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ABSTRACT 

The main purpose of this study was to assess the practices that have been carried out at 

Addis Ababa University in training and development of its administrative employees for 

the past jive years, and investigate fac tors constraining such programs. Descriptive 

research method was employed in this research. Questionnaire, interview and documents 

analysis were used as data collecting instruments. Data were collected Ji'om j 98 

randomly selected permanent administrative employees Ji'om jive campuses (faculties) 

and the head office. To get sulJicient data, director of human resource management and 

training and developrnent department head were also interviewed. The data gathered 

were analyzed using percentages and inferential statistics chi-square and t-test. The 

jindings o.f the stu(6' revealed that the university did not give any allention to /raining and 

development of its adminis/rative employees. According /0 the jindings of the study, there 

were no training need assessment practices at AA U. Besides, the objectives of training 

and development were not achieved, the training program was not led by proper 

planning, absence of training Clnd development experts, absence uf tJ'{fining and 

developmen/ planning, absence of training and development pulicy, less allocation of 

training budget, less allention/o training facili ties, absence o{/rained /rainers, were the 

major canst mints of /J'{fining and development at AA U. From the j indings revealed, the 

study concluded that the proper training and development programs were 170t designed 

and implemel1led a/ AA U to deliver proper service for its customers. lJased on these 

jindings, the stu(6' recommended that AAU should give allention for training of its 

adminis/mtive employees. The trainee selection shuuld be clear alJd tm175jHI/'ent on the 

basis of the training need assessment. TJ'{fining need assessmen/ should be pract iced to 

deliver proper training and development program. 1'he appropriate tmining and 

developll1entll1ethod should be selected in line with the necessmy resources. contents and 

skills 0/ tminees. The collaborative plan of head olJice and faculties should set budget 

allocation fo r the intended program, evaluation of the training und development 

progJ'{fms should be exercised/or the realization of the iutended uhfe"'ives of /mining 

and development. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the problem and its approach. It contains background of the study, 

statement of the problem, objecti ves of the study, significances of the study, delimitation of 

the study, research design and methodology, and organization of the study. 

1.1. Background of the Study 

Organizations operate in a rapidly changing and competitive environment. This changing 

and dynamic environment forced organizations to cope up the ever changing technological 

developments and customer demands fo r their survival and prosperity. For thi s, 

organizations need to be highly concerned about their resources like materi al, financial, 

information, time and human resources. Among these resources human resources is the most 

decisive for organizations for the achievement of their intended goals. This is because 

human resources with the inclusion of knowledge, skill and talents used to create useful 

products and services (French, 1990). 

Organizations have to be highly concerned with their human resources. This is because 

organizations can not produce the intended outputs without effective and/or competent 

employees. Thomson and Mabey (1994) state that "Human resource development call s for 

identifying and improving the skills and motivations of existing and longer serving 

employees." This implies that, in any organization, training and development of human 

resource is the most important of all other inputs to an organization for the competitiveness 

of its products. 

It is obvious that the line staff is a direct responsible and accountable for the organizations 

primary objectives at any level (whether the organization is large or small). According to 

Ayalew (1991:67), "a line fu nction is directly involved in carrying out the organization's 
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goals or programs." Since the function of line stafffor educational organizations is teaching 

and learning, and the line staff may not have time of administering support functions , the 

organization needs to have the support staff. With this regard Ayalew (1991:68), further 

states that ; 

Staff organizations; in contrast, provides specialized knowledge and 
effort in support of line activities. This supporl may be of eilher an 
indirect or a direct nalure. Indirect support is Ihe work performed by 
general staff agencies, sllch as accounting and personal departments, 
which provide cel1lralized services for the whole organization. Direct 
support is the work peljorllled by the staff assistants. Known also as 
administrators, who jimction to assist the line managers in Ihe 
performance of their work .... A slaff officer renders special services or 
carries oul some responsibilities thaI a line officer at any given level of 
administrative hierarchy would peljorlll if the laller had (I) lime and (2) 
the specialized know/edge to do it. In other words, the staff component 
represenls an extension of the line executive's responsibility and, as 
such, can be aI/ached to an executive al any echelon. 

This shows, the function of staff at any organization for large or small, is primarily advisory 

and consultative at the general administrative levels which renders an effective and efficient 

use of resources and supporti ve of the attainment of organizational goals. Therefore, 

organizations should offer training and development programs for their administrative 

employees for the success of their direct responsible goals and their survival even. 

The need for training and development programs has become an accepted phenomenon in 

any organization to improve employees' knowledge, skills, attitudes, and behavior. Some of 

the reasons providing an impetus for the need to develop employees while on the job arc, the 

declining rate of employee mobility and high tenure density associated with less hiring of 

new bloods; the presence of aging employees and the explosion of knowledge; the 

increasing heterogeneity of employees in organizations which includes young graduates 

from economically, culturally and educationally disadvantaged backgrounds (Peretomode 

and Peretomode, 2005). 

Additionally, Peretomode and Peretomode (2005) state that the advantages of employee 

training and deve lopment could be the increase of knowledge, skills and development of 

positive behavior at work, improved workers morale fo r their jobs, reduce workers turnover 
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rate III the organizations, brings sense of belongings among employees and reduce 

absenteeism; it also helps to save supervisors time. 

This shows that training and development program for any organization initiates its work 

force for better productivity and keeps its track to the well competency of its marketable 

goods and services and also ensures the survival of the organizations. 

Training and development together represent yet another major human resource function 

that the mangers of organizations need to address. Training and development programs 

represent a fundamental investment in the human resources who work for an organization, 

and the major goal is to improve their ability in making contTibutions to the firm's 

effectiveness (Desini and Griffin, 2005). 

Desini and Griffin (2005) outline more specifically the purpose of training and development. 

According to these authors the purpose of training is usually involve in teaching operational 

or technical employees how to do their jobs or activities more effectively and/or more 

efficiently. Whereas, the purpose of development is rather than focusing on specific job­

related skills, such as using new tcchnology or performing certain specific tasks and job 

functions, development is more generally aimed at helping organizational mangers better 

understanding and in problem solving and capitalizes on opportunities. 

As the Proceedings of the 4th National Conference on Private Higher Education in Ethiopia 

2006, higher positions, which require more advanced skills and conceptual abilities, are 

fulfilled by the business owner through competency promotion policy. 

From this it is possible to understand that human resource training and development 

programs can be a base for advanced skills and conceptual knowledge that fulfills the 

competencies of the employee which also advances his/her career development for the 

next/higher position and better pay. 

3 
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On the other hand, human resource training and development program must be carefully 

planned to fit with the organization's strategic plans in order to ensure the efficient and 

effective use of resources in the organization. 

Generally, human resource training and development IS an important activity for the 

organization to improve its capability of the workforce to meet the current as well as the 

future demands. These activi ties have to begin from the very beginning when an employee 

joins the organization and continue through out hi s/her careers. 

To Harris and Desimone (1994) further state that even though evaluating the success of 

human resource training and development program is an ignored activity, it is an important 

tool by which the effectiveness of the program in reaching out is measured. Milkovich and 

Gluek (1985) also strengthen the idea that the final phase of the training methods to evaluate 

must be designed into the training program from the very beginning at the time of specifying 

. objectives. 

Training and development of human resources in Ethiopia has long hi story. The importance 

of training and development of civil servants in Ethiopia was clearly indicated in the 

proclamation in 1962 to establish central personnel agency, which was responsible for civil 

servants of the country (Negarit, Gazeta, 1962). The proclamation stated also the importance 

of training and development aiming to provide effective and efficient service to the society 

and training and development departments came to exist in government insti tutions to carry 

out training and development programs even though the effort made was not satisfactory. 

The current Ethiopia government has given attention to improve the capacity of civil 

servants to achieve better and prepared than for higher responsibility (Negarit Gazeta, 2002). 

In light of the above mentioned facts, human resource training and development is a key role 

in the organization is rai sing the quality service of the organization. Therefore, this study 

attempts to assess the practices and problems of human resource training and development 

that is going on at Addis Ababa University. 

4 
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Addis Ababa University is establi shed in the year 1950 with the name University College of 

Addis Ababa. In the consequent years, College of Agriculture, College of Engineering, 

Public Health College and the Theological College of the Holy Trinity were opened. After 

the years these Colleges and Faculties together formed the Hailesellasie I University. 

Currently, Addis Ababa University is charging its role, the teaching and learning and the 

research programs, consisting of a total of 44,23 5 students in regular, extension, summer and 

postgraduate programs by having 1,879 academic and 5,856 administrative employees in all 

its facu lties. 

The educational background of administrative employees of the University ranges from 

adult education to second degree even if the number differs in the levels. The majority of 

qualifications included under the diploma level especially from technical and vocational 

college. 

(Source: the University Registrar Office) 

1. 2. Statement of the Problem 

In a very dynamic and ever changing world, cont inuous learning is essential for individuals 

in life and at work . In this case, organizations need to ensure their labor forces continue to 

learn, so they can keep up with increased job demands and the organization can maintain its 

competitive advantage. 

Education is recognized as a crucial element fo r economic, political and social development 

for any country. With the specific purposive, higher education institutions are expected to 

produce competent and responsib le citizens who would contribute for transforming the 

livelihood of the nation 's population. For higher educations to perform their main tasks, 

teaching and learning processes, the support staff must be provided with continuous 

education and trainings to develop their competencies (Education and Training Policy, 

1994). Here the important issue is whether the ideal expectation of the po licy has gone 

accordingly or not at Addis Ababa University. 
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As some researchers indicate the selection of trainees as well as trainers are based on special 

relations and organizations do have clear criteria in selection processes (Altaye, 2005; 

Melaku, 2004). This shows that, inappropriate se lection system affects the effectiveness of 

the training and development programs and employees performance. Furthermore, in most 

organizations training and development of human resource programs are evaluated at the 

end of the program rather than at each stage (Eshetu , 2005). 

The delivery of efficient and effective human resource training and deve lopment program 

can maximize the productivity of employees and improve the competitiveness of the 

organization. Inline with thi s, effective training depends with the assessment of training 

needs and evaluating its stage in advance and continues throughout the training process 

(Rae, 1986). • 

Denisi and Griffin (2005) further state that: 

In today's competitive business environment, customer service is often a key 
ingredient in both aUracling new customers and relaining existing ones. 
Indeed, surveys show Ihal poor cuslomer service is Ihe leading compliant 
even ahead of price cited by cuslomers who slop buying a company 's 
producls or services. Indeed, the firm 's customer-service representative ... 
must always be polile and respectful when talking 10 cusloll1ers on Ihe 
telephone. 

This revealed that, the mangers in the organizations should be always alert whether the 

customers of their products or services are trusting or not and help them to use a good 

training and development programs and maintain a properly trained workforce. 

In indicating the importance of training and development, in comparison with the 

organizations cost, Denisi and Griffin (2005), also pointed that "it costs ten times more to 

get a new customer than to maintain an existing customer. You really want to keep existing 

customers happy." 

As part of training and development programs employee orientation is, since it is applied 

effectively, plays a very important role in employee job satisfaction, better performance and 
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retention on the one hand , On the other hand, poor orientation results 111 di ssatisfaction, 

anxiety and turnover of employees (Denisi and Griffin, 2005), 

This shows that, the training and development program, starting from the orientation of the 

new employee, helps individuals to build self confidence for what they are assigned to 

perform and satisfying with their jobs, It al so reduces unnecessary turnover of the 

organization's human resource, even some turnover is important. 

In my own experience, I recognized the complaints of customers; students, teachers, even 

administrative staff on the service of the university and I also perceived that after the 

recruitment process, the employee is offered the job with no training or induction about the 

future relations, duties and responsibilities to others, This results in reduced employees' 

moral , motivation and creativity, 

This study is therefore aimed at assess1l1g the practices and problems of Addis Ababa 

University in the training and development of its administrative employees, 

This study is guided by the fo llowing basic questions: 

1, What are the current practices of human resource training and development fo r 

administrative employees at AAU? 

2, What methods are used to provide training and development for administrative 

employees at AAU? 

3, What are the major problems in the provIsIOn of training and development for 

administrative employees at Addis Ababa University? 

4, What is the perception of AAU administrative employees towards the provision of 

training and development program? 
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1.3. Objectives of the Study 

1.3.1. General Objective 

The general objective of the study is to assess the practices and problems of human resource 

training and development of administrative staff at Addis Ababa University and provide 

suggestions that help to alleviate the problems observed in the training and development 

programs of the university. 

1.3.2. Specific Objectives 

The specific objectives of the study are: 

1. To assess the existing practices of training and development provlslOns of 

administrative employees at Addis Ababa University. 

2. To identify the problems encountered during the provIsIon of training and 

development of administrative staff in Addis Ababa University. 

3. To assess the mechanisms used to provide training and development for 

administrative employees at Addis Ababa University. 

4. To identify the different types of training and development opportunities offered to 

administrative staff at Addis Ababa University. 

5. To examine the perception of employees towards the training and development 
programs. 

1.4. Significance of the Study 

The result of this study is expected to be taken up by AAU to improve its human resource 

training and development programs. It also used to provide important information for 

decision makers of the university, thus, the findings of the study specifically would be 

significant for the following reasons. 
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I. The result of the study will provide valuable inputs and directions to the university 

human resource managers in designing, executing and evaluating training and 

development programs. 

2. It can help the university to identify the major problems of human resource training 

and development endeavors and to take corrective measures. 

3. The study may also encourage as initial reference for others who want to conduct in­

depth further study on the same issue. 

1.5. Delimitations of the Study 

Addis Ababa University has 16 campuses. Since it is difficult and unmanageable to include 

all compasses of the university due to time and financial constraints, the study is delimited 

to six campuses of the University. These campuses are also selected using lottery system. In 

addition, the study is confined to the practices and problems of training and development of 

human resources for administrative employees. Even the administrative staff is huge at 

Addis Ababa University and the study is also delimited to permanent administrative staff of 

the university. 

1.6 Limitations of the Study 

Many employees in both head office and faculties refused to accept questionnaires claiming 

that nothing would come from their organization and emotionally they blame the 

weaknesses of AAU with the issue of training and they did not want to spend their time to 

fill the questionnaire. Those who accepted also took more time (six weeks and more) to 

return the questionnaires. Thus, the researcher had lost several weeks to collect the data, and 

the time spent beyond the researcher' s plan influenced to complete the study in time. 
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1.7. Definitions of Terms 

Development: teaching mangers and professionals the skills needed fo r both present and 

fu ture jobs (Denisi and Griffin, 2005). 

Employee Trail/ing: a planned attempt by an organ ization to fac ilitate employee learning of 

job-related knowledge, ski ll s, and behaviors (Denisi and Gri ffin, 2005). 

Humall Resource: are the people an organization employees to carry out various jobs, tasks, 

and functions in exchange for wages, salaries, and other rewards (Denisi and 

Griffin, 2005). 

1.8. Organization of the Study 

The study is organized into five chapters. The first chapter deals with the problem and its 

approach, the second chapter deals with the review of related literature, the third chapter 

presents the research design and methodology, when the fo urth chapter is about data 

presentation, analysis and interpretation. Finally, in chapter fi ve summary, conclusions, and 

recommendations are forwa rded 011 the basis of the findings . 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

[n this chapter the review of related literature was undertaken with the theoretical 

background of HR training and development. 

2.1. Concepts of Human Resource Training and Development 

Human resource training and deve lopment comprises three main activities: Training, 

education and development. These separate, although interrelated, activities are discussed 

here under. 

