9
35-39 48 47.5 20 41.7 68 |45.6
Above 40 9 8.9 5 104 14 |94
Total 101 100 48 100 149 100
Quialification
Certificate 9 18.8 9 6
Diploma(level |48 47.5 5 10.4 53 [35.6
3) 42 41.6 16 33.3 58 |38.9
First degree 11 10.9 1 2.1 12 | 8.1
Second degree | ---- 17 354 17 | 114
Other
Total 101 100 48 100 149 100
Service Years
0-5 18 17.8 8 16.7 26 |17.4
6-11 |33 32.7 18 37.5 51 [34.2
12-17 20 19.8 10 20.8 30 |20.2
18-23 16 15.8 7 14.6 23 | 154
23 years above | 14 13.9 5 104 19 |12.8
Total 101 100 48 100 149 100
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In the above table (item 1), from the total sampkspondents149, (66.4%) are men and (33.6%)
are women. This significant difference in sex cosipon is because of the values that male are
more likely taken the trainers of a given at TVEdllege. In relation to sex composition among
the TVET college trainers, it has indicated tharenmen are employed over women. Among the
101 trainers 81, (80.2%) are men and remainingl2@@o) are women. Even though few women
are employed in it, the TVET administrators havghhnumbers than men, such as from 48
administrators 30 (62.5%) are women and 18(37.5&jreen of Entoto TVET college.

As shown in (item 2) at the same table, the agecttre of the trainers in the study area is
relatively fair in its composition, those in theealgetween 25-29, 30-34, 35-39, and above 40 are
11 (10.9%), 33 (32.7%), 48 (47.5%) and 5 (10.4%peetively.As well as administrators are 10
(20.8 %),13 (27.1%), 20 (41.7%) and 5 (10.4%) respely. There were no age of 20-24 in both
trainers and administrators, and then at age d®&re high numbers in the TVET College. It
indicated that both trainers and administratorsiarage of hard worker and to implement the

process of human resources management properly.

Educational background of trainers qualificatiord Heom, Diploma (level 3), Firstdegree, and
Second degree completed is 48 (47.5%), 42 (4.1%)(10.9%) were trainers respectively.
Whereas administrators had from certificate, di@orfirst degree, second degree and other
(grade 1-10) is 9(18.8%), 10.4 (53%), 16 (33.3%R.1%) and 17 (35.4%) respectively.

Only one (2.1%) administrator was second degreeenollt may not enough to implement
practices of human resources management princigledegies, visions, rules and regulations in
Entoto TVET College. However degree holders ofneees 42 (41.6%) were fair numbers and

distributions to offer training and bring qualitieEHRM.

Regarding to work experiences of trainers and adtnators 50% of the sample populations have
above six years of services. This could illustratibat the TVET administrators have well
developed HRM practices experience. It would bd-kmbwn here that the work experiences of

the TVET administrators are very important in tipiementations of HRM practices.
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On the other hand below five years, service wogsegences of trainers and administrators are 18
(17.8%) and 8 (16.7%). In this case 16 (17.4%)lkad experience to perform HRM practices in
the TVET college.

In general, this can indicate that most of the oeslents are well informed and can recognize
experience of the TVET College concerning the HRigichces and challenges because of their
longer existence in the college. Therefore, it &idved that information gathered from the

respondents properly holds high level of credipilit

4.2. Human Resource Management practices

4.2.1.To know about Human resource management practices.

The study tried to find out provide the study ofam@ness raising and convincing of their
responsibility "are essential to HRM practiceshia study college.

Table. 4 Below tells the participations of admirasbrs for giving awareness on the employees’
responsibilities for the effective practices of HRMMthe TVET College

Table 4. Participations of administrators

No | Iltems Trainers Administrators

No | Percentage| No | Percentage
Do the administrators provide awareness-rising
instruction regarding the practices of HRM?

1 a. yes 20 |19.8 18 |37.5
b. no 59 |58.4 16 | 33.3
C. sometimes 17 |16.8 14 |29.2
d. Idon’t know 5 5
Total 101| 100 48| 100

The sense of responsibility of the administrators
2 | ontaking care of college employees is?

a. very high 13 | 129 5 10.4
b. high 14 |13.8 12 |25
C. average 60 |59.4 22 | 458
d. low 10 |99 6 12.5
e. very low 4 4 3 6.3
Total 101 | 100 48 | 100
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As can be seen from above table (item 1), 75(50.88pondents answered “no” about the
guestion that providing of administrators awarenessasing instructions regarding to HRM

practices, from the respondents 59 (58.4%) and3BG3%) were trainers and administrators
respectivelyOn the other hand 20(19.8%) trainers and 18(37 &dm)inistrators answered “yes”

that the providing of awareness has taken placenTVET College. And from the total 31

(20.8%) and 5(3.4%) selected “sometimes” and “I'dkmow” respectively.On this concern, code
4 of the interviewees stated as follows:

There are no awareness raising provision in our T\WEollege about the way of
implementing the HRM polices and strategies pracedlsat the administrators

are doing in the college is after the problems happg they try to discuss with the
employees. There are no that much preventing metiodur TVET College

(Interview 22sep. 2015).

To implement good qualities of human resources igament, administrators should give
awareness raising trainings for employees in ewyarchy of job description. And all

employees must participate on it.

In the item (two), respondents were asked the oureshat “the sense of responsibility of the
administrators on taking cares of the college eyg#s”. From the respondents 44(29.5%),
82(55%) and 23(15.4%) high, average and low hadveresl respectively. To having good

implementation of HRM practices, responsibilityaafministrators taking care for the employees
should become high.
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4.2.2.The main participants for the HRM practices in the TVET College.

This section discusses the participation of tranpeadministrators and stakeholders in
achievement of HRM practices in the TVET College.

