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Abstract 

The purpos.e of this study was to assess the capacity building programs for educational 
~1Gnatt.ers In Jlmma Zone - Oromiya region during the past four years and also to 
Jnvest~g~te those factors that had been hindering the practices. In order to achieve this, 
descrlptl~e. survey r~search method was applied. Seven woredas were selected using non 
- probability s~mplzng based on their geographical location taking the zonal capital as a 
center. Accordingly three town area woredas and four rural woredas were selected. In 
these woredas, all the woreda education bureau heads woreda education bureau team 
leaders, directors, vice-directors and unit leaders 'of elementary, secondary and 
preparatory schools and rVET institutions found in the selected woreda capitals were 
included using availability sampling method. As a subject for the study, 7 woreda 
education bureau heads, 21 woreda education bureau team leaders 52 directors and vice 
- directors and 81 unit leaders totally 161 respondents were includ~d. Both questionnaire 
and structured interview questions were used as instrument to gather data for the study. 
The data gathered were analyzed using both descriptive statistics (mean scores and 
percentages) and inferential statistics (one - way ANOVA test) . Accordingly, the 
following major findings were revealed. 

The study showed that in spite of significant opinion difference among the respondents, 
. there had been fairly clear selection criteria to offer training and development. In 
addition, though training and development objectives were fairly communicated and 
agreed by trainees, they were weak in preparation. However, two major types of training 
(on- and- off- the job) were applied some of them were impractical, political and non of 
educational management. Besides, most of the positions were held by managers who were 
graduated from other field of study than educational planning and management. Even 
though there is significant opinion difference among the respondents, there had been fair 
assessment of training needs and results. The major problems encountered were lack of 
budget, non-transparent and unaccountable selection method and inconsistent 
identification of training needs. 

According to the findings the following conclusions were drawn. One, despite personal 
relationship and good will of the immediate boss had certain dominance, there had been 
fair selection criteria. Two, it was difficult to conclude that the training and development 
objectives were clearly prepared and attainable. Three, some of the received trainings 
were impractical, political and no education concerned. Besides, most positions were 
held by those who are graduated from other field of study than EdPM plus with less 
educational qualification. Four, there had been fair regular and periodical training need 
assessment and training result measurement. Five, lack of budget has been the major 
problem next to non - transparent and unaccountable selection method and inconsistent 
training need identification. Six, though it seem custom to report to the higher authority 
the problems to get solution, there were certain attempts such as encouraging employees 
to attend higher education privately. 
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Based on the findings the following recommendations were suggested. First, there has to 
be clear formulation and transparent application of selection criteria through increasing 
the participation of the trainees which can bring about consensus among them. Besides, 
the dominance of personal relationship and good will of the boss should be avoided 
through applying transparent and accountable selection process. Second, there has to be 
jair training opportunity for the middle and lower level educational managers based on 
the training need assessment. Third, the training and development objectives should be 
prepared in a clear way based on the available resources so as to be practical and 
attainable. Fourth, it has to get due attention to fill the gap of professional quality by 
providing educational management and planning courses jor those managers who are in 
lack of it. Fifth, there should be consistent assessment of training needs and results which 

,.' can help in provision of training opportunity. And finally, the concerned authority of both 
the region and federal government should allocate additional budget for the capacity 
building programs of educational managers in the zone. 

VI 



CHAPTER ONE 

1. The Study and Its Approach 

1.1. Background of the Study 

An effective and efficiel1t acco I' hm t f .. . mp IS en 0 an orgamzatIOn greatly depends up on ItS 

management capacity of putting into practice the appropriate skills and knowledge. The 

management body can get these capacities through training and development. 

Educational manages, in order to make the right choice in most of the numerous decisions that 

determine the success of a firm, must keep up with the latest developments in their respective 

field and at the same time- manage an ever changing work force operating in a dynamic 

envirolUnent. For these reasons, organizations should emphasize training and development 

programmes for managers (Mondy and Noe 1990: 279). 

Mathis and Jackson (1997: 314) ascertain that managers, particularly need a variety of 

experience to enhance their development, but a plalU1ed system of development experience for 

all employees can help expand the over all level of abilities in an organization and increase its 

productivity, quality and flexibility . In other words the over all out come of a given organization 

is a result of the trained capacity of both the employees and the manager. 

Although training and development is necessary for all employees in a given finn , there are 

certain reasons why organizations should invest in management training and development. Some 

of the reasons are; it induces the need to recruit skilled manages from outside the organization 

and may induce loyalty to the organization and reduces turn over. In addition to this, it enables to 

attract the best recruits (Snape, Redman, and Bamber, 1997: 68) . Different writers (Stredivick, 

2000, Graham. 1986; Cole, 1997) give due emphasis for management training that managers 

have special training needs arising from their specific responsibilities in respect of, among others, 

controlling, motivating, appraising and disciplining their staff whilst planning, innovating and 

setting the boundaries of their departments. 

Since the management development is one of the core activities, it should be a systematic process 

of development of effective managers at all levels to meet the requirements of an organization, 



involving an analysis of the pres t d t: •.• • en an luture management reqUIrements assesslllg the eXlstlllg 
and potential skills of managers add .. h . n eVlSlng t e best means for their development to meet these 
requirements (Graham 1986·203) S· . , . . I11ce management development IS one of the huge concerns 
of human resource development I·t d· .. . . . , nee s contllluouS plan which can Improve employees' abilIty 
and widen the management of hum d I . . an resource eve opment through tra1l1111g and development 

which include activities aimed at serving to improve the performance of the currently held job or 

one related to it (Mondy and Noe, 1990: 270; Gomez- Majia, Balkin and Cardy, 2003. Agrawal, 

2002). 

Among the capacity building programs training is often one of the key factors influencing the 

employee's decision to stay within the organization, or to seek advancement elsewhere 

(Heneman, et al 1996:316). If the training offered doesn' t meet the development needs of the 

individual, then the exercise will be costly in both time and money and the employee becomes 

dissatisfied and leaves the job (Cole, 1997: 279, Davar, 1976: 126). 

In the capacity building programs through training the needs fall 111 to three interdependent 

categories of analysis: organizational analysis, job analysis and person analysis (Bernardin, 2003: 

167, Gomez, Balkin and Cardy, 2001: 264). 

In terms of organizational need to training, it should be geared to the objectives of that particular 

organization. A given organization must diagnose thoroughly the present human resource 

position, its future plans and type of human resource requirements. It is essential, there fore, to 

know what the present skills are and, based on the agreed objectives, what training is required to 

meet the development of the necessary skills for the achievement of the objectives, (Gomez­

Mejia, Balkin and Cardy, 2001: 265) . . 

Another point, perhaps some of the major concerns 111 the training of employees of an 

organization is identification of deficiencies which can be identified by the existence or size of 

the organizational "training gap". The deficiencies may be difficult to measure or to quantify, but 

managers often receive indications that deficiencies may be present in the knowledge, skill or 

attitudes of individual employees (Bernardin, 2003: 169). Such indications of training 

deficiencies which are categorized interms of knowledge, skills and attitude may include: 

unsatisfactory production levels, spoilt work or wastage, absenteeism, Punctuality, customer 

complaints, employee grievance. 
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Moreover, training improves employment stability, reduces conflict, and it helps the management 

face the pressure of changing environment. Training makes a better economic use of materials 

and equipment, it increases productivity, and leads to job satisfaction and increases the moral of 

employees (Aguinas Kinishan: 2004: 142). 

When we come to Ethiopians civil - servants' training and development, in order to alleviate the 

aforementioned deficiencies, the government has given due attention to improve the capacity of 

employees so as to achieve better performance and help them ready for higher responsibility 

through career development (Federal Negarit Gazeta, 2001, No, 8). 

Accordingly, certain training and development efforts have been carried out by governmental and 

non governmental organizations. According to Ethiopia year book 1995 (E.C) some studies are 

conducted regarding human resource training needs for utilization of "Woreda" Capacity building 

programmes. The Ministry of Education has offered short- term trainings for "Woreda" staff 

personnel and elementary school directors. 

Besides, AED/BESOII was engaged in capacity building of staff and line personnel management, 

development, plalU1ing and monitoring, evaluation and information systems (Ethiopia Year Book 

1995 : 338, 359, BESO II Project AIU1ual Report, 2004- 2005: 1-2). 

This study then, tried to assess how these and other training and development practices were 

can·ied out particularly for the capacity building of educational managers in Jumma zone­

Oromiya region of Ethiopia. 

1.2. Statement of the Problem 

As it is stated in the background part of this study, the effectiveness of the managerial 

development program will be based on how well its design is considered. As it is cited in 

Ferringo and Muth (2004) Milstain, Bobroff, and Restine (1991) emphasize that aspiring 

principals will be provided opportunities to apply newly acquired knowledge to authentic 

administrative practice during carefully developed and monitored field- based experiences to 

reflect on and discuss with peers and mentors through well-designed training programs. To be 

selected to participate in such development programs is certainly important that it can build the 

capacity of leadership for a given principal (Ferringo and Muth, 2004: 480). 

3 



In the area of employee developme t ' " . 
n , management development IS considered as a great Issue In 

its own way that it has developed it . I . " . . . . 
sown tec 111lque, practice and lIterature. As It IS mentIOned In 

Cole (1997: 316), Drucke (1955) and MSC (1978) describe the scope of management 

development that it should include all tIle . h d . I .. .. managers 111 tee llcatlOna orgalUzatlOn alm1l1g at 

challenging them to growth and development. It should attempt to improve managerial 

effectiveness through a planned and deliberate learning process. Though building capacity of all 

employees through training and development is necessary, it is essential specially to provide such 

programmes for the managers particularly for new managers, middle managers and executives 

whose effolts certainly determine the future of a firm (Mondy and Noe, 1990: 285; Mathis and 

Jackson, 1997:323). 

The managerial training progr3ll1JTIe can be anticipatory, reactive and motivational, i.e. meeting 

long term organizational objectives, to pre-empt difficulties and satisfying individual career 

aspirations (Snape, Redman and Bamber, 1997:68). In order to put into practice either of these 

three intentions or general objectives, there must be appropriate training and development method 

depending on the particular development need. 

In tlie capacity building process of a given organization, one of the guide lines is the objectives of 

the training. The effectiveness of training system depends on the efficiency of the trainer in 

selecting meaningful objectives. Hills (1985 :273), explains training objectives as a process which 

vary in wide range teclmique that enables to achieve effective performance (usually defined as 

experienced workers standard) in a particular task or set of tasks. It tends to be result oriented, 

although within this constraint much training emphasis is given to the development of individual 

abilities. 

Generally, training will not work unless it is related to organizational goals, and thus, it is the 

manager's responsibility to ensure that training is linked with organizational goals . This idea 

leads us to the provision of capacity building programs for managers since the overall effective 

and efficient output of a given organization is highly influenced by an adequate training of the 

manager him/her self. 
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Though some researches (Melaku, 2004, Abebe & Tasew, 1994, Haileselassie, 2004) are 

conducted regarding civil-servants training and development, they lack depth in considering the 

capacity building of educational managers in particular. And despite some constraints, certain 

training and development programs have been undertaken. Thus, this study attempts to assess and 

investigate how well they have been carried out based on the standard literature of the field. This 

is necessary because the fruitful development as well as an efficient and effective output of the 

educational system is highly dependant on the ability of the educational managers. In the 

concerned zone, the researcher had a chance to see some of the educational managers face certain 

deficiencies and difficulties to carry out their tasks properly. Accordingly, this study intended 

mainly to investigate, assess and analyze some of the problems and practices of the capacity 

building programs for educational managers in Jimma zone. To achieve this purpose, the study 

attempted to give responses to the following basic questions. 

I. What are the major selection criteria to offer training and development for educational 

managers including the participation of the trainees themselves? 

2. Do the educational organizations have clear training objectives? 

3. What methods and types of training are applied? 

4. Is there any periodical assessment of needs of training and results of training to ascertain 

its contribution for the attainment of the organizational and individual goals? 

5. What are the major problems faced by the organizations considering the training and 

development activities? 

6. What solutions sought to alleviate the problems? 

1.3 Significance of the Study 

It is obvious that a well- built capacity of employees of a given organization is the basis for the 

effective outcome of all the applied efforts. According to the nature of the organization, it is the 

responsibility of the respective managers to build up the capacity of employees systematically. 

Therefore, the researcher believes that from the findings of this study those who are concerned 

·11 b b fi· ·· t· ·ove tl1e capacity building programs for educational managers. WI e ene ICIanes 0 Impr 
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Based on this. the study will have the 1'0110 ' . 'b' wIng contn utlOns: 

I. This study may provide val bl . C" • 
ua e II1lormatlon regarding the problems of capacity building 

programs for educational managers. 

2. It creates awareness for th · I . . e emp oyees ancl the management bocly about trammg need 

assessment ancl evaluation of human resource training. 

3. It may show some of the w h d . I . . ays ow e ucatlOna managers help employees to builcl theIr 

capacities before and after recruitment. 

4. The research may widen the frontier of knowledge of both the educational managers and 

employees of the respective organizations regarding the capacity building concepts. 

5. The findings of the study may help educational managers give more locally applicable 

recommendations to minimize the existing problems of capacity building programs. 

6. The result of this research would serve as a spring board for those researchers who have 

the willing and ability to conduct further research in the same and/or similar areas. 

1.4 Delimitation of the Study 

As the title of the research indicates, the study was delimited to "Jimma zone" capacity building 

programs for educational managers. In addition to delimiting the study to Jimma zone, the study 

is delimited to the human resource training aspect of the "Woreda" education bureau managers: 

bureau heads and major team leaders, the directors, vice directors, and unit leaders of 

preparatory, secondary and elementary schools and TVET institutions. 

This delimitation was decided because it is very much difficult to deal with all zones of the 

Oromia region in all aspects of capacity building programs at once due to time and financial 

constraints. 

1.5 Limitation of the Study 

There are two major limitations in this study. The first one is it was difficult and finally became 

impossible to collect filled out questionnaire from some of the respondents. This difficulty caused 

the return rate of questionnaire reduced to 85.7%. If it were possible to collect all the distributed 

questionnaire, the founded result of the study would have been enriched more. The second one is 
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in addition to the woreda education bt ' . .. . . 
\I eelUS ciS a sample, the schools Included from elementary to 

preparatory and TVET institutions w . th fi . 
ele ose ·ound III the capitals of the selected woredas. It 

would have been much better stud 'f d 
. y, I a equate number of schools were included [rom rural 

areas. The main constraint that hind d tl ere le researcher not to do was financial shortage. 

1.6 Research Methodology and Procedure of the Study 

1.6.1 Method of the Research 

The research method used to conduct this research was the descriptive survey method. This 

method of research was chosen because it attempts to present the state of educational issues as 

they exist at the present. Using this type of research method, it is possible to collect detail 

description of existing educational phenomena with the aim of producing data that justify current 

conditions and practices. In addition to this, descriptive survey method of research helps describe 

the status of an educational phenomenon and compare it with a established standard . 

Therefore, it is an appropriate research method to assess the capacity building programs for 

educational managers in Jimma zone 'woredas ' of the Oromia region. 

