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Abstract 
The main pwpose o(this study is to assess the practices that have been carried out hy the various offices of the SNNPRS education sector in training and development 0/ their hUlI1an resources since 1995 E. C and to illvestigate those constrain/.\ 10 prepare oI/(l 
implement human resources training and developlllent programs. 

To this effect. descriptive research method was employed by \I 'hich 'Iuestiolln(/irn. 
interview and doculllentCilY analysis lvere used as instrlil11ents of data gmhaing The dma 
were collectedFolll 31 randolllly selected oj/ices (J ut of 177 offices in the region ,~ /Owl 0/ 
56 officials and 10.; experts \I'ere inclllded as subjects a/the study. The collected dotu lrae analyzed lrith a help o/appropriate d('scriptil'e and inji;rential statislics. 

The .findings 0/ the study indicated the absence a/ the practice 0/ conductillg .iTstelilulic 
needs assessment practices. Besides that 1II0St of the offices had no hUlllon resource.1 
training and development plans. During delivel)! of the training and del'e/opillellt 
programs objeclive of TDP had not been \I'ell presented to trainees. OJ/ices 0/ the seC/or had no clear and tramparent training and development criteria for selec-ring lraillees ond 
trainers; training and development opportunities had been offered to indil'iduals depend 
on their personal relationships and good will of top-level l11angen and illllnedime 
supervisors, FUrihermore, the practice of utilizing on -the ~job training ond del'elopllleni 
methods, long - term off -the ~job training lI1 ethods and arranging indunion progrOllis Iii new recruit and nell' job holders had been neglected. The findings also rel'e,ded Ihe 
absence of evaluating the training and development programs, The praclices orprep"ring and implelilenting training and development prograll1s had been cOllstrained by Ihe 
inadequate budget, altitudes of management, absence of clear directh'es . lack 0/ 
managerial and technical skills to design and implement the training £Il1d del'eiopllleni 
programs. Itlvas alsofollnd that the prograll1s delivered constrainedji'olll lack orlruinillg 
of trainers, shorlage oflilaterials and allocating of in sufficienttilile. 

Based on the findings o{ the study, the follow ing are recolllmended: appl'Opriate £Iltel1lioll 
needs to be gil'en to; conducting TNA, allocation of the neceS,\'WT budget .fei/' TD P, planni ng T D p, tl'll i n i ng of tra i ners, anang ing o( i ndllct ion pl'OgrOJlls. £IPI Ill'illg (}II-tfle~j()h 
methods, cOllducl ing and institutionalizing the practice or el'afuO/iug I"D/) £I1,},iIIl,~illg 
awareness creation programs and/onnllfating clear and t)'{fn,ljJarel1l TnI' direclin's (/Ild 
arranging 70Tpl'Ograms. 



CHAPTER ONE 

INTRODUCTION 

This chapter includes background of the stud y, statement of the problem, significance of 

the stud y. delimitation of the study, limitation of the study. definition of key teril,s and 

organization of the study. 

1.1. Background of the Study 

.Any organiz.1tion needs different kinds of resources, which are essential for its day-to-dal 

activities . and achievements of organizational goals . These resources are material. linancial. 

information .lnd human resources. Among these resources human resource (J-IR ) is the most 

important and decisi\e one. I-IR is crucial for effective functioning of any organization. 

1\0wadays. organ izations operate in a complex and changing em'ironment that highlY 

influences their growth and expansion. To cope up with this changing envi ronment and also 

lIith scientiric . social and technological advancements, organizations need to develop and 

train their employees. The quality of the I-IR and the degree of its utilization determine the 

success of the organization (Heneman and others 1996 : 386; Megginson, 1981: 64-65: 

Flippo. 198-+: 199). It is also believed that through training and development the 

organ izat ions can so"e the problems of employees' obsol escence and make them up-to­

date, motivated and committed . 

According 10 Mondy (1991 :265) human resource training and del 'e lopment (HRTD) is 

planned and continuous effort by management to impro\'e employees' competency level 

and organizational performance through training, education and development programmes. 

At present. many countries gal'e great emphasis to training and development in relat ion w 

pol icymilki ng andmanclgement research . Countries. IIhich I'aced econom ic problems. gale' 

considerable attention to training and development and try to investigate the lIays tll 

improve productivity and increase economic growth (Mabey and others. 1998: 87). 

~Ioreover, developing countries used training and development of human resources as a 

filst track fo r development. For example. a research conducted in Taiwan by Lin (1997: 39-

-1 2) described that HRTD is one of the three areas of human resource management ( 1-1 RiVI ). 

IIhich dr3\\ much attention at present and for the future. Training and deve lopment haw 
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helped tap human researches in the country and cont ributed sign ificantly to economic 

success. 

In Eth iopia modern admin istration of government organizat ions started during the rimes of 

Emperor Menilik II. However, there was no significant change in the system to prov ide 

trai ning and deve lopment programs lo r the government employees. According to Me laku 

(2004: 3). the importance of tra ining and de ve lopment of civil servants go t attcntion aner 

the establi shment of the Cent ra l Personnel Agency by proclamations on l\ega ri t Gazd a No. 

23 . J 96 J and No. 269. J 962. These proc lamations mentioned the importance o l· trainin g and 

development aimed to provide effecti ve and effi cient service to the soc iet'·. During the two 

fo rmer regimes of the country. Training and Deve lopment Programs crOp s) ,,·e re pru, ·idcd 

to increase the producti vity of the employees at a certa in exten t. 

However. still the civi l service was interwoven by a se ri ous of problems. It ,,·as inerti cient 

and ineffective to prov ide quali ty se rvices to the public and meet organi zat ional mi ssions. 

So the government of Federal Democratic Republic of Ethiopia (FOR E) rea lizcd the 

necess ity of change in the system. Since 2002 the government of the FORE introduces the 

Civil Service Reform Prognl lll at the various structures of the government organizations to 

improve the capac ity of the ci,·il service fo r the ultimate achievement of development goa ls 

of the country. It was aimed to attain better performance of employees and preparing them 

for higher responsibi lity. Accordingly, government organizations organized training and 

development programs; identify the needs and prepared pl ans and budgets 101" its 

implementations. At federal level, the Mi nistry of Capac ity Bui lding ,\"as se t up and in each 

orga nization ci,·i1 se rvice reform officers are appointed lor its implementat ion. Strateg ic 

plans of organizat ions are prepared to ac hieve orga ni zat ional goals. 

In Ethi opia. with the formulation of the new Education and Training Policy in 1994. the 

educat ion management system was reorga ni zed into different le,·c ls. At Federa l le,·e l. the ·i 

Mill ist r), or Education (MoE); at regional level, Regional Educat ion Bureau (REB ): zo nal 

level, Zone Education Department/Desk (ZED); "Voreda le\·e!. " ·oredn Educat ion OlTice 

(WEO), and the schoo ls. All of whi ch have their own authority and responsibili t, to 
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undertake educa ti onal deve lopment. At each hierarchal level the structure has its own 

required human resources (P HROP Offi ce, 1996: 39; MCB , 2005:27). 

Southern Nations, Nationalities and Peoples Regional State (SNN PRS) is one 01' the 

regional states of the FOR E which was establi shed on the basis of proclamation \/0. 

711 992. At present the Region is divided into 13 zones, 8 spec ial woredas and I \O\I'n 

admini stration unit, 104 former woredas and 32 ne\l' establ ished woredas. Under which 

there are 339 1 primary and 126 first cycle secondary and 37 preparatory schools. 4 teaciler, 

education colleges, 9 TVET institutions co lleges. (SNN PREB. 2006: I ). Furthermore. 

today there are six uni ve rsiti es. 

Like other government sector organizations the SN PRS educati on sec tor also adopted the 

Civil Service Reform Program at its head and branch organizations. Emphasis was given tll 

the training and deve lopment of employees. J-J o\\ 'ever , the programme faced problems to 

achieve the desired result (SNN PR EB: 2006 : 3). However, the training and de ve lopment 

programmes provided in the educat ion secto r of SNNPRS faced different problems such ", 

mismatch between job and e1l1ployees. poor perfor1l1ance, employees lack of initiatil 'c and 

commitment to do their dail y tasks. etc. These problems were created due to inadequatc and 

in effective training and develop 1l1ent need assessment, using outdated train ing 1l1ethods. 

short duration and inconsistency of the tra ining programs, lack of adequate kno\l' ledge and 

training among those who organize and provide the training. 

At present time in the SNNPRS education sector, many education and training 

opportunities are provided for emJ1 lol'ees and managers locall y and abroad . If it \la, 

carefully planned, these train ing programs contributed for achieving the intended goal, l)i" 

the sector. otherwi se. it affects the deve lopment of the Region. ca uses dissH ti sl'ncti,)Jl 

among employees and wastage of resources. Therefore. training and development shllu lcl be­

planned and designed to help the orga nization to accompli sh its objecti , c5. O~termining 

organizational training and developmenl needs is a crucial issue in Selli ng the objcClil·e. So 

this study tri es to assess the HRTO practices in the region. 

3 



1.2. Statement of the Problem 

I-Iuman Resource is one of the most important resources of any organization. It determi nes 

the development anci competitiveness of the organization. In Ethiopia, the government 

organizations made great .effort s to create favorabl e environment fo r effecti ve utili zat ion of 

th is resource. The current Education and Training Policy (ETP) of the country under its 

educa ti onal management part (TGE, 1994: 30-3 1) indicates the importance of emp luyee 

development that the management or teachers and othcr pro fessional personnel principics 

includ ing pro fess ional gro\\·th " 'ith overall ri ghts and duties. Added to thi s criterion lo r 

proCess iona l development. empl oyees will get continuolls cducat ion and tra in ing. 

It is, howe\·er. essential to sce whether the ideal expectati on of the poli cy has gone 

accordingl y in the " 'orld of practical appl ica tion. As com pared \\'ith other sec tors in the 

reg ion the educati on sector is the bi gges t one in terms of organi za ti onal structure and size 

of HR since its founda tion .. At present it has about 48.000 gO \'ernmcnt emplo\'ees at o ffi ce 

(regional. zonal , woreda) and school (primary. secondary. teacher training and co ll ege) 

levels (SNN PREB , 2007:7). 

The deli very of e fllcient and effective human re source training and development 

programmes (HRTDP) maxi mized the productiv ity or employees and impro\'es thei r 

performance . however, the train ing and development programs (TDP) offered at the va ri ous 

levels of the education sec to r of SNN PRS lacked foc us and systemat ic planning to 

max imize the performance of employees and the organizat ion as a who le. [\'en there is no 

consultat ion with the stakeholders before they are conciucted. 

From observations at diffe rent regional eci uca tion co nferences. annual educat ional 

pe rfo rmance eva luat ions and supervi sion reports the training and dc\"e lopillent o r I-IR 

remai ned at low le\ el (~' I C B. 2005: 129-30). Inadequa tel\" trained leadership In the 

ecJucational organizations adverse ly affects the progress of education because success in 

an)' educationa l institution depends significant l\" on good leadership. Moreo \·e r. trainin gs 

were al so organized without adequate needs assessment and identification 01' the crucial 

areas of organizational problems of perfo rmance of indi\"idual employees. Some limes less 

emphasis is given in the se lection of appropriate trainees. Somet imes opportunit ies given to 

individuals who had no proper relation with the job and the tra ining or the \\ ork shnps 
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offered. In most cases fresh employees or new transferred employees arc fo rced to 

undertake their job tasks without proper ori entation and train ing by their respecti ve 

regiona l, zonal and wo reda education offices. colleges and school s. In many organi£ations of 

the sector ori entatio n of the employees towards thcir job is not considered as organi za ti onal 

culture but as neglected aspect. 

Even though TOP are offe red to the emplo"ees/ offi cial s, there is no sys temat ic and 

organ ized evaluation of the program after the traini ng. Besides. there is no spec ial 

consideration gi" en to the training of trainers. Us ing outdated and limited methods arc 

characte ri sti cs or the TOP conducted at various levels. Moreove r. somc of the train in gs 

offered to the emplo"ees and managers are short in duration and the trainers faced shortage 

of time for preparation and to cover the contents o l' the trainings so as to pro" ick the desi red 

sk ill and create beha" ioral change. So thi s inadequate and inertic ient training and 

development of employees didn't improve the poo r performance and the lOll' commitment 

of individual s in undertaking their daily tasks and meet ing organi zational objecti' "s. ['here 

exists a gap betlleen job requirements and ac tual performance. Therefore. the situation 

demands systematic and planned approach in order to so lve the problems or I-IRTO. 

Hence. the ma in purpose of this study is to in" esti gate the status of I-IRTO practices in the 

regional, zonal. lI'oreda education offices and schools. Thus. in order to respond the 

purpose of the stud,' . thi s research paper attempts to give answers lor the folloll 'ing bas ic 

quest ions. 

I . How often are training and development needs assessed in the oi"t,ces or the 

educat ion sector or SNNPRS~ 

2. What were the object ives and locus areas of tra ining and deyeloplllCllI programs" 

3. Wha! line Ihc' selec tion crileria for trainees. trainers and Cl'nlcnlS': 

4. What met hod; and lIays of human resource trai ning and dc'liYer) S\ ,telll h,\\ e ken 

used in the dirli:rcnt oftl ccs or SNN PRS ed ucati on secto r" 

5. !-l ow were human resource training and developmen t prog rams c"',duate(\ in the 

offi ces ofSN1\P RS" 

6. What were the challenges or problems encountered in im plementing c'lrecti, 'c anc! 

effic ient human resource training and cl evelopment programs') 



1.3 . Objectives of the Study 

1.3.1 General Objectives 

The general object ives of thi s study are to assess the I-IRTO pract ices that had been carri ed 

out by the va rious offices of the SNN PRS ed ucat ion scctor in trai ning and dev'elopment or 

their human resources since 1995 E,C. to invest igate those constra ints to prepare and 

implement HRTOPs, and to proyide poss ible recoml11endations, 

1.3.2 Specific Objective 

The study has the follolling speci ll c objec ti ves 

• Assess th~ status of I-I RTOPs at regional. zonal and woredn !eI'CI. 

• Identify the major factors which affected the plann ing and imp lantation or TOPs in 

the sector 

• Provide poss ible recommendation to wa rds thc issuc, for policy makers at regional 

level. 

• Establi sh better svste l11 of l11anaging emplo"ee training and development programs, 

1.4. Significance of the Study 

Qualified and trained HR, wh ich is so important for the effecti ve performance of education 

organ izat ions and deve lopment of the region as a who le, ho\\ ever. it is one of the scare 

resources of the region, At the "'oreda leve l SNN PRS is much more defic ient in thi s regard, 

Hence, there is a need for development of management education, training and propcr 

or ientation for specil1c tasks, This need becomes ve ry crucial and urgent for the 

accomplishment of desired obj ec til 'es lor professional and managem~nt posItions In the 

ed ucation sec tor of the Regi on at the vari ous structures, I-IRTD pla"ed a great role- in 

creat ing best quality public sen 'a llt s as lIell as good managers in the educat ion sector ot'the 

region to meet the intended developmellta l goal s, 

Therefore, the study has the foll oll'ing significance in that 

1. Indicate Ihe status of HRTD pract ices and crea te awareness aillong the eduGltion 

adm ini strati ve offic ials and employees at the regi oJla l. zonal , \\orecla ;lncl school levcl. 



2. Identify the major problem s that affect I-IRTD in the education structu res in thc 

Region and provide info rmation for education offi cials. decision makers and 

pl anners to give attcnt ion for thi s issue. 

3. Suggest va luable reco mmendation (solu ti?ns) for the education ollici als and 

dec ision makers how to tacklc the constraints and maximi ze I-IRTD practices in the 

eci ucation sector of the reg ion. 

4. Serve as a step pi ng-stone and reference for in terested indi viduals and student 

researchers to conduc t fu rther research in the area. 

1.5. Delimitation of the Stud y 

The SCOpe of the study is de li mita ted at regional level and Sl\fN PRS is se lec ted inten tillnall\ 

because i: is relati velv large in size. nationall y and cultu ra lly di vers ified Region andthne is 

a problem of qua li fied and efficient I-IR at the various hi erarchical structure of the sector. 

SNN PRS has 13 zone and 8 spec ial woredas and I Town admini st rati ve unit a total of 136 

woredas ,36 WEOs and 18 T.-\EOs) and 3554 primary and secondary schools (SNNI'REG . 

2006:4). However. it is diffi cu lt to include al l these in the study. therefore. to 111 a ke' the 

study sine pie. manageable and re liable the scope of the study is restri cted on ly on RFI3. S 

zones 20 \Voreda 5 to"n adm inistration and 3 special worcda education offices. 

Moreover . the study is deli mited to I-IRTD practi ces, in the education sec tor on gcneral 

education part since 1995 EC. and particularl y in the regional educa tion bureau. ~one 

education department. woreda education offices and town admin istration education ortices. 

1.6. Limitation of the Study 

In conducting thi s study. the student researcher encountered some constrain ts. \\'h ich Illa\' 

serve as factors th at con tri bute,1 to the limitation orthe study. These included unmail"hiii t\ 

of some of the in rormants on the req uired time due to frequent meeti ngs lind licld ""rb. 

unavailability or and inaccessibility 01' the required data as ex pec ted. reluctance (d' "'Ille 

respondents to de\'ote time to lill out and return the quest ionnaires on time. shortage or time 

and financial support. Moreo\e r. the student researcher faced secretary problems "hie h 

causes the damage of li nal documents which in turn causes shortage of timc. to the student 

researcher to cheC K. edit. proof-read and improve the material and extra costs. /\ 11 tllt1se 

fo rced the student researcher ll' submit the wo rk with ce rtain limitations. 
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1.7. Operational Definitions 
Development - Knowledge, skill s, altitudes and pe rcepti ons (The systemati c process of 

educati on, training and growing by w hich a persoll learn s and appli es 

informal ions (Meggi nson, 198 I: 205). 

Humal1 Re,\'l)lIrcc-Thc peopl e who are direc tl y or indirectly involved ill th e leaching learn ing 

OjJicials 

Orientatioll 

Regioll 

activities. 

This context rerers to Ihose heads of REB. ZED and WI::O. Ica lll leade rs. 
de partmenl heads. service heads. and scclion heads in R1:: 13. ZEDs. \\ 'EOs and 
TAEOs 
The pl anned introduction of nelV emp loyees to the ir jobs. coworkers and 

the organ izati on (Ma thi s and Jackson. 1997: 284). 

[n current Ethi opian cont ext re fers to the main division of the COllllt)":. the ~l.'lr~ 

governi ng un it, designed for ad min istrat ive or polilic,lI purposes ( T(~E. 

1992 6). 

Special Woreda In current Ethiopian contex t. refers to the adillini strati ve subdi,i sion o r 

the region in which the socia l. econoill ic. po liti ca l and Illanage illent 

Traillillg 

Woreda 

ZOll e 

capacity is less organ ized than a zone (SNN PR SC. 1995:7). 

Is the process used to illlprove knowledge . skil ls. altitudes and the indi " iduals 

to be more effecti ve in thei r prese nt job or prepare them lo r futu re 

ass ignment (Saiyadain . 1994: 2 17). 

Refers to adilli ni strative sub- d ivision of a zone. " 'hich is the basic 

ad ministrati ve hierarchy of a nati onal or regional gO \ CrIllllellt (TGE, 199 ~: 8 ), 

In Ethiopian context refe rs to ad mini stra ti ve subdi vision of the region 

(TGE. 1992 :7) . 

1.8. Organization of the Stud y 

The structure of thi s research paper consists of fi ve chapters. The lirst chapter dea ls" illl Ihe 

bac kgroun d of the Slll cl\ ·. statcment of the prob lem. signifi cance orthe ,tLldy. de lilll itnt ionuf"the 

stud y. lil1li t~tio n of the stud " and delin iti on of key te rms. The second chaple r deals" ith Ihe 

review of thc related literatu re. The third chapte r prov ides the research design and methodol,'g' 

employed to co llect and analyze the data. The fourth chapter pro" itie s the presentati<ln and 

analys is of the data and interp retati on of the il ndin gs . The ilfth chapter prese nl s th e SLll111 11<1I"' of 

the findings . conc lusion and recommendati ons of the study. Finalh'. a list or readi ng l11 :llcrials 

L1 sed in the study is allaehedlo llowed by appendices. 
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CHAPTER TWO 

REVIEW OF THE RELATED LUERA TURE 

Th is chapter includes. the concept of human rcsource training and development. 

components of human resource training and development. the benefi ts o f training and 

deve lopment. the process 0(' human resource training and deve lopment; human resource 

training and deve lopment needs assessment. formul at ion of training and del 'e lopmcnt 

objectives. designi ng trai ning and deve lopment programs. implementation 0(' trai ning and 

deve lopment programs (selecting appropria te training and development methods. selec ting 

the contents 0 [' training programs, se lecting appropr iate facilitie s and pre mi ses. se lecting 

the appropriate trainers and trainees and selec ti ng appropriate time and training 

environment). el'aluating train ing and devclopment program s and problem s or hUIll'''1 

resource training and del 'elopment. 

2.1. The Concept of Human Resource Training and Development 

HRTD is the one among the many fun ctions perforl11ed in HRM, It is a vital activitl as II 

il11p roves the skil ls. knowledge and ability of el11p loyees in the areas o f job performance, 

crea til 'e innol'at ion, deci sion- making and leadership, which determines the success. or the 

fa ilure of the organizat ion, The concept HRTD is wider in its scope. which includes th ree 

essential term s such as traini ng, education and development. 

2.1. Human Resource Training 

Different authoriti es defined the term training in different ways, However. all these 

detinitions hal'e similar connota tions/meanings!. Training is the process of providing 

emp loyees \I'ith specific skill s or helping them to correct de fi ciencies in their performance 

(Gomez-lvleiia. Blaki n and Cady. 1995: 293) It is those acti lities that sen 'c to impro'c' 

individual's performance on a currentl y held job or on one related to it. It is also a process 

bl' \I'hi ch people acqu ire knowledge Ol' sk ill to atta in organizational goal's (Math is and 

Jackson. 1997: 28~; Wills. 1993 9), 



Training is a continuous and systemat ic development and purposefu l method of improving 

employee 's knowledge, skill and attitudes, It is des igned to maintain or improve current job 

performance, Mostl y, training is directed at help ing employees periorm bettcr on their 

current jobs, In do ing thi s it ensures that the organization has the wo rkers with the skills 

and knowledge it needs to achieve its strategic obj ec tives, Besides. thi s training programs 

help to train nell' employees to the leve l of perlo rmance req uired in their jobs quickly and 

econom ica ll y. 1\loreol'er. trai ning makes empl oyces read y to take responsibilit\ in the 

future (A rl1l strong. 200 1: 543 -544; StOimer and Freeman. 1989: 285), 

2.1. 2. HUl1wl1 Resource Developl11ent 

Mal1\ scholars prol'ide di ffe re 111 definiti ons to the term human reso urCe developl1lent 

(HRD), According to the defi nition of l'vlegginson (1981: 205 : Andargachew. 1973: 289) 

dn'e lopment is the 'systematic process of education. training and groll ing bl' lI'hi ch a 

pe rson learn s and applies in forma tion. knowledge. skil ls. attitudes and percepti ons, On the 

other hand. Monciey and others (1990:270) cited in Hailesellassie (1999: .t:~) dellned human 

resource de\'e lopment as a "planned continuous effort by managcment to impro"e 

employee competenc\' level and organizational performance through train ing. educalion 

and development programs". Moreover. development refers to teaching managers and 

professionals the skills needed fo r both present and future jobs , Mostl\ organi zat ions 

prolide regular TO P lor employees and managers (Griffin. 2000 208) , 

According to Harris and DeSimone (1994: 10) HRD can be defined as "a se t of systemJt ic 

and planned actil 'ities designed by any organization to provide it s membe rs lI 'ith the 

necessary skill s to meet current and future job demands. " \-IRD actil 'ities should begJn 

IIhen an emplo"ce jl)ins an organization and cont inue throughout hi, or her career. 

regardless of lI'hethe r that employee is a manager or a semi-skilled lIorker Illust respolhl to 

job changes and integrate to long term plans and strategies of the organi/<ltion in order to 

ensure the el'llcicnt and elTectil'e use of resources, 

2.1.3. Education 

Education is "learning general subj ec ts and broad generali zed knoll"ieclge" (Meggin,on. 

1981 : 205). It is I'en ' personal and is concerned with ensuring that a person has the skill s t(' 
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make his way in life and society, Mondy also stated that educa tion "consists of activities 

that are conducted to improve the overall competence of an individua l in a specilic 

di rection and beyond the current jobs" ( I-I ail esc liass ie, 1999: 43), In most cases, there is no 

clear di vision alllong training. deve lopment and educa tion , It is diffi cult to di stingui sh 

between ed ucation, traini ng and development. In rea lity they are onl y different aspects of 

the same idea, which is to deve lop I-I R (Kenn y. Donnely and Reid , 1983: 2-5) 

2.1.4. The Relationship between Training and Development 

Training and deve lopment have relationship; however. the terms are not synonymous, 

\1athi s and Jackson (1997: 3 13-3 14 ) ha ve explained that. there is the exi s t cnc~ o( 

dist inction between trai ning and deve lopment. Training is a lea rning process \\'hereby 

people acqu ire skil ls and kno\\' ledge to aid in the achiel'ement of goa ls, Tra ining prl)\'ides 

employee with spec ific ident ifiable knowledge and skill for use on their presellljob, On the 

contran'. they also explained development as being broad in scope and focu sing on 

indi vidual ga ining new kno\\'ledge and sk ills use ful for present and future jobs" 

Development is di fferent from traini ng in that it is often the result of experience and the 

maturity that comes \\'ith it and it foc uses on less tangible aspects of performance such as 

attitudes and va lues, Where as training focu s on learning specifi c behav iors and ac ti ons, 

demonstrate techniques and processes, It is a short-term and its effec ti veness is measured by 

perfo rmance appra isal s, cost bene fit analysis. passi ng test or ce rtification , Development 

focuses on understanding in formation concepts and context. deve lop judgments, cxpa nel 

capacit ies for ass ignments, anel long-term in durati on, It s effect iveness measured qualillcel 

people ava il able when needed; promotion from with in possib le I-IR-based cO lll pe titil 'c 

advantage (iVlat hi s. and Jackson , 1997: 31-1), 

Through the deve lopment of present em pl oyees, the personnel department reduces thc 

organizations dependence on hiring nell' elllp loyees, IVlI'o rkers are deve loped properl y, the 

job openi ngs found through human resource planning (I-IRP) more likely to bc lilled 

internall\', I-IRD is also an effecti ve way to meet several challenges faced by most largc 
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organizations. These chall enges incl ude employee obso lescence, socio-technical changcs 

and employee's turnover (Werther and Others, 1985: 220). 

Based on the above points we can summarize that, training focuses on the improvement of 

knowledge, skill s and ab ilities specific to a particular task or job. Deve lopment activiries in 

contrast. ha\'e a long-term focus on preparing future responsibilities while increasing the 

poten tialiti es of employee to perform their currcnt job (Harri s and DeSi mone 1994: 10). 

2.2. Components of H uman Resource Training and Deve lopment 

The two main components of I-JRTD are management development and employee trainin g 

and development (Cartwright and Others. 1993: 96: Gri frin. ~OOO 208) 

2.2. 1. Management Development '-' 

l'vlanagers are the main decision makers in any organization and an effective management 

process as crucial to the success and future of organization. One of the major purpuses of 

management process is maximizing the organizations current and future capabil it y in 

achieving it s goals (French , 1987: 379). Management development is essent ial both l'or the 

organization and the individual manager. Unless managers are appropriately de veloped. 

organization resources may not be managed well. Therefore, management development 

should be seen as a \\ay of imparting the knowledge and judgment needed by managers to 

meet the st rateg ic objectives of the organization. Among these sk ill s are leading. dealilig 

\\ith change, helping subordinates, controlling when necessa ry and providing feedback s 

(\1athis and Jackson. 1997: 323; Pinnington and Edwards. 2000 203) . 

~ I anageme nt de\'eloplllent is a systematic process of growth and development bv wh ich 

managers develop their abilities to manage and to respond to the situation of change. [t \\ ou ld 

be achie\"ed as a re sult of partic ipation in 101"111 (1 [ ways or instruction conducted b: 

organizations and also with e.\pe ri ences on the job. It is concerned \\ ilh impl'Ov ing per/o rmance 

of the managers by giv ing them opportunities for growth and development. It is a planned 

effort, wh ich is concerned with improv ing their perf'ormance in their present roles and 

prepar ing them for higher re sponsibilities in the futu re (A rlll strong. 200 I: '79: Rao and Rall. 

2000 : 292). 

12 



2.2.2. Employee Training and Development 

Employee train ing and developmenl is one of the components of HRTD. II is an imporlant 

HRM strategy, which has played a key role in creati ng stability that the sector has 

trad itionally enjoyed and in the implelllentation or Ihe new changes observed in the sector 

(Glueck and Milkovich, 1982: 437; Newell and Scrabough, 2002: 166). 

Employee trai ning and development is a set or planned and systematic acti \'ities de :; igned 

b\' the organiza ti on to prm'ide it s members with the necessary sk ill s to meet current and 

fu tu re job demands. iVloreoyer it is a process or lea rning ex perience o r an\' kind where b, 

individuals and groups acquire increased knowledge, sk ill s, va lues and/or beha\·ior. Its 

outcomes didn't stop through time and are to be long lasting (Harris and Desimone. 19C)~: 

2; Harri son, 2000: 2). AII1l1embers of the organ iza tion should participate in the training "nd 

development program . It should begin when an employee .I01l1S an organ izati on and 

continue th roughout hi s career (Harri s and DeSi lllone. 1994: 2). 

The orientation or education of a new employee is a crucial issue of employment. training 

and development. The employee's acceptance or a job is the entrance in to the organization 

in which the employee as part of the organization wi ll seek satisfaction. It enables clear hi s 

doubts at the work place and to increase his/her performance. When the employ has been 

engaged he/she must be clear as 10 when he/she begin wo rk and to whom he has to report . 

A wri tten form of engage1l1ent contain ing these particulars avoids misunderstanding. 

\\'ritten statements describing the ways or the organizat ion and the rules governing the 

\\'Ork and employees should be given to him or explained by someone \\ 'ho is con\'crsan t 

\\'ith these rules . .l ob descriptions and brochure setting out the most pertinent \\ 'ork rille , 

and explaining an\' important points or conduct. especialh' \\'here personal safe t\ is 

concerned. may be \\Titten for thi s purpose uncierlining the more important rules and 

regulations (Prasad and Bannarajc. 1985: 104-105; Ivancevich and Glueck. 1989:522) 

loday's trend is train and de\'clops employees for promotion. iVlany organi za ti ons 

recognizeci that the training and development of employees is an important investmcnt in 

the organization. \"h ich in time should be turned through the employees increased capacit\ 

to contri bute (Crooker. 1986: III: Heneman and others, 1996: ~ 19). 
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• Ori ent new employees to their jobs and the orga nizat ion 

• Improve present and future job perfo rmance 

• Usc as a remed ial for improving performance defi ciencies. 

• Up grade employees ski ll s to adapt new advances and in novations (job changes) 

In general, employee. tra ining and development is a criti cal process by ,,·hich orga ni za ti ons 

can improve the leve ls of knowledge and ski ll s of their employees to the po int \I·here they 

are able to achicve high producti vity, quality of output . lower cost. It also he lps the 

organizat ion 10 achie\·e competitive advantage and to prov idc an excellent se rvices and 

organizational progress. And its greatest benefit s for indi viduals are tll do with personal 

competence. g:·owth. ada ptability and continuous employment (Harrison . 200: I: Harri s and 

DeSimonc. 1994 1-2). 

2.3. T he Benefits of Tra ining and Development 

Traini ng and deve lopment ha\·e a lot of advantages to emp loyees and the organi zati on iI· it 

is carried out in a planned and systematic way (Werther and Davis. 1989: 309). 

2.3. J. Tlte Benefits of Training and Development for Organization vi 

The advantage of training and deve lopment fo r the organ ization are numerous. The 

follo\l·ing are the maj or ad\·antages: it improves producti vity: properlv ori ented ne,,· 

empl oyees will get "up to speed " quicker and perform at higher quality levels than those not 

given such traini ng. It saves time and effort. Formal ori entation pogroms red uce the time 

and effo rt requ ired of supervisors to trai n new employees. In addition to these. based on the 

kind of job needs the organization will deve lop future effec ti veness. Some potential 

objecti ves are to help organization grow, to adapt techni cal developme nt to full,lI 

responsibilities and to provide greater job sat isfac ti on (Holl. 1993: 334: !Vkgginson. 1981: 

206: Dm·ar. 1994: 11 8-119). 'Io\ladays train ing and devclopment is used b\· man\ 

orgal1lzallons I·or two main reasons. Through training and de\·elopmcnt important skill s 

such as probkm soh·ing skills, com munication ski ll s and team bu ilding skill s arc­

deve loped. It enhances employee ·s commi tment through motivation. That is \I·Il\' 

organizations are giving emphasis to training their human resources. 
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2.3.2. Benefits of Training and Development for the Employees 

Some authors ex press the advantages of tra ining and development fo r emp loyees, They say 

employees are trained how to ap ply their knowledge to pract ical aspects of the job, to 

improve productivity and qual ity, to he lp an organiza tion fulfi ll ,its future personne l needs 

(Meggison, 198 1: 220 : Mamoria and Pareek, 1980: 252) , Moreover. !-I olt (1993: 384) stated 

that, training and development develops rea listi c job expecta tion for new employees onen 

they have inaccuracy on " 'o rk expectations, It improves employment sListainab ilit, ', Th is 

shows when there is turno\'er in break periods the nc'" employees lack sel f-con fidence and 

suffer fi'om anxiety about theirj ob, 

Besides, training and development have benefits for the individual empl oyee in thi s regmd 

Werther and others, (1985: 208-210) mentioned the following benefi t; ot training and 

development for the el11 plo" ees: helps the ind ividual towards better decis ion makin ~ and 

effec tive problem solving skill s, foster a sense of recognition, achievement. gro,vth, 

responsibility and desire for advancement , aid s in encouraging and achievin~ se lf 

de\ 'elopment and se lf-confidence, etc, 

Training and development in general has so many advantages for an organizat ion as "ell as 

the individual and is an im portant too l for effect ive !-IRM, Therefore, educati onal 

organizat ions must gi\ 'e due attention for continuous skill trai ning and de\'e lopment of 

employees, It is also bel ieved that through training and development the organizations can 

soh 'e the problems of employees' obsolescence and make them up-to-date, motivated and 

committed, At the present and future changing and competitive envi ronment traini ng and 

dc\ 'e lopment of HR makes organizations successful competitors, 

2.4. The Pl'oeess of Human Resoll ree T raining and Development 

The process of I-lRTD must be systematic and directed towards the accomplishment or 
some organi zational objectives. such as more effic ient production method" iillproH'll 

quality of products or se rvices and reducing operational costs, Systematic training is likch 

to make organizations efficient and progress ive (Rue and Byars, 1992: 203), 
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In the sys tcmatic approach to tra ining first the job is analyzed and defined. Then the 

employees being considered for training are studied whether they sati sfy the required 

standard. Nex t, trai ning is given and an appropriate record kept. Afier that, the performance 

achieved is measured and an attempt is made to evaluate the cost of training comparil:g 

with the benefits gained by the improved perfo rmance of employees (Graham. 1984: 167: 

Armstrong and Dawson. 1985: 212; Schermerho rn . 1993 271; Getahun Hailu. 1990:2) . 

2.4. 1 Tmining Policy 

In im plementing TOP. it is essent ial to ensure that each organi zation has its 0\\'11 tlaining 

and development poliC\' . Hav ing training and development policy in gene ral has the 

follo\ling importance. It hel ps to hi ghlight the organization' s approach to the training 

fun ction. provide guidance for design and execution and provides info rmati on regardi ng to 

the programs to all employees. It helps in the identification of policy areas in trai ning. 

Since resources are scarce it pr ioriti zed according to felt needs. Besides. a training policy 

document helps to communicate the organization 's interest regarding on employee' s career 

development and also gives the employee the opportunity to bette r prospects through 

training (Monappa and Saiyadain, 1999: 180; MeB. 2005:75; Wills. 1985:8). 

The training pol icy at Woreda, Zonal and regional or federal leve l that regul ates the 

se lect ion of trainees and trainers. evaluation of training effecti veness and certification of 

trainees after parti cipation. For the TP to be effective, formulating training policy should be 

a matter of urgency for the policy makers at al l levels of the gove rnment structure. 

2. 4. 2. Human Resource Training and Development Needs Assessm ent 

2.4.2.1. Reasolls(or Trailling and Development Needs Assessl11 ellt 

Training needs is a gap that ex ists between the requirements of givcn job and the actu al 

performance of thc trainees I Rudrabasavaraj. 1979:141 ). The nced s Cor training ari se lor 

man\' reasons. NOlVadavs we are li ving in a constantl y changing \I ori el. The f~1s t growth or 

sc ience and technolog\' changes the job from its original speciilcat ion. What seems goo~1 

toda\' may become poor tomorro w. Therefore. every organ iza tion insists to prepare for 

training and development programs to up-date the competence of th ei r emplovees in order 

to fit into new situations in the world of work (French. 1987: 346). Ex ternal Cactors or the 

organizati on such as performance deliciencies. changes in governmental legislatiuns have 
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effects on organizat ion operations, which dema nded training. Moreover. organizations try 
to overcome the problems caused by various reasons such as retiremcnt. promot ion. 
transfer. and death th rough training and development programs. The need lor trai ning is 
thus unquestionable if the HR is to be effecti vely used (Milkov ich and Glucck , 1985:330-
31; TureJ!. 1980: 4- 12: French, 1987: 346; Kefya lew Alemu. 1990:5-6). 

