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ABSTRACT 

The purpose of this study was to examine the practices of HR Planning, Training and Placement in 
the Ministry of Defense. To do so, descriptive survey method was used. Primary sources, such as 
the military members and civilians who have different job pOSitions in the sector were considered 
as first hand source. And secondary sources as books, reports prepared by Defense HRM 
department, manpower statistics, military occupational standards, unit manning documents, 
manuals and Defense proclamation were consulted. And, out of the four higher educational 
colleges, nine military training centers and colleges and one head office, one higher educational 
college, namely Defense Resource Management College (DRMC), one military training college 
that is Joint Military Staff College (JMSC) and the head office of the defense were randomly 
selected. The data collected from various sources by means of questionnaires, interview, group 
discussion and document review were presented, analyzed and interpreted using frequency counts, 
percentages, mean, standard deviation, grand mean and one-way ANOVA. The followings were 
the major finding: majority of the intent component of the sector, such as ends (goals and 
objectives) and means (strategy, mission and value) were established at the sector level and 
aligned with the unique needs of the ministry of Defense to build Defense personnel core 
competency. The result of the study also portrayed that the efforts that have been made to create 
the enabling environment through developing the ends and means of the sector was not endorsed 
by clearly defined Human Resource Management system and effective practices. The work and 
workforce analysis were not developed, because the organizational design, job design, 
organizatiunal structure and job analysis approach were not logically and SCientifically 
established in line with the unique nature of the defense. The forecasting analysis approach and 
method were not holistic and integrated to generate required information on time and quality. 
Lack of identifying man power gap and develop realistic HR action plan to fill the gap, the 
training and development activities were not conducted based on need assessment. The employee 
placement practices were not conducted in a manner of matching the employee competency with 
job requirement. Therefore, the following recommendations are forwarded; MOD should deSign, 
develop and implement HRM system and work and workforce structure. 
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CHAPTER I 

INTRODUCTION 

This chapter deals with the human resource planning, training and placement practices and 

problems. It consists of introduction, statement of the problem, objectives, significance, 

delimitation, limitation, and organization of the study. 

1.1. Background of the Study 

Derek Torrington, Laura Hall, and Stephen Taylor (2008) stated that, human resource management 

is the basis of all management activities that is always getting the people of the business to make 

things happen in a productive way, so that the organization prosper and the people thrive. The 

authorities have also extend their belief that all organizations in the sense that they have over all 

corporate missions to deliver and these have to be achieved with in resource constraints. Properly 

managing human resources requires a constant balancing between meeting the human aspirations 

of the people and meeting the objectives of the organization. But attaining the balance can shift too 

far in one direction. 

Derek, et aI., (2008, p. 4) state that: 

Through the 1960s and 1970s the human aspirations of senior people in 
companies and public sector operations tended to produce large staffs, with heavy 
weight, hierarchical bureaucracies and stagnant business. And at the same time, 
the aspiration of employees lower down in the bureaucracy tended to maintain the 
statuesque and a concentration on employee benefits that had scant relevance to 
business effectiveness. 

Derek, et aI., (2008) further explain financial imperatives had generated huge reactions in the 

general direction of 'downsizing' or reducing the number of people employed to create business 

that were learn, fit and flexible. And hierarchies were 'delivered ' to reduce members of staff and 

many functions were 'out sourced' , so as to simplify the operations of the business, concentrating 

on core expertise at the expanse of peripheral activities, which were then brought in as needed 

from consul tants or specialist suppliers. 



According to Laura Hall (2008), cost cutting achieved impressive short term results, but it cannot 

be repeated year after year without impairing the basic viability of the business but steadily the 

number of problem cases mounted. 

There is now a move towards redressing that balance in search for equilibrium between the needs 

for success of strategic objective and the need to maximize human capital. According to Derek; et 

aI., (2008) in the 1960s and 1970s it was heralded critical tool for organization success, as planning 

to get the right people in the right place at the right time was seen to be essential to achieving rapid 

growth and in the 1980s and 1990s planning was viewed as i\ suitable tool for managing 

downsizing and redundancies. 

Mondy et aI., (1990, p.5) state that: 

. HR planning is the process of systematically reviewing human resource 
requirements to ensure that the required number ' of employees, with required 
skills, are available when they are needed", in short it is a process of matching 
the supply of people with job requirements over a specified period of lime . 

According to Melaku Yimam (200 I), human resource planning defined as the starting operative 

function in the employment process. It is a part of an organizational planning and specifically deals 

with the determination in advance of the number and quality of persons to be employed in an 

organization. On the other hand, it has been argued that plalming is no longer meaningful ih an era 

of rapid and discontinuous change where it been recognized that the strategies emerge rather than 

being precisely planned in advanced. 

According to Mintzberg (1994) described the different contributions that strategy and planning 

make to the organization distinguished. Strategy helps the organization to think strategically, to 

produce synthesis, intuition and creativity, whereas planning helps to articulate clear vision of 

direction to implement the strategy. 

However, good planning still has an important contribution in supporting strategic human resource 

management. The contribution and implementation of human resource planning is likely to be 

enhanced if: plans are viewed as flexible and reviewed regularly rather than being seen as an end 

point in the process; stakeholders including all levels of managers and employee are invo lved in 
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the process; planning is owned and driven by senior managers rather than human resource 

specialists who need to facilitate the process; plans are linked to business and human resource 

strategy, plans are user friendly and not overly complex; it is recognized that while a 

comprehensive plan may be ideal, sometimes it may only be feasible to plan on an issue-by-issue 

basis Mintzberg (1994). 

Hendry (1994) and Taylor (1998) criticize for giving insufficient attention to skills and being 

heavily reliant on calculations of employee numbers or potential employee numbers. And 

suggested to increase recognition of the need to plan, not just for hard numbers, but for the softer 

issues of employee behavior, organization culture and systems these issues have been identified as 

having a key impact on organization success in the current environment. 

Increasingly there is a need for organizations to integrate the process of planning for numbers and 

ski ll s of employees; employee behavior and organizational culture; organization design and the 

make-up of individual jobs; and formal and informal systems. These aspects are all critical in 

programming and achieving the vision (Stephen Taylor, 2008). 

Recruitment, selection, orienting and then placing cmployees in jobs do not ensure success. In 

most cases, there may be gap between employee knowledge and skill and what the job demand. 

The gap must be filled through training programs. Hence personnel training and retraining is one 

of the major way that work organizations attempt to maintain the competency levels of their 

human resources and increase their adaptability to changing organizational demands (Scarpello 

and Ledrinka, 1988). 

Staffing needs of an organization are met when new employees are hired from outside and a 

reassignment of current employees due to promotion or transfer. Placement refers the assignment 

or reassignment of an employee to a new job. To attain organizational objectives, organizations 

must harness the efforts of its employees. To this effect, employees must be placed in a position 

related to their academic qualifications and/or work experience (Werther, 1996). Employee 

placement is mainly decided jointly by both the employee's immediate supervisor and the top 

management. In this case, the human resource department should provide advice and counseling 

services regarding employee assignment or reassignment. 
3 



The present study gives attention to examine the practices and problems of human resource 

planning, training and placement of Defense HRM under Ministry of Defense by looking their 

vision and mission to enhance strong institutional HR planning, training and placement practice. 

When we come to the specific, the defense force which is one of the institution established under 

the proclamation No. 27/1996 E.C has clearly stated vision, mission, values, goal, and objectives. 

As Trevor Taylor (2003) defined the function of defense is concerned either with the preparation 

of defense capability or with the effective conduct of military operations. Preparing defense 

capability includes the need to recruit suitable people, to train them as individuals and then as 

collective units, to order, receive, operate and maintain military equipment, to establish 

information and communication channels, to generate and apply operational doctrine and so on. 

Executing military operations means building on this range of tasks, with their execution perhaps a 

more urgent and dangerous context. 

According to the Defense HR five year strategic planning (l999-2003E.C), Amharic version, the 

following vision, mission and values are described. 

Vision: - Human resource management envisions being a center of excellence and one of the top 

most developed in East Africa. 

Mission: - HRM is mandated to ensure Quality and enhancement human capital through 

recruitment, selection, training and development, performance management, and career and 

competency management. It works to meet the unique need of National Defense in producing 

teclmical and managerial professionals' personnel. DHRMwill develop an innovative and creative 

culture that empowers defense personnel. It also strives to produce qualified professionals to meet 

MOND development needs. 

Values: - DHRM members shall cherish to the core values ofMOND to : 

Be committed to serve country and people, have a developed democratic thinking, capture 

appropriate military personality and integrity, be duty oriented in performance and demonstrate 

excellence. 

The DHRM also strives to promote and reward: 

o Integrity. An organizational culture based on openness, honesty, trust, and 

ethical conduct. 

4 



o Excellence. A determined commitment to scholarship, knowledge development, 

institutional agility, innovation and creativity. 

o Community. The embrace of diverse peoples, ideas, and cultures in a spirit of 

lifelong professional cooperation and collaboration. 

o Growth and Development. An environment that fosters individual intellectual 

and physical well being. 

o Assuring quality, promote creativity, responsiveness and flexible . 

Strategic goals : - DHRM shall achieve the highest standard of technical and managerial 

professional; develop strategic critical thinking, and knowledge; promote cross-cultural 

understanding; create operational awareness to prepare personnel to exercise strong leadership; 

invest in order to promote excellence in educational programs, research, exchanges, and outreach, 

cultivate national and international relationships that contribute to the defense vision and mission; 

recruit and retain a diverse outstanding personnel and a diverse highly qualified, service-oriented 

staff, all committed to advancing the DHRM Vision, Mission and Values, provide an attractive 

institutional environment and the resources to promote learning throughout the MOD. 

Objectives: - The objectives ofHRM shall be to provide a high quality, all-rounded training and 

education; offer a wide range of MOND focused academic programs; offer effective short, 

medium and long-term training/education courses; provide research-based consultancy services to 

MOND/Army Forces, industry and other organs; serve efficiently and effectively the Army 

forces/MOND; ensure the integrity of students' knowledge, skill and attitudinal changes; conduct 

researches that benefits MOND and have values nationally and internationally, serve the 

community by providing training and consultancy. 

1.2. Statement of the Problem 

In any organization, hard work, ingenuity, loyalty and dedication of its human resources serves a 

crucial factor for the organization 's survival and thrive. When it comes to defense personnel, their 

commitment and industriousness goes beyond serving the ministry's se lf-interest as it involves a 

huge and noble mission of protecting the nation and its constitution against internal and external 

enemIes. 
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However, the reality shows that some problems seem to be prevalent as far as the planning, training 

and placement of the human resource management of the defense force is concerned. According to 

Human Resource Management Annual Report (2002), the problems are: 

a. . The strategic plan and objectives are clearly stated at the institutional level but it is not 

translated in to the required actual number and competency at different levels and 

profession. This creates a problem to determine in advance the required human resource in 

terms of number and quality to fill the gap in the short and long term. 

b. Moreover, there is a problem to identify the training needs of the organization in order to 

design appropriate training program and to measure the success of its objective. 

c. In addition to the above stated problems there is a mismatch between what the actual job 

requirements demands and the employee qualification which creates employee 

dissatisfaction on their job this leads to difficulty towards the organizational effectiveness. 

In order to critically explore the above problems and their levels and causes, the study tries raised 

the following basic questions: 

I. What are the procedures and processes that are being undertaken in HR planning, training 

and development programme, placement of the HRM in Ministry of Defense? 

2. What are the major problems that encountered the DHRM in assigning the right person in 

the right position? 

3. What are the measures that have been so far takel, to alleviate the problem and what is 

remaining to be done? 

1.3. Objectives of the Study 

1.3.1. General Objective of the Study 

The main purpose of the study is to examine the practices of human resource planning, training 

and placement in the Ministry of National Defense. 

1.3.2. Specific Objectives of the Study 

I. Assess the process and procedures of HR planning, training and development, and placement. 

2. Identify the major problems in assigning the right person on the right position 

3. Identify key problems need to be resolved. 

4. Come up with relevant recommendation. 
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1.4. Significance of the Study 

Conducting sound hwnan resource planning is highly important to proper utilization of human 

resourCe reduces excessive labor turnover and absenteeism, and improves productivity. Training 

contributes to improve the capabilities of the human resources in order to increase their efficiency 

and effectiveness on the job and it is job oriented and fulfills the current needs of an individual to 

overcome job difficulties. Placement refers to assign an individual to the right job (position) that fit 

with (his/her overall job competency to ensure efficiency and effectiveness of performance so as to 

accomplish organizational goal. 

i) . This study is believed to be significant to contribute for initiating appropriate mechanisms such 

as developing sound policy, standards, and procedures which are related to the Defense HRM 

that has a great positive impact for the effectiveness of the organization. 

ii) Moreover, this study could serve as a spring board and a document for future use to those 

interested researchers who want to study the problem in wider scope and depth. 

1.5. Delimitation of the Study 

The research conducted within the Defense Forces Defense HRM. This sector comprises higher 

university college and military training centers. Under the university college there are four colleges 

these are: Engineering, Health Science, Resource management and Poli- technique; and the training 

center consists nine training centers. These are basic military, special force, non commissioned, joint 

Combat, Junior Officer, Higher officer, logistic, Air force and Intelligence. 

Although it was more valid and reliable if all the colleges and training centers were considered 

under the study; but because of the budget and time constraints this study was delimited in scope in 

the main office and one college that is the resource management college. Both of them are found in 

Addis Ababa and one training center which is found in Mekele. In addition, the HRM functions are 

vast and it is impossible to cover all in this study. Therefore, the researcher delimited the scope of 

the study to the HR planning, training and placement practices of HRM. 

1.6. Limitation of the Study 

Due to the nature of military institution, as member of the army are directed and controlled by tied 

rules and norms, the respondents were un cooperative and reserved for the researcher in giving 
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valid and reliable facts or data with out the prior permission of the supenor of the selected 

respondents. Some of the respondents were absent from their duty during the data collection time. 

In addi tion, because of the problems of understanding the subject matter of the study, the 

researcher wasted unnecessary time explaining and elaborating each item to make it clear to the 

respondents. All these issues made the researcher delayed to meet the researcher schedule for 

completion date of data collection and this in turn limited the time of the researcher to analyze and 

interpret of the collected data. All in all these problems contributed negatively to the quality of the 

study. 

1.7. Operational Definition of Terms 

Human Resource Development: - is a process of improving, moldings, changing and developing 

the skill , knowledge, creative ability, aptitude, attitude, values commitment based on 

present and future job and organizational requirement. 

Human Resource Planning: - is a process which uses an organization's goals and strategy to 

. forecast the organization 's human resources needs in terms of attracting, developing and 

keeping qualified work forces. 

StaffTraining:-is a process of adapting and competing employees with up-to-date skill and 

knowledge. 

Employee Placement: - assigning employees in positions that match employee competencies and 

job requirement. 

Human Resource Management Process: - is an activities necessary for staffing the organization 

and sustaining high employees performance. 

Problem: - is a gap between a desired state and an existing state. 

Work Force Forecasting: - is process of predicting the number and kind of workers with specific 

skills and ability that an organization will need in the future. 

Standards: - a basis of comparison when measuring the extent to which various kinds of 

organizational performance are satisfactory or unsatisfactory. 

Career Development: - is a sequence of positions held by a person during his or her li fe time. 

8 



1.8. Organization of the Study 

This study paper is organized in five chapters. The first chapter contains the background of the 

stud y. The second chapter deals with review of the related literature. Third focuses on the research 

design and method. Fourth one deals with presentation, analysis and interpretation. The final chapter 

presents the summery, conclusions and recommendations of the study. 
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CHAPTER II 

REVIEW OF THE RELATED LITERATURE 

Thi s chapter deals with theoretical framework on the assessment of strategic human resource 

management and strategic human resource planning, training and placement practices and 

problems. In addition empirical practices by previous authorities in the area of the problem are 

discussed. 