2.1.1. Distinction between Development, Training and Education 

Although difTerent authors have offered different definitions, the concepts 111 these 

definitions remain the same. As defined by Peretomode and Peretomode (2005), training is 

planned organizational etforts or activities concerned with helping an employee acqui re 

specific and immediately useable skills, knowledge, concepts, att itudes and behavior to 

enable him/ her perform more etliciently and effective ly on hi s/her present job. Training, 

therefore, is related to improvi ng upon the present job experience concerned with technica l 

skill s. In other words , it includes the activ ities that are serving to improve indi viduals' 

performance on current ly held jobs. 

Trainings as planned organizational efforts or act ivities are mainl y meant for improving 

performance of an employee . Therefore, wi th the objective of resulting in an immediate 

improved (useable skill s) performance of employees, trainings are delivered rel ati vely for a 

short period of time (Purcell , 2000). Generally, training typicall y in vo lves providing 

employees the knowledge and ski ll s needed to a part icu lar task or job, though attitude 

change may also be attempted (DeS imone et.a!' 2002). 
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Development is a planned acti vity which focuses on increasing and enlarging the 

capabiliti es of employees so that they can successfully handle greater and/o r assume higher 

positions in the organi zation's hierarchy to better handle current respons ibi lities (Peretomode 

and Peretomode, 2005). Development usually foc uses on improving the conceptual skill s, 

that is the intellectual and abili ties needed to handle complex situations and do a better job 

(Mathi s and Jackson in Peretomode and Peretomode, 2005) . Accordi ng to DeSimone et.al. 

(2002), developmental activities have a longer-term focus on preparing for future work 

responsibilities, wh ich also increasing the capacities of employees to perform their current 

jobs. Therefore, deve lopment is not on ly person oriented, but is also focused on supervisory 

and managerial personnel. 

Development programs are long-term activities that benefit both the individual and 

organization. Development is perceived as a way to mainta in growth and development for 

the entire organi zation , not just for the individual. The organization will grow to meet the 

future because the ind ividual leaders wi ll gro w in their insights about the future in their 

capacity to implement changes when the future has become the rea lity of the present (Lai rd, 

1985). 

Generally, deve lopment activities could aim at provid ing the necessary preparations to allow 

individuals to perform at the leve ls that increase their personal effecti veness as well as the 

organi zation'S competency or is concerned with preparing the employees so they can move 

with the organization as it develops, changes, and grows (Milkovich and Boudreau, 2004, 

and Laird, 1985). 

Ed ucational activities on the other hand, are designed and conducted to improve the overall 

competence of individuals in a specific direction beyond the current job (Hailesselass ie, 

1999). 

Education IS considered as a program of learning over ex tended periods with genera l 

objectives 111 re lation to personal development of the student and his/her acq ui sition of 

knowledge (Wilson, 2005). As indicated by Kenney and others ( 1979), further higher 

ed ucation has become integral part of the training programs for many school and college 
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leavers especially for those trained for skill ed and professional employment such as trainee 

craftsmen, tech nicians, technol ogists. 

This is generally used to denote courses whi ch lead to technical and professional 

qualification. Therefore, the purpose of 1i.II·ther education as descri bed by Kenney and others 

(1979) is: 

To provide Ihe knowledge and apprecialion o/Iechniques necessary 10 enable 
a Irainee to do his/her job. to inculcale a broader underslanding 0/ relevanl 
science and technology so rhell the lrainee appreciates the prohlems of those 
working in associated occupations and is also beller equipped ro adjust 10 

changes in the nellure o/his/her work; to widen the trainee's understanding 0/ 
the society in which he/she lives and develop him/her as a person. 

Generally, human resource development consists of the aforementioned three basic 

tlmctions: training, deve lopment and educati on. Although it is problematic to distingui sh 

these fun ctions, some di stincti ons could be made among them. One common element that 

can be found in the definitions of training, development and educati on is that they have the 

word 'learning' Wilson , (2005), states that: Trainillg: is learning related to present job, 

Education: is learning to prepare the individual but not related to a specific present or future 

job, Development: is learning for growth of the individual but not related to a specific 

present or future job. 

Therefore. it could be concluded that, train ing is learning or prepanng for better 

performance on the present job, wh ile development is a focus to improve conceptual skill s, 

the intellectual and abilities needed to hand le complex si tuations. 

2.1.2. Benefits of Human Resource Training and Development 

The training and deve lopment activities, if carried out in a planned and systematic ways, 

have numerous benetits for both the employees and the organization to improve 

organizational effectiveness (Denisi and Griffin, 2005). In thi s regard , Kenney and others 

( 1979) highlight the need for human resource training as it helps employees to learn their 

jobs quickly and effective ly, help to improve their wo rk perlonnance, performance of 
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ex isti ng employees to work more rapidly greater vo lume of work and fewe r mistakes, 

reduced labor tu rnover, reduces accident, increases staff versatili ty by wideni ng their range 

of ex pertise to include related jobs, im prove organ izationa l stabi li ty, and decreases 

frustration in further training and development opportuni ties are avail ab le with in the 

company. 

Math is and Jackson ( 1997) fur ther suggest that training is an investm ent in a person used to 

overcome deficiencies in employees for the effect iveness of the organizati on and to increase 

its productivity. It is al so important in industries with the rapidly changing technology. 

Training and deve lopment acti vities in an organization are perfo rmance enhancement 

interventions that represent a fundamental investment in the employees who work for an 

organi zati on with the goa l of improving their abilit ies to make contributio ns to the 

organization effectiveness. It is also used to produce more without having to hire new 

employees. 

2.3. T raining and Development Processes 

In training and development programs there should be a num ber of processes involved to 

make the training and de velopment program effecti ve to raise perfo rmance, improve mora le 

and increase organi zati onal potenti als, According to (Peretomode and Peretomode, 2005) , 

training and development processes /phases/ inc ludes: assessment phase, implementation 

phase and eval uation phase. These processes are d iscussed below. 

2.3.1. The Assessmen t Phase 

Effective training and deve lopment program should be conducted systematical ly. Thi s 

requires di ffe rent phases of tra ining and deve lopment processes. Difte rent authors classify T 

and D processes in to different phases. For the purpose of thi s study, Peretomode and 

Peretomode (2005) identify three phase training and development processes. This includes: 

determining training needs, identify and specify training object ives of the training and 

development program. The 11rst element in the process of tra ining and development is 
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identi fy ing if training is needed and if so, to provide the information req ui red designing the 

training program (Gomez-Mejia, and others, 1995). 

As detined by Heneman and Others ( 1996), traini ng and development need is the 

performance discrepancy that is important to the organization can be remed ied as effecti vely 

and efficiently by trai ning or development. This means train ing and development need 

assessment is very important in sorting out the gaps between performance and 

organizational cha llenges that wou ld be so lved through training and deve lopment. 

Identifying training and development needs is an important means fo r planners to determine 

the need for training and development and spec ify the objecti ves of the training efforts 

(Mathis and Jackson, 1997). 

It is obv ious that the importance of training needs identitication will ensure the ex istence, 

growth and development of the organization with its employees. According to Chandan 

(2006), training needs can be identifi ed by assessi ng the current and ti.Jture business 

conditions and by matching with the skill s and resource avai lable and by evaluation of the 

performance of the people with specific emphasi s on areas of the improvements. 

Besides, as Darling ( 1993) state, trainers to show thei r worth, they need to be able to 

carryout a proper assessment of training needs, besides their professional sk ills must have a 

broad base of business knowledge and familiarity wi th the basic concepts, approaches and 

too ls of business plann ing. This will help them to connect the future needs of the 

organi zation and the people involved at the same time retaining and bui ldi ng their credibi li ty 

with the line management. 

Jenks (1992) further states that. training and deve lopment needs analys is not only identifies 

areas where training is needed in an organization, but a lso helps to determine exactly how 

training and development should be applied and sets training prioriti es that determines not 

onl y which problems are most processing, but also which can be most economica ll y so lved 

through traini ng and deve lopment. 
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According to Heneman and Others (1996), employee training and development is a potentia l 

so lution to an important performance discrepancy; when the discrepancy is caused by a lack 

of abi li ty rather than a lack of motivation to perfo rm, when the individ uals involved have the 

aptitude and moti vation needed to learn how to the j ob better, and when supervisors and 

peers are supportive of the desired behaviors. 

Generall y, conducting training and development activities without making needs assessment 

wou ld experi ence sk ill shortages and deficienc ies . In short fa ilure to do so can be ex pected 

to contribute to loss of business, constraints to organ izational business deve lopmcnt, higher 

labor turnover, increased overtime work ing, hi gher recruitment costs, undetermined caree r 

paths and structure, and higher training costs. 

The assessment of training and development needs is within the ti'amework of 

organi zational analysis, job anal ysis, and individual analysis (Mil kovich and Glueck , 1985). 

2.3.1.1. Organizational Ana lysis 

Organizational analysis is a broadly looks at a company leve l needs in the proccss of 

determining where training and development is needed . According to Gomez-Mejia and 

others ( 1995) organ izational analysis examines such broad factors as the organi zations 

culture, mi ssion, business climate long-term and short-term goa ls and structure. The purpose 

is to identify both overa ll organ izational needs and the level of support fo r training. 

As Milkovich and Glueck (1 985), a thorough ana lys is might look at organizati onal 

maintenance, etTecti veness and culture. Organizational maintenance aims at ensuring a 

steady supply of criti cal skill s. On the other hand organi zati ona l effecti veness includes 

checking on producti vi ty, labor cots, outputs quality, or other various effi ciency measures. 

The third look at organ izational ana lysis is the organizat ional cu lture, which incl udes the 

values system or phi losophy of the organization, this is important to design training to 

impart the organizati on philosophy or value to employees (Mi lkovich and G lueck, 1985). 
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For Deni si and Griffin (2008), the organizations needs of training and development are 

determined by the nature of work that the organi zation needs to have performed, that is what 

knowledge, skill s, abilities, must the orga ni zation workforce have to perform the 

organizat ion's work most effi ciently. For th is, the manager must carefully assess the 

organization's strategy, the resources it has available for training and its general philosophy 

(the extent to which) regard ing employees train ing and development. 

The organi zati on views training as a true investment in human resources or as necess ity to 

alter on change a specific outco me or criterion measure. Generall y, the organi zation may 

lack the resources needed to support a formal training program, or perhaps the organi zation's 

strategy emphas izes innovat ion. In either case, the organi zational anal ys is that reveals such 

informati on plays a majo r ro le in determining whether training wou ld be offered and the 

type of training (a lternative to train ing) that wo uld be most appropriate, If a lack of 

resources precludes formal tra ining, a mentoring program might be used as alternati ve. On 

the other hand , an innovati ve environment may call [o r a training programlocused on 

encouraging workers creati vity (Gomez-Mejia and Others, 1995). 

2.3.1.2. Job Analys is 

According to Mathis and Jackson (1997), Job or task analysis is the way to diagnose training 

needs through analysis of task perto nned in the organi zation by comparing the requirements 

of jobs with the knowledge, skill s, and abil ities of employees. A recent and carefull y 

conducted job analysis shou ld provide all the information needed to understand job 

requirements (Gomez and Others, 1995). 

Regarding job analysis, Mi lkovich and Glueck ( 1985), state that the use of task inventori es 

in which employees ind icates how frequently they can'yout a particular activity and the 

importance o f each activ ity to the job are all ways to analyze the training needs for a 

particul ar job. 
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This shows that the performance of employees in the particul ar acti vity if it has an important 

value to the job is the lead to have a need for tra ini ng of employees for better performance 

and producti vity. 

According to Fisher and Others (2002) for analyzing jobs, al though there are seve ral 

methods used as an in put into training needs assessment the task inventory and criti cal 

incident methods are especially helpful. Task inventories can pinpoint specific tasks 

performed on the job, and critica l incidents methods he lps to identify task or duties that are 

not being performed correctly. 

Once the methods have identified the duties or tasks fo r which training may be needed, the 

next is developing a detailed analys is of each task to verify that the task is important and 

should be trained, and developing in-depth in formation about the tasks knowledge and 

procedures that should be taught. The trainer then shou ld need to ca ll on subject matter 

experts such as supervisors and high performing employees to generate this information 

using some questions like how hard is the task, and written documents like equipment 

manuals and procedures (F isher and Others, 2002). 

Generally, the job or task ana lysis of the training and deve lopment program used to identify 

the knowledge, skills and abilities required to perform the job adequate ly and then to 

determine the type of tra ining and deve lopment needed fo r the job. 

2.3.1.3. Individual Analys is 

At the individual analysis level , the interests, and knowledge of employees could be 

compared with the requirements of the jobs assignment (Milkovich and Boudreau, 2004). 

The focus is how an individ ual performs hi s/her jobs. For (Fisher and Others 2002), 

indi vidual analys is attempts to determine which employees should receive training and what 

their current levels of skill and knowledge are. 

In some instances a good human resources information system can used to help identify ing 

individuals who require training in specific areas (Mathi s and Jackson, I 997).This shows 

18 



that the we ll gathered and organi zed information regarding hUl11an resources can be an in put 

in the train ing need anal ysis for the organ ization . 

At thi s level o f ana lysis the required perfo rl11ance and actual perfo rmance of individuals 

should be the elements to conduct the analysis. The di ffe rence of the two was the gap that 

leads to manage training and de velopl11ent program. The trainers might single out 

individua ls on the basis of their past perforl11ance or select an entire work group on all 

incumbents with a specilic j ob titl e based on the desired prod ucts and what was produced 

(Fisher and Others, 2002). 

In regard to thi s Gomez-Mejia and Others (1995) state that ind ividual /person/ana lysis could 

determine which employees need training by exam ining how well el11ployees were 

performing the tasks that make up thei r jobs, and training is often necessary when the 

discrepancy was exist between wo rk ers' performance and the organ izations expectations or 

standards. 

In th is regard, Harris and DeS imone ( 1994), identi fied the components of person anal ysis. 

One is summary person ana lys is which involves deterl11ining the overall success of the 

employee's performance and the other diagnostic person analysis which tries to di scove r the 

reasons for the employee' s performance. 

Accordingl y, assess ing indi vidual/person! analysis invo lves combining the summary and 

diagnostic anal ys is of indicating who is performing successfu ll y/ unsuccess full y and why. 

This level leads the organ izati on to identify any fai lure in the individual's know ledge, skill s 

and attitudes requ ired to perfo rm the job, and to determine who needs to be trained what 

ki nd of train ing is needed . Therefore. it is also important for the orga ni zation to understand 

the extent to wh ich its workfo rce is skilled or unsk illed, motivated or unmoti vated, 

committed to the organ izat ion or not. Furthermore, the other importan t thing for the 

organization here is to decide that it wishes to train employees for the present or to be more 

proacti ve and tra in the employees for what is expected to come in the future (Des ini and 

Griffin, 2008). 

19 



2.3.1.4. Setting Objective 

Train ing and deve lopment objecti ves usuall y emerge from the need anal ys is. Training and 

development object ives are statements of what trainees should know, believe. be ab le to do, 

or accompl ish when a program is over. They could serve as the purpose of guiding the 

se lection of program conten ts and se lection of methods and techniques and permit the 

contro l and eva luation o f the resu lt s (Heneman and Others, 1996). Therefore trai ni ng and 

development objecti ves shou ld be de n ned clea rl y and prec ise ly regard ing the purposes to be 

achieved (Heneman and Others. 1996). In relation to thi s Mil kovich and Boudreau (2004) 

points as the contents of the programs, the tec hniques used, and also the trai nee 's selection 

depend on the objectives the training and development program and the importance of these 

objecti ves determine the leve l of resources committed to training efforts of the 

organ izat ions' strategies. 