2.4.2.2. Assessing lind Identifying Training (fnd Developlllent Needs 
In a systematic model of training needs assessment, analys is is co nce rned with identifying 
the work . whi ch is not perfo rmed. and the standards of tra in ing that gives a so luti on. 
Moreo\'er, conducting the training need assessment in three \Val's requires sys tematical 
anal ysi s specifies trainings. These are organizational analysis. task (job) anal ys is and 
ind ividual (person) analysi s (S ratten and Go ld. 1994 237: Rue and S"'II S. 1992 23 9: 
Kefyale\\·. 1990:20). 

2.4.i.2.} . Orgallizatiollal A llalysis 

Organizational anal ysi s is a svstemat ic effort to understand where trai nin g c lfort nece!,; to 
be emphasized in an organization. It involves a detai l analysis of the organi zational 
structure. cul ture. business climate. human and other resources, long and short-te rm goal s. 
and mission. An in-depth ana lysis of these factors would fac ilitate an understanding of 
deficiencies that need to be recti fied. Since train ing cannot overcome al l defi ciencies. other 
inputs could also be L1sed in relation to training inputs. Moreover. the main purpose of 
organizational analysi s is to identi fy the overall organizat ional needs and the level of 
support for training that exists in the organization (Gomez-Mej ia. Siakin and Card\ . 1995: 
297; Monap pa and Sa i\ "dai n. 1999: 182: Getahun. 19'20:5). 

The process of organizational needs anal ys is also involves an assessment 01' the gap 
between the des iredle\C~1 of knowledge. skill and competencies and the actua l pcl'io rnwnct' 
of current levels: identilication of the lea rn ing objectives. designing and choi ce or acti\ 'iti es 
in the del ivery of traini ng and evaluation (S torey and Sission. 1993: 156-1 58) 

Monappa and Saiyada in (1999: 182) describe that ac hieving a clear understanding or the 
short and long-term ~ () al s of the organizat ion plans is the li rst step in organizati onal 
analysis. They further e ~Jl l a ined that long-term objectives are the broad directi ons in \Vhich 
the organizati ons \\'ou kl move a long period of time. And these long-term objectivcs are 
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broken down into specific strategies and short-term goals lo r each department or section. 

These short-term goal s are constantly in need of adaptat ion to the changing environment. 

Therefore, from the training point of view the manager would need to examine if there are 

any specific training inputs that cou ld contribute towards the attainment of organi zational 

objecti,·es. 

Organ izational analysis is one of the ways to diagnose training needs. which considers the 

organ iza tion as a system. The identification of the Knowledge. ski ll s and abilities thm " 'ill 

be needed by the employees in the future as both jobs and the organi zation change is an 

important part of the organi za ti ons human resources planning (Mathi s and .J ackson. 1997: 

29 1: Simon. 1990:29). 

In the organ izati onal needs ana lys is managers used different sou rces or information ,md 

operat ional measures such as gri evances, accident records. ex ist interviews, obse]'l·ations. 

complains from customers, training commi ttee observations. eq uipment utili zation ligures 

and wastage or quality control. fu rthermore, managers used records on absenteei sm. 

turnover tiredness and acc ident rates, which provide object ive evidence of problem s. 

occ urred. These records and information should be examined carefully to determine if 

problems could be fu lly or partially solved through training. In any case organi zat ional 

analys is identify any information which plays a major role in determining whether training 

"ill be offered and the type of training that would be most appropriate (Gomez-Mejia. 

Blakin and Card y, 1995: 297: Mathis and Jackson, 1997: 291-292). 

2.4.2.2.2. Task AI/{(~"sis 

Task ana lys is is a detailed e:-.:amination of the job. its components, its various operat ions 

and the conditions it has to be performed. Its main locus is on the duties and tasks or the job 

th roughout the organiz3tion. ",hich job req uires training. rather than individual. Anah'si s 0 1' 

the job and its various components speeiticati ons \I'ill indict the sk ill s and training required 

to perform the job at the required standa rd. E"ery job has the in tended standard Qr 
performance. Unless such standards are met the illlerrelated jobs and the eXistence or the 

orga ni zat ion will be affected. If the sta ndards are set for the performance of the job allcim3ck 

clear. it is poss ible to know whether the job is being performed al the des ired level of out put or 

not. Knowledge of the task " 'ill assist in identifying what knowledge. sk ill and altitude the 
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employee should have to perform the job adequately (Mathis and Jackson, 1997: 292: Monappa 

and Sa iyadain , 1999: 183). 

The main purpose 01' task anal ys is is to ge t adequate informati on about the tasks and its 

various components to establi sh performance standards, which would be use ful to identify 

training needs. The othe r pan of task analys is consists the sk ill s req uired to perform the 

tasks, whi ch are tec hnica l/prolessional skill s. adm inistrative and interpersonal sk ill s and 

thei r levels at knoll·ledge. competency and profic iency level. Therefo re. by comparing Ihe 

requirements of jobs lI'ilh the knowledge, sk ills and abilities of employees Ir;lining necds 

can be iden tified (Crocker. 1986: III ; Monappa and Saiyadain , 1999: 184: ~, I athis and 

Jackson, 1997 292: Gomez-Mejia. Blakin and Cardy. 1995: 297; MeB. 20(511) 

2.4.2.2.3. Illdividllai/ Persoll A llalysis 

Person or individual analysis is the third component of diagnosing training needs. II IllCuses 

on individual employee. hi s/her skill s. abi lities and the inputs requi red for job performance. 

It is used to determine who needs to be trained and what skills; knowledge and alt itudes 

should be impro\·ed. Trai ning is necessary when the re is a discrepancy between employec' s 

performance and the organi zation ' s standards (Mathis and Jackson. 1997: 292: Hcneman e1. 

al. 1996 39 1; MCB. 2005 12). 

There are many sources which causes performance problems, most of wh ich lIould not be 

affected by trainii1g. However, the only source of performance problem that can be 

addressed through train ing is a deficiency that is under the trainee·s. Therefore. the 

assessment is done parti cular l\' when an ind ividual employees' performance cou ld 

obviously be improved by clear-cut training action (Gomez-Mejia. Blakin and Card\ . 1995 

297: Graham. 198~ 168). 

There are different approaches and sources of information in the indi\'idual anah's is to 

identify where the individual employee requires training and if' so lI 'ha t kind of training. 

The most common approach is using performance appraisal data. In some cases the human 

resource in formation svstem (I-IRIS) can be used to identi fy individual s \\'ho need training 

in spec ific areas. The source of most performance rating is the supervi sor/line manager. 13ut 
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both the managers and other em ployees can be surveyed, interviewed and tes ted. And their 

suggestions towards the problem and their recommendations towards the actions he 

carefu ll y reviewed (Math is and Jackson . 1997: 292). In general ideas for training needs can 

come from an analysi s of an ind ividuals or groups typical behavior. 

The sources of informat ion for indi vidual training and development necds according to 

Monappa and Saiyadain ( 1999: 184-1 85 : Getahun. 1990:9-10) are: observa tions at place of 

work. examination of job schedules. interyiews with supervisors and emplovees. 

cooperat ive studies of good ve rsus poor empl oyees to identify differences. skills and 

training gaps and I-IRIS (records) and Product ion/ performance reporl s. 

After training and de'elopmelll needs had been identifi ed th ey ha vc to be pr iorit ized . rile 

organi zati ons should fOC ll S ill considering the ava ilability of training f~lcili ti es. training 

inst illitions. budget. trai nees: tra iners capabil ity and level of motivation. im porlance and 

urgency of needs, the cost elTectiveness of the orga ni zation (Monappa and Sai,·ada in. 1')<)9: 

180-181)., 

2.4,3, Formulation of Training and Development Objectives 

After identifying traini ng and development needs the next step is a defi ning objecti,·e of 

training and deve lopment. In the process o f training and deve lopment activities. the needs 

assessment phase should prOl·ide a se t of objectives for programs that might be designed 

(Gomez-Mej ia, Blaki n and Cardy. 1995: 298). It should come up with prec ise and clearlv 

defined objectives. This is because. it is the objectives that ex press the purposes to bc 

ach ieved. provide the bas is for pl ann ing of program contents. and selec ti on ot' training and 

de\'elopl11ent methods. and permit control and eva luat ion of results (I-Ieneman . et <11. 1<)%: 

39-1-395). Object ives are statements. whi ch stated intended outcomes of a training anti 

den~lopment program. They sta te wha t trainees should accompli sh when a program is (l\ ·Cr. 

The" gu ide the selection of program content and to some extent gu ide selection of methods 

and techn iques. They also selTC as the cr ite ria aga inst which a program can bc l!"duateti 

when it is over. In other \\ards. they also serve as cr iteri a agai nst whi ch the ultimate' 

success of a program is eva luated (Heneman, and others, 1996: 395), 

The objectives of trai ning and development should be related to the training and 

de\'e lopment needs identified in the need analysis phase, wi thout ckarly set l)bj l'cti'·es it is 
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not possible to design a training and development program, Moreover. after it has been 

executed it will direct the other way of measuring its effectiveness (Aswathappa, 2002: 

182; Getahull, 1990:22) , The success of training should be measured in terms of the 

objectives set. Good objec tives are ~neasurable objectives for training can be set in an y area 

by using the fo llo\\ing four dimensions (Mathis and Jackson. 1997 293-9-1): ofquantit\ of 

work resu lting frolll tra ining of quality of wo rk after training time lines of' \\ork alkr 

training and cost sa \'ing as a result of training, Training objectives arc essential fo r a 

successful training of HRTDP and they are used by the organization to evaluate the 

program's success, [nthis re ga rd, Werthe r. and others (1985: 213), stated that an evaluation 

of training needs results in train ing and development objec tives and these objecti\es should 

state the desired behal'ior and the cond itions under which it is to occur , They sen 'cd as rh e 

standard aga inst which indiv idual perfo rmance and the program can be measured, 

2.4.4, Designing Training and Development Programs 

Once an emp:oyee training and development plan is drawn up it is then necessary to design 

the various training programs that will be offered or to rework , In each case th is ir1\ 'o l\es 

setting instructional objecti\'es, determining program content. and deciding on tra ining 

methods and technrques, The designing work may be done by specially designated training 

and de\'elopment profess ionals especially for programs to be offered se \'e ral items, Or left 

to the indi\idua l instructors (Heneman and others , 1996: 395), 

Programs must be designed in a planned way in such awa\' that the objecti\'es of the 

program could help organizations to grow, adapt to technological de\ 'e!opments. fulfill 

social respons ibilities and proved greate r job satisfaction , Depending on the kinds of needs 

to be addressed , a number of TDP can be designed, Besides, it is impor"'llt to design 

programs based on training and de ve lopment principles (Megginson , 1981: 206) , 

According to Tracey ( 1984: 6-7), the following principles of training and development hmc 

to be considered in design ing programs, Training programs must use deli\ei'Y system that' is 

selected on the basis of training effectiveness, available technology, cost effectiveness and 

results. training programs must be validated to ensure effectiveness prior to full scale 
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implementati on . training programs must provide ample opportun ities fo r trainees to apply 

and practice newly acqu ired knowledge and ski ll s. 

2.4.5. Implementation oj Train ing and Development Programs 

Implementation of TOP is the stage where TOP are put in to practi ce. Thi s inl'olves 

conducting of a training program in acco rdance with the des ign. Program implementat ion 

involves three activities planning program implementation. preparin g and OI'gan17.l ng 

program activities and e\cCllling the program (Campagna 1998. 128) , 

I n the process of tra i n i n g and deve lopment i m plementat ion in 1'0 I ves the se lec t ion 0 I' thc content 

of the program. the selection of quali fi cd trainers and iden tifi cation of tmining mcthods, 

Trai ning resources ma in ly inc lude human (trainers and support sian) . financia l (opcrati onal 

budge t) andlTlaterial (teach ing and res identia l facilities . training equ ipmelll etc) re sources, 

The traine r should bu ild a rapport wi th the trainee and clearly gui de him into learning and 

di gesting new knowledge and techniques , Instruction should be given complete". clear" and 

patientll' and free fl oll of comm unica ti on and participation should be encouraged lo rll 'md ing 

some questions are essen tia l li ke: what a training program should add ress" \\'ho participate in 

th e program ? \Vho are trJ iners. w hat meth ods and techn iques are to be used in the training. \\ hat 

lea rn ing pr inciples are needed. when is the program conducted? These questions Illust be asked 

and get replay in the process of trai ning implementation (Chandan. 1995: 180: Allathappa . 

2002 183). 

2.4.5. 1. Selecting the Content oj Training Programs 

In the implementation or TOP the most important act ivi ty that should be perla rmed be la re 

the beg inn ing of anI' traini ng program is determining the content or the program, The 

content of the training program should be determined en tirely by the karning ami training 

needs analysis and a5 ' ~ss ments of what needs to be done to nch iel'" the agreed tra ining 

objecti\es (A llnstron ~ 2001: 558). Thus the content ma: seek to teach sPec il ic skills. 

provides knoll'iedge or tt'l to innuence attitudes. Whate\er the content. the pwgram must 

Illeet the needs or the ,)rgani zat ion and the participants (Werther. et. al.. 1985: 213) Thus. 

tra ining courses should be designed on those training needs th at arc co nscious" 

determ ined, 



The courses must address the rea l performance problems of the organizat ion or behal·ioral 

deficiencies of the employees. [n designing the training content, the concerned bodies Illust 

identify. organize and sequence the subj ect matter (contcnt) that is go ing to be thought. 

2.4.5.2. Selecting Appropriate Facilities alld Premises 0.( til e Tmillillg 

Progmms 

The other important ac ti,·it y that should be performed in IIRTDP im plementation arc 

regarding to facilit ies. What physica l faciliti es are req uired/available: \Vhat training media 

and support se rvices are required; lI·hat facil iti es are required: what rec reation faciliti es arc 

ava ilable. IIhere should training even take pl ace, where should participan ts be 

accommodate. In thi s regard. selecti ng appropriate facilit ies and premi ses of the training 

program is crucial to conduct the training program effectively. In many cases. it is uSLI al for 

a training department to have "training premi ses and var ious types of train ing eq ui pment 

with in the direct control in the organization , premises and equ ipment are shared with other 

departments. and it is high ly desirab le for the training departl11ents to handle them fully 

(Reid and Barrington. 1999: 321 ;Campagna: 1998: 128-1 29: Bell. 1997: 374) training aids 

must be relevant to the pllrpose for which they were created and the traini."tg ICI·els of 

understanding. 

2.4.5.3. Selecting til e Appropriate Tmin ers alld Traill ees 

Select ing the appropriate trainers and trainees is one of the most important components of 

HRTDP. In trainer's selection, the institution can use internal staff specialist. or hUlllan 

resource managers or supen ·isors. or hired proCess ional trainers or external instructors or a 

combinat ion of these instructors. The trainers should prol·ide guidance and assistance and 

fur ni sh the subject mailer expertise: and the trai nees receive the designed content of 

instruction lI·ith actil"e parti cipation (Tracey. 198-1: 34-1) 

With regards to the selection of trainees accord ing to Rotl1llell and Kazanas ( 199-1: 27) and 

Getachew (1998:220) the learner who should be selec led Jl1ust be open to lea rning. 

possesses the se lf concept that he/she is an actil·e learner. is willing to take init iatil·e and 

responsibi li ty for learning. loves to learn. is capable 01· demonstrating creativity. possesses 

a future orientation and able to use basic study and problem sol ving skill s. 



Hence. to be effective and effic ient, the training program must be providing with trainees 

who have been carerull y screened and se lected for sui tabi lity. Thus, it is advi sable to select 

the correct trainers and trainees to be able to ach ieve the best training programme result s a 

little or no costs (Truelove. 2000: 239). 

2.4.5.4. Selecting Appropriate Tilli e and Training Environlllent 

The process of se lec ting appropri ate training time and envi ronment is the othcr impo rtant 

acti\'it\ to be performed in I-IRTD P implementation. Conside rati on \\ 'ith regard III timing of 

training shoul d be done. When the tra ining shou ld slart and finish. in rela tion 10 thi s. " 'hat 

the best time of day \\'ou ld be to take time away from the work place. Whereas. in dec iding 

the selection of training environment, the designers must look the fac tors like training 

objecti\·es. trai ni ng stra tegy. trainees populati on. trai ning area. safety rcq uirements and 

costs (Tracey. 1984 ... .,., ... ..,--) 
: 00 0-00). Among the training environment the se lection ot' 

appropriate lea rn ing classrooms are needed . 

2.4.5.5. Selecting Appropriate Tmining and Developlllent jVfet/r ods 

It is one of the stages of HRTD process. Training and development methods are the means 

by which designed programs are put in to effect. After all the necessary acti viti es are 

completed, the appropriate method to the program should be se lected (Monappa and 

Saiyadain. 1999: 186: V[athi s and Jackson, 1997: 298). The training methods to be used are 

requ ired to meet the trai ning objective, content. and the interest of the trainee. As to Singh 

(1996). it has to consider the knowledge, ski ll s, views and attitudes of trainees. the 

instructional space. the number of trainees. the amount of time ass igned, and the 

a\'ailabil ity of training materials. There are a number of tra ining and de\'elopment 

methodo logies ha\'ing their own features. The major teaching methods are lecture and 

di scussion mcthods. case stud\ method, se lf instruction and pwgram mcci instruction 

method. fi eld training methods. in basket/ in -try/methods. di stance/cc'tTespo ncicnce training 

methods. simulation and games methods, the jury/small group/method and ro le playing 

method. I-Ience. the selec tion of the appropriate method should be made based on certain 

rat ionale (Saiyada in. 1999 : 223 : Monappa and Saiyadin. 1999: 187-188). Tr,:ini :lg can take 

place either on the job or off the job. and it can be delivered through a variety oftechn iq ucs 

(Slides and videotapes. computers. simulati ons. virtual reality and classroom inst ruct ion). 
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The common type of tra ining offered using these techniques are skill s train ing, retraining. 

gross fu nctional training, team, creati vi ty trai ning. or literacy tra ining. There is no one 

particular best method of traini ng to work at all situations. so a trainer has to se lect the 

method or a combination of methods considering the training purpose and other variables. . . 

Thus. considering different techn iqucs and conditions should choose the most eflCcti ve and 

effici ent tra ining methods. to meet the stated objectives oj" training. The se lecti on oj" 

appropriate method depends on cost-effectiveness. desired progralll content. 

appropriateness of facilities. trainee as lI·e ll as trainer preferences and capabilitics. and the 

learning principles. l-I oII·e\·er. dependi ng on the content and type of the progralll more than 

one method can be used in a particu lar training and deve lopment program l Werther and 

Oa\"i s. 198 1: 3 15). Genera ll y. the most widely used trai ning and deve lopment methods or 

approac hes are discussed under the foll owing two broad categor ies. i.e . on-the-job training and 

01'1'- the-job traini ng. 

2.4.5.5.1. Oil-the-Job Traill illg alld Developmellt Methods 

On-the-job training refers to learn ing \\·hil e actual I\" perform ing a parti cular II Ott or job. It 

takes place in the \\"OI"k setting and during the ac tual job performance (M ilkovich and 

Bourdea. 1991: 421: ~[athis and Jackson. 1997: 29-1 ). Learning takes place in the real work 

place or situation using the office, documents. material s. facilities and tools that have been 

used that no special space or equipments are required. In th is method, managcrs or first linc 

supervisors and experienced employees inst ruct and demonstrate for others (M itchell. 1982: 

457 : Mil kov ich and Bourdea. 199 1: 421-422 : Graham. 1984: 169- 170). On-the-job training 

is a method to be used for training and de\·clopmcnt of employees and managers. "Real 

management development occurs on the job. where a pe rson learns to make decisions li\·e 

\\ith them" Kerri gan and Luke (1987 8-1-86) On-the-job training acti\ iti es include 

periodic performance reviews; obse l"\"ation and cr itique of how the junior manager is 

IIwk ing. solving problems. and managing: regu lar consultation on operati ng matters and 

the like. A number of spec ific methods are used in on-the-job tra ini ng. Some 01" the most 

widely used methods are di scussed belo\\" . 



2.4.5.5.1.1. Coacliillg 

Coaching is an important fo rm of on-the-job training and development method. " It is the 

process of ensuring that employee development occurs in the day to day superviso r­

subordinate relationship" (Heneman and others. 1996 : 404). Tberefore, the ,Perfonmll1ce 

level and the condi tions under which it occurs must first be anal yzed. and then. the 

necessary face-to-face communication between employee and supervisor or the 

subordinates and the superior must be made in view of improving and mai ntaining cI'fecti\'e 

performance (Harris and DeS imone, 1994: 265). Therefore. for coaching to be effecri\e. 

supervisor-subordinate relati onship should be based on partnership. mutual 1i1iSt and 

confi dence (Graham, 1989: 23 1). However. there are problems in coach in g. First . if 

coac hes we re incompetent. there wou ld be high ri sk of transmitting incorrect working 

Ill ethods. Second ly. coaches may not have adequate tillle. Thirdly. Illost managers are il l 

prepared to coach employees and feel uncomforta ble in those too (Gomez-Meji a. Blakin and 

Cardy. 1995: 34 1). 

2.4.5.5. 1.2. Men/oring 

tVlentoring is "a developmentall y oriented relationship between senior and junior colleagues 

or peers" (Gomez-Mejia, Blaki n and Cady, 1995: 3-10). Moreo ve r precise ly. Ande rson in 

Bhatta and Washington (2003 : 2 (2) states that ll1entoring is "a nurturing process in which a 

more skilled or more experienced person, se rving as a role model. teacher and sponsor. 

encourages , counsels and briefs a less skilled or less expe ri enced person for the purpose of 

promoting the latter's profess ional or personal development. 

ivientoring is an important form of management or empl oyee development. iV!e nto ring. 

according to Bhatta and Washington (2003: 212-213 1. is a usefu l cle\elopment imcnention 

for the fo llowing reasons : mentors and protc g~s choose each other by mutual ag reement 

therefo re, there is open and trusting relationship bet\\een the m. it is eva luative and there is 

constant feedback from the mentor to the protege. it is more guidance- or ienied than a st rict 

teacher-student or trainer-trainee relationship and there are no penalties. it is more than 

likely to be based on shared experiences of the men tor and the protege . Furthermore. 

menloring is a continuous learn ing such that e\'en e\'crvday professional experi enccs can be 
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shared on going basis: alld is long-te rlll in dllration and the relationship resu lts changes ill 

ro les or organ iza ti ons. M~nturing is gen~ra l l y bas~d on the assull1ption thai mosl sta lT 

developll1enttakes place on-Ihe-job learn in g so thaI. both the ll1entor as wel l as the protege 

benelit out or il. 

2.4.5.5.1.3. Job Rotation 

Job rotat ion is al so another approach in training and development of empl oyees as we ll as 

managers on their job. Thi s approach invol ves ass igning trainecs on various jobs Il))" a 

specified period of till1c with the objccti vc of broadening their experience . .lob rotation. 

therefore, provides trainees the opportunity to work and be fam il iar with various 

departments , units and secti ons in an orga ni zation (Ramasam y, 2003: 262-263). 

2.4.5.5.1.4. Advantages and Dimdvantages o/On-the-Job Training 

The advantages of on-the-job training are it is less costly than off~the-job training, lea rning 

will take place on the equipment which will be actua ll y used when the trainee is prolicient 

there are no transfer of learning problems and the trainee is in the producti ve environll1en t 

from the beginning. Conversely. on-the-j ob training has some disadvantages. Success 

depends on the abilit y and time ;wai lability lor trainer. there could bc some incidcnces like 

producing low quality or out puts. annoyed customers, wastage 0(' materi als etc (IVlilkovich 

and Bourdea. 1991, 42 1). There cou ld be ri sk of being exposed 10 ine l'll cicnl melhods 

(Graham, 1984: 170). 

2.4. 5.5.2. Of/-the-job Traillillg alld Developmellt Methods 

Off-the-job training and de ve lopment approaches conducted away [i·om the work setting 

like in-service programs. In other wo rds, the training can be conducted with in or of[' the 

organizations, but the trainees are not engaged in the ir usual ta sk or producti on aClivi ty 

(Schermerhorn 1989 : 274; Graham, 1989. 2 16), This type of train ing (Ram3samy, 20(J3 : 

263-265) includes special causes and lec\Ures, conferences. case stud y. rol e-playing and 

management games. 

2.4.5.5.2. Special Co urse alld Lectures: 

It is some of the knowledge based trainin g methods. The basic co ncepts and theories. 

principles and pure dPpli~d knoll·ledge "i' the particular subjeel dre impdrlcd 10 Ihc 

participant s. Thi s typ~ oj' tra ltll l1 g is ~lilllCcl at gIvI ng fundam ental inJ'nnll<ltion 10 the 

trainees . 
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2.4.5.5.2.5. A dvlllltilges IIl1d Dislldvlllltllge.l· {)loll~t"e-.I{)h Tl'llillillg 

According to (G raham, 1984: 170-1 71) on~ the-job traini ng have the lallowing advantages: 

I. As a special instructor gives the tra ining, it should bc of higher quality. 

11. Special equipment , simpl ified iI'necessary, can be used. 

Ill. The trainee can learn the job in planned stages, using special exerc ises to cnable 

him to master particularly difllcult aspects. 

IV. The long-term oft~!he-job training may be less costly because it enables workers to 

reach higher standards 01' speed and quality. 

v. It is free from the pressures of payment by results , schemes, noi se danger or 

publicilY· 

VI. The trainee will \earn co rrect methods from lhe outset. 

VII. The trainee doesn't damage va luable equipments or produce spo il ed work or scrap. 

VIII. It is easier to calculate the cost of off the-job training because it is more sel l~ 

contained than on-the-job training. 

Off-the-job training has also its own disadvantages. First ly, what is learnt may not be 

transfer back to the job as the classroom situation and equ ipment used might be different 

from the actua l job si tuations Secondly, there is a ri sk that so me employees Illay consider it 

as an opportunity to enjoy as a result of which learni ng may not take place. Thirdly. it may 

involve higher cost (Kerrigan and Luke, 1987: 184; Gomez-Mejia , Blakin and Cardy. 1995: 

302). 

2.5 EVlllllllting T/'llilling lind Development Progral11 

Evaluating training and development program is not a one-timc process. It is an ongoing 

through out the enti re stages or the training program. Evaluation is a process or obtaining 

informati on and using it to make judgments and decision. F~valuation of the training 

program is performed during the assesslllent, des ign and implementation. Silberman (1990: 

260) also states that one can design his/he r active training program to provide 1'01' obtaining 

feedback and evaluati on data on an ongoing basis so that she/he can make adj ustmclllS 

earlier on time. 

The implementation of training and development se rves as a transformation process. 

Untrained employees are transformed in to capable workers and present works may be 



developed to assume new responsibilities. To verify the programs success, personnel 

managers increasingly demand that training and development act ivities be eva luated 

systematicall y. Lack of evaluation may be the most serious problem in most development 

and training efforts. 

Any education is said to be effi cient if the qual ity and quantity are at maximum I'rom the 

use of a given vo lume of resource inputs. It is obvious that educational products are the 

outputs of a system measured in te rms of sk il ls. attitudes transmitted to students. The wish 

of every country is to expand education to get maximum cost benefit return. To reach thi s 

goal institut ion should train their employees. In addition to trai ning the content of the 

subject , the quality of trainers. the material s used. training process. the efli cienC\" or 
trainees should have to be evaluated continuously, because eva luation is the total qtluc of 

training eourse and program in the context of improv ing effective performance towards 

organi zat ional objecti ves. 

2.5. 1. Purpose of Evaluation of Training alld Development 

Pro"rallls 
" 

The main purpose of evaluation is to co llect and document learner performance in a 

training course, as we ll as on the job (Tracey, 1984: 440; Silberman, 1990: 260). Training 

and development program evaluation can serve for many purposes with in an organization. 

According to Phil lips, (Harri s and DeSi mon, 1994: 167-168) eva luat ion can contribute to the 

organi za ti on to: 

• Determine weather a program is accomplished its objecti ves 

• Identify the strength and weakness of a program 

• Determine the cost/benefit ratio of a program 

• Decide who should participatc in the future program 

• Identify which parti cipants benefited the most or least h om the program 

• Reinforce main points to be made to parti cipants 

• Gather data to assist in making future programs 

• Determine if the program was appropriate 

• Estab lish data base to ass ist management in mak ing decisions 
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may say they enjoyed the training and learned a lot but the true test is weather thcir job 

performance improves afte r their training (Griffin , 2000: 209), 

Ki rkpatr ick ( 1997: 48) also suggcsted four major approaches to the eva luation 0 1' training 

and deve lopment. These include the systems approach, whi ch is concerned \I 'ith thc 

improvement of training and development approach, the trainees ori ented approach-which 

focuses on the train ing effects that are va lued by trainees, the cost effecti\'e or sta ti stica l 

approach-which is concerned with mcasurement and the analysis of data in \\3\ 'S that 

support adm in istrati\T dec ision making about train ing, and the research approach-\l'hi ch is 

concerned \\'ith both ca rrying out rescarch in to the training and de\'e lopment ,md 

svstemat ica lh ' e\'al uati ng the affect of training and deve lopment program , 

2.5. 3. Stages o/Traillillg alld Developmel/t Program Evaluatioll 

It is important to e\'aluate train ing in order to assess its effectiveness in producing the 

learning output was planned and to indicate where improvements or changes are required 

to make the training even morc effective. It is at the planning stage that the basis up on 

which each category of training is to be evaluated and should be determined (A rmst rong: 

2001: 570). Hence. the evaluation of trai ning and development shou ld be an in built 

ac tivity that starts from the beginning. These are: 

Formative evalualiol/ - This phase includes all the evaluation act ivities during preparation 

such as the e\'aluation of the needs and just ification fo r the training. adequac\' 01' 

preparation of work. participants' background and appropriateness. the 

avai lability of the necessary resources for the training in both qual it) and quantit\ 

for the training and development. 

Process evaluMiol/ - this is the evaluation of the training while it is in operation. Thi S is 

mainl\ done on the fo rm of daily review. It mostl\' focuses on \\'hethcr d~lih ' 

activities are being e~ecu ted according to plans , It offers the chanCe to obta in 

immediate feedback and make necessary impro\'ement to Increase the 

effecti\ 'eness of the program \I'hi le it is in progress. 

Sill/III/alive eva/ualiol/- at the ~ nd of the training event the whole program is e\'uluated 10 

find out if it has achieved its immediate objectives. Participants' opinions are 

gathered through employing different data col lect ion approaches and instrumenls, 



Newell and Scarbough (2002: 163-1 64) and Ki rkapatrick (2000: 136) suggested luur level s. 

These levels represent ing a sequcnce 01' ways to evaluate trai ning and developillent 

progralll s, As one Illoves I'rom one leve l to the next one, the process becomes more di Ilicult 

and training consuming, but provides informat ion that is more va luable. These are: 

1 Reactiol1- measures holV well the participants li ke the program , including its content. the 

trainer, the Ill ethods used, the surrounding in which training touk place. 

React ion, measures how those part icipated in the program react to it. 

2. Leamil1g- learni ng cri teria measure changes in atti tudes, knowledge and sk ill s of the 

trainees. 

3, Beliavior- at thi s level it can be assessed how the trainee is behaved di fferen tl y because 

of the training and de ve lopment. It is poss ible for training to do we ll on test pcrl'o rnwnce 

during the train ing, yet not ab le: the same skill s on the ir jobs behavio r assessment provides 

insight in to the transfer of learn ing from classroom to the work environment anc~ · t he ,,, 
barriers encountered when attempt ing to implement the new techniques lea rned and 

developed. 

2.6, Problems of Human Resource Training and Development 

HRTD activities in organ izations can be inlluenced by different factors, HRTD efforts are 

subject to ce rtain CO lllillon mistakes and problems. Most of the probleill s are resulted rrom 

inadequate planning and lack or coordina ti on of etlorts. According to ( ~I a thi s and Jackson 

(1997: 326) the cOlllmon problems in HRTD are inadequate needs ana lysi s, trying out I"d 

programs or train ing methods. abdicating responsibili ty lor de ve lopment to staff. trying to 

subs titute training l'o r sd~c li un. lack or training among th ose who lead the dc vdoPIllCllt 

acti vities, using "courses as the road to deve lopment", cncapsula u:!d deve lopillen l, tH titu rl e or 

managers, availability or resources and financ ial problems, Some of the common IIRTD 

problems in any orga nizations are presented be low. 

Attittlde oj /IIl/l1l/ger,\' 

The attitude of managers is one of the crucial factor in HRTD. Managers who fai l to va lLic 

trai ning and development are le ss likely to appreciate its benefit, thi s is in t LlI'll may aJ'J'ect tlte 

alt it ude of employees. Mabey, Graelllc and Storey in Melaku (2004: -17 ), states tltm 

"management tends to regard train ing an operat ive expense rathe r than an investment. Top le ve l 
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management makes decisions rega rding the alloca ti on or rcsuun.:cs I(n training ;111<.1 

deve lopment programs. Besides, support from top- leve l management is crucial in integrating 

train ing and deve lopment acti viti cs in the strategic plan." In general if top-leve l management 

have no wi llingness and does not provide the necessary support it wo uld be dil'lieult to expect 

positi ve outcomes f)'o m train ing and deve lopment program s or to initiate a program. Accord ing 

to Getachew ( 1998:220) the I"ilure of central inst itu tions to take act ive role in training thei r 

employees is one 01' th e reason lo r the lack 0 1' ab le manpower to implement gove l"llm cnt 

directi ves in th e civil se rvices. 

Availability o(reso llrces 

The other constra int to tra in ing and de ve lopmcln is th e ava il ab ility of resou rces. I-I RTD is an 

expensive act ivity tha t requires expendi tu re o f resources in terms of money, materials and 

fac il ities, time and pe rsonnel. Organizations that ha ve considerable shortages in eithe r of these 

resources face problems to conduct I-IRTD programs. It is one of the problems that affect 

HRTD. In the case of Ethi opia it is caused mainly by budgetary const raints (Ge tachew, 

1998:220). Most institutions do not have a se parate budget for training and those that usuall y 

placed fund ing requests for training purposes from budgetary sources. The amount of funding 

avai labl e will clea rl y allect the amount and quality of education that can be un dertake n. 

Moreover. abse nce of fun di ng has deprived training and developmcnt un its I'rom acccss to 

appropriate instruments and long-term training and develop ment programs. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODS 

3.1 Reseal'ch Methods 

Descri pti\'e survey research method was employed to conduct the study because this 

method il1\ 'o lves systematic collection and presentation of data and to justify the current 

nature and magnitude of the factors that alTect human resource training and de\'elopment 

practi ces, 

3.2 Population and Sa mpling Tec hniqu es 
Southern "Jations, Na tionalities and Peop les Regional State has 14 zones. 8 special 

woredas. I town administration and 3,554 schoo ls, So it is dirtl cult to inc lude all of these in 

the study, Therefore. to make the study manageable and reliable. 5 zones and 3 special 

woredas \\'ere selected as sample, namely: Sidama. Gedi yo. Silti, Wolayta and Kembata 

Tembaro zones and Alaba, Amaro and BlIIji Special Woredas, Simple random sampling 

technique was employed to make the sample representative because these areas have a 

c!i\'ersit\, of population and many of the WEOs are found there. They have almost simi lar 

geographical features and soc io-economic situations with the other parts of the region, It 

was intent ional to use such sampling techn ique because the sampled zones and speci al 

woreda offices relatiwly found to have problems or training and de\'elopment. From each 

zone,4 samp le woredas were also se lected by using simple random sampling techniques to 

make representative of the sample of the study, I-l o\\eyer. 5 sample town admin istrations 

se lected in the above sample zones using ava ilabil ity sampl ing technique because th is 

technique may help in se lecting TAEO 's where the\' are available in order to identifv the 

problems and status of human resource training and de\'elopment prac tices, 

Education official s and experts were se lected to respond using purposive sampling 

technique because it enabled the researcher to se lect e~per i enced and kno\\'ledgcablF 

people to\\'ards the issue under study and capable of prov iding rel iable information, So 14 

ofncials and 26 e~pert s from REB. 2 official s and ~ e~perts from eac h ZED and WEO and 

I offic ial and 3 expert s from each TAEO involved, The table below shows the total number 

of respondents , 
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Respondents 

No. Offices Oflicia ls EX)lCl't Tota l Interviews 

I SNNPREB 14 24 38 I 

2 ZEDs 10 20 30 5 

3 WEOs 46 92 138 ') ' 
-) 

4 TAEOs 8 10 46 5 

Total 75 15 226 3 ~ 

3.3 Data Source and Instruments of Data Collection 

In this study two types of data were co llected. Pr imary data source were the region. zone. 

woreda and town administration education officials and experts due to the fact that they 

have beller knowledge and expe ri ence about the problem of the swdy and provide direct 

in formation. Books, documents and statistical abstracts were re\ielled as a secondary dme1. 