2.1 The Concept and Definition of Strategic HRM 

Boxall (1996) explained that strategic HRM ' is the interface hetween HRM and strategic 

management ' . It takes the notion of HRM as a strategic, integrated and coherent process and 

associates it with an approach to management which involves taking a broad and long-term view 

of where the business is going, and managing it in ways which ensure that this strategic thrust is 

maintained. 

As defined by Pearce and Robinson (1988), 'Strategic management is the set of decisions and 

actions resulting in the formulation and implementation of strategies designed to achieve the 

objectives of an organization.' According to Rosabeth Moss Kanter ~ 1 984), its purpose is to ' elicit 

the present actions for the future ' and become 'an action vehicle - integrating and 

institutionalizing mechanisms for change ' . 

As Maslow, Argyris and Herzberg (1943) human resource is emphasized on HRs and drown 

attention to the importance of issues such as motivation, commitment, learning and development. 

As Torrington et al (2002) HRM concerns on employees treatment as humanly and rewarded 

fairly , they may work better and become more productive. 

Strategic HRM is an approach that defines how the organization's goals wi ll be achieved through 

people by means of HR strategies and integrated HR policies and practices. Strategic HRM can be 

regarded as a mindset underpinned by certain concepts rather than a set of techniques. It provides 

the foundation for strategic reviews in which analyses of the organizational context and existing 

HR practices lead to choices on strategic plans for the development of overall or specific HR 

strategies. Strategic HRM involves the exercise of strategic choice (which is always there) and the 
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establishment of strategic priorities. It is essentially about the integration of business and HR 

strategies so that the latter contribute to the achievement of the former (Armstrong,20 1 0). 

2.2. Aims of Strategic HRM 

The fundamental aim of strategic HRM is to generate organizational capability by ensuring that the 

organization has the skilled, engaged, committed and well-motivated employees it needs to 

achieve sustained competitive advantage. It has three main objectives: first , to achieve integration 

the vertical alignment of HR strategies with business strategies and the horizontal integration of 

HR strategies. The second objective is to provide a sense of direction in an often turbulent 

environment so that the business needs of the organization and the individual and collective needs 

of its employees can be met by the development and implementation of coherent and practical HR 

policies and programmes. In accordance with the resource-based view, the strategic goal will be to 

' create firms which are more intelligent and flexible than their competitors ' (Boxall, 1996), by 

hiring and developing more talented staff and by extending their skills base. The third objective is 

to contribute to the formulation of business strategy by drawing attention to ways in which the 

business can capitalize on the advantages provided by the strengths of its human resources. Schuler 

(1992 p36) stated that: 

Strategic human resource management is largely about integration and 
adaptation. Its concern is to ensure that: (1) human resources (HR) management 
is fully integrated with the strategy and strategic needs of the firm; (2) HR 
policies cohere both across policy areas and across hierarchies; and (3) HR 
practices are adjusted, accepted and used by line managers and employees as 
part of their everyday work. 

As Dyer and Holder (1998) remarked, strategic HRM provides 'unifying frameworks which are at 

once broad, contingency based and integrative'. The rationale for strategic HRM is the perceived 

advantage of having an agreed and understood basis for developing and implementing approaches 

to people management which take into account the changing context in which the firm operates 

and its longer-term requirements. Strategic HRM is based on two key concepts: the resource-based 

view and strategic fit. 

The resource-based view and Strategic Fit of strategic HRM : Resource-based strategy theorists 

such as Barney (1991, 1995) argued that sustained competitive advantage stemmed from the 
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acquisition and effective use of bundles of distinctive resources that competitors calIDot imitate. 

Distinctive resources have four attributes: they must be valuable, rare, imperfectly imitable and 

non-substitutable. These resources include all the experience, knowledge, judgments, risk-taking 

propensity and wisdom of individuals associated with a firm . 

Resource-based strategic HRM can produce what Boxall and Purcell (2003) referred to as human 

resource advantage. The aim is to develop strategic capability. This means strategic fit between 

resources and opportunities, obtaining added value from the effective deployment of resources, 

and develop ing managers who can think and plan strategically in the sense that they undersiand the 

key strategic issues and ensure that what they do enables the strategic goals of the business to be 

achieved. In line wi th human capital theory, the resource-based view emphasizes that investment 

in people increases their value to the firm. It proposes that sustainable competitive advantage is 

attained when the firm has a human resource pool that cannot be imitated or substituted by its 

rivals. Walker (1992) defines strategic HRM as ' the means of ali gning the management of human 

resources with the strategic content of the businesses. Thi s is based on the concept of strategic fit, 

which means deve loping HR strategies that are integrated with the bus iness strategy and support its 

achievement (vertical integration or fit) , and also with the use of an integrated approach to the 

development of HR practices such as resourcing, employee deve lopment, reward and employee 

relat ions so that they complement and support one another (horizontal integration or fi t). 

2.3 The Importance of Human Resource Management 

Physical and monetary resources by themselves cannot improve efficiency or contribute to an 

increased rate of return on investment. It is through the combined and concerted efforts of people 

that monetary or material resources are harnessed to achieve organizational goals Rao 

(2004).Further, the author extended ideas that these efforts, attitudes and skill s have to be 

sharpened fro m to time to time to optimize the effectiveness of HRs and to enable them to meet 

greater challenges that HRM plays a crucial role HRM is important to an organization by 

providing: good HR practice in attracting and retaining the best people in the organization. 

Planning alerts the organization to the types of people it will need in the short, medium, and long­

run . Appropriate recruitment and selection activities identify the best people for availab le jobs and 

make sure they are placed in suitable positions. 

12 



2.4. HR Strategies 

Richardson and Thompson (1999) suggest that' A strategy, whether it is an HR strategy or any other 

kind of management strategy must have two key elements: there must be strategic objectives (i.e. 

things the strategy is supposed to achieve), and there must be a plan of action (ie the means by wh ich it 

is proposed that the objectives wi ll be met) .' As Lynda Gratton (2000) commented, 'There is no great 

strategy, only great execution.' Strategies are forward-l ooking but as Fombrun et.al., (1984) remarked , 

businesses and managers should perform well in the present to succeed in the future. 

Because all organizations are different, all HR strategies are different. There is no such thing as a 

standard strategy, and research into HR strategy conducted by Armstrong and Long (1994) and 

Armstrong and Baron (2002) revealed many variations. Some strategies are simply very general 

declarations of intent. Others go into much more detail. But two basic types of HR strategies can 

be identified: first, general strategies such as high-performance working, and second, specific 

strategies relating to the different aspects of human resource management such as learning and 

development and reward. 

People Resourcing Strategy -People resourcing strategy defines the longer-term plans an 

organization needs for the acquisition, retention, development and use of its human resources. Its 

rationale is the concept that the strategic capability of a firm depends on its resuw'ce capability in 

the shape of people (the resource-based view). As explained by Grant (1991) and Jay Barney 

(1991 ,1995p37) 

The firm's most important resources and capabilities are those which are durable, 
difficult to identifjl and understand, imperfectly transferable, not easily replicated, 
and in which the firm possesses clear ownership and control. These are the firm's 
'crown jewels' and need to be proteCted; and they play a pivotal role in the 
competitive strategy which the firm pursues. The essence of strategy formulation, 
then, is to design a strategy that makes the most effective use of these core 
resources and capabilities. 

HR Policies-HR policy defines how the organization fulfil s its social responsibilities for its 

employees, Selznick (1957) emphasized the key role of values in organizations, when he wrote, 

'The formation of an institution is marked by the making of value commitments, that is, choices 

which fix the assumptions of policy makers as to the nature of the enterprise, its distinctive aims, 

methods and roles.' The values expressed in an overall statement ofHR policies may explicitly or 

implicitly refer to the following requirements. 
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Equity: treating employees fairly and justl y by adopting an ' even-handed' approach. This includes 

protecting individuals from any unfair decisions made by their managers, providing equal 

opportunities for employment and promotion, and operating an equitable payment system. 

Consideration: taking account of individual circumstances when making decisions which affect 

the prospects, security or self-respect of employees. 

Respect: treating individuals with respect as human beings . 

Organizational learning: a belief in the need to promote the learning and development of all the 

members of the organization by providing the processes and support required. 

Performance through people: the importance attached to developing a performance culture and 

to continuous improvement; the significance of performance management as a means of defining 

and agreeing mutual expectations; the provision of fai r feedback to people on how well they are 

performing. 

Quality of working life: consciously and continually aiming to improve the quality of working 

li fe. This involves increasing the sense of satisfaction people obtain from their work by, so far as 

possible, reducing monotony, increasing variety, autonomy and responsibility, avoiding placing 

people under too much stress and providing for an acceptable balance between work and life 

outside work . 

Working conditions : providing healthy, safe and, so far as practicable, pleasant working conditions. 

2.5 Human Resource Function 

Acco rd ing to Rao (2004) the HRM programme of each organization IS ul1lque. It is true that HR 

activities differ from tirm to ti nn , but certa in broad funct ions encompassing all organi zations can be 

listed. The author also c1ass itied function of HRM as: 

Managerial fun ctioll : that involves ; planning, by wh ich determination of personnel programs and 

changes in advance that will contribute to the organizational goa ls. Organizing is a process by wh ich 

cooperat ive group of human be ings all ocates its tasks among its members, identities relationships and 

integrates its activities towards common objectives. Directing, is motivating, commanding, lead ing, 

and activating people to create willingness and effective cooperation of people toward the 

accomplishment of goa l. Controlling, invo lves checking, verifying and comparing the actual with the 

plans,identi fyi ng dev iations, if any, and correcting the identitied deviations. These all fu nctions 

influence the operative funct ions. 
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Operative fllllctiolls: the operative functions of HRM are related to specific activit ies of HRM. These 

functions have to be performed in conjunction with managerial function and include: 

Employment: is concerned with securing and employ ing the people possessing required kind and level 

of HRs necessary to achieve the organizational objectives. It covers the functions such as job analysis 

HR planning, recruitmenr, selection, placement induction and internal mobility. 

Developmellt: It is the process of improving molding, changing and developing the sk ill s knowledge, 

creative ability, aptitude, attitude, values, commitment etc based on present and future job and 

organ izational requirements. 

Compensation: it is the process of providing equitable and fair remuneration to the employees. 

Hllman Relations: It is the process of interaction among human beings. Human relation ions is an area 

of management pract ice in integrating people into work situation in a way that motivates them to work 

together productively, cooperatively, and with econom ic, phychological and soc ial sati sfaction. 

Effective HIIII/all Resollrce Management: Effectiveness of various personnel programmes and 

practices can be measured of evaluated by means of organizational health and HRs accounting that 

identify the level of job satisfaction of employees and measure cost and value of HRs to enhance 

the value and contribution ofHRs to the organization than the cost ofHRs. 

2.6. Concepts and Linkage of Human Resource Planning to Business Planning 

As defined by Bulla and Scott (1994), human resource planning is ' the process for ensuring that the 

human i'esource requirements of an organizat ion are identified and plans are made for satisfying those 

requirements '. Reilly (2003) defined workforce planning as 'A pro,;ess in wh ich an organization 

attempts to estimate the demand for labour and evaluate the size, nature and sources of supply which 

will be required to meet the demand.' 

A di stinction can be made between ' hard ' and 'soft' as they point out, the soft version becomes 

virtua lly synonymous with the who le area of human resource management. 

Human resource planning interprets these plans in terms of people requirements, focusing on any 

problems that might have to be resolved in orde r to ensure that the people required will be avai lable 

human resource planning. The former is based on quantitative analysis in order to ensure that the right 

number of the right sort of people is avai lable when needed. The latter, as described by Marchington 

and Wi lkinson ( 1996), ' is more exp licitly focused on creating and shaping the culture of the 
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organi zation so that there is a clear integration between corporate goa ls and employee va lues, beliefs 

and behaviors ' . But and will be capable of making the necessary contribution. But it may also 

influence the business strategy by drawing attention to ways in which people could be developed and 

deployed more effectively to further the achievement of business goals. As Quinn Mill s (1983) wrote 

in his seminal Harvard Business Review alticle, 'Planning ·with people in mind ', human resource 

planning is 'a decision-making process that combines three important activiti es: ( I) identifying and 

acqu iring the right number of people with the proper skill s, (2) motivating them to achieve high 

performance, and (3) creat ing interactive links between business objectives and people-planning 

activities. ' 

2.7. The Process of Human Resource Planning 

Human resource planning activities: (a) Scenario planning: making broad assessments of 

future environmental developments and their likely impact on people requirements. (b) Demand 

forecasting: estimating future needs for people and competences by reference to corporate and 

functional plans and forecasts of future activity level (c) Supply forecasting: estimating the supply 

of people by refe rence to analyses of current resources and future availability, after allowing for 

wastage. The forecast will also take account of labor market trends relating to the availability of 

skill s and to demographics (Armstrong, 20 10). 

Although the areas outlined in the box are described as separate areas, they are closely interrelated and 

often overlap. For example, demand forecasts are estimates of future requirements, and these may be 

prepared on the basis of assumptions about the productivity of employees. But the supply forecast will 

al so have to consider productivity trends and how they might affect the supply of people. 
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Business Plan 

Forecast of Activities 
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Supply Forecast 

~ ) Forecast of Future 
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~ 
Action Planning 

• Recruitment 

• Training 

• Increasing 
Flexibility 

• Downsizing 

Figure 1 Human resource planning flow chart by Armstrong, (20 10p490) 

2. 7.1 Reviewing Overall Strategy 

Strategy: As defined by Chandler (1962), strategy is 'The determination of the long-term goals 

and objectives of an enterprise and the adoption of courses of action and the allocation of resources 

necessary for carrying out those goals.' The formulati on and implementat ion of corporate strategy 

can be described as a process for developing a sense of direction, making the best use of resources 

and ensuring strategic fit. 
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Strategy is concerned with both ends and means. In this sense a strategy is a declaration of intent: 

'This is what we want to do and this is how we intend to do it. ' Strategies define longer-term goals 

but they also cover how those goals will be attained. They guide purposeful action to deliver the 

required result. A good strategy is one that works, one that, in Abell 's (1993) plu'ase, enables 

organizations to adapt by ' mastering the present and pre-empting the future ' . As Boxall (1996) 

explained, ' Strategy should be understood as a framework of critical ends and means.' 

The second characteristic of strategy is that the organizational capability of a firm (its capacity to 

function effective ly) depends on its resource capability (the quality and quantity of its resources 

and their potential to deliver results). The third characteristic of strategy is strategic fit - the need 

when developing functional strategies such as HR to achieve congruence between them and the 

organization' s business strategies within the context of its external and internal environments. 

Mission of organization: According to the Sheila Cameron (2007) all organizations need a sense 

of direction to know where they are going in order to plan their activities. There is a hierarchy of 

purposes within organizations, which should fit together logically 

At the top of the hierarchy is a description of why the organization exists; below are broad 

statements of what it is trying to do; and lower down there are increasingly specific statement of 

how things will be done. Moving up the hierarchy; achieving targets means meeting objectives, 

which allows aims or goals to be realized, which in turn contributes to the organization's mission 

and expresses its values. Different organizations may use different terms to describe these different 

levels, but they should still move logically from broad, general mission and aims to specific, 

meas urab le targets. 

Organizational mission the author also adds that it is the foundation on which strategy is built that 

have two principal elements. The first, focuses on organizational purpose, as suggested by 

questions such as what are we here to do? And 'why was this organization established? Second, 

these purposes are shaped by values: the beliefs about the manner in which these purposes should 

be achieved. According Hudson ( \999) mission statements have an important role to play, 

particularly when it comes to reviewing future strategy. They need to be written and agreed, but 

their power as a management tool should not be over-emphasized. By contrast, working on the 
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mission and taking actions to bring together the beliefs in the organization with its strategy can be 

a powerful lever for increasing the organization's effecti veness. 