1.6.2 Population and Sampling Technique 

"Jimma" zone is located in Oromiya regional state. In this zone there are fifteen "Woredas". The 

total population of the study was mainly the educational managers in the zone. Since it is difficult 

to include all the educational managers in the fifteen "Woredas" due to financial and time 

constraint, the researcher decided to include seven "Woredas" (46%) of the total population. 

In order to select these seven sample woredas, the researcher used non- probability sampling, 

particularly purposive sampling based on the geographical location of the sample woredas. This 

sampling technique is used because it enables to make proportional the representation of distant 

woredas and near by woredas taking the zone capital town as a center. In addition to this, the 

researcher as a teacher, had experience to look at the differences of trained man-power and other 

resources between town and rural area woredas. Therefore, purposive sampling based on the 

geographical location was believed to be effective. Accordingly, three woredas from distant and 

four nearby woredas to the zone capital town were chosen (see their names and numbers from 

Appendix H). 
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The sample educational managers to b ·,' I d d "' ". 
e II1C u e were: I he "Woreda educatIOn bureau heads 

and the major department heads A ' 'd' '. . . . . 
. CCOI lI1g to the new CIvil servIce structure of Oromlya of 

2005 , they are four in number One . d ' b . . e ucatlOn ureau head and three mCIJor department heads 
(team leaders). All of them were inclu I d . h ' . . . c e USlllg t e availabilIty samplll1g method. Generally, they 
were 28 in number. Directors vic d'· t . , e lIec ors and umt leaders of elementary, secondary and 

preparatory schools and TVET institutions in the select d "W d " ' t I . I d d' th e ore a capl a s were InC u e Il1 e 

study using purposi've and availability sampling technique, as their -number Was small and 

manageable. Accordingly, 52 directors and vice - directors, 81 unit leaders were included. 

Totally, the number of respondents in this study was 161. (See the detail number of organizations 

and the number of respondents from appendix H) 

1.6.3 Instruments for Data Collection 

The data for this study was obtained from primary sources. The instruments used to collect the 

data were questionnaires and structured interview. The questiormaires and interview questions 

were prepared based on the basic questions. The questiOImaires were distributed to the respective 

educational managers particularly for "Woreda" education bureau department heads and for 

directors, vice directors and unit leaders of primary, secondary, preparatory schools and TVET 

institutions. An interview was held between the researcher and the heads of the "Woreda" 

education bureaus. 

The questionnaires and interview questions were prepared in English language with the 

assumption that the respective respondent educational managers can read and understand the 

language. Closed and open ended questions for the questionnaires and structured interview 

questions were chosen for the main reason that they are tools proved effective for gathering a 

variety of opinion from such a population with in a short period of time. 

1.6.4 Procedure of the Study 

It has been stated in the above section that the tools used for collecting data were questionnaire 

and interview. The questionnaires prepared for the respondent educational managers were piloted 

in two of the "Woredas" which are not selected as a sample to be studied. The pilot study was 

carried out in order to avoid errors related to language, ideas, etc and to enrich the framed items. 

The selection of the. pilot "Woredas" was arbitrary as the purpose of this stage confirms the 
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application of the instruments '1'1 > Ii I' '. . 
. len ilia CopIes were dlstnbuted for the respondent educatIonal 

managers making sure that they I d ' . '" . 
la convel11ent time to fill It. An 1l1tervlew was held wIth the 

respective heads of education b 
ureal! ascertaining before hand that they had time to be 

interviewed. 

1.6.5 Method of Data AnalYSis 

The data gathered were tablllated after frequency count. Then they were analyzed and interpreted 

using both descriptive and inferential statistics such as percentage, frequency table and mean 

scores which are appropriate to be applied in this research. Among inferential statistics one-way 

ANOY A test was used because it is proved important to compare and differentiate scientifically 

three and more mean SCores of different respondent groups. Accordingly, using SPSS (statistical 

packages for social studies) output it was tried to detect the differences between group means 

applying one - way ANOY A test. The obtained P- values for each of the variables were 

compared with a specified a - level (significance level) and it was tried to arrive at a tangible 

conclusion. 

1.7 Operational Definitions of Key Terms and Concepts 

1. Capacity Buildillg- A systematic process of up-grading the ability, knowledge and skill 

of an employee so as to make him/her competent enough in his/her job. This can be 

achieved through participation in different on -the-job and off-the-job training. In addition 

to receiving professional training in appropriate educational institutions, an orientation 

program for newly recruited employee can also be taken as capacity building activity. 

2. Development- Any learning activity which is directed towards future needs rather than 

present needs and which is concerned with career growth than immediate performance. Its 

focus is primarily on the organizations future manpower requirements, and secondly on 

the orowth needs of individuals in the work place. 
<=> 

3. Education- Any long-tenn learning activity aimed at preparing individuals for a variety 

of roles in society. The focus of it is primarily on the individual needs, and secondly on 

society's needs. 

4. Educational Manager- For the purpose of this study, the considered educational 

managers are new managers, middle managers and executives who are appointed to first 
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level of management respo"b'I ' · , , 'woreda nSI I Ity so as to make decIsIOns, Accordmgly, 

education bureau heads and team leaders, directors, vice-directors and unit leaders of 

elementary, secondary and preparatory schools and TVET institutions were taken as 

educational managers. 

5. Training- any learning activity which is directed forwards the acquisition of specific 

knowledge and skills for the purpose of an occupation focusing on job or task. 

1.8 Organization of the Study 

This study consisted four major sections (chapters) : chapter one - the study and its approach; 

chapter two - review of the related literature; chapter three - presentation and analysis of the data; 

chapter four - summary conclusion and recommendations. In the first chapter the rational of the 

study, the subjects to be studied and how they were selected is shown. An instrument llsed to 

collect the necessary data and the methods used to analyze and interpret the collected data are 

also described, In the second chapter necessary and related literatures are reviewed and criticized. 

The third chapter deals with mainly the presentation and analysis of the data, The final chapter 

presents the summary, conclusion and recommendations which are based on result of the study. 

Besides, important appendices are attached in the end. 
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CHAPTER TWO 

2. REVIEW OF THE RELATED LITERATURE 

2.1 Important Concepts Vnd I· C . .. . .. er ymg apaclty Burldmg ActIvItIes 

There are certain concepts necessa·1 . I d d . . . 
n y mc u e m the dlscusslOn of capacity building activities 

under management development Th I d·ffi . . oug 1 I erent wnters of human resource development 
define these concepts in their Own wa tl . . . . 

c y, lere IS a common thread that J0111S the Ideas together and 
brings into similar understandings S ·f ·1 .. . orne 0 t lese concepts, perhaps the major ones will be 
discussed below in brief. 

2.1.1 Development 

Nearly all writers of human resource management describe similarly the concept "development", 

but in their own way. Though they describe it in different ways, their words have similar and 

common basis. To begin with, Gomez- Majia, Balkin and Cardy (200 I: 259), describe 

development as an effort to provide employees with the abilities the organization needs in the 

future focusing on both the CUiTent and future jobs. Similarly, Bernardin (2003: 164) describe 

development as an opportunity help employees grow but should not be limited to current jobs, 

rather it should prepare them for future demand. Other writers too illustrate it as more of ~areer 

related which improves employees potential that covers beyond the current job (Cole, 1997: 270, 

Cartwright, et.al, 1993: 85). From these descriptions we can understand that development 

considers mainly the learning activities of employees maximizing the future training activities of 

employees maximizing the future trained man-power requirements of the organization. 

It is the challenge oftoday' s professions that they. face inadequate and unsatisfactory professional 

competence which is unable to provide up-to-date and competent service in their respective 

fields. One of the major factors that contribute to this problem is the limited access to and 

participation in formal and non-formal continu·ing professional development (CPD) (Yalew, 

1994: 49). In other words, in different professions today including the educational administration, 

there is lack of competence, attention, lack of feeling to clients due to various challenges and 

draw backs. It is continuous capacity building program that can raise these levels so that the 

respective employees may up- date and up- grade their professional practices (Wana, 2000: 67). 
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Training and development nowada ' " 
( ys IS more valued than pay and perks. Thomson (1997: 125) 

confirms that people would st . I '. 
ay Wit 1 orgamzatlOn that invented time and energy in their 

development rather than move to' . . 
more paymg one. Therefore, It is clear that the most Important 

resource in a given organization is 't II . . . . 
1 S we tramed employees. The success of the orgal1lZatlOn IS 

greatly dependant on the compete d . nce an commitment of the employees and the management 

which can be achieved through training and development (Anderson, Barker and Critten, 1996: 

10 I) . From these descriptions we can induce that if people are not helped to develop, 

consequentially there will be in competence, frustration , over- dependency, exodus of one' s best 

people and strong resistance to change (Honey, 1994: 10, Bradwell, 1986: 8, Ivancevich, 

1989:251). 

2.1.2 Education 

Education is a learning activity whose prime intention is imparting knowledge and developing 

how mental facilities should be used . Its main concern is an employee's job performance (True 

Love, 2001: 291). As to some writers it is very personal that it concerns more of ensuring that a 

person has the skill to make his/her way in life and society (Cartwright, et al 1993: 84). Though 

the focus of education is primarily on the individual needs, it aims also the community as a whole 

or in other words the society needs (Cole, 1997: 270). These ideas then indicate us that the 

aggregate effective out put of organizations like educational ones is a result of individuals who 

received relevant and reliable education. 

2.1.3 Training 

Like the above mentioned concepts, training is also described in different ways having nearly the 

sanle idea. As to Bernerdin (2003: 164): 

Any attempt to improve employee pelformance on currently held job or one 
related to it. Change in specific knowledge, skills and attitudes or behaviors. It 
should involve a learning experience, be planned organizational activity and 
be designed in response to identified needs. It should meet both organizational 

and individual needs. 

From this and other definitions of training we can understand that it is a process through which 

individuals are helped to learn a skill or technique using instructions as a very typical form of 

learning (Martin and Jeckson, 2000: 79). Therefore, we can say that it is a way in which 
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employees are helped do their J' obs I d I . . 
. 10W an per lapS extended through out their cntIre career and 

may help develop them for futlll'e' I' ''S 'b'l " (W . .. . e ponsl I Itles erther and DavIs, 1993: 306) . Trall1ll1g IS not 
a mere function of teaching people h t . . . . ow 0 cal ry out their Job. It rather provides confidence, help 
establish consensus between ma d nagement an employees, and encourages the acceptance of 

responsibilities (Steinmetz and Todd, 1986: 250). It is for this reason that organizations who are 

considered first rate, pay more attention to training new employees and gradually upgrading the 

skills of current employees. Some writers (Kidd, Li, and Richter, 2001: 67) suggest that even 

though it can not offer miraculous solution to these problems, in-service training is one of the 

most effective ways of achieving a better match between training and employment and for 

making life-long education. 

Training has some times negative connotation. Though it is difficult to change the perception of 

negative connotation of training, i.e. it may imply that a person has a skill deficit, an organization 

can focus on the potential improvement offered tlu-ough training rather than correction of skill 

deficit since the fundamental objective of training is the elimination or improvement of 

performance problems (Gomez- Mejia, Balkin and Cardy, 2001: 261). This does not however 

mean that training won't be given for those who are moderate and high performers. The 

management development program should facilitate situation in which the management 

performance be improved by the manager him/ her self. The learner manager may seek guidance 

of his/her superior to build his/her strong points and make proved the weakness (Kelmey, 

Donnelly and Reid, 1997: 296). 

Generally we can conclude that training is a helpful process tlu-ough which individuals are helped 

to learn a better skill or teclmique. Skills such as management of people, handling work 

relationships and leadership are typical broad ranges of skills that can be developed (Martin and 

Jackson, 2000: 79). 

2.1.4 Similarities and Differences between Training and Development 

They are similar that they aim at increasing organizational effectiveness by helping to raise 

employees' performance capabilities beyond merely acceptable levels (Stone and Meltz, 1983: 

191). The main difference between them is their area of focus or emphacy. Gomez- Mejia, Balkin 

and Cardy (2001: 260) inllustrate the relation of the two concepts as: 
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In training the JOCl/I' il' S 1' 1 I 
' . b h I. " . u e y on (7e curren! job; in development, the focus 
fS on ot tne current)' b I . b 
7' . . . 0 anc. )o s that employees will hold in the future . . llall1lng lends to r;. . . . . 

d I JOCUS on Immedrate organizational needs and 
eve opment tends (0 j ' . I 
, '" . ocus on ong- term requirements. The goals of 

tlamrng IS a fmrly q . k " . 
UIC Implovement 117 workers peljormance, where as 

the goal of develol)me t . Ih II' 
human resource. 

J n IS e over a ennchment of the organizations 

2.2 Why Management Development for Educational Managers? 

Before reviewing the why of management development for educational-mana~ers , it is advisable 

to see what management development is. Management development is the most popular type of 

training for all size organizations which commonly includes new-employee's intention, 

performance appraisal , new equipment operation, leadership, time management, change, team 

building, research, action learning consultancy etc. (Mondy and Noe, 1990: 280). Different 

writers agree that management development includes leadership training which must be led by 

critical thinking which has an essential role in the education system that it enables to carry out 

democratic management to make a competing balance of interests and for a capacity of rapid 

renewal (Winch, 2004: 467, Marks and Printy, 2003: 370), 

Many organizations emphasize training and development programs for managers because firms 

future lies primarily in the hands of its management. Mondy, and Noe (1990: 279) explain that in 

order a firm to grow, managers must get training so as to make the right choice in most of the 

numerous decisions they make. It is a must that managers should make side- by- side movement 

with the latest developments in their respective fields in which they are operating an environment 

(Heneman, et al 2000:385). 

Educational researchers such as Ferringo and Muth (2004) recommend in their research findings 

that management development should be perceived critically that it is important for distributing 

responsibilities and hence help build leadership capacity, In addition, participation in the 

professional development expand the concept of leadership which involves people in decision 

making and performance improvement process. And as the same time the capacity of leadership 

for a given principal can be built being selected to participate in a given development program 

(FelTingo and Muth, 2004: 480). 
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It is clear that development is imlJorta t r II . . . 
en .or a employees but It IS essentIal for managers (Mathis 

and Jackson, 1997: 323) . This is beca . tI '. " 
lise le malll lesources II1cludlllg the human ones can only 

be managed well if and only if the ma . f .1 " 
nagels 0 t lat orgalllzation are well trained. This is because 

management development is the way f' .' k . 
o ImpaI tl11g nowledge and Judgment needed by managers 

to meet the strategic objective of the given organization. 

The combined pressures of increased competition, the need for flexibility and competent 

managers are the deriving forces for . . ' . management lIammg and development. Nowadays great 

emphacy is given for quality and relevance of both the employer and the individual (Snape, 

Redman and Bamber, 1997: 94, Steinmetz and Todd, 1986: 250). In order to achieve this quality 

and relevance, managers should take responsibility for their own and their colleague's 

achievement. Accordingly then, management learning can be a social process (Thomson and 

Mabey, 1994: 59) that can be managed and achieved through regular meetings of managers to 

discuss their individual projects. Supporting this idea, (Stredivick, 2000: 328, Cartwright, et. al 

1993 : 6, 85) confirm that managers training needs arise from their specific responsibilities such 

as controlling, motivating, appraising and disciplining the whole staff. Besides, development for 

managers is important that it enables to meet the present and future requirements of an 

organization tlu'ough systematic analysis (Graham, 1986: 203). 