Table 5: The main participants for HRM practices

No | Who should be Respondents Choice
participate in HRM A ubD D Total
practices No % No | % | No|% No | %
1 | Administrators Trainers 92 91t~ |-- |9 | 89 |101 100
Administrators| 24 50 | 3 6.3 21 | 43.7/ 48 | 100
Total 116 | 77.9| 3 2 30| 20.1 149| 100
2 | Stakeholders( city TVET Trainers 47 46.53 3 | 51| 50.5101|100
agency officers) Administrators| 28 58.3| 3 6.3| 17 | 35.4/ 48 | 100
Total 75 50.3| 6 4 | 68|45.7| 149|100
3 | Trainers Trainers 40 39/6-- | --- | 61| 60.4/ 101| 100
Administrators| 30 62.5 --- |-- |18 | 37.5/48 | 100
Total 70 47 | - | --| 79| 53 | 149100
Key=>» A= Agree UD = Undecided D = Disagree

The concern of main participants of HRM practicessaown in the above table item one. The
respondents indicated, 92(91.1%) of trainers am5®%6 of administrators agreed that the
administrators should be the main participants rextces of HRM in the TVET college. The

remaining 9(8.9%) and 21(43.7%) trainers and adstratiors disagreed respectively. One of the

interviews with code 2 explained that:

For the practices of HRM in the TVET College, th@mparticipant should be
administrators of any level or department. Othexksholders like our office and
all employees, they have to support or participaehe practices of HRM , but in
my opinion administrators have high share to papates and practices of the

human resources managements(Interview, 2 oct. 2015)
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In item (2), seventy five (50.3%) and 68 (45.7%gp@ndents agreed and disagreed respectively.It
indicated that stakeholders also have high respiitgifor the practices of HRM and bring
qualities of it. All stakeholders especially, theyCTVET agency should be participate for any
practices of HRM in the TVET College.

Respondents were asked to agree or disagree whetieers should participate in HRM

practices or not. Therefore, 70(47%) of respondagteed and the remains 79(53%) disagreed.
From the group of respondents 40(39.6%) and 30¥%Q.&ere trainers and administrators
respectively. It indicated that 62.5% of adminigira may need support from trainers to

implement the HRM practices in the TVET College.

4.2.3.Trainers and administrators on the hiring process 6 TVET College.

Table 6, presents about trainers and administradbservations on the the hiring process of
TVET college. It investigates to what extent trasnand administrators know the HRM practices
of hiring process in Entoto TVET college takes plac

Table 6 Hiring in HRM practices.

Respondents Choice Total
Hiring in HRM practices A uD D
No | % No | % No | % No | %
There are we-intentionec| Trainers 39 38.6 |5 5 57 56.2 | 101 | 10C
hiring strategies in TVET
college

Administrators | 30 62t |2 4.z 16 33.2 |48 10C

Total 69 |46.5 |7 4.7 73 |49 14¢ | 10C
There are we-written job| Trainer: 82 81z |6 5.¢ 13 12.¢ | 101 | 10C
descriptions Administrator: | 39 81.2 |- |- 9 18.7 | 48 10C

Total 121 |81z |6 4 22 | 14.¢ | 14¢ | 10C
There are organize| Trainer: 70 69.2 |18 |17.& |13 12.¢ | 101 | 10C
advertisement strategies Administrator: | 41 85.4 | - | --- 7 14.€ | 48 10C

Total 111 | 745 | 18| 12.1| 20 134 149 1Q
Hiring is fair in the colleg Trainer: 41 | 40.€ |12 |11.¢ |48 |47t |101 |10C

Administrator: | 39 |81.2 |3 6.2 6 12.£ |48 | 10C

Total 80 53.7 | 15| 10.1| 54| 36.2 149 100

Key—> A= Agree UD = Undecided D = Disagree
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As table 6 indicates, 69 (46.3%) of respondentsdgéed about giving of well- intentioned of
hiring of strategies in the TVET college, from ttespondents, 39(38.6%) were trainers and the
remain 30(62.5%) was answered by administratorsth®rother hand 57(56.4%) and 16(33.3%)
disagreed by trainers and administrators respégtid@ interview code 5 supports the idea of the

trainers as follows:

The hiring strategies in the TVET College are netlantentioned, administrators
or other stallholders have to check the hiring @es. Hiring should be free and
fair from any things like relatives etc... if theih@ process is given less attention,
it will never bring the good practices of HRM aslivas qualities of it in the TVET
college. | have seen problems like | explained souist be improved (interview, 5
oct. 2015).

In the same table, item (2) indicated that thereeweell-written job descriptions as the results of
respondents agreed that 82(81.2%) and 39(81.3%)emed by trainers and administrators
respectively. The remaining respondents, 6(4%) a@¢l4.8%) confirmed undecided and
disagreed respectively. From almost majority of thepondents, there are well-written job
descriptions. It supports to implement the proadd$sRM practices in the TVET College.

As shown in item (three), 111(74.5%) respondentsetythat there were organized advertisement
strategies. On the other hand 20(13.4%) and 18ydPdisagreed and undecided respectively.
The respondents result indicated that there weganized advertisement strategies of HRM

practices in Entoto TVET College. This idea of @spents was supported by open ended:

The advertisement strategies of TVET College, yaateresting when the college
needs employees, most of the time administratoc®mmcerning bodies did respect
the rules and regulations of college’s advertisetsestrategies and announce the
vacancy properly in the proper time and placeslalso implemented properly in

the college. In my view it must be continued.

The purpose of (item 4) in table 6 was to know \wkethiring is fair in the college or not.
Accordingly, the result obtained from respondemididated that almost all of the respondents
80(53.7%) agreed and particularly 39(81.3%) of amsivators saying that there was fair hiring
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process in the college. It shows that, staff hinmgyre fair in the study TVET College. On the
other side, from the total sample of trainers ashahiaistrators, 54(36.2%) respondents disagreed

that there were no fair hiring process in the gule

4.2.4.Employees’ retention in HRM practices of TVET Collgye.