To conduct the stud y, questionnaire and interviews lI'ere used. One type of questionnaire 

was prepared for offic ials and experts. The questionnaire contains many close ended and 

some open-ended items . The Likert' s five scale system was also used in the questionnaire 

such type of quest ionnaire was se lected because it pro\'ides a greater uniformity of 

responses and It is easy to proceed. Moreover, when items are close ended respondents 

would able to se lect from the li st of answers prmide to them. The questionnaire lI'as 

prepared in Eng li sh and then translated into Amharic to create easy communication and for 

obtaining reliable data. 

To strengthen the information obtained through questionnaires. structured interviews were 

prepared to col lect data from region. zone . woreda and town administration educati on and 

training e~pcrts. 

To realize the appropriateness and reliability of the questionnaire. pilot testing lIaI' 

conducted in Sidama ZED, Awassa Town Adm inistration Education Department and 

SNNPREB. Twenty questionnaires were distributed . Based on the feedbacks collected from 

the pilot testing, amendment (modification) on the questionnaire \\as made on certain items 

of the questionnaire. In section I the 9 items were reduceci to ei ghtlw omitt ing item 70fthe 
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pilot questionnaire which required to indicate the respondents departments, teams or sectors 

due to the fact that there ex isted the merging of these structures at woreda level. [n section 

II , part I of the pilot questionnaire contained 5 items, however, based on the feed backs of 

the pilot test, these generali zed items were modifi cd and made 10 spec ific items. Section II . 

part III 0 f the pi lot questionnaire contained 71 items. however, depend on the feedbac k. 15 

of the unnecessary items were omitted and reduccd to 55 items. Furthermore. part IV item 2 

of the pilot quest ionnaire the 10 options were made to 25 spec ifi c items based on the 

in fo rmati on o f the pilot test. 

3.4 Administration of the Data Gathering Instrument 

According to the time schedu le of the stud\·. sufflci ent questionnaire and inteni e\·\ formats 

were prepared and duplicated to overcome the problems of shortage and loss in the lield. 

Then a total of 226 questionnai res were du plicated and dispatched to 75 ed ucation official s 

and 151 experts. Out of these, 56 (74.67%) from offi cials and 104 (68.8 7%1 from expert s a 

total of 160 (70.80) questionnaires were properly fi eld in and retu rned. 

Interview was planned to conduct with 34 training experts and in te rvie" ·ees were pre­

informed about the interview th rough the official s: however, due to meetings some o t" them 

were not ava ilable. Only 18(52.94%) of interviewees were available as schedul e and 

interviews were conducted onl y with them. whereas. questionnaires were di spatched and 

co llected with greater follow-up by the student researcher to obtain maximum return. 

3.5 Data Ana lysis 

The data co ll ec ted from the fi eld were organizcd. talli ed . and analyzed properly. Based on 

the nature of the items and \·ariables. different stat istical tool s ,,-erc emplo\·ed "i th the 

consultation of the ad\·iso r and stat istician. Percentages. we ighted means. the chi-square 

test and spearman·s rank orde r correlation coe fli cicnt \,ere employed using SPSS. Us ing 

such stati stical tools the data was analyzed and interpreted. 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF DATA 

This chapter dea ls wi th the presentation and analysis of data. It consists of two sec tions. 

The fi rst sec tion treats the characteh stics of respondents in terms of sex. age. educationa1 

qualification. position and work experience. The second secti on discusses the main part of 

the study. the ana lys is and interpretat ion o r' data that were col lected through quest ionnaire. 

inten'ielV and documen t analysis. 

4.1. Characteristics of the Study Population 

The malll sources of inforillat ion Iyere educat ion officials (o ftice heads. 

departillent/divi sion heads and team leaders) and experts in SNN PRS Education Bureau. 

Zone Ed ucation Departments, Special Woreda/ Woreda Education Offices and Town 

Admini stration Education Offices. A total of 226 questionnaires lI'ere prepared and 

di stri buted to oflkia ls and experts that had more than three years of services in their 

respective offices. 

Accordingly, out of the total 226 quest ionnai res distributed to ofticials and experts 160 

(71.8%) were filled out properl y and returned. In addition to the questionnaires, to rai se the 

quality of data . in teninvs were conducted with 18 training experts and also document 

anallsis was made. 

As shown in Table 4.1 among 160(100%) of the tota l respo ndents 56(35%) were 

manage ri al employees and 104 (65%) were expert s. While female respondents lI ere 

purposefull l selected in the sample to identi fy their roles in these positic)ns. it lVas found 

that majority (98.8%) of the officials and 97.1 % of the experts IIcrc males. Thi s indi cated 

the part icipation of females in these pos itions in the sector was loll'. There are many factors 

Iyhich affect fema le's access to these pos itions . Among these. so me: of the factors may lie 

attributed to the 101Y rate of fema le's participation in hi gher education during the prev ious 

times. Therefore . it needs sufficient effo rt and commi tment to improw the condi tion in 

increasing females access to these positions. 
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Table 4.1: Personal Information 

No Ite m Respo nd ents 
Ofricia ls Ex perts Totnl 

N %. N 'Yo N % 
I Sex 

rvlalc 55 98.2 101 97. 1 156 97 5 
FC!1lnil: I 1.8 3 1.9 4 2.5 

Tota l 56 100 104 100 160 100 
2 Age 

18 - 25 years - -
26-30 years 2 3.6 2 1.9 4 2.5 
31·35 years ) 5.3 13 12.5 16 10.0 
36·-10 years 21 37.5 30 28.9 51 3 1.9 

I 
4 1·-15 years 16 28.6 26 25.0 42 26.2 
46-50 years 7 12.5 20 19.2 ?7 16.9 
> 50 \ cars 7 11.50 13 12.5 20 12.5 

To tal 56 100 104 100 160 100 
3 I v ualification 

Certificate (TrI ) ·1 7.1 8 7.7 12 7.5 ; 
I 

I 
DiplollHl 6 10.7 24 23 .1 30 1 S.tl 

I 
I 

IJA IIl.SC. -15 80.4 68 65.-1 11 3 70.() 

M .A. IM .S.C I 1.8 -I 3.8 , .'-1 I 

I PHD - -
Tota l 56 100 104 100 160 100 I 

4 Filed or Special iZillion 
--, , , 

Management - -
Econom ics - - I Ed PM 13 23.2 28 26.9 41 25 .6 
Languages 10 17.9 17 16A 27 16.9 i 
Soc ial Sciences (Olhas) 12 21A 25 no 37 13.1 
Natural science 8 10 16 I SA 24 15.0 
Pedagogic 9 16.0 10 9.6 19 11.9 
No specializat ion 4 7.2 8 7.7 12 7.5 

Total 56 100 104 100 160 100 
5 :"Jamc of the organization 

REB 10 17.9 20 19.2 30 18.7 
ZED 8 14.2 10 9.6 18 16 .3 
IVEO 35 62.5 68 65.4 103 6-1.-1 
TAEO 3 5.4 6 5.8 9 5.6 

I Tota l 56 100 104 100 160 100 
6 Current position 

O ffice J-k ad 16 28.6 16 100 
Dt:partJl1el1t/Div ision h('chl 3 5.4 3 1.9 

I 

I 
Team L~ader 5ccl ion h~ad 37 66.0 - 37 13.1 
e xpert 104 100 10-1 65 .U I . 
Tota l S6 100 104 100 160 100 

7 Servicc year In present pl)sIl ion I 

1- 5 :- cars -IX X5.7 77 74.0 125 7 1L~ 

6 - 10 :-t'~lrs 5 8.9 16 15.4 21 1:;.1 
11·1 5:('(11"5 2 3. 6 7 6.7 9 5.6 
Abovc 16 I I.X 4 3.9 5 3.1 

Tota l 56 100 104 100 160 100 
8 Total Sen ·icc Years 

J - 5 ),cnl"s I 1.8 - I o.() 

6 - 10 ycars 2 3.6 5 4.8 7 4.-1 
I I - 15 years IS 32. 1 46 44 .2 64 40.U 
Above 15 years 35 62.5 53 51.0 88 55.0 
Tot:lI S6 100 104 100 160 100 



Wi th regard to the age distribution, the majority (3 \. 9%) of the respondents were in the age 
group of 36-40 years. Very few respondents were within the age group of 26-30 yea rs. 
While there was no any respondent below the age of 25, thi s shows that there were no 
newly recrui ted employees included in the sample. 

With regards to educational qua lification, the majority (70.6%) of respondents 80.4% or the 
officials and 65.38% of experts were bachelor degree holders. While the re wer~ fc\\ ' 
graduates of TTl (7.5%) and 18.8% of the respondents werc dipl oma holders and verv le\\' 
second-degree holders (3. 1%). Th is shows that mos t of them ha\'c adequatc qual ification in 
relation to the requi red jobs. However, the existence of dip loma and TTl graduates in the 
sector indicated that there is a need lor upgrad ing them in the ruture. 

With regard to the field of speci ali zation. the majority (25.6%) of the respondents. 23.2% of 
the offic ials and 26.9% of the experts were spec ialized in ed ucational planning and 
management. The rest were spec ialized in differen t fields of studies. However. 7.5% or 
them were not speciali zed in any field . Concerning their specific organ izations. all the 
respondents were selected from REB , ZED, WEO and TAEO. They represented the 
education sector hierarchy. Maj oriti es were se lected from WEO. 

With regard to their current pos itions 10.0%, 1. 9%, 23. 1 %. 65.0% were offi ce heads. 
department/division heads, team/section heads and experts respectively. Regarding their 
sel'lice yea rs in current positions, the majority (78.2%) of the respondents grouped in the 
range of 1-5 years. The rest few were grouped in other ranges in descend ing order. Th is 
sho\\'s that the frequent ci\'il se rvice refo rm structural adjustments (re··structinging) 
practices in the sector affec ted most of the experienced emplo\'e~s in shining their lormer 
jobs to other positions jobs within the office or the sector. 

Concerning the total \'ear of services. majority (55.0%) or the r~spondents. 62.5% or the 
officials and 51. 1 % of the experts had served for more than 15 \cars in the o ffice 'or in the 
sector. About 40% of the respondents se rved for about 11-15 years. While ve ry fe\\ 
grouped in 1-5 years range. This in format ion suggested that most of the empl oyees had 
long year serv ices but due to the restructuring of their o lTices reshuffie to other positions or 
directh' transferred thei r jobs from teachi ng before the structural adjustment. 
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4.2. Arrangement, Types and Contents of TDPs, Job Assignment and 

Strategic Plans 

Nowadays, many organizations real ized the significance and crucial role of training and 

developing their human resources fa r their surviva l. Therefore, they gave emphasis fo r thi s 

issue because through training and development important sk ill s such as problem so h·ing. 

communicat ion and team buildi ng ski li s are deve loped. Likewise training and development 

increases the moti vation and commi tment of employees to achi eve organi zational goals. So. 

educati on sec tor organizations also organized training and deve lopment programs l'or their 

employees based on such idea. Thi s part of the study served as a background 01.' the main 

secti on oC the study tries 10 irl\'cstigate whether training and development programs had 

been conducted in the sec tor or not. An attempt was al so made to identifv th ose 11110 

designed or organize these programs. the type and contents of the programs and the le\ el or 

parti cipation. 

As it lI'as shown in Tab le 4.: .. -'\ in item I, all ( 100%) of the respondents confi rmed that 

short term training or development programs were provided in the sector. 

With regard to long-term trai ni ng programs. an overwhelming majority (86.9%) or them 

(76 .8% of the offi cials and 9:.3% of the experts) replied that their offices didn't prov ide 

any long-term program. While the remaining 23.2% of the offic ials and 7.7% of the experts 

responded that their offi ces provided such programs. The in fo rmation obtained th rough 

interviell 's with the education programs and human reso urces training and development 

expert s and the document anah'sis indicated that long term programs were rarely pro\'ickd 

to emplovees when training opportuniti es we re given as quotas by the MOE (.LIf\ U- Ectl'iv\l. 

RCBB. and when teachers' candidmes were insufficient. The Chi-sq uare-test or 1'-\11Iue at 

0.006 re\ea led that there is a st:1 ri stica lly significant difference between the responses l,r the 

two groups, indicating that the proport ion of those disagreed is hi gher than those "~reed. 

regarding the existence of long-term trai ning. The proporti on (23.2%) or the oftic iab 

agreed with the existence of long-term training programs is greater than the experts (7. r u 1. 

Long-term off-the-job training programs were rare ly provided in the sector-but there \\,<lS 

no any lon g-term on-the-job tr"in ing or development program . 
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I 
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; 

Ta ble 4.2.A: Arrangement and Ty pes of TOP 
Ilelll Hcspondcnl s 

O ffi cia ls Ex perts To tal Z 
, 

N % N o/., N '\lu P- \' aluc Did your olliee provide short-tefm (mining or 
development programs for its Clllplt l)'CCS and 
Illanilgcrs since 1995 E.C'.) 

A . Yes 56 100 I O~ 100 160 100 D. No 
Total % IOU IO~ 100 160 IUU Did your artiec prondc long-Krill (mllung 7.69 1 o {j()(l progrmllS for its cll1plo ~ 'c~'~ and managers') 

A . Yes I J 2].2 8 77 21 13.1 D. No 43 76.8 % 923 139 86.9 
T otal :;;(1 100 IO~ 100 1(i1J 100 Did yO ll allcnd an y shot or long-term lrallllllg 

I 
0011 I o XX:' or (1c vc1oPIllCIlI programs pro\ Hie!) '" Ihe 

! 

cdll cmion sector: 
A. Yes 48 857 90 1:;65 138 I R6 :! Il. No S 1·1 3 I~ 13.5 22 U. S TOlal 56 IOU 104 100 i (iO 100 rfyollr an swer fo r item 

3 is "Yes", \\'ho organized Of (k~lgllcd them'" 

I i REO JI 6·1.9 ~ J ~ 7X 74 53,6~ 
I ZED 9 18.8 10 I I I 19 l3 S I WEO 8 16.7 I J 14A 21 152 ---i 
i MOE 6 12.5 4 -1.4 10 7.3 I RCS8 24 ;0 17 18.9 41 29.7 ! ZCBD 22 45.S 17 18.9 39 18 3 

I I I \\·C80 12 25.0 I I 16.6 27 I 196 
Me B 2 4.2 I I I 3 I 22 
OTHERS ; 10.4 2 2.2 7 5 I 
T Olal 48 100 90 100 138 100 
What kinds ofprograrn ~ u ll hi] "": altemk d 

I 
S ill ce 199 5 E. C ? 
A Educational stud\' tour abro<ld ; IDA I 1.1 6 ·U I 

, 
B. Educational s(UQy tour \0 other oni ces 
C. Attending di stance educmiol1 th ro ugh I 2, 1 2 2.2 J 2.2 I I correspondence 
D Ancn ding forma! ed ucati on ,n higher 2 4.2 2 2.2 4 29 I I institutes 

I I ; E. A!lcnding forma1 educat ion ilh ro:\d 
I I , , 

1 Ischolarship/ 

I , f\ 1. f\ IM SCfM.ED 
I Il.A ISSC /B.EO , 

I Tota l . . I J F Short-terll1 scrn inms. \\'orksll\)]1" ;111<1 48 100 90 100 138 100 ~ I con ferences 
T otal ~ 8 IOU 138 I OU I -100 90 

Lc\'c l of significilllce=O.05 

As it can be observed in the table 4.2.1 in item 3. about 86.7% (138) of the responde nts 48 
(85.7%) of the official s and 90 (86.5%) of experts attended the training programs prO\ ided 
in (for) the sector. While the rest 13.8% (22) of them (14.3% (8) of the offic ial s and 13.5% 
(14) of the experts). didn·t attend any program at al l. The interviews with training expe rt s 
also confi rmed that few of the cm ployees didn't attend training or development program s 
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because of thei r personal problems and due to the co incidence of fi eld works and urgent 
routine works with the training programs. Further they asserted that within May of thi s year 
(2007) it \\·as planned to pro,·ide a seven-day 's workshop for al l the employees who work 
at the vario us offices of the sector. It was also observed fro m the curren t operational plan of 
REB during the document analysis. Moreover, the programs were started at the zonal towns 
before the student researcher have completed hi s field trip. The chi-square (P-'aluc= 0.885) 
shows there is no statis ti call, significant difference between the two group or responses. 
which implies that majori ty of the respondents agreed that they had attend cd short tcrm or 
long term training programs. 

As it is shown in table -1.2.1. item 4 indicated those who orga ni zed/designed the training and 
development programs. Accordi ngly, based on responses REB. RCBI3. LeBO. weBO. 
WEO, ZEO. MoE and others INGO's) organized or designed these programs. According to 
these responses majority (53.6%) of those who attend the training and de,·elopmcnt 
programs (64.9% of the officials and 47.8% of the experts) . participated in the programs 
organized by REB . The second. third, fourth majority of respondents attended the programs 
organized by ReBB. ZC BO and WCBO. Thi s indicated that the capacitv building oflices 
organized va ri ous programs for the sector due to the merging of the education sector 
structure \\· ith capac it,· bu il ding. It also reveals that among the programs the dominant were 
civil se rvice reform programs. ZEO and WEO were the fifth and the sixth in the rating 
which, confirms the above assumption but later they were separated from the capacity 
building offices during the late 1998 E.e. The table also indicated MOE. MeB and NGOs 
also organized training programs for the sec tor. 

Concerning the t've of programs they had attended Table 4.2.1 . item 5 repon~d the fo ll o\\ ing. 
Among those \\'ho attended traini ng and development programs (160) all 1100°0) of lhcm 
attended short-term seminars. wo rkshops and conferences. About 4 . 3~o of the rc spe) nckms 
( 10.4% of the orticiab and 1. 1% of the experts) joined ed ucati onal slUcl\ lour abroad. \\hilc 
2.2% of them (2 .1 °0 elf the ofticials and 2.2% of the experts) attendeci di stance educat iOJl 
through correspondence. About 2.9% of them (4.2% of the officials and 2.2%) of the aperts 
attended forma l education in higher education institutions. However. there was no an'· one \\'ho 
attended scholarship abroad. From the above informat ion we can conclude lhat att~nding 

formal education th rough distance education or learning in higher educati e)["1 institutions found 
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al a lowe r le ve l, Relati ve ly grea ter e l1lpll , t ~ i s W<l :-. give ll lu sll urt -Ienll prllgr,tlllS, 11Owever, till' 
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Concerning the contents of the programs. Table 4.2. B, item I presented the following 
information. Regard less of the frequency and duration of the programs. the contents were 
ranked accordi ng to the number of parti cipants' responses. The conte nts of the civi l se rvice 
reform programs (Result oriented appraisal system. business process reengineering and 
service deli very) ranked first. fol lowed by gender and HI V/AIDS ed ucation. Civic and 
ethical educat ion ranked a thi rd group fo llowed by re form on the qua lity of educat ion. 
info rmation technology, and teachers' development as the fourth group. While materi al 
managemen t. textbook management and adu lt education ranked the least. However. no one 
confirmed that special education was given as a content or the program. From the above 
information it is possible to deduct that main emphasis \I'as given to civi l se rvice re form 
program contents than others and no emphasis was given to special needs education. The , 
intervie\l' also confirmed that the current direct ion of the training and de\'elopment 
programs mainly concentrated on such issues. It is possible to deduce that the sector also 
paid attention to gender and HIV/AIDS education. 

Regarding the rel ationship of the contents towards their job, Table 4.2.B item 2, about 
98.8% of the offi cials and 94.4% of the experts rep lied that the contents or the training 
program s had direct relationship with their jobs. But very I'ew officials (4.8%) and experts 
(5.6%) expressed their disagreement. Si nce majority of the respondents attended the 
contents of the ci\'il service reform programs, they could be able how to plan and perform 
their jobs/tasks and de li ve r better se rvices to the customers. Therefore, it is poss ible to 
conclude that the contents had direct relationship with their jobs. 

As it is observed in Table 4. 2. B in item 3, respondents werc asked if they had attended and 
completed long-term tra in ing programs and got the proper placemellts or benefits. Among 7 
individuals " 'ho had attended and comp leted their long-term training only.j (57.1% of them 
2(66.7%) of ofticinls Jnd 2 (50%) 01' the expert s responded that they had got the proper 
position and placement. The rest 3 (42.9%) of the 111 ( I (33.3%)) of the offic ial s and ~ (50%) 
of the experts) asse rted that they didn't get the proper positionl placement and benefit s. 
From which it is poss ible to conclude that offi cials got the advantages due to their 
experience may be through their good personal relationship with the decision makers or 
perhaps they have completed before the structural adjustment of the offices. 
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[n Table 4.3.A the mean scores are below the standard ave rage which implies that train ing 
and deve lopment needs assessment had not been conducted or remai ned at low leve l. 

As shown in Table 4.3.A in item I, respondents were asked whether thcir respective ofllces 
conducted training and development needs assessment for offi ce employees and officia ls 
since 1995 E.C. Accordi ngly, about 36.9 of respondents (39.3% ofti cials and 35 .6% 
experts) replied that train ing and development needs were rarely or nCl"cr conducted. About 
33.8% of responden ts. (35 .7%, 3 1. 9% of officia ls and experts respec til" ely) viewed that 
their offi ces "al\\"ays or usually cond ucted" traini ng and deve lopment needs assessment. On 
the other hand. 29.4% of respondents (25 .0% official s and 31.7% expcrts) viewed that thc 
offices "sometimes conducted" and "sometimes did not conduct" tra ining and development 
needs assessment. The average mean was fou nd to be 2.92 (2.93 and 2.91 for official and 
experts respecti \·e1y) . which is slight ly lower than the expec ted (standard) ave rage sco re 
(3.0). From thi s we can conclude that most of the offi ces or the sector didn ' t conduct 
train ing and de\ 'e lopment needs assessment fo r their employees and managers. 

As indica ted in Table 4.2.A in general information part of item 4. the REB and the RCB B 
and other organizations des igned most of the train ing and deve lopment programs. Perhaps 
these organizations conducted the programs witho ut consider ing and co llecting their true 
needs in the seclOr. As also ind icated in Table 4.2 .A maj ority of the short-term proglams 
were nat ional'" designed and conducted allover the country \I"it h si mi lar time. The 
in format ion gathered through intervie\l"s also supported thi s assumption. As proposed by 
Bratten and Gold (1994: 237) conducting training needs assessment specifies trainings. 
HO\l"ever. the trainings offered in the sec tor were in contrar\' to th is ass ul11pti on. There are 
no sl"stel11 atic needs assessl11ent conducted in 1110st or the offi ces or the educati on secto r. 
Furthermore. the)" confirl11ed that no att ention was paid to conduct need s assessment 1'01' 
employees. The chi -square test made (P - value or 0.458) re\'eals that the re is no 
statistically significant difference alllong the opinions of respondents indicat ing their­
agreel11ent on the issue of the absence of systel11 atic needs 0 I' assessment. 

As can be observed in Table -t .3.A, in items 2-5 respondents were asked to respond who 
identi fied training and deve lopment needs for the individual clllplo\'ees and the office. 



With regard to the role of individual employees/experts in identifying their training and 
development needs Table 4.3.A , item 2 indicated that the overwhelming major ity (74.4'%) 
of the respondents (71.4% offic ials and 76.0% experts) viewed that each ind i vidual "rarel y" 
identified his/her own training and development needs. Moreove r, 24.4% of the 
respondents (26.8% and 23. 1 % of official s and experts respectively) replied that they had 
no clear stand about the issue. An insignificant number of respondents (1.3%) vi ewed that 
each indi vidual "usually identify" hi s/her train ing and development needs. The average 
score found to be is 2. 16. (220. lo r offi cials 2.14 for experts). which is less than the 
standard average (3 .0) indi cates that indilidua ls didn't identil\ their ow n training and 
development needs. 

The chi-square test of the level of signi ficance with P - va lue of 0.6 13 is greater than 0.05 
level of significance, which indicates that there is no stati sti cally sign ificance difference in 
the di stribution of responses that majoritl' of the respondents confirmed that indil idual s 
didn't identify hi s/her own training and delelopment needs. From the data obtained. it can 
be concluded that in most of the offi ces of the education sector. individuals didn't idcntif\' 
their own training and devel opment needs. The data gathered through intervi ews lIith 
trai ning and development expe rt s also rel'ea ls that ind ividuals didn't identify their own 
needs in their respectil'e organi zations. As stated by Saiyadain (1999: 184-185), one of the 
sources of information for individual training and deve lopment needs are intervi ews lIith 
supervisors and other emplo,·ees. that individua ls had identified their 011"11 training needs. 
however. there was no such expe ri ence identification of their needs. According to the 
interviell·ees. however. ind ividuals identified their own trai ning needs personally and attend 
various long-term or short-term programs privately. As a result. indiv iduals attellded 
correspolldence courses and other deve lopment programs by thei r 01\"11 illitiatil'cs and 
expenses. In rare cases thei r oi"fices provided fees and sponsorship fo r them. I-he 
information gathered th rough documellt analys is al so supported the abOl'e idea that ,1I1cr 
individual s had made great eflorts to develop themse lves privatel y affi rmative actiolls IIcre 
taken by fell' of their offices to cover their expenses and sponsor them \0 attend ill hi,,; hcr 
educatioll inst itutions. 



With regard to the role of immedi ate superviso rs/managers in identi fying the training and 
deve lopment needs of each individual employee, Tabl e 4.3.A item 3 dep icts the following. 
The Majo ri ty (66.9%) of respondents (73.2 % of offi cials and 63 .4% 0 1· experts) indicated 
that immed iate supervisors/ ma,nagers I' rarely or never" identified training anci development 
needs of ind iyiduals. About 10% or the respondents (8 .9% of otlicia ls and 10.6°A, 0 1· 
experts) responded pos it ive ly. Wh ile 23 .1 % of the respondents ( 17.9% offici als and 26.0'Vo 
of experts) , ·iewed that they were not sure of the issue. The average calculated score is 
2. 14, which is less than the expected ave rage (3 .0) . whi ch indicated that immed iate 
supervisors/managers didn·t identi fy the training needs of individual s. The chi-sq uare test 
of the leve l of significance (p-va lue = 0.6 12) shows that there is no stati stical ly significant 
difference bct\\·een the two groups of responses implies that maj orit y of the respondents 
agreed that mangers didn' t identi fy the train ing needs or indi,idual empl oyees. There fore . 
it is possible to conclude that in the various educat ion sector offi ces. immediate supen ·isors 
didn·t identi t\· the training and development needs of indi ,·idual subord inates/emplo'ees. 

Table 4.3.A item 4 shows the ro le of human resou rce trai ning and developme nt 
department/un it of the offi ce in identifying the training and de, ·e lopment needs of 
individual s and the ofllce. Accord ingly, about 67.6% of the respondents (76.8% of official s 
and 48.1 % of experts) replied that rarely human resource training and deve lopment 
department/unit or ne'·er identifi ed the training and deve lopment needs of indi viduals and 
the ofllce. \\·hile 13.7% of the respondents of t 2.5% oflici als and 14.4% of experts 
responded that it usua lly or always identified the train ing and de, ·e lopment needs of 
indi,·idua ls and the oftice. About 18.8% of the respondents ( 10.7% officials and 23. t % 
expert s) commented nothing. 

The ave rage mean value calculated fo r both groups \\as 2.28 which ,yas less than the 
standard (3 .0) shows that the majority of the respondents be lieyed that human resource 
training and deve lopment departments had not identified the traini ng and deve·lopmen1 
needs of indi vidual s. The chi -square test with P-value of 0.005 shows there was stati sticalh· 
signi fi cant difference among the responses of the t\\'o groups of respo ndents which 
indicated that majority of the respondents agreed that the human resource training and 
development (units didn't identify the training and dne lopment needs of 
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indi viduals).Based on the above information. it is possible to conclude that in most offi ces 
of the education sec tor of SNN PRS human resource training and development 
department/unit s mostl y didn ' t identify the traini ng and development needs of individua ls 
and the office. According '.0 the infon~lati o n gathered through interviews. usua ll v the 
HRTD department/un it didn't identify the training needs of indi vidual s and the 
organization. Main emphasis was given to pre-service teacher training other than thi s. 

Tab le 4.3 .A of item 5 ind icated the role o f top-Ine l managers in dete rmini ng tra in ing and 
development needs 0[' individ uals and the organi za tion in a systematic \\·ay . About 65.0() ~, 

of the respondents (69.6% of offi cials and 62.5% of experts) repl ied that top-Ic\c l 
management at all IC\'els rare ly or never ident ified training and development needs 01' 
indi \'idual employees and the office. Whi le 27.5% of the respondents (17.9% offi cials and 
32 .7% experts) prefe r to comment nothing. Hence, very insign ificant (76%) responde tll s 
replied that they determined traini ng and development needs far indiv idua ls and the 
organization. The ave rage mean value (2 .2 1) of the responses is less than the standa rd 
(expected) mean ind ica ted that the maj ority of the respondents agreed that lO p-l e\'el 
management at all levels did not identify the training and development nceds of indi vidua ls 
and the organizat ion. 

The chi-square test (P-\a lue; O.056) reveals that there is statistically signi ficant di rference 
bet\\'een the two groups of responses implies that there was no systematic effo rt of done 
top-Ie\'e! manage rs in determining the training and development needs of indi viduals. So. it 
is poss ible to conclude that top-level managers made insuffi cien t efforts to iden tify training 
and deve lopment needs of individuals and the organi zation svstematically in contrast to the 
suggest ion to tvlonappa and Saiyadai n (1999: 182). Perhaps there \\ere J11an \' facto rs like 
paying less attention . concentrat ion on routine works. negligence. persona l alti tudes 
to\\'3 rds the iJ11portance of the issue. shortage of budget and e~pectat i on from above limited 
their effo rts. 

As it is shO\m in Table 4.3.A, items 6-8 the techniques used to identify trai ni ng and 
development needs are clearl y indicated . Concerning the ident iticati on or needs through 
organizational ana lvs is Table 4.3 .A item 6 sho\\'s that about 36.9% of the respondents 

51 



(39.3% offi cia ls and 35.6% experts) conl'inned that organizational analysis was rarel y or 
never conducted. Slight ly more than a quarte r (32.5%) of the respondents (35.7% ofticia ls 
and 30.8% experts) confirmed that their respecti ve offices 'usua ll y' conducted 
organizat ional analys is to ident ify training and deve lopment needs. On the other hand. 
30.6% of the respondents (25 .0%. officials and 33 .7% experts) repl ied thm their oflices 
sometimes conducted and somet imes not conducted organizational analysis. The al 'erage 
score was fo und to be 2.84. which is slightl v less than the standard ave rage mean (3) . 
confirms thm the majority of the respondents agreed that organizationa l anal ys is has not 
been conducted in their respect ive ofllces to identi fy training needs. 

The chi -sq uare test. computation with a P-I 'alue of 0.722 (which is greatcr than 0.05 lel 'el 
of significance) shows that the re is no signifi cant stati stical differen ce among the opinions 
of respondents implies that the respondents agreed that organization analysis had been 
conducted in their respective offices in the identification of training needs. 

Therefore, from the above information it is possible to conclude that there was no adequate 
effort made in conducting organizational anal ysis in the identi ri cation or training and 
development needs. The result of this item is in contradiction with the effort s [[Jade during 
the preparation of the strategic plans of the sector and that of the respecti ve on-ices. 
However, during the preparation of the strategic plans, the main focu s was on the analys is 
of internal and external environments of their respective organi zation and the sec tor. ~ lath is 
and Jackson (1997: 29 1) stated that organi zational analys is is one of the " 'ays to diagnose 
training needs. HOlI'ever. in the education sector offices of SNNPRS it I\'as not deliberate ly 
done for train ing and deve lopment purposes. 

As it was observed in the Table 4.3.A item 7. with regard 10 the practice of task analys is. 
the majority (38.8%) of the respondents (39.3% official s and 38.5~o "xperts) vielwd that 
their offices rarely or never conducted task analysis for training and dewlopment needs 
assessment. While slightly greater than a quarter (26.3%) confirmed that their respect ive 
offices usually conducted an ana lys is of indi vidual tasks/jobs perli.l rmed by each worker in 
the organi zati on. While 28.8% respondents (25.0% officials and 30.8% experts) had no 
clear ideas about the issue rai sed. The average mean I'alue of the tll'O groups or responses is 
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(2.90) slightly less than the standard mean va lue (3.0) , which impl ies that their rcspect ive 
offices didn't conduct any task/job analysis to idcntify the tra ining needs of the employees. 
The chi -square test of significance (with P-valuc of 0.605) shows that there is no 
stat istical ly significant difference between the responses or the two groups t,hat majority of 
respondents confirmed that their respecti ve offi ces ncver conducted task analysis in 
assessi ng training and development needs. 

Thererore, based on the inrormati on obtained from the above data it is possible to conclude 
that some of the offices of the sector did not conduct analysis of the tasks/ jobs performed 
b\ individuals to assess traini ng and deve lopment needs in refute to the ideas suggested by 
Gomez-Mejia. Balkin and Cardy (1995: 297) GetachC\\' (1998 :2 1-22) and Getahun 
(1990:22). The informati on co ll ected through intcn 'icws also re vea ls that there \\'as no 
major effort done in anal yzing tasks performed by indi viduals to conduc t training and 
development needs assessment. They attributed the ractors with the lack of illlerest and 
knowledge, 

As it is obser\"ed in Table 4.3 .A item 8, with regard to the identification of training and 
development needs through pcrsonlindividual analysis, the majority (43.2%) of the 
respondents (37.5% officials and 46,2% experts) confirmed that their offices rarely or nner 
analyzed individuals to conduct training and needs assessment. While slightly greater than 
a quarter (28,8%) of the respondents (35.7% officials and 25.0% experts) viewed that their 
office usually conducted indi\'iduallperson analysi s. Sl ightl y greater than a quarter (28, 1%) 
of the respondents vie\\'ed the\' we re not sure. The average score found to be is 2.84, which 
is less than the standard score (3.00). The chi-square tesl at P-value is 0.019 shows that 
there is stati st ica ll y sign ificant differences bet\\'ecn the t\\·o groups of responses, which 
implies that some oftlc ial s. 35 .7% of them responded positivel y while onl y 25.0% or 
e"perts agreed Ihat thei r offices usually or al\\ays cond ucted individual or person anah·sis. 
Therefore, it is possible to conclude that almost no sati sfactory effort was done in using the 
technique of person/individuals analysis in identifving training and development needs in 
different way to the ideas proposed by Heneman and Others (1996: 391) and Getache\\ 
(1998:4) 
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With regard to the mechanisms used to gather information in conducting training and 

de ve lopment needs assessment. Table 4.3.A, items 9-1 3, indicated as follow. 

As it is shown in Table 4.3.A. item 9. majo rity (about 52 .5%) of the respondents (50.0% 

officia ls and 53.8% experts) viewed that their offi ces rarely or never conducted group 

discuss ion as a mechani sm to gather information . While 22.5% of the respondents replied 

that usua ll y or always the offi ce conducted group discuss ions. On thc othc r hanc\. a quarte r 

(25.0%) of the respondents (14.3% officia ls. and 30.8% experts) vie". cd that the orti cc 

sometimes used and sometimes did not use group discuss ion as a mechanism . 

The average score \\ 'as found to be 2.60. \Vhich is less than the standard scoring (3 .00) that 

majority of the respondents contlrmed their di sagreement that their offices conducted group 

discuss ion as a mechanism to gather in information. The chi-squa re test of signi ticance \\'ith 

P-, alue of 0.009 sho\\ s that there is statistical!, significant difference be t\\ cen the opini ons 

of the two groups of responses, which implies that about 35.8% of the offic ia ls and only 

15.0% of the experts agreed that their offices conducted group discuss ion as a mechani sm 

to gather informati on in conducting training and deve lopment needs assessment. Ho\\·e , ·er. 

from the above uata it is poss ib le to conclude that the eHort of the offices in cond ucting 

group discussion as a mechanism to gather information in undertaking training and 

de" elopment needs assessment is low which is in contrast to the recommendations 0 1' 

Monappa and Saiyadain (1999: 184-1 85) and 1\I[e B (2005: 129-30). 

As it is sho\\n in Table 4.3.A, item 10 reveals that observi ng ho\\ ind ividuals were 

perto nning thei r tasks as a mechani sm to gather information in conducting training and 

de"elopment needs assessment, accordingl y. majority (48 .1 %) of the respondents (48.2% 

offic ials and 48 .1 % C\perts) viewed it was rarel y or never lI sed a, n mechanism. I-Iencc. 

slight ly greater than a quarter (26.9%) of the respondents (28 .6°0 officials and 26 .0% 

experts) responded that sometimes it \Vas used and sometimes not lIsed as a mechani sm. 

About quarter (25.0%) of the respondents (23 .2% offic ials and 26.3"0 experts) r':pliec! that 

they were not sure. The ave rage score is 2.66 , which is less than the standard score (3.0). 

This implies that the practi ces used by the offices in observing ho\\' indi viduals arc 

pertonning their tasks as a mechanism to gather information in conduc ting training and 
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development needs assessment was low in contrast to the sources of informati on proposed 
by Manappa and Sa iyada in (1999: 184- 185) and Getachew (1998:22). The chi-square test 
(P-va lue = 0.905) shows there is no stati sticall y significant difference of responses between 
the two groqps indicati ng that the respecti ve offices didn ' t use the practice of observ ing 
how indiv idua ls are performing their tasks as a mechani sm to gathe r in/ormati on in 
condition train ing and deve lopment needs. 