Organizational cultUl-e: Organizational or corporate culture was described by Deal and Kennedy 

(1982) as ' the way we do things around here' . More specificall y, it is the pattern of values, norms, 

be liefs, attitudes and assumptions which mi ght 'not have been art iculated but which shape the ways 

in which people in organizat ions behave and things get done. Values refer to what is believed to be 

important about how people and organizati ons behave. Norms are the unwritten ru les of behavior. 

A major chal lenge for an organization is that of integrating the activ ities of different groups of 

people so that their effo rts combine to ach ieve organi zational objecti ves. Clearly defined 

responsibi li ties are specific sets of coordinated and measurable object ives provided one way. But 

the 'way things get done around here' definiti on points to another and more implicit integrating 

force , the set of values and beliefs, common ways of integrating events, and accepted ways of 

'doing things' shared by members of the organization. 

Wilson and Rosenfeld, (1990), Stated that bas ic values, ideo logies and assumptions which guide 

and lilshion ind ividua l and business behavior. These va lues are evident in more tangi ble factors 

such as stories, ritual, language and jargon, office decorat ion and layout and prevai li ng modes of 

dress, among the sta ff. 

Accordi ng to Margan (1989) organ iza tional culture is seen as intangible social glue that holds 

everything together; how the language, norms, val ues, ritua ls, myths, stories and daily routines 

fo nn part of a coherent ' rea lity ' that lend s shape to how and what people do as they go abou t their 

work 

Thc chara cteristics of organizational cllltlli-c The characteri stics of organizationa l cu lt ure as 

described by I'lIrnham and Gunter (J 993) are that: it is dillicllit to deline (o ften a pointless 

exercise); it is multidimensional, with many dilTeren t components at different leve ls; it is not 

parti cularl y dynaillic and ever-chang ing (heing rcbt ive ly stab le over short periods of tiI IlC): it tCl kes 

tillle to establ ish and the rcl"rc tilll e to change. 
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The significance of organizational culture: - Organizational culture is significant because it 

strongly affects the way in which organizations function and people behave within them. Account 

has to be taken of the culture when considering any innovations in organization structures or 

processes. To sum, according to Furnham and Gunter (1993), culture will be more effective if ' it is 

consistent in its components and shared amongst organizational members, and it makes the 

organization unique, thus differentiating it from other organizations'. 

Goals of an organization: As Stephen P.Robbins(2005) Goals are desired outcomes for 

individuals, groups, or entire organizations. They provide the direction for all management 

decis ions and form the cri teria against which actual work accomplishments can be measured. That 

is why they are often called the foundation of planning. And you have to know the desired target or 

outcome before you can establish plans for reaching it 

The Philosophy of HRM: As originally conceived by the pioneers in the 1980s, the concept of 

HRM was based on a philosophy which was fundamentally different from the personnel 

management practices of the time. Beer et al (1984) believed that 'Today, many pressures are 

demanding a broader, more comprehensive and more strategic perspecti ve with regard to the 

organization's human resources .. . These pressures have created a need for a longer-term 

perspective in managing people and consideration of people as potential assets rather than merely a 

vari able cost. ' Beer and his colleagues (the Harvard school) were the first to underline the HRM 

tenet that it belongs to line managers. They suggested that HRM has two characteri stic features, 

first, that line managers accept more responsibility for ensuring the al igrunent of competitive 

strategy and HR policies, and second, that HRhas the mission of setting policies that govern how 

HR activities are developed and implemented in ways that make them more mutually reinforcing. 

Fombrum et al (1984) held that HR systems and the organization structure should be managed in a 

way that is congruent with organizational strategy. 

A full explanation of HRM pb ilosopby by Legge (1989; p32) stated tbat HRM consists of the follow ing 

propositions: 

.That human resource policies should be integrated with strategic business 
planning and used to reinforce an appropriate (or change an inappropriate) 
organizational culture, that human resources are valuable and a source of 
compet itive advantage, that they may be tapped most ~fJectively by mutually 
consistent policies that promote commitment and which, as a consequence, foster 
a willingness in employees to act flexibly in the interests of the 'adaptive 
organization's' pursuit of excellence. 
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In 2000 I asked the question 'The name has changed but has the game remained the same?' and 

answered it with a broad affirmative. A more recent and less philosophical reference to HRM was 

made by Boxall e{ al (2007), who defined it as 'The management of work and people towards 

desired ends. ' 

2.7.2 Work and Work Force Analysis (Forecasting of Activities Level) 

Work Analysis: Every organization exists for at least one reason and usually several reasons and 

can only survive when some advantage is gained by its transactions with the environment. 

Advantages are of different kinds : profitability (in business) or satisfaction of perceived 

constituent needs (in government and not-for-profit sectors). 

Jobs are the link between individuals and the organization, and between organizational structure 

and outputs (Hupp, 1995). While some observers have predicted the end of the traditional "job" 

(Bridges, 1994), work never seems to go away. When employees act in capacities that make good 

use of their abilities, the organization is able to gain through its transactions with the environment. 

Productivity is greater, and the organization is profitable and/or sati sfies perceived societal needs. 

From the standpoint of HR planners, work analysis is the basic process on which most other HR 

activities depend. Its aim is to provide managers with detailed information about how the 

organization performs its funct ions and thus goes about achieving its goals and objectives. It is the 

traditional foundation for all other HR initiatives, providing a foundation for recruiting, hiring, 

orienting, training, appraising, compensating, transferring, and promc ting individuals. 

Work analysis provides the basis for establi shing or reassessll1g the following points: 

organizational structure (sometimes called organizational design); job structure degrees of 

authority; span of control; equal employment opportunity goals; performance standards;. 

success ion plans ;; career plans ; selection criteria; training plans; organization development 

program; employee assistance program; labor relations programs, compensation and benefit 

programs. 

In short, work analysis yields crucial information of importance in every facet of organizational 

and HR plalming (Clifford, 1994). It reveals needs that HR initiatives are intended to rectify or 

even anticipate. 
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Organization Desigll: According to Williams (2005) Organization design is the process of 

deciding how organizations should be structured and function. Organizations are not static things. 

Changes are constantly taking place in the business itself, in the environment in which the business 

operates, and in the people who work in the business. There is no such thing as an 'ideal' 

organization. The most that can be done is to optimize the processes involved; remembering that 

whatever structure evolves will be contingent on the circumstances of the organization. An 

important point to bear in mind is that organizations consist of people working more or less 

cooperatively together. 

In principle, organization design aims to: ClarifY the overall purposes of the organization - the 

strategic goals which governed what it does and how it functions ;define how work should be 

organized to achieve that purpose, including the use of technology and other work processes; 

define as precisely as possible the key activities involved in carrying out the work; group these 

activities logically together to avoid unnecessary overlap or duplication; provide for the integration 

of activities and the achievement of cooperative effort and teamwork; build flexibility into the 

system so that organizational arrangements can adapt quickly to new situations and challenges; 

clarify individual roles, accountabilities and authorities(Armstrong,2010). 

In practice, however, organization design is seldom as considered an affair as this list of aims 

suggests. This is partly because organizations are run by people - the 'dominant coalition' - who 

do not necessarily react logically to new demands, and are influenced by political pressures and 

power plays. It also ari ses from the dynamic nature of organizations as they adapt to ever-changing 

environmental conditions. This is why organizations often evolve rather than being designed. The 

aims stated above will not always be achieved. This is why some organizations are ineffective. 

However, others seem to muddle though, primarily through the informal processes which have the 

greatest influence on how they function (Armstrong, 20 I 0). 

Job Design: -Job design specifies the contents, methods and relationships of jobs in order to 

satisfy work requirements for productivity, efficiency and quality, meet the personal needs of the 

job holder and thus increase levels of employee engagemerit. The process of job design starts with 

an analysis of the way in which work needs to be organized and what work therefore needs to be 
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done the tasks that have to be carried out if the purpose of the organization or an organi zational 

unit is to be achieved(Rao 2004). 

Therefore, the design of a job must consider the nature of the institution so as to motivate and 

retain the employees by providing meaningful work. This idea is supported by the job 

characteri stic model. The job characteristics model is a usefill perspecti ve on the factors affecting 

job design and motivation is provided by Hackman and Oldham's (1974) job characteristics 

model. They suggest that the ' critical psychological states ' of ' experienced meaningfulness of 

work, experienced responsibility for outcomes of work and knowledge of the actual outcomes of 

work' strongly influence motivation, job satisfaction and performance. They identified the 

following characteristics of jobs that need to be taken into account in job design: variety; 

autonomy; required interaction; optional interaction; knowledge and skill required; responsibility. 

Approaches to job design: influence skill variety by providing opportunities for people to do 

several tasks and by combining tasks; influence task identity by combining tasks and forming 

natural work units; influence task significance by forming natural work units and informing 

people of the importance of their work; influence autonomy by giving people responsibility for 

determining their own working systems; influence feedback by establishing good relationships 

and opening feedback channels( Robertson and Smith (1985). 

Job alld Role Analysis: The functions of the defense is concerned either with the preparation of 

defense capability or with the effective conduct of military operation. To do so, there must be 

clearly defined managerial roles and technical jobs by which capacity is built on and the required 

number and quality of manpower is determined. 

As Mondy and Noe, R. M. ( 1990) the terms 'job' and 'role ' are often used interchangeably, but they 

are different, as defined below. A job is an organizational unit which consists of a group of defined 

tasks or activities to be carried out or duties to be performed. A role is the part played by 

individuals and the patterns of behavior expected of them in fillfilling their work requirements. A 

role has been defined by Ivancevich et al (2008) as ' an organized set of behaviors' . Roles are 

about people as distinct from jobs, which are about tasks and duties. It is recognized more 

genera ll y that organizations consist of people using their knowledge and skills to achieve results 
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and working cooperatively together, rather than impersonal jobs contained in the boxes of an 

organization chart. 

A generic role is a role in which essentially simllar activities are carried out by a number of people, 

for example a team leader or a call centre agent. In effect, it covers an occupation rather than a 

single role. Although reference is frequently made nowadays to roles, use is still made of the terms 

job analysis and job design, as discussed in thi s chapter. 

Job analysis: Job analysis produces the following information about a job: 

Overall purpose: why the job exists and, in essence, what the job holder is expected to contribute. 

Organization : to whom the job holder reports and who reports to the job holder. 

Content: the nature and scope of the job in terms of the tasks and operations to be performed and 

duties to be carried out. 

If the outcome of the job analysis is to be used for job evaluation purposes, the job will also be 

analyzed in terms of the factors or criteria used in the job evaluation scheme. The essence of job 

analysis is the application of systematic methods to the collection of infonnation about job content. 

Competency-Based HRM:-The concept of competency is essentially about performance. 

Mansfield (1 999) defines competency as 'an underlying characteristic of a person that results in 

effective or superior performance'. Rankin (2002pI59) describes competencies as 'definitions of 

skills and behaviors that organizations expect their staff to practice in their work' , and explains 

their meaning as: 

Competencies represent the language of pefiormance. They can articulate both 
the expected outcomes from an individual 's efforts and the manner in which these 
activities are carried out. Because evelyone in the organization can learn to 
5peak this language, competencies prOvide a common, universally understood 
means of describing expected performance in many different contexts. 

The behavioural competency approach was firs t advocated by McClelland (1973). He 

recommended the use of criterion-referenced assessment. Criterion referencing or validation is the 

process of analyzing the key aspects of behavior which differentiate between effective and less 

effecti ve performance. 
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The leading figure in popularizing the concept of competency was Boyatzis (1982). He conducted 

research which established that there is no single factor but a range of factors that differentiate 

successful from less successful performance. These factors included personal qualiti es, motives, 

experience and behavioural characteristics. Boyatzis (1982: 54) defined competency as: 

A capacity that exists in a person that leads to behavior that meets the job 
demands within the parameters of the organizational environment and that, in 
rurn, brings about desired results. 

Technical competencies: define what people have to know and be able to do (knowledge and 

skills) to carry out their roles effectively. They are related to either generic roles (groups of similar 

roles) or individual roles (as ' role-specific competencies '). The term ' technical competency' has 

been adopted to avoid the confusion that existed between the terms 'competency ' and 

'competence'. Competency was originally defined as being about behaviors, while Woodruffe 

(1991) defined competence as 'A work-related concept which refers to areas of work at which the 

person is competent. Competent people at work are those who meet their performance 

expectations.' Competences are sometimes known as ' hard skills'. 

Therefore, competency framework contains definitions of the behavioral competencies used in the 

whole or part of an organiLation. It provides the basis for the use of competencies in such areas as 

recruitment, performance management, learning and development, and reward. 

2.7.3 Environmental Scanning 

It is important to understand one key difference between environmental scanning for strategic 

business planning and HR plmming: Business planners are able to focus their attention solely on 

conditions outside the firm. The whole point of strategizing is to anticipate how changes in the 

external world will threaten the company or provide opportunities woi'thy of attention. On the 

other hand, HR planners have at least two enviromnents to think about: one outside the 

organization and one inside (Rothwell and Sredl, 2000). 

Extemal Factors 

Economic factors : What is the present status of the business cycle? How is it likely to change in 

the future? 
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Tec/II/ology factors: How is the organization's work carried out? On what tools or work 

techniques does it especially depend? How are these tools likely to change in the future? 

SlIpplier factors : What is the present cost/availability of raw materials Energy? Capital Labor? 

information? How likely is it that cost and availability of these resources wi ll change? 

Marketingicompetitive factors : What is the present status of competition in the industry? Is there 

the possibility that consumers can rely on substitute products or services? What is the present stage 

of the product life cycle? How are these conditions likely to change in the future? 

Govertlmellt alld legal factors : What is the present status of laws, rules, and regulations 

pertaining to raw materials and supplies needed by the organization? What is the status of these 

laws relative to marketing practices and distribution methods? How are laws likely to change? 

How are government policies pertaining to mergers, acquisitions, and takeovers likely to change? 

Demographic factors: What is the present status of the popUlation? How will the population 

probably change in the future? 

Geographic factors · Where are key suppliers and markets presently located? Where are they 

likely to be located in the future? 

Social factors : What values and attitudes affect demand for products and services? How are those 

values and attitudes likely to change in the future? 

Each external factor can influence the work people do , the skill s they need to do it, and the 

appropriate HR department programs. Six key trends were identified . to have the most likely 

impact on the future workforce and workplace over the next 10 years (Schechter, Rothwell , and 

McLane, 1996): (1) Changing teclmology, (2) Increasing globalization, (3) Continuing cost 

containment, (4) Increasing speed in market change, (5) The growing importance of knowledge 

capital, and (6) An increasing rate and magnitude of change. Information about such trends can be 

immensely helpful in shaping strategic HR plans and determining the competencies necessary for 

success in HR leadership in the future Rothwell, Prescott, and Taylor, (1998). 

Internal Factors 

The HR subsystem is directly influenced by external facto rs, but also indirectly influenced through 

their effects on internal facto rs such as: 

Structural factors: What is the present distribution of work in the organization? What is it likely 

to be in the fut ure? 
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Leadership factors : Who are the strategists? Who are they likely to be in the future? What issues 

are presently given high priority by strategists? What issues in the future are likely to be accorded 

high priority? 

Reward factors : What behaviors and results are presently rewarded? What behaviors and results 

will probably be rewarded in the future? 

Process factors: How are decisions presently made? What patterns of communication exist? How 

will future decisions probably be made? How will communication take place? 

Each internal factor can influence work, the people needed to do it, and the initiatives of the HR 

department appropriate for facilitating adaptive change. 

2.7.4 Estimating Future Human Resource Demand Requirements and Supply 

Scenario planning is in some situations as far as it is possible to go in estimating future people 

requirements, but where it is feasible and appropriate, attempts can be made to produce demand 

and suppl y forecasts, and to determine what action needs to be taken if the forecasts indicate the 

possibility ofa human resource deficit or surplus(Armstrong,20JO). 