Respondents were asked to agree or disagree disoptdcess of employees’ retention in HRM
practices of Entoto TVET College. The responseshinigelp to assess the mechanism HRM
practices.

Table 7. Employees’ retention in HRM practices

No | Employees retention in | Respondents Choice Total
HRM practices A ubD D
No| % [No| % |[No| % No %

1 Trainers 85| 84.2] 2 2 14 13.8 101 100
Fair employees Administrato | 42 | 87.5| ---| --| 6 12.5| 48 100
compensation and benefit rs

Total 12 |85.2 | 2 14| 20| 13.4 149 100
7

2 Employees are givenTrainers 32| 317/ 1| 1| 68 67.3 101 100
attention in follow up of Administrato |20 | 41.7 | 10| 20{18 | 37.5| 48 100
continuous progress. rs 8

Total 52 |349| 11| 7.4 86| 57.7 149 100

3 Employees have good jolrainers 55| 545 6| 59 40 396 101 100

satisfaction Administrato | 32 | 66.7 | -- | -- | 16| 33.3] 48 100
rs
Total 87 | 584 | 6 4 56| 37.6 149 100

Key—> A= Agree

UD = Undecided

D = Disagree

The above Table,(iteml) shows trainers and admat@t views about the employees’

compensation and benefit. When asked whether th#ogees in their respective occupational
areas are benefited in the college, 85(84.2%) eftthiners and 42(87.5%) administrators fully
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agreed. However, twenty (13.4%) of them answeredafgiee’. Two (2%) of the trainers
explained that they were “undecided whether theleyees are benefited or not”. Those who
answered ‘agree’ gave such explanations they nmghhave benefited from the TVET College.
Respondents belied that majority of the employedisthey are benefited in their occupation
areas. However, about thirty percent of the emmeyare not benefited in the TVET college

means that there should be adequate concern toratedeich problems from the very beginning.

Item (2) indicated that 52(34.9%) respondents aresiviagree” about the questions, “Employees
are given attention in follow up of continuous pmgs”. The others, 86(57.7%) of the
respondents disagreed. The respondents of thegeolparticularly 68(67.3%) of trainers
disagreed for question number two. Hence the coatis progress of employees should be given
attention because this is the very important ppHRM practices. Only 11(7.4%) of respondents
have not decided to say something for the que3tienidea of respondents supported by the open

ended response explained that:

The interaction between employees and adminisasoe not that much strong.
To bring good HRM practice in the college, emplayenrust be given high
attention. But in the TVET College situation th&seno strong attention for the

employees.

Iltem (3) concerning with the respondents view onpleyees job satisfaction, 87(58%)
respondents agreed that employees have good jadfastion. In HRM practices of TVET

College, job satisfaction is one of the processelsatve good quality of it. While 56(37.6%) of
respondents disagreed. This may be the resultsvimiggless attention for employees’ progress
etc. The remaining 6(4%) respondents’ also seletiadecided” choice of the question means

they might not have good feeling about job satisfac
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4.2.5. Equal opportunity in HRM practices (age, sex and galification) in the
College.

Table 8 below indicates issues related to givinggegpportunity for staff members based on age,
sex and qualification differences of the employees.

Table 8: Equal opportunity in HRM practices

No | Equal opportunity | Respondents Choice Total
in HRM practices A ub A
No % No | % |No| % No %

1 No age differences Trainer 89 88,1 10 99 2 2 110100
Administrato | 45 93.7| - | - | 3 6.3 48 100
rs
Total 134 | 899| 10 | 6.7 5 3.4 149 100

2 No sex differences| Trainers 92 9111 -+ -1+- P 98]101 100
Administrato | 43 89.6| ----| ----| 5 | 10.4| 48 100
rs
Total 135 | 90.6 | -- -- 14| 94 149 100

3 No qualification| Trainers 33 32.7| 3 3 6% 64.3 101 100

differences Administrato | 29 604 | --- | - | 19| 39.6 48 100
rs
Total 62 416 | 3 2 84| 56.4 149 100
Key—> A= Agree UD = Undecided D = Disagree

Table 8 is made to deal with, equal opportunity4&M practices. The first question as shown in
this table of item 1 was “agree,” “undecided” dlisagree” types of items it says that “no age
differences” As a result, almost all respondent884.%) said “agree”, whereas 10(9.9%) of
them replied undecided, and the rest a few 2(2%gspondents disagreed. It indicated that the
HRM practices in the Entoto TVET College, there @vao problems of giving opportunity in age
differences.
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The other question, (item 2) forwarded to the resieots was related to giving of equal
opportunity as regards sex. The question is “nodiégrences”. The same thing like (item 1) no
problem in this TVET College. This means, 135(9086) respondents agreed that no sex
differences about opportunity in the employeesintticated that there were no opportunity
differences in the issue of sex. On the other hbe4(®.4) respondents disagreed with the idea

applying that; those respondents might have faoetegroblems in the college.

As indicated in (item 3) in table 8, regarding theestion of “no qualification differences”
between employees, 84(56.4%) of the responderagrdied. The reason may be that there might
have been problems in hiring, promotions, havingrgasatisfaction in the case of qualification
difference. In addition, 62(41.6%) of the resportdaagreed. The remaining 3(2%) undecided to

say something concerning the qualification in tMET College.
4.2.6. Evaluation process in HRM practices