A given manager's and his staffs success depends each other, however the former one is more 

influential than the latter. She/he has more accountability for the performance of one's staff 

(Gomez- Majea, Balkin and Cardy, 2001: 250). This is because every individual employee 

whether competent for current job or not yet competent or better than competent should be 

offered training and development according to their level of competence (Thomson, 1997: 125 , 

Kenny, DOlmelly and Reid, 1979: 210, 211). More generally, the more the manager is trained the 

better she/he can reduce one's vulnerability, gets people to learn what is wanted to be learned and 

develops one's self and make one's life more interesting (I-loney, 1994: 9, Harris and Desimone, 

1994: 369) that the manger holds the key to success since she/he is most influencial over the 

other employees. Moreover, the management development is important not only for the 

successful leadership of the · managers but also the effectiveness of the whole learning process 

will be achieved when managers themselves recognize a learning need and decide to engage in 

the process. As it is mentioned in Newell and Scarborough (2002: 158), the manager should 
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recognize 111 facilitating training tlH; ca . b'l 't' I 
pd I I ICS l18t already exist 111 the individual before 

learning begins. 

To sum up, management trainin . 
, g IS necessary that it increases the retention of competent 

managers. As sited in Kidd, Li and Richter (2001: 206), Hooydonk (1999) confirms that 

management training is the best fact . I .. 
01 among ot 1er factors such as salary, career opportUl1ltles, 

reputation that could encourage retention of managers. 

2.3 Needs Assessment for Training and Development 

An organization ' s human resource (HR) plan is the beginning of the development of the firm. 

Mathis and Jackson (1997: 316) identify the role of the plans that they deal with analyzing, 

forecasting and identifying the organizational HR needs. In doing so, senior mangers meet on 

fairly regular basis to review skill requirements and to avoid current and future potential 

weakness among all categories of staff (Thomson and Mabey, 1994: 25). In some cases however, 

the concerns for hwnan resource development (HRD) is sometimes left to chance and 

opportunism. In order not to leave HRD for chance and opportunism, needs assessment should 

be the first step in determining a need for training actually exist. Conducting training with out 

needs assessment is making errors or unnecessary money expenditure. If the training is expected 

to achieve some organizational goal, the available resources should be committed based on needs 

analysis (Bernardin, 2003: 187 , Bramley, 1996: 100). 

In the needs assessment discussion, we can raise one major question, i.e "what is the major cause 

of training need?" Martin and Jackson (2000: 81) have a brilliant answer for this question that 

"training needs arise because the world changes." We are leaving in a dynamic world in which 

knowledge is getting old within short period of time. Accordingly, people's jobs and careers 

change due to transfer and/or promotion within the organization (True Love, 2000: 91). 

Basically training needs analysis (TNA) is a process of collecting data that allows an organization 

to identify and compare its actual level with its desired level of performance (Cole, 1997: 279, 

Bernardin, 2003: 168, Martin and Jackson, 2000: 95). The short fall in these comparisons reveals 

both immediate and long-term training needs. In order to make sure that the learning 

opportunities are not missed, senior managers should not be fed with only the positive 
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information whieh may confirm the view ' tl I " 
S ley a ready hold ( [homson and Mabey, 1994: 37-38). 

In other worcls there should be adequate b tt 
( 0 0111- up messages or two way communications. 

In the assessment of training and dev I .. 
. . e opment needs, one of the systematIc approach IS 

identlfylI1g the need of individual I 
emp oyee or a group of employees (Graham, 1986: 184, 

Bramley, 1996: 100). In doing so tl . 
, 1e man power planmng assess the demands for managers 

which attempts to forecast how many d I . k' 
an w lat md of employees will be required in the future 

and to what extent this demand is likely to be met . 

Writers such as Cole (1997 : 244) identify that training needs arise from four sources. These are 

the requirements of new comers sho t c: II ' Ie · · , r la s m emp oyee perlormanee, organizatIOnal change and 

the individual's expressed needs. Justifiable training expenditure must make sure it is based on 

the organizational need . The training and development will usually set about to meet these needs 

should be in accordance with well-organized procedure which should be seen from different 

perspectives such as the organization, the department or function , the job, or occupational group 

and the individual employee (Cole, 1997: 279). 

The training need of an individual can be assessed by analyzing the competency of the person 

(Anderson, Barker and Critten, 1996: 82, stone and Meltz, 1983: 194). Accordingly, personal 

characteristics such as motive trait, skill , aspect of one ' s self image or social role or body of 

knowledge and their applications are helpful aspects in needs assessment. As cited in Anderson, 

Barker and Critten (1996), Mangham (1986) explains failurity to do this brings about a little 

connection between performance and management training there by there may not be an evidence 

oflinkage between the actual performance of the organization and the incidence of training. 

Needs assessment is important also in determining managerial competencies (Harris and 

Desimone, 1994: 380) that it provides paramount information to determine who needs training, 

what kind of training is needed, where should be the training and the general condition for 

training. In order to do this the training need assessment should be done thoroughly before 

designing the management development program (True Love, 2001: 91) . As cited by these 

writers, Saari, et. al (1988) give their testimony as " .. . many organizations fail to do needs 

assessment. Among 1000 organizations, only 27% of respondents reported conducting any needs • 

assessment prior to designing management development programs." (True Love, 2000: 380). 
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This implies that many organizations " I . 
- die eavll1g much to chance and are likely wasting their 

most important resources i e maillly tile I ' . . . luman one. 

There are three ways of identifying t " d 
rall1lng an development needs (stone and Meltz, 1983: 194, 

195). These are monitoring personnel f1 I' 
oWs, po ICY and procedural changes, and organizational 

operations. In applying these wa)'s asking Sl ' d 
IperVlsors an managers about the training and 

development needs of their subo 'd ' t · . . . 
I ll1a es, acceptll1g and analyzmg tramlng requests from 

manaaers and other employees can b 'bl . . ", e a POSSI e approach. The above mentIOned writers suggest 
that by monitoring policy and proced I I h' I . . . . ura Clanges w ICl can greatly affect Jobs, It IS possible to 

identify and anticipate training needs that come from changes in jobs. 

2.3.1 Approaches to Needs Assessment 

Taking in to account the content of the particular organization or sub-unit, different elements of 

knowledge, understanding, skills and attitudes in the job are the main thrust of any training needs 

analysis (Cole, 1997: 281). In order to accomplish this, an appropriate approach should be chosen 

for the needs assessment. As it is cited in Cole (1997: 281), Turell (1980) identifies three sources 

that a given training need assessment should be based on. These are the problems those arise 

from changes in technology, those derived from work problems and those arising from manpower 

wastage. 

Tlu'ough a number of key stages a systematic surveyor analysis of training needs will progress. 

These stages begin with preparatory phase and end with an action plan. In between these two 

ends there are activities such as data collection, interpretation of data and recommendations in all 

of which certain detail tasks to be carried out. In all these activities, the survey can be conducted 

using interviews, questionnaires, observation, aptitude tests and group discussion in all of which 

the staff and their managers should be involved actively (Cole, 1997: 28 I -283) . 

Needs assessment is a systematic, objective determination of training needs that involves 

conducting three primary types of analysis. As to Bernardin (2003: 167) they are organizational 

analysis, job analysis and person analysis. Supporting this idea, Gomez- Mejia, Balkin and Cardy 

(2001: 264), describe that organizational analysis examines the organizations culture, mission, 

goals and structure. It identifies the level of support for training and the overall organizational 

needs. Task analysis examines the job to be performed focusing which jobs require training. 
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Beside organizational and task anal si. . . . 
y s, pel Son analysIs detcrmllles whIch employees necd 

training by examining how well em)1 . . . 
I oyees are .carrYll1g out the tasks that make-up their job. 

2.4 Designing Management T .. rammg and Development Programs 

Designing an effective training prog . b h . ram IS ot an art and a sCIence though there is no single type 

of training is proved to be most effective (Gomez- Mejia, Balkin and Cardy, 2001: 262). In 

addition a number of contextual iss d . . . . , ues can etermme a trall1mg program's effectIveness such as 

an organizational culture that can be . . . d . more unpOl tant etermll1ant than any aspect of the program 

it self. Management development and training programs should be designed in such a way that 

they can bring about new ways of thinking and new competencies amongst managers (cowling 

and James, 1994:22). It should aim at developing appropriate competence in managers in persuit 

of new performance targets . In order to do this, appraisal has significant role in training and 

development and career planning, being at the kernel of good management practice. 

The training program can be designed or built based on practice of the organization giving the 

major roles for central office administrators (Honig, 2003: 330, Marks and printy, 2003: 370). 

Though the major role is for administrators, for instance to enlarge the leadership capacity of 

schools, the principals involve teachers in substantial dialongue and decision making about 

educational matters. Doing so, " ... the principal is not the sole instructional leader but the 'leader 

of instructional leaders' ." (Marks and printy, 2003: 370). 

Ferringo and Muth (2004: 469) describe the designing of training program that during leadership 

development programs administrative field work can stimulate changes in aspiring principals' 

educational concepts and skills. In other words, to achieve the strategic long term goals of an 

organization, a proactive management development program which is informed by the strategic 

plan may provide a powerful tool. Such effective programs exhibit certain characteristics; they 

are: integrated with and informed by the organization's strategic plan, indorsed by senior 

management, take into account individual needs and they are evaluated and reviewed regularly 

(Snape, Redman and Bamber, 1997: 68-70). 

From the above descriptions we can understand that the designing of training program is a joint 

activity which includes both the management and employees based on the practice and strategic 

I f . t· Thon1so11 and Mabey (1994-42) assertain this idea that it is a two-way p an 0 an orgamza IOn. . 
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responsibility shared between the indo . I 1 . . 
IVle ua and Ills/her Ime manager (Mondy and Noe, 1990: 

279, Davor, 1976: 129) to decide who I k " 
une erta es trall1ll1g, when and for what purpose (Thomson, 

1997: 128, 128). 

In addition to this, in designing the d . . 
management evelopment programs practice and expenentlal 

learning contexts are very much important and tl h Id b b d h' f ley s ou ease on t e views 0 an 
individual's talent ideas and views th t Id I d " . , a wou ea an orgamzatlon to arrange Its trall1ll1g 

Program to help the learners discover th . t I . d . . " . elr a ents an realize their potential 111 order to achIeve 

their own learning goals (Thomson and Mabey, 1994: 53). In order to achieve these goals, the 

designers might have certain principles (Thomson and Mabey, 1994: 64, Cole, 1997: 286) which 

enables them to be clear and sure about the expected outcomes, the contents informed by 

appropriate teclmiques, the methods and approaches suit the organizations norms and culture, and 

certain assumptions which show different ways to train different individuals (Davar, 1976: 126). 

Moreover, in management training program designs the whole effort faces both on today ' s 

problems and the creation of a learning situation in which an employee can develop hislher other 

capacities for an uncertain future which is paramount in the entire organization (Cole, 1997: 

325). In both these efforts, there are certain stages to be followed strictly (Davor, 1976: 127) 

some of which are organization planning, program targeting, ascertaining key positions' 

requirements, managerial appraisal, replacement skills inventories , plmming individual 

development programs and appraising existing programs. In all these stages there are certain 

tasks to be accomplished in detail (Kenney, Donnelly and Reid 1979: 226-227). 

Supporting the above mentioned ways of management development, Honey (1994: 10-11) 

advises, "use every day 'normal' events as developmental opportunities. Simply piggy back 

development on the shoulders of activities that in case have to be done ... it is like killing two 

birds with one stone; tasks are accomplished whilst development is guaranteed ... " From this 

advice we can induce that every managerial action if guided properly, it can serve as a part of the 

general training and development for the individual and the whole organization. This is because 

people spend ninety percent of their work time at their work place that work based learning has 

much more to offer than any course ever can (Honey, 1994: 11 , Newell and Scarbrough, 2002: 

155). 
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2.4.1 Formulation of Training I D 
an( evelopment Objectives 

In designing a given training and de -I 
ve opment program it is inevitable to think about the 

objectives of the intended training B' . 
. . . y II1creaslI1g the value of the organization's resources 

majonng Its employees, the fundamental b" _ ... 
o ~ectIve of tralI1lI1g IS to help the organization to meet 

its general goals (Stredivick, 2000: 315) I d' .., . 
. n or er to achIeve these goals certalI1 specIfic tralI1lI1g 

objectives should be set which can for -I _ . 
ecast t le development and the competencIes of employees 

and improve their performance help p I - . 
, eop e grow wlthm the organization in order that, as far as 

possible, its future needs for huma . . . . n resources can be met from wlth111 the orgal11zatlOn 
(Stredivick, 2000:317). 

In training objectives formulation, the designer should think of the objectives thoroughly that 

under favourable circumstances, they should indicate utilization of resources and motivation of 

trainees. Accordingly, Graham (1986: 182) describes that training objectives need to be set in 

such a way that they could show employees feeling of mastery over their work and of recognition 

by the management. This is because whether the training is going to be successful or not is 

determined by the ability of the designer to state the objectives properly (Broadwell , 1986:77). 

As it is discussed in the previous sections, the fundamental purpose of training is filling the gap 

between deficiencies and expected performance levels. We have seen that training should be 

given not only for the less competent but also for competent enough ones. Therefore, the training 

objectives should indicate some or all of the following performance. These are: imitation of new 

equipments or techniques, change in work methods and products, reduction of the amount of 

unplanned activities and improvements of quality promotion or transfer of employees (Graham, 

1986: 183 , Stone and Meltz, 1983: 196, Gomez- Mejia, Balkin and Cardy, 2001: 265). 

The aforementioned concerns of objectives of training and development remind us 111 an 

operation of management training and development programs, the training objectives must also 

based on analysis of needs which are agreed by the respective managers before training is 

initiated (Kenney, Donnelolly and Reid, 1979: 224). Accoridng to these writers' illustration, 

factors such as training resources, the training requirements of managers and the degree of the 

organization's approach to training determine the objectives of training programs for managers. 

The other point to be discussed here is the wording of objectives. Gomez- Mejia, Balkin and 

Cardy (200 I : 265) suggest that "when ever possible, objectives should be stated in behavioral 
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terms and the criteria for judging the t . . 
. l'alllll1g program ' s effectiveness should flow directly li'om 

the behavioral objectives." 

2.5 Techniques or Methods of Management D I 
eve opment 

To deliver an adequate training and d I 
eve opment the concerned body should pay due attention in 

selecting an appropriate technique fo 
r management development. The techniques or methods can 

be categorized into two main parts' i" ". .. . 
, pal ICtpatlOn 111 on-the-Job or off-the-Job SItuatIOns 

(Bernardin, 2003: 173-175, Cole, 1997: 293). 

Training methods are the means by which the trainer intends to communicate ideas, skills, 

attitudes and feelings to learners. The degree of freedom the methods provide to the learners 

determines the selection of one or other method of training and development (Cole, 1997: 319). 