Tra ining has great poten ti al on employees' productiv ity and organ izat ional efllciency. In 

thi s case, the training act ivities and the set objecti ves should consider the idea of emciency 

and equ ity. Therefore, decision makers should consider whether training and development 

investment were practiced to achieve the returns, the assessment of costs and bene nts, and 

even the training programs were key too ls for achieving equa l empl oyment opportuni ties. 

The method and ways that dec ision makers offer trai ning opportuniti es could affect 

employees' perception of trainees and equal ity. Thus, it was signi ficant to consider equity 

impl ications of trai ning and deve lopment dec isions (M ilkovich and Boudreau, 2004). 

According to Mi lkovich and Glueck (1985), fro m the analys is of training needs, spec ilic 

objectives must be derived. The idea is to state the objectives in such away that success or 

failure of the training and development programs could be ascertained. Besides, stating 

measurab le objectives is particularly difJicult for programs designed to increase self­

awareness, such as sensitivity train ing 0 1' asserti veness training. Neverthe less, clear 

behavioral standards of expected res ul ts are necessary so that the content of training and the 

programs and techn iques cou ld be addressed spec ifically to these expected results . 
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After identi fy ing the program objectives of training and deve lopment, the decision to design 

the program internally or purchase it from other sources must be made. I l' it is decided to 

purchase the program or pan of it I'j'om other sources, the match between the vender's 

product or capability could be determined with the needs and objectives of the organization. 

Regarding to the purchase oj' training program; costs, credentia ls of expe rti se background of 

venders, deli very methods, content oj' the program compil ing of ve nders phi losophy to the 

organ izations ph ilosophy, actual products (inc luding appearance, samples), results (expected 

outcomes), support (espec iall y in terms of implementation and follow-up), and the request 

for proposal (match between proposa l offered by the vender and req uest by the organization 

should be considered (Harris and DeSimone, 1994). 

Generally, the planning phase to human resource tra ining and deve lopment is very important 

as it enables decis ion makers on the program to set the objectives of the training and 

development program in behavioral terms by which these objectives could be achieved and 

it is also used as a precondition to des ign effective trai ning and deve lopment program. 

2.3.2. Designing and Implementation Phase 

All activities to be performed need to have a well Sounded Plan. In human resource training 

and development it is also the same that it needs plan. Thus it might be thought that as 

employee training and development needs are identified, the next step would be to develop 

appropriate training programs. However, since needs typically exceed available resources, it 

is usually necessary to formulate a strategy for meeting as many of them as possible with 

available staff, facilities , and funds. The allocation process is conceptually straightforward. 

First, overall objectives are set then, employee development needs are assigned priorities, 

resources are allocated in priority (Saiyda in, 1999). 

Once priorities are determined, they may be codified m the form of an employee 

development plan that shows: who will be trained, the program, the time frames, persons 

responsible, resources and faci lities to be used (Chandan, 2006). 
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For any training and development program trainers play an important role for the success of 

the program. They may provide appropriate support for trainees; they provide the subject 

matter knowledge. Trainers are expected to enhance the achievement of the organizations 

goals. On the other hand trainees can influence the effectiveness of training and 

development programs selecting the appropriate trainee who can activity participate starting 

from design of contents and receive the whole training and development program should be 

cons idered. The selection of trainers and trainees therefore, should be considered in the 

educational back ground work experience, readiness for new ideas (I-Ieneman and Others, 

1996) . 

Training needs also appropriate faci lities and good training and development environment 

which is the other crucial factor for effective training and development program. These are 

the type of physical facilities required, the type of media, the training and recreational 

faci lities, and the place participants accommodated. These all are used to register practicable 

training and development program which could be applied in actual work place (Saiydain , 
• 

1999). 

Once an employee training and development plan is also drawn up, it is necessary to design 

the various training and development programs that wi ll be offered or to rework, if 

necessary, those that have been offered before. This involves determining contents, and 

deciding on training methods (/-Ieneman and Others, 1996). 

2.3.2.1. Training and Development Contents 

Training and development contents are crucial for the effecti veness of the training and 

development program. They are very much influenced by the purpose and need for trai ning 

and development (Saiyadain, 1999). The most appropriate contents would be those that are 

closest to the actual job performed by the employee. They would al so vary according to the 

level of participants. That is. for l11anagers, at higher leve ls. probably conceptual abilities are 

more important hence one should focus on theories, fral11eworks. and concepts. Whi le at 

lower leve ls the emphasis may be on technical sk ill s and applicat ion (Sai ydain, 1999). 
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The other important point in developing the training and deve lopment program is the 

consideration of sequencing contents. Contents have to follow some logical sequences 

usually from simple to complex or from known to unknown to help trainees to understand 

and apply in their actual or day to day activities (Saiydain, 1999). 

2.3.2.2. Methods of Training an d Development 

With the training and development objectives defined and the learning principles in mind , it 

is the responsibility of the trainer to choose an appropriate training and deve lopment 

methods (Fisher and Others. 2002). These methods are numerous and varied, ranging from 

lecture and role-plays to videos, films, and business games (I-farris and DeS imone, 1994). 

Methods could be considered as a basic teaching process which invo lves in examining 

learning needs of groups, individuals and organization writing learning objectives, 

considering learners prol"iles. selecting methods and prepare materials. Thus, se lecting an 

appropriate training and development methods cou ld help to make the design of training and 

development programs more effective. According to Saiyadain (1988), the choice of a 

method or a mix of methods is I-i.mction of the purpose of training, the nature of contents, the 

level of trainees in hierarchy of the organization and the cost factors. 

Harri s and DeS imone (1994) further pointed out that factors objecti ves of the. program, time 

and money avai lability, availability of resources (high ly trained trainers, equipments and 

faciliti es), trainees characteristics and preferences should be considered to choose the 

appropriate training and development methods for the p8l1icular program. Therefore, good 

training and development deli ve ry depends on the choice/selec tion and an appro priate use of 

traini ng and development methods, and the knowledge and skill s of the trainer. 

Training and deve lopment methods are generally grouped into two broad categories by 

Fisher and others (2002) as: On-the-job training methods and oft~the-j ob training methods. 

The first training and development training method occurs in employees' work si te and in 

the context of the actual job. whil e the later takes place in a location specilically designated 

for training. It may be near the wo rk place or away li'om the wo rk place such as special 
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training centre, conference room or lecture hall (Fisher and others 2002. and Harris and 

DeSimone, 1994). These widely used training and development methods are di scussed 

below. 

2.3.2.2.1 On-the-Job Training Methods 

In the 'On-the-job train ing' method. the training and deve lopment program is conducted at 

cite of the trainees' regular job station. Although on-the-job training method is the most 

common form of training and development, much of its practice is conducted informally 

without careful planning. But formal on-the-job training and development programs, on the 

other hand could be conducted by trained and rewarded trainer in proper instructional 

techn iques (Harris and DeSimone. 1994). 

Since learning in On-the-job training and development takes place centered around the job, 

it uses machines and tool s that trainees could use till the training and development program 

is completed (Saiyadain. 1988). Although a typical on-the-job training program IS 

associated with the development of new employees, it also could be used to update or 

broaden the sk ill s of existing employees when new proced ures. technologies (machines), or 

work methods are introduced by the organization. 

Furthermore, On-the-job training is conducted at the work site of the employees when an 

experienced worker or the supervisor shows a trainee how to perform the job tasks. The 

other on the job-training method co uld be also providing an atmosphere of se lf-learning 

through group 's interaction and dynamic (Bernardi n, 2003and Saiyadain, 1988). 

On-the-job trai ning according to Harris and DeSimone ( 1994) has two distinct advantages 

over classroom train ing. First. it fac ilitates the transfer of learni ng to do the job. Because the 

learning environment takes place at perform ing the job, on the job training provides the 

trainee and immediate opportunity to the work tasks. Second. on-the-job training does not 

need training j'ilc ilitates in the work station which reduces training costs (Harri s ancl 

DeS i mone. 1994). 
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Even though it has the afo rementioned advantages, there are several limitat ions assoc iated 

with on-the-job training and deve lopment. These are (Harris and DeS imone, 1994): physical 

constraints, noi se and other di stracti ons th at could inhibit learning, resulting in costly 

damage and di sru ption o f the prod uction schedule, customer inconvenience and temporary 

service reduction. heavy equ ipment or chemical s may threaten the sa fety of others. 

There fore, trainers should be aware of these di sadva ntages . when des igning training and 

developmen t programs and choosing the appropri ate methods. Moreover it is possible to 

combine the method wit h ofl~the-job tra ining method to minimize the limi tations. 

On-the-job trai ning and development method has a number of techniques Job Instruction 

Tra ining (.I [T). j ob rota ti on, coaching, and mentoring. Each of them is discussed below. 

I. Instruction T raining 

As defined by I-[ani s and DeS imone ( 1994). Job Instruction Tra in ing (JIT) is "a sequence of 

instructi onal procedures used by the trainer to train emplo yees whil e they work in their 

assigned job". Job instruction tra ining method has al so a simple detailed fo ur-step process: 

prepare the worker, present the task, practi cing time, and fo llow-up. Preparing the wo rkers 

in volves pulting the learner/trainees at ease, find ing out what the trainee kn ows about the 

job, motivating the trainee, and setting up the tasks. [t may also include providi ng traini ng 

manual handouts, and other train ing aids used as reference . After preparati on, the trainer 

would present his/her tasks by telli ng. showing, explaining or demonstrati ng in accordance 

with that the trainee can understand. Nex t presenting the task the trainer shoul d a ll ow 

trainees to practice what the trainer presented which help the trainee to advance hi s/her 

ski ll s. At last, the follo wing-up could be used the trai ner as a way of ensuring that the tra inee 

is getting behavioral change. 

II. J ob Rotation 

Thi s approach in volves moving employees fro m one j ob to another job area to broaden their 

ex peri ences (Bernardi n, 2002). Job ro tati on involves ass ignments to differe nt pos itions fo r a 

spec ific period of time that trai nee learns more during observing and doi ng than learning 
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through instruction. At the end. the accumulated eva luations wou ld be used to determine the 

preparedness of the trai nee where permanently assigned to the position (Harri s and 

DeSimone, 1994 ) . 

.lob rotation is frequently used for the first level management training, particularl y fo r new 

employees. Because it makes trainees learn abo ut how each wo rk di vision functions, 

including key r0les, policies and procedures. It also helps new mangers to deve lop a 

working knowledge of the orga ni zation before they would be successtiil managers (Harris 

and DeSimone, 1994). 

[n general , j ob ro tation can gi ve workers to choose their future caree r path and resu lts for the 

organi zati on a more broad ly trai ned and skill ed employees. 

lIL Coach ing 

According to Gomez-Mejia el.al (1995), "employee coaching consists of ongo1l1g, 

sometimes spontaneous. meetings between managers and their employees to di scuss the 

employee's career goa ls and devel opment." 

Coaching can be done by perform ing two di st inct activities : coaching analysis and coaching 

discuss ions. The former acti vity involves in anal yzing performance and the conditions under 

which coachi ng occurs. The coaching anal ys is process is based on the assu mption that the 

causes of poor performance could be multiple, some are within the employee's control and 

some of which are not. The process leads the supervisor to examine COlllmon causes for 

performance problems and to take the appropriate action and then monitor perfo rmance to 

determine whether it improves (Harri s and DeS imone, 1994). In general, coaching analysis 

involves clearly delining perlo rmance problems examining factors of poor performance, and 

determining the action required to ensure effect iveness. 

The other, coaching di scussion. invo lves betwee n the employee and the supervisor should be 

done both Lo solve the problems and to enable the employee to maintain and improve 

effective perl·o rmance. The two common approaches to coaching di scuss ion are: Fourni es's 

(1978) ti ve-step process, and Kinlaw's (1989) three stage process . The tirst approach 
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involves getting employee to agree that a problem exists, di scuss ing alternative so lutions, 

agree ing on actio ns to be taken , follow-up to measure results, and recognize any 

achievements. In the second approach. the supervisor conti'onts the employees and presents 

performance problem, uscs the employee's reaction to develop information about the causes 

and the so lutions and agrees with the employee on what would be done to solve the 

problems existed (Harris and DeSimone, 1994). 

Generally, coachi ng occurs between the empl oyees and the supervIso r focusi ng on 

examlnll1g of cmployees' performance to maintain effective performance and to so lve 

problems (Harris and DeSimone. 1994). 

IV. Mentoring 

The other imponant training and development method in on-the -job trai ni ng is mentoring. 

As Gomez-Mejia and others, (1995) deti ned it a "developmentall y oriented relationship 

between sen ior and junior colleagues or peers that invo lves advising, role modeli ng, sharing 

contacts, and giving general support. " 

Harris and DeS imo ne (1994), indicate that the menroring relationship serves both career and 

psychological/supportl functions. It also provides the protege with career support, open ing 

doors, teaching the ropes of the organization, creating opportuni ties to demonstrate 

competence, enhancing visibi lity and ensuring the protege has challenging work. The 

protege provides fo r a mentor meani ngfu ll y mutuall y reinforcing relationship that 

demonstrates both parties' coml11itment and value to the organization. The mentor has also a 

chance to serve as a role model and shape what helshe knows with someone who can benefit 

from such knowledge. In return. the mentor can receive respect, support, and a friendship 

from the protege or men tee. Therefore. we can understa nci that the mentoring relationships 

were formed as a result of mutual attraction between two parties by creatitlg formal 

mentoring programs in which the mentors and proteges are paired by the organizat ion in 

providing with support for the relationships. 
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Generally. the achieving of successl-i.Ji mentoring results organizational benefits includ ing 

fac ilitating soc ial ization of new employees in the organization, reduce turnover, minimize 

mid career adjustments, en hancing transfer of beneficial knowledge and values, and 

facil itates adjustments to rec ruitment (Ha rris and DeSimone, 1994). Mentoring intervention 

can be either formal or informal. Informal mentoring approaches is more effective than 

mentoring done solely as a formal respons ibility, even though the there are situations in 

wh ich a formal mentoring program may be the better choice (Gomez-Mej ia and Others, 

1995). 

Developing fo rmal mentoring program, on other hand, cou ld be used as one part of overall 

development strategy that is ti ed to strategic business needs and takes advantage of natura l 

learning opportunities (Harris and DeS imone, 1994). In general, whil e formal mentoring 

programs are more likely to be found at large organizations. some small organ izations have 

developed more informal. but eq uall y intensive programs (Gomez-Mejia and Others, 1995). 

It is therefore, could be concluded that coaching is primarily abo ut performance and 

development of ski ll s, while mentoring is transferring knowledge and wisdom in learning 

each other for bo th the mentor and the mentee. 

2.3.2.2.2. Off-the-job Training Methods 

This method is used to conduct training and development programs outside the work/job site 

(Harri s and DeS imone, 1994). 

Decenzo and Others (2002) indicate that on:the-job training and development program 

covers a num ber of techn iques: class room lectures, lilms, demonstrations case studies and 

other simulation exercises. and program instructions. Harris and DeSimone ( 1994) further 

exp lain that lecture. d iscuss ion, audiovisual methods, experien ti al methods. and computer 

based tra ining as primary types of classroom or off-the-j ob traini ng methods. 

There are several advantages of' conducting training away from the wo rk setting over on-the­

job training. ['irs!. classroom settings permit using va ri ety of training techniques such as 

video. lectu re. di scussion , role playing. and simulation. Second, conducive learning cou ld be 
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designed to mi nim ize di stractions. Third, classroom setti ng could accommodate large 

number of trainees and allow for more eflicient de li very of trai ni ng (Harri s and DeS imone, 

1994). On the other hand, off-the-job training program has al so its own disadvan tages. First, 

there is a difficu lty of trans fer o f learning back to the job. Second, there is a ri sk that some 

employees conside r it as an opportunity to enjoy. Third , it invol ves increased costs/such as 

trave l and the rental or pu rchase and maintenance of rooms and equ ipments (Gomez-Mejia 

and Others, 1995: Harri s and DeSimone, 1994). 