Table 9: Evaluation process in HRM practices

No | Evaluation process in | Respondents Choice Total
HRM practices A uD D
No| % No | % | No | % No %
1 Employees know whereTrainers 26| 25.7) 15| 14/60 | 59.4 | 101| 100
they stand 9
Administrato | 25 | 52.1 | 2 42| 21| 43.7 48 100
rs
Total 51 | 342 | 17 | 11./81 | 54.4| 149| 100
4
2 Employees understandrainers 38| 37.6/ 10| 9.9 53 525 101 100
the most effective waysAdministrato | 30 | 62.5| ----| ----| 18 | 37.5 48| 100
to conduct evaluations.| rs
Total 68 | 456 | 10 | 6.7| 71| 47.7 140 100
3 Evaluations are fair forTrainers 49| 485 6 59 46/ 45,6 101 100
all Administrato | 36 | 75 el B 12 | 25 48 | 100
rs
Total 85 |571| 6 4 58 | 38.9 149 100
Key—> A= Agree UD = Undecided D = Disagree
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As shown in the above table item 1, of the totapomdents 81(54 %) had disagreed on the
evaluation process in HRM practices about the dquestf “employees know where they stand

It indicated that there were no good HRM practiteshe evaluation process and the feedback
system of evaluators and employees should wherediaad for good practices of HRM in the
TVET College. The remaining 51(34.2%) and 17(11.4%plied agreed and undecided

respectively.

The second item in the same table was offered aavkmhether there were employees understand
the most effective ways to conduct evaluationdy@TVET college or not.Accordingly, the result

implied that from the total sampled respondent$47.X%) disagreed that there are employees
understand the most effective ways to conduct ev@ans.On the other side 68(45.6%)

respondents agreed that the evaluation processngbldyees understand the most effective ways
to conduct evaluation.”It indicated that those msjents understand about the most effective
ways to conduct evaluation. Only 10(6.7%) respotslevere undecided for the question. The

reason may be they didn’t have information aboete¥aluation system in the TVET College.

The third item in the above table, 85(57.1%) resleots agreed that the HRM practices of
evaluation process about the question of “evaloatiare fair for all’. As the results of these
respondents there were fair evaluation systemsarifVET College. This is one of the practices
of human resources management system. While 58@8&spondents were disagreed about the
evaluation system. It indicates they might havedagroblems of unfair evaluation process. From
the respondents, only 6(5.9%) of trainers were cideel. It may be those trainers had not

information about fairness of evaluation.
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4.2.7. Termination in HRM practices

Table 10.Termination in HRM practices

No | Termination in Respondents Choice Total
HRM practices A ub D
No % No| % [No| % No %

1 Documenting andTrainers 62 61.4| 20| 19.8 19 18,8 101 10
conducting Administrators 44 91.7| --| -- 4 8.3 48 100
employees Total 106 712 | 20 | 134 23 154 149 100
termination

2 Avoiding litigation| Trainers 79 78.2| 12| 11.9 10 99 101 10
of employees Administrators 46 958 --| - 2| 4.2| 48 100

Total 125 83.8 | 12| 81| 12 8.1 149 10CQ
Key—> A= Agree UD = Undecided D = Disagree

As shown the above table item (1), the terminapoocess in HRM practices concerning the
guestion “documenting and conducting employeesmiteation”, 106 (71.2%) respondents
agreed. It indicted there were good practices ohitgation in the TVET College. The others
23(15.4%) respondents disagreed. The reason magobwe employees might have faced
problems of termination process in the college. Tamaining respondents might not had
information about the termination process, becdus®a the total respondents 20(13.4%) had
undecided.

As displayed the second item in the above tableheftotal respondents 125(83.8%) agreed on
statement regarding the termination process imphatien HRM practices about the question
“avoiding litigation of employees”. One quality ¢iRM practices is avoiding litigation of
employees. So this result indicates that there wex practices of HRM termination in the
TVET College. And 12(8.1%) from the total responddmad undecided and the others 12(8.1%)
respondents disagreed.
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4.3.

Challenges of HRM

4.3.1. Challenges of HRM and who should be the respons#lto minimizing it

in the TVET College

The study tried to see the challenges that affechan resources management in the TVET

College. And who should be participants to minimigzithe human resources management

challenges and Table 11. To know about the chatieing§ human resources management.

Table 11. Challenges of human resource management

No Know about the challenges of human resources Trainers Administrators
management and who should be participants minimizig | No % \[o] %
of it
1 Do you think that, are there challenges thatcafféRM in
TVET College? 74 73.3 |29 60.4
a.yes 14 13.9 |18 37.5
b. no 13 128 |1 2.1
c. | have no idea
Total 101 | 100 48 100
2 If yes, what kinds of challenges exist in TVETIIEge?
a. hiring problem 15 148 |10 20.8
b. commitment of administrators problem 65 64.4 |23 47.9
c. performance of employees problems 12 11.8 |15 31.3
d. termination problems 4 4
e. other 5 5
Total 101 | 100 48 100
3 Please, indicate who should be resposible in maing
human recourses management challenges (you cannnaaek
than one option)
a. trainers of the college 20 198 |18 37.5
b. stakeholders (TVET) agency officers ) 23 228 |5 104
C. administrators 58 57.4 |25 52.1
d. if any other, please specify
Total 101 | 100 48 100

As shown in the above table, (item one), the chghs that affect HRM in TVET College.
Seventy four, (73.3%) of the trainers and twentyen(60.4%) of the administrators viewed that

there were challenges that affect HRM practicegsh@ TVET College. This indicates that

employees may face different problems in the celleQontrary 14(13.9%) trainers and
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18(37.5%) administrators answered that there werehallenges in the TVET College. From the

total respondents only 14(9.4%) they have no aa ab®ut the challenges in the college.

The second item from the same table shows tha6468%o) of trainers and 23(47.9%) of the
administrators answered the kinds of challenge$ there was a commitment problem of
administrators in the TVET college. The reason niay that administrators were not
implementing and following the rules and regulatioh TVET College. From the total

respondents, 27(36.6%) of them responded that tbkblgmn was concerning performance of
employees. And the other 25(16.8%) respondentsedethat there was hiring problem. The
remaining 5(5%) of trainers answered that thereevet¢her challenges in the TVET college. On

this concern, code 7 stated as follows:

There are challenges in our TVET College. Among timllenges are
commitments of administrators. Administrators aot working their own jobs on
time by following rules and regulations of the TVE®llege. Because of these
problems different challenges are facing the eng#syas well as all members of

the college (interview, 26 sep.2015).