As it was obsen ·ed in Table 4.3 .A, item I I indicated that the ortices as a mechani sm to 
gather in t,1rmation in identi fying training and development needs used how often 
conducting sun e,·. About 45.7% responden ts (46.5% offic ial s and -1 5.2% of experts) 
viewed it \\·as rarely conducted. Similarl y. about 29.4% of the respondents (30. -1 % officials 
and 28.80/" experts) comment nothing. Abo ut a quarter (25%) of the respondents (13.~u/" 
offic ials and 26 .0% experts) replied that surveys were usuall y/al\\·ays conducted to collect 
informati 0 n. 

The average score was found to be 2.53 . which is less than the standard ave rage (3.00) 
Thi s indici':ted in contrast to the ideas sugges ted by Mathis and Jackson (1997: 292) that the 
efforts of ~onducting survey as mechani sms used to gather in formation in training and 
development needs assessment were low. Thc chi -square test (P-'·a lue = 0.672) sho'·' s that 
there is no stati st ically significant difference between the t\\·o groups of responses 
indicat ing that both groups of respondents indicating that their respective offices didn·t usc 
conducting survey as a mechani sm to gather information in traini ng and development needs 
assessment . 

It can be observed in wble 4.3.1 , item 12 reported that the offices used ho\\· often revie\\·ing 
performan ce. as a mechani sill to gather information in training and de,·e lopmelll needs 
assessment. I-Ience, the majority (53.8%) of the respondents (48.2% officia ls and 56.8% 
experts) viewed it was rarely or never used. Slightly less than a quarter (26.9) of the 
respondents (30.4% oflicials and 25.0% experts) was not willing to respo nd·. Accordingl{ 
(19.3%) of the respondents (21.5% ofti cials and 18.2% experts) yiewec1 as their respecti,"C 
offices used reviewi ng performance as a mechanism to gather information. ·1 he a,·eragc 
score is found to be 2.S3, which is less than the average score (3.0) . The ch i-square test. \p­
va lue = 0.7 13) ind icated that there is no stati sti ca ll y significant diffcrence be tween the 



di stributi ons of rcsponses of the two groups. Thercfore. it was conc luded that in 

col lecting/gathering inlo rmati on lo r trai ning and development needs assessment, the 

practice of reviewing pcrformancc as a mechani sm is at low level which is in oppos ite to 

that ofMonappa and Saiyadain (1999: 184-185) and MeB (2005: 129-3 0). 

Table 4.3 .A, item 13 depicts that how often their offi ces used interviews with supervisors 

and employees to ga ther information in conducting training and dcvclopmcnt needs 

assessment. Accordinglv. the majori tv (74.4%) of' the rcspondents (GO .7'!!', nl'li ci,ti s <lIld 

81.8% e ~pert s) v i em~d that it \l as rare ly or never used interviews as a mechani sm to 

conduct training and developmcnt needs assessment fa r employecs. while 17.5% of the 

respondents (2 1.4% offi cials and 15.4% ex pert s) replied that it was sometimes used and 

sometimes not. About 8.1 % of the respondents (17.9% officia ls and 2.90% experts) viewed 

it was used as a mechani sm. The average score was fo und to be 2.04, which is less than thc 

standard score (3.0) implies that majority of the respondents di sagrecd that their offices { 

didn ' t use interviews with em ployees and supervisors, as a mechani sm to cond uct training 

and development needs assessment. 

The chi-square test of significance at p - va lue is 0.002, which is less than 0.05 level of 

significance, shows that there is stat isti ca ll y signi fi cant difference among the responses 

indicating the offi ces didn' t use interviews as a mechani sm in conducting training and 

development needs assessment. However. it is poss ible to conclude that offices used 

interviews as a mechani sm in ga thcri ng in fo rm ation !'or training and development n ('t'lb 

assessment at almost lower scak even most of them didn't used it in co ntrast to the ideas 

of Monappa and Saiyada in and Ge tachew. 

After training and development needs had been identified they have to be pri oriti zed. As it 

was observed in Table 4.3.B, items 1-7 fo cllsed on the factors that their offi ces conside red 

in prioritizing the needs. 



Ta ble 4.3. B. Priori t i z il~ T ra inin u a nd DeveloDlIlent Needs 
Rc.~ }on~!.::-

No [terns AT l iT STSN In NT MC:1I1 Z p. 
11{""Ond'"'' 

; " 3 2 I Vallll" 

I The availability or Irail1l1l !; raclllll!.: ." \\' ~I.' UJru':lill N 6 3 I 9 7 3 .lj.j 

considered in prioritizing ncc(l s h,:x;rt!i N R 43 21 19 13 3..1 1 .1 1·1:' O':; ,;·j 
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% 7::- 12 :' 244 :'0.6 :' .0 --
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as a factor ill prioritizing Ilcl'd:-. ["I)l-n:. N 3 62 12 24 .' JJ7 -L113 036·1 
T,'lal 
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Tillal 
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TOlal 
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Tntal 

7 The cost effcctin:ness of Ihe orgallll.aliPll Ollicl al 
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In= 2= Rard) True 
NT= I = Never True 
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~, SO 556 P.S 1--, I ].8 

N 20 1--, III .1 .1.07 
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N J 62 50 JX 7 3 Iii 
" " I') .~X X .11.3 2.~ X .j., 
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N " 37 45 59 15 2.13 
% 25 D.I 28.1 36,9 9.4 
N I 33 7 III ; 3.27 
N 53 27 16 X 3.20 
N I 86 3-1 26 U 3.23 :i:i% 0,2.11 
'v,. 06 :i3.S 21.3 16J XI _. -

3 ~ 3 23 16 X 6 1(, 

I (l .~3 7 N ; IIX 29 19 ] --, -15·/3 .1 .. '_ 

N H 71 4, 27 9 J.Lh 
I % ;0 44.4 28.1 16,9 5.6 

STSN =}= SOllletime:. Trm:/Sw11I.:times Nol 

As it is shown in Table 4.3.B. item I indi cated how olien their oftices considered the 

ava ilability of training facilitics in prior itizing needs. On the othcr hand. 26 .3'X, respondents 

(17.9% ofti cials and 30.8% c-,pcns) vicwed it was ncvcr conducteci. Accordi ngly. aboLlI 

55.1 % of responcients (66. 1 'X, oflic ials and 49.0% expens) viewed that their respecti ve 

offi ces conside red the availabili ty of I>lci li ties in prio riti zing needs. About 18.S tyo of the 

respondents cO l11mented nothing. 

The average score was found to be 3.3 (3. 54 fo r offic ials, and 3.31 for expert s) . which is 

greater than the standard mean (3 .0). that majo rity of the to ta l respondents agreed that the ir 

offi ces considered the availability of train ing tilcil ities in pri or iti zing needs. The chi-squa re 

test(p-value=0.534) is greater than 0.05 level of sign ifi cance. shows that there was no 

stati st ica ll y sign ifi cant dilTerence among the res ponses 01' the Iwo groups. indicating thaI 

the various ortlces considered the avai lability of fac ilities in prior iti zing needs. h 'en 

though training and de ve lopment needs were not ident ified in a sys tema ti c wa)'. however. 
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based on the data it is possible to concl ude th," thl' "vail"bility 01' training I'lcilit ies \\" IS 

considered in the sector in prioriti/.ing tra ini ng and developmcn t nceds sim il arl y wit h the 

suggestion of Reid and Barrington (1999: 321) and MCB (2005: 129-30). 

As it is observed in Tablc 4.3.B. item 2 with regard to considering the availabil ity oj' 

training inst itutions in priorit izing needs. An overwhelming majority (55.6%) 01' 

respondents (53.5% official s and 56.7% experts) viewed that it was rarel y or never 

considered , 20.0% of the respondents (25.0% official s and 17.3% experts) replied that it 

was considered. Sl ightl y less than a quarter (24.4 %) of the respondents (2 1.4 % officials 

and 26.0% experts) viewed they were not sure. 

The average mean \Vas lound to be 2.67. which is less than the standard mean (3.0) 

indicating that majorit y oj' the respondellls disagreed that their oJ'iices did consider the 

availabi li ty of training institutions as a factor in prioritizing needs. The chi-square test or 

significance with p-value 0 [' 0. 168 shows that there was no stati sticall y signilicant 

difference among the responses of the two groups indicating that major ity of the 

respondents disagreed that their offices did cons ide r the avai lab ility of training instituti on 

as a factor in prioritizing needs. According to the observed data , it is poss ibl e to conclude 

that the offices did not give great concern for considering thc ava ilab il ity 0[' training 

institutions as a factor for prior it izing needs in contrast to the factors considered by 

Monappa and Saiyadin. 

As it is shown in Table 4.3.B in item 3. with re ga rd to considering the ava ilability of budget 

as a fac tor in priorit izing need s. an ove rwhelming majority (about 60.6%) of the 

respondents (57. I % oniciJls and 62.5% ('~perts) conlirllled thill the ir respectivc onices 

usually considered the availabi lit), 0 [' budget as il litctor in prioritizing needs. While ah(lut 

1 ~ . .5%1 of the respondent s (I~L':;%1 nrlicials ;lIld 11 .5(% L' .\\KTtS) viewed they wc re IHI[ Slll"L', 

Slightly less than a quarter (23. I) of the respondent s (23.2% offici als and 23. 1 % c~pcrt S) 

replied that it was rarel y or never considered. The average lllean score is 3,35 . whi ch is 

greater than the average standard score (3.0). It shows that the exi stence of reliltivcl y 

positive effort in consideri ng the availability of budget as a Cactor in prioritizing needs. 
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The difference in the distri bu ti on or the responses dat'l W'IS l(lll nd to be not sta tistically 
signilicant as the ch i-square tes t P-value 01' 0.364 is greater than 0.05 level or signillcance 
indicating that both the offic ials and cxperts confirmcd that their offi ces considered the 
availab ility of budget in prioriti zing needs. Therefore, it was concluded that there IS a 
positive effort in considering the availability of budget in pr ioriti zing training needs. The 
information gathered through interviews with training and deve lopment cxpert s confirl1led 
that great 'cmphasis was given tow'l rds thc availab ility of budge t in pri ori ti Ling needs. The 
economical use of th is scarce resource was the main concern in the sector. 

As it is observed in Tabl e 4.3. 8 in item 4, in considering the avai labi lity of trainers as a 
factor in prioritizing needs. the major ity (407%) of the respondent (35.7%, offic ial s and 
43.3% experts) confi rl1led that it \I'as considered. wh ile greate r than a quartcr (31.3%,) or 
the respondents (41 .1 % officials and 26.0% experts) cO l1ll1lented nothing. Sli gh tly less than 
a quarter (about 23.8%) 01' the responden ts (23.3% official s and 30.7% ex perts) viewed it 
was rare ly or neve r considered. The ave rage score was fo und to be 3. 10 (3.07 for officials 
and 3. 12 for experts), whi ch is slightl y grea ter than the standard score (3.0) . which imp lies 
there is almost a posi tive response to the itelll. The chi-square test of significant (p - va lue 
= 0.204) shows there is no stati sticall y sign ifi cant di fference among the distribution of 
responses of the two groups indicating that both group of respondents ag reed that their 
offices considered the availability of trai ners in prioritizing needs .. 

As it is observed in Table 4.3.8, itel1l 5 respondents were further asked to respond whether 
their respec ti ve o l'fices considered trainees capab il ity and level or motivation ' IS a lilelOr in 
priorit izing needs. Acco rdingly. abo ut 46.3% of the respondents (5 1. 8% ofti cial s and 
43.3% experts) asse rted thm it \las rarel y! never considered. Slightly l1l ore than a qLlarter 
28. 1% of the respondents (2 8.6% offic ials and 27.9% experts) reported nothing: whil e 
about 25 .6% of the responcienb ( 19 .7% oi"licials 8nd 2g.9% ex pert s) rcplicd th ' lt il 'WIS 

uSLIall y or always considered. The average value of scores was found to be 2.73 . whi ch is 
less than the sta nda rd average score (3.00). Th is impli es that therc is a negati ve response 
for the item. The chi-square test of P-value 0.690 reveal s that there is no significant 
difference in the di stribLition of responses of the two groups. The above information 
suggested that tra inees' capabi lity and level of motivat ion was not considerecl as a factor in 
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prioritizing n~~cl s" 1-1 0\\\~V~r. accordin g tu the illl'ormation ga th ered through intervicws . it 

was rarel y considered in some or their respec ti ve oniees. This info rmation suggests that 

th~ r~ was 10"" attcll tioll gi' "l'll In tr;li1ll'Cs' cap;lhilil )' alld levc l oj" Ilwli va liul l ill priorili/illg 

needs in refute to tile ideas recomJllcnded by Monapp'l and Siliyadin and uclailull. 

As it was observed in Table 4.J.R. item 6 indi cates how often their respective offices 

considered the importance and urgency of needs as a fac tor in pri oritizing needs. Moreol'er. 

an overwhelmi ng major ity (54.4%) of the respondents (58.9% offi cials 5 1.0% ex perts) 

asserted that their respec ti ve offi ces usuall y considered the urgency of needs as a factor in 

prioritiziilg necds. About 24.4% 01' the respondents replied that it was rarel y or never 

considered. While about 2 1.3% of the respondents replied it was somet imes considered or 

sometimes not. The average calculated mean score is 3.23 , which is greater than the 

standard mean score (3.0). This implics that some times the importance and urgency ol'thc 

needs was considered as a r'lctor in prio riti zing needs. The chi-square tes t 01 ' P-value. 0.:] I 

indicated that there is 11 0 sigllirfGI1l! ddTerel lce i.lmong thc respollst.'s of" the I 'V(l grollps or 

responses. 

As it was depicted in Tab le 4'R. item 7 reports how often the cost effectiveness or the 

organization was considered as a factor in prioriti zing needs. While relative ly majority 

(49.4%) of the responde nts (46.5°/., o rricials and 50.0% experts) viewed it as u, uail, 

considered. A little greater than a quaner (28.1 % experts) of the respondellls (28.6% 

offic ials and 27.9% experts) asserted that it was sometimes considered and sometimes no1. 

About 22.5% of the respondents viewed that thei r respecti ve oflices rarely or never 

considered the cost effecti veness of the organization as a factor in prioriti zing needs. 

The chi-square test (P -- va lue = 0.:117) shows that there is no stati stically signifi cant 

variation in the distribution of the [11'0 groups of res ponses indicating thai the oniecs 

considered the cost - cl'i'ectil'cncss of the orga ni~ati()n in prio ri ti zing needs. J: ven though 

there is 11 0 systell1ntic tJ\li nillg and den:ioplllL:ll t needs assessment III the most of" lhe uni ccs 

of the sec tor. in priLlritl /.ing the needs they cons idered Ihe cost-ellcui"eness 01' Ihe 

organ izat ion as a factor. 

60 



4.4. Objectives and Foc lI ses of Trainin g and Development Program s 

As it had been discussed in thc rcvicw of the related literature. any training 'illd 

develo pmelll program should bc systematical ly planned and any organi za ti on should h,"'" 

its own human resuurce training i.\IlL! dc\'c! opmcnl plan. III many organizati ons cmployccs 

played important roks in des igning and development of 'I'D!'. Hence. these prograll1s 

should be planned with certain objec ti ves to ach ieve des ired result s. Accordingly. after the 

identification of training needs, objectives of the programs would be clearly and precisely 

set to indicate the expected outcomes of a train ing and development program and should be 

prepared before the program being launched. The objectives of the programs also should 

focus with the purpose to improve the process, techniques and quality of wo rk/prod ucti on . 

reduce cost of production , and try to overcome performance deficie ncies in employecs. 

With this regard , respondents '"vere required to respond towards these issues indicated in 

table, 4.4. 

With regard to thi s part . respondents' op ini ons to various question items wcrc measured at 

a five-point sca le (I = strongly disagree: 2= di sagree: 3= undec ided 4= agrec and 5~ 

strongly di sag ree) as ind icatcd ror Table 4.4 . 4. ) . 4.6 and 4.7 rcspectively. The question 

items were ana lyzed by calculating the percentil e anel the mean scores. The mean score 

value were interpreted with the above five point scales. The chi-square test was em pl oyed 

to compare the mean scores of the two groups ofrcspondent. the orfi cia ls and the ex perts. 

As it is shown in Table 4A item I, about 36.0% of the respondents (51.8%.01' the offi cia ls 

and 27.9% of the experts) agreed, on the contrary, about 35.7% 0 f the respondents (2 1 A% 

of the officials and 43 .2% of the experts) disagreed; while 21 .9% of the respondents (12.5% 

of the offi cial s and 2(j.9% of the experts) were not sure: that their respcctivc o l'li ces 

prepared training and development program plans. The average mean sco re found to be is 

2.89 that both the official s and experts disagreed (with mean scores 3.27 and } .68 

respectively) that their offices prepared training and development plans for their 

supervisory and non-supervisor\ cmployees . The chi-square test o f P-valuc (0.007) shows 

that there is sUlli st ic i.\!]: sigll ificant dilTcn':llcc betwel'1l the [wo groups or respon ses 

indicating that the ofticial s ag reed their respec ti ve ortices prepared training and 
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development program plans tl\ thcir cmployces, hOlVc\·cr, majority ol' the experts eonlirmed 

their di sagreement. 

Table 4,.j, Trainin g and Development Objectives lind Focuses of the I'ro~ram s 

Nu 

2 

3 

4 

5 

1-"'''-'''-+-,':..\ _+~LJ"IJ'---l-':IJ,,-, \'--+-,'C'·U"A-'--I i\ h: iI I. 
:' -I 3 2 I 11 

My ornec prepared training and 
(kn: I \lplll~'1l1 pl\lgr,lIl1 plans lilr lIS 

supervisor cml>]O),ccs and Illnnagcrs 
since 1995 [,C 

The training and development objective 
been SCi belore preparing ,lIld 
implementing Ihe program 

The objective of thc tra ining and 
devclopmclH programs wen: clearly :1Ilt! 
prcc i s~ly indicillcd the c,xpcctcd 
outcomes. 
The mal11 locus or the program was 10 
inlroducc ncw I11cth ods. procedures. CIC 

to employees and managers 

Total 

Ofticiais 
Expcns 
TOI~,I 

Onicials 

Tolal 

Ex H:rls 
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N ] 26 15 7 -' 3.27 
N 2') 30 21-: 17 2 .61\ 

N 3 55 45 35 22 VIY 
% 1.9 34A 28.1 21.9 13.8 
N 2 29 12 5 3.4S 
N 3 46 14 22 5 3.22 
N 75 26 22 10 3.3 [ 
% 3.6 54.] I S.8 15.9 7.2 
N 7 14 I) X 
N 2 47 13 26 2 3.23 
N Q 71 22 34 2 3.37 
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From the above information. it IS possible to conclude that offic ials considered all the 

training and deve lopment programs delive red by the var ious orga ni za tions were planned by 

their offices. However, the informa ti on gathered through interviews and document analysis 

proved that sllch practice was limi ted to the upper structures of the sector, the zone and the 

REB level. Moreover, these limited practi ces mainly focused to provide short-term 

trainings such as seminars and workshops. and it was confirmed that there were no long­

term training and development program plans prepared at any offi ce of the sector to 

deve lop or upgradc th~ ~mplovecs. 

Object ives are s tat~mellls . \\·hich stated il1lcnclecl llutCO'lll'S or [ra ining and dcvelopmenl 

programs and should be prepared before the program launched. As it call be scen in Tahle 
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4.4, item2 maj ority (57.9%) of the respondcnts. M.4'Y" of the orlicials and )4.4% of thl' 

experts respectivel y agreed tha t in the training and deve lopment programs they ha ve 

attended, objectives had been set before preparing and implementing the program. 

Conversely, s li ghtly less than a quarter (23.1 %) of the respondents ( 10.4% of the onieials 

and 30.0% of the experts) expressed the ir di sagreement. Majority of the officials and the 

experts agreed m mean scores of 3.48 and 3.22 respectively. However. the ehi -slJuare test 

(P-va lue= 0.005) indi cated that there is stati sti ca ll y signilicant difference between the two 

groups or responses indicating tilL' training tlnd development program ubjectives had heen 

set before preparing anci implemen ti ng the programs. 

As it was discussed in Table 4.2.A. most of the training and development programs 

provided in the sector. while thei r objectives were set by themselves and the rol e 01' the 

others was adapt ing the mate rials with their local situat ions. Therefore. the orlieials 

considered thi s assumption into considerat ion. However, it was concluded that experts clue 

to shortage of training materials could not get access to know about the objecti ves during or 

before the training. This indicated that in some of the programs objectives of the programs 

were not presented to trainees in a systematic way. 

As it is observed in Table 4.4 . in item 3 with regard to the clarity of and prec ision of the 

training and developmen t program object ives in indicating the expected ulitcumcs. tk 

majority (57.9%) of the respondents (64.6% of the offic ials and 57 .9% of the experts) 

eonlirmed their ag reemeni. Il olVc\·cr. about 26 .0'% 01' the respondents (16.7% 01' the 

officials and 31.1 % of the experts) expressed their di sagreement. The offic ials at a mean 

score 3.63, while experts with 3.23 mean score agreed that the training and development 

object ives clearly and precisely indicated the expected outcomes or the program. The chi­

square test (P-val ue= 0.080) shows that there is no statistically signifi cant difference 

between the two group of rcsponses indicating that the TO objec tives clea rl y and precisely 

indicated -the expected outcomes of the program. Even though, the majority of the offic ials 

and the experts agre.ed on the precision and clari ty of trai ning and development objectives 

to indicate the expected outcomes of the programs, this diffe rence shows that majority 01' 

the officials may be underestimated the importance or se lling clear and precisc objccti ves to 

indi cate the expccted outcomes 01' the training or may widely use the traditional way 01' 
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training. The information gathered through interviews also supported thc above idca that 
emphasis was given to the methodology and conten ts rather than objecti ves . 

Concerning the foc us of the training and developmcn t programs delivc red in the seelor 
those who had allcnded the programs exprcssed thei r opinions in items 5-7. 

In Table 4.4 item 4 at mean scores of 3.54 and 3.57 officials and ex pert s agreed that the 
mai n focus or the programs was to int roduce ncw methods. procedures. etc. to cmployec 
and managers. Thc chi-square test (P- val ue= 0.02) shows th at there is a signilieant 
difference between the t\\·o groups of responses. When comparing the mean scores of the 
two groups or responses it secms on the same direct ion and al most no difference between 
them, howeve r, 40% of the experts were not sure about the issue, may be they didn't attend 
IllOSt of the seminars or workshops. On the other hand, offi cials dominated ll1 0st or the 
training programs. [t see ll1S that most of the ex perts could not get access on the variety of 
workshops or they were lim ited on certai n trainings such as the civi l se rvice reform 
programs conducted around thei r environs. The offic ials especiall y the oiliee heads mostl y 
attended educational programs and human resource trai ning and development experts 
during the in terviews asserted their opinions that most of the training programs conducted 
in the secto r. Therefore, the expert s didn ' t know about these trainings. 

Table 4.4 . ite m 5 indicated the responses whether the main focus of the train ing and 
deve lopment programs \,"ere to impro\'e the perlormance oJ' department heads ami tc<tm 
leaders. Accordin gly. the majority of the responeients, oflicials with mean score or 2.94. 
and experts with mean sco re 3.37 agreed that the mai n loells or the train ing anei 
development programs was to improve the performance of department heads. The ch i­
square test (P-va lue= 0.1 76) indicated that there is no stati stica lly significant difference 
between the two groups of responses indicati ng that the main focus of the trai ning and 
deve lopment programs was to improve the performance of department heads. 

As it was observed in Table 4.4. item 6 indicated that major ity (5 1.4%) of the respondents 
(50% of the offic ial s and 52.1 % of the experts) agreed; while about 16 .2% of the 
respondents (16.7% of the officials and 16.0% of the experts) di sagreed; 32.4% of the 
respondents (33.3% of the offic ial s and 3 1.9% of the experts) agreeclthat the main foclis or 



the training programs was to bui ld the capabil ity and poten ti als of managers (ortiec heads. 

department heads, team leader). Officials and experts with mean score of 3.29 and 3.55 

respectively agreed that the main fo cus of the training pogroms was to build the capability 

and potentials of managers. onice heads and department heads and team leaders. The chi­

square test (p-va lue= 0.0(4) indicated there is no stati stically signifi ca nt dilTerencc bet wcen 

the two groups of responses indicating that the main focus of the TDP was to build the 

capabi lity and potentials of managers. Wh il e investigat ing the programs offered one of the 

main focuses of the programs was to bu ild the capability and potentials of managers (onice 

heads, department heads. and team leackrs). 

Tabl e 4.4 of item 7 depicts the rcsponses whcther thc main locus of the program was tn 

tmprove the job pe r!ormance or non-supervisory employees. Accordingly. an 

overwhelming majorit y (54.4%) oj· the respondents (!i2.5% 01' the officials and 50 .00;., of 

the experts) confirmed that the main focus of the programs was to improve the job 

performance of non-superviso ry employees. Converse ly. about 18 .8% of the respondent s 

(20.9% of the officials and 17.7% of the experts) di sag reed that the main locLis of the 

programs was to improve the job performance of non-supervisory employees. On the other 

hand, slightly greater than a quarter (26.8%) of the respondentsI6.7% of olli cials and 

32.2% of experts) commented nothing. The average score of responses was found to be 

3.40 (3.38 for official s and 34 I for experts) which is greater than the standard average 

mean (3.00), indicated that both group of respondents were fai rl y agreed that the main 

focus of the programs was to improve the job perlormance of non-supervi sory employees. 

The ch i-square test (P-valuc= 0.05 1) or the level of sign ilicancc is greate r than 0.05 level 

of significance shows there is stati stically significant difference among the two groups 01· 

responses indicating that one of the ".>G us or the TDP was improve the job pe r!( ,rllla ncl· nl· 

non-supervi sory employees. Even though the majority of the ol·fi cials agreed on the issl;e. 

the experts claimed that there was no adequate effo rt done to improve the job performance 

of non-supervisory employees. 

4.5. Selection of T rainees, Trainers and Contents 

In the process of train ing and deve lopment, implementati on in vo lves the selection of the 

content oi' thc program. thc se lection oi"trainces. and qualified trainers. methods andlilcilitics. 
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rol' slich purposes. th( e.'\i~lC1H.:e or clear sck:c ti on cr it eria is all important aspcct ill hU1l1;nl 

resource training a1ld devel uplllelH pract ices. Thercrorc, the stud y tr ies to assess th e exis tencc 

of the se lecti on crik:ria 1'01' trainees and tra iners. how training opportu ni ti es were oITcn.:d to 

individuals. how tr~l i llcrs selected and who played a role in the sect ion or contcnts. ,"Vi th regard 

to the cri teria or sclcdion or con lCllls and 1 ~lc i li li cs or tra ining 110 emphasis W~IS givcn in the 

sludy h~call sl' IllIlSI Ill' Ih (' ('IlII I(' llls ((,I IITi (, lillllll) 01' Ih l' progralll s wne des ignl'd al Il-dn:d or 

regional 'level whi le at the lower structure 01' th e sec tor the Illain emphasis is given Illl' 

conducting the program, The selection of lacilities espec ially ha ll s or classrooms was not 

inc luded in th is pa rt or the study because of the lact that it depends upon the existi ng conditions 

of the loca lity, Therefore, thc study tries to deal with the se lection ol'tra iners and contenls as il 

was indicated above . So table 4,5 prepared lo r such purpose, 

As it is shown in Table 4, ) , item I respondents were asked to assert thei r opinions that their 

respective of/ices Il:lve c!e:lI" and transparent cr ite ri a for se lecting appropr ia te individual 

trainees, The majoril), o flh e respondents disagreed with a mean score 01'2,67 (2,68 for orlicial s 

and 2,66 for experts) that their respect ive olliees had clear and tl'ansparcnt cr iteria lor se lecling 

appropriate indi vidual trainees, ----'\, Informati on obtained through in terviews with training and development expe rts con tirmed that 

there \-ve re no set criteria lor nOll- teacher employee and manager trainees tor short or long te rm 

training progralll s, Conve nti on,tl mcthod orse lcct ion was uscd towa rds the type ort l'ai ning, Ihal 

somet imes they used the on-the-job tl'aining se lect ion criteria set fo r teacher trainees or used the 

cr iter ia set by those who organized the trainings. The chi -square test (P- va lue= 0,803) show that 

there is no stat isti cally significan t diffe rences between the two group of responses, which 

implies that both groups agreed on the absence of clea r and tra nsparen t selecti on criteria tOI' 

se lec ting trai nees in the ofli ce, 
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Table 4.5: Selection ofTrainccs, TrainCl's and Conlcnts 
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;\s it \\·as UbSC ITl'd ill ilL'lll ~ or Tahk ... L:'. rcspolllkll(s \\'Crl' furtl ll' r required tll ~ I SSl' r( Iheir 
opi nions whether the se lec tion c rit e ri~ \Verc \Veil communicatcd to all mcmbers or th ci r 
offi ces. An o\'em 'helming m~i o r it)' (53. 8%) of the respondents (53.6% or ol'licials and 
53.9% o f the expe rt s) di sagreed that the se lection criteria we re well com muni cated to all 
members of their respective ofliccs. Ilowever. few (18. 1 %) or the respondcnts ( 17.9'% or 
the offic ials and 18 .3% or the experts) agreed that the se lection criteria were we ll 
communicated to all members of their respecti ve offices. Slightl y greater than a quarter 
(28. 1 %) of the respondents (28.6% of the offic ial s and 27.9% of the experts) viewed that 
they were not sure about the issue. The average mean score of responses found to be is 2.55 
(2.52 for the official s and 2.57 for the ex perts), which is less than the standard average 
score, indicated that both respondents di sagreed that the selection criteria .. ·ve rc 
communicated to all members of their offices. The chi-square test, (P-value= 0.945) shows 
that there is no stati stically significa nt difference between the responses. both the ol'licials 
and the experts agreed upon that the se lec tion criteria were not we ll communi ca ted to rIiI 
members of their respecti ve offices. 

Table 4.5 . item 3-8 indi cated ho\\ training and dcvelopmcnt opportunities \Vcre usuall y 
offered to indi vidual s in their respec ti ve ofli ces. 

As it is observed in item 3. major ity (55.7%) of the respondents (67.8% of the official s and 
49.1 % of the experts) disagreed that (raining and development opportun ities were offcred (0 

indiv iduals as incentives by their respecti ve offices. About 18.2% of the respondents 
(17.3% of the official s and 20.2% of the experts) agreed that their respective offi ces offered 
training and development opportunit ies were offered to individual s as incenti ves by their 
respective offices. Whi le slightly greater than a quarter (26.3%) of the respondents (17.9% 
of the official s and 30.8% of the ex perts) were not sure of the issue. 

The ave ra ge mean score or rl'spP lltk lll S is fnu nd to he 'lA X (2 .19 I(lr Ihe o!"lici,lI s [lJ)d ~,:)x 
for the experts. is less than the standard mean (3 .0). indi ca ted that both groLlp ,)1 ' 
respolld~ nts disagreed that Ir;;l ini ng and dc ve]op llll'lll opportuniti es were olTcrcd to 
individuals as incentives by thei r respect ive orr-ices. The chi- sq uarc test (P-vaILlc= O.IC,X) 
reports that there is no stati sticall y significance difference between the two groups of 
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responses reported that both the official s and the experts di sagreed that training and 
deve lopmenr opportunities had not been alTe red to cmployees as incentives. 
Item 4 also indicated that about -16. 9'),0 o r the respondents (25.0% or the orfic ials and 4R.7% 
0 1' the l';":PL'\"!S) di :-'; Igrl'cd 111:11 ILliJl;llg ~1l1d I.k vl' lupl11l'lll opporlUllilics \VCI'\...' Ll sually uncl"cd 
to appropriate individuals by considering organizational goals. while, about 3R.74}';, or the 
respondents (44.6% or the ot"iieial s and 35 .6% or the experts) agreed that training and 
development opportuni ties were usual ly orfered to appropriate indi viduals by considering 
organizational goals. While about 14.4% of the respondents (30.4% of the offi cia ls and 
5.8% ofthe experts) we re not sure about the issue. 

The average scorc lVas lound to be 2.7<). which is less than the Slandard sco re (.J.O). 
indicated that the officials agreed with a mean score of 3.1 6 wh ile the expe rts di sagreed 
with a mean score of 2. 19.Majority or the total respondents di sagreed that training and 
development opportunities were usually offered to individuals by co nsidering 
organizational goals. The chi-square test P-value= 0.000 shows that there is stat ist ically 
significant difference be tll'een the tll 'O groups of responses. The majori ty or the "i'li ci,lis 
almost responded posit ilTI )' tl)wards the issue because some of' them played certain roles in , --­tht: se kction procl..'ss. /\s it \\':IS ill\'Csligated from itlt~rvi(:ws, in 1110st cases trainill g lind 
development opportunities lIe re provided to incii viduals by cons idering organizational 
goals. However, the re were problems towards the issue such as se lecting few indi vidual 
employees who had no direct contact with the job. From the above information. it is 
possible to conclude that some times train ing opportunities were not offered to appropriate 
indi\'iduals by considering organizational goals. Immedi ate superviso rs such as depaltment 
heacls anel team leaders I'erhap, did no t want to blame themselves Ill[" th ei r actions. 
However, training and development experts slightly indicate the existence of such problem 
in their offices. Therefore. it is poss ible to conclude that sometimes training and 
development opportunities off'ered to indi vidual s who have good personal relationships 
with imlllediate sUJler viso rs . 

. -\s it \\',b illdi\.:~ltL'd il1 T:lbk ·L), itL'1ll :~ rcp~)rtl'd that whether tr(lining ~llld development 

opportunities lIere usually orkred to indil 'iduals who have good personal relat ionship lIith 
their supervisors. Slightly majori t), (3-12%) of" the responcients t 74.6% 01' the orlicials and 
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9.6% or the experts) disagrccd thai Iraining alltl developnlcnl opportunities wcre usu;rll y 

offered to individuals who had personal relationship wilh their immediate supervisors. On 

the contrary. about 34.1 % of the respondents (4.8% of the ofli cials and 5 1.9% 01' the 

experts) agreed that tra ini ng and deve lopment opportun iti es were usually orfered to 

individual s who had good personal relationship wi th their immediate supervisors. lienee. 

about 31.7% of the respondents we re not sure about the issues. 

The average mean score found to be is 2.88. wh ich is slightly less than the standard average 

scores (3.00). indicated major ity of the respondents disagreed on the issue. However. il ' we 

see separately the officials fairly agreed with a mean score of 3.48 and the experts 

disagreed with a mean score of 1.89. The Chi-square test (P-value= 0.000) al so conlirm s 

that there is a significant difference between the two groups of responses that imp lies that -

the officials bel ieved that trai ning opportunit ies were usually offered to indi vid uals who 

had good personal relationship with their immediate superv isors while the ex perts 

disagreed on such idea based on the informati on obtained from the data in some cases 

immediate supervisors had played a role in ofTering training opportunities to indi viduals 

who had good personal relationship. 

With regard to the role of IOp-l eyel managers in offe ri ng training and devel opment 

opportunities. item 6 reports that about 47.6% of the respondents (7 .2% of the oflicials and 

majority (79.2%) of the expert s) ag reed that training and deve lopment opportunities wc re 

usually offered to indi viduals who have good personal relationship with top-level 

managers. Conversely, about 26.2% of the respondents (60.0% of the officials and 7.7% of 

the experts) di sagreed that training and developl11 ent opportunit ies were usual ly offered to 

individuals who have good personal relationship with top- level l11anagers. The rel11 aining 

26.3% orthe respondents (32. 1% orthe ortic ial s and 23. 1% or the experts) did not respond 

negatively or positive ly. 

The average l11ean score lound to be is 3.22, which is grea te r than the average standard 

l11ean , il11pl ies that l11aj ority of the respondents agreed that training and develop l11 ent 

opportunities were usually ofkrcd to illdi\'iduals who havc good pcrsona l rcla tions "i th 

top-level l11anagers (o iTicc heads. \'ice-hcads. ;md departl1lcnt heads). Howc\ cr. chi-squ" rl' 

test (P-value= 0.000) sho\\"s there is st"tistieall y signilieant di lTcrcllcc "IllOllg thc 1\\" gr(lUp 
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of responses that the orli eia ls di sag reed with a mean scores 2.3 0 whil e the expe rts agreed 

with a l11 ean scores 3.71 that tr'lining and developl11ent opportunities were usuall y nfrcred 

to individuals who have good personal re lati onships with top-levelm3nagers. The interview 

with tra ining and development experts re vea led that with regard to short-term and long­

term trainings organi zed bv other offices sometimes good personal relat ionshi ps wi th to p­

k,'el managers is a fac tor to prll\ ide opportuni ties in some of the oriiees of the sector. 

Based on the above information it was deduced that some times train ing and deve lopment 

opportunities were offered to individ uals who had good personal relati onship with top-Icvel 

m'll1agers. 

Concerning the existence of convincing and transparent criteria for se lecting appropriate 

trainers, Tab le 4.5. items 7 dep icts that majority (37.5%) of the respondents ( 17. 8% of the 

offic ials and 48 .0% of the experts) di sagreed that their office had clear and transparent 

cri teria for selecting appropriate trai ners. About 31.9% of the respondents (51.8% of the 

officials and 2 1.2% of the ex perts) agreed that thei r respec ti ve office had convi nci ng and 

transparent criteria fo r selecti ng appropriate tra iners. However, slightl y greate r than a 

quarter (28.7%) of the respondents, 29.8% of the offi cials and 28. 1 % of the experts. had no 

clear stand about the issue. The average l11ean score found is 2.93, which is slightl y less 

than the ave rage standard mean (3.00). Th is indicated that major ity 01' responcknts 

di sagl'c~d (hat thei r respective l)['[iccs lw vc conv incing and lr<.I11 sparcnl cri(cri d ror sckcting 

appropriate trainers. 