Some of the methods to be discussed in the coming pages, will be used for management up­

grading that they include management education (qualification), management training (internal 

and external course) and experiential learning (learning by doing) (Harris and Desimone, 1994: 

371). These writers suggest that the most successful attempts at management development are 

likely to be those relying on an appropriate mix of on-the-job experiences and off-the-job courses 

offered to meet different individual requirements and learning styles (Gomez -Mejia, Balkin and 

Cardy, 2001 : 274). But other writers such as Davor (1976: 129) advise that organizations should 

rely on an internal training to their managers when they aim at a particular managerial 

development, i.e the company mllst not run away form its own responsibilities (Snape, Redman 

and Bamber, 1997: 73) . 

What ever training method is chosen, it should aim at providing the learner manager skill 

training, knowledge acquisition, attitudinal training in which he/she acquires specific skill, able 

to think critically and develop positive attitudes towards the job (Steinmetz and Todd, 1986: 252-

253 , Graham, 1986: 204-206). Accordingly, broad issues and approaches are comprised under 

management development method selection (Harris and Desimone, 1994: 372). Some of the core 

ones are efforts to describe the roles managers must perform and th~ competencies necessary for 

performing them effectively, and options available for management education, training and 

experiences. 
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2.5.1 Succession Planning 

Succession planning (SP) is One of tl f I 
le use u management development methods in which 

effective senior managers can be devel d (B . 
ope ernardlll, 2003 : 203). It helps to determine several 

backups for each senior position bec " I . . . . . . 
ause It lllVO ves semor executive's penodlcal reVIeW of their 

top executives and those in the n ,t I I 
ex - Ower evel. Anderson, Barker and Critten (1996: 20) 

describe SP as one of the important £: t -f 
ace s 0 management development processe.s such as self-

development, appraisal and asseSSll1e t h' lb' . . n w IC 1 can e considered as prereqUIsites of successful 

management development. Sharing this idea, Thomson and Mabey (1994: 123) say that if an 

oraanization is takina training alld dev I t f ' ff ' 
o 0 e opmen 0 ItS sta senously, SP and career development 

should be at the core of human resource development (Cole, 1997: 325). So that it will encourage 

employees to take part in the whole capacity building process. In choosing a type of approach 

organizations adopt to develop their human resources, their ovelTiding interest in management 

development might be to secure senior management succession (Thomson and Mabey, 1994: 25). 

In addition to these considerations, there are certain aspects of personal characteristics to be 

considered when managers prepare employees promotability and conducting succession 

planning. Such personal characteristics include creativity, sociability, self- reliance and self 

control (Gomez- Mejia, Balkin and Cardy, 2001: 304). Since succession planning focuses on 

preparing to fill executive positions, it has to examine development needs. Using succession 

plmming high-level managers identify and develop their own replacements that the identified 

candidates may be given developmental experience that help prepare them for the executive ranks 

(Bernardin,. 2003: 202). 

2.5.2 Career Development 

In many organizations, there are fewer managerial layers because of the tendency towards greater 

flexibility (Snape, Redman and Bamber, 1997: 96). In order to cope up with such changes and 

achieve organizational goals, -it is more important than ever for organizations to adopt a strategic 

approach to the management of managerial careers. Developing enriched and more capable 

workers is the focus of an organization which is on going and formalized effort of career 

development. This remind us what we have seen about training and development differences, i.e. 

the goal of training is improvement in performance and that of development is preparing enriched 

and more capable workers. G01l1ez- Mejia, Balkin and Cardy (200 I: 295) illustrate the 
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importance of career development as "Ca , , 
" creer development can play a key role 111 helpll1g 

managers recruit and retatn the skilled co' ' . , , 
, mnlltted wOlk force an orgal1lzatlon needs to success, 

Career development today involves work ,' , " , . 
, ' els active participatIOn in thinking through the possible 

directIOns their careers can take," 

In addition, Stone and Meltz (1983 : 194 195) 
- consolidates the above ideas that to achieve a 

balance between individual career needs d " 
an orgamzatlOnal work force requirements a career 

development system serves as a formal , organized and planned effort. In all these efforts 

executives and manaaers have respons'b'l'ty t b 'Id " " 
b I I I 0 111 career Insight and career IdentIty so as to 

support the professional development of functional specialties by providing problem focused 

training (Bernardin, 2003: 205), 

2.5.3 On-the Job Training 

On-the-job training (OJT) appears to be the most prevalent and effective form of learning 

(Newell and Scarebrough, 2002: 157, Harris and Desimone, 1994: 371) for managers since 

managers learning takes place in the workplace depending on their work and role activities, It 

ranges from ' sitting next to Nellie' where the trainee copies actions of more experienced operator 

to more sophisticated methods of coaching and mentoring, OJT is mostly carried out informally 

and the result is not expected in short period of time (Kidd, LI and Richter, 2001 : 204, Kenney, 

Domely and Reid, 1979: 216), OJT will be much valuable training experience if it is planned 

properly and conducted with the help of the supervisor, i,e the trainee should not be left to ' sink 

or Swim' (Steinmetz and Todd, 1986: 262). 

Some writers such as (Anderson, Barker and Critten 1996: 211 , Gomez- Mejia, Balkin and 

Cardy, 2001: 266, Mondy and Noe, 1990: 291) confirm that experience is not simply what 

happens, but how one uses what happens. If it is expected to be effective the experience should 

be frequent, timely, relevant and this can be considered as foundations of effective management 

development. 

OJT is an attractive HRD approach that it is cost-effective. In addition, some managerial 

competencies can only be learnt by imitating good role models (Thomson and Mabey, 1994: 56, 

Cole, 1997: 294, Davar, 1976: 129), Using OJT an individual can rapidly build up certain 

important skills, ideas and practices, 

Some of the major OJT, specially those much appropriate for management development will be 

discussed in brief below. 
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2.5.3.1 Action Learning 

Action learning is one of the numbers of t . .. 
. ' lall1l1lg methods included in an OJT technique. One of 
Its features IS the learners learn by trial d . 

. ' an error and examll1e everything with an "If .. . " 
situatIon (Newell and Scarbrough 2002' 156) '. 

. . '" " . A combll1atlOn of programmed knowledge and 
questlOl1lng II1slght IS an assumption underlying t' I' '. 

ac Ion earnll1g. A good actIOn learnll1g should 
emphasize; however, the first one than the second (S R d one nape, e man and Bormber, 1997: 77). 

Action learning is important for m d . anagement evelopment that It is a powerful means of 

capitalizing up on learning experience Thomson and Mab (1994 58) . . h Id . ey: summanze as It s ou 
mean learnina to take effective act"o t '. .. 

b . I n no recommendll1g actIOn or understandmg analysIs of 
some one else ' s problem. 

2.5.3.2 Job- Rotation (Secondments) 

Job- rotation (JR) is a well- known method in management development though it is difficult to 

implement it in the dynamic business environment (Kidd, Li and Ritcher, 2001: 204). A number 

of different jobs or different parts of the same job can be tried by the trainee so as to understand 

and get experience (Thomson, 1997: 138). This writer identifies secondments as a more formal 

type of JR (Snape, Redman and Bamber, 1997: 79) in which a member of staff is seconded to 

another job on a short -Dr long-term basis (Gomez- Mejia, Blkin and Cardy, 2001 : 313, Mondy 

and Noe, 1990: 284) to get breadth of knowledge often needed for performing higher level tasks 

(Mathis and Jackson, 1997: 318). Generally, JR is a useful training method for both a 

management trainee as well as an existing manager. 

2.5.3.3 Mentoring 

Among different developmental programs gaining in popularity is mentoring. Most definitions of 

mentoring describe that it focuses on the career development or professional development of a 

person to be encouraged and helped by some one in a position of authority (Mentz, 2004: 541, 

Bernardin, 2003: 203); however, others say a mentor can be from the same level (Thomson 1997: 

138). 

Some writers consider mentoring as a remedy for numerous development deficiencies such as 

essential conditions of personal, professional and career developments (Mentz, 2004: 541, 

G M ·· B lk' and Cardy 2001' 309) This implies that almost every supportive omez- eJIa, a 111 . ' . . 

l eeds a mentor. Mentoring provided by qualified relationship is mentoring t 1at everyone n 
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professionals can enhance admini strative r ., I . . 
c II1lca prac\ice m both pre-service training and 111-

service professional development (Ferrl·ngo d M I 
an ut 1, 2004: 469). 

Mentoring is therefore useful in sllccession I . 
P annll1g (Snape, Redman and Bam ber, 1997: 81 , 

Thomson, and Mabey, 1994: 6 1 Cole 1997 · 32 . 
, . 2) but Its success depends on the quality and 

relationship between the trainee and the senior' s t t· b·l· u onng a 1 Ity. 

2.5.3.4 Coaching 

For career and leadership development f .. 
. 0 managers, executive coachmg has recently arisen as a 

Popular method (Bernardin ?003· 206) . . . . , - . conslstll1g meetll1gs between managers and thell· 

employees continuously and some times spontaneously (Gomez- Mejia, Balkin and Cardy, 200 I : 

311). In all these meetings the coach manager should have a strong desire to share information 

and there must be mutual trust and confidence for the approach to be effective (Mondy and Noe, 

1990: 281). Since coaching is daily training and feed back given to employees by immediate 

supervisors, (Mathis and Jackson, 1997: 318, Cole, 1997: 294); there must be common interest 

and work based friendship (Thomson, 1997: 138, Kem1ey, Dom1elly and Reid, 1979: 230). 

2.5.3.5 Deligation 

Delegation is a powerful management tool if it is backed up by mentoring and suppoFted by the 

senior manager. It provides a chance to practice or apply new skills in a planned way (Cole, 

1997: 322). Using this OJT system an authority will be delegated so as to enable the subordinates 

achieve higher performance standard and develop in them the decision- making and leadership 

skills (Davar, 1976: 129). 

2.5.3.6 Self Development 

A Given (educational) manager, Il1 order to be competent enough, he/she has to think of 

thoroughly about his/her own development since s/he is responsible for both him/her self and the 

employees s/he is managing (Honey, 1994: 2). This is because "continuous development is self 

directed and life long learning . . . " (Thomson, 1997: 126). 

Self development is much necessary that managers ' training often emphasizes individualistic and 

competitive behavior rather than group-oriented and cooperative one (Snape, Redman and 

Bamber, 1997: 77). Individualistic and competitive behaviour approach training reminds us that it 

is essential for employees work out their own development plan so as not to be under risk, 

stagnation and obsolescence (Gomez- Mejia, Balkin and Cardy, 2001 : 313) . 
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In the following sub-section orr-thc-job traini .. 
• • < ng which IS an alternative training method to orr 

will be discussed In short. 

2.5.4 Off-the-job Training 

Off-the-job training is considered as an effective It . 
a ernatlve to OJT (Gomez- Mejia, Balkin and 

Cardy, 2001: 267). It comprises formal . . 
courses, simulations and role playing exercise in a 

classroom setting (Mathis and Jackson 1997 · 318 Th d 
' . , omson an Mabey, 1994: 56). Its great 

advantage is it provides employees exte d d d . . 
n e an umnterrupted penods of study. However, what 

is learned may not be transferred back to the job (Newell and Scarborough, 2002: 157) that is the 

situations simulated in the training may not closely match those encountered during the job is the 

big disadvantage of off-the-job training (Gomez-Mejia, Balkin and Cardy, 2001: 268). From this 

description we can understand that an off- the-job training will be selected when certain 

managerial learning ought to be accomplished or accompanied by action, feedback and error 

correction (Thomson and Mabey, 1994: 56). 

The emphasis in learning in an off-the-job training is general principles of understanding 

development, provision of background knowledge and an awareness of comparative ideas and 

practice (Cole, 1997: 294, KelU1ey, DOlU1elly and Reid, 1979: 230). Besides, because of its 

comparatively high degree of centralization undistributed participation in courses is impossible 

thereby the substantiality of work comes to seize when the responsible manager is not available 

(Kidd, Li and Richter, 2001: 205). 

In the following short review we will see some of the major off-the-job training methods for 

management development. 

2.5.4.1 Computer- Assisted Learning 

Computer- assisted learning (CAL) can be a combination of pedagogy and andragogy, i.e. trainee 

driven and authority oriented respectively (Snape, Redman and Bamber, 1997: 74). The trainees 

can proceed at their own pace and location. CAL programs, however they offer pre-test and post­

test and can involve the trainee in a high level of interaction, the manager does little more than 

, d ' k . between Nevertheless CAL enables the trainee to use the capabilities of press page own ey 111 . , 

h fi t f1 ·b·l ·ty (Mondy and NOE 1990: 285). Moreover, it is cost effective t e computer or grea er ex! I I' .. 

I I . . tl t·t targets at crucial skills allowing employees to progress at their own t lal1 c aSSrOOl11 trall1l11g la I ' 

I 
. d 't I d ·tself for managers to measure the employee's skill level , and pace even thoug 1 It oesn en I . 
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lacks providing feedback that show how I mUC 1 the tr . I amee lave learned (Gomez- Hejea Balkin 
and Cardy, 2001 : 269). ' 

2.5.4.2 Role Playing 

Responses to specific sit1lations without the be fi f· . 
. . ne It 0 either a scnpt or rehearsal can be acted out 

by the tra111ee 111 the role playing training met! d A f'" · . . . 
10. n e lec1!ve versIOn of tillS method IS the role 

rehearsal provides trainees with a different pe t· f h 
rspec Ive 0 t e problem (Mondy and Noe, 1990: 

284, Mathis and Jackson, 1997: 322) I dd· .. ... . 
. n a Ilion, thiS teclmlque allows a high degree of 

involvement by the learner and possibl b tl . Y Y le trall1er. The manager assumes a specific role 
takino as an aim to create a realistic ·t t· . I . . . 

t> Sl ua Ion 111 w llCh trall1ees are given certain degree of 

freedom to develop the characters and the events as they wish (Snape, Redman and Bamber, 

1997: 75). 

Besides, according to these writers description, this technique is specially appropriate for 

management training in people handling skills, such as selection and appraisal, interviewing and 

negotiating. 

2.5.4.3 Case Study 

The case study training method is conducted in the classroom with an instructor who serves as a 

facilitator. Some business problems are simulated so that the individual is expected to solve these 

problems by studying the informations provided and make decisions based on the situation 

(Mondy and Noe, 1990: 282, Cole, 1997: 294). In other words , this shows us trainees can study 

the application of management or behavioral concepts (Mathis and Jackson, 1997: 318, Snape, 

Redman and Bamber, 1997: 75). 

2.5.4.4 Classroom Lectures 

The classroom lecture method of training is useful when the learning groups are small to permit 

certain discussion. It can convey a great deal of information in relatively short time and helps 

capture the imagination of the class (Mondy and Noe, 1990: 285). The participants are concept 

learners that they should be imaginative, good at listening, share ideas and approach learning by 

seeking to understand why something happens (Davar, 1976: 156). One of the ways in which 

classroom lectures is used is during in-service training (Kidd, Li and Richter, 2001 : 67). 