In the same table (item 3) as to who should beoresiple (participant in) for minimizing the
human resources management challenges “Traineitseeafollege, stakeholders (TVET) agency
officers, administrators and any other”. From thespondents 58(57.4%) of trainers and
25(52.1%) administrators answered that adminigdtave high responsibility to minimizing the
human resources mismanagement. It indicates teaeponsibility of the administrators is high
to reduce HRM challenges in the TVET College. Oa dther hands from the total respondents
38(25.5%) and 28(18.8%) selected trainers and ktd#lers (TVET) agency officers’

respectively. The idea of respondents supportechibgpen ended response shows the following:

To minimize the human resources mismanagementhealistaff members and
stakeholders should be participants. Among from #lle participants’
administrators should be the main participants asftbuld have high share to

prevent or minimizing the challenges in the TVET€ge.
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Table 12. The main challenges of HRM in TVET Colleg

No | The main challenges of Respondents Choice Total
HRM in TVET A ubD D
College No % No % No | % No %

1 | Lack of HR effective Trainers 46 | 455 16| 159 3D 38/6 101 100
measurement for allAdministrators 20 | 417 -- 28 58.8 48 10p
staff members Total 66 |44.3| 16 | 10.7| 67 45 149 100

2 | Lack of Trainers 33 | 327 | --—--- 68 67.3 101 10D
organizational Administrators 15| 313 --| --—-| 33 68.F 48 100
effectiveness Total 48 | 322 | - | -—-- 10 | 67.8 | 149| 100

1

3 | Less employees’ Trainers 65 | 64.3 12| 11.9 24 238 101 100
compensation Administrators 24 | 50 3 6.3 21 437 4213 100
(reward, benefit, Total 89 |59.7| 15 | 10.1] 45 30.2 149 100
payment etc.)

4 | Less industrial andTrainers 22 | 21.8 -- -—-| 79 78.2 101 10p
employees Administrators 15| 31.3 10| 20.8 238 479 48 100
relationship Total 37 | 248 10 | 6.7 10, 68.5 | 149| 100

2

5 | Lack of successiopTrainers 52 | 515 6 59| 43 426 101 1Q0
planning of Administrators 13| 271 11, 229 24 50 48 100
administrators Total 65 17 67 149 100

Key—> A= Agree UD = Undecided D = Disagree

From the above table item one, respondents werdaskagree or disagree whether lack of HR

effective measurement for all staff members or Heance, 67(45%) of respondents disagreed, it

indicates HR measurements challenges, not conceafiedtaff members. And the other,
66(44.3%) agreed that these are the main challetmddRM in the TVET college. Only
16(10.7%) respondents undecided. The reason mdlidyehad not information about the HR

measurement.



Item (2) at the same table, 101(67.8%) of respasdeisagreed for question of “lack of
organizational effectiveness”. As the results iatkd the organization of effectiveness were not
the challenges of the TVET College. The other faight (32.2%) of respondents agreed. This

may be they had seen the organization of lesstafé@ess in the process of HRM.

The third item at the same table concern of maallehges was also presented to respondents as
shown. The results indicated 89(59.7%) of respotsdagreed that less employees compensation
(reward, benefit, payment etc.) are major challsngfethe TVET college. On the other hand,
45(30.2%) had not agreed about the challengesetii@tined. The reminding fifteen (10.1%)

respondents undecided.

The fourth item is concerned with the question slésdustrial and employees relationship.”

102(68.5%) respondents disagreed. This indicatedl émployees have skill to operate the
machine and there were no challenges of the rakttip between employees and industrial in the
TVET College. The other hands 37(24.8%) of respotslagreed that there were challenges of
less industrial and employees relationship. Theaeanay be a few employees had not ability to
operate machines and it challenge the HRM in thETCollege. Only 10(10.1%) of respondents

undecided. It may not have information about tlteigtrial and employees’ relationship.

The last item in the same table, the respondents asked about “lack of succession planning of
administrators”. Fifty (48%) of respondents disagrelt indicated that challenges were not
planning of administrators but it may be the chajes were the commitment of the
administrators to implement in the TVET CollegeeTdther 13(27%) of respondents were agreed
about there were lack of succession planning ofimidirators. The purpose may be respondents
might not have gotten well written plans from adistimtors. Only 11(22%) of respondents

undecided.
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Table 13.Who creates challenge for HRM

No Respondent Choice Total
Who create
A ubD D
challenges for
No % No % No % No | %
HRM
1 Administrators Trainers 84 83.L 13 129 4 4 1a100
Administrators | 38 79.2 | --- 10 20.8, 48 100
Total 122 81.9| 13 8.7 14 9.4 149 100
2 Stakeholders Trainers 46 45|5 13 129 4p 41.61 (1100
Administrators | 32 66.7 | 2 4.2 14 29.1 48 100
Total 78 52.3 | 15 10.1| 56 37.6 149 100
3 Trainers Trainers 25 24.8 17 16.8 59 58.4 1000 (1
Administrators | 33 68.7 | - | ----- 15 31.3 48 100
Total 58 38.9 | 17 114 | 74 49.7T 149 100
Key—> A= Agree UD = Undecided D = Disagree

As shown the above table (item 1), 122(81.9%) redpots agreed that administrators were cause
for create challenges in the TVET College. The ltssndicated that administrators have high
power to create and solve the challenge when weaogrthe other employees in the college. The
other 14(9.4%) and 13(8.7%) respondents disagne@diiadecided respectively.

All the staff members like trainers, administrat@rsd stakeholders have their own shares to
create challenges in the TVET College. But admiaists have by share for this challenge

because most of the administrators act like bagsmnanagers.