However, the informati on in the tab le ind icated that majority of the offi cial s agreed with a 

mean score of 3.34 wh il e maj ority of the experts disagreed with a mean score of 2.7 1. The 

chi-square test (p-value; 0.004) also indicated that there is stati stically signi fi cant 

difference between the two grou ps of responses indicating that offici als agreed on the 

ex istence of convincing and transpa rent criteria for se lecting the appropriate trainees wh ile 

the experts opposed it. SOllle of the training and development experts asserted that the re V 

was a train ing se lection crite ri oll manual for seminars and workshops prepared by the REB 

in 1990 E.C. and di str ibu ted to zone cciucation offices but in most of the trainings anci 

developlllent programs it was not used by their respecti ve offi ces. Some WEOs also had no 

such manual because most of them did not organ ize sem inars and workshops especia ll y 
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designed to their employees. From the ;Ibove in form ati on it WilS concluded that most or the 
offi ces did not have convincing or tra nspa rent criteri a to se lect trainers. 

As it is shown in item 8, respondents, we re requ ired to give their opi nions whether the 
selection criteria were well com municated to the candidates. Majori ty (49.4%) 01' the 
respondents responded that they were not sure that the se lection criteria were well 
communicated to ind ividuals. While abo ut 35. 1 % of the respondents (5 1.8% or the onicial s 
and 26 .0% of the experts) di sagreed that the se lect ion cri teri a were well communica ted to 
indi vidual trainer. Few (about 15 .7%) a l' the respondents ( 16. 1 % or the otlicials and 15 .4% 
of the experts) agreed the se lec tion cri teria were wel l communicated to trai ners. 

The average mean was I'ound to be is 2.76. which is less than the average standard mean 
(3.0), reported that majority of the respondents di sagreed that the se lec tion criteri a were 
we ll communicated to trai ners. This implies that in most of the offi ces the se lection cri teria 
were not we ll communicated to individuals. The ch i-square test (P-value= 001) show a 
statistical di fference among the two groups of responses that the offi ci al s fairl y ag reed with'-./' 
a mean score of 2.55 while experts disagreed with a mean of 2.87 wh ich exis ts sli gh t 
variations wi thin each group of responses as it was checked with the above item. However. 
it is possible to conclude that the select ion cri teria were not well communi cated to 
individual trainer in most of the offices of the sec tor. 

A table 4.5 item 9 depic ts the response whether appropriate trainers were se lected aner 
applying and competing with others. Ma.iority (4 1.4%,) or the responden ts (majority 
(6 1 . 1%) of the offlcia Is and 32 .7% "I' the ex perts) d isagreecl that trai ners we re selected a ncr 
applyi ng and competing with others. Accordingly. 18.8% of the respondents (5.4% of the 
officials and 26.0% of the experts agreed trainers were selected after app lying anc! 
competing with others. Whil e about 36.9% of the respondents (2 1. 6% of the offic ials and 
majority of (4 1.3%) of the experts we re not sure about the issue. 

The avera,ge mean score calcu lated fou nd to be is 2.69 (2.27 for officials and 2.99 for 
experts) is less than the standard average score (3.0), which indicated that majority of the,\.--' 
respondents disagreed that appropri ate trainers were selected alter appl ying and competing 
with others. The ch i-square test (P-value= 0.00 I) repo rted there is stati st ically signifi can t 



difference among the responses or the two gnlUps. That onic ial s with mean score 01' 2.27 
disagreed whil e ex perts di sagreed with mean scores 01' 2.9 1 that trainers were selected alkr 
applying and competing with others. When comparing the mean scores they fall below the 
minimum standard (3.0) therefore . it is possible to conclude that in some cases trainers 
were se lected through personal and other relationship without applying and competing with 
others. 

Table 4.5 items 10 reported whcther the se lec ti on or traincrs was on the good will 01' top 
level managers. Relative ly majority (48.1%) of the respondents (majority (51.8%) or the 
officia ls and 46.2% of the experts) we re not sure that trainers were selected on the good 
wi ll of top-leve l managers. About 39.4% of the respondents (28 .6% of offi cial s and 45.2% 
of experts) agreed that trainers were selec ted on the good will of top-level managers. On the 
contrary, few (12.6%) of the respondents ( 19.6% of the officials and 8.6% of the experts) 
di sagreed that trainers were se lected on the good will of respondents. The ave rage mean 
score was found to be 3.29 whi ch is greater than the standard score (3.0) . Which indi cated 
that the official s with mean score 3.05 and the experts at mean score 3.42 agreed that 
trainers were some ti mes se lec ted by the good wi ll of top leve l managers. The chi -square 
test (P-value 0.155) which indicated there is no stati stically sign ifi cant difference between 
the two groups of responses reported that trainers were se lected by the good will or top­
level managers. From the above findi ng we can conclude that in some of the offices in the 
sector, some times trainers were se lected by the good will of top level l11 anagers. 

As it is depicted in Table 4.5 item II respondents were further requested to iden tify their 
opinions whether trainers were selected through thei r personal relationships with the 
training and deve lopment nl<lnagers/ expert s. Rcl.lti vc ly I11Hjmity (47 .5'%) or the total 
respondents (more than half of the officials and 45.2% of the experts) were not sure that 
trainers were selected through their personal relationship wi th trai ning and deve lopment 
managers/experts. About 35.6% or the responden ts agreed that tra iners were se lected 
through their personal relationships wi th the training and development l11 anagers/ expe rts. 
In contrast, a few (16.9%) of the respondents ( 17.8% of the officials and 16.4% of the 
experts disagreed that traine rs were selec ted through their personal relationships with the 
training and development managers/experts. 
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The average mean was found to bc 3.23 (3.09 lor o rlicials and 3.30 lor cx perts) is gre'lt cr 
than the standard mean (3 .00) which reported that majority of the respondcnts disagrced 
that trainers were se lected through their personal relationship with train ing and 
development managers/ experts. The chi-sq uare test 0.076 indicated there is no stat isti ca ll y 
significatit difference among the responses of the two groups of respondents indica ting that 
trainers were selected through their personal relationship wi th training and de ve lopment 
managers or experts. From the abo ve in fo rmation we can conclude that in most cases 
trainers were selected through thei r personal re lations hi ps with training and deve lopment 
managers or expe rts. 

As it was shown earlicr in Table 4. 2. B most of the train ing and development programs lI'erc 
designed and organized by the REB and RCBB and most o f which were initially designcd 
by the fede ral ministries and later adopted and localized according to the existing Cl"T~nt 
situations in the region. Most of the contents of the programs took the local situa ti ons. 
However, for these similar programs and others designed at the various levels of the sector ../ 
the study emphasized on the issue who selected the contents of the tra in ing and 
deve lopment programs rather than who des igned the curricu lum and what criteri a used lo r 
se lecti on. 

Table 4.5 items 12-1 4 indicated that at office level who selected the training and 
development program contents which were offered since 1995 E.C. 

Accordingly. item 12 reported that majority (53 .8%) of thc respondents (majority (57 I 'Yo,) 
of the offic ials ,md -11.9% or the cxperts) disagreed that tra inces wcrc part icipatcd in the 
selection of contents. 42. 5% of the respondents (35 .7% the ofllcial s and 46.2'% 01· the 
experts) were not sure that trainees wcre partic ipated in the se lection of contents. While 
very few (about 3.8%) of the respo ndents agreed that trainers participated in the selecti on 
of contents. The avcr'lge llle'1l1 lound to be is 2.4 1 (2.39 for officia ls and 2.41 lor thc 
expert s), which reports that majority or respondents disagreed that tra inees were V 
participated in the select ion of contents. 

The ch i-sq uare test (P-vallle= 0.151) is greater than the 0.05 level of significance which 
reported that there is 110 stati stically signilicant differences among the two groups or 
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responses implies that trainers didn't participate in the selec ti on of the tra ining progr,,,n :; . 
Based on the above informati on wc can conclude that usually trainees did not participate in 
the selection of the con ten ts of the tra i n i ng and developmen t programs. 

Table 4.5 items 13 depicted the opinion of respondents whether their respective offi ces 
(training coordinators/experts) se lected the co ntents of the training and dcvc:iopl11cnt 
programs. Accordingly majority (5 1. 2%) of the respondents (60.8% of the o fli ci' lf s and 
(46.1 % of the experts) agreed that the office (training coordinators) selected the contents 01' 
the training and development programs. Relati ve ly the second majoriti es (33.1 %) or the 
respondents (23 .2% of the offi cials and 38.5% of the experts) were not sure that the 
office/training coordinators/se lected the contents orthe training and deve lop l11 ent progral11s. 
In the contrary, felv ( 15.7%) of the respondents disagreed that the office training 
coordinators) selected the contents. 

The average mean foundlO be is 3.37 indicated that majority of the respondents agreed that 
the office (train ing coordinators) se lected the contents of the programs. The chi-sq uare tes t 
(P-value=0. 026) shows that there is stati stically significance difference among the 
responses of the two groups. That both the offic ials and the experts agreed with mean 
scores 3.45 and 3.33 respectively that ofli cial and experts agreed that thei r offices (training 
coordinators) selected the contents of the training programs. According to the interviews 
most of the time the training coordinators didn 't play signi ticant role in the se lection of the 
tra ining programs because the contents were selected by the federal ministries such as 
MOE and Me B. Like wise the same contents with a certain degree of adaptation towards 
the local situations will be used in the training and deve lopment program s conducted at 
regional. zonal and 1V0reda level. ror civil se rvice refo rm program s the en of"iiccs 'It the 
"arious levels se lect the conten ts . HOII"cI'cr, since 1998 f.e. the ZED and WEO to a certain 
extent se lect the contents 01' the tra ining and development programs. With rcga rd to other 
profess ional programs their respec ti ve offices se lected the contents. Therefore, it is poss ible 
to conclude that some times the oftice/training coordinators/ selected the contents 
depending on the nature 0 f the programs. 

Table 4. 5, item 14 also depicted the responses whether the trainers se lected the contents or 
the training and de ve lopment programs or not. Relati ve ly majo rity (4 1.9%) of the 
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respondents (46.5%, or the oi'licinls and 39.4% 01' the experts) di sagreed that trainers 

selected the conten ts or the train ing and developmen t programs. Howeve r. about a quarter 

(25.7%) of the respondents (26.8% of the offi cials and 25.0% the ex perts) agreed that 

trainers se lect the conten ts of the training and de ve lopment programs. On the other ham!. 

about 21.9% of the respondents (25.0 of the ofticial s and 20.2% of the ex perts) repl ied that 

they were not sure. The ave rage mean score fou nd to be is 2.83, which indicated that 

majority of the total respondents fai rly agreed that trainers did not se lect the contents of the 

programs. 

The Chi-square test (P-value= 0.263) shows there is no stati stically signi fic ant differen ce 

among responses indicating that the traine rs didn ' t se lect the contents 01' the trai ning 

programs. Therefore. depending on the above information it is possible to conclude that 

trainers didnOt select tll(' cnll\t.:'lllS oj' tht.:' programs but played a role in sequencing them 

during the deli very or the program. 

4.6. Delivuy Methods of T raining and Development Prognlll1s 

As it was previously mentioned in the review of the related literature, tra ining and 

deve lopment methuds are the means by whi ch the des igned programs are put into elTec l. 

Each traini ng and development method has its own features. Training and development can 

take place either on-the-job or off the job and can be delivered through a vari ety of 

techniques. Training and development acti vities should start when new employees join the 

organization regardless of their past experi ence due to urganizations have their own unique 

internal environment. Therefore, in thi s part of the stud y, an attempt was made to 

investigate whether induction/ori entations programs were cond ucted in the offlce, what 

type of de livery system exi sted and what were the methods useel in the trai ning and 

deve lopment programs olTercei in thc sector. 

Table 4.6.A, items 1-8 reports the inrormation to\\ 'ards the delivery or orienwtion/inclucti(ln 

programs in the va rious untces of the sectu r. 

As it was observed in Table 4.6.A. in item I. respondents were req uested to resp(lnd 

IVhether their respective offi ces arranged or prepared orientation/ induction programs to the 

new recruited employees and for existing employees who hold new pos iti ons. An 
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overwhel ming maioril Y (61.4'X,) ol'lhc respondcnls (62.5%) "I'lhe oJ'liei ,i1 s and «('-' .5%) "I' 

the experts) disagreed tlwi oricllt.Jtiun/ inliuctioll programs wcre o rganized to the rh..:. \V 

recruits and ex isting employees who hold new positions. About a quarter (25.0%) or the 

respondents (23.2% the orlieials ancl26.0% ol't he experts) agreed that orientation/inducti on 

programs were organized. Howeve r, fe\\-' (13 .1 %) of the respondents ( 14,3% or the oJ'licia ls 

and 12.5% of the experts) were not sure abou t the issue. The average score ca lculated founel 

to be is 2.53 (2.41 for officia ls and 2.60 lor experts), which is less than the average standarel 

mean (3.0), reports that maj ority of the respondents di sagreed that orien tationli nduction 

programs were arranged to new rec ruits and new job holders, 

Table 4.6A. Induction or Orientation Programs 
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The chi-sq uare test (P-value~ 0. 136) is greater than 0.05 level or significancc which implics 

that there is no statistically signilicant diffe rence among the lwo groups or responses 

indicating that no lormal induction orientat ion programs were organized . From the above 

data it is poss ible to deduce that there was no any formal induction/orientation program 

organized to new recrui t employees or for those new job holders due to transfer or 

promotion in contrast to the suggestion of Prasad and Bannaraje (1985: 104-1 05). 

As it is seen in Table 4.6.A. item 2, relati ve ly majority (45.0%) of the respondents (51.7%, 

of the offic ials and 41.4% of the expert s) disagreed that their respective oriices arranged 

ori entation programs. On the other hand about 40% of the respondents (42.9% 01' the 

officials and 38.5% the experts agreed that ori entation programs were arranged. Howeve r. 

few (15%) of the respondents (5.4% of the officials and 20.2% of the expe rt s) were not surc 

about thc issuc. Th,' a, 'c ra g" mcan c,Iic ulatcd is 2.RR (2 .77 ror ol'li ci als and 2.94 1(,,· 

expe rts) which is less than the expected ave rage mean (3.0), which impl ies thaI majori ty 01' 

respondents disagreed that their respective onices arranged rormal or ien tation programs I()r 

new employees towards their immed iate supervisors and all other members of the onice. 

The chi-square test (P- val ue~ 0.042) which confirm there is statistica ll y sign ificant 

difference among the responses of the two groups implies that majority of the offic ial s 

agreed that the ir offices arranged orien tation programs, but the ex perts disagreed with such 

assumptions. Most of the time or ientation with their immediate supervisors (team leadc rs or 

depal1ment heads) wou ld be done but regarding to or ientat ion with the other lll em bers of 

the office, individua ls by themselves through their social relation or wo rk relations 

accomplished it. So, it can be concl uded that orientation programs had not been arranged to 

new employees with other lllelllbers or the of ' lice. 

As it is observed in Table -l.G.I\, in itcm 3. rc[!arciin'-! to their reSI)ccti vc "nices utili/ali1ln 
~ ~ 

of lectures as methods or orientation (induction) to the new rec ru it employces and for other 

employees who hold nell' positions, <In overwhelllling nl<ljority (68.1 'Yo) or the respondents 

(majority of officials 69.7% and al so maj ority of experts (67.3%)) disagreed that their 

respecti ve offices used lectures as methods of ori entat ion to new employees and existing 

employees who hold new positions (jobs). Whi le about 20.1 % of the respondents agreed 

that their respective offices used lectures as method of orientation (i nduction). However. 
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descriptions. certain manuals and directives we rc given tn new empl oyees. Il oweve r. it was 

not wide ly used in thL' sector ;IS " II hole- due to shortnge of du plic;ltcd mnter ials. 

Table 4.6.A item 5 reported that rei<tti vel y majo rit y of the respondents (majo rit y of the 

ofti cials (42.9%) and majo rit y oi" the ex perts (S 1.0%,) di sagrecd tha t thei r rcspective 

organizations used send ing individual s to othe r offices as a method of orientati on 

(induction) to new emp loyees and others who hold new pos iti ons/jobs. Whcrcas slightl y 

less than a quarter (23.2%) of the respondents ( 17.9% of the offic ials and 26.0% of the 

experts agreed that thei r offices sendi ng individuals to other offi ces as a method of 

ori entati on (inducti on) while more than a quarter (28.8%) of the respondents (39.3')1" of the 

offi cials and 23 .1% orthc ex perts were not sure aboutthc issuc. 

The average score found to be is 2.66 (2.57 for offici als and 2.70 for experts) which is less 

than the average expected score (3.0) implies that majo ri ty of the respondents disagreed 

that sending ind iv iclua ls to similar insti tutions (o ffices) was used as a method of orientat ion 

(inducti on) to new cmpl0yees and for other employees who were promoted or transferred tn 

new (o ther) posit ions/jobs. ThL' chi -square tes t (P-va lue= 0.0 17) there is st;lt isticall y 

significant di ffe rence between the two groups of responses ind icat ing that the orti cials 

expressed that individual s had not been send to other institut ions as met hod of inductions 

but the experts ag reed part ially on the application of such techniq ue in their offi ces. From 

the above information it was deduced that sending individuals to other sim ilar institutes 

was not used as a method of ori enta ti on. 

As it is shown in Table 4.6.A, item 6 ind icated the opinion of respondents whethcr 

supervi sors ancl senior perso ns in each section were cooperati ve in giving wo rk gui des on 

challenging jobs to others. Accordingly. majori ty (50%) of the respondents (64 .3% of the 

offi cials and 42.3%, of the expe rt s) believed supervisors and/or senio r perso ns in their 

sections were cooperat ive in giving work guides on challenging jobs. Conversel y. about 

36.2% o /" the respondent s ( 17.X%, 01' the offi cia ls and 46. 1 '!/" ol'the expe rt s) expressed their 

di sagreement. Few (about 138%) 01' the responde nts ( 17.9% of the ol1icial s and 11.6% 01' 

the expe rt s) did not comment it. The ;I,'erage lll e;lll " frespond ents is 2.<)X (3.~X I"r ol'lic;"I , 

and 2.77 fo r experts) wh ich is slightl y less than the standard ave rage mea n (~.()) . indic;l1ed 

that the offic ials agreed at mean score of 3.38 while the expert di sagreed at mean score 
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cooperati veness in gi vi ng \Vork g u id~s on ~hallcngi ng jobs did not adeq uatel y (wide! y) u s~d 

as an institutional culture bu t was seen as boss-subord inate relationship. 

As it was indicated in table 4.6.1. item 8. with regards to the attribution of good personality 

Of supervisors' and senior l)crSons' COOI)erat ivcness ill oiv in u work tJ uidc:s for challcnoint!. '=' b':' b ... 

jobs mai orit) (49.4%) of tile respondents (50% ofth~ offi cials and 49% of the experts \V~r~ 

not sure abo ut the issuc . While about 42 .6% ol' thc respondents (42.9% oni eial s and 42.:1'X, 

experts) conlinned their disagreelllent. Very fc\V (R.I %) of the rcspondents (7.10;., "f the 

officials and 8.7% Ofl hc experts) expressed their agreemen t. 

The average mean score \Vas found to be is 2.59 (2.55 for oflie ials and 2.62 for experts) 

which is less than the average standard mean (3 .0) indi cated that majority 01' th~ 

respondents di sagreed that supervisors or senior persons in each section were cooperati ve in 

giving work guides on chal lenging jobs due to their personali ty. 

The chi-square test (P-value= 0.747) con firmed that there is no stati sti cal ly signiliGlIll 

difference among the responses of the two groups implies that the cooperati veness of 

supervi sors/se ni or perso ns to give \Vo rk guides did not attributed to their good personality. 

The findings of the above informat ion revealed that those supervisors and senior persons' 

(section heads. team leaders and other expe ri enced employees) cooperativeness In giving 

work guides lor challcngingjobs rarel y attri buted to their good perso nal ity. 

As it is depicted in Table 4.6.A. in item 9 responde nts asserted their op inions towards the 

attention paid by thei r management to manpower training to improve poor performance of 

employees. Accordingly, an overwhel ming majority (75.6%) of the respondents (78.6% of 

offici als and 74.0% of the expe rt s) did not be li eve that their management gave mllch 

attention to manpower training to improve the poor perfo rmance of employees. Very I'ew 

(8 .1 %) of the respondents (17.9% of the offic ials and 2.9% of the ex pert s) agreed that their 

management gave mllch attention to manpower trai ning to improve the poor perlonn:lIlCc 

of employees. Wh ile few (16.3%) or the respondents (3.6% of the offi cials and 23.1 'X, 01' 

the experts) respond nothing. 

The average mean fOllnd to be 209 (2.23 fo r offic ials and 2.02 for experts) is less than the 

average standmd mean (;.00) which indieatc'd that n1<ljori ty 01' the respondents di s:lll rc'L"< l 



that their management gave much attention to manpower training to improve poor 

perfo rmance of employees. 

The Chi-square test (P-value= 0.060) which confirm s that there is no stat isti ca ll y signilicant 

diffe rence among the cii stribution of responses or the two groups implies that management 

did not give much attent ion to l11 anpower train ing to il11pro ve the poor perlClrIl1an Ce of 

employees. Based on informati on obtained frol11 the above data the l11anagement dicinot give 

much attention to manpower training to improve poor performance 0 1" empl oyees. As 

compared lV ith the e.\i stenee 0 1· perlo rl11 anee pro blems or empl oyees adequate e lTorts lI'ere 

not made aga inst it. 
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Table 4.6.B. T cchniqucs and ways uf T OPs 
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Table 4.6.B, items 1-13 indicated wh~t olT- thc-job training and development methods were 

used in the sector. Accordingly. item I reported the responses whether the ir respec ti ve 

offices and the main o i'li ce (REB) used scholarship ab road as the o i'l~the -j o b methods or 

training. Majority. (62.5%) of the respondcnts (57.2% of the oJ'ii cial s and 65.4'X, or the 

experts) disagreed that the ir respective offiees used scho larship as off-the-j ob training and 

deve lopnien t method. About 30.6% or the respondents (35.7%) of the officiais and 27.9% 

of the experts were not sure abou t it, ve ry few (6.9%) of the respondcnts bclicvcdthattheir 

respective offices used scholarship abroad as the off-the-job trai ning and developmcnt 

method . The average mean was found to be 2.22 (2.20 for offi cials and 2.23 l'or experts) is 

less than the average standard mean. which implies maj ority 01' the respondent s di sagreed 

that their respcc ti vc offi ces (the main ofli cc) used scholarship abl'Oad as orl'- the-j ob tr,lining 

and deve lopll1ent method. 

The chi-square test (P-va lue= 0.076) indicated there is no stat isti cally significant ditTerenee 

among the two groups of responses. implies that scholarshi p abroad had not been used a 

method of trai ni ng in the sector. Based on the in l'o rlllHtion obta ined from the above data . 

the document analysis and interviews. scho larship abroad is not as one of the main ofr- the­

job tra ini ng and devel opment mcthods widely used because it is cost ly and the progr,lms 

were out of the responsibi lity of the sector oflices, which is under the authority or the 

RCBB and MO E. Like other sec tor oflices scholarship opportunities. educati on sec tor 

employees can get the chance through competition. However. in the selection process 

education sector orncc heads had a great innucnce in offeri ng the opportun ity. 

Table 4. 6.B. item ~. also dep icts that whether in -sen 'ice programs were used as a (l ff ~ th c­

job training and development techniques in their respec ti ve ofliees til tr'lin alld dev,·ln!' 

employees and offi cia ls. Majorit y (58 .2%) of the respondents (64.~% of the offi cials and 

54.9% of the ex perts) di sagreed that their oJ'iices used ill-se rvice training progral11 s as nlT­

thc job trai ning and development teehniqlle . About 22 .~% or the respondents (30.4% or the 

offic ials and 18.6%the expe rt s) be lieved that their offices used in-service train ing progral11 

for training indi vidual employees and managers. While about 19.0% of the respondents 

repl ied "no response". The ave rage mean score found to be is 2.59 (2.55 Cor offi cials and 

2.61 for experts) which is less than !he standard mean score (3.0) ind icated that l11ajority or 
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cd uC<:l ti on ill higher illsti tut iolls h~ld nut lll'Cll 1l1;lilll y prac ti ced thcir offices. 1:1'(1111 l11 L' aho v\..' 

inform at ion we can conclude til(l i at tcnding forma l education in hi gher CciuC<ltion \V,IS ra rel y 

used as on~ the job train ing and dewlopment technique. The interv iew wi th the experts al so 

revealed that there is no organ ized. systemati c and adequate effo rt done to train allLl 

develop non-tcacher cmployees on such techn ique. Those offices that had runding 

organization used the opportunity be tter than others. The information col lected through 

document analysis revea ls the same fact that va rious offices sponsored individua ls to learn 

in higher education inst itutes when they appli ed after having their access to the 

co lleges/uni versi ti es. 

As it was dep icted in Table 4.6.B, in item 4-7 respondents were asked which or on-the-job 

training, and development techniques were most often applicable in their respect ive orJiccs. 

Accordingly item 4 indicated the responses towards coaching technique. An overwhel ming 

majority of the respondents (8 1.8% of the official s and 36.3% of the experts) agreed th"t 

coaching technique was the most ol'tcn applicable in their oniees. However, "bout 2B .(J'Y(, or 

the respondents (7.3% or the ollieials and 39.2% of the experts) expressed their 

disagreement. While about 19.7% of the respondents (10.9% or the official s and 24.5%, or 

the experts were not sure about the issue . The ave ragc mcan score found to be is 3.23 (3.76 

for officials and 2.94 ror expe rts), that offi cials agreed at the mean score of 3.76 while 

maj ority of the experts disagreed with the mean score 2.94. The ave rage mean sco re shows 

that majority of the respondents agreed wi th a mean score of 3.23 that coaching technique 

was the most onen applicable on-the-j ob tra ining and development method in their 

respective offices. The chi-square tes t (P-va lue= 0.000) indicated that there is stat isti cally 

significant difference be tween the responses of the two groups indi cat ing that onicials 

argued on that thei r offices used coaching as one of the methods of training but the experts ~ 
refused it accept such explana ti on. According to the information observed in the above 

data, coaching techniques is the most often applicable on-the-job training and development 

method, not systematic,lll,' "ppllCd "s a method in line with ideas Suggested by (jr"h'"ll 

(1 989: 23) but as one 0 I' the process of work. Most olicn it was used as the boss-sub"rd i nate 

work relat ionship because in some C"SeS the suborciin81es were more experienced th 'lIl their 

bosses. 
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As it was observed in Table 4.6.13. in item 5 respondents ind icated thei r opin ions wit h 

regards to the mentoring technique of on-the job traini ng and deve lopment. Accord ingly. 

maj ority (5 1.3%) of the respondents (51.8% of the ollicials and 51.0'Yo of thc experts) 

agreed that mentor ing technique was the most applicable tech nique or on-the-job training 

and developme nt method in their respective oriiccs. Howevcr. lew ( I (l.Y)';,) of the 

respondents di sagreed. Wh ilc about 32.5% of the rcspondcnts (26 .8% of the onicia l. ' illd 

35.6% of the experts) were not sure about it. The average mean score fou nd to be is 3.3 1 

(3.20 for officia ls and 3.37 fo r experts) which is greater than the average standard score 

(3.0), reported majority of the respondents agreed that mentori ng tech nique was one of the 

techniques used as on-the-job tra ining and develo pment method in their respect ive onices. 

The chi-square test (P-valuc= 0.251) shows that there is no statisti cally sign i li can t 

diffe rence among the two groups of responses indicating that mentoring is one of the 

applicable on-the-job training and development method. From the above informati on it is 

poss ible to conclude as proposed by Shaltan and Washington (2003: 2 12-1 3) and Gomcz­

Moij a, Balkin nd Cardy (1995: 34 1), that mentori ng was one of the applicabl e on-thc-.job 

training and devel opment methods in their respecti ve offices. However, it is mainly 

depended on the willingness of individuals and through their personal re lat ionship. 

[n Table 4.6.B, in item 6 respondents were asked to respond whether job-rotat ion technique 

of on-the-job trai ni ng and development was one of the most applicable in their orticc. 

Accordingly, an overwhelming major ity of the respondents (66.1 % of the ofticia ls and 

54.9% of the experts) expressed their di sagreement. Few (15.6%) of thc respondents 

(10.7% of the officials and 18.3% of the experts) agreed that job-rotat ion technique was 

most appl icable in thei r offices. Howevcr, about a quarter (25.6%) or thc respo ndcnts 

(23.2% of the officials and 26.9% of the experts) were not sure abo ut it. The average score 

to be found is 2.46 (2.30 for oflicials and 2.55 ror the ex perts) which indicated that majority 

of the respondents disagreed tha t job-rotation was the most applicable techniques used in 

their offices. The chi-square tes t (P- val uc= 0.4 15) repo rted there is no sld ti sti C<l lly 

significant difference among the two group of responses implies that job rotation method 

had not been in their respccti\ 'c "nices as a training or development mcthod. From thc 

above data it \Yas obscn'ed that job-rowlion technique was not widdy used. The illlCr'.,ic\\ 's 

also confirmed that thi s technique was not widely used by their offices. duc to the ne" 
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adjustmellt prograllls and th~ r~s u lt ()ri~l1t~d ap praisa l systelll wh ich enab led !'nlployeL's and 

managers to concentrate towards their spec ifical ly job rather than job-rotation. 

As it was observed in Tab le 4.6.13, in itelll 7 respondents also indicated their opinion s 

whether sharing ideas alllong cl1lployees was a technique of on-the-job training l1lost olkn 

ap pli cable ill their onices. i\c~ordi n gly. majority (53.7%) or the rcspollLients (()').7'X, or the 

offic ials and 45.1 % of the expert s) believed it was one of the l1lost app li cable l1l ethod. On 

the contrary, a little l110re than a quarter (29.4%) of the respondents ( 19.6% or the oflicials 

and 34.6% of the experts) expressed the ir disagreelllent. However, few ( 16.9%) or the 

respondents (10.7% of the offic ials and 20.2% of the experts) rep li ed no response. The 

average mean was fou nd to be is 3.16 (3.43 lo r officials and 3.02 for experts). is greater 

than the standa rd average l11ean (3.0), reported that majority of the respo ndents agreed that 

sharing ideas among el1lp loyees was a technique of on-the-job training and deve lopment 

which was 11l0st often applicable in their olTiccs. The chi-squarc test ( P -valu e~ 0.039) 

indicated that there is statistica lly sign ifi cant difference al1long the two group 01' responses 

implies that according to maj ori ty or the oflicials sharing ideas with el1lployees was one of 

the 11l0st often applicable Illcthod 01' Iraining however. experts opposed thi s idea. Oased on 

the above inforl1lat ion it is poss ibl e 10 deduce that sharing ideas was one of the 111051 onen 

app li cable techniq ues of on-Ihc-job training and develop l1l ent l1lethods in the seclor. 

With regard the melhods used in the train ing anc! de ve lopmenl programs orkred since I 'N'; 

E.C. in Table 4.6.B, item 8, respondents asse rted Iheir opinions relating to the ques ti on. 

Accordingly in Table 4.6.B. item 8 concerning case stud y melhod. abou t 31.2% of the 

respondents (45.8% officia ls and 23.3% ex perts) agreed that in the training and 

development programs which they had attended case study method was used . While about 

19.6% of the respondents (6.3 or the oflicial s and 26. 7% or the experts) repli ed that Ihey 

were not sure. On the other hand. of Ihe respondents (48% of oflicial s 50% or experts 

expressed their disagreement. The average mean score obtained Ihro ugh calculati on is 2.77 

(2.90 for officials and 2.70 fo r expe rt s), which is greater than the standa rd mean (3.0) . 

reported that maj ority of the respondents disagreed that case study method was not widely ...... 

used. The chi-square test or the !cl'el ol's ign ili cance (P-val ue= 0.003) indicalcd that thcrc is 

stati sti cally significant dini.'rencc belll 'cen the II\'() groups of responses impli es tl1<l1 10 a 



training had not been used during the program. Ilowever. thi s idea is supported by majo rity 

of the official s and less than 500,1" " I' the expert s. Based on the 'Ibovc in[ 'o rlll'lti nn it lVas 

concluded th at 111 cll1agement game meth od 0 1' tra ining was not ll sed in most o r the tr~ lin i n g 

and develo pmellt prugra llls due 10 cll ;lr; lct L' ris li cs or thL' [!"'-l i1lings. 

As it was sholYn in item [ [ 0 [' Tab[e ~. 6 .B. it was asked whether role playing Illclhod ""'IS 

used during the training programs. An overwhelming (50.7%) of the respondents (55 .2'Yu 0 [' 

the officials and 47.8% of the experts) di sagreed that role play method of training and 

development was used. About 40.2% of the respondents agreed that role play method or 

training was used. The remaining of the respondents of the official s and of the expects were 

not sure about issue. The average mean score round to be is 2.76 (2.45 fo r officials and 2.97 

for experts), which is less than the average standard mean (3.0) , indicated that maj orit y 0 [' 

the respondents di sagreed that role play method of training and de ve lopmcnt used during 

the programs conducted. The chi-square test of significance (P-va lue 0.060) shows that 

there is no stati sti call y signifi cant difference between the two groups of rcspo n se~; 

indicating that rol e playing had not been appli ed during the TDPs delivered. Howevc;·,J.!·om 

the abo\'t' inlo rmation it is poss ih le to eoncludc that role play method " I' training was not 

adequate ly used during the training and development programs conduc ted sincc 1995 1':.('. 

Regarding to the applicati on of conference method of training Table 4. 6.B. in item 12 

depicts that an overwhelming majority (86.6%) of the respondents (75.0% of the ofli cials 

and 86.6% of the experts) agreed that conference me thod of training was used in most of 

the training and development programs. Conversely. very few (7 .2%) of the respondents 

(16.7% of the official s and 2.2% of the experts) expressed their di sagreement. Howew r. 

about 10.1 % of' the respondcnts (B.3% or the oflicial s and i i. I % 01' the experts) were not 

sure about the issue. The ave rage mean score I'o und to be is 3.88, (3.67 lor otlicial s and 

3.99 for experts) is greater than the average standard mean. which indicated that majori ty 01' 

the respondents agreed that conte rence method of training and development method was 

llS t~d during Iht..' prng r:lt1l S dl'li" l' l' l'd. Thl....' chi -square Il's t ( P- \ ';lIlIL' (U )7 ()) Sh(l WS tl1 :11 t) ll' I"L' 

is no stati stically signifi ca nce di !rerence be tween th e two groups or responses indi catin g tll l.,: 

3pplicati ol1 or conf'erc llCl' llKl hod or t["'l in ing during the programs. nasL'd Oil till' ~lho \' t..' 

informati on it was concl uded that con!(o rence 111l::t hod or trainin g w as w idely used duri ng 

the programs delivered. 
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4.7. The Practice of Evaluating Training and Development Program s 

As it had been discussed in the rev iewal' the related li teratu re eva lua ti ng trai ni ng and 

deve lopment programs is one of the crucia l issues in I-IRTD. Nowadays, experts and onic ial s 

attended a number of training and deve lopment program s designed or arranged for education 

sec tor employees and offici al s by thei r own office s or other organizat ions. H O\.vCVCL regardle ss 

of who designed/arranged the programs. evaluating the bene lit s of' tra inings is an important 

aspect. So organizations evaluated the training and development programs they had clclivl:n.:d 

from the very beginning towards its effect s on th e tra inees. Based on such assumptions 

respondents wen.: n:qul.? stcd to indicale their opinions toward s the pracliccs or their n:spc(tivl' 

offi ces, 

One of the important issues in th e process of imp lementing and eva luat ing the tra ining and 

deve lopment programs in keeping the records of the programs. Concerning thi s in Tabl e 4.7 

item I, about 35.6% 01' the respondents (26.8% or the official s and 40.4% of the expnts) 

disagreed that their respecti ve oftice s kept records of all training and deve lopment programs. 

While the remaining 35.6% (35.7% of the officia ls and 35.6% of the expe rts) commented 

nothing and about 28 .8% o r the responden ts (37 .5% of the offi cia ls and 24.0% of the ex perts) 

confi rmed their agreement to the issue. The average calcula ted mean of the item is 2.90 {the 

offi cials ngreed wi th mean score or J.07 \-"hile th e ex perls di sagreed wi th mean score or 2.X 1,. 

which indicated that maj ority 01' the respondents di sagreed that the " nice kept all re(mels 01' ,III 

train ing and c1evelopmelll Jll'Ograrns. The chi-square te st (I'-val ue= O.OOS) con lirm s the 

exis tence of stati sticall y sign ili cant dillerence be tween the two group of response. I-I o\\cver. 

through interviews with the training expens and the docllment analysis it was discovered that 

most of the offices had no well organized system of keep ing reco rds or al l traini ngs, semi na rs, 

wo rkshops, confe rences etc. in cont rast to the ideas suggested by Gomez-Mejia, Balkin and 

Cardy ( 1995: 297-298) 
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As it is shown in Table 4. 7. in item 5 respondents were also req uired to respond whether 

c.;vaiuatiol1 \·vas practiced du ring the clld of the programs. accordingl y. ahout 41 ,]%, or th e 

respondents (50 .1 % or the ofli cials and 36.6% or the experts) did not acecpt that the 

practice of evaluat ing training and dCITlopment programs were conducted du ring the cnd 01' 

the program. However. about 34. 1 % 01' the respo ndcnts (29.2% of the offic ials and 36.7°/c) 

of the experts) were not sure. while 26A% of the respondents (20.8% of the offi cial s and 

26. 7% of the ex perts) responded positively. Where as, the average mcan score calc ula\cd is 

2.79 (2.65 for officials and 2.87 for experts), shows that majo rity or the respondents did not 

believe that evaluation of traini ng programs conducted du ri ng the end of the course or the 

program. The chi -square test (P- val ue =OA 79) confirms that both groups agrecd tha t 

evaluations had not been conducted during the end of the course of the programs. 