2.5.4.5 Conference/ Discussion 

The conference or discussion method is an effective management training method if arranged and 

t·l· d I · tl e I·ndl·viduals who are brought together should be of common interest to u I Ize proper)" I.e. 1 
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discuSS and attempt to solve proble (M 
ms ondy and Noe 1990' 28 '. 

by a supervisor or manager whose . . ' ,2). The dIscussIon will be led 
. " role IS keepll1g the d' 

d f I 
Iscussion on course and avoid the 

ten ency 0 . some me IVlduals to get off th b' e su ~ect. 

Table -1: Different Training and De I ve opment Metl I . . 10('S 

Method Utilized for Conducted 
Managers and Operative Both On-the- Off- the-

entry level employees job Job 
professionals 

Coaching 

Business programs 
X X 

X 
Case studies 

X 
X 

Conference/ Discussion 
X 

X X 
Behavioral Modeling X X 
In- basket training X X 
Internship X X 
Role playing X X 
Job- Rotation X X 
Programmed Instruction X X 
Computer- based training X X 
Classroom Lecture X X 
On- the - Job training X 
Apprenticeship training X X 
Simulators X X X 
Vestibule training X X 

Source: Mondy and Noe (1990: 280) 

2.6 Evaluation of Training and Development Programs 

Evaluating the effectiveness of the training job is one of the difficult and unsatisfactory aspect of 

the activity (Torrington and Hall, 1995: 192). However it is difficult, it can't be prevented from 

being done. Evaluation of training provides useful informaitons which can help in making sound 

decisions about the training activities. The information can be a feed back on the effectiveness of 

the training activities, control over the provision of training and intervention into the 

organizational processes that affect training (Bramley, 1996:5). Though the most commonly used 

method of evaluating training is questionnaire, (Torrington and Hill, 1995: 92) to be filled by 

course member, interviews with relevant parties, observations, aptitude tests, material and record 
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analysis (Cole, 1997: 312, Bramley 1996' 100) I . . 
. can a so be applied in evaluating the trall1l11g 

programs. 

As to the saying "The great end in life is not knowledge but action," to participate in training and 

development activity is not an end by itself. The training activities have no value unless they 

resulted in positive changes in the performance of the organization (Martin and Jackson, 2000: 

92, Gomez- Mejia, Balkin and Cardy, 2001: 282). 

There are certain particular reasons why evaluation of training and development should be carried 

out. Some of which are it justifies the expense allotted, it provides feed back to the trainer and on 

the technique, (Cole, 1997: 307, Bramley, 1996: 5) and it establishes whether the needs and 

objectives of training have been met (Martin and Jackson, 2000: 92, Gomez- Mejia, Balkin and 

Cardy, 200 I: 282). 

Though training and development evaluation is important, it has certain draw-backs; (Martin and 

Jackson 2000: 92) it can be conservative, counter- productive and inaccuracies may arise. 

Figure 1: The Process of Evaluation in Training Activities 

Training needs 
"---+I analysis 

Pro'gram aims/ Program context! 
Objectives ----- methods I---~ 

Program 
ImprOVeme!lts 

I 

Source: Cole, (1997: 310) 
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CHAPTER THREE 

3. PRESENTATION AND ANALYSIS OF DATA 

Tllis chapter consists two major sections. In tl fi . le 1rst sectIOn the characteristics of the total 

respondents is presented using a table. The characteristics of respondents is shown in terms of 

sex, age, educational qualification, major field of study, service years in current position and 

service years in the organization. All these characteristics are computed in percentage which later 

elaborated in brief below the table. In the second section the data gathered ·is presented and 

analyzed. 

3.1 Characteristics of the Respondents 

As it was indicated in chapter one, the respondents were woreda education bureau heads, woreda 

education bureau team leaders, directors and vice directors of elementary, secondary, preparatory 

schools and TVET institutions. The unit leaders of these schools were also respondents of the 

research questionnaire. A structured interview held between the woreda education bureau heads 

and the researcher. A total number 154 questionnaire distributed and 132 questionnaire filled out 

and returned which showed the return rate of the distributed questionnaire 85.7%. 
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Table 2: Characteristics oljResJ'Jo I II( ellIs 

Worcda 
No Intcrlll s of Woreda 

Bureau Bureau Team 
Directors and Unit Total (N = 

I'leads (N=7) Leaders (N 20) 
Vice Directors leaders (N 139) 

N2 % 
IN 52) 60) N2 % N2 

I Sex 
% N" % N2 % 

A. Male 7 100 19 95 
B. Female 

48 923 49 81.7 123 88.5 
- - I 

Age (In years) 
5 4 7.7 II 18.3 

2 
16 11.5 

A. 25-30 2 28.6 3 15 7 13 .5 5 8.3 17 12.2 
B. 31-35 I 14.3 3 15 5 9.6 12 20 21 15 .1 
C . 36-40 I 14.3 8 40 18 34.6 14 23.3 41 29.5 
D. 41 and above 

3 42.8 6 30 22 42.3 29 48.3 60 43 .2 

3 Educational level 

A. TIl graduate - - 5 25 9 17.3 18 30 32 23 

B. College diploma 7 100 15 75 28 53 .8 35 58.3 85 61.2 

C. First degree - - - - 15 28.8 7 11.7 22 15.8 

4 Major field of study 

A. Educational - - I 6.6 7 16.3 - - 8 7.5 

management 7 100 14 93.3 36 83.7 42 100 99 92.5 

B. Other 

5 Service years in current 

position 

A. 1-5 7 100 18 90 40 76.9 45 75 liD 79. 1 

B. 6- 10 - - 2 10 9 17.3 II 18.3 22 15.8 

C. 11-15 - - - - 2 3.8 2 3.3 4 2.9 

D. 16 and above - - - - I 1.9 2 3.3 3 2.2 

6 Service years in the 

organization 

A . 1-5 I 14.3 2 10 - - 3 5 6 4.3 

B. 6-10 3 42.8 2 10 5 9.6 8 13 .3 18 12.9 

C. 11-15 - - 5 25 6 11.5 7 11.7 18 12.9 

D. 16-20 I 14.3 7 35 21 40.4 16 26.6 45 32.4 

E. E. 21 and above 2 28 4 20 20 38.5 26 43.3 52 37.4 

Here under the respondents characteristics depicted in Table 2 is elaborated in short. Most of the 

characteristics had great impact either negatively or positively in the given responses. The first 

item shown in the table is gender difference along the positions. Accordingly, among the 

respondents females were only 11.5%. They were fewer in all positions that no female education 

bureau head, 5%, 7.7% and 19.3% of team leaders, directors and vice directors and unit leaders 
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respectively. Males are many in number til' 
at all the bureau heads 95o/t 92 30/ 0 

team leaders directors and v· I. ' 0, . 10 and 81.7Vo of , (Ice C Irectors ancl . I 
. . ( lIl11t eaclers respectively covering 88.5% of the 

tolal pOSitIOns. 

The second difference shown in the tabl · . ( e IS age difference Th . . ey were grouped 10 four ranges of 
years. Those who were between 25-30 31-'" 5 .., 6 

. . . 0 _ ,.) , .) -40 and 41 and above. Accordingly, their age 
dlstnbutlOn was 12.210 , b%, 29.5% and 432% . . . . respectively. MaJonty of the respondents age 
was in the category of 41 years and above WI . . len we look the total age difference the number of 

respondents interms of age exceeds its pre . ~ , VIOUS one lrom the lowest range group up to the 

highest range group. 

Educational attainment or qualification was the other difference of respondents depicted in Table 

2. Among the respondents 23% were TTl graduates. College diploma holders cover 61 .2% and 

those who were certified in first degree werelS .8%. In detail, 5%, 9% and 18% were TTl 

graduates among team leaders, directors and vice directors and unit leaders respectively and no 

TTl graduate of woreda education bureau head. Most of the positions were covered by diploma 

holders, i.e. all of the woreda bureau heads, 75%, 53.8% and 58.3% of team leaders directors and , 

vice directors and unit leaders respectively. First degree holders were among directors and vice 

directors and unit leaders covering 15% and 7% respectively. According to the new educational 

policy of Ethiopia, the position of the woreda education bureau heads, directors and vice -

directors of secondary and preparatory schools and TVET institutions require first degree holders. 

While, degree holders cUlTently in these positions are significantly few. This had great meaning 

in their response which certainly showed the requirement of up grading the educational level of 

the concerned educational managers. 

The next point of difference related to educational qualification was the respondents' major field 

of study. In Table 2 we can identify in item four that among diploma and first degree holders, 

only 7.5% attended educational management courses. All the rest, i.e . 92.5% were from different 

field of studies other than educational management. The Educational management graduates were 

bworking as woteda education bureau team leaders and as directors and vice directors covering 

6.6% and 16.3% respectively of the positions. The other field of study graduates cover 93 .3%, 

83 .7% and 100% of the team leaders, directors and vice directors and unit leaders respectively in 

addition to all the woreda education bureau heads. Managing educational activities with out being 
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qualified in educational management 
may cause diff bl 

I d . erent pro ems. Since nearly all the 
concernec e ucatlOnal managers weI' ~ 

. . . e rom other field of study other than educational 
management, thIS ImplIed that the responses the I ' . 

. . . y lad gIven were mean1l1gful that they should get 
professIOnal tra1111l1g related to educational 

c management and planning. 

The fifth item in Table 2 shows the res ond t· . 
. " p en s servIce years 111 the position currently they were 

work1l1g 111. The servIce years were divided ' fi 
. 111 Our ranges of years: 1-5,6-10,11-15 and 16 years 

and above. Accord1l1gly, the service years fall in t tl b 
o le a ove range of years were 79.1 %, 15%, 

29% and 2.2% respectively The numbe f tl 
. . rOle respondents decreases form the first range to the 

last range. Most of the respondents service in current position fall in to the first range i.e. 1-5 

years of service. This was true for all groups of respondents. All the woreda education bureau 

heads, 90% of woreda education bureau team leaders 76 9°/ f d' d . d' d 
, . / 0 0 Irectors an vIce Irectors an 

75% the unit leaders were within 1-5 range f' . h' . . . 
. 0 servIce years 111 t ell' current posItIOn. StaYlllg long 

period of time in a given work area or position enables the employee more experienced and 

creative. Accordingly, significant number of the concerned educational managers served in the 

current position fall in to 1-5 years . This showed in their responses for the study questions, they 

may lack enough information so as to respond confidentially. 

The last item shown in Table 2 is service years of the respondents in the organization. The 

service years were also ranged in to five groups: 1-5 years, 6-10 years, 11-15 years, 16-20 years 

and 21 years and above. Opposite to the service years in current position, this one increases form 

the first range to the last one except the second and the third ones seem equal. According to item 

six the respondents service year in the organization is 4.3%, 12.9%, 12.9%, 32.% and 37.4% 

respectively from the first range to the fifth one. Though most of the respondents have served in 

the organization 21 years and above, the majority of woreda education bureau heads (42.8%) 

have served 6-10 years. But the majority of woreda education bureau team leaders and directors 

and vice directors have service years ranges form 16-20 years. Among all the others the unit 

leaders have stayed in the organization for long years (21 years and above) which covered 43.3% 

of the total 60 unit leaders. This indicated that the responses given by the unit leaders were more 

confidential and dependable. 
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3.2 Analysis of Variables Related to Ca . 
Educational Managers. < paclty Building Programs for 

In thi s sub- section major points that have t · I ' . 
. ' . s lOng re atlOn with the capacity building programs for 

educatIOnal managers IJ1 Jlmma Zone will b I . e ana yzed . The vanables to be analyzed and 
interpreted based on the gathered data were b" . . o ~ectlves of trall1l11g and development, selection 
criteria to offer training. training method I d . s emp oye , assessment of training needs and results, 

methods applied to assess training needs and results, problems encountered and solutions 

sought. 

3.2.1 Selection Criteria for Training and Development 

Every organization in its attempt to build the capacity of its employees it has to have clear 

selection criteria to offer training. Using clear selection criteria enables the organization to select 

the right person to the right place in the right time. Accordingly, it was tried to assess whether the 

concerned organizations use clear selection criteria or not. Each item was analyzed by calculating 

the mean scores and then the scores are interpreted in such a way that taking 3 as an average 

expected mean. The mean scores below 3 indicate that the impact of the programs or activities 

against the corresponding items was low. On the contrary, mean scores 3 and above were 

interpreted as the impact of the training programs or activities regarding the particular item was 

positive. These rating scales are applicable for Table 2, 4, 7, 8. In all these tables the responses 

aiven for the items are depicted and the major ones are analyzed based on the obtained mean 
'" 
scores and interpreted using the P- value of the mean scores gained from one - way ANOV A test 

at specified a level = 0.05 . 
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Table 3. Selection Criteria for T. . . ralllll1a a / D o III el'e/oplIlent 

item 
Tcam Icadcrs (N 20) 

Directors and vice 

Response Ratc * dircctol-s (N 52) 
Unit Leaders (N 60) P - I 

Rcsponse ratc 
5 4 3 

Response rate 
Valu!.', 

2 I X 5 4 I 3 2 I X 
~r selection criteria 10 4 5 

5 4 3 2 I X 
- I 4.1 II 25 

--p;foflnance appraisal 
15 I - 3.8 7 20 20 12 

9 3 8 
I 3.6 0.001 

- - 4.0 14 24 14 - - 4 7 22 21 9 I 3.4 0.001 
as a central criteria 

Focus on political stand 4 2 6 5 -. 
..> 2.9 6 9 13 18 6 2.8 17 13 14 13 3 3.5 0.022 

Based on profession 5 8 6 - I 4.0 20 19 10 2 I 4.0 18 20 9 13 3.7 0.220 -
Dominated by personal 5 -. 6 ..> 4 2 3.2 5 16 8 16 7 2.9 13 16 9 14 8 3.2 0.466 \ 
relationship and good 

will of the boss 

Priority given for team 10 6 -. - I 3.2 ..> 10 15 15 10 2 3.4 12 14 18 13 3 3.5 0.850 

leaders and heads 

Equal treatment of all 4 4 I I I - 3.5 II 21 10 8 2 3.5 9 15 13 19 4 3.1 0.05 I 

units 

Focus on past 5 6 9 3.8 2 27 10 12 1 3.3 9 13 19 18 I 3.1 0.059 

performance 

Selection made in view I 9 8 1 1 3.4 2 21 18 10 I 3.2 10 10 23 15 2 3.1 0.695 

of promotion after 

training 

Employees participate -. 5 6 6 3.2 5 20 12 ..> - 11 4 3.2 10 12 12 16 10 2.9 0.403 

in the selection process 

Training priority given - - 6 10 4 2.1 - 10 17 15 10 2.5 2 13 3 22 10 2.0 0.068 

to female managers 

* Response Rate: 5 = Strongly Agree; 4 = Agree; 3 = Fairly Agree; 2= Disagree; 1 = Strongly 

disagree 
** X (Mean value) is computed in each cell from the respondents' number. 

p- value - calculated P - value. 

In Table 3 item I , it was attempted to examine whether there were transparent and accountable 

selection criteria or not to offer training and development 0ppOltunity to the employees. As we 

can see from the Table, it is strongly agreed by the team leaders with the mean score of 4.1 and 

similarly by directors and vice _ directors and the unit leaders with the mean score of 3.8 and 3.6 

36 



respectively. Though their mean sco" .. les die above the a . 
>Jay ANOY A test showed that the ' .. " . c vel age mean, the test of them using one 

\0 I e IS slgl1lficant t ' . . s alIsltcal difference at 0. level 0.05. 