In the second item at the same table respondents agied to testify stakeholders more creator

or not the challenges in the college. 78(52.3%hefrespondents agreed that stakeholders one of
parts for create challenges in the TVET collegee Téason maybe stakeholders did not support
the TVET College by materials, experts and othBesides, 56(37.6%) respondents disagreed

and 15(10.1%) of respondents undecided.
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Regarding the third item, 74(49.7%) disagreed it thainers were cause of challenges in the

TVET College. As the respondents result trainergehkess participation for the creating of

challenges in the TVET. It may be trainers undedttheir job description and were working in

good performances. But 58(38.9%) of respondents dgaded and the remaining 17(11.4%)

undecided about causes for creating challengef kh the TVET college.

Table 14. Know about capacity of the college remayto minimizing the challenges of HRM
Table 14. Capacity of Entoto TVET College

No | Know about capacity of the college regarding to miimizing Trainers | Administrators

the challenges of HRM. No | % | No %
1 How do you level the capacity of your college aeting to
minimizingthechallenges of HRM?
a. Very high 43 426 |36 |75
b. Moderate 56 55.4 |12 |25
c. low 2 2
Total 101 | 100 | 48 | 100
2 If you say “low” for question 13 what are theasen? (You can

mark more than one option)
a. carelessness of administrators 2 100 | -- --
b. lack of expert to solve - - - -
c. less participation of stakeholders - -- - -
d. difficult to identify the problems of the cofje -- -- - |-
e. if any other, please specify -- -- -- -

Total 2 100 | -- --

As can be seen from the above table on (item dm the respondents forty three (42.6%) trainers
and thirty six (75%) administrators leveled verygtithe capacity of college regarding to
minimizing the challenges of HRM. The result indezhthat there was good coordination in the
TVET College to minimize the challenges and mostst#ff member feel responsibility for

reducing the challenges. The other 56(55.4%) trairend 12(25%) administrators leveled

moderate. This also shown that the participatio@dET college to reduce the challenges. And
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only 2(2%) of trainers leveled low capacity of fRéET college. The reason may be respondents

had not seen the participation of college commuitninimize the challenges.

The second item, at the same table 2(100%) resptngmrticularly trainers answered that
carelessness of administrators was factors regatdirminimizing the challenges in the TVET

College. It may be indicated that administratorseneot participating properly in the college.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
5.1. SUMMARY

The main purpose of this study was to assess ohuhmn resource management practices and
challenges: the case Entoto TVET College. In lighthis, the study focused on meeting the
following specific objectives

A. To access the current human resource managemetitpsaat Entoto TVET College.

B. To identify the major challenges of human resoumemagement in TVET college.

C. To identify the participants (stakeholders) in miging human resource management

challenges in the study area.
D. To explain the process of HRM practices in the piacka.

E. To provide policy recommendations that can imprthee practices of HRM in the study
area.

The study was also guided by the following basiefions and attempted to answer them.

1. What is the practice of human resource managenéinitato TVET collage?
2. What are the major challenges that affect the hureanurce management in the study
college?

3. Who should be participants to minimize challengedRM in the study college?
4. What are the processes of HRM practices in Ent&TT College?

The study was carried out in selected TVET Collégend in Guleli Sub-City, namely Entoto

TVET College which was selected using purposivesm method. The study focused on four
groups of respondents: Trainers of the TVET Collegministrators of the TVET College, city

TVET college agency officers and different workefsghe TVET College. Questionnaires were
used to collect data from trainers, and Administst Interview was used to get additional
information from different workers of the collegedacity TVET college agency officers. Out of
156 questionnaires distributed to the two groupsespondents, 149(95.5%) were filled and
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returned. And 8 of the expected interviewees, tiended respondents provided their opinion.
Finally, the data obtained were analyzed usinggregage and qualitative analysis for the open-

ended questions and interviews.

Among 101 trainers 81 (80.2%) are men and remgidth(19.8%) are women. Even though few
women are employed in it, the TVET administratoasénhigh numbers than men, such as from
48 administrators 30 (62.5%) are women and 18 €8y &e men in Entoto TVET college. This
indicates that in both kinds of respondents, thezee no balances of sex numbers. Therefore the
respondents of the subject characterized mainlya idé males in trainers and females in

administrators.

At the age structure of the trainers in the staha is relatively fair in its composition, those i

the age above 30 are 86 (85.1%) and 38 (79.2%) tvaireers and administrators respectively.
There were no age of 20-24 in both trainers andimdtrators. This indicates that most of
respondents were matured enough and their resp@hsable for the study of human resource

management practices.

About the educational background of administratordy one (2.1%) was second degree holder.
It may not enough to implement practices of hunesources management principles, strategies,
visions, rules and regulations in Entoto TVET Cgéle Because administrators may have high

share for HRM practices in the TVET college.

With regarding to work experiences of trainers adhinistrators, 50% of the sample populations
have above six years of services. This could aigin that the TVET administrators have well

developed HRM practices experience.

5.1.1.Human Resources Management Practices.
5.1.1.1. Summary of HRM practices

In this study, it was designed to assess the HUResource Management practices in the TVET
College. It was also tried to address the HRM Hjirpractices, HRM patrticipants, employees’

retention, evaluation process and termination efdimployees.
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To meet the the objectives, this study had adddetsee basic research questions .In dealing with
the research question, related data were gatheasaynthrough questioner and interview. The
data obtained were analyzed and interpreted bygysemcentageand qualitative analysis for the
open-ended questions and interviews. Based onnhkysss made, the summary of the findings

are organized as follows.

1. Half of the respondents, 59(58.4%) of trainers ared that there were no providing of
rinsing awareness by administrators about HRM mestin the TVET college. This
indicates that there is less knowledge of HRM pcastin the employees. It may difficult to

HRM practices.

2. Most respondents, 92(91.1%) and 24(50%) of trairerd administrators respectively
agreed that administrators should be more partitpégo HRM practices in the TVET

college.