2.3.2.3. Design ing Learning 

In design ing a training program In which learning would be fac ilitated, trainers should 

rev iew the principles of how individua ls learn. A lso issues of how to max imize transfer of 

new behaviors back to the job should be addressed. Fina ll y, tra iners should design their 

programs, to meet the needs of ad ul ts as learners. [n add ition , they often enjoy ex perienti al 

learn ing techniques and sel/~directed learni ng mo re than conventional informational 

techniques (Benw rd in, 2003). 

Preconditions of Learn ing: According to Bernard in (2003), trainees must be ready for 

learning before they are placed in any training program. In thi s regard (Fi sher and Others 

2002:366) , indicate that , tor trai ning to be most success/i.11 precondit ions of learning such as 

readiness and moti vati on should be ex ist. In the /irst place trainee readiness is that , the 

trainees should have to posses the background of ski ll s and kno wledge necessary to learn. 

The other precondition fur learn ing is motivation of trainees . It is the idea that trainees 

should see a need tor new skill and understand bow successful training shou ld benefited 

them. 

Conditions of Practice: [n active participation of training, the skill or task being learn after 

cou ld increase learning and mo ve learners through stages towards automatically (Fisher and 

Others, 2002). To do Ihi s, as Bern ardin (2003), trainers have to decide how to best arrange 

the training en vironment. There /o re, the kcy fac tors in dcs igning training is. one whether to 

have the whole task learned and practi ced as one unit or breakdown the practices into 
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separately learned and practiced pans . Thus, if the task is simple, it cou ld be learnt and 

practiced as a whole. On the other hand if'the task is complex, it should probab ly be broken 

down into component parts to practice as separate elemen ts. Another condition of practice 

trainers must cons ider is whether the practice should be di stributed (di vided into segments) 

or masses (schedu led in one long sess ion). For example, when the task is complex, or 

difficult, and must be remembered over a long-period of time, di stributed practice is better 

than massed practice. Whereas the task is sim ple massed practice seems to be better (Fisher 

and Others, 2002). 

Transfer of Learning: As many au thors agreed (Barnard, 2003 and Fisher and Others, 

2002), the ultimate goa l of a training program is that the learn ing occurs during the training 

be trans ferred back to the job, o therwise the training program has been a wastage of the 

company's resources. This has been criticized many tra ining programs for their lack of 

impact on trainees' actual behavior on the job. 

According to Fi sher (2002), traditiona l learning theory recommends a number of ways to 

maximize transfer of training in dealing main ly with training contents and methods such as 

maximizing the s imilar ity between training and job context, teaching the principles that 

underlie the practice being taught, building in time for over learning. using a variety of job­

related examples so that trainees can see how to appl y the skill in a wide range of sit uations, 

and making sure that the materi al real ly is relevant to trainees' on-the-job needs. 

Training and de velopment principles. which help to guide acti ons, are important for a 

successful function of all training and development processes. According to Peretomode and 

Peretomode (2005), these principles include: 

I. Readiness to team: the trainees must want to learn. 

2. Reinji)I'cemel1l : prov ide posi ti ve reward for certain acceptable behaviors because 

trainees are most likely to repeat response patterns, which give them some type o f 

positive reward . 

3. Immediate confil'mation: trainees learn best if reinforcement is given as soon as 

possible after the training response like promotion or pay increase. 
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4. Feedback: prov ide feedback on learning resu lts as to whether the resul ts of a 

learning process are correct or not. 

5. Active practice: learn ing by doing IS more elTective than by readi ng or passive 

li steni ng. 

6. Spaced practice: lea rning task spaced over a pe riod of hou rs or days are more 

effecti ve than being concentrated into one period. 

7. Whole learning: Learning is better when an overall view of what the tra inee wi ll be 

doing is given to hi m than just go immediately into the spec ifics. 

8. Sequence: materials to be learned should be developed or presented 111 stages, 

moving ii·om the known to the un known, simple to complex, and part to whole. 

9. Instructional materials: use audio-visua l aids as they help learner/trainee to learn 

more effectively and reta in materials lea rnt longer than read ing and/or li stening. 

10. Recognize plateaus: that is during the tra ining process, e l11 ployees reach a stage 

where they make very littl e or no progress. At th is point the trainer should take a 

break and/or encourage trainees to prevent a feel ing of despai r of a desire to glve­

up . 

As these princip les underli ned. Irainees shou ld be rewarded w it h the placement of 

acquired sk ill s and the promotion or pay increase accordingly wi th the new sk ill s or 

knowledge. In my experiences of AAU employees were not rewarded or assigned with the 

new ski ll s the ga ined. T hi s l11ay reduce the willingness of employees to parti cipate on 

trainings in the future and also intluences the service delivery of the organ izati on. 

2.3.2.4. Im plementing Training and Development Program 

At the implementation phase, the trai ning and development programs wo uld put into 

practice . The imp lementation of the program is the responsibil ity of trai ners to conduct and 

manage the tra ining and development program in accordance with the design. Th is trai ni ng 

program which is resulted fro m a thorough assessmen t sho uld be a direct response to the 

organizational problems or need and is expec ted to bring a real improvement in the 

organi zation. The im plementation 01" trai ning is the invo lvement of arranging physical 
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environment and starti ng on posi tivel y avoidi ng traini ng distractions (noise. interruptions), 

consideri ng seating arrangements in the class room setting are focused decisions. After 

having arra nged the needed elements to implement the training program-lesson plans, 

contents training methods, training materials and physical environment, the next is to start 

the program (Harri s and DeS imone, 1994). 

2.3.3. Evaluation Phase 

Eva luati on whi ch is the fi na l phase or the train ing and development program, invo lves the 

co llection of informatio n on whether trai nees were satisfi ed with the program, learned the 

materi al, and were able to apply the ski ll back on the job. HRD eva luation as defi ned by 

Harri s and DeSimone ( 1994) is "the systemati c co llecti on of descri ptive and j udgmental 

in fo rmation necessary to ma ke effective training dec isions related to the se lection, adoption, 

va lue, and modificat ion of var ious instructiona l activities". Thus, it is a concern with the 

va lue or worth of training changes that take place through the process of training and 

deve lopment programs. 

2.3.3.1. Purposes of Evaluation 

Eva luation can serve a number of purposes with in the organ ization (I-farris and DeSimone, 

1994) helping to determ ine whether a program is accomplish ing its objectives, identify the 

strengths and weak nesses of HRD programs, determine the cost/benefit ratio of an HRD 

program, decide who shou ld participate in fu ture programs ide nti fy wh ich participants 

bendi ted the most or least li'om the program, reinlorce major po ints to be made to the 

participants, gather data to assi st in market ing future programs, determ ine if the program 

was approp riate, and establi sh a data based to assist management in maki ng decisions. 

Thereto re, eva luati on can help to check the achi evemen t of the train ing program objecti ves, 

the implementation of programs in accordance with thei r design, and the impacts of tra ining 

on indi vidual and organizational perl·orlllance. 
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2.3.3.2. Models of Eval uation 

A model of eva luat ion outlines the crite ri a or focus o f the eva luation effo rt. As Harri s and 

DeS imone, (1994) indicate that the different models of evaluation ha ve been deve loped on 

the perspecti ve of evaluating an HRD program. The model s share some features but they 

diller in significant way. The most popular and influential models of training evaluation was 

articulated by Kirkdatric h. According to thi s model the training effort s could be evaluated 

according to any or all of the four criteria: reaction, learning, job behavior, and results. 

I) Reactiol/: Th is leve l designed to asscss trainee's opinion regarding the training program. 

Pos iti ve reactions to a training prog ram may make it eas ier to encourage employees to 

attend futu re programs. On the other hand, if trainees dislike the program or think they 

didn't learn an ything, they discourage others ii'om attending the program. The main 

limitation of eva luating I-IRD programs at the reac tion leve l is that th is information 

cannot indi cate whether the program met its objecti ves . 

2) Leamillg: This leve l measures the lea rn ing ac hieved as a resu lt of the trai ning. It 

assesses the degree to which trainees have mastered the concepts, knowledge, and skills 

of training. Typically, learni ng is measured by paper-and-penci l tests (Harri s and 

DeSimone. 1994). 

3) Job Behavio/': This level is also an important criteri on of training success . Measuring 

whether training has transferred to the job requ ires observation of the trainee's on-the-job 

behavior. 

4) Results: Thi s leve l iocuses on the examining of training on the wo rk group or entire 

company. Meeting thi s criterion is considered to be the 'bollom line' as far as most 

managers are conce rned. 

Generall y. the model reviews not only rh e result of the program but al so the whole training 

effort starting the training analysis, and recogni zes the evaluation as a continuous process 

(Kenney and Others, 1979) . 
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2.3.3.3. Evaluation Methods 

The data co ll ecti on methods and sources available when conducti ng traini ng eva luation 

needs to measure whether trainees used what they have learned back on the job. These 

methods, for co ll ecting evaluat ion data. include interviews, questionnai res, di rect 

observation tests and simul ati on, and arc hi va l perfor mance data . 

2.4. Training and Development Policy, and Strategy and Principles 

The training and deve lopment programs should be designed as part of training po li cy and 

strategy. A company's tra ining po lic ies represent the commitment of its di rectors to traini ng 

and are ex pressed in the rul es and procedures which gove rn or infl uence the standards and 

scope of traini ng in the organizati on. Traini ng policies are necessary to prov ide gu idelines 

for those responsible for planning. and implementing training, to ensure that a company's 

trai ning resources are allocated to prio rity requ irements, to provide equa l opportunity fo r 

train ing throughout the company. and to inform employees tra in ing and development 

opportuniti es (Kenney and Others. 1979). 

In li'aming the ir po li cies for training, directors have lirst to dec ide what contribution they 

want the training function to make to the achievement of the compan y's objecti ves. Thi s 

shows tha t where a system of management by objectives is in operation, the train ing policy 

is completely int egrated with corpomte strategy. Though the type of poli cy vary Ii'om one 

organization to anothe r. facto rs such as the o bj ectives of the business. the directors' personal 

vi ews on training, the info rmat ion avai lable abou t organi zatio nal training needs, the size of 

the company. labor mark et situations, the company's fonn er and current poli cies and 

practices, the caliber of training sta ff, and the resources all ocated to training could determi ne 

the type of training po li cy the organi zati on will have . It is also impo rtant to rev iew and asses 

the appropriateness of ex is ting rules and proced ures to the train ing need of the organi zation 

whether they contribute to the organ izat ion's objectives or not. This is because, making the 

training of the organi zation known in the com pany's community has the advantages like 

communicati ng the direc to rs' in tentions, helping those who are responsible for traini ng, it 
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c larilies the ro les and functions of tra ini ng spec ia li sts. it indicates training opportunities 

ava il able for employees and enhances empl oyee- employer relations (Kenney and Others. 

1979). 

Besides, a typ ica l training plan contai ns the projected train ing catego ries of staff on a 

company base, detail s of departmental training requirements, who is responsible for the 

implementati on when the traini ng will take place, depart mental and com pany level budget 

figures for trai ning (Kenney and Others, 1979). 

2.5. Constraints of Human Resou rce Training and Development 

Human resource training and deve lopment programs might hampered by different factors. 

The attitude of top management is mainl y the primary prob lem for training and deve lopment 

success in the organization. The support of ma nagers to employees training and 

development is the reflection of their att itude. Managers at a ll leve ls particularl y top 

management shou ld prov ide rca l support for train ing and developments orthe organization's 

human resources. This shou ld be commu nicated to the entire organization. True support 

become ev ident when executi ves prov ides the needed resourccs for human resource training 

and development function , and it also fu rther strengthened when top executi ves take parts in 

the training. which can convinced employees of the true importance of I-IRD programs. In 

addition managers should be committed to involve in the HRD processes which are cruc ial 

in integrating the training and development activities to the strategic process . The other 

constraint of training and development is the amount of resources allocated that includes 

money materials and fac il iti es, personnel, time. The amount of funding wo uld affect the 

amount and quality of tra ining and ed ucation (Mo nday, 1990). Therefore. the organi zati on 

that has considerab le shortages of one or more of these resources would face the problem of 

training and deve lopment of its human resources. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

This chapter deals with the research design and methodology applied throughout the study. 

3.1. Research Methodology 

For the purpose of the study, descriptive research method was employed. This is because, it 

is the appropriate method which enables the researcher to assess the existing practices and 

problems of training and development of human resource programs of administrative 

employees of Addis Ababa University. Therefore, to know the practices and problems of 

human resource training and development at Addis Ababa University, the researcher felt that 

the selected method was appropriate. 

3.2. Sources of Data 

In this study both primary and secondary sources of data were used. The primary sources of 

data comprise of the information collected from administrative employees through c1ose­

ended and few open-ended questionnaire and human resource training and development 

department head and human resource management director of the university through semi 

structured interview. In addition to this, reports and relevant documents were reviewed and 

gathered from training and development department as secondary source of data. 

3.3. Sampling Techniques 

All permaneilt administrative employees of Addis Ababa University that is two thousand 

eight hundred and four (2804) were the population of the study. All these employees were 

found in sixteen faculties/campuses of Addis Ababa University. To conduct research on all 

these employees and faculties were unmanageable and costly. Because of this, the researcher 

decided to take representative sample to conduct the study. Based on this, 5 (31.2%) of the 

faculties namely, Faculty of Technology (North), Faculty of Science, School of Pharmacy, 
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Yared Music School and Co llege of Commerce were selected by lottery method as the 

sample of the study. Th is was done because to give equal chance of selection for each 

faculties and to get reasonable response. In add ition to this, the head office was included and 

selected as a sample of the study using purposive sampling. This is because, the training and 

development program of AAU was carried out mainly by thi s office and it is expected to get 

sufficient and relevant data from thi s office. In all these fi ve facu lties and head office, there 

were 539 permanent administrati ve employees. Again to conduct research on all these 

employees of the faculties were unmanageable and costly. Because of thi s, the researcher 

decided to take representative sample from five facu lties and head office to conduct the 

study. Based on thi s, 216 (40%) of the respondents were selected using simple random 

sampling techniques. Since thi s sampling technique gives equal chance for the faculty and 

employee representatives to be included to the study. 

Table 1: Samples of the Study 

Total No of Sample 

No Name of the sample faculty/head office employees employees 

I College of Commerce 139 56 

2 Faculty of Science 137 55 

3 Faculty of Technology (North) 95 38 

4 School of Phannacy 11 5 

5 Yared Music School 31 12 

6 Head Office 126 51 

Total 539 216 

Source: AA U IlulIlall Resource MaJ1agement Of/ice. 
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3. 4. Data Gathering Tools 

For data collection purposes, three basic instruments namely; questionnaire, interview and 

document analysis were used. 

Questionnaire: The questionnaire had ten parts and it was prepared based on the review of 

the related literature. Because the number of respondents were large, thi s tool is appropriate 

to gather the necessary. The items were close-ended supplemented with few open-ended 

items to get more opinions of the respondents. The items were prepared in Amharic to 

access the majority of the respondents working at Addis Ababa University to understand it 

and express their idea. Besides, it is the official working language of the University for the 

Administrative Staff. Thus, the student researcher believed that thi s may avoid language 

barriers wh ile gathering the appropriate and relevant data from the respondents. The same 

questions were set for all respondents. 

Interview: For the purpose of the study, semi-structured interviews were employed to 

collect detailed information from human resource management director and head of training 

and development department of the university. This is because the employees at these office 

were few in number and interviews are the appropriate tool to gather required data from 

these offices. 