The same item was presented to woreda d . e ucatlOn bureau heads in the fi r f . 
. w using the mean calcul t' 1

0m 
0 structured ll1ter 

Vie a IOns t 1e same to th b . e a ove mentIOned method (see A endix A) 
Their mean score was 4 which showed th' t pp . elr s rong agre . Th ement. e mean scores of all the four 
oroup of respondents was greater than 3 h' h . 
'" . .. . ' W IC enables us to mfer that the organizations had 
faIrly clear selectIOn cntena to offer trainin 0 . . . . . g ppOltumtIes though there IS slgmficant statistical 

difference between the means at a. level == 005 h' I h . . W IC 1 S owed particularly the deviation of unit 

leaders agreement from the other group of respondents . 

In many organizations including educational institutions performance appraisal (evaluati~n) is 

used as one of the criterias included for the selection of e Ie" Th d mp oyees lor trammg. e respon ents 

were asked to show their agreement using the above mentl'oned fi . t If' A" lYe pom sca e 0 ratll1gs. s It IS 

revealed in Table 3 item 2, the respondents showed their agreement with the mean score of 4, 4 

and 3.4 respectively of the team leaders, directors and vice directors and the unit leaders which is 

above the expected average mean score and indicated that performance appraisal or evaluation 

had been used as a central criteria to offer training opportunity. But one - way ANOY A test 

showed that there is significant statistical difference between the means at 0. level == 0.05. The 

difference indicated that the unit leaders agreement is less than that of team leaders and directors 

and vice directors . However, based on their mean scores, we may conclude that performance 

appraisal had been used as a central criteria to offer training opportunity. 

In the third item shown in Table 3, the respondent educational managers were asked to reply if 

political approach was dominant during the selection process of trainees. As we can see from the 

Table, except the unit leaders, the team leaders and directors and vice directors disagreed with 

nearly the same mean score of 2.9 and 2.8 respectively. According to their reply, they did not 

agree that political approach was dominant in the selection process. Opposite to them the unit 

leaders agreed with the mean score of 3.5 that political approach was dominant factor. However 

there is difference in their reply, we may deduce that political approach had not been much 

dominant to selected educational managers to be trained since there is statistical significant 

difference among the means at a level == 0.05 which was mainly indicated the agreement 

deviation of the unit leaders from the other two groupS of respondents. 
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The other point of investigation of this ., . . 
lesealch was askinJ tl . . 

P
roach has been dominant in tI . 1 . g le respondents whether professIOnal 

ap . le se ectlon process of . 
. f T bl 3 trall1ees or not. This is shown in the 

fourth Item 0 a e . As We can see from th t bl 
e a e, all of the respondent g I t I . d that professional a . I. roups near y s rong y 

ag,ee pploac 1 was domll1ant in the I . 
" . se ectlOn process for training. Their mean 

scores, were 4.4 and j.4 respectIvely of the t I . 
. . . eam eaders, dIrectors and vice directors and the unit 

leaders showmg no stallstrcal significant diffl 
erence at Ci level = 0.05. This implies that there is 

aareement among the three groups of respo d . 
I:> n ents with respect to the practice of using 

professional approach as a dominant approach fI tl I' 
or le se ectton of educational managers for 

training. 

The next item which had close relation to the previous items was the fifth item in Table 3. The 

item enquired the respondents to reply if personal relationship and good will of the boss has been 

dominant in the selection of employees Some times in certa,'Il 0 . t' c: . d b' d . rgal11za IOns, unlaIr an lase 

selection of employees occur. One of the causes of biased selection is due to personal relationship 

and good will of the boos. Since both personal relationship and good will of the boss are not 

tangible and work-based approaches, they can influence negatively the selection process. 

Regarding this item, team leaders and unit leaders agreed with the same mean score 3.2 that in 

their organizations personal relationship and good will of the boss had been moderately 

dominant. But apposite to these respondents, the other group respondents, i.e. directors and vice 

directors have shown their disagreement with the mean score of 2.9. The three means' one-way 

ANOV A test showed that there is no significant statistical difference between them indicating an 

agreement in the responses of the tlu'ee groups of respondents. Therefore, we may conclude that 

personal relationship and good will of the boss had been certain dominance. 

One of the major enquiries included in Table 3 was item 6 which inquired the respondents 

whether training priority had been given for team leaders and heads or not. Basically 

management development and training programs should be designed to create new ways of 

thinking and competences (Cowling and James, 1994: 22). 

In order to achieve this , organizations may give major roles for central office administrators 

(M k d P . 200" "70) TI e administrators have responsibility to enlarge the leadership ar s an nnty: j: j . 1 ~ 

. f I h' I doesn't mean however they should be always given priority for capacIty 0 emp oyees w IC 1 

. . I I ' s When we look at the responses given for this item, the trallll11g compared to the ot ler emp 0) ee . 
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reSIJonclents showed their agreement with tl· 
Ie mean Score f 3 2 3 4 

. .. . . .. 0 ., . and 3.5 respectively of the 
teal11 leadel s, dll ector s ancl Vice clireclors and tl . 

. .. ' le lIl1It leaders. The applied statistical test showed 
that there IS no slgmficant statistical differen 

. ce among the mean scores at a. level = 0.05 which 
leads us to the conclUSIOn that in the respective .. 

orgamzatIons the team leaders and heads were 

given priority for training over the other employe ·f I es requent y. 

The next item to be discLlssed in detail was item 10 d . t d· T b -. epic e In a le.J. It asked the agreement of 

·esponclents the participation of employees d · I · . . . . . 
I urIng se ectton for training. CapacIty bUlld1l1g 

Programs are joint activities which include both the manage t d I . . f men an emp oyees, It IS 0 two - way 

responsibility shared between the individual and his! her line manager to decide who undertakes 

training, when and for what purpose (Mondy and NOE, 1990: 279, Thomson, 1997: 128). 

Reminding this, when we look at the responses given for item 10, the unit leaders disagreed with II 

the mean score of 2.9 . Where as the team leaders and the directors and vice directors agreed with 

the same mean score of 3.2. When the mean scores tested statistically, using one way ANOYA test, 

it showed that there is no significant statistical difference among the mean scores at a. level = 0.05. 

Therefore, we may come to the conclusion that in the respective organizations employees had fair 

participation in the selection process of training. 

When we continue looking at the next item it considered gender issue. Nowadays gender issue has 

become nearly a burning issue not only in our country but also it has got due consideration world 

wide. The second item from the bottom in Table 3 enquired whether training priority was given for 

female managers or not. 

As we saw in Table 2 , the characteristics of respondents, among 139 respondents females were 

only 16 which is 11.5% of the total respondents . Reminding this, when we look at the responses, 

the respondents showed their disagreement with the mean score of 2.1, 2.5 and 2.3 respectively of 

the team leaders directors and vice directors and the unit leaders showing no significant statistical 

. ·fi t value of the ANOV A indicates that the three groups of 
difference at a = 0.05 . The non-slgI1l Ican 

SI
.ll1.1Iar. perception regarding the training priority given to female 

respondents had more or less 

managers. 
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3.2.2 Objectives of Training and Development 

Objectives of training and development should be thought intensively that they should fulfill the 
Se of training which is filling the gap between deficiencies and expected performance levels. purpo . 

espondent educational managers were asked about various issues related to objectives of The r 

. . g and development. Their responses were arranged and computed using percentage which is tralDlD 

f Popularly used method in descriptive statistics. The responses were analyzed and interpreted one 0 

following the table in detail. 

Table 4 Responses 011 Objectives of Training and Development 
,..--

Item 

....-. b,;ective of training and development I I. Major 0 J 

A. Current trai~ed man power 
B. Future reqUirement 
C. Both A and B . 

2. proper design of objecllves 
A. Yes 
B. No 
C. Do Not know 

3. Objectives are attainable 
A. Yes 
B. NO 
C Do not know 

. pu~ - [f "Yes " for item 4, are there any In ) . . ? 
contributed by trainee managers. 

A. Yes 

B.No 

C. Do not know 

6. If "Yes" for item 4, is the~e clear 
measurement used to assess success. 

A. Yes 
B. No 
C. Do not know 

. t meet 7. Freedom of the staff to take actIOns 0 

objectives 
A. Very high 
B. High 
C. Moderate 
D.Low 
E. very [ow 

Team Leaders 

II 
3 
6 

14 
4 
2 

12 
8 
-

12 
3 
5 

12 
8 
-

13 
7 

I 
9 
4 
6 

(N = 20) 

N2 % 

55 
15 
30.36 

70 
20 
10 

60 
40 
-

60 
15 
25 

60 
40 
-

65 
35 

5 
45 
20 
30 

Directors and vice 

19 
7 
26 

35 
6 
10 

38 
3 
-

36 
6 
10 

27 
14 
-

22 
12 

6 
20 
17 
9 

directors 
J..N-5~ 

N2 % 

36.5 
13.4 
50.0 

68.6 
11.7 
19.6 

92.6 
7.3 
-

69.2 
11.5 
19.2 

62.8 
34.1 
-

64.7 
35 .2 
-

11.5 
38.4 
32.6 
17.3 
-

Unit leaders 
(N = 60) 

N2 % 

34 56.6 
3 5.0 
23 38.3 

23 39.6 
19 31.6 
18 30.0 

22 36.6 
II 18.3 
27 45.0 

28 46.6 
18 30. 
14 23.3 

22 36.6 
II 18.3 
27 45 .0 

18 30.0 
15 25 
27 45 

6 10 
12 20 
21 35 
18 30 
3 5 

I ber due to no responses. . b became less than the tota man * The respondents num er 

40 

Total 
(N=132) 

N2 % 

64 48.5 
13 9.8 
55 41.7 

72 54 .5 
29 22.0 
30 22.9 

72 59.5 
22 18.2 
27 22.3 

76 57.6 
27 20.5 
29 22.0 

61 50.4 
33 27.3 
27 22.3 

53 46.5 
34 29.8 
27 23 .7 

\3 9.8 
41 31.1 
42 31.8 
33 25 
3 2.3 
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In Table 4 the first itcm the respondents W > ' .> k 
el e as ed was wi t I . . 

. . ' . . ' 1a t le major objectives of training and 
development wele. lhlee options were given ' t fll 

.. ' ' 0 I the CUrrent trained manpower requirement, to 
make ready for future trall1ed man power in the or m . _ . . 

. . ' .' . g 1lzatlOn and for both these amls . Among the 
respondents the l11ClJoIlties (48.5%) replied that the n' ' . 

. 1ajOr objective was to fill the current trained 
man power reqlllrel11ent. Next to these res d 

pon ents, about 41.7% responded that the main 
intention was to fill both the current and the futu . 

. re reqUIrements. Only 9.8% respondents replay 
was for future tramed man - power requirement. 

When we go tlU'ough the responses given for item one most of th d . I d d ' e respon ent Ul1lt ea ers agree 

with the first option covering 34% out of total 60 in number Th t d ' h h d d . e res agree Wit t e secon an 

third options covering 5% and 38.3% respectively. Among directors and vice directors (52 in 

number) half of them agreed in third option. But the rest agreed in the first and second options 

covering 19% and 7% respectively. The other respondents were woreda education bureau team 

leaders. Among 20 team leaders, eleven of them (55%) agreed in the first option. Three of them 

(15%) and six of them (30.6%) agreed in the second and third options respectively. Unless there 

is an attempt to improve employee's performance on cUlTently held job or one related to it, it is 

unlikely to meet both the organizational and individual needs (Bernardin: 164). There fore, we 

can deduce form the responses that their major objective of training and development was filling 

the current trained man power requirement with out ignoring the future trained man power need 

of the organization . 

In the second item of Table 3 the respondents were asked whether the objectives were prepared 

clearly or not. They replied this item saying either "Yes", "No" or "Don't know". Accordingly a 

little more than half of the respondents (54.5%) confirmed that their organizations training and 

development objective were clearly prepared whereas covering nearly equivalent number of two 

9 . b 'd th t "No" and "Do not know" with the percentaoe groups of respondents each 2 111 num er sal a b 

of22% and 22.9% respectively . 

. Whatever the objective is desirable and attractive, it should be prepared clearly. Training 

. . d . that they could show employees feeling of mastery over 
objectives need to be prepare 111 a ,vay , 

. . t (G ham 1986: 182). If so, when we look at 
their work and of recogl1ltlOn by the managemen ra , 

. to conclude that the organizations training objectives 
our respondents response It was not easy 
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were clearly prepared since it is difficult t . 
o Ignore 51 o/r . 

" 0 lespondents who said "No" and "Do not Iwow . 

In addition to clear preparation ob' f 
, ~ec Ives should be attainable as . 

biective however it is prepared' I well. A given training 
o J 111 a c ear way unl '. . ' 

. . . . . ' ess It IS attall1able, it is like tooth- less lion 
The tlmd Item 111 Table 3 considered if th b' . . 

e 0 ~ectlves were attainabl . Thr . 
· "Y" "N" d "D e or not. ee optIons were 

given es , 0 an 0 not know" alternatives So . I . 

. . me respondents dldn t give answer for this 
item so that they were not Il1cluded in the c I I . 

a cu atlOn. Among the respondents who replied the 
item, 59.5%, 18.2% and 22.3% said that" Yes" "N" " 

. . ' 0 and Do not know" respectively. 
Directors and vice directors agreed that 92% of tl I' d" " . 

lem rep Ie yes whose total number IS 43 . 
Different form them, the majority of unit leaders (45o/c) I . . 

o , W lose number IS 27 replIed "Do not 
know." The same to directors and vice director 60o/c of th . d d . 

o e WOle a e ucatIon bureau team leaders 'I 

said "Yes the objectives are attainable." Under favourable circumstances, training objectives 

should indicate utilization of resources and motivation of trainees (Graham, 1986: 182). 

Therefore, though it was difficult to conclude confidentially, it was likely to say that the 

organizations objectives were fairly attainable. 

After being prepared clearly, the training and development objectives should be communicated 

and agreed by the trainee managers-after all , by all employees. The respondents were asked 

whether the objectives are communicated and agreed by the trainee managers or not in the fourth 

item in Table 3. Among 132 respondents, 57.6%, 20.5% and 22% replied "Yes," "No" and "Do 

not know" respectively. When we look at the detail responses of each group, 60%, 69.2% and 

46.6% of team leaders, directors and vice directors and unit leaders said "Yes" respectively. It is 

possible to see significant number of respondents, if we sum up replies of "No" and "Do not 

know" 53.3%, 30.7% and 40% out of total number of 60, 52 and 20 respectively of unit leaders, 

directors and vice directors and team leaders. 