From the interviews with the training expert s it lVas discovered that rarely ICed backs were 

co llected through Il)nl1<1tS. From the above inlormation it wou ld be rail' to conclude that 

1110S1' of' the time there was 110 practice of' evaluat ion train ing and development programs at 

the end of the programs to col lect feedback s. 

With regard to the availability of formal assessment fo rmat in thei r offi ces or during the 

programs, to collect feedbacks from ind iv idual trainees, in item 6, majority (48.6%») o r the 

respondents (52.1 % of the offi cials and 46.6% of the experts) expressed their di sagreement 

towards the exis tence of forma l asscssme nt to rmat in thei r office or during the training 

programs. While 29.7% of the rcspondents (22. 1 % of the offi cials and 33.3% 01' the 

experts), confirmed the ex istence of formal assessment fo rmat in thei r offices. While ahout 

2 1. 7% of the respondents (25% or the offi cials and 20% of the experts) prefer to comment 

nothing. Furthermore, the average mean of the respondents is 2.73 (2 .56 fo r the of Ii cia Is 

and 2.82 fo r experts) revealed that maj ority of the resJlondents agreed that in most oj' the 

offi ces oj' the sector there ""IS no Illrillal assessment Illrlll'l t to collcct Il:edhaeks or the 

trainings. The chi -square test (P-va lue= 0.046) shows that there is sli ghtl v signilieanl 

differences among the tllO group 0 1' responses. Hence. the intortllation obtai ned rrom 

interviews confirmed that there was an assessment format in some or their oniees. 

however, most of the time they didn't use it to eva luate the programs. 
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As it is observed in table -\. 7. in items 7- 11 , respondcnts were req uired to indic <l tc their 

opin ions on how training and developme nt programs or the ofli ce eva luated. 

With regard to thc existence or the practice 01' each departmcnt/sec ti on or team/ ill 

conduct ing group discuss ion wi th indi vidual s after having com pleted a training program . 

(Table 4.7, item 7 reported the following. Majority (50 .7%) of the respondents (70.8% of 

the officials and 40.0% of the ex perts) expressed their di sagreement that cac h 

department/section or team/conducted discuss ions with individuals having completed a 

training program. About 31. 9 'Yo of the respondents (18.8% of the official s and 38. 1 % of the 

experts) did not agreed and comment nothing. Wh ile about 17.4% of the respondcnts 

(10.4% of the officia ls and 21. 1 % of the ex perts) confirmed that each department 

conducted group discuss ions with individuals hav ing completed train ing. Furthermore, the 

average mean score ca lculated 2.62 (2.3 1 for offi cials and 2.78 fo r experts) indicated 

majo rity of the respondents disagreed that each department (sector or team ) co nductcd 

group discuss ions with individuals having completed training programs. The chi-squill'c tcst 

(P-value= 0.004) indicated there is a significant difference between the two group or 

responses. However. interviews with training ex pcrts conl'irmed that such pract ice was not 

adopted in their respecti ve offices. 

Concerning to the evaluation of training and development programs in terms of reac tion 

changes, Table 4.7 item 8 reported that maj ority (45%) of the respondents (53.6% of the 

official s and 40.3% of the experts) disagreed that tra ining and development programs were 

evaluated in terms of reaction changes. While 35.0% of the respondents (26.8% of the 

offic ials and 39.4% of the expe rts) responded nothing, onlhe other hand (he remaining 20'Vo 

of the respondents (19.7% of the official s and 20 .2% of the ex perts) confinned the 

existence of such pract ice. The calculated average mean is 2.53 (2 .55 for offic ial s and 2.51 

for experts) indicated th at Illajorit\' 0 1' the responden ts di sagreed that tmini ng <e nd 

development program s were C\,<ll ll:ltcd in te rm s or reaction changes in the onl ce. Thl' chi­

square test (P-valuc= 0.000) indicated that there is statistically sign ili ca ni riil'i'CI'l'ncc 

between the responses or the tlln groups. Majority of thc onicials responded ncg<etivi ty 

towards the issue because they ktlelv that their offi ces didn ' t eva luate the training ,md 

development programs in terlll s of reaction changes. 
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As it was indicated in Table 4.7. items 9-11 majority of the respondents both the offic ials 

and experts with mean scores 2.67. 2.70, 2.58 respecti vely confirmed their disagreement 

that trninillg and dl'\"L'lopmclll prug.ra ms had been eva luated ill lerm s or changes ill wurk 

behavior and to prove the achie"eme nts ol' lea rning objecti vcs and their ol'licc had a sehcme 

to evaluate the outcomes ofTIJP. 

4.8. M ajor Problems/Constraints to Pl-epal'e and Implement HRT DP 

As it had been mentioned in chapter two, many organiza tions would face major constraints 

(problems) to undertake HRTDP. Among these are the attitudes of managers, fin ancial. 

material and human resource problems and others. In thi s part of the stud y respondents 

were asked to identify the major constrai nts/problems faced by their respecti ve offices to 

prepare and implement effecti ve and efticient HRTDP for its employees. 

As it is observed in Table 4.8 respondents were required to indicate the major constra in ts 

faced by their respect ive offices to prepare and implement train ing and development 

programs to employees. Maj ority of the respondents indicated their response. Acco rding to 

the responses the percen tages 01' 15 problems (factors) or constraints were ranked 

correspond ing to the percentage or both group of response in the table. Accordi ngl y. S()IllC 

of the basic constraints include low attention paid by top- level management towards the 

importance of upgrading employees through long- term training (85.7%). absencc or 

TDNA practices (82. 1 %). low attention paid to the importance of on-the-job training 

(78.6%), attitude of managers towards the importance of profess ional deve lopment of non­

teacher employees(76.8%), lack of adequate budget (71.1 %), absence of' transparent and 

clear long-term training and development direct ives to upgrade indi viduals (67.9%), lack of 

attenti on towards inducti on prograllls(67.9%), and low attention paid by managers t() 

development their subordinates on their jobs (67.9%), were ranked from I SI to Slll In 

ascendi ng order (except items 3, 6 and 12 which had similar ranks)o f the main constraints 

to prepare and implement TDPs, based on the response of the officials. 
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Table 4.8: Major Problems/Constraints for Preparing and Implementin g T DPs 
Rcsnu nscs 

No 1f l' J11 omdals (:;6) Ex H'r ts (J()..j) D(r1 - r2 ) 1) 1 

N % Ran!.; N % R'lII\.; I Lack of adcm!<l!c bud!.!!.:! -10 7 1 I j 8(, 1)2 .7 3.5 1.5 2.25 2 Absell ce 0 1 transparellt and clc:lr short-
[Crill 1raining alld dl'\d I1PIlll"111 dlrl'l' ll\l' ~ 3(1 (1-1 .1 III x·( ,"WS S :' -I :' ~o 2 ~ (l!uid..:lilll.'s) 

3 Absence 01 Iran."parcllI :md ck:l1 h,ng-
lerm [r:linin!! :mll dl.'vcl llPIlll'lll tllt\.'CIIICS 3:\ (171) 7 92 X,Ii .'i I " ,f. () 
hI uI)!.!radc il~di\'idllals 

._-·1 Low allcn(illil paid I" (tIp k'\'d 
tll<lnngcrnCrll [0\\ artl ~ Ihe IrllpOrtanc", 0 1 

48 SS 7 I 87 g37 2 · 1 I II upgrading individlml employees through 
IOI1!Ham (r"inin!.! 

j Allituck 0 1 malla!!cr~ towards Ille 
imponance of proli:ss iolla) devel opment 4l 76.8 4 84 80S 5 S - 1.5 21:' of non-teacher c11l1ll on:es 

6 Lnck of atlcnlioll towards Ihe IlnpOriallCC 
of induction/orientation programs to new 3 ~ 67.9 7 86 82.7 3.5 :1.5 12.25 recruits and new I)os ition holders 

7 Low attention paid 10 thc Illlportance or 
on-tile-job tr:li ning olher than short-tel"lll 44 78.6 3 78 75.0 8 -5 25 (I oIT-the-job training. 

8 Absence or techni ca l and IllnnagerinJ 
capa6itity in conducting tr<lining illld 23 41.1 t 5 67 64.4 10 j 250 dcvcloolllenlorogr<lIlls 

9 Absence or refresher training and 
37 ()6 . t 9 65 ()2. :' II ·2 4.0 dcvclooll1en! COllfses 

10 Absence of Irain ing and dcvelopllll"llt 
46 82.1 2 79 76.1J 7 ·5 25 .0 needs assessment nrncllces 

II Shortane of Ira in in!!: lilC il ities )0 53.6 1l.5 54 52.0 14 -2 .5 6.25 12 Low attention p<lid by Illillwgers (heads. 
team leaders) 10 develop Ihl"lr .""is 679 7 7~ 712 9 

·2 -1. 0 subordinates onlhcir joh 
-I) .'\\lsence o f srslem:llil" hUlll ;m IC' ll lll"(; C 

~<) 51 , 1.1 ,7 54.X I I.l \I It I}lallnllH! and uiil izallon 1l1thc (l1li C': 

.-~-
14 Absellcc of cic:}r :Illd IHlIlI:1ll (mllsp:l r":l}( 

30 53.6 11.5 64 61 5 11 -0.5 025 resource Imin ill!!. 1)lan 
.- -15 Abdicating n,:Sj1011 Sihi I il ~ I ll" dl'\ ..:1{lPllll'lli 

2t\ 50.0 14 J7 356 I' I J 00 10 slalr 
~ -

. . . rs (Spearman s ran I.: Qnic r corrl'1allOll (\I\,'III ( ll'll1 ) - () 70 1 I:[)- - 1(1-1.:-

While absence of transparent and clear short·term training and development directives 
(88.5%), low attention paid by top·level management towards the importance of upgrad ing 
individual employees through long·term training (83.7%), lack of adequate budget (87.7%). 
lack of attention to arrange induct ion program (82.7%), absence of transparent and clear 
short· term. training and development directives (80.8%). altitucles of managers towarcls the 
importance of profess ional development of non· teacher employees (80.0%), absence oj' 
TDNA (76.0%) and low attention paid to the importance of on·the·job training (7'1.0 111,). 

k d f I <I 8110 . d· I ( . were ran 'e rom . to In ,Iscen Ing arc er except Item and 6 anci items 2 and 5 
which had similar ranks) of the main constraints to prepare and implement TJ)Ps based Oil 

the responses oJ'tile eXJlerts. 
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The two groups 01' responses ra nkin g order also had dilferences except item 13. The 
SpearmaJi's rank of order correlati on eoe rti cient test (rs=0.70 I) of the item revealed that 
there is a strong and pos iti ve correlation between the rank ing of the two group of responses. 
Some of the problems were similar to the problem cited by Mat his and .lackson ( 1997:326) 
in the review of the rel ated literature. 

Table 4.9: Problems Obse rved in the TD Ps Delivered in SNNP RS Education Sector 
:\'0 Ih's JO IlSt'S 

Il elll Onici a ls (48) E X(llTI S (90) I)-f l · r ~ I)' 
Nil % It N .. ' ", Il .- - ' I L o\\' :lI[CllIl()Jl p,Lld 11\ III l-kll'll1l:tn:l1.!l'll1l'nl :!., .12 1) 10 :; -IX 5:1.3 ; :' :; .\0 25 ~ Lack of ad(' ~ uah: hmh.!o.:t 2lJ :; 1.X ; :17 52.2 7 .~ ·1 -3 Shor[a!!c llrluali finll raillcrs IX 32. 1 16 21 J' • _..l .• ) J' _., ·7 -[l) < Allocmioll ofinsu ffi cicll llillll' t{1r lr:linil1!:! ~ 30 536 3 45 50.0 10 7 -19 5 InadcQu,l{c ) f C lnf(l\ioll 24 42.9 10.5 12 13.3 3U 21 ·I-ll 6 Absence of trainin o and development Institutes 12 21.4 24 6 6.7 34 10 [00 7 Inadequacy or absence of twining and dc"c1opmclll 29 51.8 5 52 578 4 I I needs aSSCSSIllCrll 

8 Shortages (Irick) of lrain in!!. rae i lit ies IS 32. 1 16 17 18.9 26.5 -9 . .:\ 1)().25 9 Inadc<1uaey of profess ional dcvelopment courses 7 12.5 30 13 14.11 29.5 0 . .5 0.2.:\ 10 Inadequacy of prolcss ional courses 7 12 . .:\ 30 13 14.4 29 . .:\ 0 .. 5 0.25 II Lack of technical ,mel IlHlllage ria l capability '" 6 10.7 32 46 .:\ 1.1 9 J' _.' 5~9 conducting trainin" and devel!} )menl pn igraills 
12 Problems of !.:ce l)ing records of illl training and 10 17.9 25 20 32.2 19 6 .Hl devc[oi'!llenlJl_ro"rams 
13 Kec )irH! traininf!. Jroo rams secn:t ive 3 5A 33.5 12 13.3 31.5 2 < 14 Absence of evaluati on of train:n o )rOO ral11s 32 57.1 J.5 67 74.4 I J) . .:\ 0.15 15 Absence or evaluation of devclol)lllent t)rot!f<II11S 14 25 20.5 23 2.:\.6 21 -0 . .:\ 2.5 16 Shari age of trainings of trainers and dcvelopment 24 42.9 10.5 ) I 34A IS -7.5 56.25 pro!!ral11 s 
17 Lack ~f parti ci pmory npproaeh in dcsignlllg lraining 16 18.0 18.0 39 43.3 12.,:\ ; ; 31l 25 programs 
18 Abscncc of )Iann ing IOIl 1!-terJn training lrograms 14 25.0 20.5 2R _11 I 20 05 (I :!S 

~-19 Selec tion Orillill H[) )fiale tr:lilH:es I') 339 14 <7 522 7 7 1'1 20 Sclection of inapp ropnalc fm:llitll'~ 8 1-1 3 27 17 IH.l) 265 0 .. 5 () 2;; 21 Delay of calls for !rainin!! 13 J" J' 21 23.3 J' J) II _ .' • ..1 _0 _., 
-22 Il11b:llancc he!WI,:clll!:1nw:nls and curn:nl ~lblS J S 321 1(, 36 -10.0 1(, II II " -, Irrde\,<lncl' llj" nmtents J ;;-1 33.5 9 10.0 33 0 .5 01;; 

-

~ 

2< Repdition of thc same program I~ 2;;.0 205 37 ·1 1.1 I;; ; ; ~I~~ 25 Shorla!!.c of Imillilll! Illatcriais 2·\ -12 .9 10.5 39 43.3 ! 2.;; ·2 ·1 26 Low undcrst~lIld and d"forts of tralm:d individllals III 26 -16...1 S <7 52.2 7 ;;.5 30.1;; train oth ers 
27 Abscncc of an organ izcd syst~1ll whi ch fo rcc 32 57.1 U 53 58.9 ) ·2 ~ individuals 10 rellse the trainill1! m<lleri;rls the as 

institutional properly 10 train othc~'s 
28 Turn over of trained individllals frol11 ollice and to 29 51.8 ; 59 65.6 2 ·7 <'1 othcr pos ition 
29 Frcqucnt civil sl: fvice st fuctural adjustmen ts affects 14 25 20 . .:\ 41 45.6 II 7 ·19 individuals to usc their tnl inil1jl O!l their iob 
30 Abdicat in O responsibility for dcve]oplllelH 10 stafr 21 37.5 I) 32 35.6 17 21 4<1 3 I Shonaoc of training and devclopmcntl\ids 7 12.5 )0 16 17.8 28 10 100 32 Problem of se lecting :cppn lpri;rlc timc and X 1·1 J 27 21 12 . .1 J' -, I I environment 
33 Large class size 27 ·)8 .2 7 38 42.2 14 -9 .5 9025 34 Low attention of participants to allcnd in house cos I S 1<.3 27 20 22.2 25 0.5 025 trainino and developmcnt pro!!rams 

.. -rs (Spearman 5 fank Order corn::lmloll C(ll"lJICIl'nt ) '" 0.7.10 U)- "" 1-1977:-. . . k"d ol srgllltlc;rnce- () (j) (2-t:lllcd) 

As it was observed in Table 4.9 respondents were required to indi cate the problems 
observed towards the TOPs deli ve red ill the SNN PRS educati on sec tor . 11,lscd Oil the 
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responses obtained the percentages a i' 34 I'actors or problems were ranked corresponding to 

the percentage of both group of responses in table 4.9. Accordingly, absence of eval uati on 

of training programs (57.1 %), absence of an organized system which forced individuals to 

reuse the training materials as institutional property to train others (57. 1 %), allocation of 

insufficient time for trainings (53.6%), lack of adequate budget (51.8%), inadequacy or 

absence of training and development needs assessment (51 .8%), turn ovcr or trained 

individuals from office and to other positions (5 1.8%), large class size (48.2) and low 

understanding and efforts of trained individuals to train others (46.4%), low attention paid 

by top-level managcmcnt (-l~ .l), inadequate eva luation (4~ .9 ) and absence or training 

programs (42 .9) were ranked from lSI to Illh in ascending order "'except item s 14 and 27: 

~,7 and 28: items I.) ,mel ~s of some of the major problems obsnvcd towards the TI)I's 

delivered based on the responses of the officials. 

On the other hand, absence or training program (74.4%), turn over of trained individuals 1'1'0111 

office and to other positions (65.6%), absence of an organized system which forced individual s 

to reuse the training materials as institutional property to train others (5 8.9%) , inadequacy or 

absence of training and development needs assessment practices (57.8%), low attention paid by 

top-level management (53.3%), lack of adequate trainees (52.2%), selection of in appropriate 

tartness (52.2%), low understanding and efforts of trained individuals to train others (52.2%), 

lack of technical and managerial capab ility in conducting TOPs (5 1.1 %) allocation 01' 

insuffic ient time for trainings (50.0%) and frequent civil se rvice structural adjustmcnt (4SJi'X,) 

were ranked from I" to II ," in ascending mder (exce pt items 29 and 26 which had equal ranks ) 

of some of the major problems nbscrVl~cI to\.varcls the TOPs delivered based 011 the respollse s or 
the experts. 

The ranking order of the two groups of responses also had variations except itell1 s 21 and 22. 

Therefore , Spearll1an's Rank order correlation coeffici ent test was employed to test whethe:' 

there is correlation between the ranking of the two groups, Spearll1an's rank of correlation 

coefficient was found to be 0.740, which indicated that there is strong and positive correlation 

in the ranking of the two groups at 0.05 level of signiticance. Low attention paid by top-level 

ll1anagement, lack of adequate budget. allocation of insufficient time for training, inadequacy or 

absence of TONA, absence of evaluation of training prograll1s, low understanding and eff(lriS 

of trained individuals to train others, absence of organized system wh ich force individual s "'ere 

among the tirst e le ven serious probleills observed towards the TDl's delivered as indicated hy 
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the two groups. Some of these problems were in linc with the problem cited by Mathis ililli 

Jackson ( 1997:326). Getah,", ( 1990:6-9) and Getachew (1998: 16-20) . 

4.9. Possible S uggestio ns Forwa rded by Respondents 

Providing certain recommendations (suggestions) for the prob lems observed towards 

HRTDPs is a crucial issue. Therefore. it is important to gather first hand informati on from 

the respondents. So, based on such assumption the respondents provided the foll owing 

suggestions. 

Table 4.10 Possible Suggestion of Respondents 

({espo ll ses 

Offirials (56) Ex perts( 1 (4) 1) ( 1' 1- 1" 1) n; 

N (Ytl R N IYtj R 

Emphasis should be gin:ll II' ClllploYl'l' 50 R?J ) Xc, H2 .7 ) (I II 

Imining. and dcydopllll'lll 

Training policy :-:hould he forlll111alL'd 46 }Q . l 5 85 R I. 7 4 I I 

---

l h: olTkl.'~ :-;hllUld h;l\ .... ch'::lr ;llld iransp:ln:1l1 5·1 9(1 .-1 I i)(1 91 . .1 I II 
- 0 ----

selection cri teria lor sckcting trainers and 

trainees. 

Allocating sulfi cient hudgcl for training 52 92 .9 2 87 X3 .7 2 0 II 

programs 

Needs assessment should be conducted 48 85 .7 4 84 80.8 5 I I 
--

Training of trainees should bc aIT<mgl!d at 44 nJ 6 XO 75.5 6 0 tl 

regional levd 

Tot"i 2 2 

- .. -rs - Spearman s rank order corrdal lon - 0.943 EO·-2 11 =6 lcvd 01 slgnrilcancc = 0.0) (2-1i.l1kd) 

As it was observed in Table 4. 10 respondent, were required to sugges t some poss ible 

recommendations towards the TDPs in the sec tor. Based on the responses obtained thc 

percentages of 6 major assu mptions were ranked corresponding to the percentages of both 

group of responses in Table 4.10. Accordingly. the offices shou ld ha ve clear and 

transparent se lection criteria i'or se lecting trainers and trainees (96,4%). allocating sul'i ic icnt 

budget for traini ng programs (92.9%) emphasis should be given to employee training and 

development (89.3%). needs assessment should be conducted (85.7'Yo) training pulicy 

should be formulated (82. 1 'Yo), and trainings of trainers should be arranged at regional level 

(78.3%) \vere ranked from I " to 6th accordi ng to the responses of the offi cia ls. 
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On the other hnnd. the su~~estions. thL' oni ces shou ld have clear and tra nsparent se leetioll 

cri teria fo r trainers nnd trainces (92.3) . alloca ting sufli cient budget for train ing progra l11 s 

(82.7%). el11phasis shou ld be given to el11ployee trai ni ng and deve lopl11ent (g:;.7'Yu ). training 

poli cy should bc IOrtllu!8ted (X 1.7%). needs nsseSSl11c nt should he conducted (XO .O'v.,) 'lild 

training of trai ners shou ld be nrmnged at regio nal level (75 .5%) ranked frol11 1" to 6'h 

according to the responses of the expert s. 

The rank ing order of the two groups has similari ties in items 3, 4, I and 6 which ranked I" . 

2nd 3rd and 6th On the other hand there were variations in ran ks towards items 2. and 5. 

Spearman 's rank order correlation coefficient test was employed to test whether there is 

correlati on between the ranking of the two groups. Spearman's rank order correlati on 

coeffi cient was fo und to be 0.943 which indicatcd that the re is ve ry strong and positi ve 

correlation in the ranking of the two groups at 0.05 level of signi ficance, The offices shou ld 

have clear and tran sparent selec tion criteria lor s~ lecting trainers and traim.:cs. allocating 

sufficien t budget fo r training pmgral11 s. emphasis should be given to employee training allLl 

development. trai ning policy nceds asseSS l11 ent should be conducted , trai ning po li cy shou ld 

be formulated . and trainings or trainers shou ld be arranged at regional leve l '·vc re 

recommended by both group of respondents towards the TOPs offered in the education 

sector of SNN PRS. There were similar with the recommendations fo rwarded by Getachew 

(2005:22) and Gctahun (2005:22-23). 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDA nONS 

This e h ~ pte r de'lls \\ith thL' Ill~im lindin gs. conclusion ~nd recolllrnend<1 ti ons I(mvmded 

based on the findings. 

5.1 Summary 

The main purpose of this study is to assess the I-IRTD pract ices that have been carri ed out 

in the education sector offices of SNN PR S in training and developing their 

administrative/managerial employees. It also attempted to find out those [~I eto rs th~t havc 

been negatively affecting such practices, there by, suggest possible soluti ons 

!recommendations on how to provide effect ive and efficient [-IRTDP in the education scctor 

of SNNPRS. To this effect. the study had attempted to provide answers to the foll owing 

basic questions. 

1. How often are training and development needs assessed in the offi ces of the education 

sec tor of SNN PRS'7 

2. What were the objectives and locus areas oi" trai ning and development pmgrams" 

3. What were the se lection cri teria for trainees, trainers and contents') 

4. What methods and ways of human resource training and delivery syste m have been 

used in the different offices of SNNPRS education sector? 

5. How were human resource training and de ve lopment programs eva luated in the offices 

ofSNNPRS? 

6. What were the challenges or problems encountered in implementing effective and 

efficient human resource training and development programs~ 

The stud y had employed descri ptive survey method and it was conducted in 34 oJ'lices 

(REB. ZEDs. WEO, and TAEOs) 01' the education sector or SNN PRS. The instrul1len ts 

used were questionnaires. intervie\\ and docuillen tary ana lysis. lxpcrts and of"iici al s. IIho 

had three ye'l rs and abo\'c sen ' ices in their respect ivc offices respondeci t(\ the 

questionnaire. whereas the intervicws \,"cre conciucted with training experts of tk above 

mentioned oftlces. The questionnaire covered the responses of li fty-s ix officials and onc 
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hundred and fOLl r experts or RHl. ?F n s. WI, O, and T AFOs. Similmly Ihe intcrvic\\ 

covered eighteen training experts from REB. ZEDs. WEOs_and TAEOs. 

In addi tion to the ques tionnaires and interview documentary anal ysis was used as a 

secondary source 1'01' the stud v. The r'1IV ciJw secured through questionnaire usin g SI'SS. 

\vere analyzed and intcrpr~ted using pcrct:'ntages, we ighted mean, spearman' s r;-ll1k order 

correlation cocflleients and stati slie,lI test. such as chi-square. Accord ing to the rcsults or 

data presentation and analysis . the major Jindings of the study are presented as lollow. 

I. Regarding personal character ist ics of the respondents, it was f'ound that majority 

(98.8%) of the orJIcials and 97.1 % of the experts were males revea ling that the 

participation of females in these positions in the sector was low. Most of the offici als 

and experts have adequa te qualification in relation to the required jobs. However, the 

existence of diploma and TTl graduates in the sector indicated that there is a need lor 

upgrading them in the future. Majority of the respondents (78.2%) were in the age range 

3-5 years in thei r current positions . However, most of them had long- years expe ri ence 

(greate r than II vea l's) or total service years in the sector. 

2. Concerning conciitions under which training and cievelopment programs were carried 

ou t it was found out thet all of the respondents confirmed that short-term training or 

de, clopmen! programs wcre pro vided in the seClor. About 86.9% 01' the respondent s 

(76.8%of the officials and 92.3 % of the experts replied that their office didn't pl'ovide 

any long-term programs). Long-term programs were rarely provided to employees 

when train ing opportun iti es were given as quotas by the MOE (AAU - Ed PM ). RCI:lG . 

and when teacher candidates were insuflicient. Moreover. there was no any long-term 

on-the-job training or deve lopment program provided in the secto r. 

J. Regarding organizing designing training programs it was found out that maj ority 

(53.6%) of those who attend training and development programs (649% of the offici,ds 

and 47.8'% or experts) pCl rti cipated in the programs organized by II.EI3. The second. 

thi rd and fourth. majority of respondents attended the programs organized by RCGrl. 

ZCI3B. WCI:lB. ZU) clIld WLO. 

105 



4. Concerning typcs or programs delivered, it W,IS round out that, 01' thosc wh" ilttcnd 

short term training programs about 4,3% or them (10.4% 0[' the oflicials and 1.1'% 01' 

the experts) joined Educational study tour abroad. Whi Ie there was no anyone who 

attended formal education program abroad. Whereas attcnding l'ormal education 

throuoh distance cciucnliol1 or icamillQ in hi!2.her educati on found ZIt a lower level. 
~ ~ '-

Relati ve ly emphasis is g i\ 'C1l \0 short- term programs sllch as seminars. work shops <lI1d 

conferences. 

5. Regarding contents of the programs delivered it was ['ound out that the contents of civ il 

service ret'orm programs (Result oriented appraisal system, business process 

reengineering, se rvice delivery) ranked first, followed by gender and H1V//\ IDS 

education, with 7 1.4% oflicial s and 81,73% of the experts participation respective ly. 

Civic and ethical education ranked a third group followed by refo rm on the quality of 

education. Main emphasis was given to civil service reform program contents tklll 

others and no emphasis \vas given to technical skill development. 

6, Concerning the inclusion of [-IRTD plans with strategic plans, it was discovered that the 

offices' I-IRTD plans we re not included in the strategic plans . 

7, With regard the status of the practice of training and development needs assessment it 

\\'as round tlratmosl ol'the "nices ortlre sector didn't conciucttraining and devclopmcnl 

!leeds aSSCSSlllt:'llt. That there \ViIS no sys tematic needs assessment conducted in most or 

the offices orthe education sector. 

8. Regarding the practice of l-IRTD plans, it was found that accorciing to maj ority or the 

respondents their respect ive offices prepared short-term training and development plans 

for their supervisory and non-supervisory employees. However, there were no long­

term training and development program plans prepared at any office of the sector to 

develop or upgrade the employccs. 

9. Concerning objectives of the HRTDP delivered, it was found out that majority (57,9) of 

the respondents, 64.4% of the official s and 54.4% of the experts respec ti ve ly confirmed 

that in the training and development programs, tlrey have attended; objectives had been 

set before the preparation and implementation of the program. However. in some or the 

programs (lb.i~cti\·es \\'LTC' not presented to trainees ill a systematic way. 
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10. Regarding foclis 01' training and development progra ms it was IOllnd Ollt that miljorily 

of the' offic ials and 40% oC the experts beli eved that the main focus oCthe programs was 

to int roduce new methods. procedu res. etc . to emp loyees and managers . Majori ty of the 

respondents also asserted Ihat the main focus oC the training and developmenl programs 

was to improve the performance of department heads. to build the capability and 

potentials of managers and improve Ihe job perl'ormance of non-supervisory employees 

bUI there was n" 3lkqui;le enlJrl donc. 10 il11 provc the job pc rio rmance 0 1' n(\n­

superviso ry em ployees. 

II. With regard 10 Ihe se lec li on of trainees, Irainers and con tenlS il was lou nd oul lilal 

majority of the respondents agreed on the absence of clear and transparent sc iec i ion 

criteria for selecting trainees and trainers. However, training and development 

opportunities offered to individuals who have good personal relat ionships with 

immediate supe rvisors and top-level managers. In most of the offices of the sector the 

findings al so indicated that appropriate trainers were not se lected by applying and 

competing with others. 

12. Regarding the arrangement 01' ori en tation programs the find ings or the study revealed 

that an overwhelming majority (61.0 %) or the respondents, confirmed that there was 

no any formal induction lorientation program organized to new recruit employees or for 

those ne\\ job/posi lion holders. To a ccrtilin e\len l " ni ces used written di reclives as '1 

method of ori enlation. In some offices of Ihe seelor job descripti ons. ce rtain manuals 

and di recl ives lVere given 10 new employees as a l11ethod of orienlation. However. il 

was not widely used. 

13. Concerning the cooperativeness or indi viduals to give work guides on challenging jobs. 

the findin gs al so revea led that supervi sors or senior persons didn 't show their 

cooperati veness. There was no strong organized system in the sector to create such 

sys tcm and if W;lS not wi dely IN:<I 'IS ;Ill insti tutional cu lture hul ;lS ;1 hoss suhllr<lin'lll" 

relationship. 

14. Concerning the practices of ofl~the-job training and development it was discovered In 

the findings that scho larship abroad had not been used. Majority of Ihe respondcl1ls 

confirl11ed Ihat in-service Iraining and developmenl is rarely used as ofT - Ihe- .joh 
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training and clevelopment technique. /\clmini strati vc/managerial employees were 

allowed to compete in the absence of sul'li eient teachers candidates in the trainin!; 

opportunities quotas offered and if MO E provided opportunities in the field of 

educational planning and management. The findings of th is study al so revealed that 

attend ing form al education in higher educa ti on ins titu tes rarel y used as off - the -job 

training and deve lopment techniq ue. There is no organized. systematic and adequate 

effort done to train and deve lop non- teacher employees on such technique. 

15 . With regard to on-the-job training and deve lopment techniques employed it was IClllllci 

that coaching technique \\'as the most often appl icable on - the- .job training 'lild 

deve lopment method. however. it did not sys temat ica ll y app lied as a method bu t as one 

of the work relationship. Ivlost of the respondents eontirmed that mentoring was one 0 1' 

the applicable on-the- job training and deve lopment methods in their respective oriiees. 

However, it was mainly depended on the willingness of individuals and determined 

through their personal re lationship. Majority of the respondents also confi rmed that job 

rotation technique was not wide ly used by their offices due to the new structural 

adjustment programs 'Illd the result-oriented appraisal system. whi ch enabled 

employees and managers to concentrate towards thci r own job. On the other h'IIKI. 

sharing ideas was one of the most often applicable techniques of on-the-job training and 

development method in the sector. 

16. Concerning the methods of presentation in which the programs deli vcred were. it was 

fo und out that in most of the programs case study method was not uscd wide ly. 

Management game. ro le-plaving and c0mpu ter based methods or training also had not 

been used. Most ol'the respondents also conlirmcd that lec ture and con ference methods 

were mostl y used. 

17. Concerning keeping records of TOP and the practice of evaluating the TOP del ivered; it 

was found that most of thc offi ces had nG wel l organized system of keeping records of 

all training and development programs del ivered and major ity of the respondents also 

confirmed that there were no systematic practi ces of evaluating the training and 

deve lopment programs conducted in most of the offi ces of the sector. 
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18. Regarding the const railll s to arrange and implement TDI'. the lindings of the study "Iso 

revealed that among thc major cons traints /problems/in thc sector to prcpare "nd 

implement training and deve lopment programs some of them were; low attention p'lid 

by top-level management towards the imporlance of upgrading individual cmployees 

through long-term training. absence of clear and transparent long-term training and 

development directives to up-grade individuals. altitudes or managers towards the 

importance 01" profess ional development for non-teaching employees, lack or adequate 

budget, absencc or training and tkvclopmcnt needs asscssment cxpcr ience. lack 01' 

attention towards the importance of education/o ri entation programs to new recruits and 

j ob/pos ition holders and low the allent ion paid to on-the-job train ing other than shorl­

term off-the-job. 

19. Concerning the major prob lems observed during the TD P delivered it was l<lU nd \lilt 

that maj orit y of the total responden ts bel ieved tha t the lallolVing were some of the 

obselyed problems during the training and development programs delivercd ahsence of 

evaluation of training programs. turn over of trained indi vidual s li'om ollice "nd other 

positions. absence of an organized sys tem whi ch force individua ls to reuse training 

materials as institutional property to train others, absence (inadequacy) of training and 

development needs assessment, lack (shortage) of adequate budget. allocation or 

insufficient time for trainings, low initiative ness/effort of trained individuals to train 

others, low attention paid by top-level management for on-the-j ob training and long­

term training in the secto r. se lection of inappropriate trai nees. and large class size and 

absence of clear and transpa rent TDP directi ves. 

20. Concerning the possible suggestions or the respondents it was found out that n.J-

96.4% of the oflicials and 75.5 -92.3% of the experts recolllillended the offices should 

have clear and tran sparent selection criteri a fo r se lecting trainers and trainees. allocatin~ 

sufficient budget Illr tr:1ining prograill s. elllphasis should be given to employee training 

and development. training policv needs assessment should be conductcd. training policy 

should be forl11ulated. and trainings of trainers should be arranged at regional level as 

so lutions towards the problel11s of preparing and implementing TDPs. 
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5.2. Conclu sions 

The !-o!iowi ng conclusions \\\.:rc drawn based 0 11 the findings or tile n..:scarcll and the review 

orlhe related literature. 

Training and development programs had been organized fo r the sector without conducting 

systematic training and development needs assessment. Furthermore, in prioritizing needs 

low at tention was given to trai ners' capabi lity and level of motivation. Moreover. in most 

of the sector offices. there was no prac tice or' plann ing of traini ng and development 

programs' for educating non-supervisory employees and offic ial s. Any offices of the scctor 

had not prepared especially long-term traini ng and deve lopmen t plans. Whi le most 01' the 

TDP delivered had objectives that were set by the TDP designing and organ izing bodies 

(offices) without the participation the stakeholders. Though, these objectives didn't rea li ze 

thc objccti ve rcal iti c's of the \'arious offices. 

In some of the programs. objec ti ves hadn 't been presented to trainees in a systematic \\a)' 

and main concern \\"as g i v l'1l (0 Illcth ods and contents rather than objecti ves. The 1I1;lill 

focu s of the programs \Vere to introduce new methods, procedu res. directi ves. etc to 

employees and managers and ex perts and the performance or managers and experts but 

there was less emphasis given to improve the performance of non-supervising employees. 

f There were no systemi c, clear and transparent se lect ion criteria to se lect tra inees and 

trainers. In most cases trainees and trainers were se lected through their personal 

re lationship with top-leve l manages (o fficial s) and train ing l11 anagers. 