Document Analysis: With thi s data gathering tools, reports and relevant docu ments were 

reviewed and gathered from training and development department. This data gathering tool 

was also used to enrich the data obtained through questiorU1aire and semi-structured 

interviews, and to capture information that cannot be obtained through questionnaire and 

interview methods. 

Pilot: Pilot testing was conducted for reliability by employing split half method. The 

procedure was that the items in the questionnaire were spitted in to two halves and 

di stributed to twelve employees at Business and Economics Faculty, which was out of the 

sample study. Split halves method was used. Finally, the result was calculated using 
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Spearman Brown correlation prediction form ula (rho). The assumption is if the rho is >0.5, 

the items are estimated reli able. 

The result obtained was 66.66. Thus, the items III the questionnaires were internally 

consistent. Based on the responses of the pilot test the researcher also consult with 

experienced individuals to the validity, and after getting additional comments the researcher 

corrected and adjusted the mistakes suggested by individuals. Fina lly, the researcher 

distributed and administered the questionnaires to the respondents of the stud y. 

4. S. Methods of Data Analysis 

The data collected through questionnaire were presented in table form and descriptive 

statistics was employed. After making the necessary coding, the data were analyzed using 

15.0 versions of SPSS . In descripti ve statistics, frequency counts and percentagess were 

used to analyze various characteri stics of the sample population. This stati stical tool also 

help to determine the relati ve standing characteri stics such as sex, age, academic 

qualification, work experience, participation in the training and development opportunities. 

The tool also used to analyze variables related to the topic throughout the study. Besides, in 

the inferential statistics, non parametri c test (chi-square) was used to test the existence of 

statistical differences between the responses of the respondents in the two independent 

groups fo r the close-ended items in the questionnaire. Moreover, t-test was used for fi ve 

scale measurements based on the fo llowing mean score va lues: 

I. 1.00 - 1.49 = Strongly Disagree 

2. 1.50 - 2.49 = Disagree 

3. 2.50 - 3.49 = Do not know 

4. 3.50 - 4.49 = Agree 

5. 4.50 - 5.00 = Strongly Agree 

The quali tati ve data obtained [rol11 open-ended items, documents and semi-structured 

interviews were used to support the analys is following the sub-topics under each table. 
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Descriptive approach was used to analyze these data. Besides, the findings were discussed 

and interpreted in relation to the review oCthe related literature. 

3.6. Procedures of Data Collection 

To get full support in administrating and co llecting the instruments of data collection, first 

contact was made with the Human Resource Director of AAU. Fo llowing thi s, 

administrati ve members who fi lled out the questionnaire and human resource managers of 

the university were identified. Then, the questionnaire was di stributed to the respondents. 

Finally the fill ed out questi onnaire were collected , and the semi-structured interviews were 

conducted to human resource director and head of training and deve lopment department of 

the university using interview guides. In addition to thi s, relevant documents like plan and 

delivery report of the training and development program of the university was reviewed. 
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CHAPTER FOUR 

PRESENTATION AND INTERPRETATION OF DATA 

This chapter deals with presentation, ana lysis and interpretation of data co llected through 

questionnaire, semi-structured interviews and document analys is. The chapter consists of 

two parts . The first part deal s with the characteri stics of respondents with regard to sex, age, 

educa tional qualilications and year of services . The second part dea ls with the anal ys is and 

interpretation of the data related to the topic under the sllldy that was co ll ected th rough 

questionnaire, interview and documents ana lysis. 

To obtain relevant data to the study, a tota l of 2 16 questionnaires were prepared and 

di strib uted to permanent admin istrative employees in the fi ve sampled facu lties (campuses) 

and head offices of AAU. Of the di stributed questionnaires, 198 (91.7%) were I1l led out and 

returned. The information gathered through interviews and documents were analyzed in 

relati on to the responses obtained through questionnaire. 

4.1 Cha.-acteristics of the Respondents 

, 
The study targeted at 2 16 permanent adm in istrati ve employees work ing in I'i ve randoml y 

selected faculti es and the head oftice of Addi s Ababa University which was se lected 

purposively. Besides, human resource management director and head of train ing and 

development department of the Uni ve rsity were interviewed to crosscheck the data obtained 

through questi onnaire to get detail information. Based on the responses obtained, 

presentation, analysis and interpretati on of data were made foll owing each table. Based on 

thi s, the ana lyses of the stud y were presented as foll ows. 

41 



o 

o 

Respondent's sex 

• Male (38.4%) 
• Female (61.6%) 

FigureJ. Respondents ' Sex 

As can be seen in figure I, 14 (28%) of head office and 62 (41.9%) of faculty respondents 

were male. The majority, 36 (72%) of head office and 86 (58.1 %) of faculty respondents 

were females. This shows that there was the less proportion of males to that of females in 

administrati ve employees and there was an encouragement of females to employ at Addis 

Ababa University. 
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Respondent's age 

Figure 2 Respondents ' Age 

. ,8.22 (1 .5%) 

• 23·27 (15.2%) o 28·33 (29.8%) 

• 34-40 (26.3%) 
D 41·45 (23.7%) 

• >45 (3.5%) 

Regarding age distribution, as shown in figure 2, the majority, 20 (40%) of the head office 

and 39 (26.4) of the respondents were found to be under the age ranges of 28-33. Others, II 

(22%) of head office and 41 (27.7%) of faculty respondents, and 4 (8%) of the head office 

and 43 (29.1%) of the faculty respondents were under the age ranges of 34-40 and 41-45 

years. From this it is possible to conclude that the majority of respondents were found to be 

under the age ranges of28-33 and 34-40, which consists of the active workforce. 
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Figure3. Respondents ' Qualifications 

MA(O.S%) 

Regarding the respondents' qualifications, as it can be seen in figure 3, the majority 26 

(52%) of the head office and 89 (60.1 %) of the faculty respondents were diploma holders. 

Others, 18 (36%) of the head office and 34 (23%) of faculty respondents were first degree 

holders. In general, even though the number varies the respondents were from twelve 

complete to first degree levels in qualification. But the only one of the head office had 

second degree holder. This shows that Addis Ababa University, compared with its history 

and current level , lacks qualified administrative employees which could contribute for better 

performances. 
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Figure 4, also depicts the characteristics of respondents in terms of work experiences, in 

which 24 (48%) of the head office and 40 (27%) of faculty respondents were under the 

service years of 5-10 years, and 7 (14%) of head office and 28 (1 9.8%) of faculty 

respondents were served their organization more than twenty years. From this it is possible 

to understand that employees can have the knowledge and experience of training and 

development practices and problems of their organization to provide important information 

for this study. 

Work experience 

60 32.3% 

18.2% 17.7% 17.7% 

14. 1% 
20 

a , , , , 
<5 11 · 15 16-20 >20 

Work experience 

Figure4. Respondents Work Experience 
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Generall y, respondents profi le can show a considerable issue for the study to provide 

va luab le information for the study. 

4.2. Analysis of the Practices and Problems of Training and Development Programs 

This section addressed variables that were related to the practices of human resource training 

and development at Addis Ababa University. In addition, factors that were hampering such 

practices were also dealt with . 

As it was di scussed in the previous chapters, training and development is a process that 

comprises different phases. The phases range from identi fying training and development 

need assessment to evaluating the outcomes of the programs delivered. Thus, it is obvious to 

raise questions that cou ld help to analyze the overall practices and issues of training and 

development programs under the study, especially in educational organizations. With this 

assumption, training and development issues, existence of separate department, need 

assessment, objectives, contents, resources and facilities , methods, evaluation, and 

constraints were raised and discussed on the basis of respondents' responses. 
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Table 2. Respondents' Perceptions on the Presence of Training and 

Development Department and Training Practices 

Respondents 
No Item Head Office Faculties Total 

No % No % No % X'" 
Is there an office of Yes 18 36.0 57 38 .. 5 75 37 .. 9 

I training and No 16 32.0 23 15 .. 5 39 19.7 
development OK 16 32.0 68 45 .. 9 84 42.4 0.607 
separately at AAU? 

Total 50 100 148 100 198 100 

Does training and Yes 4 8.0 22 14 .. 9 26 13. 1 
2 development office No 25 50.0 72 48.6 97 49.0 

lead by professiona l OK 21 42.0 54 36.5 75 37.9 1.269 
employees? 

Tota l 50 100 148 100 198 100 

Do you get a chancc Yes 23 46.0 73 49 .. 3 96 48.5 
3 of train ing and No 27 54.0 74 50 101 5 1 

development s ince OK - - I 0.7 I o .5 
1997 E.C? .165 

Total 50 100 148 100 198 100 
Do you workin g on Yes 10 43.5 24 32.9 34 35.4 
the basis of trainin g No 13 56.5 49 67.1 62 64.6 

4 you got before? DK - - - - - - .020 
Total 23 100 73 100 96 100 

p-
Value 

.436 

.260 

.685 

.886 

As shown in item I of table 2, 18 (36%) of the head office and 57 (38.5%) of faculty 

respondents revealed that there was a separate training and development department at 

Addis Ababa University. Of the respondents, 16 (32%) of the head office and 23 (15.5%) of 

the facu lty respondents replied that there was no training and development department 

separately at Addis Ababa University. On the other hand, the majority, 16 (32%) of the 

head office and 68 (45.9%) of the faculty respondents showed nothing about the presence of 

training and development department separately at Addis Ababa University. The calculated 

chi-square result also indicated that there is no statistically significant difference between 

the respondents opinion (at chi-square value 0.607; P>0.05). From this, it is possible to say 

that the training and development department of Addis Ababa University is not as such 

recognized or well known by its employees. Moreover, the training and development 
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department might not carry out its responsibilities in relation to facilitating and 

implementing the training and deve lopment programs for administrat ive employees at Addis 

Ababa University. 

In item 2 of table 2, majority (49%) of both head office and faculty respondents agreed that 

the training and deve lopment department was not led by professionals; which may hamper 

the designing and delivery system of training and development programs using in a 

systematic and proper ways. 

As can be seen in item 3 of table 2, only 23 (46%) of head office and 73 (49%) of faculty 

respondents revealed that they got a chance of training and development programs with in 

the past five years since 1997 E.C. The majority, 27 (54%) of head office and 74 (50%) of 

faculty respondents indicated that they did not get the chance of training and development 

programs for the past fi ve years. The calculated chi-square result 0.165, at 0.05 significance 

level and I degree of freedom (P>0.05) indicates that there is no statistically significant 

difference between the opinions of the respondents. This means even though some of the 

respondents got the chance of training, more than hal r of the total respondents did not get 

training chance which shows that the practice of training and development program at AAU 

was weak. Thus, the practices of training and development of administrative employees 

were less at Addis Ababa University. 

In item 4 of tab le 2, the majority, 13 (56.5%) of the head office and 49 (67. 1 %) of faculty 

respondents indicated that they were not working on the basis of the training they got. The 

employed chi-square resu lt also indicated that the responses of the respondents of the head 

office and facu lties are not significantl y different (at chi-square value 0.020; P>0.05). This 

means more than half of both the head office and facu lty respondents were not working on 

the basis of training they attended which shows the wastages of resources allocated for 

training programs at Addis Ababa Uni versity. 
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Table3. Relevance of Training and Development Programs 

Respondents Sig (2-
No Item t-test tailed) 

Head Office Faculties 
I The training Mean Va lue 248 2. 18 

program adds 
effectiveness on 
the work of Std . D 1.65 146 .820 414 
employees. 

2 The tra ining and Mean Va lue 2.65 2.47 
deve lopment 
program builds Std . D 1.56 1.46 
employees .525 .601 
capacity. 

3 The training and Mean Value 2.61 2.64 
deve lopment 
program 

progresses Std. D 1. 50 1.35 2.914 .004 
employees work 
~erformance . 

4 The Training Mean Va lu e 2.39 2.45 
program 
introduces new Std. D 1.64 1.56 
technologies for .3 83 .703 
emplo),ees. 

5 The training and Mean Va lue 2.35 1.97 
deve lopment 
program 
increases work Std. D 1.30 1.23 1.212 .228 
interest for 
employees. 

In item I of table 3, respondents were asked their effecti veness on their works after the 

training and development programs they got. The majority, with the mean ratings (2.48) of 

the head office and (2 .1 8) of faculty respondents indicated that the training program they 

participated in did not help them to be more effective on their works. The calculated t-value 

result also indicated that the scores of respondents from the head office and faculties is not 

significantly different (at t-va lue 0.414; P>0.05). Thi s implies that the training and 

development programs delivered to the administrative employees did not support them to 
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perform their works effectively. Thus, the trai ning and deve lopment programs might not fill 

the skill gaps of the administrative employees at AAU. 

Respondents were also asked the importance of training in capacity building and progress of 

work performance. Majority of head office and facu lty respondents with mean values (2.65) 

and (2.47) respectively indicated that the training they got did not build their capacity in 

accordance with their tasks. Respondents of both the head office and facu lt ies al so showed 

the irrelevance of the training and development programs that it did not improve their work 

performance as shown in item 3 of table 3 with the mean scores of (2.6 1) and (2.64) 

respectively. This implies that the training and development programs delivered at AA U for 

admi nistrative employees did not help the workers to improve their performances. 

/' Therefore, it is possible to conclude that, the training programs at Addis Ababa University 

were not relevant to help administrative employees to work properly and effectively and to 

increase work performance in bui lding their capacities. 

Table 4. Respondents' Ratings on the Selection Process of Trainees 

Respondents Sig (2-
No Item l'lcad Faculties 

t-tcst tailed) 

Office 
I Tra inee selection opportunity is Mean Value 2.04 2.48 

equal for all admin istrative -1.498 .137 
employees. Std. 0 1.34 1.17 

2 Trai ning opportunity was given Mean Va lue 3. 13 3.34 
as incentives for adm inistrative -.740 .461 
employees. Std. 0 1.25 1.18 

3 The tra in ing oppOliun ity was Mea n Value 3.22 3.81 
given in relation to immed iate 

Std. 0 1.60 1.15 
-2.141 .035 

supervisors. 
4 The opportun ity is mai nly for Mean Value 4.26 4.21 

higher officials. Std. 0 .75 .73 .3 17 .752 

5 The trai ning opportunity Mean Value 4.78 4.36 
ignored adm inistrative 2.781 .007 
employees. Std. 0 .85 .56 

As indicated in item I of table 4, both head office and facul ty respondents with the mean 

scores of 2.04 and 2.48 respectively agreed that there was no equal opportunity fo r selecting 
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trainees [or training and development programs. The calculated t-value also indicated that 

the scores of respondents li·om head office and faculties is not significantly different (at t­

value -1.498; P>0.05). This implies that the se lection of trainees was not transparent to give 

equal opportunities to get the chance of training and development programs for 

administrative employees at AAU. Thus, the se lection of trainees might benefit some 

employees instead of involving the majority to participate in getting the training opportunity. 

On the other hand, as shown in item 2 of table 4, both groups of respondents agreed with the 

mean scores of 3. 13 and 3.34 respectively that training and development opportunity was 

given as incentives in the University. Moreover, as respondents indicated in item 3 of table 

4, the training and development opportunity was given for those who had good relations 

with their immediate supervisors at AAU. 