3. .Most of respondents, 111(74%) agreed that there well-organized advertisement HRM
practices in the TVET college. Having well organizdvertisement is one of the ways to
HRM is practiced in the TVET College.

4. As the respondents there were fair hiring HRM pcast in the TVET College. From the
respondents 80(53.7%) and 39(81.3%) agreed traiaeds administrators respectively.
Hiring process are crucial for TVET college HRM gliees and the respondents were

satisfied the process of it.

5. From the respondents, 88.1% agreed that there meerneroblems of giving opportunity

depending on in age differences in HRM practices.

6. In the TVET college, as the respondents result®400) agreed that there were problems
of giving equal opportunity depending on the calsgualification difference.

7. According to respondents about, (57.1%) respondegrsed that there were fair evaluation
of HRM practices in the TVET College. This is onktbe mechanisms to bring good
quality of HRM practices.
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5.1.1.2. Conclusion of HRM practices

Based on the findings of the study the following@dasions were reached:

1.

In the TVET college of HRM practices, as the thauits of the study there were no providing
of rising awareness of HRM practices for employ&éss affects to have good practices of

HRM and bring quality of human resource managenmetite TVET College.

For the practices of human resources managemeheimVET College, administrators have
high share or should be participants when it comfiam different participants. Because of
administrators have close relation with the HRMcticees and can coordinate the employees
to implement in the college. According to this studdicated that administrators should be

participants.

In the results of the study, there were no problehgiving opportunity for employees
depend on age differences. Equal opportunity usddhve good practices of HRM and also it

was the mechanism to bring quality of practicehan TVET College.

In the TVET College, there were problems of giviogportunity for the employees
depending on the qualification. This affect the lempentation of HRM practices. Because

qualification has its own value to have good pragiof HRM in the TVET college.

5.1.1.3. Recommendation of HRM practices

Based on the findings and conclusion reached,ali@rfing recommendations are forwarded:

1.

2.

There were problems of providing awareness fordmployees about HRM practices. So
administrators should give awareness for the enagl®yand other stakeholders must be
participated to solve this problems with coordinallestaff members and concerning bodies.
The TVET agency also should be a participants ewiding awareness .Because of awareness

is one of the crucial part to have good practicethe TVET College.

Administrators should cooperate with other paraais in the college for HRM practices
because of as the study administrators should ke participants. All stakeholders should

support their own share to have good practicesRi¥lHh the TVET College.

56



3. Inthe TVET College, there were no opportunity peoflis concerning on age differences. This
is crucial for HRM practices. Hence, this should bentinued for the next working

environments and all concerned bodies have toggaatits on keeping up of it.

4. There were problems of giving equal opportunity femployees depending on the
gualification differences. This problem should sote bring good quality of HRM practices
in the TVET College. And all must be participants $olve the problem especially

administrators have high responsibility to solve it

5.1.2.Human Resources Management Challenges.
5.1.2.1. Summary of HRM challenges

In this study, it was designed to assess the HURemource Management challenges in the TVET
College. It was also tried to address the HRM mel@llenges, participant in minimizing human

recourses management challenges.

To meet the the objectives, this study had adddetsee basic research questions .In dealing with
the research question, related data were gathea@alynthrough questioner and interview. The
data obtained were analyzed and interpreted bygyséncentage and qualitative analysis for the
open-ended questions and interviews. Based onrthlysis made, the summary of the findings

are organized as follows.

1. From the respondents, 65(64.4%) of trainers redotthat the major challenges of the
TVET college were the commitment of administratorgmplement the Human Resources
management.

2. As the results of respondents, about participat@nminimizing the challenges in the
college, from the respondents 58(57.4%) of trainansl 25(52.1%) administrators
answered that administrators should be more paatits when it compare to trainers and
stakeholders.

3. Focusing on the capacity of TVET college to sole problems, from total respondents
58% of reported that the capacity were very high.
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4. About 122(81.9%) respondents agreed that admitostrdnad created challenges in the
TVET College when it compare to stakeholders aaithérs in the TVET College.

5. Concerning the major challenges in the TVET Collagaund 89(59.7%) of respondents
agreed that less employees compensation (rewargfihepayment etc.) were major

challenges of the TVET college.

5.1.2.2. Conclusion of HRM Challenges

Based on the findings of the study the followingdasions were reached:

1. As the results of the study, the major challengesswthe commitments of administrators
to implement the HRM process in the college. Adstiaitors have high value for HRM in
the TVET College. Without commitments of adminigtra HRM was not successfully

minimize the challenges.

2. In the TVET College as the respondents reportedl siiiministrators should be more
participants than trainers’ and stakeholders toimize HRM challenges in the TVET

College. Administrators have very close to HRM MHET College.

3. As the study of this research, the TVET College badacity to solve the problems.
Solving problems capacity indicated that there weggticipants to minimize the
challenges of HRM in the in the TVET college.

4. As the respondents, administrators had createccliaflenges in the TVET College. It
indicated that administrators were the main chgksnas well as should be the main

participants to minimize the challenges in the T\Edllege.

5. From the results of the study, the major challengere less employees’ compensation
(reward, benefit, payment etc.). In the TVET coleGompensation of employees helps to

minimize the challenges of HRM in the TVET College.

58



5.1.2.3. Recommendation of HRM Challenges
Based on the findings and conclusion reached dl@ifing recommendations are

Forwarded:

1. The major challenges of HRM in the TVET College &geommitments of administrators.
Administrators have less commitment to implemenindao Resource Management in the
Entoto TVET College. So this problem should be edlby administrators, trainers, all

stakeholders and government bodies.

2. As the results of the study of Human Resources@amant administrators were
preferred that should be more participants to mizenthe HRM challenges. To minimize
the challenges, administrators may have high steareduce it but all stakeholders, all

staff members and governmental bodies should diipants.