At all level s much emphasis had been given to short-term off-the-job training and 

development progral11 s. such as seminars, workshops and conferences. However. no 

attention had been paid to arrange orientation programs, and to tra in officials and expe rts 

through on-the-job techniques. Also there hadn't been long-term off-the job trainings and 

developmcnt progr:lms designc'd ;11ld dcl ivcrl'd. 

Keeping record s 01' til>.." training and <.iL:velopmcllt program s hud 110t been org(lni l'.a ti ol1 a1! y 

adopted. There was also no practice of eva luat ing the training and development programs 

delivered at its different stages and in te rms of changes towards the wo rk behav ior and 

reaction . The training and developl11ent programs we re constrained by some fac tors slich as 
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low allention pa id by top leve l management towards long-tCfm tr'l in ing 'lild development. 

abscnce o f clear and transparen t direc tives, lack or budget , 'Ihsence or tra ining 'lild 

development needs assessmcnt. Where as some or the major problems observed during the 

training and development programs included; absence of evaluat ion practices. tu rnover 01' 

indi viduals from office. absence or organized system which force indi vidua ls to reuse the 

training materia ls as institut iona l propert y. 

5.3 Recommendations 

, BasL'd on thl' !intiings :lI1d cnnclusil)IlS or the study the follu wing rccollllllclH.i;lliollS ;tt'C 

suggested. 

I. The purpose of TDP is directed to fi ll the gap that ex isted what is being done and what 

should have been done and build the capabili ty and potential s of individua ls for beller 

future performance. Training and development programs coul d meet their intended 

objecti ves if and only if they are based on a systematic tra ining and development needs 

assessment. Therefore, to avoid was tages of human, materi al, financial and time 

resources and the duplication of effo rts, in the education sector, training and 

deve lopment needs assessment has to be carried ou t in a systematic way. Indiv iduals 

should identify their needs, dilTerent mechanisms of collecting inform ati on used by 

emploving organ izational. job (task) and person analysis. 

• At regional kl·cI. thl' sec tor anal ys is shou ld bc conducted (including RUI). 

• At zone level, the zonal analysis should be done (including ZED) 

• At woreda level. the \Voreda level (inc luding WEO and TAFO) analys is should bc 

carried out. 

Furthermore, these efforts at the various levels should be integrated and coordinated 

join tl y in a systematic lVay to have a si mple and economical or cost-effective designi ng 

and implementation oftnr ining and deve lopment programs. 

2. HRTDpians directed the erforts or the ol"lices to train and develop its human resources. 

Conducting TD P withou t I-IRTD plan led to wastage of resources and fail ure to mcct the 

objectives of the programs and organizat ional goals. Therefore, it is recommcnd that at 

the various offices of the sector. HRTD plans should be prepared or designed i"or 

administra ti ve/managerial cmplol"Ccs and be included in the strateg ic plans. Depending 

III 



on the l11<1npOWel and tile' linancial capacity 01' the various ofiiccs' long- term and shlHt­

term tr(lining and dcv~l()pment progra ms should be planned . To avo id duplicati on and 

wastage the annual plans of the sector should be discussed and approved with the consent 

of the various office representati ves. 

3. To achieve the desired goa ls of the train ing and development programs objectives should 

be clear and preci se t() indicate the ex pected ou tcomes and these objectives should have 

presented in a systematic lI 'ay to the trainees. Therefore. at the various level s of the 

education sector in dcli\'l~ ri!lg training and development programs. training objecti ves 

should be clear and preci se to ind icate the expected outcomes and be presented In ,I 

systematic way to the trainees. and should be based on the objective rea lity. 

4. TOPs have different focuses to reali ze the intended objectives. Therefore, due to the 

diversified problems faced by the education sector, in designing TOPs the oI'liees 

should focus to build the capability and potential s of individuals for better future 

performance. 

5. The absence or clear and transparent se lec tion crite ri a (di rect ives) fo r trainees and 

trainers paved the way for training and top-level managers to select trai ners and to o ffer 

training and developlllcnt opportu nities based on their personal rela tionships and good 

lI il l. However. thi s hampered the moral s and initiatives of others. On the other hanci. 

such pr;.1cticcs afr;" ctcd tilL' pcrj'nrtll allCC of the nrlic('s 1t) meet th eir goais. Thcn.: I(ll"C. it 

is recolllmended that each ofi ice should have clear and transparent n iter;'1 to select 

trainees and trainers thal g U\'Cril every body ill tIll' oCii cc irrespecti ve oj' his/hCl" S I ~ llu ;-.. Sll 

, at sector lewl the In~ n should del'clop TDP dircctives. concern ing short-term or \()I1 !;­

term prograrns. with the pmticipat ion alld approval of ZEDs, WEOs and TACOs with 

certa in accountahililY unci (esponslbil ity . The approved di rectives should also be 

disseminated to al! or!ices and be well comlllunicated to all members or the oftices and 

trainers to se lect lhe ,Ip prupria te trainees and trainers. Moreover. train ing and 

development opportunities should be "ficrcd 10 approp ri ate trainees in the "nice and 

appropriate trainCl's shc,uld be sekctedlo provide effective and efficient TDP. 

6. Parti cipating the stak ehol de rs in the se lec tion of' TI) I) contents contribu ted lor joint 

actions to solvc the problc lll s that should be addressed th rough training. Therelorc. it is 
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recommended tha t individuals through their representat ives should parti ci pate in the 

se lect ion of the contents bccause it enab les them to meet their tra ining and developmen t 

needs. 

7. Even though. the TO P contents de li vered had certa in relat ionship with the jobs of the 

trainees. however. the re is a need uf pro lcss ional or tech nica l TOP from the side of the 

employees because most of the employees didn 't attend such programs. Therefore. it is 

recommended that professional! technical TOP should be organi zed if poss ible at the 

va ri oll s levels to upgrade the em ployees and such TOP should be conducted timel y and 

shou ld als() 1<)clIs un intrndllcing nell ' tech nologies 'Ind procedures. 

8. Reliance on short- term 01'1'- the- job TO methods cos ts tinance. materi al, ti me and labo r 

on the other hand neglecti ng on - the- job system of deli very had impacts on the 

performance of indiv idual employees and the orga ni zat ion in general. Therefore. it is 

recommended th at the va ri ous offi ces of the sector should provide on- the- job TO P fo r 

their employees to reduce cost and increase their pe rformance such act ivity should be 

institutionali zed and be sustai nable . 

9. The absence of inducti on programs reduced the motivation and perforrnance of new 

employees and in the ed ucation sector such; programs were neglec ted as methods of 

train ing. Therefore. it is recommended that induction programs should be arranged and 

deli vered to new employees and thei r respec tive offi ces should institutionali/.c new 

pos ition holders before the\' had sla rtcd to pe rfo rm the ir jobs and such systcm. Ii is ~d s() 

recommended that short I,)rmal orientation pl'llgrill l1S should be arrangeci wi th tllc olher 

members of the office to create eas), communication in the olTice. 

10. It is not poss ible to suggest that TOP could meet their intended objec tives with the 

absence of eval uation practi ces towards thei r signi ficance and outcomes. There lorc. it is 

recommended that the various oflices of the sector shoul d have a scheme to eval uate the 

'I'DI' at di lle rent stages in relat ion to the cause of the programs and in terms 01' reaction 

changes, wo rk behaviors. ac hi evements of learn ing objecti ves and ou tcomes or effects 

such system should also be inst itutional ized. With regard to the ti me framc. the offi ces 

should use the appropriate time of evaluation depend on the nature of TOPs. 



II. Some of the major constraints to prepare and implement TOPs lor non teacher 

employees and offic ial included in general the attitudes of managers, lack of sufficient 

budget, absence of clear and transparent cri ter ia for se lect ion and absence o f set 

directive as gu idelines towards any type of TOP. Therdo re, it is recoillmended that: 

• At sector level awareness creation wo rkshop should be orga ni zed towards the 

signi ficance of TOPs for top-level managers and fo r those who will be appointed 

before they start their jobs. 

• Consensus should be reached through regional meetings towards long-tertll training, 

professional deve lopment and on-the-job tra ining and deve lopment prograills. 

• Clear and transparent se lec tion criteria for trai ners and tra inees and TDP directive 

should be set with the consent and approval ol'a ll sta keholders (onicc heads). 

• Since the financing of education was decentralized each office should prepare it s 

own I-linD plan and allocate adl;!q uatc budge t depend on its Jinanc ial capab ilit y. To 

reduce the cost of TOP discussions should be held between ZED and WEOs and 

ZEDs and REB. To reduce their 1inancial burdens the offi ces should prepared their 

HRTD plans and search fo r support from donor agencies or other sources. Training 

of trainers (TOT) programs should be organized and usi ng the offi ces ' avai lable 

resources to reduce the finan cial costs of tra inings. 

• The frequent civ il service st ructural adjustment programs tn the sector had 

contributed to it certain extent for wastage of trainings and to the absence of a 

sys temat ic human resource planning and utili zation in the office. Therefore, it was 

recommended that in conducting such programs the offices should Iw ve exerciscs 

systematic human resource planning and utilization. 

• To solve thc problems 01' skilled manj)nl\cr. TOT programs should be organi/.cd t<l 

build the capacit)' orthe oi'lices. 

12. Some of the major problems observed during the T!)P del ive red in the sec tor included 

absence of' evaluating pract ic L:s. wastage or train ings due to turnover or illdi vidU i.ll s. 

absence of orga nized system to reut ili ze the traini ng materials as institut ional propert y. 

allocation o r insuf'ii cient time lor training and development programs, un wil lingness oJ' 

tra ined individuals to train others. low-attention given by top-leve l mangers, the 

select ion of inappropriate tra inees, large class-size, shortages of training matc rial s. 
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ahsencc of IXl.rticipatnry apprn:lch in tIL- signing tra ini ng and dcvclo pilleni progr;lIll s ;1Ilt! 

shortage of training of trainers programs were among the problems observed during the 

TDP deli vered. Therefo re. to all ev iate these problems and provide solutions the 

following main points are reco mmcnded . 

• Th~ orii ces shou ld adopt a systema ti c way to eva luate the TDP start ing fro m 

preparation to the pmecss and cnd of the programs. 

• In most cases those \Vho knew their transfer or promotion to other pos iti ons or 

ofli ces should not part icipate the TOP because it would be wastage. There/cHe. 

they must delegate others who will stay in that pos ition to parti cipate the 

program. Moreover. a system of responsibili ty and accou nta bility should be 

establi shed against the \vasta ge o!' TDP. th e se lection or inappropriate traill ees 

and trainers allliullwillillgiless to di sseminate train ings. 

• M os t or til e ind ivid ual tra inees cons idered til e trelining materi al they ob tai ned (I S 

their personal propert y and did not use it for the di ssemi nation or training and 

deve lopment programs. Therefore, in the sector a system shoul d be establi shed 

in using such mater ial s as in st itut ional prope rty to train and deve lop others. 

• Based on the nature of contents of TOP, the ava ilability of financ ial and others 

resources, it is recommended tha t adequate time should be allocated. 

• If it is poss ible, based on the fina ncial and other resources capacity or the 

offi ces, to so lve problems of shortages of training materials the officcs should 

all ocated suffi cient budget and dup li cate the copies of these ma teria ls. 

• To prov ide efticielll alld affective trainillg the offi ces should partic ipatc 

represe lltati ves of employees/offi cia ls fro m each Llnit or department in 

designing 'I'DI' . 

115 



13ib liography 

Andargachew Taslflye ( 1973). Ti, e Traillillg fllld Developlllellt f~l Mallpol ver .fiJI' tlt e 
Social service ill Etltiopia . The Uni ve rsity of Mich igan. Phd Thesis. 

Armstrong, Michael (200 I). A Halldbook of I-hllllflll Resource Managel1lent Practice (8'" 
ed. ). London: Kogan Page Limited. 

Armstrong, Pat and Dawson Chri s ( 1985). People 111 Organization. London: Elm 
Pliblications. 

Aswathappa, K. (2002). Human Resource and Personal Il1anagell1ent (3 r
t! eel.). New 

Delhi : Tata McGraw I-lil l Pub. Ltd. 

Bhatta. Gambhir and Sa lly Washington (2003) " I-land Up. Mentori ng in the New Zealand 
Public Service" Pllblic Per.Hlllll el l'v/ flllflgelllellt. Vol. 32. No . 2, pp. 2 1 1-227 . 

Bratten. Jonhn and Jefferv Gold (1999). Hlllllfll i ResourceMallagelllellt:Tll eorl.allfl 
Practice (2",1 ed.). Hampshire: Macmillan. 

Campagna, Francesco (1998). "Program Implementation and Mon itori ng" in I'rocopenko 
Joseph (ed. ). Managel1lent Development: A Guide for tlt e prolessioll . Geneva: International Labour otIice. 

Cartwright, Roger et al ( 1993). Managing People. A Competence Approaclt to 
S upervisOly il'Iflllflgelllenl. Oxford: Black Wel l Pu bl ishers. 

Chandan, ·J.S. (1995). Managem ent: Tit eOlY alld Practice. New Delh i Vikas Publishing 
House. 

Clark, Anelre (2000). Organizations, COll1petition ami tlt e Business Environment. New 
York: Prentice Hall. 

Crocker. Olga. I .. (1986). Erperilllelltal Exercises ill Calladiflll Persollll el A dll1illistratiol/ . 
Toronto: Methuen. 

Dal·ar. Rustoills S. t 1')<)-1). Per.m llll el Mallagelllel/t allfl II/dllstrial Hefatiolls ( 10'" l'll.). 
Bombay: Vikas Publishing 1·louse " vI. Uti. 

Flippo, Edwin B. (1984). Personnel il'Ianagemellf (6'" ed.). New York: McG raw- Hili . 

French, Wendell L. (1987). Tlt e Personllel Managell1ent Process: Hlllllftn Resollrce 
A dll1inistl'fltion and Developlllent. Boston: Houghton Miffl in Co. 

116 



Getachcw Minas ( I ')9S) ." Iluman Resource Management in the Lthiopian Public Scctor-­
in Senait SevoUlll and Alemayeh u Seyoum (ed.) Hlllllall Resollrce Deve/oplllellt ill 
E lhiopia: Proceedillg.1' ol Ihe Sevellih A llllllal COIl/eree Oil II, e Elhiop illll 
ECOIIOIII)'. Addis Ababa: AAU I'rcss. 

Getahun Hai lu (1990). "Identificat ion of tra ini ng Needs in industry Especially Training for 
productivity-- Proceedillgs ol lIT e Sell/illar 011 tHallpower Deve/ofllllelli Jii/' 
JlldusOy, Addis Ababa: Addis Ababa Uni versity- Ministry or Industry Cooperation 
Programmer pp.I-2 3 (U npubli shed) 

Glueck, Will iam F. and T Milkovich (1982). Persollllel: A Diaglloslic Appl'OaclT (3 rd cd.l. 
Plano Business Publicat ions, INC. 

Gomez-Mejia, Loui s R., David B. Balkin and Robert L. Cardy (1995). Mallagillg HUlllall 
Resources. Englewood Cliff: Prenti ce Hall. 

Graham , 1-I.T (1984). HIIIIIIIII Reso llrce Mall agemelll (4th ed. ). Plymouth : Mc[)onald ,mel 
Cnms Ltd. 

Griffin, Ricky W. (2000). Flllldil/llellials 0/ Mal/agelllelll: Core COll cepls IIl1d 
ApplicaliollS. Chennai: All India Publi shers and IJistributors Regd. 

Gross, David (1996). Prillciples 0/ HIIIIII/ll Resource Management. London: Mackays or 
Chatham PLC. 

Hailese lass ie Woldegerillla (1999). Hllmllll Resollrce Mallllgel1lenl: Modllles. AAU 
(unpubl ished) . 

Harris, David M. and Randy L. DeSimonc (1994). 1-1111111111 Resollrce Developmell t. ]-'on 
Worth: Dryden Press. 

Harri son, Rosemarry (2000). Elllployee Developmelll (2nd ed.). London: the Cromewcil 
Press. 

Hcncman. 11crhcrl. [)"n:!ld 1'. Scll\\ah. J"htl /\. hlSSUtll 'tllel I,ce I). I )vc r ([ ')'}(» . 
Perslllllle/I I·IIIIII I/ll Re,\'IlIIra !Hl/l1l/gelllelll (4'h cd .l . Nell' Delhi: I inivers:!1 Il O(l1; 
Stall. 

I-Iolt. Da\'id I-I. (1993), iIla llagelllelll: Prill ciples alld Praclices. eIV Jersey: Prentice 11,11 1, 

Ivancevcih. John tvL and William F. Glueck (1989). Hlllllall Reso llrce NII/llilgelllell i (4'h 
ed.) Boston: Richard D. Irw in. Inc. 

11 7 



Kefyalew Alemu (1990) "Needs Asscsslllent". Proceedillgs of the Semillllr 011 Mll llpo lVer 

Developmellt fo r IlI dustlY. Addis Ababa Addis Ababa University- Mini stry or 

Industry Cooperation Programmer pp.I-23 (unpubl ished) 

Kenney. John . Eugene Donnell y and Margaret Reid (1983). ,I'lllupolVer Traillillg IIl1d 
Developmellt: A ll Illtroductioll (2"'1 ed.). London: George Harap and Co. Ltd. 

Kerr igan John E. alld .J elT S. Luke (19~7). A1111wgelJlelll Training Slflllegie.\· ji)r Deve/(Jpill;': 
Countries. S tlldies ill Developmellt Manllgemellt. Co lorado: Lynnc Ricnner 
Publishers. 

Ki rkpatri ck, Donald L. (2000). Evallllltillg Training Programs: The Standard Halldbook 
oj Traillillg Desigllaml DelivelY. New York: McGraw-Hill . 

Lin, Carol Y.Y. ( 1997). "Human Resource Management in Taiwan: /\ Futu re Perspec tives" 
Tile IlItel'llatiollal 101ll'llal oj HUlllall Reso llrce Managemellt. Vo l. 8, No.2. pp. 
29-42. 

Mabey, Christopher, Graeme Salamn and John Storey (1998). S trategic Humall Reso llrce 
Mallagemellt: A Reader. London: SAGE Publicat ion Ltd. 

Maillo ria . B.C. and Pareel<- V. (1980). Pen'Ol1l1ei Mall agemell t. Bombay: Himalya Publishi ng 
House. 

Mathis, Robert. L. and John H. Jackson (1997). Hllmall Resource Managemellt (8'" cd.), 
Minneapolis: West Publish ing Co. 

MCB (2005). Tra ining Need Assessment 111 selected Rural Woredas. Addis Ababa 

(Unpublished) 

Megginson. Leon C. (1981). Personllel Mallagem ellt: A Humall Resource Approach . 
Homewood: Richard f) Irwi n. Inc. 

Melaku Dires (2004). " TIl e Practice alld Problems oj Humall Resource Traillillg ami 
Developmellt in SOllie Federal Ministries ill Ethiopia. " A.A.U: MA Thesis 
(Unpublished). 

Mil kovich. George T. and John W BOlll'dea (1991). !-IlIlIIall Resource Mallagelllell t (6'10 

cd.). Boston: Richard n. Irll'in. Inc . 

Mitchell. Terence B. (1982). People ill Organizations. All Illtroduction to Orgllnil lltiolll/i 
BellI/pi"r (2'''1 cd.). NCII ' Ynrk: Mc(irall'- Il ili. 

11 8 



Mitchel l, Terence R. ( 1982). People ill Orglllliziltiolls: All Illtroductioll to Org lluiZlltioll ll1 
Belwvior (2nd eel). New York: McG raw-Hili Book Company. 

Monappa, Arun anel Mirza Saiyaclain (1999). Persollllel Mllullgemellt (2",1 eel.). Ncw Delhi: 
Tata McGraw-Hili Publi shing Compan y. 

Monell'. R.W. CI ,11 1199<»). lIulllall lI e.wuree !HIIIII/gelllell/ (7'h cd .). 130sl11n: Alley n & 
Bacoll . 

Newel1.Helen and Harrv Scmbrough (2002). 1-1i1/1I1111 Re.wuree Mll llagelllell/ i ll COII/exl. 
New York: l'ALGRAVe. 

PHRDP Office (1996). EduClltioll Sec/or Review: EtiIiopia Social Sector Studies, 
SYlltiIesis IIml SIIIIlIII II/Y. Addi s Ababa: Commercial Printing Enterpri se. 

Piuuington. Ashley and Tony Edwards (2000). illtroductioll to HU/1/all Resource 
IV/al/agel1lell/ . Oxford: Oxford University Press. 

Prasad , Lallan and Bannerj ee ( 1985). M llllagemellt 0/ HuuwlI Resources. New Delhi : 
Sterling Publishers Private L.illlited. 

Ramasamy. T. (2003). Prin cip les oj'Mill1l/gemeu/ (Slh ed.). Mumbia: Himaly" Publishing 
House. 

Rao. P. Suhba and VS.P. Rao (2000) . Persollllel filllllall Resource Managemellt. Delhi: 
Konank Puhlishers P'd Lid. 

Reid. Margera le A. and HatTI' BJrri ngton (1997). Tra illillg IlItervell/ioll .l'.· IHallagillg 
ElI1plo)'ee Del'e/oplllent. London: Institulc of Personnel anel Deve lopmcnt. 

Roth we ll , Williams .I . and H.e. Kazanas (1998). Mllsterillg Ift e Inslmctiollill Desigll 
Process: A systematic Approach . San Francisco: Jossey- Bass Publishers. 

Rl.ldrabasavaraj , M.N. (1979). Dynllmic Personnel A dministration : Mlluagemellt ol 
Human Resource.1 (2nd ed. ). Bombay: Himalayan Publi shers. 

Rue, Lesli e W. and Lo lyd I . 13 )':lrs (11)<)2). Mall ll/:clllellt: Skills alld A{I{JliCil fion (Olh cd.) 
Homewood. ! !win. 

Saiyaelain Mirza S. l j 99()). HlIl11l1n Resource j'dallllgell1ellt. New Delh i: Tata McG raw­
Hill Publi shing Cc1ll1P:1n1 Ltd. 

Sclwrt ncrhorll . .Iholl R. (1993). :Ht/ lll/ge/ll ellt for Producillg (41h eel.). New York: .I ohn 
Wiley and Sons Inc. 

Silbenn,!n. i\,kl l! <)l) (! j . . ·!crit ·e tr,lilling : .,1 Book of' 'fee-h II ill Ill' I', J)esigll .\·, CIISI' 1:~ \'IIlIlllh'. 

{[Ilrl Tll)S . J'JC\\ Yl.)rk: Lc.\ingll!ll Uooks. 



Si mon Woldcmccacl (I t)t)O) "lk nlOgraphy and nwn power planning" I'l'IIceeding.1 oj til e 
Semillar 0 11 Manpower DeVelopment Jor JndustlY. Addis Ababa: Add is Ababa 
University- Ministry of Industry Cooperation Programmer pp. I-34 (unpublished) 

SNN PREB (2006). Education Sector A nnual Pelfo rmance Report (Un published) . 

SNN PREB (2006). Education Sector S trategic Plall (Unpu bli shed). 

SNN PR FR (200(,). Per.wnlle! Slntislics: 1999 Etll iopilnl Fiscal I'eal' (Unpublished). 

SNNPRSC (191)5). Consti!utioll o/So utilem Natioll s, Nationalities alld Peoples Regioll al 
State. Add is Ababa: Brihanena Selam Printing Press. 

Stoner, James A.F. and R. Edward Freeman (1998). Mallagelllent (6 111 cd). New Delhi : 
Prentice Hall of Indi a Pvt. Ltd. 

Storey, .I and K. Session (1993). Mallagillg Hllmall Resource and Jndustrial Reiation.l . 
London: Biddless Ltd . 

TGE (1992). "A Proclamation to Provide fo r the Establishment of Nat ional/ Regional Sell~ 
Governments" . Negarit Gazeta. Proc lamation No 711992. Add is Ababa: Berhancna 
Selam Print ing Press. 

TGE (1994). Edncation allli 7i'aillillg Policy. Addis Ababa: St. George Pri nting Press: . 

Tracey. Will iam R. ( 1984). Designing Traill illg all d Developlllell t Systems. cw Ymk: 
/\.ll1acom. 

Turel !. M. (1980). Training A llalJ'si.\·: A Gllide to Recogll izillg Trailling Needs. 1.(lIlelon: 
Pitman Press. 

Werther, W. B. et al (1985). Calladian Persollll el Managemellt alld Hllmall Resources 
(2 nd ed.). New York: McGraw- Hill s Ryerson Ltd. 

Wills, Mike (I 993 )./vJallagillg ti, e Trailling Process: Plllling til e Basics ill to Practice. 
London: McGraw- Hili Book Company. 

120 



APPENDIX -A 

Addis Ababa University 

School of Graduate Studies 

College o f Education 

Department of Educational Planning and Management 

This questionnaire is designed to assess the practices of human resource 

training and development (delivered to employees who work in the offices) 

in the edu cation sector of SNNPRS . 

Questionnaire to be Filled by Education Officials and Employees 

/ Experts/ 

The objective of the study is purely academic and hence the 

questionnaire is prepared to secure relevan t data to the study which is 

believed to come up with valuable recomm endation for problems 

observed (if a ny). Therefo re, your valuable support in responding to the 

question s ra ised is of a paramoun t importance to the su ccess of the 

s tudy. Thu s, you are kindly requested to complete the qu estionnaire 

carefully as your genuine, frank and timely response is vital for the 

success of the stu dy. 

N.B. 1. There is no need to write your name . 

2 . Please indicted your answer by putting "'/" in the table. 

3 . Open-ended qu estions are given in writing on the space provided, if 

the space is n ot su fficient, please use the back of the paper. 

4 . The questionnaire only d irected towards the training and 

developm en t program delivered to employees and officials wh o 

wor k in the offices of SNNPRS education sector (REB, ZED, 

WEO a n d TAEO). 

Than k you in advance for your co-operation for fi ll ing and returning this 

questionnaire . 



Section- I 

I. Background Information of the Respondents 

1. Sex A. Male D B. Female 

2. Age 

3. Qualification 

A. TIl 

B. Diploma 

C. BA/BSC 

D. MA/MSC 

E. PHD 

A. 18-25 years D 

C. 31-35 years D 

E. 41-45 years D 

F. Above 50 years D 

D 
D 
D 
D 

D 

B. 26-30 years 

D. 36-40 years 

F. 46-50 years 

F. If other specify _______ _ 

4. Your field of specialization 

A. Management D B. Economics D 

C. Educational planning and managementD 

D 
D 

D 

D 

D. Please, specify if any other ______________ _ 

5 . Name of your organization 

A. Regional Education Bureau 

B. Zone Educa tion Department 

C. Woreda Education office 

A. Office head D B. Department head D 
6. Current position 

C. Team leader D D. Expert E. If other please specify _____ _ 

7 . Service year in the present position 

A. 1-5 years 

C. 11 - 16 years 

8 . Total service year 

A. 1-5 years 

C . 11 - 16 years 

D 

o 

o 
o 

B. 6-10 years 

D. Above 16 years 

B. 6-10 years 

D. Above 16 years 

o 
o 

o 
D 

, 

I 



Section II 

Questionnaire in Relation to the Basic Questions 

Part I General Information Regarding Training and 

Development Programs Conducted Since 1995 E.C. 

1. Did your office provide short-term traini ng or development programs 

for its employees and managers s ince 1995 E.C? 

A. Yes D 

B. NoD 

2. Did you office provide long term training programs for its employees 

and managers 

A. Yes D 

B. No D 

3. Did you attend any shot or long term training and development 

programs provided in the education sector? 

A. Yes D 

B.No D 

4. If your answer for item 3 is "Yes" who organized or designed them? 

A. REB D 
B. ZED D 

C. WEo D 

D. MOE D 

E. RCBB D 
F. ZCBD D 

O. WCBO D 

H. MCB D 

I. OTHERS D 

5 . What kinds of program you hare attended since 1995 E. C? 

A. Educational study tour abroad D 

B. Educational study four to other offices D 



C. Attending distance education through corresponden ce n 
D. Attending formal education in higher institutes 0 

E. Attending formal education abroad / scholarship/ 

M. A /MSC/M .ED 0 

B.A /B .SC /B.ED 0 
F. Short term seminars , workshops and conferences 

6. What were the contents (topics) of the tra ining and development 

programs given since 1995 E.C.? 

a . Leadership 0 

b. Human resource management 0 

c. Material management 0 

d. Change management 0 

e. Result oriented performance appraisal 0 

f. Business process reengineering 0 

g. Service delivery 0 

h. Computer training 0 

i. Infonnation technology 0 

j . Supervision 0 

k. Civics and Ethical education 0 

I. Special needs education 0 

m. Curriculum development 0 

n. Educational research 0 

o. Gender and HIV / AIDS education 0 

p . Decentralization of administration 0 

q. Planning 0 

r. Teachers development 0 



s. Reforms on the quality of education D 

t. Text book management D 

u. Adult education D 

7. Did the programs you have attended directly related to your job? 

A. Yes D 

B. No D 

8. If you have attended and completed either formal education or 

distance education or scholarship, did you get the proper placement 

and benefits? 

A. Yes D 
B. No D 

9 . If your a nswer for question 7 is "No" what is the reason? 

10. Does the strategic plan of your office incorporated employees training 

and development? 

A. Yes D 
B. No D 

Part II: Training and Development Needs Assessment Practices 

Please indicate your answer to the following statements by putting 

""/" among the options 

1. ; NT ; Never True 

2. ; RT; Rarely True 

3. ; ST/SN ; Sometime True/Sometimes Not 

4 . ; UT ; Usually True 

S. ; AT ; Always True 



No Question item AT (5) UT (4) ST/SN(3) RT (2) NT 

Human Resource Training and I 
I Developme nt Needs Assessment I I 

I I i I 
Practices I I 

I My office conducted human resource 

training and development needs 

assessm en t sin ce 1995 E .C. 

2 Each individual in th e office identified 

his / her own training and developm en t 

n eeds. 

3 Immediate supervIsors identified 

training and development needs of 

each individual 

4 The training department/ coordinator / 

officer identified training and 

developmen t needs of individuals and 

the office. 
-

5 Top-level managers determined 

training and development needs of 

individuals and th e office . 

6 Training and development needs had 

been identified through analysis of the 

cultu re, structure , plan, objectives etc . 

of the organization 

7 Training and development needs had 
been identified through analysis of the 
tasks /job perfo rmance by each job 
holder. 

8 Training and development needs had 
been identified through analysis of the 
lmowledge , skills , attitu des , etc. , of 
each individual/person 



No Question item AT (5) UT (4) STjSN (3) RT (2) NT 

9 My office used conducting group 

discussion as a mechanism to gather 

information in conducting training and 

development n eeds assessment.(TDNA) 

10 Observing how individuals are 

performing their tasks as a mechanism 

to gather information 111 conducting 

TDNA 

11 Conducting survey as a mechanism to 

gather information in conducting TDNA 

12 Reviewing performance as a 

mechanism to gather information in 

conducting TDNA 

13 Interviews with su pervisors and 

employees as a mechanism to gather 

information in conducting TDNA 

14 My office considered the availability of 

training facilities in prioritizing needs . 
15 My office considered the availability of 

training institutions 111 priori tizing 

needs 

16 My office considered the availability of 

budget in prioritizing n eeds 

17 My office considered the availability of 

trainers in prioritizing needs 

18 My office considered th e trainees ' 
capability and level of motivation 111 

prioritizing needs 
19 My office considered the importance 

and urgency of the n eed in p rioritizing 
needs 

20 My office considered the cost 
effectiveness of the organization ll1 

prioritizing n eeds 



Part III Objectives and Focuses of Tra ining and Development 
Programs; s elec t ion of t rainee s , traine rs and contents ; delivery 
methods; and the practice o f evaluating training and development 
p r ogra ms 

Please, indicate your answer to th e following statements by putting "/ " 
among the options, represented by 

1. ; SDA ; Strongly Disagree 

2 . ; DA ; Disagree 

3. ; UD ; Undecided 

4 . ; A ; Agree 

5 . ; SA ; Strongly Agree 
No Objectives and Focuse s o f T raining a nd Developme nt SA A UD DA 

Programs (5) (4) (3) (2 ) 
I My office prepared training and development program plans 

for its non-supervisory employees and managers since 1995 
E.C. 

2 The training and development objectives had been set before 
preparing and implementing the program. 

3 The objectives of the t raining and development programs 
were clea rly and precisely indicate the expected outco mes. 

4 The main focus of the program was to introduce new 
methods, procedures, etc ... to employees and managers 

5 The main focus of the programs was to improve performance 
of department heads and team leaders 

6 The main focus of the programs was to build the capability 
and potentials of managers (department heads, team leaders, 
section heads, etc 

7 The main foc u s of the program was to improve job 
performance of non-supervisory employees 

Selection of Trainees 

8 My office has clear and transparent training and 
development selection criteria for selecting individ u al trainee 

9 The selection criteria were well communicated to all members 
of my office. 

SDA 
---" . , 

(1) 



10 In my office training and development opportunities are 
usually offered to individuals as incentives 

11 In my office training and development opportunities were 
usually offered to appropriate individuals by considering 
organizational goals 

12 In my office training and development opportunities are 
usually offered to ind ividuals who have good personal 
relationship with their immediate supervisors 

13 In my office training and development opportunities were 
usually offered to individuals who have good personal 
relationship with the top-level managers 

Selection of Trainers 

14 My office has clear, convincing and transparent criteria for 
selecting trainers . 

15 In my office the selection criteria were well communicated to 
the candidates. 

16 Trainers were selected after applying a nd competing with 
others. 

17 Trainers were selected on the good will of top level managers. 
18 Trainers were selected through their personal relationships : 

with the training and development managers . 

Selection of Contents 

19 Trainees through their representatives participated in the 
selection of the contents of the training programs. 

20 The office (training coordinators) selected the content of the 
training programs. 

21 The trainers selected the content of the training programs. 
Training and Development Delivery Methods 

22 My office conducted orientation/induction/ programs to new 
employees and existing employees who hold new positions 
towards their iob. 

23 My office arranged/ prepared formal orientation programs to 
new employees and existing employees with their immediate 
supervisors and other members of the office . 

24 My office used classroom lectures as a method of orientation 
to new employees and existing employees who hold new 

I 
positions. 



25 My office used written directives as a method of orientation to 
new employees a nd existing employees "vho hold new 
positions. 

26 My office used sending individuals to s imila r institutions as a 
method of orientation to new employees. 

27 In my office supervisors and/or senior persons in each 
section are cooperative in giving work guides on challenging 

jobs. 
28 In my office supervisors and/ or senior persons in each 

section are cooperative in giving work guides on challenging 
jobs because it is our institutional culture and norm 

29 In my office supervisors and / or senior persons in each 
section are cooperative in giving work guides on cha llenging 
jobs because of their good personality 

30 In my office the management gave much attention to 
manpower training to improve poor performance of 
emplo}'ees 

31 Scholarship abroad is used in my office as off - the - job 
training and development technique. 

32 In-service program is used in my office as on the off-the-job 
training and development technique. 

33 Learning in higher education institution is used in my office 
as on the off-the-job training and development technique. 

34 Coaching technique of on-the-job training and development 
is most often applicable in my office. 

35 Mentoring technique of on-the-job training and development 
is most often applicable in my office . 

36 J ob rotation technique of on-the-job training and 
development is most often applicable in my office. 

37 Sharing ideas among employees is a technique of on-the-job 
training and development which is most often applicable in 
my office. 

38 In the training and development progra m, which I had 
attended, case study method was used 

39 In the training and development program, which I had 
attended Lectures method was used during the programs. 

40 In the training and development program, which I had 
attended management games method was used . 

, 

I 



41 In the training a nd development program, which I had 
attended ro le playing method was used. 

42 In the management training and development program, 
which I had attended confere nce method of train ing method 
was used. 

43 In the management t raining and development program , 
which I had attended computer based method was used 
during th e progra m s 

44 The delivery methods of training and development used were 
convenien t. 

Evaluating Human Resource Training and Development 
Programs 

45 My office kept records of all tra ining and development 
programs. 

46 My office evaluated the training and development programs. 
47 My office evalu ated the training and developmen t programs 

after the training program. 

48 My office evaluate the training and development programs 
during the t ra ining programs. 

49 My office evaluate the t ra ining and development programs at 
the beginn ing of the tra ining programs. 

50 My office has a formal assessment forma t to collect feedbacks 
from individua l after the main program is completed. 

51 In my office each departmen t / section or team / conduct 
discussions with individuals after h aving completed a 
training program . 

52 In my office training and development programs of the office 
are evaluated in terms of reaction changes. 

53 In my offi ce training and development programs of the office 
a re evaluated in terms of changes in work behavior . 

54 In my office training and development progra ms of the office 
are evaluated to prove achievements of lea rnin g objectives. 

55 My office h ave a scheme by which the ou tcome or the effects 
of t raining and development progra m is evaluated. 



IV. Major Problems/Constraints for Preparing and Implementing Human rcsoul'ce 

Training and Development Programs 

Indicate your response by ticking the "v"" mark in the box, it is possible to choose more 

than one option. 