As indicated in item 4 of table 4, respondents of the two groups, the head office and 

faculties, with the mean scores of 4.26 and 4.21 respectively revealed that the training and 

development opportunity was mainly given fo r higher officials . The calculated t-test result 

indicated that the scores of respondents of the head office and faculties is not significantly 

different (at t-value 0.317; P>0.05). /his means higher officials at Addis Ababa University 

have the chance of training and development opportunities rather than administrative 

employees who have a direct relation to the tasks performed to fill employees ' performance 

gaps. Here it is possible to understand that training was not given for the purpose of 

productivity and filling the gap of skill s and performance. 
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Table 5. Practices of Training and Development Need Assessment 

Respondents p-

No Item Head Office Faculty X~ value 

No % No % 

I I-las AAU conducted training and Yes 4 17.4 5 6.8 

deve lopment need assessment since 1997 No 19 82.6 65 89. 1 3.068 .080 

E.C? OK - - 3 4. 1 

Total 23 100 73 100 

2 Do you believe that training is based on Yes - - 5 6.8 

the need assessment? No 23 100 68 93.2 . 1.645 .200 

OK - - - -

Tota l 23 100 73 100 

3 Did need assessment IS conducted by Yes - - - -
professiona ls? No 23 100 73 100 . 165 .685 

OK - - - -

Tota l 23 100 73 100 

4 Did managers decide the training and Yes 19 82.6 68 93.2 

development need by themse lves? No 4 17.4 5 6.8 2.264 .123 

OK - - - -
Total 23 100 73 100 

5 Do you believe that the human resource Yes 4 17.4 6 8.2 

department conducts the training and No 10 43.5 39 53.4 .297 .586 

development need assessment? OK 9 39.1 28 38.4 

Total 23 100 73 100 

As indicated in item I of table 5, 19 (82.6%) of head office and 65 (89. 1 %) of faculty 

respondents indicated that the trai ning and development need assessment was not conducted 

at AAU. The calculated chi -square result 3.068 at significant level of 0 .05 and I degree of 

freedom (at P>0.05) al so showed that there was no existence of the statistically significant 

difference between respondents ' opinion. Furthermore, as the respondents ind icated, the 

higher level managers and HR department decide training and development needs rather 
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than based on need assessment in their organi zation. From thi s, it is possible to conclude that 

the minimum trai ning and deve lopment practice observed at AAU was not supported by 

training needs analys is. In which case, such a practice may leads to additional costs with non 

return value of training and development programs rather than add ing effi ciency and 

effectiveness. 

Table 6, Reasons fOl' Faili ng to C onduct Need Assessment 

Responden ts t-test Sig (2 -
No Item I-lead Faculties tailed) 

Office 
I Absence of expects to Mean Value 4.56 4.41 

condu ct training and .711 .479 
deve lopment need assessment Std. D .5 1 .99 

2 Lack of budget to conduct Mean Value 1.26 1.92 
trai ning and deve lopment -3. 185 .002 
need assessment Std. D .45 .95 

3 No understand ing of training Mean Va lue 4.35 4.01 
and deve lopment need 1.476 .143 
assessment Std. D .49 .04 

4 There was sh0l1age of time to Mean Val ue 1.61 1.79 
identify tra ining and Std . D .72 .58 - 1.266 .208 
deve lopmen! needs. 

As shown in item 1 of tab le 6, both head offi ce and fac uity respondents with the mean 

scores of 4. 56 and 4.4 1 respect ively indicated that the absence of experts was one of the 

reason of fai ling to conduct training and development need assessments at AAU. The 

calcu lated t-test result also indicated that the scores of the respondents of the head office and 

faculties was not statisticall y significa nt di fference (at t-value 0.7 11; P>0.05). This implies 

that the respondents of both the head offi ce and faculties agreed that one of the reasons for 

fa il ing to conduct training and deve lopment need assessment was lack of experts to do the 

need analyses. Thus, AAU might fai l to know which employees need training to fi ll the ski ll 

gaps, 

As indicated in item 2 of table 6, respondents of head office and facu lties disagreed with the 

mean score of 1.61 and 1.79 fo r shortage of time was not the reason of fa il ing to conduct 
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training and development need assessments at AAU. The t-test result indicated that the mean 

scores of respondents of head office and faculties is not statistically significant different (at 

t-value -1.266 ; P>0.05). This means both sample respondents agreed that shortage of time 

was not the major reaso n not to analyze training and development needs. 

On the contrary, as item 3 of table 6 dep icts, both head office and faculty respondents agreed 

with the means values of 4.35 and 4.0 1 respectively that the misunderstanding of the need 

assessment was the other reason in failing to assess training and development needs at 

AAU. The calculated t-test result showed that the scores of the respondents of head offi ce 

and faculties is not significantly different (at t-value 0.143; P>0.05). ~is implies that the 

officials of AAU could not recognize the importance of training and development need 

assessment. Therefore, the misunderstanding of the training and development need 

assessment fo r the given training and development programs might lead the Uni versity to 

allocate inappropriate budget and other resources for unnecessary skill s. 

From the findings, it is possible to conclude that, because training and development need 

assessment was not understood and given attention at AAU, and no expert was assigned to 

conduct the need assessments, trai ni ng and development programs were giv<::n with out need 

analyses which could help the University, if done properl y, to identify the provision of the 

necessary ski ll s for poor performing employees .. 
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Table7_ Objectivcs of T,-aining and Dcvelopment 

Respond ents 

No Item Bead Faculties Tota l 
X' Office p- df 

No oft, No (~, No % value 

I Did AAU set obj ectives Ves 10 43.5 55 75.3 65 67. 7 
before offering training No 8 34.8 II 15.1 19 19.8 6.742 .009 I 
programs? DI( 5 21.7 7 9.6 12 12. 5 

Total 23 100 73 100 96 100 
2 Do Y OLI believe that the Ves 8 34. 8 7 9.6 15 15.6 

objec ti ves were slIcceeding? No 13 56 .5 66 90.4 79 82.3 2 .967 .085 I 
DI( 2 8.7 - - 2 2.1 

Total 23 100 73 100 96 100 
3 Did the training progra m Ves 8 34.8 13 17.8 2 1 2 1.9 

has c lear obj ect ives? No 13 56.5 17 7' 0 _.).J 30 3 1.2 12 .49 .000 I 
DK 2 8.7 43 ~;9 '15 46.9 

Tota l 23 100 73 100 96 JOO 
4 Were the obj ective of the Yes 5 2 1. 7 15 20 .5 20 ~O,8 

-+.~-

training and development ---
8 3l l. S 20 2711 28 -~ .265 .607 I No 

atta inable? 

DI( 10 43.5 38 52.1 48 50.0 
Total 23 100 73 JOO 96 100 

5 What was the focus of tile A 13 56.5 43 59 .9 56 13 .5 
training and development B 
objectives? 

10 26 30 15 .1 40 86.5 

J\ . Improving performance C - - - - - -
B, lJuilding capacity 
C. introd ucing new --~ .040 .841 I 

methods D - - - - - -

D . Introducing new 
technology E - - - - - -

E. Do not know 
Total 23 100 73 100 96 100 

As can be seen in item I of table 7, 10 (43.5%) of heac! o tlice and 55 (75.3%) of faculty 

respondenls revealed that AAU set objec tives for training and de velopment programs. The 

chi-square result a lso indicated thai there is stati stical ly signifi cant difference between the 

opinions of the respondents (at chi-square value 6.742: P<0.05). Thi s implies that AAU sets 

tra in ing and development objectives before delive ring the trai ning program but some of the 

respondents did not understand it. 
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Regarding the success of the objecti ves, as can be seen in item 2 of table 7, the majority, 13 

(56.5%) of the head office and 66 (90.4%) of the facu lty respondents revealed that the 

objectives of training and development programs did not succeed at AAU. The calculated 

chi-square result also indicated that there is no statistically signifi cant difference between 

the responses of the respondents (at chi-square-value 2.967; P>0.05). This implies both 

sample respondents agreed that the success of the training and development objectives were 

not ex isted during the training programs. Thus, the University might incur addi tional costs in 

relation to training and development programs unless it tries to succeed the training and 

development objectives at the ti me of de livering the programs. 

In item 3 of table 7, respondents were asked the clarity of the training objectives . the 

majority, 13 (56.5%) of the head office respondents replied that the training and 

development programs did not have clear objectives. On the other hand, 43 (5 8.9%) of 

faculty respondents said nothing on the existence of clarity in the training and development 

programs. The chi-square resul t also showed that there is a stati stica lly significant difference 

between the responses of the respondents (at chi-square value 12.499; P<0.05). This impl ies 

that, the training and development programs designed during training of the administrative 

employees lack clarity of objectives . Thus, the training and development programs might 

fa il to transfer the necessary knowledge or skills to the appropriate employees. 

At the same time respondents were asked with the attainability of iraining and development 

objectives as shown in item 4 of table 7, and only 8 (34.8%) of the head office and 20 

(27.4%) of the faculty respondents indicated that the objectives of the training and 

development programs were not attainable. On the other hand, the majority, 10 (43.5%) of 

the head office and 38 (52.1 %) of facu lty respondents said nothing on the at1ainability of 

training and development objecti ves. The ch i-square result indicated that the responses of 

respondents of the head office and faculties is not significantly different (at chi-square value 

0.265; P>0.05). This shows that the objectives of the training and development programs 

were not attainable. Thus, unattainable objectives may not bring the required skills fo r 

employees to be competent in the Uni versity. 

56 



( 

Regarding the focus of the tra ining and development objectives as shown in item 5 of table 

7, the majority, 13 (56.5%) of the head office and 43 (59.9%) of facu lty respondents agreed 

that the focus of the training and deve lopment objectives was improving the performances of 

administrative employees in the University. The calculated chi-square result also showed 

that there was no stati stically signi ficant difference between the responses of the respondents 

(at chi-square value 0.040; P>0.05). This implies both of the sample respondents agreed that 

the focus of the given training programs were improving employees ' performances. Thus, 

the University might fa il to know other skill s required training and development such as 

capacitating employees', introduc ing new methods and new technologies. 

Table 8. Respondents' Perception on the Training and Development Methods 

Respondents 
No Item Head Faculties Total X' p-

Office value 
No % No % No % 

I Is there an orientation Yes - - - - - -
program before offering the No 23 100 73 100 96 100 3.90 .048 
job for new ad ministrative 
employees? NK - - - - - -

Total 23 100 73 100 96 100 
2 Which method did used A 8 34.8 34 44.6 42 43 .8 

AAU in training of its 
employees? B 15 65 .2 39 53 .4 54 56.2 
A. On- the- job method .430 .51 2 

B. Off-lhe-job method 
Total 23 100 73 100 96 100 

3 Have yo u satisfied with the Yes 7 30 .4 30 4 1.1 37 38.5 

methods used in the No 16 69.6 43 
trainin g and development? 

58 .9 59 61.5 
.404 .525 

DK - - - - - -
Total 23 100 73 100 96 100 

Orientation, as part of training and development programs could be given for new 

employees to help them to associate themselves with the organization and senior employees 

before beginni ng the job they offe red. As shown in item I of tab le 8, all of the respondents 
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in both samples revealed that there were no ori entat ion programs fo r new employees before 

they offered the jobs. The chi-square resu lt al so indicated that there is a statistically 

significant difference between the responses of the respondents (at chi-square value 6.482; 

P<O.OS). This shows that the orientat ion programs foe new employees were not practiced to 

socialize the new employees where they join the University. Thus, new employees might 

leave the ir jobs early fear of future relations to the organization and other employees and 

AAU could lose competent and new idea generating employees. 

As shown in item 2 of table 8, the majority 15 (65 .2%) of head office and 39 (53.4%) of 

facu lty respondents indicated that the University mostly used off- the -job methods in 

training its administrati ve employees. The calculated chi-square result indicated that there is 

no statistically significant difference between the responses of the respondents (at chi-square 

value 0.978; P>O.OS). On the contrary, as can be seen in item 3 of table 8, 16 (69.6%) of 

head office and 43 (58.9%) of facu lty respondents replied that they are not satisfied with the 

method used for trai ning and development in the Uni versity. The calculated chi- square 

result also indicated that thcre was no statisticall y signifi cant difference between the 

rcsponses of respondents (at chi-square va lue 0.R30; P>O.OS).-1his implies that the training 

and development methods were not suitable for trainees to attend the program. Therefore, 

the training might not bring valuable resu lts for the Uni versity's productivity. 
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Table 9. Ava ilability of Resources and Facilities of Training and Development 

Respondents Sig (2 -
No Item t-test tailed) 

Head Omce Faculties 
I Trainee selection was Mean Va lue 1.43 1.6 1 

on the bas is 
of traini ng and -1.539 .127 
development need Std. D .5 1 1.37 
assessment. 

2 Trainees were capablc Mean Value 2.65 1.37 
to partic ipate on the 
training and 5. 193 .000 
deve lopment programs. Std. D 1.94 .49 

3 Trainers have the Mean Value 3.67 3.67 
necessary knowl edge 
for the training Std. D .82 .94 .111 .912 
program. 

4 Trainers match the Mean Va lue 3.3 0 3.45 
objectives to the 
contents of traini ng and -.628 .532 
deve lopment program s. Std. D 1.22 .90 

5 There was a good Mean Va lue 3.6 1 3.34 
conducive environment 

for the training Std. D .95 .98 
]Jr~grams. .934 .353 

6 There were enough Mean Value 2.78 2.46 
training a ids. 

Std. D .99 .94 
1.385 .169 

7 There was enough Mean Va lue 1.39 1.66 
budget allocati on for 
tra lllll1g and 

.49 deve lopment programs. 
Std . D .48 

-2.3 06 .023 

As indicted in ite m 1, of table 9, the head office and faculty respondents with the mean 

values of 1.43 and 1.6 1 respectively indicated that the selection of trainees was not based on 

the need assessm ent of training and deve lopment programs at AAU. The t-test result also 

ind icated that there is no statisticall y significant difference in the rat ings of respondents' (at 

t-va lue -1 .539; P>O.05). T hi s implies that the practice of trainee selection in delivering the 

training and development program was not supported by need assessments. Therefore, there 
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might be the chance of unnecessary training repetitions for those who may not requIre 

additional skill s with the new training. 

Regarding the considerations of the skill gap of employees, the majority of both head office 

and faculty respondents with the mean scores of 2.65 and 1.37 respectively indicated that 

training and development programs del ivered did not consider the sk ill gaps of employees in 

the University. Though the responses of both sample respondents lies in the same category 

'disagreement', the calculated t-test result shows that there is a statistically significant 

difference between the rati ngs of respondents( at t-value 5. 193,P<0.05). This implies that the 

training that have been delivered at the head office seem more related to the skill gaps of the 

employees than faculty workers . Thus, the trainings that have been delivered at facul ty level 

might be conducted only for the sake of training. 

As can be seen in item 3 of table 9, both the head office and faculty respondents with the 

same mean scores (3.67) agreed that trainers have not the necessary knowledge to impm1 the 

required skill s for trainees during the delivery of the training programs. The t-test result also 

indicated that the scores of the respondents of both the head office and faculties is not 

significantly differen t (at t-value 0. 111 ; P>0.05). Th is implies that trainers that delivered the 

training prograJlls were not selected on the basis of their knowledge and experiences to give 

an appropriate skill for trainees. Therefore, tTainees that have been p311icipated on the 

training programs might not acquire the necessary skills during the training and 

development programs. 