A) Demandforecasting 

As Armstrong (20 I 0) Demand forecasting is the process of estimating the future numbers of 

people required and the likely skill s and competences they wi ll need. The ideal basis of the 

forecast is an alillual budget and longer term business plan, translated into activity levels for each 

function and department, or decisions on 'downsizing'. Details are required of any plans or 

projects that would result in demands for additional employees or different skills. 

There are several good reasons to conduct demand forecasting. It can help to: (I) quantify the 

positions necessary for producing a given number of goods or offering agiven amount of services 

in demand; (2) identify depaltments or work groups that can benefit from productivity 

improvement efforts; (3) determine what staff mix is desirable in the future (that is, numbers of 

people/positions of one class or occupational group relative to others); (4) assess appropriate 

staffing levels in different parts of the organization so as to hold down unnecessary costs; 

(5) prevent shortages of people where and when they are most needed; and (6) monitor compliance 

with equal employment opportunity goals. Demand forecasting thus helps control costs associated 
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with human resources by ensuring that recruitment, management of HR, and promotions/transfers 

match organizational needs. 

The demand forecasting techniques that can be used to produce quantitative estimates of future 

requirements are described below. 

Managerial or expert judgment: This is the most typical method of forecasting and may be linked 

to some form of scenario planning. It simply requires managers or specialists to sit down, think 

about future workloads, and decide how many people are needed. This can be no more than 

guesswork unless there is reliable evidence available of forecast increases in activity levels or new 

demands for skill s. 

Ratio trend analysis: This is carried out by studying past ratios between, say, the number of direct 

(production) workers and indirect (support) workers in an organization , and forecasting future 

ratios, having made some allowance for changes in organization or methods. Activity level 

forecasts are then used to determine direct labor requirements, and the forecast ratio of indirect to 

direct would be used to calculate the number of indirect workers needed. 

Work study techniques: Work study techniques can be used when it is possible to apply work 

measurement to calculate how long operations should take and th~ number of people required. 

Work study techniques for direct workers can be combined with ratio trend analysis to calculate 

the number of indirect workers needed. 

Forecasting skill and competence requirements: Forecasting skill requirements is largely a matter 

of managerial judgment. This judgment should, however, be exercised on the basis of a careful 

analysis of the impact of projected product, market developments and the introduction of new 

technology, either information technology or computerized manufacturing. 

B) Supply forecasting 

As Mondy and Noe (1990) Supply forecasting measures the number of people likely to be available 

from within and outside the organization, having allowed for attrition, absenteeism, internal 

movements and promotions, and changes in hours and other conditions of work. The forecast will 

be based on: an analys is of existing human resources in terms of numbers in each occupation, 

skill s and potential ; forecast losses to existing resources through attrition is an important aspect of 
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human resource planning because it provides the basis for plans to improve retention rates; 

forecast changes to existing resources through internal promotions; effect of changing conditions 

of work and absenteeism; sources of supply from within the organization; sources of supply from 

outside the organization in the national and local labor markets. 

Supply forecasting also helps: quantify numbers of people and positions expected to be available 

in the future to help the organization realize its plans and meet its, objectives, identify how much 

productivity improvement is possible in areas of the organization that are thought to be able to 

benefit from such, initiatives, clarify likely staff mixes that will exist in the future , assess existing 

staffing levels in different parts of the organization, prevent shortages of people where and when 

they are most needed, monitor expected future compliance with equal employment opportunity 

goals. 

The demand and supply forecasts can then be analyzed to determine whether there are any deficits 

or surpluses. This provides the basis for recruitment, retention, and if unavoidable downsizing, 

plans. Computerized plmming models can be used for this purpose. It is, however, not essential to 

rely on software planning package Robbins (2005). 

2.7.5 Human Resource Action Planning 

Action plans are derived from broad resourcing strategies and more detailed analysis of demand 

and supply factors. However, the plans often have to be short term and flexible because of the 

difficulty of making firm predictions about human resource requirements in times of rapid change. 

Plans need to be prepared in the areas of resourcing, flexibility and dGwnsizing, as described below 

(Rao 2004). 

A) The Recruitment Plan and Staff Placement 

The recruitment plan: This will incorporate: the numbers and types of employees required to 

make up any deficits, when they are needed; the likely sources of candidates - schools, colleges of 

further education, universities, advertising, the internet etc; plans for tapping alternative sources, 

such as part-timers, or widening the recruitment net to include, for example, more women re­

entering the labor market; how the recruitment programme will be c(l!1ducted outside the employee 

work environment Williams(2005). 
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Staff placement: The first step is to analyze the availability of suitab le people from within the 

organi zation, by reference to assessments of potential and a ski ll s database . The latter should contain a 

regul arly updated li st of employees with the sort of skills needed by the organ ization. Decisions are 

then made on what steps should be taken to promote, redeploy, and as necessary provide additional 

experience and training to, eligible staff. Plans can also be made to make better use of existing 

employees, which may include flexibility arrangements as discussed later, or home working. 

Staffing needs of an organization are meeting when new employees are hired from outside and a 

reassignment of current employees due to promotion or transfer. The availability of qualified and 

competent employee's alone, however, will not guarantee goal attainment of the organization, 

unless they are utilized effectively. Effective utili zation, among other things, calls for proper 

assigmnent (Elsbree, 1945). To attain organizational objectives, organizations must harness the 

efforts of its employees. To this effect, employees must be placed in a position related to their 

academic qualification and/or work experiences. A promotion occurs when an employee is moved 

from a job to another position that is higher in pay, responsibility, and/or organizational level 

(Werther and Davis, 1996). 

Transfer happen when reassignment of an employee from one job to another position with similar 

status, equal pays and/or responsibility. Demotion on the other hand, refers to the down ward 

movement of an employee to a position that is lower in responsibility, status perhaps lower pay. 

According Holt (1993), transfer benefits to both the organization and to the employees through 

allowing working in different jobs, training in new skills, or changing working location and 

alleviate boredom and revive burn-out-employees. 

B) Stat/Training and Development 

As Scarpello and Ledvinka (\988); persomlel training and retraining is one of the major way that 

work organizations attempt to maintain the competency levels of their human resources and 

increase their adaptability to changing organizational demands. 

Although training is defined in different ways, by a number of scholars, the underlying concept 

remains the same. In its broadest sense Milkovich and Boudrea (1991) explain it as a "systematic 

process of changing the behavior, knowledge, and moti vation of present employees to improve the 
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match between employee characteristics and employment requirements" . The central idea in most 

of the definitions is that training activities are primarily focused ')n improving employees and 

managers ' performance on a currently held job (Monappa and Saiyadain, 1989, Szilagyi , 1981; 

Saiyadain, 1999;). It is an activity that is designed to help employees acquire and apply 

knowledge, skills, abilities and attitudes in their organization (Monappa and Saiyadain, 1989). In 

genera l, training is an activi ty which is directed at improving knowledge, skill and attitude of 

employees to create an effecti ve match between an employee and hi s/her job (Saiyadain; 1999; 

Szilagyi , 1981 , Monappa and, Saiyadain, 1989). 

The Human Resource Training Process 

In today' s changing environment, employees at all levels need additional training and opportunity 

to managers to develop their management thinking. In this respect organizations are required to 

engage in continuous employees training. According to Mondy and Noe, (1990) the following 

training processes are designed. 

i) IdentifYing Training Needs: Training need assessment is the first step in human resource training 

process to identify tra ining needs. Since training is a need-oriented effort, determining the level, type 

and duration of the training is of prime im portance because if human resource training need ana lys is is 

incorrect, then the later training activity will be inappropriate; wasting time, resource, and energy, and 

demotvating staff; employees will develop negative attitudes towards future training programme. The 

dominant framework for identifying organ izations human resource training needs has been developed 

and Thayer's three categories need analysis approach (Scarpe llo and Ledvinka, 1988). 

A. Organizational Analysis: the process of identifying job-related knowledge and skills that are 

needed to support the organization ' s short-range and long-range goa ls (Scarpe llo and Ledvinka, 

1988). This implies that organi zation ' s strategic goals and plans must carefully be examined in 

line with the human resource planning. In this approach, information related to organizational 

. structure, size, growth objectives and other factors is gathered to effective ly determ ining where 

and how training programmes should be conducted . 

B. Task onalysis- determinati on of skill and knowledge, the job requires collecting job 

information as input into training deci sions, however, the job analysi s must include; a detail 

exam ination of each task component of the job; performance standard of the job; method and 

knowledge the employee must use in performing the job task; and the way employee learns the 

method and acquires the needed knowledge. Job analysis is a means by which facts relating to 

the job are obta ined. It includes a job description and job specification (Scarpe llo and 
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Cedv imka, 1984) , If a human resource training programme mounted for specific job is to be 

successful , there is need for a clear definition of what the job entai ls and of the qualities needed 

for its performance, Furthermore, if information relating to the nature of a spec ific job was 

collected prior to the organization of all training programmes, then the programmes would have 

much grater relevance to the needs of the job and would also enable to produce staff who were 

much better prepared for their responsibilities, 

C. Person Ana lysis; Accord ing to Scarpello and Ledvinka ( 1988) person analysis is concentration 

on the individual employee. It is used to analyze the substantive knowledge and skill possessed 

by the employee. And information about t he person's job behavior can be obta ined by di rectly 

observing job performance; reviewing supervisory evaluations of performance; using 

diagnostic tests, such as written ab ility tests and work samples; comparing the behav iors of 

we ll-performing employees with those of poorly performing employees; di scussing with 

employees their indi vidual job performance and factors that may inhibit that performance." 

Once actual employee ' s performance is identifi ed to be below standard, the next step is to 

.determine the kind of training needed to equip the employee with speci fi c knowledge and skill 

required for better performance, 

ii) Training Objectives: An objective is a specific outcome that the training programme is 

intended to achieve , These objectives define the performance that the trainee should be able to 

exhibit after training (Scarpello and Ledvinka, 1988), The same authorities also stated that as 

human resource training experts suggests that objectives should be stated explicitly and answer the 

fo llowing questions; what should the trainees be able to do after training?; under what conditions 

should the trainee be able to perform the trained behavior? And how well should the trainee 

perform the trained behavior? Training objectives must be specific, measurable and time targeted 

(Werther and Davis, 1996) , Objectives with such characteristics serve a number of purposes, 

According to Scarpello and Ledvinka (1988), they assist in developing the criteria to be used in 

evaluating the training out come. Objective and the evaluation criteria also help in choosing 

relevant instructional method, media, and materi al. 

iii) /nsfl'llcfional Method and Media: It is depend on the programme content. The content in turn is 

shaped by training need identification and estab lished objectives, The object ive here may, be to teach 

spec ific skill s, prov ide needed knowledge, or try to influence attitudes (Werther and Davis, 1996), The 

32 



content, method , and media must match the job requirement of the organization and the learning sty le 

of participant. Tra ining is more effective when learning is based on principles. Learning principles are 

guidelines to the ways in which people learn most effective ly (Werther and Davis, 1996) 

1. lllformation presentation: Method according to Campbell et al (1970). The aim of this 

method is to teach facts, skills, attitudes, or concept without requiring trainees to practice 

the material taught or to experience how the material taught translates into behavior. and the 

methods that fall into this category are; lecture; conference; and programmed instruction. 

2. Simulation method: Method present trainees with an artificial representation of an 

organizational, group, or personal situation and require them to react as though the situation 

were real and some of the methods that are included in this category are;- case study; role 

planning; in basket exercises; and management games (Campbell et aI. , 1970). 

iv)/mplemelltillg the Human Resource Traillillg Actual Programme: Human resource training 

programme should aim of enabling organ izations to achieve their objectives. Hence, the programme 

should be set up after having clear-cut objectives. In every programme decisions have to be made as 

who shou ld be trained, who are the instructors, where and when the programme is to be conducted and 

what the material requirements are. Moreover, accord ing to chatter Jee (1995), providing answers to 

questions that clarify what ski lls are going to be thought, what kind of employee training is sought, 

what long or short term objectives are proposed will determine the design and detai ls of the 

programmes. Since human resource training programme decisions are based on cost considerations, the 

management must believe that the programme will; increase the skill and knowledge of employees and 

hence, they will perform better towards organizational success; motivate employees to learn and attain 

their persona l goals and provide feedback to improve the programme. 

v) Evaluatioll of Trailling: At the final phase of training programme, conducting evaluation of the 

programme enables to identify the level of achi evement of the training objectives. It is serves as a 

means to verify the success of the programme i.e. whether employees in the programme do the jobs for 

which they have been trained. As Mbamba (1992) noted, the concept of evaluation is most commonly 

interpreted, in determining the effectiveness of a programme in relation to its objectives 

vi) Types of Tl'llilling: Train ing can be conducted on-the-job training or on off-the-job train ing. On­

the-job training is conducted on the job, to develop the skills of employees. The employee is placed 

into the. rea l work situation and shown the job and tricks of the trade by experienced worker or the 

supervisor (Glueck, 1978) off-the-job training programme takes place. 
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C) Flexibility and downsizing Plan 

The aims of the flexibility plan should be to: provide for greater operational flexibility; improve 

the uti lization of employees' skills and capacities; reduce employment costs; help to achieve 

downsizing smoothly and in a way which avoids the need for compulsory redundancies; increase 

productivity. 

The plan can be based on a radical look at traditional employment patterns. This means identifying 

the scope for using al ternatives to full-time permanent staff, which could include increasing the 

number of part-timers, job sharing, the expansion of home working or tale working, or employing 

more temporary workers. Consideration can also be given to making more use of subcontractors or 

outsourcing work, and to the introduction of more flexible working arrangements. This needs to 

consider approaches to obtaining people from within the organization, to recruiting them 

externally, and to attracting high quality candidates (becoming ' the employer of choice'). 

As Armstrong (2010) if all else fails, it may be necessary to deal with unacceptable employment 

costs or surplus numbers of employees by what has euphemistically come to be known as 

' downsizing' . The downsizing plan should be based on the timing Jf reductions and forecasts of 

the extent to which these can be achieved by natural wastage or voluntary redundancy. The plan 

should set out: the total number of people who have to go, and when and where this needs to take 

place; arrangements for informing and consulting with employees and their trade unions; a 

forecast of the number of losses that can be taken up by natural wastage; any financial or other 

inducements to encourage voluntary redundancy; a forecast of the likely numbers who will 

vo lunteer to leave; a forecast of the balance of employees, if any, who wi ll have to be made 

redundant (the plan should, of course, aim to avoid this through natural wastage and voluntary 

redundancy) ; the redundancy terms; any financial inducements to be offered to key employees 

whom the company wishes to retain; any arrangements for retraining employees and finding them 

work elsewhere in the organization; the steps to be taken to help redundant employees find new 

jobs by counseling, contacting other employers or offering the services of outplacement 

consultants; the arrangements for telling individual employees about the redundancies and how 

they are affected, and fo r keeping the trade unions informed. 
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2.7.7 Evaluating HR Planning 

To the extent that results can be measured that can form the basis fo r evaluating the success of HR 

planning. Another approach is to measure projected levels of demand against actual levels at some 

point in the future . But the most tell ing evidence of successful HR planning in an organization in 

which the HRs are consistently aligned with the needs of the business over a period of time. As 

Rao(2004) states that after the action plan is implemented it should be controlled and reviewed 

with a view to keep them in accordance with the plan. 
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CHAPTER III 

RESEARCH DESIGN AND METHOD 

3.] Research Method 

The researcher has employed the descriptive survey method for this research. The method was 

used for it permits the researcher to study the practices and problems as they exist on the ground. 

Because it is appropriate to enable the researcher describe the facts associated with variables 

understudy, present logical reasons about the variables through objective analysis, measurable and 

quantifi able data. 

As Armstrong (20 I 0) states that quantitative research is empirical based on the collection of 

factual data which is measured and quantified. It answers the research questions from the view 

point of the researcher. As Sarantakos, S. (2005), argues that survey methods are the common 

quantitative methods with the objective of measuring variables and providing figures which will 

allow judgments as to the status of the variables in questions and also employ such qualitative 

methods as structured observation in their studies adjusted to meet the criteria of quantitative 

research. 