I. What were the major problems/constraints for preparing and implementing TDP? 

No Item 

I Lack of adequate budget 0 
2 Absence of transparent and clear short-term training and 0 

development directives (guidelines) 
3 Absence of transparent and clear long-term training and 0 

development directives to upgrade individuals 
4 Low attention paid by top level management towards the 0 

importance of upgrad ing individual employees through long-
term training 

5 Att itude of managers towards the importance of professional 0 
development of non-teacher employees 

6 Lack of attention towards the importance of 0 
induction/orientation programs to new recruits and new 
position holders 

7 Low attention paid to the importance of on· the-job training 0 
other than short-term off-the-job training. 

8 Absence of technical and managerial capability in 0 
conducting trainin~ and development programs 

9 Absence of refresher training and development courses 0 
10 Absence of training and development needs assessment 0 

practices 

·11. If any other, please specify _ ________________ _ 



2. What were the problems observed during training and development 

programs in SNNPRS Education Sector? 

No 
Item 

I Low attenti on paid by top-level management 0 
2 Lack of adequate budget 0 
3 Shortage of qualified trainers 0 
4 Allocation of insufficient time for trainings 0 
5 Inadequate preparation 0 
6 Absence of traini ng and development inst itutes 0 
7 Inadequacy or absence of training and development needs assessment 0 
8 Shortages (lack) of training facilities 0 
9 Inadequacy of development courses 0 
10 Inadequacy of professional courses 0 
II Lack of technical and managerial capabi li ty in conducting training and 0 

development programs 
12 Problems of keeping records of all training and development programs 0 
13 Keeping training programs secretive 0 
14 Absence of evaluation of training programs 0 
IS Absence of evaluation of deve lopment programs 0 
16 Shortage of trainings of trainers of development programs· 0 
17 Lack of participatory approach in designing training programs 0 
18 Absence of planning long-term training programs 0 
19 Selection of inappropriate trainees IJ 
20 Se lection of inappropriate faci liti es 0 
21 Delay of calls for training 0 
22 Imbalance between payments and current costs 0 
23 Irrelevance of contents 0 
24 Repetition of the same program 0 
25 Shortage oftrainillg materials. 0 

26. If any others, please specify __________________ _ 

4.3 What are your recommendations to solve the problems regardin g to HRTD 

practices in the sector? ______ ~ ________________ _ 
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4 ~,Ii(. . " 1.m·'} I'li tI (Jl <; <; Vliti'?U '?,}fJ;I' I'li tI (Jl <; <J:. ,, 'IY} 
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/')"6,c; l'aD/O.":'} I'li tim <; <J:." ,~ :,. .eM'tI: : 
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Ol7D/O.'/; (D·Il'l' 7, 'OI/ ~'Ol " } 7J~ I'll (,I (Il <; o.~·fl"l /1.,-:./.",' 

(,Ilt· 7,/..7.7.9" I'\I'\ :f:Ol· il '}.~ O?OL;J-;J: ,ef'lfllt\.:: 

OlIU/O,' /; OlNl' 7,'0I/",'Ol''} 7.1~ I'll (,I m<; o.~·fl":·I · I' lTD/o"/' '} 

"J·O 0"'l7<; 11·0 ,e f'l f1lt\ . :: 
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12 0l7D/0.·/; Ol·fl'f' ~,·wF;· oj-'} 7.1~ I'flAme; o.'t:tl o.j- MCO 

h tl.J\:j"· 07 /'.:n:~· 1l;"CO :>"~71:r!M:J' 71'·)"- ;JC "rCr 

1''1 A "IT·i··,:/, "";"01' .efl"ltl·: : 

13 Oon!o. -/; OlNI' ~,·O,g·Ol··} 'L It (' fl Ame; M:tl .. ·j· 1l00l/0.." 

I'M.e ~,aD(.·C ;JC 'f'er '1'f'i·', ·i· ""r(l)' .e fl ' I] tl· : : 

{' Mtvrr'r'r noot-l'l' 

14 uo/o,-, .. '1M. I'lf ',c; ·'-" ''1 .e ·d· J' tl(l)' 1'~, flA"rt"" 1 ' 

l7DaoAl7D.e aoflt.C+ ~,tl (l)· 

15 I' MIA " 1"," .j.'} aoont\. ao J-' aoflt.C·/' "'01,'1,'16 ~, flA"l",":r· 

~, VtJ'(I)"'::" .eg.L;JA:: 

16 Ol7D/o.;)' ,j"} (I)·fl'f' flAm'l I""l. flm· Ml A "1~" '1-

1'°·I.onLm·"' · ~, 01lAh'NIl.c; "-Ol,v,g:L(I) ' '/ 0)- : : 

17 ~,flA"F." ·l · Oon/o.;)"V} 1'0" ,e ~,ao(.- C O'J t.:J'.~· .e ao L "ltl· 

18 MIA"F,",j· 11l7D/O.;)- :V} I'flAm'l h<);A :>" ~/'l tl uo . .I' ;JC 

'1" 'f(l)' '1 '} "i' ',·i· I ", L 0.;1' ,eonL"ltl ·:: 

{'{tAm'l .eH'''' oolfTJ 

19 flA"l"n· O'hll~I("f 'I- Ol' Oh 'A I'flAm~· (I)·'} .en1-

,eaoC"ltl ·: : 

20 O.C(I)· «('flAm'l h<);fl·) I'flAm'l(l)''} .e ll ·l· .euoC"lA: : 

21 MIA"F,"'j' I'fl Am'lOl"} ,en·/· ,eunC"ltl·: : 

{'(tAm'l MfTJ'l' H,('.,,91~ 

22 UD/o../; ~"v"fl M"/'rI1<;' IP(."""."-)-'l ~1·"r·(til an,~n:, ' ".e 

M ·aog.O· IP(.-"'~"' :)"- h{l(..01 · ;JC ~,'},v, .• ,. 'I' 0)</: flAm'} 

,en'I]A : : 

23 ~" v,.V,.fl u, (." ""," ,j' (1.'/'{11 <;. fl(.·,F ... ·j·'} 11'I'CO :>"6,71~-:"0l' 

h~,m:J'".e I' ao/o.·" ~, '1,,:/- ~, '},v,." ·'1'01", I' :/-(1)'(1) ' ;" 

TC'~&;9U .e~ 'I.,v,A :: 

24 ao/o.-I; Oh'i:A (I)·fl'f' fl Am'l (fl.h"·C aofl m'/-) IH',,'} ~, P"fl 

'''''' ''16 fl (.-' ,-;; .... , j'. '} ~"v,.fl l7D,~'0 ",e 1', ,-uo,~O· ', '1C 

(1 (.. " . 't,":r- '} t'lIl fl(. ·:,'01· tl°'] fl ·,-'1'(1);" .em",yuO;l ·A: : 

25 uo/o.,t 1'7.0'<); UDUO 6J' 71 :7-'} 1''''1 M '" tl <); 11 .1' .. '} ~, P"fl 

"-"'''16 (1(.+ ";C' :j'. ' }e; M'..t'l aug,·n ".e 1',,·uo,\'.O· ','1C 

1P(. .. ,.,. .... :r.} M fl (.·"' 01· fl "'l fl·,· 'I' 01;" .em·" YU O;l·A: : 

26 ao/O,' /; '1M M"} Olg. ·' ·aoM .e UD/o.' l~ :r- !,uo"h Il.e,;} 

~, P"fl 1"""16 U.J t, . . , -'tf. :,. ~ic;' ~, .V,.fl ao,~'O ",e 1" ' ·ao,~O· ', '1C 

u, (.-"-~ ... :)'. '} M fl(.·:" 01· fl"'] fl ,'-'(' m;" .em0f>9uO;l··A: : 
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27 noo/n,-I: nfVI'})',. h<}:t. (lhYI' ftl · r;"c·n ~,M\') ' (lJ.e9" 

'/flC 1'1 t..,Fi"·j'· tlMl 'f ;Je. (It· 91:)~ rMt.·C uouoc',e 

tl un (l m :1' ·1·fI'lt91··r e;:r'(Jl': : 

28 nuDTfh-L- nr}·p,-})',· h<}:t. (JlN], ,l'tl· Nc·n ) <'1&,91,)' 

(Jl.e?" '/flC 1'1 t., '1' 7," :r' MI(l :r' ;Jt (It.·91:r rM6-C uuuot,l' 

tl uo (l m''!' ·I·flfl t rlf'l"/' .eu rUD/fh'/: flUt. c,' t.?",'l: 

nuolf'/· 'f(f). 

29 noo/n,-/: n,n.p,,})',. h<}:t. (Jl.(l'1' .l'tl· Ncn ) <'1':'91 '·), 

(Jl.e?" '/fl C I'It" I' 7;,·:r M,(l :/';Jt (I t· 91·-j'- rMt·C uuuot.l' 

tl dO (l m ''!' ' I' r)'l t rlf '/ ,,'!, ' 1' <;. 1'1 '/ 9""lflC M<'I :f(Jl· ', m-

30 noo/n,-L- (JlNI' ~,oot..<;. MIt. me; e; ~, ;"9° '?'}fI;:I' n,t 

.'r /1, I'. -I' 1'0'1. 1'1 rn(Jl' 1'1'16- -I' 7;' ',r '} 11 ;" '1' ",' r(lt, ~1Ii. ~fJ9" 

N"7~·tit. '/(Jl' :: 

31 oo/fh'l: ·r' 9"UC·J·'} n(Jl'6J," ~,1C uDh.1't.\ '} II ,},'l. 11M· (Jl.6j;>-

I' (l t.\ rn C; Il.e" ,e n1'l'?"n;:l·t.\: : 

32 uo7fh-/: +11;:1' ;:I' .e -1'9"UCY} II ,},'l. Mt.· (I ;:I' (Jl."!.', 

I' (l t.\ rn C; 11,1'., ,ern'I'?"n;:l't.\:: 

33 u DTfh-L' nl1ij: ' I '~' +?"UC-" uul1 ;J"/' t.\ '} II '}.\', hfl6- (1;:1' 

(Jl.6j]' I' (l t.\ rn 'J' It!!., ,en1'l'9"n ;:l' t.\ : : 

34 oo/fh-L- n'I'c·n Moll :r/ 1'1'1' Cil ,e lie' .j' I' "'L,\', I'. '? '} r(lt.· <'I.e 

h:H,t.\ '} II'}.\', (I t. . (1 .1' <'I,e I' (l t.\ rn e; e; I' ~,;/'9" ,?'}r);J' 11 .(>" 

.e m-I'?" n;:l ' t.\ : : 

35 oo/fh-L- flt\ .\',t.(lT .\',. ;Jij: l,r·l,g.t.1 M· uD"'JC,} 

( Ull tl "'I uO .\',. '}) II '}.\', (It.- (I ;:I- <'I .e I' (l t.\ rn C; C; I' ~,;"9" ,?'}fI;:I-

11,1'., .em 'I'9"n ;:l' t\: : 

36 oo7 fh-l: (It·91Y} "'16. t-t. ", /r(l(.-. OO.\',·n "'J-I',erC'}! II '}.\', 

M · (I ;:I- <'I,e I' (l t.\ rn <; <; rf':"?" '?'}fI;:I . lte., ~, ·n"~:(lJ-'} 1l~ 

,em-I'9"n;:l-t.\: : 

37 Il(t t.--,c;j',,, .j. ;JC v<'l·n'} au 1\ lp mil' II '}.\', n(lt· (I ;:I' <'I,e 

I' (l t.\ m e; (It.\ :I"} ~,'01I';'(Jl· -} ?J~ ,em'I'?"n;:l't.\ : : 

38 II'b n-r- '1& . I,\/l"l' (l t.\ m e; e; r~""9" '?,}fI;:I' TC''?t-?" 

1"1'.\',1'.1' ·I ·'?flt.-:'- '} (Case Study) I' "'I l' e; :" 11,1'., '} 

,em -I,O?tl·: : 

39 7\'1" n ,/. ~16.t.\h·n .,- I' (l t.\ rn e; c,' I' ~,;" ?" ,?'}r);:I- TC"?t·?" 

rh<}:t.\ (JlNI' 1tl~ (Lecture) II.I'",} ,ern-I''''ltl· : : 

40 7\'b n'l- ~1 6. t.\11 "1· (l t.\ rn e; c,' r~""?" '?,}'l;:l- TC''?t,?'' 

~,oo{rC ID.'I' ;:I ' (Managem en t Game) Il.e" '} . . ern 'I''''ltl· 
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41 ~lll:. n·/, 'l ,I. t.I h·n 'J' fl t.I rn <j <j I'~, '/'?" "n'l;J' TC?':,9" UOL'i 

(,f,l,'p;J' (Role Play) II~/l ,e,rn'/"" ItI· 

42 7, I,. n-/·'lt..t.I h''l'l'cD' I'flt.l m'i'i I' ~1'I'9" '7'}'l;J' TC'"]':"I"')' 

11 '1t..Ofl (w',eg/ /') I'flt.lrn'i IIP./ l ,ern·/' '''ItI·:: 

43 7, I,. n-I''lt..t.I h·'l :/·w, I' fl t.I m 'i'i I' ~,'/'9" "l'}'l;J' TC"?':·?"')' 

!'?"Tw" I'C'1 onOl.:/' Yfl.t.7 I'flt.lm'i Il.e",} ,ern'/''''! fl· :: 

44 "'b n'/' 'I t.. t.lll·W/·W· flt.lm'i 'i I'~, '/'9" '?,)'l;l' TC'"]lr'ln.j'-

I'flt.lrn'i ~,f'lnYl' lI)'.,fD:j'- 'J' fl UO! 0'1, ',n ~r:: 

roro- -)f.(;\ {)(;\mlJlJ nT9" "J'}C);t- ooC'! 

"J 'n c / T r: "J tr 9" "J9"7CPf 

45 007n,-1: M'lu·'} I'-/-f'lrn" "'} I' fl t.I rn 'i 'i I' ~,.,, ?" "]'}f];I' 

onC'! '?·nC':UTC"?,:,'/n··f'}/ ana: ~,m<j;/'C' ,el;l,t.l 

46 un/n, 'I: l'f'lnF/' W" } I' fl t.I rn 'i 'i I'~, '/'9" "]'I 'l;!' UDC'! "]·nC'·)· 

I' uD7?"7?" t.I?" .e.' MI(/l' 

47 u07n,·1; flt.lm<;(/l· t'L:e:anC "]9"7°'! f'~I'L,"t.I 

48 O1'Tn,-L' flt.lrn'i(/l· nUD'l 'I, .e.· ",e M'fl "]?"7°'J J''l'I,P,t.I 

49 u07n, -1; flt.lrn'i(/l· IH'rn'i '/" /' n1." "]9"7" 7 Y'l'L,"t.I 

50 an/n,-I; fl t.I rn c,' W . h '/'rn 'i '1" /' n?" M '/' J'I'-r·:vI h7,n,P,'}p,· 

flt.lnh'i ~,f'lt.lnh I''''J,f'lM·nn:!· I'M '/' ,f' I' :/' anf'l·nf'lflS ;/'7.' 

~,fl(/l·:: 

51 flt.lm'i (/l. h '/' rn c,' '1"/' n?" 7,.n,'l,}p'. ... .;T C -,' an 'l'/' O),e?" 

n·.e.··) Ilfl t.I rn 'i W· '/'1" ;1 ' 6., ,:JC flh;l"I' fl(/l' flt.l rn'i (/l ',e,e:,' 

J''l'L·''t.I: : 

52 nu07n,-/; I' fl t.I rn 'i 'i 7~,;/'?" "] -}'l /1 TC:'?':.£I"·j· 

l''''I.7OD7UD':/' hMh·/' fl "J, I'?",,'(j '/"?'lC fl(/l·'\' ~, '}QC 

',(/l' 

53 nu07n,-/: I'flt.l rn r.7~, '/'9" '?,}'l/1 TC'"] ':.£I"T 1''''1.7 UD 7 un. -I' 

11Mh-/' fl· :/· I'fl':· 'lut fl(/l·')' ~,'}y'C 'I(D': : 

54 nan/n,-I; I'flt.lrn'i /~""9" '?1'l ;1'/ T C'"] ':.£1" .)~ 1''''1.7un7un .. /· 

I' flt.lrn'i 0)'/1' :/' 9"UC'/: q""'JfD··f un 1'\ 'l ;!':I'(/l' '} fl "'! t. ,:J'J '\' 

', (u·: : 

55 ullfltJ' n,'I: I'flt.lm'i fDY}'i I' ~I'I'9" '?-IIl;.!· TC'"]t..£/"YI 

(/l ·rn.·i· (/l.e?" ./. Y" 7,';' 1'00 79"79" tJ.'t'.e.'1t.1?".e.'/ ~,fl(/l· 
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tl'i:A I,&-,h nom- 'PY.>A (J Am')') ,,:"9" '?,}fJ;J' 11-6;' l ;J(JlUO- +"JC::}: 

h ll.U fl ;J' :)"- n '",:: fl + 'PY":9":)"- 9"1\'{j «,/» 9"1.\)-] :/' nO'l.~:I. "1 g."1 nY,. hld.I': nl\,f', 

u o9u l.'P .e ;":I\I.\ :: 

4.1 flao/ fl .·) ·JP I' {J A mC, C, 1' I, :"9u '71fJ;J' T C"7(.,tI"'} n<fl]U, ·f.'f· C, 1'1 ao{J(Il ') ' 

,r'man' :)"- '?L:"')"- 9" '}9" '} ei;rm ,'! 
-- --- - -- -

' /' ..,: 1\ Ol/(~ .r.lil:·i· 

1 1'\{Jt\m'1 (D' n't: I'tf'/ fl ;~ '/' .pn uo(;'C 0 
2 "1/:\ '1\'C; 11{J·/,o,/o7'\ I'tf'/ I' ~1 61~, "}!. C 7,/1 , I' (J to m e; c; I' ~""9" "J'ilJ :) , 0 au ao [. f/ {p :, . . ettuo (;'C 

3 <II t.\ <A' C; ~,{J ' /' "'J '''1'', I'tf"/ I' a9" 7./1. I' (Jt\ rn S"i I'll ;/'9" "1')'1 ;) ' {/U (/ II ( . ,<' 
r -, 

I -.-pau (;'C 
TC"II. -'I" ':( 

------~- j 
4 v' 1.,./ .'(," :,,'} nU:'9" '1. /1 , {Jt\rn 'j (1IJ t) Y. <II .l'nm· 1I1" ,(1IJ.;J "j : I 

Ynw, I'M>/'",' (,au,. :J ·h· I. ')· 
I 

'//;/'-1 ' ",' auU") 

5 h"-:" '",' {wo l.,<- a 0 9"lfC "It\tf'/· I"W'lfC'/' lJn ao,,l' {p O U',P I /? u .~"H· 0 
(I1't ,o'1,;)' ,l'nw, {,eTun ll l]'/ ' 1t'/>·,-~, o oU ... rj 

6 flauin," : {, .v,.{J n O 'I'"/'m" UJ/'-" " '(,":,'9\l tf'/ (l.P,.Ctil I'IV, aog.(l .)·') l'\ooJY, /I' 0 'I 1'\ ao· J' {p:)'. / U' 1.. ' " 7,0:)'. 1'{J(r ;JC :/-w'oH' (Jt\rn e; TC"?(r 9" l'\ au{Jm+ 
h·I. ·) · J'I'\<;'C 

7 h{, 61~, ·)·C MI. , (D ,"},,, {Jt\rn'i .e t\'/' MI. · "Ig, !Jt\ me; I""nmm' ,/,/1,( .. /' n ',H'·/,,;' (.fulJ"j 

'rr: uJ ' /u ·.j"- " fl OIJ )I'/-, J'.' {/ 1«'IT? I)\I~ 
- - -

8 I' !J t\ III 'j 'i {,<I'?" ''r}ll ;J' {dl·I ·.(~Y. I.·te U 
,n.1' :/' S'l'\ao<;'C 

9 t'l 0'7 {J I.\nn?" lf'l Il'I'9" nan?11}/' I' 00] J' {J ·r' (j. bet'll ,I' n a il ,;' e 0 
10 I' (J 1.\ m e,- e,' I' ~, " '9" '? ' jfJ;J' I'{JA m C; <;:1\ '/'I ' .I~ eI '" (,!,,;., ,) I:\l)ny: U 

yuo(;'C 

12, 1'1,1\ lin ,e'/ nY, ----------------------------------------------

4 ,2 n.~J.n/·n/;h/h/{/D/ 1':"9°vC ')' tl C'i: n"'e1(1l ' 1'{Jl.\mfjCi n+9" "l ' jfJ ;J' 

- ._- -------- 1-- -
" ' ,": ._! ._-- --------
1 nI6>/";' ),o n/.. <, \""1'1(11(1)' '/' 11'1.' /' '//:" '/" ;' fl lll" 'i i; I , --......J 

2 fJot: 0:<>: ./ • .el't tJu{;'r. U 
3 ·n:)" /· S'(jm' Iln t\ f1n J' l'\a"'~C 0 
4 1'\ !JI.\ (11 'i m· fl ,t: I'tf'/ 7.11, J'I'\@ao .~,n 0 
5 n,t: I' !J"/ 'II " j'fy: .. /. J' tJ°'J ,~. I. '1 0 
6 I' !J t\ (11 ' i 'i / \:/'9u ,? ' jIJ ;) , " '1: 0 'J'/ ' S' l'\ou';'C 0 
7 I' I~ t\ (11 ' j ' j I \-I'?U '?'}IJ ;J' "-:"1 '/'I ' .I~n'" ('I"j'/') nn ,/: 11 " /,;) ' (IJ J!./)\I I.. il,' till 0 

S'no'J tl'U!.: 
8 !J t\ (11 Ii '1 Mb."I7. I' tf'/ , '11 C' Y I'\@cry/H ' 0 
9 n,,: 1'1f'l· 1'/1"'9" '?,}IJ;J ' II C(o ')' .I' n@' ;' C 0 
10 n,c I' tf'/ , I' ail 'S' IIC(o')' S' l'\ ao';'C 0 
11 I' {J t\ (11 'j 9n U.J I/ r h-I'9ll '?'}cl ;J ' T e"1 I. ,(I" :" 'i t! 0l/tll/,S!: " :il'/. ~ I(f? ?" If ', ~ I ' 

{, !J '" ,v, .I.'. I.-'P. M+ J"'uu{;'C 
'----.J 
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12 l''''om''I' l'iI tI m e; e; r'1 <1'911 '71fJ;J' TC"U ·'I":V) 00 tJ{ 9" '} ~, m e; 'I' C' 0 
1'00)'1/ :""'1C 

13 l'iltlmC,'e; 1'~, '/ '9u '1')fJ;J ' TC"'1'I"Y) "'I,iI'l'tJI? "?J':L '1 (oo.l'.n'/' ) 0 
14 I'iltlm e; TC"7'1"'} ''19''1°'J y tl °'JIW"I'.· 0 
15 I' ~1'I'9u '71fJ;J ' TC"'1t-'I"Y) '19"1"? ytl°~'r]'I .. I'.· 0 
16 1'~,0tlflF."')' iltlme; TC''1 ;!''I''') ' O'l'L-I' 0 
17 ~,I'l;h~, I' tf'! iltlme;9"')") I'oo'/'Ll'.· iltI·/·/II.I'., J' tl on';'C 0 
18 I'LC>:'9" 7J~ iltlme;9"') J'tl°'Jo/'J': 0 
19 ' /'1n, J'tlLf '/' otlflFi" )''} (JI'9uL'l'/uoo otlontl/ 0 
20 '1' 1ft 'J'/' I'(VI'I'OJ ' '} 1'°'Jt'ltlm".' "·O,tl,'I;9":'· oo9uL'l' 0 
21 I'iltlme; 'l'69"')' lTo /l '1N' 0 
22 h'i:Y9" ')' hm'/"/: 'P ;J ;JC y tl lTO (JI) fIlm'} 0 
23 I'.e /I 'Y")' "'1ft ,1' tlonLf'} 0 
24 I'-/·ool'll'l .e. TC"'} t·'/" oj. .1'.' '1''l,/'''jj 0 
2S I'iltlme; "'HC,I'tl ,, ·j· ~,'l'L'I ' 0 

26, thtl" '·r !-ttl· ,e 7 tI 'I" -----------------------------------------------------------------------------
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APPENDIX - c 
Interview 

Interview Guide 

This interview guide is prepared to direct the interviews to be conducted 
with the human resource t ra ining development department/ section 
experts. 

The purpose of this guide is to help the interviewer a nd the interviewees 
to focu s the discussion on issu es related to the research questions . So 
that only relevant information will be gathered. 

Questions for the Interview 
1. Does your office conduct t raining a nd development programs? If so, is 

it based on need assessment? 

2 . What were the main sources of information in conducting HR tra ining 
a nd developmen t needs assessment? 

3. When did you conduct needs assessment with regards to the stage of 
training and development program? 

4 . What techniques does your office use for conducting training and 
development needs assessment? 

5. Does your office set objectives for HR training and development 
progra ms? 

6 . How does the process of set ting HR training a nd development 
program objectives done? Who are involved in setting objectives? 

7. How does the selection of content for a t ra ining program done? Do 
you sequence them before conducting to a tra ining program? How? 

8 . What criteria are there in selectin g appropriate t rain ers and trainees? 
Do you really apply the cr iteria? 



9 . Does your office conducted sufficient training and development 

programs regarding employee training and development? 

10. What methods of training and development do your office uses for 

conducting programs? 

11. What kinds of training and development programs are most 

frequently used? Why? 

12. What were the contents (topics) of the training and development 

programs offered since 1995 E.C.? 

13. Do you evaluate the training and development programs? How? 

14. What was the main purpose of evaluation of training and 

development programs for your office? 

15. Would you mention the major problems which affected the process 

of training and development programs in your office and in the 

education sector of SNNPRS (at regional, zonal and woreda level)? 

16. What is your suggestion or comment as a solution for the problems 

of human resource training and development programs in the 

education sector of SNNPRS (at regional, zonal and woreda level)? 



APPENDIX - D 

Sample Offi ces of the Study are presented below 

I. SNN PR EB s. Kemba ta Tcmbaro Zone 

2. Gedyo Zone KClllba!a Te illba ro ZE D 

Ged iyo ZED I<ecl icla Graill elia WEO 

Kochore WEO Kacha Sira WEO 

Wo nago WEO Angael '" WloO 

Virga Chefe WEO D'ti,bova WEO , -
Bul e WEO Durall1c TAEO 

Di lla TAEO 6. Sili! Zonc 

3. Sidal11a Zone Silti ZED 

Sida ll1a ZED Da locha WEO 

Shabedino WEO Sili! WEO 

Boricha WEO Tora WEO 

Dale WEO Wombc TAEO 

Dam WEO AzernCl WeO 

Yirgalem TA EO 7. Ama ro Special WEO 

4. Wolayita Zone 8. Alaba Spec ial Worecl a 

WQlayita ZED Ala ba WEO 

OanlC1i Gale wro i\ laba T,\ FO 

Soclo Zuria WEO 9. Burii Spccial \vU) 

Dan"" Woiyde ,V LU 

Kinclo Koisha WEO 

Boclit; TAEO 



Appendix-E 

Training Philosophy and Policies 

Education and Training Philoscphy and Policies 

1. We are committed to having a workforce prepared to meet current and 
future business objectives by providing our employees, at all levels, 
with appropriate education and training opportunities. 

2. We are committed to defining clearly the minimum training requirements 
which are related to the job holder's role, responsibilities, and needs, 
including Leadership Through Quality and customer satisfaction. 

3. All new employees will be oriented in the philosophy, ethics, values, 
principles, and business priorities of the company, including Total 
Quality Management and induction into their own organization, within 
three months of their employment. 

4. Employees will only take up new job assignments when they have 
completed the minimum level of training specified for that job. 

5. All newly hired or first-time people managers will successfully complete 
specified supervisory training within four months of appointment. 

6. Managers will successfully complete functional knowledge and skills 
training tc properly coach, inspect. and reinforce the work of their 
employees. 

Figure 1.5 An example of a training philosophy al1d policies ~ 

Source: Mike Wills (1993.' 7) 

( 



APPENDlX - F 

Some or the Findin gs of the Study 

The rrcqucnt ci"il scn icc rl't'".,n structural ;ldj ustl1lCllls (rc-struct\ll'c) pr;lcticl's in thc 

sec tor affccted most 01' thc cxpc'l'icnccd cmployces in shilling tP otill'l' position ljohs \\ ithi n 

the office or the scctor, 

It was lound that lew or Ihe cmployces didn't attencl tra ining or tkvclopll1cnt pr(\ !o!nl ll1' 

because 01' their personal probkllls anei due to thc coincidence or lield works and ur;;cn t 

routine works with the training prognlll1S, 

The capacity building orticcs organized the \,;U'!(lUS program s It)!' Ihc ,ector tIUl' to till' 

mcrging or the educ;llion sec tor structure ,,,ith capaci ty building, Thc)' domin;llcd thc ro le 

ul' thL' sc(\or ld'JicL's. 

The intervic\\ asserted that the number 01' short-term programs were I,:w and not alleqnntc' 

to participate majorit) ' or the c'll1ployccs to equip them with erlicicnt technical skil ls. 

T he current ciirL'ctioll ul"' the training Clnd dcvL,jopmell( programs \\:as mainly L'OnCClllrah...'d 

on such issues, Thc sccwr also paid attent ions or gentkr and I II V / 1\ IDS l'ducation, ,\bOllt 

98 ,8% ul' thc ol'licials and 94,4% or Ihc espe rts also rep li ed that the conlent s 01' thL' 

training programs hacl direct relationship ""ith thcirjobs, 

Cortccrningjob a;,siglltllCnl and utili/,;ttion ol'lraincd (educalional upgrndedJ incli, 'idnal s, It 

was FOl! nu tltal muong tl\(\sc "vll(I ,lliended and colltpletcd I(lrtmd c'dnc:llion silll'c' I ()() ~ 

[,C. thrce (42,9%) Oflilellt asserted th:lllhey didn'l ge t proper pos iti(ln and pl:lCetllCll t. ,\ 11 

attributccl it th;ll the vaca nt positions were helLlIIi thcir qualilication, rl'cruitl1lclltsijoh 

assignmcnt/ in their o!'lice<.; \\\!rc ]lL'r/()rmL'd through pcrsun.tI relationship~ and tn:tll<l g L'ri~d 

probkrns in <I~~igllill g till' ctiuc'llinn;d ll]l!;rac.iL'Li individu{d~ in the ri gh t po-,;ilioll. 

In the ~lral\.'gi<.: plans lh~_'!"c \\ cr;: tl :'11l11Cllll'1l1. \\ !licit descrihc", lu hlli1d Ihl ' C: lP;ll' il: p i 

cmplnYL'l':-;~ ill)\\l'YL'l". it \\.1" Ill)! ;--upportl'd h.' IIl( hudt'!l'l. 

rill' RIJ3 and thl' R( 'IH~ i.uld ptll;,;r l)rg'lJll/.i.llj~l1b <.k::,iglh:d J1l 0 :-. I Ill' till' l rd ill l:l~' .I ll' 

developmcnt pr\lgraIllS. Thesl' \)rgani/'(It lo1b conducted the prognlllls \.\ itlHIUI C()ll sh.lcrjil~ ' 

and eollccling the trul' needs or tilc sector, 

Majoritv or tltc sl1[\rt - IeI'm programs \\ere natillnally designcd and conductcd all", cr the 

country with similar pace <1\1(.1 lime 



COllcernin g l11L' \\a)'s :111([ lLTlmiqucs llsed h: \\hieh lrelining <lllL! dL'\clnplllL'1l1 Il ccdo..; \\tTL' 

icienli/ied, il was rUllll d Ihalnwj<lril) "I'lhe respondents con II rlllL'd L1HlI illdividual, did 1101 

idcntiry their ownlraining and delclopmel1lnccds, 

In the \ ~l["iull :-' SL-CIOr llf'licL':-. illlllh.::c.li'llL' sllpcr\'iSt)["s, 111L' ! 11(11) l.k·parlIllL'rll lInil ilL-iltl ... ,llld 

top-1L"\'L'1 Ill al l~ l gLT:-' didn't ilk'lnii": lhL' lr;lini!1g ;lIld dC\l'loplllClll 11L'L'i.L .... \)1' illdi\idl!;ti 

subordimlles!emploYL'es <lnd the I>lncc, 

'fhcrc was Ill) ~ldcqLlalc cfll)l'l madc in Cl)ndllcl illg ol"gani/,atiut1 , lask~,il)hs and 

person/ indi vidual analysis in the idcntilieatilln 01' Iraining and dCI'L' loplllenl needs 

asseSSlll cnt orthe orJicc an\1 the individua ls, 

With reoard to the meclHlnisllls 111' which >!iltherine in/(ll'lllation to assess mlining and o "'''' ... _ 

dcv('loPIllL'llt needs, it \\'f.1~ di sco\"LTc:d til<.H til L" practicL" PI' cuntiucting group disCllSsitl['l. 

observing hoI\' individuals arc peri'orming their tasks, uSing surlCY, rCIIL'wlng 

performance and inlnl iells Il ilh supc n' isors and non-s upervisor} employees rcmained <It 

Concernin g Ihe practice 01' conside ring the I'aclors by which nceds had bccn rriorili/cd, il 

lI'as I(Hlnd thai evcn though trdining and del elop ll1en t nL'Cds '\LTC not idenli liL'd ill :1 

systcllHlli e way, hased nn the data, thL' a\~lilabilit: , or tl"<lining !~lcilities, budget. tr:liIlLTS. 

the impcH'tanCl' and urgl'IlL'.' Pi' 1he nCL'ds (lnd tilL' cll~t-cnCL'li\'I..:n(;ss 0'" lhL' urguni/i.illt1n 

were co nsidcrcd as lilCtors, 

Even though, lllajorit" or IhL' "J'lie ials and cxpcrt s agreed nn the rrcci.'i ,) n and clarit) 01' 

training and cic\clopmL'nt ohjcCli\cs tl) indicate thc c.\pcclcd OlltCCHllL'S 01' thc progranls, 

the training L'XpCl'b cOllll11ented that clllflhasi s lias given 10 thc lllcthlldology and C<1illents 

rathe r than objeclil 'cs, 

It seellls that most or the L'Xputs could not ge l access on the I'ilriL' I" 01' IIl)rbll(lp" 

Moreo"cr. thc oJ'iieiab eS Jlceially Ihe heads nloSlly ;}IlL'llLkd Irainings c<lnduclcd nl IhL' 

sector. 

The seleelion (' rllLT la lIerc nu l IIcll conllllilnicaled to all mcm bc rs 01 ' IhL'll rL'SI)CCliIL 

oJ'ficcs ~lI1d {[,<linel"s . 



trainees slIch as selccting !l'\\ indi\'idlli.iI ~r1lpl\l)cl:s \\hc> h:lLi 110 dirl'c! C()llIi lCl \\ illl till' 

job. Sometimes trainer, \lcre' sdcelcti b\ the gouti \\ ill or tup-level nlanagcrs and throu~h 

thei r persullal rl'ldlinll sh ip \\ illl 1!'<'lil1ing ami lk\'ch)p!l1L.:Jli Jrl:llwgL'rs or Il:<lJrl ICCldL'I"~. 

Majority of' the respondcnb eonlirmcd th'lI trainecs and traincrs did nt't particirxne in thc 

selec tion or the cuntcnts. 

The lintiin~s also indicated th:.11 Illost ot' thc tillle' Cl rienl<llion \I ilh Ihcir inl1l1l:tii:nc 

supervisors Ite'arn kader, or dcpartmcnt hemlsl would be al-ranged. h'l\\c\cr. it h<ld nol 

bc~n arrangl'd with otlll:r 11lC1l111lTS nr till: pnicc. 

To a certa in ex tent ol'liee's used written direclivcs as a mL'lhod 01' "ricntation. In s,'rne 

of'fices 01' the sector job dcscriptions, ccrtain manuals and direct ivcs werc glvcn 1\, 11C\\ 

employees as a method ofurienl<ll ion. Ilowel'c r, it was not "idely uscd. 

The findin gs also rc\'calc-d that scnd ing ind ividuals to othcr simil ar iustitutes had rl()t 11L'en 

practi ced as a mcthod nt' orientation. 

Concerning the c lJ opcr~lli\,L'lh.'~S or individuals to gi\'l' \\'ork guides Oil chalknging johs. 

the findi ngs also rc\ 'c:lled that supcrvi sors or sen io r peoplc didu'l shO\\ Ihl'ir 

cooperati vcncss .S uch cooperati\'ene" was also determincd hy the good pl'l'sClnalit) \11' the 

Sll pcn' I SO l'S, 

The rindings oC the stud) a[:-\o indicated that manag1..'Jlll'llt ;11 tll1..' \aril)US k\cl:-\ did not 

gi vc III Llch altent ion to 11 lit 11 Pl)\ \ cr 1ra i n i ng to i mpro\'c pth)r pCl'r{)l'lllaIlC~ () [. 1..'111 r1oyc,,:s 

SO l1le worecias/zoncs used the donor agc:lCics (:-JC,Os) 10 prm ide in sen ice tr:lining I~'r 

their el1lployees. 

Few worcdas deliherately used leache'rs ' quota It,r oJ'fi ce' ell1pl ,'yecs. 

Those oJ'fiees lhat contacls with donor or had runciing organi/ation uscd tilc opportunity 

beller than OlhCl's. 

The informati on collected through dOCUl1l2nt :lIwhs is rc\'cakd thai Iheir oi'liccs 'pons(lred 

indiv idual s tn leal'll in highe'r e'tiucalion institutes when the) applied ,tikI' ha\'ing Iheir 

access to the colleges. Il o\\c\er. there \I·as no planning or it at all. 
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