The same question was presented for the seven woreda education bureau heads in the form of 

structured interview. The respondents agreement was inserted using the above mentioned five 

· I A d ' I tl s ondents nlean score was greater than the average mean taking 3 pomt sca e. ccor mg y, le re p 

d Th fiore the response of the woreda education burea heads and as an expecte average mean. ere , 

I h d . '1 't Hence we may conclude that the training and development t le above respondents a Slim an y. , 

· . . . d d geed by the trainee managers. objectives were fairly commul1lcate an a r 
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The above respondents were asked to re 1 I 
P Y w lether the trainee 

they agreed up on the objectives. This is sl' managers contributed any input if 
10Wn III Table 4 item 5 

27.3% and 22.3% said "Yes" , "No" and "D " . Among the respondents 50.4%, 
. 0 not know respective 1 . Wh . . 

responses, 36.6% of the Ul11t leaders, 65.8o/c f h . Y en we examme the detall 
o 0 t e dIrectors and vice d' 0 

I ders responded saying "Yes" th t h Irectors, 60 Yo of the team 
ea a s Owed there was i '. 

fi h fi I · nput contnbutlon of educational 
managers or t e ormu atIon of educational b' . 

o ~ectIves The rf' . . ' " . . pa IClpatIon of trainee managers by 
contnbut1l1g certam mput to the ob1ectives of t '. h 

J ra1I1mg as po 't' 'nf1 . Sl Ive I uence on the success of the 
training program. Accordmgly, the objectives should be b d . 

. ase on an analYSIS of needs which are 
aareed by the respectIve managers before training' . 't ' d 
o. IS 1111 late (Rao and Rao, 1979: 224). Based on 

the responses obtamed form the respondents it 
, was not easy to conclude that the trainee 

managers have strong input contribution for the objectives ft " . 
J 0 ra1l1111g s1l1ce nearly equal number 

of respondents gave negative reply. 

The other point considering the objectives of training alld develo t tl' f I pmen was .1e Issue 0 c ear 

measurement to be used to assess success. This is depicted under item six in Table 4. The 

respondents were asked to reply whether there were clear measurements used to assess success or 

not if their answer for item four is positive. Among the respondents, 46.5%, 29.8% and 23.7% 

replied "Yes", "No" and "Do not know" respectively. If we look at each group response 65% of 

team leaders, 64.7% of directors and vice directors and 30% of unit leaders replied positively. 

But 35% the first group, 35.2% of the second group and 25% the third group respondents replied 

negatively. Different from the other groups, 45% of the unit leaders have shown their ignorance 

by replying an option "Do not know." Using certain measurements of success provides useful 

information which can help in making sound decisions about the training activities (Torrington 

and Hall, 1995: 1992). From the reply of the respondents we may reach to the conclusion that the 

organizations had clear measurement used to assess success since most of the respondents replied 

positively for item 4 have responded positively also for item six. 

The last item shown in Table 4 was to ask the respondents the degree of freedom the staffs were 

given to take what ever action to meet the objective. It is obvious that as the training objectives 

ar . d d d b the tral'nee managers the whole staff of the organization should e commUlllcate an agree y , 

b fi k t· th t help put in to practice the intended objectives. The response e ree to ta e necessary ac IOns a 

for this item was divided in to five level of freedom: very high, high, moderate, low and very 
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loW. Accordingly, 9.8%, 31.1 %, 31 8~ 
. 0, 25% and 2 3()' of . d 

. / 0 lespon enl r d h' d f 

f
. edam of taking actions from . ' h' s rep Ie t elr egree o · 
re vel y Igh to ver low' . . Y lespeclively. Most of the respondents 

(31.8%) whose total number IS 42 relJlied tl " I . lat t lelr deg ' f fr . " lee 0 eedom to take necessary action 
was moderate. Next to these respondents 41 . , lespondents (' I 10/) l' d . . , J . /0 rep Ie that their organizatIOns 
let them freely that they can take what eve . ' . . . . r actIOn which IS necessary to meet the objectives 
intended I11ltJally. Generally, this can be taken as tl ' . , le conclUSIOn statement for the Issue raised 

using this item. 

. 3.2.3 Training Methods and Types Applied 

Either of the two main categories of trainino methods I' e on tl . b d ff I . b .. 0 ' , . . le JO an 0 - t le - JO traI11l11g 

can be employed based on the degree of freedom the methods provide to the learners (Bernardin, 

2003: 173-175 , Cole 1997: 319). Based on the nature ofa given organization it has to select an 

appropriate training method to build the capacity of its employees including the management 

development. 

3.2.3.1 Conduction of Orientation or Induction 

In most organizations particularly in education bureaus and schools, the induction or orientation 

of new employees seems to be given less emphasis; however, it is simple but has much 

importance. To retain and maximize the human resources who were so carefully selected, 

organizations must pay careful attention to socializing them (Gomez - Majia, Balkin and Cardy, 

2003 : 165). 

In Table 5 four items were included to be replied by the same group of respondents using the 

aforementioned rating scale. The responses were analyzed and interpreted based on the mean 

scores and obtained P-values of one- way ANOV A test of the mean scores. 
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Table 5" Response on Conduction of Ind 
~ T uctlon 0," Orientatl"on 

lteOl cam leaders (N - 20) 

dueted for new 
1 con 

5 

3 

4 

9 

Directors and' . 
n VIce dIrectors 
\N 52) , Response rate* 

Response rate 
3 2 I X -** 5 

2 4 3 x 

4 4 3 .6 4 26 17 3 2 3.5 

Unit Leaders (N 

Response rate 

5 4 3 2 

9 17 26 5 3 

60) 

x 

3.3 

p­
vallie 

0.742 [
~on 

recruit~d managers 

v ~~diclc~al~~---r~-r~~~~--t--1---l---t--1---t---~-t---+--~--1---l--1---l---l----J 
discussions held 5 6 7 2 

about orientation as 
2 

a training method 

...- ~pportive and 

3 willing you are to 

orient new comers. 

i--+-rsuring orientation 

4 each department 

takes part 

7 9 4 

12 3 4 

3.7 5 21 17 9 3.3 9 15 18 15 3 

4.1 17 26 9 4 . 1 16 21 15 5 2 

3.5 11 26 11 4 3.8 7 14 24 15 

* Response rale: 5 =Stronglyagree; 4 = AgI'ee; 3 Fairl), a(Tree,' 2 = Dz'sao-/'ee,' o· o· 1 = Strongly disagree 

** Meal1 values (x) are computed form the number of respondents ;n each cel/. 

o P-value- calclilated one - way ANOVA test result. 

3.2 0.147 

3.7 0.020 

3.2 0.014 

In Table 5, item 1 enquired the respondent educational managers whether induction or orientation 

programs were conducted for new recruited educational managers or not. All the respondents 

agreed that their mean scores were 3.6, 3.5 and 3.3 of the team leaders, directors and vice 

directors and the unit leaders respectively without significant statistical difference at (J. =0.05 by 

ANOV A one-way test. Therefore, it was likely to say that in the concerned educational 

organizations an induction program was held for new recruited managers. 

In the third item under Table 5, an attempt was made to examine whether the employees mainly 

the concerned educational managers were supportive and willing to orient new comers or not. If 

one is supportive and willing to develop each other in the work place, it is possible to orient and 

be familiar with the co-workers and the organization as a whole. Regarding this item all the 

respondents strongly agreed that their mean scores were 4.1, 4.1 and 3.6 respectively of team 

leaders, directors and vice directors and the unit leaders. However, there is significant statistical 
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difference among the mean Scores at a level == . 
. 0.05 which showed '. . 

spondent groups, particularly the unit I d ' OPinion difference among the 
re ea ers. WIth out' . . 

. Ignonng thiS d'fe 
their mean scores It may be concluded that th. I !erence, but based on 

e respectIve educaf 
orient new comers. lonai managers were willing to 

The other major item of Table 5 is the:fi rth' 
ou Item that enquired if 

organization took part during orientation p each department of the 
. j rograms. Though the response rates were less than the 

prevIOUS ones, t ley were above the average e t d 
. xpec e mean that they showed agreement of the 

respondents to the Item. All the respondents a reed h . 
. . g t at their mean scores were 3.5, 3.8 and 3.2 

respectively of team leaders, directors and vice d' t 
. . Irec ors and the unit leaders. The applied one-

way ANOVA test showed there IS significant statistical d'f'c 
I !erence among the mean scores at a 

level == 0.05 . Even though there is statistical signifi t d'f'C 
lcan I !erent among the mean scores which I. 

was likely caused by less agreement of the unit leaders 't 'bl 
, I was POSSI e to infer that during 

orientation each department had fair participation in the or' t t' len a Ion programs. 

3.2.3.2 Focus of Orientation 

Orientation is one of the most important training opportunity that occurs when employees start 

with the firm. It is the process of informing new employees about what is expected of them in the 

job and helping them cope with the stresses of transition. Oreintation can be taken as a short-

term program that informs the employees about their new position and the organization (Gomez 

Nejia, Balkin and Cardy, 2003: 205). 

An attempt was made to investigate what has been the focus during orientation programs and if 

no orientation was conducted so far what was the reason. The responses were discussed using 

percentage which is calculated form the respondents number with in the concerned item. 

Regarding focus of orientation, the respondents were given four options (no orientation, 

introducing to peers and co- workers, organization's mission, culture and rules and introducing 

jobs) to use as alternative responses. 

Accordingly, respondents showed their response regarding the focus of orientation that majority 

of them (32.5%) said the focus of orientation was introducing organizations mission, culture and 

rules. Next to this, 31.7% the respondents replied that their organizations orientation program 

Co d . d' h ers to peers and coworkers. The next to the last option 
11 elise on mtra ucmg t e new com 
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among the four options was introducing jobs to the new comers which covered 21.4% of the total 

respondents. Least number of respondents (15%) said that no orientation has been conducted in 

their organization. In fact, Some respondents chose more than one alternative response. Those 

who replied "no orientation" were asked to give reason. Most of them (54.1 %) replied that the 

neW , . comers were expected to orient them selves. Next to this 51 4% of this item respondents 

said that no attention was given for orienting new recruited managers. The least percentage 
g

st was 21 % which showed that the reason for "no orientation" was its time consumption. am on 

These respondents seem to be aware of the use of orientation but ignored it because of its time 

consumption. 

3.2.3.3 Training Received Pre-and-Post-Position 

I ~ollowing sub-section an assessment of the concerned educational managers' professional In t 1e l' 

trmnJI1g , .' par"tl'cipation the technique and method of training applied and the relevance of the 

.. a received is presented and analyzed . tramll10 
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Table 6. Views 011 Traininr'R . 
I:> ecelvet! 

---No Hem Team Leaders 
.Dil·ectors and (N 20) Unit 

VIce directors (N 
Total 

leaders (N 132) 

e-
I Whether or not training is received 

N2 0/0 
52) (N 60) 

N2 

1.1 Before being assigned. 
0/0 N2 0/0 N2 % 

A. Yes 3 15 17 
B. No 

32.6 14 23 .3 34 25.8 
17 85 35 

1.2 After being assigned 
67.3 46 76.6 98 74.2 

A. Yes 14 82.35 28 
B. No 

80.0 25 41.6 67 58.8 
~ 
,) 17.6 7 20.0 35 58.3 47 41.2 

2 Types of received training 

2.1 On the Job " 

A. Action learning 17 60.71 24 52. 1 24 44 65 50.8 
B. Distance education 9 32.10 13 28.3 13 24.0 35 27.3 

C. Other methods 2 7.1 9 19.6 17 31.48 28 21.9 

2.2 Off the job 

A. Lectures 6 20 14 25.9 1 1 16.9 31 20.8 

B. Seminars 10 33.3 20 37.1 16 24.6 46 30.9 

C. workshops 14 46.6 20 37.1 38 38.5 72 48.3 

3 Training after being assigned is 
relevant 

A. Yes 8 57.1 41 83.6 16 64 65 73.5 

B.No 6 42.85 8 16.3 9 36 23 26.1 

4 Aspect of training received after 

assignment 
A. Human resource management 6 35.2 16 36.3 5 27.7 27 34.2 

B. Material and financial management 5 29.4 7 15.9 3 16.66 15 18.9 

C. Both A and B 6 35 .28 21 47 .82 10 55.5 37 46.8 

5 Why was the training irrelevant? If 
"N "f:' I o or Item t lree 

A. More of political 1 16.6 8 47 .1 7 77.7 16 50 

B. No concern of education 3 50.00 7 41.1 - - 10 31.3 

C. Impractical 2 
~~ ~ 2 11.8 2 22.2 6 18 .8 ~ 
,),).,) 

* Due 10 mU/liple response Ihe response number exceeded 10 lolal number 
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[ Table 6 five items were included . I . 
n Wit 1 PossIble "Y " 

I tl fi t . es Or "N" d 
sponded. n le Irs Item the res d .. 0 an other options to be 

re pon ents were k 
. ... . I . . as ed to re I h 

rofessIOnal tIalJ1lJ1g Ie ated to thell' current . . P Y wether they received 
P POSItion before Or ft 
respondents nearly three - fourth of them (7 0 • a er they are assigned. Among the 

. . . . 4.2Yo) replied that tl " . 

P
rofessIOnal tralJ11l1g before they are assigned' ley dldn t receIve related 

to their current . . . 
that if they didn't receive training before tl . POSItion. With the understanding 

. ley are assigned to their c . . . 
get training after assIgnment, they were asked to re I . . uuent pOSItIOn, they had to 

p y 111 Item 1.2 whethe' th . . . 
fier their current position or not Am h I ey received trall1l11g 

a . ong t e respondents 58 80/ 
. " " . / 0 of them replied "Yes" and 

41.2% of them smd No . When we see in detail their r 
. 1 . . esponse, 82.3% the team leaders and 80% 

the directors and vice dIrectors received training after th . . 
. ey Occupied their current position. 

Opposite to these respondents most of the unit leaders (58 30 '"'' . 
. . Yo) said No that they didn't receive 

training after they are bell1g a unit leader. 

One of the major items included under Table 6 were it 2 h' I . . em w IC 1 enqll1red the respondents the 

training they receIved was either off-or on the job training I't 2 1 h . n I em . t ey were asked to reply 

what type of on-the job training they received. Among the respondents 50.8%,27.3% and 21.9% 

replied that they attended action learning distance educatl'on and othe th d . I , r me 0 s respectIve y. 

From their response we can see that the majority of each of the respondent groups received or 

attended action learning which is learning by doing or learning by trail and error. 

In item 2.2 of Table 6, the respondents were asked to show what type of off- the - job training did 

they receive. Regarding this, 48.3%, 30.9% and 20.8% of the respondents replied that they 

attended workshops, seminars and lectures respectively. 

The most successful attempts at management development are likely to be those relaying on an . 

appropriate mix of on - the - job experiences and off - the - job course offered to meet individual 

requirement (Gomez Mejia, Balkin and Cardy, 200 I: 274) in addition to relying 011 an internal 

training to their managers when they aim at a particular managerial development (Davor, 1976: 

129). When we examine our respondents reply regarding the types of training they received it 

seems they participated in both on- the- job and off-the-job training methods. What ever method 

is chosen, it should aim at providing the learner manager skill training, Knowledge acquisition 

which makes him! her think critically of his / her job (Grahrn, 1986: 204-206). 
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Those who received training after assignment 
were asked t'o . I h h . . . . I ep y w et er the tramlng they received was lelevant or not under Item three "Yes" " " . 