3.2 Source of Data 

The researcher has used both primary and secondary sources of data in this study. Primary sources 

such as civilian operative employees, supervisors and managers as well as military members these 

who have the military rank of Non-Commissioned Office (NCO), Line Officers (LO) and Higher 

Officers (HO), were taken as primary sources of data .. Moreover, secondary sources .such as 

annual reports prepared by defense Human Resource Department, Military Occupational Standards 

(MOS), Unit Manning Document (UMD), Development career structure document and Human 

Resource policy and procedure documents were also reviewed 
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3.3 Sample Size and Sampling Techniques 

3.3.1 Sample Size 

[n ministry of defense, there are four higher educational colleges and nine training centers 

organized as Human Resource sector under the jurisdictions of the chief of staff in the Ministry of 

Defense. The higher educational colleges are: Resource Manar,ement College, Engineering 

College; Health science colleges, and poli-technique College. The training centers and colleges 

are: Basic military training center, special force training center, NCO training center, line officer( 

codet) Academy, Higher officer training college (Staff college), joint military staff training 

college, joint combat training college, Air force training college and intelligence training college. 

To conduct this study, all co lleges of higher education, training centers and colleges, and head 

office of HRM sector were included as part of the targeted population of the study. Accordingly, 

resource Management College, joint military staff training college, and the head office were 

selected as the sample area of the study. 

Table 1: Population and sample size of respondents 

Defense Human Resource Mana~ement 

Types of 
Head office Resource Joint military staff Total 

management college college 
No respondents N(%) n(%) N(%) n(%) N(%) n(%) N(%) n(%) 

1 HO&CM 6 (5 .22) 5(4.35) 4(3.48) 3(2.6 1 ) 8(6 .96) 7(6.09) 18(15.66) 14(13.05) 

2 LO&CS 9 (7.83) 7(6.09) 10(8.70) 8(6 .96) 10(8.70) 8(6 .96) 29(25.23) 24(20.01) 

3 NCO& CE 16( 13.9 1) 13(11.30) 29(25.22) 23(20.0 I) 23(20.00) 18( 15 .65) 68(59.13) 54(46.96) 

Total 31(26.96) 25(21.74) 43(37.39) 34(29.58) 41(35.65) 33(28.70) 115(100) 92(80) 

N=population, n=sampling 

After the sample area of the study has been identified, the sample size of each targeted study area 

was determined. According to the Defense HR main department manpower statistics annual report 

(2011 ), there were 56 (48.70%) military members and 59 (51.30%) civilians in those three selected 

areas of the stud y. 

The total population was 11 5(100%) and positional distribution of military members and civilian 

employees were NCO & CE 69(59.13%), LO & CS 29(25 .23%), &HO and CM 18(15.66%). 
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Out of the total population 115(100%), 92(80%) was taken as total sample size of the study .It's 

detai led summarized on table l. 

3.3.2 Sampling Techniques 

To conduct this study, a probability sampling was employed. In that it was comparatively 

convenient, less time consuming and less expensive method in areas with geographic distribution 

of units was scattered or when sampling of individual units was not convenient for several 

administrative reasons (Koul., 2008). 

The colleges and training centers of the Ministry of Defense are allocated in different areas of the 

country. Some of them are in most remote and difficult geographical setting in terms of distance. 

To include all HRM sector within the time constraints and cover costs were difficult to the 

researcher. Due to such reason the researcher employed the random sampling techniques (lottery 

system) to identify the specific sample area of the study. After the specific study area has been 

identified, stratified random sampling with proportional allocation was used in order to draw a 

representative sample size. 

3.3.3 Iltstruments of Data Collection 

The main data gathering method, employed for this study were questionnaire and interview since 

they are more appropriate to obtain factual information, opinions and attitudes in a structural 

framework from respondents. The questiOlmaire was prepared in English. Both open and closed 

ended types of questionnaires were developed in order to gather accurate and adequate data for the 

study. The questionnaire has five rating scales. The reason for using questiOlmaire for data 

collection was that respondents are capable enough to understand and fill the questionnaire and it 

is also cost effecti ve. 

In addition to this, documents were al so observed to get information about the past and current 

status of the practices and problems in the HRM sector. Moreover, interview and group discussion 

were conducted with key management members and expertise in order to dig out the information 

in depth. 
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3.3.4 Pilot Testing 

The main purpose of the pilot test was to check the reliability of the instruments. In addition, the 

pilot was conducted to get a lesson to refine the instruments by making certain amendments prior 

to administrating the instruments for the main study. The pilot sample consisted of 20 respondents 

who were randomly selected. From all 20 respondents, 10 where from Defense University college 

heads office and the other and 10 were from defense resource Management College and joint 

military staff college. 

The responses of the respondents were scored to test the reliability of items. Chrobachalpha was 

employ'ed to determine the reliability of items by using SPSS. In the case of human resource 

planning, staff training, and placement measure items on effectiveness of HRM practice had 

reliabi lity coefficient of 0.82. After computing the reliability of all items using chrobachaplhia 

alpha minor modifications were made on few questions (on the HR planning practice measuring 

tool question number \ , 6,7, and 38, was modified specially on the question require expertise on 

the subject matter and the open questions were found to be very vast to be completed by 

respondents due to its vastness most of the open questions were turned empty. Finally they have 

been corrected. 

3.3.5 Procedure of Data Collection 

In order to obtain valid, reliable, complete and accurate data on time the following procedures 

were used. First, Questionnaire was developed; the content and format of the questionnaire were 

checked. Following that, data gathering tools were prepared. Third, based on the feedback obtained 

from the pilot test result, adjustments of the instrument were made. Fourth, the researcher has first 

got the letter of cooperation from Addis Ababa University Department of EDPM and letter of 

permission to conduct research in the Ministry of Defense from the defense university colleges 

head office. The researcher then has trained and assigned assistance data collector to facilitate 

effective field data collection administration. 

To maximize the quality of responses and the rate of return, the objective of the study was made 

clear and convenient time was arranged to all of questionnaire respondents and additional 
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clarification was given to them how they can deal with the questionnaire filling-in process and the 

questionnaire distribution followed . 

Finally, the full implementation of the data gathering activities were conducted administration of 

the process of data gathering was carried out as per the research ethics dictates. In doing so, the 

researcher has reviewed documents in person in their naiural context and took a record of the 

needed information from them. And group di scussion and interview with key management 

members and expertise was conducted. Accordingly, important information were obtained and 

gathered. 

3.3.6 Methods of Data Analysis 

After the data has been collected, statistical tools were first utilized to compute and generate 

frequencies and percentages for the data obtained through questionnaire and narration was made to 

describe the emerged results. The collected data was organized, analyzed by classifying them in to 

some useable categories through coding, tabulation and then drawing statistical inferences by using 

compuier SPSS program to handle the study systematically. 

Information obtained from group discussion, interview and docum <::nl review were also 

summari zed and included in their proper places to support the quantitative research. Generall y, to 

determine, describe and analyze the characteristics of respondents in terms of sex, age, educational 

level, work experience, work place, occupational status and level of job position percentages and 

frequency counts were employed. 

Different stati stical tools both descriptive (mean, Grand mean, and standard deviation) and 

inferential (one-way NOVA) were appropriately used to quantify, explore, measure, and describe 

difference and similarities among groups or respondents on their response about practice and 

problems of the issue under discussion. 
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CHAPTER IV 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

This chapter deals with the presentation, analys is and interpretation of data. The chapter involves 

three parts. The tirst part deals with description of the characteristics and background of 

participants in the study, which is followed by a descriptive statistical presentation summarizing 

the data with means and standard deviation of the scores on the perception of respondents on the 

effectiveness of human resource management practices in particular reference to the issues related 

wi th human resource planning, training and placement practices in various job positions (NCO 

and CE, LO and CS, and HO and eM). Finall y, the research questions were tested on the mean 

differences of the job position groups using the statistical procedures of the analysis of variance by 

one-way ANOV A. In the course of the analysis, descriptions of the data were also reported with 

tabular tables. 

4.1. Background and Characteristics of Participants 

The respondents were asked to furnish their personal (demographic) information during the study 

and they have responded the following data and have been checked its reality from the data base 

and was found to be correct. It is summarized as follows: 
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Table 2: Background of Respondents by Sex, Age, and Workplace 

Background SEX AGE 

Strata, " >0> " .. .. <Il <Il .. .. '" ... <Il 

population e " 
, , , 

" :E '" ~ 'C 

" ... ~ '" ... ... 
"" No and sample size 

I Head Office N 16 15 31 6 22 3 31 

% 51.61 48.39 100.00 19.35 70 .97 9.68 100.00 

N 13 12 25 5 18 2 25 

% 52.00 48.00 100.00 20.00 72.00 8.00 100.00 

2 Resource N 18 25 43 16 22 5 43 

Management % 4 1.86 58. 14 100.00 37.2 1 5 1. 16 11.63 100.00 

College N 14 20 34 13 17 4 34 

% 41.18 58.82 100.00 38.24 50.00 11.76 100.00 

3 Joint N 20 21 4 1 20 16 5 · 41 

Military % 48 .78 5 1.22 100.00 48 .78 39.02 12.20 100.00 

Staff College N 16 17 33 16 13 4 33 

% 48.48 51.52 100.00 48.48 39.39 12. 12 100.00 

N 54 6 1 115 42 60 13 115 

% 46.96 53 .04 100.00 36.52 52.17 11.30 100.00 

<;rand Tota l N 43 49 92 34 48 10 92 

'Yo 46.74 53.26 100.00 36.96 52.17 10.87 100.00 

As indicated in Table 2, the proportion of male and female respondents participated in the study, 

which accounts for 54% and 61 % respectively. Consequently, it implies that female 's proportion is 

greater than male but almost all management positions were dominantly occupied by male. This 

implies that the female' s participants in the engagement of management are less because of lack of 

competency requirement of defense. On other hand, all the participants were matured whose age 

composition ranges from 19 up to 55 years old. Hence, the majority which account of 52.17% fall 

in the age range of 31 - 45, while the next large group is .in the age ranges from 19 - 30 which 

accounts for 36.96%. Very few participants were in the age group 46 - 55 years, which constituted 

10.87% of the study sampling. This shows that the defense intuition occupied by experienced 

employees and that enables them to generate facts that observed in lcng period of time. 
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Likewise the table also portrays the work place of the respondents. Accordingly, the population as 

well as .sampling size of the respondents, 25, 34, 33 sampling size have been drawn from 31,43, 41 

population size of each strata, (DUCHO, DRMC, and DJMSC) respectively, which the sampling 

size of each accounts 80 percent of their population. This implies that the selected sample 

appropriately represents their respective institution. 

Table 3: Background of Respondents by Qualification and Work Experiences 

Educational Level Work Experience 

ackground • 
~ 

~ 

No ~ 
~ • • • • • 

" 
." 

~ • • . • '" E 
~ E • :;. .. ~ • :: ~ Strata, • 0 If '" • '" .. • • <; '" .. 

N 0. " " " 0 • "" is '" on > '" populat ion v :i: ;,. • • v of, 0 
N .., 

,Q 

'" and sample size 

I Head N 0 I 15 5 9 I 3 I I 8 22 31 

Office % - 3.23 48.39 16.13 29.03 3.23 100.00 3.23 25.81 70.97 100.00 

N 0 I 12 4 7 I 25 I 6 18 25 

% 4.00 48.00 16.00 28.00 4.00 100.00 4.00 24.00 72.00 100.00 

2 Resource N I 10 15 12 5 0 43 4 6 33 43 

management % 2.33 23.26 34.88 27.9 1 11.63 - 100.00 9.30 13.95 76.74 100.00 

college N I 8 12 9 4 0 34 3 5 26 34 

% 2.94 23.53 35.29 26.47 11.76 100.00 8.82 14.71 76.47 100.00 

3 Joint military N 0 5 29 6 1 0 41 12 10 19 41 

staff college % - 12.20 70.73 14.63 2.44 100.00 29.27 24.39 46.34 100.00 

N 0 4 23 5 I 0 33 10 8 15 33 

% - 12.12 69.70 15.15 3.03 100.00 30.30 24.24 45.45 100.00 

N I 16 59 23 15 1 11 5 17 24 74 11 5 

% 0.87 13.91 51.30 20.00 13.04 0.87 100.00 14.78 20.87 64.35 100.00 
Ground TOlal 

N 1 13 47 18 12 1 92 14 19 59 92 

% 1.09 14.13 51.09 19.57 13.04 1.10 100.00 15.22 20.65 64.13 100.00 

Table 3 displays the educational qualification and work expenence of the participants. 

Accordingly, it was found out that all the respondents have attained formal education that ranges 

from primary extended to tertiary levels and their proportion presented as follows: less than 8th 

grade 1.09 %, between 8t11 and 12th grade 14.1 3%, diploma 51.09%, 1st degree 19.57%, 2nd degree 

13 .04% and 3rd degree 1.1 0%. This indicates that the institution is influenced by diploma holders. 

Thus, it is possible to say that there is imbalance distribution of qualification of the respondents. 
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Likewise the table also depicts the working experience of respondents . Consequently, the data in 

table 2 showed that 59 (64.13%) of the respondents have more than 10 years, 19 (20.65%) between 

5-10 years, and the rest 14 (15.22%) below 5 years of working experiences in their respective jobs 

in the institution Thus, based on the context of responses the lion share of the staff dominated by 

the respondents with the service years of more than 10. This show the majority of the staff is 

highly socialized with the institutional environment that blocks new perspectives. 

Table 4: Background of Respondents by Occupation, Position and Workplace 

Military C ivilian 

Occupationa l Status and " • 
Posilioll 

0 -0 - • - " :~ • u 

" • • " s v E u .~ E Q ~ E 

~ 
0 

E 0 0 
~ 

0 > • .... c. - " E - • " 0 u u 

" E Co 0 " Strllta, Popu lalion alld 0 ~ 

" '-! " '" 
.., " '" ;:; '" :l' 0 :;: 

Samp le Size 0 
Z 

1 Head Office 
N 2 8 5 15 14 I I 16 31 

6.45 25.81 16.13 48.39 45.16 3.23 3.23 51.6 1 100.00 

" 2 6 4 12 II I I 13 25 

% 8.00 24.00 16.00 48.00 44.00 4.00 4.00 52.00 100.00 

2 Rcsourcl' 

Management Co llcgr N 10 9 3 22 19 I I 21 43 

% 23.26 20.93 6.98 51.16 44. 19 2.33 -'- 2.33 48.84 100.00 

" 8 7 2 17 15 I I 17 34 

% 23.53 20.59 5.88 50.00 44.12 2.94 2.94 50.00 100.00 

3 J oint Military Staff 

College N 3 9 7 19 20 I I 22 41 

% 7.32 21.95 17.07 46.34 48.78 2.44 2.44 53.66 100.00 

" 2 7 6 15 16 I I 18 33 

% 6.06 21.21 18. 18 45.45 48.48 3.03 3.03 54.55 100.00 

N 16 25 15 56 53 4 2 59 11 5 

% 13.9 1 21.74 13.04 48.70 46.09 2.6 1 2.61 51.30 100.00 

Grand Total " 12 20 12 44 42 4 2 48 92 

% 13.04 21.74 13.04 47.83 45.65 4.38 2.17 52.17 100.00 

As it shows in table 4, out of the total respondents 44 (47 .83%) were military members that ranges 

their military rank from NCO, through LO up to HO and their proportions were 12 (13.04%), 20 

(21.74%), and 12 (13 .04%) respectively. The civilian employees proportion was 48 (52. 17%) out 

of the total sampling size, which covers the majori ty of employees 42 (45.65%), the rest 4 (4.38%) 

and 2 (2.17%) were from supervisor and managers respectively. 
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All the above facts tell us about the heterogeneous nature of the respondents that could see the 

research questions fro111 different perspectives. Accordingly, the sex difference may contribute to 

see the questions from the angle of male and female perspective, the age category helps to forward 

percept.ion of each age groups observation from different point of view, the qualification level of 

each category may contribute to examine and judge the questions from scholarity dimension of 

outlook, the working experiences supports to describe the long-time observations about the 

practices of HRM from their empirical practices and the occupational (military and civilian) as 

well as job position (operative, supervision, manager) division of duties and responsibility within 

the same institution may gives opportunities to the three groups to grasp the practices of HRM in­

depth . Therefore, the composition of the sampling size and type can be the representative of the 

population so as to generate facts that enable the researcher to generalize about the population on 

issues under the study. 