3. The TVET college capacity was very high and modgerfat solving problem. This is
crucial to minimizing the HRM challenges and it sltbbe continued for the next working

environment and all must participate.

4. In the TVET College, administrators had createdllehges in the TVET College. This
problem should be solved to reduce the challenges al concerned bodies must

participate to solve this problem.

5. The major challenges in the TVET College were Esployees’ compensations (reward,
benefit, payment etc.) this problems should solvil the participation of all concerned
bodies. Because of compensation has a high valueate good HRM in the TVET
College.
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Appendix Al
ADDIS ABABA UNIVERSITY
School of Graduate Studies

College of Education and Behavioral Studies
DEPARTMENT OF BUSINESS EDUCATION

POST GRADUATE PROGRAM
QUESTIONNAIRE: To be filled by trainers and Admitrigtors in the TVET Colleges.

This is deigned to gather data on the HRM practares challenges in Entoto TVET college the

date to collected through this questionnaire haghly valuable to address the objectives o thi

research. The information you supply through thisstionnaire will be strictly confidential and it

will be used for academic purpose only. Therefgoey are kindly requested to carefully fill in

and return the questionnaire back to the researcher

Thank you in advance for you cooperation

. GENERAL INFORMATION

PART | Characteristic of Respondents

1. Name of college

2. Sex A) male B) female

3. Age range A) 20-24 years B) 25-29 years 3@}34 years

D) 35-39 years E) 40 years and above

4. Qualification: A) Certificate B) College dgrha C) First degree D) Second degree
other:

5. Years of service A. 0-5 B.6-11 C. 12-10. 18-23 E. 24 years above

Questioners under HRM practices.

Part two: know about the human resources managemeimractices.

6. Do the administrators provide awareness-rigisgruction regarding the practices of HRM?
A. yes B. No C. sometimé&s | don't know

7. The sense of responsibility of the administmator taking care of college employees is?
A. very high B. High C, average DwloE. very low

E)



8. What is your level of agreement with the idest the following should participate in HRM pracgee

No should participate in HRM practic

A4 ©
= =RE-AE-Y:
St t|E (5%
53| 9%|5|a |53

8.1 Administrators

8.2 Stakeholder

8.2 Trainers

9. Please read each statement carefully about idRtices and putv” below yourresponse for each

statement.

No Hiring in HRM practices - 3 $ | > g
» & |S5|a|d o

9.1 There are well-intentioned strategies in TVET

college

9.2 There are well written job descriptions

9.2 There are organized advertisement strategies

9.4 Hiring is fair in the college

Employees retention in HRM practices

9.t Fair employees compensation and ber

9.€ Employees are given attention in following up

continuous progress

9.7 Employees have good job satisfact

Equal oppctunity in HRM practice:

9.€ No age difference
9.¢ No sex difference
9.1C No qualification difference

Evaluation process in HRM practices

9.11 Employees know where they st

9.12 Employees understand the mosffective ways tc

conduct evaluations

9.1< Evaluations are fair for ¢




Termination in HRM practices

9.1« Documenting and conducting employees terminat
9.1t Avoiding litigation of employee
Part three
Open ended question
1. How do you explain the human resources managenraotiges in the TVET college?
2. What are the main activities to implement the humesources management practices in
TVET College?
3. How do you explain the mechanisms that can brirgghality implementation of HRM

practices?
Part four
Interview
1. How do you explain the HRM practices in Entoto TVE®llege?
2. How do you describe the process of HRM practicabenCollege?
3. Is there a good HRM practices in the Entoto TVETI€ge?
4. How do you say the participation of stakeholderslRM practices of the college?



Questioners under challenges of HRM
Part five: know about the challenges of human resources neamaqf

1. Do you think that, are there challenges thacffiRM in TVET College?

A. yes B. No C. I have no idea

2. If yes, what kinds of challenges exist in TVE®IIEge?

A. Hiring problems B. Commitment of administreg@roblems C. Performance of employees
problems D Termination problems E. other

3. Please, indicate who should participate in mizimg human recourses mismanagement (you
can mark more than one option)

A. Trainers of the college

B. Stakeholders (TVET agency officers)
C. Administrators
D. if any other, please specify 1.
2.
3.
4. Please read each statement carefully abouteciy@é of HRM put
each statement.

won

below your response for

No The main challenges of HRM in TVET 3 o
College =) T |2 |20
c O (] © (@] c a
S| e |5 |§ |oa
"I & |5 |0 |ho
4.1 Lack of HR effective measurement for all
staff members
4.2 Lack of organizational effectiveness
4.3 Less employees’ compensation (reward,
benefit, payment etc.)
4.4 Less employees andindustrial relationship
4.5 Lack of succession planning of
administrators




5. What is your level of agreement with the ideattthe following should participate in

minimizing challenges of HRM?

No Should participate in minimizing challengbsz, ] ) > 3
f HRM g’ o o -8 05)7 g’ =)
° s e e |5 |g |98 §
n & | @ S5 15 |6 O
5.1 Administrators

5.2 Stakeholders

53 Trainers

6. How do you level the capacity of your colleggaling to try to solve the problems of HRM?
A. Very high B. Moderate C. low
7. If you say “low” for question6 what are the rea® (You can mark more than one option)
A. carelessness of administrators
B. lack of expert to solve
C. less participation of stakeholders
D. difficult to identify the problems of the cofle
E. if any other, please specify 1.
2.

3.

Part six

Open ended question
1. How do you see the participations of stakeholdengrévent the factors that affect

the implementations of human resource managementTWET College?

2. Write the challenges of HRM those factors in TVEGIIEge.




Part seven

Interview

1. Is there a challenge of HRM the in Entoto TVET €g#?
2. What are the main challenges of HRM in the Ento¢& T College?
3. What do you say the prevention methods of HRM mamemt in the TVET

college?
. What do you say the responsibility of the staketrddo prevent the
challenges of HRM in the college?
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