On the other hand, as item 4 of table 9 indicates, respondents of the head office and faculties 

showed their agreements with the mean scores of 3.30 and 3.45 respectively that the 

matching of training and development objective to the training contents was not practiced by 

trainers. The calculated t-test result also indicated that there is no statistically significant 

difference between respondents ratings (at t-value -.628 ; P>0.05). This implies that the 

training contents were not deli vered in accordance with the training objectives. Thus, 

trainers did not deliver the necessary ski ll s in accordance with the intended objective for 

trainees to acquire the required knowledge and skill s during the training programs. 
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Regarding the necessary training and development aids, as it can be seen in item 6 of table 9, 

the majority, of head office and faculty respondents with the mean values 2,78 and 2.46 

respectively revealed that there was not enough training and development aids in the training 

programs, The calculate t-test result al so showed that the score of the respondents from head 

office and faculties is no significantly different (at t-value 1.385; P>0,05), This shows that 

both sample respondents agreed that the appropriate training materials were not prepared to 

make the training programs visible or transferable on the actual work place, Thus, trainees 

might loose practical trainings on the programs, 

On the budget allocation, all of the head office and faculty respondents with the mean values 

1.39 and 1.66 respectively indicated that the budget allocation was not adequate for training 

and development programs, As the t-test result revea ls, there is a statistically significant 

difference between the respondents responses (at t-value -2,306; P<0,05),It is obvious that 

the training program needs finance to deliver the program and to cover both trainers and 

trainees for refreshment and other accommodations services through out the program, But as 

can be understood in the finding less earmarked for train ing and development programs 

makes the program ineffecti ve Therefore, AAU might fail to benefit from the training and 

development programs unless it keeps the interests of both trainers and trainees in covering 

the costs of training and development programs including transportation and allowances of 

trainees and trainers" 
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Table 10. Mean Ratings on Evaluation of Training and Development Programs 

Respondents Sig (2 -
No It em 

I'lead Office Facult ies t-va luc tai led) 

I Addis Ababa Un iversity kept Mean Value 1.30 1.52 
records of the training -1.251 .2 14 
program for each employee Std. 0 .63 .75 

2 There is a system of Mean Value 1.52 1.69 
eva luating productivity after -1.023 .309 
trai ni ng Std. 0 .73 .72 

3 There is a formal assessment Mean Value 1.21 1.52 
to get feedback from Std. 0 .42 .72 - 1.72 .080 
emp loyees 

4 The eva luations system uses Mean Value 1.39 1.56 
to reduce the repetition of -.88 1 .38 1 
training Std. 0 .82 .86 

As indicated in item I , of table 10, all of the head office and faculty respondents with the 

mean values of 1.30 and 1.52 respectively showed their responses that the records of 

employees participated on training and development were not kept. The calculated t-test 

result also showed that the scores of respondents of the head office and faculties is not 

statistically significant different (at t-value - 1.25 1; P>0.05) . This implies, both sample 

respondents agreed that the records for training and development programs were not ex ist as 

a document. Thus, the University might fa il to know the number of employees who have got 

trai ning or not and there could be the possibility of training and development program 

repetitions that can result unnecessa ry cost fo r the University. 

regarding the system of eva luating the training and development programs, as can be seen in 

item 2 of table 10, both the head office and faculty respondents with the mean scores 1.52 

and 1.69 respectively showed their responses that the system of evaluating the training and 

development programs was not practiced at AAU. The t-test result indicated that the scores 

of the respondents of the head office and facu lties is not significantly different (at t-value 

1.023; p>0.05). This implies both sample respondents agreed that the system of training and 

development evaluation was not ex isted at AAU. Thus, the university might rail to know the 

impact of training on the better se rvice deli very to its customers. 
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As shown in item 3 of table 10, head office and faculty respondents also indicated their 

agreement with the mean sco res of 1.21 and 1.52 respectively on absence of a formal 

assessment to gets feedback from employees regarding the importance of training. The result 

of the t-test also revealed that the scores of respondents of the head office and faculties is not 

significantly different (at t-value -1.72; P>0.05). This shows that both sample respondents 

agreed that the assessment of employees' opinion on the training programs was not practiced 

as feedback to progress training programs. Therefore, the importance of training programs 

were not evaluated whether the necessary performance changes are registered or not. 

Table 11 : Practices of Employee Tra ining and Development Plan 

Respondents Sig (2 -
No Item Head Office Faculties ( - tai led) 

value 

I Addis Ababa University had Mea n Value 1.30 1.34 
clearly defined training and 
deve lopment plan Std . D .47 .69 -.247 .806 

2 The iss ue of training and Mean Value 1.30 1.10 
development of 
administrative employees is 

Std. D .47 .30 
included in the train inG plan 2.796 .006 

3 Employee traini ng is Mean Va lue 1.30 1.10 
implemented in line with the 
training and development Std. D .63 .23 
plan 2.845 .005 

In item I, table 11, the majority of both head office and faculty respondents with the mean 

values 1.30 and 1.34 respectively showed their responses that the plan for training and 

development of administrative employees was not ex isted or defined clearly. The t-test 

result also indicated that the scores of respondents of the head office and faculties is not 

significantly different (at t-va lue -.247; p>0.05). This implies the issue of training and 

development of administrative employees was not identified using the plans. Therefore, it 

might be difficult for the University to manage the training practices in accordance with the 

necessary facilities and resources . 
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As can be seen item 2 and 3 of table II , the issues of training and development and the 

implementation of the training plan in line with the plan were not recognized. This was 

because the practice of using the plan for training and development of administrative 

employees were not exercised clearl y. 

Table 12: Practices of Us in g T raining and Development Policy 

Respondents 
N Item Head Faculties Total p-
o Office X' value df 

No % No % No % 
Is there a formally wri tten Yes I 2 - - I .5 

I training and deve lopment - -
12 52.2 57 78.1 69 71.9 

policy at AAU? No 
OK 10 43.5 16 21.9 26 27 . 1 

2A03 .121 I 
Total 23 100 73 100 96 100 
Is the train ing po licy we ll Yes - - - - - -

2 com mu nicated to the No 18 78.3 68 93.2 86 89.3 
trai ning and deve lopment foK 5 21.7 5 6.8 10 lOA of admini strati ve 4.112 .00 1 I 
employees? 
Total 23 100 73 100 96 100 
Do the adm inistrative Yes - - - - - -

3 employees paltic ipate in 
No 16 69.6 69 94.6 85 88 .5 

the fo rm ulat ion or the 
training and deve lopment 01( 7 30A 4 5.5 I I I 1.5 10.62 .001 I 
policy? 
Total 23 100 73 100 96 100 
Is the training and Yes - - - - - -
development program No 15 65.2 68 93 . 2 83 86.5 

4 gu ided by the policy? OK 8 34.8 5 6.8 13 13.5 11.53 .00 1 I 
Total 23 100 73 100 96 100 

As indicated in item I of tab le 12, the majori ty, 12 (52.2%) of the head office and 57 

(78. 1 %) of faculty respondents revealed that there was no fo rmally written policy for 

training and development at AJ\U . The result of ch i-square also indicated that the responses 

of the head office and faculty respondents is not significantl y different (at X2 - value 2.403; 

p>0.05). This means Addi s Ababa U niversity had no training and development policy for its 
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administrative employees . Th us, the g iven training programs were not purposely deli vered 

to skill the employees with the guideline of the policy. 

As can be seen in items 2, 3, and 4 of table 12, the communicability of the policy, the 

participatory of poli cy formu lation and the usage of the policy as a guide line fo r training 

and development programs of admini strati ve employees were not exerci sed because of the 

absences of the training and development po licy. From the results of the study the researcher 

concluded that, in AAU there was no clearly defined or elaborated training and development 

policy that supports or guides the training and development practices of administrative 

employees. This ind icates that the training program prov ided were non d irecti onal. 

Table13. Constraints of Training and Development 

Respondents 
N Item l'lead Office Fac ulties 
0 Mean va lue RanI< Mean va lue Rank 
1 Absence of tra ining and deve lopment 

policy. 4.46 5 4.73 1 

2 Absence of traini ng and deve lopment 
plan. 4 .38 6 4.3 1 3 

3 Less attention by higher leve l 
management. 4.50 4 4.3 1 4 

4 Lack of ex pelts fo r training and 
development proorams. 4.70 1 4.45 2 

5 Lack of adequate budget. 1.20 9 2.50 9 

6 Inconven iency traini ng and deve lopment 
method s. 2.94 8 3.66 7 

7 Trainees were not se lected bascd on need 
assessment. 4.56 2 3.77 6 

8 Lack of evaluation of the trai ning and 
development program. 4.54 3 3.91 5 

9 Irrelevancy of training contcnts with the 3.60 7 3.60 8 
actual world of work. 

As indicated in item 1-9 of table 13 respondents were asked to rank the constraints of the 

training and development programs in their organizations. Accordingly, as the responses 

revealed, head office respondents ranked the constraints in descending order that lack of 

experts for training, trainee selection w ith no need assessment basis, lack of evaluation of 

the training and development program, less attention for training and deve lopment by higher 
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level managers, absence of policy were some of the major determinant constraints. Whereas 

the respondents of the faculties ranked the constraints of training and development programs 

in descending order that the absence of training and development policy, lack of experts for 

training and development programs, absence of plan, less attention for training and 

development by higher level managers, no need assessment practices, were some of the 

problems of the systematic and valuable training and development practices in their 

organizations. 

In relation to thi s the interview guide conducted to the head of training and development 

department revealed that lack of expelts to identify needs and faci li tate the programs, 

absence of policy lack of attention, lack of plan were the major problems of in the design 

and delivery of the training and development programs at AAU. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

This chapter deals with the major findings of the study, conclusions and recommendations 

forwarded based on the findings and conclusions, 

5.1 Summary 

Training and development of human resources help organizations to improve the capacity 

and productivity of their work force to achieve their short term and long term goals, Based 

with this assumption most organizations cost more on the designing and implementing of 

training and development programs, 

The purpose of this study was, therefore, used to assess the practices that Addis Ababa 

University carried out in the training and development of its administrative employees, and 

also to investigate the problems that affect the application of training and development 

program over the past fi ve years since 1997 - 2001 E,C, For the purpose of the study, the 

researcher used the following basic questions as a frame work, 

1, What are the current practices of human resource training and development for 

administrative employees at AAU? 

2, What methods arc used to provide training and development for administrative 

employees at AAU? 

3, What are the major problems that hinder the provision of training and development 

program of admini; trative employees at Addis Ababa University? 

4, What is the perception ~ AAU administrative employees towards the provision of 

training and development program? 

In accordance with the above basic research questions, the data were collected from 

permanent administrative employees through questionnaire, and semi structured interview 

were conducted for the director of human resource management and the head of training and 
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development department and document analysis. The researcher had selected 216 

administrative employees (51 from head office) and (165 from randomly selected five 

faculties) for the study. After data co llected were coded, the data feed to the computer and 

analyzed by using 15.0 versions of the SPSS. Based on the nature of data, variables analyzed 

using both inferential tools (chi-square and t-test) and descri ptive (frequency and 

percentages). Based on thi s, some of the major findings were presented as follows. 

J. Existence of Training and Development Department and Practices 

• Although, most of the respondents of the head office (36%) and faculties (38.5%) 

indicated that the presence of separate department for training and development at 

Addis Ababa University, the majority of the respondents of head office (32%) and 

faculty (45%) commented nothing on the topic. 

• Even though there was the practice of training and development program for 

admin istrative employees at AAU, as shown in the findings, the majority (54%) of 

the head office and (50.7%) of the faculty respondents did not participated on 

training and development programs for the past five years which indicates that the 

practice was as such participatory and considerable. 

• According to the findings, the majority (56.5%) of the head office and (67.1 %) of 

the faculty respondents who took training and deve lopment were not working 

based on the training they got in their organizations. 

II. Relevance of Training and Development Programs 

,., Training and development activities, as Kenny and others(1979), if carried Ollt in a 

planned and systematic way, it can help employees to learn their jobs quickly and 

effectively, help to improve their work performance of the existing to work more 

rapidly greater vo lume of work and fewer mi stakes.13ut, as respondents replied, 

most (52%) of the head office and (49.3%) of the facul ties did not add 

effecti veness on thei r work after they got training programs. They also pointed out 
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that the training did not bui ld their capacity to perform their jobs and training did 

not brought an impact on executing their shares in their organization. 

TIL Practice of Training and Development Need Assessments 

• As defined by I-Ieneman and others (1996), training and development need is the 

performance di screpancy that is important to the organization can be remedied as 

effectively and efficiently by training or development. Therefore, the provision of 

training and development programs should be practiced based on the analysis of 

the needs arise. Al though training and development was delivered in a minimum 

practice at AAU, the data obtained and analyzed indicated that there was no 

training and development needs assessment both in the head office and faculties. 

Moreover, the provis ion of training was not based on need analysis, as respondents 

indicated. 

• Those (8%) of head office and (6.8%) of faculty respondents, who rep lied the 

presence of training and development need assessment pointed out that the practice 

was mostly carried out based on the availability of budget and performance 

reviewing made by higher level managers. On the other hand, respondents who 

replied the absence of trai ning and development need assessment reasoned out that 

absence of experts and lack of understanding about the importance of the issue of 

training and development need assessment as the basic factor that hinders the 

training and development need assessment practices. 

IV. Training and Development Objectives 

• It was pointed out that AAU set the training and development objectives that mainly 

focu ses on improving performance of employees. <Ut the majori ty of the 

respondents' responses showed that the practice of training and development was not 

succeed and attainable in line with the training and development objecti ves . 
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IV. Method of Training and Development 

• As replied by respondents, although AAU uses both on-the-job and off-the-job 

trai ning methods, head office and facul ties mostly use off-the-job and on-the-job 

training methods fo r the training and development of administrati ve employees 

respectively. Moreover, 69.6% of the head offi ce and (58 .9%) of faculty 

respondents did not satisfied with the methods of training they participated on. 

VI. Training and Development Resources and Facilities 

• The majority, both of the head offi ce and of faculty respondents indicated that 

the trainee selection was not based on the need analysis of training and 

development. 

• 

• 

• 
• 

Trainees were not capable to participate on the trai ning and development 

program. Moreover, they were not flll1y participating on the training sessions. 

With regard to trainers, they had the knowledge of the subject matter they 

taught. But, they lack relating the trai ning and development objective with the 

training contents. 

There was no conducive environment when conducting training program. 

There was no adequate budget allocat ion fo r training and development 

programs. 

VII. Practices of Training and Development Evaluation 

Evaluation which is the final phase of the training and development program, 

involves the co ll ection of info rmation on whether trainees. were satisfi ed with the 

program, learned the material, and were able to apply the skills back on the job. 

As respondents revealed there was no system of evaluating the training and 

development program. Moreover, trainees were not parti cipated on the chance of 

evaluating the tra ini ng and development programs at AAU and there was no 

record of keeping the profil es of the training and development programs, and 
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there was no formal assessment to get trai ning and development feedback from 

employees. 

VIII. Training and Development Policy 

Training policies as Kenny and others (1997) are necessary to provide guidelines 

for those responsible for planning, and implementing training, to ensure that a 

company's training resources are allocated to priority requirements, to provide 

equal opportunity fo r training throughout the company, and to inform employees 

training and development opportunities. But, as 52.2 of head office and 78.1 % 

of faculty respondents replied, there was no written training and development 

policy that guides the training and development programs of administrati ve 

employees at AAU. Thus, as respondents agreed, there was no clear planning of 

training and development for administrative employees. 

IX. Constraints of Training and Development Programs 

According to Mondy (1990), the attitude of top level management is mainly the 

primary prohlem for training and development success in the organization . 

Accordingly as the finding showed: 

• The absence of training and development policy, absence of training and 

deve lopment plan, lack of attention by higher level managers, lack of experts, 

lack of implementing the training and development program as intended and 

absence of training and development program evaluation were some of the 

constraints that hinders the proper provision of training and development program 

atAAU. 
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5.2 Conclusion 

Based on the major findings of the study, the following conclusions were drawn. Training 

and development activities, if carried out in a planned and systematic way, can help 

employees to learn their jobs quickly and effectively, help to improve their work 

performance of the existing to work more rapidly greater vo lume of work and few mistakes. 