4.2. Analysis of Data on the H R Planning, Training and Placement Practices 

Table 5: Analysis of Data on Foundation of HR Planning Process and Procedures 

Mean comparison O ne-way ANOV A 

No Items Respondents N(%) Mean St. dey. Grand DF F- Sig 

mean values 

I Clearly stated NCO&CE 54 . 4.09 .807 
mission of LO&CS 24 4.13 .947 

4.07 2 .487 .616 
institution HO&CM 14 3.86 .949 

Total 92 - _862 

2 Value of the NCO&CE 54 4.31 .722 
inst itution LO&CS 24 3.83 1.049 

4. 10 2 4.245 0.017 
HO&CM 14 3.71 .994 

Tota l 92 - .890 
3 Management NCO&CE 54 2.41 1.252 

ph ilosophy LO&CS 24 2.38 1.245 
2.33 2 .888 0415 

HO&CM 14 1.93 .997 
Total 92 - 1.214 

4 Defined goals and NCO&CE 54 4 .20 .877 
objectives, LO&CS 24 4.17 .917 

4.15 2 .547 .58 1 
HO&CM 14 3.93 .829 

Total 92 - .876 
5 Appropriate NCO&CE 54 3.93 1.007 

strategies LO&CS 24 3.79 1.14 1 
HO&CM 14 3.21 .975 3.78 2 2.611 .079 

Total 92 - 1.057 

Grand Illcan/mean:= I.OO-I.49=strongly disagree, I.SO-2.49=disagrce, 2.50 3.49=ulldccided, 3.50-4.49=agrcc. 4.S0-5.00=strongly agree, 
significance leve l"" a = 0.05 
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As shown in table 5 presented, the grand mean of the three groups of respondents (4.07) showed 

that there was a clearly stated mission in the institution. In addition, the grand mean of the three 

groups of respondents (2 .33) showed that management philosophy was not clearly stated. 

Concerning item 4 (defined goals, objective, and expected outcomes of the institution) the grand 

mean result (4 .15), depict that all the three group of respondents agreed that the institution have 

clearly stated goals and objectives. 

With regard to the existence of appropriate strategy (item, 5), the mean value was 3.93 and 3.79, 

agreed of the presence of appropriate strategies by NCO and CE, and LO and CS respectively. But 

HO and CM uncertain about the presence of appropriate strategies with mean value of3.21. 

With exception of item 2, the calculated sign value (0.017) is less at a = 0.05 level and shows that 

there is great statistical difference on the perception of the value of the institution among 

respondents. The rest (the item 1, 3, 4 and 5) since the calculated significance value is greater than 

at a = 0.05 leve l, it shows that there is no statistical difference among the opinions of respondent 

on the items. 

Interview responses also pointed out that one thing that the defense staff under focus group 

di scuss ion needs to be changed were ineffective human resource planning, training and placement 

process and procedures. Thus, improvement in human resource management becomes vi tal. 

One of the tools available to transfer the preferred and aspired organizational documents is through 

formal methods like organizational documents including policy, strategic document, procedures 

and other working manuals. Particularly strategic plan documents have a section for the 

organization to declare what it wants to be hold as human resource planning, training and 

placement in defense institution. Given thi s basic fact, the researcher has tried to secure some 

information about the formal HRM practice exists in the MOD. This difference could be aroused 

from the position of respondents in that management bodies may hold better knowledge and access 

to observe the day to day activities and summarized information's of the report at the top of the 

insti tution, thi s opportunities may help the management bodies to see the real situation of the 

human resource planning practice. 

Thus, it is possible to infer that the foundation of/llunan resource planning in DHRM might not be 

served for human resource plarll1ing practice because the declaration of intent is not 
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comprehensive, integrated and holistic in a way that serves as a basis fo r HRP to translate the 

intent in to required numbers and kinds of workforce. 

Table 6: Mean Value of Respondents on Organizing Practice 

Mean comparison One-way ANOV A 

No Items Respondents N ('/0) Mean St. dey. Grand DF F- Sig 
mean vailles 

NCO&CE 54 1.76 .67 1 1.68 2 .920 .402 

I Organiza tional design LO&CS 24 1.58 .584 

HO&CM 14 1.57 .5 14 

Total 92 - .628 

NCO&CE 54 1.61 .596 1.64 2 .200 .819 

2 Job design and analys is LO&CS 24 1.71 .751 

HO&CM 14 1.64 .497 

Total 92 - .622 

NCO&CE 54 1.57 .633 1.51 2 1.520 .224 

3 Job structure LO&CS 24 1.33 .482 

HO&CM 14 1.57 .514 

Total 92 - .584 

" -Grand me,w/mean 1.00-1.49 strongly (ilsagl ee, 1.50-2.49 dlS,lg l ee, 2.50 3,49- undcculcd. 3.50-4.49 agl ee, 4.50-5.00 strongly agree, 

significance Icvcl=a = 0.05 

According to table 6, the calcu late s ig value for item I (.402), item 2(.819) and item 3(.224) show that 

there was no significant stati stical difference among the three groups on the organizational design, job 

design and analysis, and job structure. On the other hand, the trends of organizational design with the 

grand mean value (1.68) as shown in the above table indicates that the three groups (NCO & CE, LO & 

CS, and HO & CM) responded that it was not existent or was not cons idered in the process of planning. 

Also with regard to job design and analysis (item 2), the three respondents NCO & CE, LO & CS, and 

HO & CM grand mean value (1.64) show that it was not considered or not existent. For job structure 

(item, 3), the grand mean of the three respondents (1.5 1), imply that job structure was not there in the 

inst itution since the grand mean fall s in the mean range of( 1.50-2.49.) This implies that the top 

management has stated management of the DHRM may not take in iti at ive to develop the job title and 

their required competency to due to lack of commitment and experience on how to develop the j ob title 

and their competency. Moreover, as it is indicated in table above, the result obtained from one-way 

ANOVA shows that the view of respondents on whether the organ izationa l structure is well designed 

or not. They have not significant difference 
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The data obtained from interview, focus group discussion, and guide and report documents is also 

in agreement with what is discussed above. The mandate to develop job title and required level of 

competency for each job position was given to DHRM but still there is no developed job title and 

required competency for the job. This fact is supported by the council of ministers regulations No: 

68 /200 I stated that the university college shall have the objectives to identifY job title and 

qualification. One can infer that without clearly stated and logically grouped jobs it would be 

difficult to determine the required HRs base on HR requirement of the DHRM and to predict the 

availability of HRs in the future this may lead to a problem of obtaining and retaining qualified 

workforce. Thus, adversely affects organizational effectiveness. The reasons why the sector did not 

make job anal ys is, job design, organizational design and organizational structure in a scientific 

way could be lack of understanding the importance of work and workforce analysis in advance to 

predict the future HRs requirement of the organization and availability of HRs in the ever changing 

environment and giving priority to day -to- day operation activities rather than looking ahead in the 

future. 

Table 7: Mean Value of Alignment of HRM Strategy and Programmes with Institutional 
St t d M· . ra e2Y an IssIOn 

No Mean coml,arisoll One-way ANOV A 

Items Respondents N(%) Mean 51. Grand DF F· Sig 

dev. mean values 

programs of units NCO&CE 54 3.87 .953 
I within institutional LO&CS 24 3.75 .847 

mission HO&CM 14 3.2 1 .975 
3.74. 2 2.770 0.068 

Tota l 92 - .948 
HRM fun ctions with NCO&CE 54 1.87 .674 

2 institutional missions LO&CS 24 1.88 .680 
HO&CM 14 1.64 .497 

1.84 2 .730 .485 

Total 92 - .651 
) In tegration of HRM NCO&CE 54 1.98 .835 

objectives strategies, LO&CS 24 1.83 .565 
policies and procedures 
in consistent and logica l 

HO&CM 14 2.2 1 .579 1.98 2 1.1 74 .3 14 

way with institutional Tota l 92 - .741 
strategies 

4 Clarity of the NCO&CE 54 2.07 1.079 
responsibility of HR LO&CS 24 1.50 .511 

1.87 2 3.414 .037 planning HO&CM 14 1.71 .825 
Total 92 - .952 

Grand mean/ mean= I,OO-1.49=strongly disagree. 1.50-2.49=disag,·ee. 2.50 J.49=uud ecided , 3.50·4.49=ag rce. 4.50-5.00=strongl), agree, 

significance Inel=a = 0.05 
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As shown in Table 7, the obtained sig value for item 4(0.037), suggests that there is great statistical 

difference among the thee group of respondents on the clarity of the responsibility of HR planning 

at a = 0.05 and df = 2. For the rest (items 1, sign value=0.068, item 2, sig= 0.485, and item 3, sig= 

0.3 14) show that there is no great statistical difference among respondents since the sig obtained 

are greater at a = 0.05 . 

Concerning the alignment of over all programs of units within institutional mission, (item 1), the 

grand mean (3.47) indicate that the institution align the programs of units with the institution 

mission. Concerning also the linkage of HRM functions with institutional mission, the respondents 

(NCO & CE, Lo & CS & HO & CM) grand mean value shows, the linkage was not there. 

Similarly for item 3, the grand mean of the three respondents (1.98) show that there is no 

integration of HRM objective, policies and procedures in consistent and logical way with the 

institution strategy since the obtained grand mean falls in the grand mean range of (1.50-2.49). 

Thus, It implies that there is disagreement of majority of the respondents on the alignment of 

overall programs of units within institutional mission, linkage of HRM functions with mission, 

integration of HRM objectives, strategies, and policies and procedures with institutional strategies. 

This indicates that the supportive role of HRM in the DHRM is weak because after the major 

functions, goals ,objectives strategy and power of the institution has been identified the DHRM did 

not develop proper HRM functions, strategies, policies, and procedures that further breakdown the 

goa ls and strategy in to actions .Thus, could be from viewing the contribution of HRM as less 

impOitant .On the other words the role of HRM might not considered as a key in making the sector 

efficient and effective .As also information obtained from interview implies that the role of HRM 

is not clearly established still the role it plays are simply focuses on recording and clerical 

activities. 
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Table 8: Mean Value of Respondents on Analysis of HR Environment 

Mean comparison One-way ANOV A 
No Items Respondents N(%) Mean St. Grand DF F- Sig 

dev. mean values 
Analyzing the NCO&CE 54 3.96 .990 

I internal capabi I ity LO&CS 24 3.50 1.022 
3.74 2 3.487 .035 of HR (strength HO&CM 14 3.29 .994 

and weakn ess) Total 92 - 1.026 
Scanning the NCO&CE 54 2.33 1.046 

2 external LO&CS 24 2.29 .859 
environment of HO&CM 14 1.93 .73 0 2.26 2 1.007 .370 
HR (strength and 

Total 92 .959 weakness >- -
Ava ilabili ty of NCO&CE 54 2.09 .996 

3 adequate, va lid, LO&CS 24 1.67 .76 1 
relevant, and HO&CM 14 1.57 .51 4 1.90 2 3.096 .050 
dependable 

Total 92 .902 informat ion -

Grand mcan/mc3n= I.OO-I.49=strongly disagree, 1.50-2.49=disag ree, 2.50 3.49=undccided, 3.S0-4.49=agrcc, 4.50-S.00=strongly agree. 

significance Ic\'cl=a = 0.05 

As shown in tab le 8, for item 3 grand mean( 1.90 ) ava il abil ity of adequate, valued, re levant, and 

dependable informati on the responses of HCO & CE, LO & CS, and HO & CM sig va lue (0.50) show 

that there is s ign ificant stat istical difference between the percept ion of the respondents because the 

significance level obtained (0.05) is equa l at a = 0.05 and at df= 2. Simi larly for item 1(3 .74) 

ana lyz ing he internal capabi lity of HR strength and weakness the obtained sig value (0.035) show that 

there is great statist ical diffe rence among respondents since the calculates sig value (0.35) less than at 

X= 0.05 and d f=2. With regard to item 2, the grand mean value obta ined (2.26) show that the in stitute 

doesn't make any scanning of the external env ironment for HR planning. Hence, one can infe r that 

there was no availability of valid and relevant information on time. lnforni at ion gathered from foc us 

gro up discussion shows that there is no comprehensive, systematic and peri od ical analysis system that 

can generate facts. 
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Table 9: Mean Value on HR Demand and Supply Analysis Forecasting Approach 

No Mean comparison One-way ANOVA 
Items Re~ponde N(%) Mean SI. Grand DF F- Sig 

niS dev. mean vailles 
Quantitati ve forecasting NCO&CE 54 2.24 1.228 

I analysis approach of HR LO&CS 24 2.08 1.100 
demand HO&CM 14 1.64 .497 

2.11 2 1.603 .207 

Total 92 - 1.124 
Qualitative forecasting NCO&CE 54 4.11 .816 

2 analysis approach of l-lR LO&CS 24 3.92 .654 
demand HO&CM 14 3.29 .994 

3.93 2 5.81 7 .004 

Tota l 92 - .849 
3 Quantitative forecasting NCO&CE 54 2.46 1.299 

analys is of HR supply LO&CS 24 2.54 1.318 
2.45 2 .306 .738 HO&CM 14 2.21 1.251 

Total 92 - 1.261 
4 Qualitati ve forecasting NCO&CE 54 3.89 .984 

analysis of I-IR supply LO&CS 24 3.58 1.018 
3.73 2 1.97 1 .145 HO&CM 14 3.36 .929 

Total 92 - .996 
-GI and mcan/lllcan- I.OO~ 1.49-stl ongly disagree, 1.:tO-2.49- dlsagl ce, 2.50 3.49- undcCldcd, 3.50-4.49- agl ee, 4.50-S.00-stl ong ly agree, 

significance Ic\'ci= a = 0.U5 

Table 9 depicts that there is disagreement of quantitative forecasting analysis approach of human 

resource demand between the three groups (NCO & CE, LO & CS and HO & CM') with grand 

mean value (2.11). This implies that the quantitative model of forecasting approach of human 

resource demand was not done until this study conducted . Similarly, concerning quantitative 

forecasting analysis of human resource supply (item 2), the grand mean value of the three 

respondents (2.45), shows that there is disagreement of respondents on quantitative forecasting 

analysis of human resource supply. On the other hand, there is agreement of respondents on the 

practice of qualitative forecasting analysis of human resource supply in the institution with grand 

mean value of (3 .73). 

To examine the response difference of the three groups of respondents that for item 2 (qualitative 

forecasting analysis approach of human resource demand), exceptionally the sig value obtained 

(0.04) indicate that there is significant statistical difference among NCO & CE, LO & CS and HO 

& CM on the perception of the qualitative forecasting analysis approach of HR demand at a = 

0.05 and df = 2. This implies that the methods of HR forecasting analys is for demand and supply 

employed may not be reliable to find realistic information for HR planning. This ,could be due to 

lack oftechnical skill to use the quantitative approach. The data gathered from interview and focus 
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group discussion, the required man power is not forecasted in advance due to lack of standardized 

job requirement of the current and future demand and supply. 

Table 10: Mean Value of Respondents on HR Demand and Supply Forecasting Analysis Method 

No Mean comparison One-way ANOV A 

Items Respondents N(%) Mean St. Grand DF F· vallles Sig 
dey. mean 

Work study techn iques NCO&CE 54 3.74 1.013 

I or I-IR demand LO&CS 24 3.63 1.0 13 
3.67 2 .35 1 .705 

HO&CM 14 3.50 1.019 

Total 92 - 1.007 

Managerial judgment of NCO&CE 54 3.69 1.146 

2 HR demand or HR LO&CS 24 3.63 1.013 
method 3.60 2 1.010 .368 

HO&CM 14 3.2 1 1.122 

Total 92 - 1.11 0 

J Stat!stical techn ique of NCO&CE 54 1.9 1 1.1 20 

I-I R demand LO&CS 24 1.88 1.076 
1.86 2 .342 .71 1 

HO&CM 14 1.64 .842 

Total 92 - 1.065 

4 Existing investor NCO&CE 54 4 .06 .7 12 

analysis ofHR supply LO&CS 24 3.96 .624 
technique 3.99 2 .666 .5 16 

HO&CM 14 3.79 1.25 1 

Tota l 92 - .79 1 

5 An analys is source of NCO&CE 54 2.52 1.270 

HR supply technique LO&CS 24 2.25 1.252 
2.37 2 1.182 .3 11 

HO&CM 14 2.00 1.038 

Total 92 - 1.2 11 

Grand mean/rncan- l.OO- I.49- strongly disagree, 1.50-2.49-dlsagrcc, 2.50 3.49- undeclded,3.50-4.49- agrec, 4.50-
5.00=strongly agree, significance level= a = 0.05 

Item I in Table IO portrays that the grand mean result of the respondents 3.67, (NCO & CE, LO & 

CS and HO & CM), shows that the institute appl ies work study techniques for human resource 

demand forecasting. Similarly, the institute also applies managerial judgment method for human 

resource demand forecasting in item 2 with the grand mean value ofJ .60. On contrary, item 3 also 

depicls that the institute never used stati stical technique method for human resource demand 

forecasting with the grand mean value of( 1.86). With regard to the existence of inventory analysis 

52 



technique in item 4, the obtained grand mean value 3.99 implies that the institute employ it the 

process of forecasting human resource demand. Concerning the applications of an analysis source 

of human resource supply technique in item 5, the three groups of respondents (NCO & CE, LO & 

CS and HO & CM) grand mean result (2.37) show that the institute didn ' t apply as a technique of 

forecasting human resource demand until this study conducted. 

The significance level obtained for all items (1, 2, 3, 4 and 5) 0.705, 0.368, 0.711 , 0.516 and 0.311 

respectively indicate the there is no significant statistical difference among respondents (NCO & 

CE, LO & CS and HO & CM) perception on all five items at a = 0.05 and df=2. 

To sum, one can infer that statistical technique and the analysis source of human resource supply 

techniques were not part of techniques that the institute applies in order to forecasting human 

resource demand. This may be due to lack of skilful man power, information system and 

infrastructure existence in the institute for their application. 
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Table 11: Mean Value Respondents on Identification of Manpower Gap and 

Conciliation Plan 

No Mean comparison One-way ANY A 

items Respondents N ('/0) Mean St. Grand DF F- Sig 

dev. mean values 

Development of job NCO&CE 54 2. 19 .992 

I requirement LO&CS 24 1.96 1.042 
2.04 2 1.895 . 156 

HO&CM 14 1.64 .633 

Tota l 92 - .97 1 

Identification of NCO&CE 54 2.02 1.157 

2 required man power gap LO&CS 24 1.92 1.060 
number and 1.97 2 . 156 .856 

HO&CM 14 1.86 .864 
qualification 

Total 92 - 1.084 

3 Develop reconstitution NCO&CE 54 2.37 1.364 

HR plan and LO&CS 24 2.13 1.191 
implementation to the 

HO&CM 14 2.14 1.099 
2.27 2 .386 .681 

identified gap of man 
Tota l 92 - 1.276 

power 

4 Evaluation the NCO&CE 54 2.24 I. I 8 I 

ach ievement of HR LO&CS 24 2.42 1.248 
pl<lnning 2.22 2 1.288 .281 

HO&CM 14 1.79 1.051 
implementation 

Tota l 92 - I. I 84 

5 Take corrective NCO&CE 54 2.26 1.306 

measure on time LO&CS 24 1.88 .947 
2. 1 I 2 1.073 .346 

HO&CM 14 1.93 .997 

Tota l 92 - I. I 8 I 

.. -G. and me ,ln/mean I.OO- I.49-strongly disagree, 1.50-2.49- cl!sagrcc, 2.50 3.49 undec lded ,3.50-4.49 agl ce, 4.:"10-5.00 st l ongly agree, 

significance level= a "" 0.05 

As shown in table II , the grand mean result of three groups of respondents (2.04) for item I 

indicate that to fill the man power gap, the institution does not apply the development of job 

requirement teclmique. Similarly, to fill the gap of manpower, the institution, doesn 't identify the 

requi red manpower in number and qualification showed in the grand mean value obtained for item 

2, (1.97) . With regard to the development of reconciliation on human resource plan and the 

implementation to fill identified man power gap in item 3, the grand mean result of respondents, 

2.27, shows that the institution never used as a technique for the identification of man power gap 
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and for its fulfillment. Concerning the evaluation of the achievement of human resource planning 

implementation in item 4, the grand mean result of three groups of respondents (2.22) shows that 

the institute never used them until this study was conducted. Similarly the institute in taking of 

corrective measure timely found to be weak which is supported by the grand mean value for the 

three groups of respondent 2.11 .From all items, (item 1-5), the sig value obtained (0.156, 0.085, 

0.681, .0.281, and 0.346) show that there is no great statistical difference among respondents in the 

perception of the items at a = 0.05 and df=2. 

To sum, the institution to fill the gap of man power by using development of job requirement, in 

identification of man power gap in number and qualification, in development of reconciliation 

human resource plan and implementation to the identified gap of man power, in evaluating the 

achievement of human resource planning implementation, and taking corrective measure on time 

found to be weak. From these results, one can infer that these techniques might not be known 

because of the absence of skilled man power in the area and the absence of workforce standards 

against which the inventory of the existing man power can be compared to identify the gap and 

absence responsible body to handle the issues of HRs. 
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Table 12: Mean Value of Respondents on Staff Training Process and Procedures 

No Mean comparison One-way ANOVA 

Items Respondents N(%) Mean SI. Grand DF F· Sig 

de\!. mean values 

Training policy and NCO&CE 54 4.11 .816 

I procedure LO&CS 24 3.88 .992 
3.98 2 1.791 .173 

HO&CM 14 3.68 .929 

Tota l 92 · .889 

Reviewing of NCO&CE 54 2.04 1.1 32 

2 organizations HR LO&CS 24 1.96 .908 
requirement is done at HO&CM 14 1.50 .5 19 

1.93 2 .739. .2 10 

some specific period of 
Tota l 92 1.014 · 

time 

3 SlafTtrain ing need NCO&CE 54 2.44 1.223 

assessment based onjab LO&CS 24 2.29 1.1 97 
2.34 2 .739 .481 requirement HO&CM 14 2.00 1.359 

Total 92 · 1.234 

4 Clearly stated training NCO&CE 54 4.09 .937 

objectives (number and LO&CS 24 3.96 .999 
3.96 2 2.696 .073 quality) HO&CM 14 3.43 .938 

Tota l 92 · .971 

5 Implemerllation of NCO&CE 54 2.20 1.155 

training programmes as LO&CS 24 2.46 1.285 
2.26 2 .426 .654 per planning HO&CM 14 2. 14 1.460 

Total 92 · 1.230 

6 Evaluation of NCO&CE 54 2.13 1.065 

result/impact in the LO&CS 24 2.54 1.318 
working place and take HO&CM 14 1.71 .825 

2. 17 2 2.578 .082 

lesson for further 
Total 92 · 1.125 

improvement 

7 Training programme NCO&CE 54 2.39 1.220 

narrows the gap of LO&CS 24 2. 17 1.167 
2.27 2 .677 .5 11 current competency HO&CM 14 2.00 1.359 

Tota l 92 - 1.223 

Gra lid mean/ mea n= 1.00- t.49=strongly disagree, 1.50-2.49=dlsagree. 2.50 3.49=undec ldcd, 3.50-4.49-agree, 4.50-

5.00=strongly agree, significance level= a = 0.05 
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The information di splayed in table 12, depict that for item 1, the grand mean three groups of 

respondents (3 .98) suggests that the institution has and implements training policy and procedure 

on contrast, the institute for item 2, not made a review for human resource requirement on specific 

time. For thi s the grand mean obtained from the three groups of respondents is (1.93). Concerning 

staff training need assessment based on job requirement, the information obtained from 

respondents, the grand mean value (2.34), shows that the institute not implementing it. 

With regard to having clearly stated training objective, the grand mean obtained from the three 

respondents, which is (3.96), implies that the institute has it. On contrary , implementing training 

program as per planned item 5, the grand mean obtained (2.26) from three groups of respondents 

show that the institute doesn ' t apply it. Similarly, the evaluation of result or impact in working 

place and taking lesson for further improvement in item 6 and training program in narrowing the 

current competency gap in item 7 found to be a problem which showed in grand mean obtained 

(2. 17 and 2.27) for item 6 and 7 respectively. 

The one way ANOYA result calculated (sig 0.173, 0.210, 0.481, 0.073, 0.654, 0.082 and 0.511) of 

all items from 1-7 in table 11 suggest that there is no significant statistical difference exist in 

opinions of the three respondent on each item at a = 0.05 and df=2. 

Accordingly, one can deduce that the reviewing of human resource requirement on timely manner, 

assessing staff training need based on job requirements, implementation of training programmers 

as per planned, evaluation of impact in working place and taking lessons for further improvement, 

and the training programme narrowing the gap of current competency found to be problematic in 

the institute. This shows that the training practices of the sector is not related with the real training 

needs of the sector that needs to be created to obtain the required competencies. 
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Table 13: Mean Value of Respondents on Types of Training Method 

No Mean compar ison One-way ANOV A 

Items Respondents N ('/0) Mean Sf. dey. Grand DF F- Sig 

mean values 

On the job traini ng program NCO&CE 54 2.43 .633 

1 is provided LO&CS 24 2. 50 .659 
2.42 2 .452 .638 

HO&CM 14 2.29 .825 

Total 92 - .667 

Off·the job train ing program NCO&CE 54 2.78 1.284 

2 is provided LO&CS 24 3.1 7 1.341 
3.02 2 3.426 .037 

HO&CM 14 3.71 .726 

Total 92 - 1.266 

3 Both types of training NCO&CE 54 1.83 .694 

program are provided LO&CS 24 1.92 .929 
1.87 2 .159 .853 

HO&CM 14 1.93 .475 

Total 92 - .730 

Grand mean/mean- I .OO- l.49not at all, I .SO-2.49=rarely, 2.50 3.49=sornetlmes, 3.50-4.49= frequen tl y, 4.50-S.00=always, 

significance level= a = 0.05 

Table 13 item 1 also depicts the provision of on the job training with the grand mean value 

obtained from three groups of respondents (2.42), labels it as problem. Item 3 portrays the 

provision of on the job and off the job training, the grand mean value 1.87 shows that both on the 

job and off the job training were not given always. 

Item 2, exceptionally the sig. value calculated (0.37) depict threat there's significant statistical 

difference among respondents in their perception on the item and the researcher would be forced to 

reject it at a =0.05 and df= 2. However, the sig- value for item 1 (0.638) and item 2 (0.853) show 

that there is no great statistical difference among the respondents at a = 0.05 and df=2. 
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Table 14: Mean of respondents on Employee Assignment Process Related Issues 

No Mean comparison One-way ANOYA 

Items Respondents N(%) Mean SI. Grand DF F- Sig 

dey. mean values 

Placement of NCO&CE 54 4.02 1.1 24 
1 employees aimed to LO&CS 24 3.79 1.02 1 

attain organizat ional HO&CM 14 3.64 .929 3.90 2 .856 .428 
object ives in the 

Tota l 92 - 1.070 inst itution 
Placement of NCO&CE 54 2. 17 1.178 

2 employees is aimed to LO&CS 24 2.33 1.373 
sati sfy employees HO&CM 14 1.43 .852 

2. 10 2 2.769 .068 
aspiration of growth 

Total 92 - 1.214 
3 Defined cri teria, fa ir, NCO&CE 54 2.35 1.246 

and transparency LO&CS 24 2.88 1.393 
2.37 2 4.709 .0 11 procedure of competing HO&CM 14 1.58 1.089 

for job posi tion 
Tota l 92 - 1.315 

4 Consideration of NCO&CE 54 1.91 .996 
performance result and LO&CS 24 I. 75 .989 

1.82 2 .790 .457 potentia l test result on HO&CM 14 1.57 .5 14 
job' assignment 

Total 92 - .937 
Grand mcan/mean-I.OO- I.49-strongly disagree, 1.50-2.49=dlsagrec, 2.50 3.49- undcc lded, 3.50-4.49- agrec, 4.50-

5.00=s trongly agree, significance leve l= a = 0.05 

Table 14 item I presents the placement of employees for the attainment of objective of the institute 

with the grand mean result of three groups of respondents (3 .90) indicates that placement of 

employees fo r the attainment of objective of the institute not as a problem. Whereas, for item 2 and 

4, the placement of employees aimed to satisfy aspiration of growth and consideration of 

performance result and potential test result onjob assignment grand mean obtained (2. 10 and 1.82) 

for item 2 and 4 respective ly show that they are problematic in the institute. The sig value result 

for item 3, exceptionally, sig 0.0 II , shows that there is significant statistical difference among 

respondents at a =0.05 and df=2. 

The responses of respondents reveal that the assignment and reass ignment of employees in a particular 

job position in the sector was not properly managed because there wa, no pre established criteria for 

each job pos ition that make clear the required competencies to be assigned in the job. And the past 

performance and the potential assessment result were not taken as an input for employee's placement 

in a job. Moreover, procedures of employee's assignment were not transparency and faire . This implies 

that job requirements and required competencies were not matched .Thus; problems may be raised 

fro m the lack properly establi shed HRM system in the sector. 
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CHAPTER V 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter deals with the summary of the findings, conclusions and alternative solutions 

recommended that assumed to possibly alleviate the problems encountered in the course of 

(HRM); Human Resource Plmming, (HRP), training and placement practice and problems in MoD. 

5.1. Summary of Findings 

The purpose of this study was to explore the practices and problems of HR planning, training, and 

placement at MoD. For the achievement of basic objective of the study the procedural steps such 

as gathering background information from pertinent sources, designing basic questions, developing 

the instrument of data gathering, choosing methods of identification of respondents and caring out 

of data analysis were employed. 

In the course of addressing these objectives the following basic research questions were employed. 

1. What are the procedures and processes that are being undertaken in HR planning, 

placement and development programs in the MoD? 

2. What are the major problems that encountered in the MoD in assigning the right person in 

the right position? 

3. What are the measures that have been so far taken to alleviate the problems and what is 

remaining to be done in MoD? 

To this effect, the study employed descriptive survey method; and to address the raised research 

questions, the researcher reviewed relevant literature, prepared questionnaires, interview, and 

focus group discussion guide and analyzed documents. The study was conducted in two colleges 

and the head office. These sample size institutions were selected on the basis of random sampling 

technique. The samples of the study were total 92 and they were 14 managers, 24 supervisors and 

S4 employees (both from military members and civilians). Accordingly, the respondents sampling 

was carried out through stratified and random sampling techniques. 