However, the findings of the study revealed that the training and development of 

administrative employees at Add is Ababa University was in a least practice both at the head 

office and faculti es in the past five years. This shows that the administrative employees were 

not helped to learn their jobs and to keep up their specialist fi eld by training even they lack 

introducing with new technologies and methods. Thus, the practices of training and 

development programs for administrative employees lack recognition by the University. 

The training and development programs need planned and systematic approaches. The 

provision of training and development programs should be practiced based on the analyses 

of the needs arise. Need assessment helps to identify performance gaps and to determine the 

cost effectiveness of training programs. It also reduces repetition of training and resource 

wastages . But as the finding showed there was no the practice of need assessment both in the 

head office and faculties at AAU. From this it is possible to conclude that the training and 

development programs implemented at AA U were not on the basis of need analyses. Thus 

the practices attempted to train employees did not achieve the proper objectives. 

Training and development policies are greatly important in the provision of guidelines to 

plan /design, implement and eva luate training and development programs. It al so prioritizes 

requirements, to provide equal opportunity for employees and to inform the employees the 

training opportunities. But the findings of the study indicated that there was no training and 

deve lopment policy for administrative employees at AAU. Thus, the training and 

development programs that were designed and implemented were not consistent in the 

se lection of contents, methods, trainees, trainers and allocating of proper budget for training 

and development programs. 
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5.3. Recommendations 

Based on the findings and conclusions, the fo llowing recommendations are forwarded. 

I . Train ing and development programs need to be effective and efficient and carried out in 

a systematic and continuous manner. The training and development program is given to 

help organizations to be effective and efficient in their performance considering the 

intention of increased productiv ity. Thus, organizations are expected to practice 

training and development programs and being conscious on the responsibilities of 

allowing or assigning employees on the new skills acqu ired through training and 

development programs. Otherwise, the program could be irrelevant and wastage. 

Therefore, AAU ought to exercise the practice of training and developing its 

administrative employees collaboratively with its responsible hierarchies to make its 

service delivery better for thc customers. 

Training and development need assessment is important to the University. It helps to 

sort-out the gaps between the intended and actual performance that could be so lved 

through training. Therefore, for the provision of worthy training and development 

programs, the practice of a University 's training and development needs assessment 

should be conducted together with the invo lvement of concerned bodies. Thus the design 

and implementation of training and development programs could benefit the Uni versity 

if training could be providcd for the right person at the right time. 

Both the head office and faculties should create cooperation in a systematic process of 

training and development programs on conducting the needs assessment of training 

programs and long term training and development plans. 

The head office and faculties should practice the design of the content related to 

current jobs to enrich tcchnical skill s of employees to perform their tasks effectively 

and efficiently on the basis of the needs assessed and identified. 

There should be clear and transparent selection criteria in selecting trainees and 

trainers with the basis of educational background, experience and interests of 

73 



-, 

o 

c· 

individuals in accordance with the required skills to fill the gap between the desired 

and actual performances of employees. 

AAU should take better to arrange and create conducive training environment with 

the necessary facilities based on the contents and objectives of the training and 

development programs to make the training attractive in its methods of delivery for 

both the trainees and trainers. 

2. The training method determines the successfulness of training and development programs 

and the participatory of trainees. The selection of the training methods depends on the 

contents of the program, interest of trainees, knowledge and skills of both trainees and 

trainers. Therefore it is suggested that: 

- AAU selects the appropriate method to provide or implement the training and 

development programs in line with the necessary resources, contents and skills of 

trainees. 

Select or assIgn experienced trainers to deliver effective training on the suitable 

training methods acceptable by trainees and trainers in accordance with the contents 

and objectives of training programs. 

3. Training is costly, it needs to fu lfill and facilitate the interests of trainees and trainers 

starting with basic accommodations to creating relaxing environment through out the 

training to be trainees full participants and to use their new skills and knowledge on the 

actual practices. Thus it is recommended that. 

The collaborative plan of head office and faculties should allocate budget for the 

intended program to covel' the costs of training and development participants 

including transportation and allowances. 

Human resource management should have an effort to increase the commitment of 

top level management by indicating the benefits of the formerly implemented 

training and development programs to minimize the problems of allocation of budget 

and other facilities. 
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4. Evaluation which is the fi na l phase of trai ning and development program, invo lves the 

co ll ection of information on whether trainees were sati sfi ed with the program, learned the 

material, and were able to apply the skill s back on the job. Therefore, AAU should 

exercise the evaluation of the given training and development programs with the 

reali zation of the intended objectives, the improvement of employees ' performance and 

keeping the records of employees profil e with regard the provis ion of training to reduce 

program Itraining repeti tions. 

;/ 
5. The design and implementation of training and development programs should be guided 

by the University's policy. The policy is capable to give directions in the identi fy ing of 

training and development needs, allocation of training and development resources, 

selection of trainees and trainers, designing contents and objecti ves, selecti ng methods, 

evaluating the programs. It is recommended to AAU that: 

-Prepare a clearl y identified training and development policy uSll1g the participation of 

employees and top leve l managers that helps the organization to make its employees 

skill ful. 

- Take an experience of using poli cy in the activities of training and development programs 

to make the programs relevant for the enrichment of the skills and interests of its 

administrative employees. 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Appendix C 

Department of Ed ucational Planning and Management 

Specialization of H uman resource and Organization Development 

Questio nnaire to be filled by administrative employees of AAU 

The purpose of thi s questionnaire is to gather relevant data on assessi ng the practices and 

problems of tra ining and development of human resources at Addis Ababa Un iversity for the 

previous years (1997-2001 E,C) and to suggest possible solution [or the problems during 

training and development. 

Genet"al Dit"cctions 

I, Respondents of the questionnaire are permanent administrati ve 

employees in the selected fac ulties of A,A,U, 

2, Response to all close ended question items by putting 'J' mark in the boxes and by writing 

yo ur op inion on the open-ended ones on thc space provided, 

3, The study is for academic purpose, no relation to organization and personal affairs , 

4, No need of writing your name on the questionnai re, 

Part I: Personal Data 

I. Sex: 

2, Age: 

a, Male 0 

a, 18-22 0 

b, 23-27 D 
c. 28-33 0 

3, Educational backgro und: 
a, 12 complete 
b, Certificate 
c, Diploma 

o 
o 
o 

b, !'emale 0 

d,34-40 0 

e.4 1-45 0 
f. above 45 0 

cI. First degree 
e, Second degree 

o 
o 



o 

o 

4. Field ofStud y _ ___________ _ 

5. Work experience in A.A.U: 

a. <5 

b. 5-10 

o 
o 

c. 11 - 15 

d. 16-20 

o 
o 

6. Yo ur current faculty ___ _________ _ 

e.2 1-25 

f. >25 

o 
o 

7 . Current work unit/department ________ position _______ _ 

Part II : General Information: 

I. Is there office/uni t of training and deve lopment di vision separatel y? 

a. Yes 0 b. No 0 c. Do not kno w 0 

2. Does trai ning and development office led by profess ional employees? 

a. Yes 0 b. No 0 c. Do not know 0 

3. D id you get a chance for training or development since 1997 E.C? 

a. Yes 0 b. No 0 c. Do not know 0 

4. If your answer for item No.3 is 'No' , what was the reason? 

5. l f yo ur answer for item N o. 3 is ' Yes ', write the type of training? 

6. Do you wo rking on the basis of the tra ini ng you got before? 

a. Yes 0 b. No 0 

7.lf your answer fo r item 6 is ' Yes' , indicate yo ur level of benefi ts on the basis o f the training you 

got by putting a ' j' mark (S trongly Disagree-I , Di sagree-2, Neutral-3, Agrec-4 Strongly Agree-5). 

No. Questio[l Item Rating Sca le 

t 2 3 4 5 

7.1 The tra ining has added work effecti veness 

7.2 T he training program bu ilds capacity 

7.3 The training progresses work perfo rmance 

7.4 Training introduced new tec hnologies 

7.5 The trai ni ng program increases interest of work 

7.6 Training adds confidence on the wo rk 
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8. Indicate your level of agreement on the selection of trainees by putting a ' j' mark (S trongly 

Disagree- I, Disagree-2 , Neutral -3 , Agree-4, Strongly Agree-5) 

No. Question Item Rating Scale 

I 2 3 4 5 

8.1 Selection opportunity is equal for all administrati ve employees 

8.2 Training opportunity is as incentive for employees 

8.3 The opportunity is given in relation immed iate supervisors 

84 The opportunity is mainly fo r higher officials 

8.5 The opport uni ty is ignored fo r administrati ve employees 

Part III: Training and Development Need Assessment 

I. I-lass AAU conducted training nced assessillent since 1997 f.C? 

a. Yes D b.No D c. Do not know D 

2. Do you believe that the train ing is offered based on need assessment? 

a. Yes D b.No D c. Do not know D 

3. Need assessment conducted by training professionals 

a. Yes D b. No D c. Do not kno w D 

4. Higher leve l managers decide by themselves 

a. Ycs D b. No D C. Do not kno w D 

5. ]-Iuman resource department conducts need assessment 

a. Yes D b.No D c. Do not knowD 

6. How did AAU gather information to assess train ing needs? 

a. Conducting survey 
D 

b. Observing employees in performing tasks D 

c. Based on performance reviewing D 

d. In conducting group discussion D 

e. Do not know D 
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7. Once needs are idenlifted, which major factors was considered at in prioritizing needs? 

(More than one assess is possible) 

a. Availabil ity of budget 

b. Importance of the training 

C. Trainees' 111otivation 

d. A ll needs treated equa ll y 

f. Do not know 

D 
D 
D 

D 
D 

8. Tfneed assessment didn't conducted, what was the reason? Indicate your reaction by 

putting a ' J' mark (Strongly disagree- I, Disagree 2, Ind ifferent 3, Agree 4, 

Stronglyagree-5) . 

No. Question Item Rating Scale 

I 2 " 4 ~ 

8.1 Absence of the experts to do the assessment 

8.2 Lack of budget 

8.3 No understandi ng of the training needs assessment 

8.4 Shortage of time to do 

Part IV: Training and Development Objectives 

I. Did AAU set the objectives before offering training programs? 

a. Yes D b.No D c. Do not know D 

2. rf say 'yes' for no. I, do yo u believe that the objective was succeed? 

a. Yes D b. No D c. Do not know D 

3. Who set the objecti ves of the training and development program? 

a. Human resource manager D 
b. Training and development department D 

c. Departments of trainees D 

d. All with collaboration D 

Not known 
D 

e. 

4. Does the training program have clear obj ectives? 

a. Yes D b. No D c. Do not know D 

5 
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5. Does the obj ective of the training has attainable? 

a. Yes D b. No D c. Do not know D 

6. If training program was prepared what the focus of the objecti ves? 

a. Improving performance D 

b. Building the capacity of leadership D 

c. Introducing new methods D 

d. Introducing new technological products D 

f. Do not kno w 

Part V: Training Resources and Facilities 

I. Indicate yo ur level of agreement on the train ing and development resources and facilities by 

putting a ' J' mark (Strongly disagree-I , Disagree-2, indifferent-3, Agree-4, strongly agree-5) 

No. Question Item Rating Scale 

I 2 
, 

4 5 ~ 

[ Trainees 

1.1 Trainee se lect ion was on the basis of need assessmen t 

1.2 Trainees were capable to part icipate the training 
I---

II Trai ners 

1.3 Trainers have the knowledge for the training 

1.4 Trainers match the objective of the training tot eh contents 

III Resou rces 

1. 5 There was cond ucive for training environment 

1.6 There were enough training aids 

1.7 There was enough budget allocation for the training 
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Part VI: Training and Development Methods 

1. Is there an orientation program before offering jobs for ne w admini strati ve employees? 

a. Yes D b. No D c. Do not know D 

2. Which method did AAU use in training its employees? 

a. On-the-job method D b. Off-the-job-method D 

3. Have you satisfied with the method used in yo ur training? 

a. Yes D b. No D c. Do not know D 
4. If your answer is for question No.3 is ' No', what was the reason? 

Part VII: Evaluating Training and Development Programs 

I . Indicate your level of agreement by putting a 'J' mark in the box bellow ( Strongly disagree-I , 

Disagree-2, Indifferent-3, Agree-4, Strongly Agree-5) 

No. Question Item Rating Scale 

I 2 0 4 5 ~ 

4. 1 AAU kept records of the training programs for each employee. 

4.2 There was a system of evaluating productivity after training. 

4 .3 There was a formal assessment to get feedback from trainees. 

4.4 The evaluation system used to reduce repetition of training. 

4 .5 The evaluation was capable to indicate productivity. 



Part VIII: Training and Development Plan 

I rndi cate yo ur level of reacti on by putting a ' j' mark (S trongly Disagree- I , Disagree-2, Agree-

3, Agree-4, stro ngl y Agree-S) 

No. Question Item Rating Scale 

I 2 " 4 5 ) 

1.1 AAU has a clearl y defi ned train ing and developmen t pl an. 

1.2 The Issue of training and deve lopment of admi ni strat ive 

employees is clearly defined with in the plan. 

1.3 Employee training is im plemented inline with the plan. 

Part IX: Training and development policy 

I . Is there a formall y written trai ning and development policy at A.A. U? 

a. Yes D b. No D c. Do not know D 

2. If yo u say 'yes ' fo r item no . I , is the trai ning policy well communicated to the training and 

development of administrati ve employees? 

a. Yes D b. No D c. Do not know D 

3. Do the admini strati ve employees participate in the fo rmulation of trai ning and development 

policy? 

a. Yes D b. No D c. Do not kno w D 

4. Is the training and development program guided by the po li cy? 

a. Yes D b. No D c. Do not know D 



Part X: Constraints of Training and development 

I. Did AAU have problems during train ing and development sessions? 

a. Yes D b. No D c. Do not know D 

2. If you say 'yes ' fo r item no.l, indicate your level of agreement about the problems of 

training and development by putting a '1' mark (Strongly Disagree- I, Disagree-2, 

Agree- 3, Agree-4, strongly Agree-5) 

Ranking 

No. Quest iOIl item I-lead orficc Faculty 

1. Absence of training and development policy. 

2. Absence of training and development plan. 

0 Less altention by hi gher level management. J. 

4. Lack of experts lor tra ining and deve lopment programs. 

5. Lack of adequate budget. 
-

6. Inconveniency of trai ni ng and deve lopment methods. 
-

7. The trainees was not selected based on need assessment 

8. Lack of evaluation of the training and development. 

9. Irrelevancy of training contents wi th the actual work. 

I. Recommend possible so lutions for the problems. 



Appendix D 

Interview Guide 

This interview guide is prepared to direct the interviews to be carried out to obtain information 

from the director of human resource management and training and development department head 

of Addis Ababa University. The interview is needed for academic purpose only. 

I . Is there the provis ion of training and development for administrati ve emp loyees? 

2. What was the basis of the training? 

3. Is there a policy for training at AAU? 

4. Is there the practi ce of need assessment before training? [f not what is the problem? 

5. [fneed assessmcnt was not conducted, how do YOLl provide tra ini ng anel what would be the basis 

of that training? 

6. Do you have the plan for training? 

7. Is the training according to the plan? 

8. If the traini ng was not according to the plan, would not it be to do accord ing to the plan? 

9. To provide the training why your organization has not training policy? 

10. If YOll do not have policy, what could be the standing lor training? 

II. What type of training method clo YO Ll pract iced in training employees? 

12. Is there the evaluation of the traini ng program? 

13. With out po licy, need assessment , ancl plan, how do you be sure the success of the training? 

14. Any problems you faced during the training program? 
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