Pertinent data gathered through questionnaire, interviews, document analysis and focus group 

discussion were utilized; analyzed and interpreted using means; percentiles, standard deviation, 

one way ANOV A statistical test and The SPSS software version 17 were used. In due course, the 

study came out with the following major findings: 
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• .The data obtained revealed that the overall mission, value, goals, objectives and strategies 

were stated (Grand mean = 4. 07,4. 10, 4. 15 and 3.78) respectively confirm the above 

statement and majority of the respondents supported that the functions of the institution 

were alighted with the overall mission of the organi:(:ation with grand mean (3.47). Also the 

teaching, training, consulting and undertaking research were aligned with the capacity 

building of the army overall mission of the organization According to the finding, off-the­

job training was sometimes applied where as the on-the-job training was provided rarely 

grand mean (3.02 and 2.42) respectively. 

• With regard to the major problems of HR planning, training and placement, all the 

respondents confirmed that the organizing practice; organizational design, job design, job 

analysis and job structure activities were not under taken to determine what tasks to be 

done and what types of competency was required to carry out the task (grand mean 1.68, 

1.46 and 1.51). The finding indicated that no efforts undertaken to scanning the external 

envirorunent of HRs. this is supported by grand mean (2.26). Regarding the availability of 

adequate, valid, relevant, accurate, complete and dependable information aspects, it is 

confirmed that there were no access to secure such information on timely basis. The grand 

mean of all groups (1.90) confirm this . It was identified by the study that job requirement 

was not devdoped, identification of required man power gap in real quantitative term and 

required competency was not properly identified, realistic action plan to fill the gap was not 

developed, implemented and evaluated. All respondents grand mean (2.04, 1.97,2.77,2.22 

and 2.11) respectively shows the realities of the above. Regarding the management 

philosophy grand mean of the three groups of respondent (2.33) shows as there is no 

clearly developed management philosophy. The results of this study had also show that the 

activities; reviewing job requirement, identifying training need assessment, implementing 

training programs, evaluating of training objectives achievement, and undertaking 

corrective measures were not carried out inconsistent with the objectives and developed 

policies. 

The assignment criteria were not defined, the performance and potential assessment results 

were not considered for employee assigrunent and the assignment process did not consider 

the individual employee aspirations of growth. Grand mean (2.37, 1.82 and 2.1 0 

respectively) confirmed the reality written above. 
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• As the study showed the measures undertaken to alleviate the major problems based on the 

respondents responses were: the foundation of plarming practice were clearly established, 

the function of HR development also stated, to guess the manpower demand and supply 

qualitative approach was used, there was an attempt to analyze the internal capabilities of 

. HRs, training policy and objectives were developed, give priority to fill the gap of man 

power based on judgmental methods. 

5.2. Conclusions 

In this study, the researcher tried to look at practice and problems with evidence from MOD. 

Based on the findings the first remarkable conclusion that could be deduced is the practice of 

human resource planning, training and placement of MOD described as dysfunctional and reactive 

because the processes and procedures of HR planning were not developed and arranged in an 

integrated way so as to serve as input or conducive situation for HR planning. 

The human resource management system could translate the goals of the organization into specific 

action through policy and procedures. But the management system of the institution has not 

developed appropriate management philosophy that can translate the institutional goals in the 

specific actions in consistent with the nature of the institution. On top of this, the organizational 

structure was not satisfactory on designing efficient and effective organizational design, job design 

and job structure. 

Moreover, the approach and methods of forecasting analysis of demand and supply were not 

comprehensive and supported with quantitative statistical evidence, it only depended on subjective 

qualitative approach and limited to some forecasting analysis methods. As a result the organization 

is not in a position to predict the job requirement and staffing needs in advance. 

Even though the training policies and objectives were established the training process was not 

undertaken with logically consistent way and endorsed with practical implementation of them. The 

employee assignment process and procedures were not strictly applied and it was tended only 

towards the attainment of orgarlizational objectives on the expense of individual employee 

aspiration of growth which did not take in to consideration mutual interest of the two. 
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5.3. Recommendations 

On the bases of the findings obtained and conclusion reached at, the following suggestions are 

forwarded to improve the human resource planning, training and placement practice in general and 

to enhance its effective implementation in particular. 

Without clearly stated intent of institution it would be difficult to determine the quantum of 

resource need to be allocated to realize the intent and alignment of strategies without providing 

directions and guiding from top may not consistently applied. 

Therefore, in addition to the clearly stated mission, values, goals and strategies, the Ministry of 

Defense should define the types of management philosophy that relate with the nature of DHRM. 

Efficient and effective allocation of resources and predict the future demand and supply of 

resource in advance is not possible without well designed organizational structure. It IS 

recommended that sound job analysis, organizational structure, job design should be developed by 

theDHRM. 

Human resource management proactively plays a great role in translating overall goals of 

institution in to action. But to do so the functions and strategies of HRM must alight with the 

institutional missions and strategies. Therefore, the DHRM should develop functions and strategies 

that alighted with the institutional missions and strategies. 

Analyzing the internal and external envirolm1ent of HR enables the organizations to understand the 

internal capabilities of the institution and information 's about the ex ternal provides the 

organization with oppoI1ll11ities to be maximized and threats need to be prevented in advance 

through developing strategies that create competetive advantage. Therefore, DHRM should 

establish holistic information system that enable the institution to secure relevant information on 

time and the approach and methods of forecasting analysis of demand and supply should be 

selected in its efficiency and effectiveness to generate necessary information to the institution. 

Developing job requirement and conducting HR inventory and comparIng against the job 

requirement helps to identify the actual required man power. But these functions were not carried 
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out properly. Therefore, the DHRM should establish occupational standard and conduct HR 

inventory before any attempting taken place to identify the man power gap in a subjective way is 

advisable. 

Conducting training that backed through well designed training program and implemented as per 

the programme can contribute a great role in enhancing employee performance and productivity. 

Bu! the actual execution of training program in the institution was poor. Therefore, the DHRM, is 

expected to improve such poor practice of staff training through deeply think and establish a sound 

training programmes and initiate due attention for its implementation as well as evaluating its 

impact at work places. 

Obtaining employee through hiring or promoting to a particular job position could not guarantee 

employee productivity unless the competency of employee related to job requirement. And this 

matching of employee abilities to suitable job requirement can happen when the assignment of 

employees to a job position is carried out through clearly defined criteria and procedure that 

identifies the best. When we see the existing practice of the employee assignment practice of 

DHRM shows that there were not comprehensively designed job criteria and open opportunities to 

participate in the assignment process as well as the procedure of assigning employee was no! fair. 

Therefore, the MOD should develop job requirement or criteria for each job position; establish 

transparent, fair and accountable way of employee assignment process and procedure, establish 

HRM System and DHRM should also practice as per developed requirement or criteria. 
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Appendix 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire to be Filled by Respondents 

Dear Respondents 

This questionnaire is designed to collect data regarding the current practices on the Human 

Resource: Planning, Training and Placement Functions of the Defense HRM in the Ministry of 

National Defense of Ethiopia. 

Your frank and sincere cooperation in providing relevant as well as timely responses to each stated 

item helps to meet the objectives of the study. Your response will be kept confidential. 

Please note that: 

• There is no need of writing your name and ID number. 

• For your background information, put a thick (./ ) mark. 

• For the stated items, circle the number that matched with the degree you prefer. 

• Please be brief in providing responses to the open ended questions 

Thank you in advance for taking your valuable time to fully complete this questionnaire. 
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Part I. Background Information 

Direction: Please put a thick ( "') mark against your choice. 

1.1. Sex, 

1.2. Age 

Male CJ 

19-30 CJ 

46-55 CJ 

1.3. Ed ucational Level 

< 8 grade CJ 

8-12 grade 0 
Diploma CJ 

151 degree CJ 
2nd degree 0 
3'd degree CJ 

1.4. Military rank 

PVT CJ 

. Non-commissioned officer 0 

Junior officer CJ 

Senior officer 0 

General otlicer CJ 

1.5. Ci vii servant status 

Non-Managerial employee 0 

Department head CJ 

Section head CJ 

Female CJ 

31-45 CJ 

> 55 0 

Top management/chief executive leader CJ 

1.6. Work experience 

< 5 years CJ 

5 - 10 years CJ 

> 10 years CJ 

1.7. Your Institute: Resource Management College 

Joint Military College 0 

Defense University College Head Office CJ 
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Part II. Rating Items 

Direction: The fo llowing items/statements are related to issues of Human Resource Planning, 

Training, and Placement in your organization. The responses are provided in rating scale based on 

the keys given under: 

1 = Strongly Disagree (SD) j 2 = Disagree (DA)j 3 = Undecided (UD)j 4 = Agree (A)j 5 
= Strongly disagree (SA) 
Please rate the issues written under each item by circle the number in the box that you prefer best 

describes the situation in your organization. 

No Items (Statements) Rating 
SD DA UD A SA 

Question Items with Respect to Planning 
I There is a clearly stated mission in the institution. I 2 3 4 5 
2 The management ph ilosophy is appropriately selected and suited with the 

I 2 3 4 5 nature or characteristics of the institution. 
3 Cove va lues and operat ional values are a rti culated and ass igned in each 

working units according their importance to the unit with in the I 2 3 4 5 
institution. . 

4 There are we ll defined institutional goals with deta iled and measurable 
I 2 3 4 5 

objectives and expected outcomes in each working uni ts. 
5 Appropriate strategies are estab li shed for ach ieving those goals. I 2 3 4 5 
6 The organizational design logically grouped activities, delegated 

authority and respons ibi lity and established working re lationship and 
structu red the institution that sui ted with the characte ri stics of institutions I 2 3 4 5 
so as to enab le both the institut ion and employee to rea lize their mutual 
objectives. 

7 The job design arranged the content of a job relationship and what 
qual ification are required to carry out these job as per thei r simplici ty and 

I 2 3 4 5 
complexity so as to integrate the organizational requiren:tents with the 
needs of the individual employee. 

S The job structure of the insti tution clearly shows what tasks to be done, 
who .is to do them, how the tasks are grouped, who reports to whom, and 
where decisions to be done as well as the numbers of job position and I 2 3 4 5 
required competency for each position including job desc rip tion, 
speci fication and employee specificat ion. 

9 The activit ies (programmes and projects) of each operative unit ies in the 
I 2 3 4 5 

institution are aligned with the institutional mission 
10 The human resource management functions are linked each other and 

tuned to the goa ls, objectives and strategies of the institution 
II The objectives, strategies, pol ic ies and procedures or human resource with in 

the instit ut ion are integrated or consistent with the overa ll goals, objectives 
and strategies of the inst itution 

12 Analyzing internal capabilities ofhull1an resource are done before human 
I 2 3 4 5 

resource plann ing is developed 

'3 Scan ning external enviroll men t of human resource are done before human 
I 2 3 4 5 resource planning is developed 

14 Comparison of job requirement and avai lab le current human resources is 
I 2 3 4 5 done by the organization to idemify the gap of the requ ired man power. 

15 Job requirements are estab lished to dete rmine the required man power. I 2 3 4 5 
16 Follow-up of the implementation of the human resource action plan is 

I 2 3 4 5 
done to keep 0 11 the right track as per determined. 

17 Human resource planning is periodically evaluated based on its 
I 2 3 4 5 

achievement per predetermined ob jectives 
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18 In case of low achievement, appropriate correct ive adjustment actions are 
I 2 3 4 5 

taken on time 
19 Human resource demand forecasting practiced in your organization 

I 2 3 5 
employs quantitative approach 4 

20 Human resource demand forecasting practiced in your organ ization 
I 2 3 4 5 

employs qual itative approach 
21 Human resou rce supply forecasting analysis practiced in your 

1 2 3 4 5 organization is qualitative approach 
22 Human resource supply forecas ting analysis practiced in your I 2 3 4 5 organization is Quantitative approach 
23 Adequate, re levant and dependable information are available for 

I 2 3 4 5 
comprehens ive supply and demand fo recast analysis 

24 There is clear policy and procedure that guide how the human resource 
1 2 3 4 5 

planning is to be developed . 
25 The respons ibil ity and au thority of strateg ic human resource planning is 

I 2 3 4 5 
clearly defined 

26 There is training policy and procedure in the institution. 1 2 3 4 5 
27 Staff Training need assessment is first identified before carrying out the 

1 2 3 4 5 tra ining programme 
28 The reviewing of organization's HR requirement is often done 
29 The staff deve lopment programme in your organization helps to narrow 

down the identified gap between employee knowledge and skill , and I 2 3 4 5 
wha{ the job demand for 

30 The tra ining objectives are clearly stated I 2 3 4 5 
31 The tra ining is implemented as predetermined training programme I 2 3 4 5 
32 Train ing evaluation and follow up is conducted to ensure whether the 

1 2 3 4 5 
obiectives of training is achieved or not 

33 The ass ignment of employee is aimed to attain organizational ogJectives 1 2 3 4 5 
34 The assignment of employee is aimed to attain to satisfy employee 

1 2 3 4 5 
aspi rations of growth 

35 The criteria and procedures of j ob ass ignment is adequate in matching 
1 2 3 4 5 

the employee potentiall capabi lity with thejob requi rement 
36 The ass ignment of employee to a particular job is conducted based on 

1 2 3 4 5 
performance result , and potential assessment results 
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Part III. Choice Question Items 

Direction : Please put the choices for each question in order, based on their frequency of utilization 

starting from the least to the most exercised one in your organization. 

32. What type of demand forecasting analysis method is practiced? 

Frequency of Utilization 

Variable Not Rarely Modestly Commonly Mostly 
Used Used Used Used Used 

Work study tec1miques 
statistical techniques 
Managerial respective judgment 

33 . What type of supply forecasting analysis method is always employed? 

Frequency of Utilization 

Variable Not Used Rarely Modestly Commonly Mostly 
Used Used Used Used 

Existing inventory analysis of 
supply 
Source analysis of supply 

34. What types a trammg programme IS practIce m your co eAe trammg center an f . d· 11 dd ? epartment . 
Frequency of Utilization 

Variable Not Used Rarely Modestly Commonly Mostly 
Used Used Used Used 

On-job training 
Off-job Training 
Both of the above programme 
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Part IV. Open-ended Items 

Direction : Considering all aspects of your organization with respect to human resource: planning, 

trai ning and placement, please describe some specific actions you think the organizations should 

consider in its continuing effo11s to improve the perfo rmance by responding to the fo llowing 

questions. 

35. List the major strengths of the institution regarding Planning, Training and Placement; please 

list them in order of importance. 

a. Planning 

1. ----------------------------------------------------------------------- ----

2. ---------------------------------------------------------------------------

3. ---------------------------------------------------------------------------

4. ---------------------------------------------------------------------------

5. --------------------------------------------------------------------------

b. Training 

1. ---------------------------------------------------------------------------

2. ---------------------------------------------------------------------------

3. ---------------------------------------------------------------------------

4. ---------------------------------------------------------------------------

5. ---------------------------------------------------------------------------

·c. Placement 

I. ---------------------------------------------------------------------------

2. ---------------------------------------------------------------------------

3. ---------------------------------------------------------------------------

4. ---------------------------------------------------------------------------

5. ---------------------------------------------------------------------------
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36. List the major weaknesses of the institution regarding Planning, Training and Placement; 

please list them in order of importance. 

a. Planning 

l. 

2. 

3. 

4. 

5. 

b. Training: 

I. 

2. 

4. 

5. 

c. Placement 

I. 

2. 

3. 

4. 

5. 
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37. What are you suggestions for improving the effectiveness of planning, training and placement 

at your organization? 

a. Planning 

I. -----------------------------------------------------------------------

2. -----------------------------------------------------------------------

3. -----------------------------------------------------------------------

4. -----------------------------------------------------------------------

5. ----------------------------------------------------------------------

b. Training: 

I. -----------------------------------------------------------------------

2. -----------------------------------------------------------------------

3. -----------------------------------------------------------------------

4. -----------------------------------------------------------------------

5. ----------------------------------------------------------------------

. c. Placement 

1. -----------------------------------------------------------------------

2. -----------------------------------------------------------------------

3. -----------------------------------------------------------------------

4. -------------------------------------------------------~---------------

5. ----------------------------------------------------------------------
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