'" " . or No Options were given and 73.9% of the respondents said Yes that the training the . 
. Y received was relevant. Minor number of the 

espondents (26.1 %) said 'No" that the training they . d 
r receive was not relevant to their job. When 
we examine each group of respondents reply relatively tl t . . . . . 

1e raining receIved by dIrectors and vIce 
d· ectors was relevant to their job. To sum u . th . 

Ir p, In e respective organization the training after 
'gnment were relatively relevant to the t' , . . 

aSSI ralnee s current POSItIon. This conclusion and the 
response were more strengthened by the response gal' ned b tr t d' . fi d 

Y s uc ure mtervlew rom wore a 
education bureau heads. In their interview reply, they said that even though they didn't attend 

professional courses before being assigned, the training they received after they had started their 

current job was relevant (see Appendix A). 

In contrast to the above respondents, those who said the courses they received were not relevant 

were asked to give reason (s) under item five . Options were given to reply such as "More of 

political," "No concern of education" and "Impractical". Half (50%) of the concerned 

respondents replied that the training they received was irrelevant that it is more of political. The 

others 31.3% and 18 .8% respectively said that it was of no concern of education and impractical. 

3.2.3.4 An Assessment of the Learning Behavior of Educational Managers in the 

Work Place 

In management development ,programs, one of the methods of training is using every day events 

as developmental opportunities (Honey 1994: 10-11). This is because employees spend ninety 

percent of their work time at their work place that work based learning has much more to offer 

S b h 2002 ' 155) Accordingly, in Table 7 the than any course ever can (Newell and car oroug , . . 

h . I . g behavior in the work place. respondents were requested to rate t elr earmn 
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Table 7. Behaviour Develope I 
{, as a Result Of T. . _ . rat' 

/' 
Itern ream leaders (N _ 20) . . mng 

Directors and' . 

NO Response rate* 
(t Vice directors Unit Leaders (N N - 52) , 60) p- I 

I 5 4 3 
Response ra te value 

2 1 X -** 5 Response rate 4 3 2 
~questions 7 4 9 I 

r-r 
- 4.0 

x 5 4 3 2 , - 19 18 I x 
14 1 

suggesting ideas 9 8 3 - 4.0 28 14 
f-[ - - 4.3 17 

15 2 I 4.1 .708 21 10 I 
EXPloring options 10 5 2 

2 2 3.9 18 23 
I-;- I I 4.0 13 20 

15 2 2 3.8 .245 
J 

~grisks 
15 4 - 3.8 

'4 
5 7 6 1 1 

IS 12 21 9 3 3.4 .087 3.7 13 IS 15 6 3 3.5 
-;-~openand 5 10 5 II 19 16 12 2 3.4 .586 - - 4 
) 

15 23 6 4 4 3.7 23 
transparent 

18 13 6 - 3.9 0.601 

~ i-Converting mistakes 5 12 - 3 3.9 - 19 22 8 2 I 4.0 
in to learning 

19 24 12 3 2 3.9 .674 

~ ~eflecting and 4 10 3 2 1 4.0 13 21 14 4 - 3.8 II 27 15 5 2 3.6 .673 
reviewing 

8 Taking 10 5 4 I - 4.2 18 23 8 
responsibility 

2 I 4.0 23 25 8 2 2 4.0 .848 
I Admitting 5 8 4 2 9 1 3.7 14 19 11 4 4 

inadequacies and 
3.6 22 19 11 4 4 3.85 .711 

mistakes 

• Rating scale; 5 - strongly Agree; 4= Agree; 3= Fairly Agree; 2 = Disagree; I = Strongly disagree 

.. X (m ean) is calculated Jorm the respondents number oj each gro up. 

• p- vallie - calculated one - way ANO VA tasted values oj the means in each cell. 

Under Table 7 nine items were included that ask the respondents to rate their own learning 

behavior in the work place. The mean scores were calculated for each item for each group of 

respondents and later using one -way ANOV A test, the means were tested whether there is 

significant statistical difference or not among them. 

In the first item the respondents were requested to rate their learning behavior whether they learn 

or not by asking questions in the work place. As depicted in the table, their mean scores were 

above the expected mean score, i.e. 4, 4 and 4.1 respectively of team leaders, directors and vice-

directors and unit leaders. The one- way ANOV A test showed that there is no statistically 
, 

significant difference at a level = 0.05 among the means. Therefore, it was possible to deduce 

that all the educational managers were good at asking questions so that they can learn in the 
.". 

workplace. 
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The second item enquired how the respo d 
n ents were good at su .. 

work place. The respondents agreed that their ggestmg Ideas so as to learn in the 
mean Scores were 4 3 3 9 d am leaders, directors and vice-direct d. . ,. an 3.8 respectively of 

Ie ors an umt leader h . 
difference at a. = 0.05. s S owmg no statistical significant 

Tile other point of investigation included as an item fiv d . . e un er Table 7 was asking the 
respondents theIr learmng behavior in the work lace . 

. p by bemg open and transparent. If some 
body IS open for some lessons, he/she is likely to add . 

some more expenence. Accordingly, the 
respondents agreed that they were good at in dong so Th . 

. . elr mean scares were above the expected 
mean score 3, I.e. 4, 3.7 and 3.9 showing no statistical d·f~ .. 

I lerence slgmficantly at a. level = 0.05. 

The other learning method in the work place can be convert· . k· . mg mlsta es m to learn mg. As 

depicted in Table 7 item six, the respondents mean scores were 3 9 40 d 3 9 . I f ., . an . respective y 0 

the three groups showed that they learn through converting mistake . t I . B . s m 0 earnmg. y usmg one-

way ANOVA test the obtained P-value showed that there is no significant statistical difference 

among the mean scores at a. level =0.05 which may lead us to conclude that the concerned 

educational managers learn by converting mistakes in to learning. 

In addition to the above training methods in the work place, taking responsibility can be a 

courageous way of learning by doing. Accordingly, the mean scores of the respondents for item 8 

showed that they were good at doing so as well. Their mean scores were 4.2, 4.0 and 4.0 

respectively of the team leaders, directors and vice directors and the team leaders with out no 

significant statistical difference among the mean scores at a level =0.05. 

The last major item included in Table 7 considered how brave the respondents were courageous 

enough in admitting inadequacies and mistakes. The respondents agreed that they admit 

inadequacies and mistakes. Their mean scores were 3.7, 3.6 and 3.85 showing no statistical 

significant difference among them at a. level = 0.05. Therefore we may conclude that the 

respective managers were good at admitting inadequacies and mistakes so as to leam from them 

in their work place. 
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3.2.4 Periodical Assessment of Training Needs and Training Results 

Y organization in its commitment to training and development it is natural that there is Ever , 

ctation of achievement that possibly caused by training If it is so the available resources ~~ . , 

should be committed based on needs analysis (Bemardin, 2003 : 187). It is the training needs 
In

ent that provides paramount information to determine who needs training, what kind of assess 

.. g and where the training should be held (Harris and Desimone 1994: 380). traiI1iI1 , , 

Table 8. Response 011 Periodical Assessment of Training Needs and Results 

Team leaders (N 20) Directors and vice directors, I Unit Leadcrs (N 60) 
Itcm 

J.N = 52) 
Re~onse rate' 

Re~onse rate Response rate 4 3 2 1 X -** 5 4 3 2 I x 5 4 3 2 I x 

5 

~ment of training 

needs 
3 9 5 - 2 I 

" " 0: ,.. 
, 

c... 

~Periodical trai ning 
I. need assessment 

3.5 8 22 12 16 4 3.4 18 13 12 IS 2 3.5 0.958 

10 22 15 4 I 3.6 II IS 18 14 2 3.3 O.IOS 
r-: ., 2 10 I 4 3 3.2 I 2 Trammg 

. opportunity bases 
need assessment 

3.2 0.048 3.6 12 14 16 14 4 3.6 9 24 16 3 -~ 3 Discussion between 6 4 7 3 -
. the boss and the sub 

ordinate to indicate 
the need 

5 3.2 0.004 16 18 12 3.9 9 23 16 4 - 3.7 9 '1.4 Usual discussion to 2 14 4 - -

2 

3 

4 

assess training needs 
~ departments 

15. Need assessment is I 6 10 3 - 3.2 7 19 17 9 - 3.4 6 18 20 12 
left to be taken by 
department head or 
team leader 

Assessment of training 
results 

2. I Clear measurement I 7 10 2 - 3.3 2 2 .~ 15 6 - 3.5 8 16 20 12 

of results of 
training 

2.2 Performance - 9 10 I - 3.4 10 22 12 8 - 3.6 16 9 24 7 

appraisal best 
indicator of 

21 II 3.6 5 22 
trainil1g_ results 

23 IS 5 -2.5 9 9 8 2 -Conflicts arise form I 

10 3.0 II 12 22 
assessmentget solution 

15 16 9 7 3.5 5 2 10 5 3 -Trainee managers 
produce pre- and post 
traini~ reports 

ree 2 4- Ag"ee' 3- Fal/lyAg . - . I Agree; - , • Ratll7g scale; 5 - stl ong Y . h group. 
Disagree; I Strongly disagree 

dents number 111 eac II 
• Mean (X) calculatedfrom the respon ,rthe mean scores in each ce . 

AND VA tested vallies OJ • p- value - calclllated one - way 
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In Table 8 nl11e items were included 
. . which help investi ate . . 

needs and trallll11g results . After caIculatin g, penodlcal assessment of training 
g the mean SCores of e h 

the mean scores were tested using 0 ac group from their numbers, 
. ne-way ANOV A to dete . .. . 

significant dIfference among them at I _ ct whether there IS statIstIcally 
a eve I - 0.05. Using such a f d.ffi .. 

major items were analyzed and interpreted. way 0 I ·erentlatlon the 

As depicted in the Table, except the mea . 
n SCores of Item 1 3 d · 

. h· . . . an Item lA, among the means of 
other Items t ere IS no slgl1lficant statistical d·ffi . 

. I elence at a level = 0.05 . In item 1.1 the 
respondents were enqUlred to reply whethe th 

. .. . _ . r ere was regular and periodical training need 
assessment 111 theIr respectIve organIzations From th . 

. elr mean scores we can see that they agreed 
up on the point. Their mean scores were 3 5 3 4 d 3 . 

. , . an .5 respectIvely of the team leaders 
directors and vice- directors and the unit leaders Th I· d ' 

. e app Ie one- way ANOV A test showed that 
there is no significant statistical difference among the mean t I I - 0 s a a eve - .05. Therefore, we can 
infer that there had been regular and periodical training need assessment. 

Using item 1.3 the respondents were enquired whether there was discussion between the boss and 

the subordinate to indicate training need or not. The mean scores of this item were: 3.6, 3.7 and 

3.2 respectively of the three groups of respondents. They were greater than the expected mean 

score which likely showed their agreement. The applied statistical test among the means 

indicated that there is significant statistical difference at a level = 0.05 which showed in 

agreement difference - speCially the less agreement of the unit leaders . However, there is 

difference, based on their mean scores we may conclude that there had been discussions between 

the boss and the subordinate to indicate the training need. 

In item 1.4 the respondents were asked to reply whether usual discussions among departments 

were held to asses training needs or not. In their reply for this item the mean scores of team 

leaders directors and vice-directors and unit leaders were respectively 3.9, 3.7 and 3.2. The mean , 

scores seem to show that the respondents positive agreement since they were greater than the 

a Th h they seem so the applied one- way ANOVA test showed that there verage mean score. oug , 

. ··fi . . I d·f~ ong tile mean scores at a level - 0.05. Therefore we may 
IS Slgl1l Icant statistIca I !erence am 

I d h h
·t I d the other groups of respondents agreed on the presence of cone u e t at except t e um ea ers, 

sufficient discussion by departments to assess training needs. 
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WI ether the need assessment was left to be t k b 
1 a en y department head or t I 

'd ed by using item 1.5 of Tabl 8 N eam eader or not was 
conSI er e . eed assessment . 

. . . . IS a process of collecting data that 
II Ws an orgal1IZatlOn IdentIfy and compare l' tS a t I I 

a 0 c ua evel w'th't d . 
. . " . lIS eSlred level of performance 

(Bernardm, 2003. 168). ThIs ImplIes that it is the res on 'b' . . 
. P Sl IlIty of all of the employees In the 

rganizatlOn. When we look at the mean Scores of each 
o . group of respondents, i.e. 3.2, 3.4 and 3.1 
espectively of the above mentIOned respondents the 

r . ' . ' yare greater than the average mean score 
(3) and there IS no slgl1lficant statistical difference at a level = 0 05 Th 

. . ere fore, we may conclude 
that in the respective organizations the training need assessment has been left to be taken by 

department heads or team leaders. 

The next item (item 2.1) considered the presence of clear measurement of results of training. The 

mean scores of the respondents respectively of the team leaders, directors and vice -directors and 

the unit leaders were 3.3, 3.5 and 3.2 showing no significant statistical difference at a level = 

0.05 that the organizations have fairly clear measurement of results of training. 

The other major point of consideration was the one included as item 4 under Table 8. It enquired 

whether the trainee managers were encouraged to produce pre- and post- training reports or not. 

The respondents agreed that their mean scores were 3.5, 3.0 3.2 respectively of team leaders, 

directors and vice-directors and the unit leaders which are greater than the average mean showing 

no significant statistical difference amongst at a = 0.05 computed by one-way ANOV A test. 

Therefore, we may conclude that trainee managers in the respective organizations were 

encouraged to produce pre -and post training reports. 

3.2.4.1 Methods Used to Assess Training Needs and Results 

In Table 9 it was tried to examine what methods were applied to assess training needs and 

training results. 
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Table 9. R espol'Ise 01'1 the Mell t 
..--- 10(. S Used to A . 

ssess Traillil1f; Needs and Results. Team leauers . 
Item NQ (N 20) O!rectors and Unit Leaders Vice directors 

(N = 60) 
Total 

I 

e-

2 

3 

I--. (N - 52) (N 
No ·1. No 

Methods applied to assess trainino % No °/. 
needs 0 

No 

I. I An analysis that tra ining need 
assessment follows 

A. Job analysis 14 
B. Person analysis 

51.8 40 59.7 3 39 II.! 14 20.8 
56.5 93* 

C. organizational analysis 10 
14 20.2 3 I 

37.0 23 34.3 
1.2 Frequency of training needs 

16 23 .1 49 

assessment in the work place 

A. Very often 7 35 7 13.4 
B. Rarely 

7 11.6 21 
4 20 16 

C. Never 
30.7 21 35.0 2 10 -

41 

D. Report dependant 
- 8 13 .3 

7 35 
10 

29 55.7 24 40.0 60 

Frequency of training result 
assessment in the work place 

A. Very often 6 30 6 11.5 7 11.6 19 
B. Rarely 3 15 22 42.3 26 43 .3 51 
C. Never 2 10 2 3.8 10 16.6 14 
D. Report dependent 9 45 22 42.3 17 28.3 48 

Method appl ied to assess needs 
and results of training 

A. questionnaire 
4 18 12 15.3 I I 14.8 27* ' 

B. Interview 
I 4.5 18 23.0 12 16.2 3 I 

C. Observation 
16 72.7 40 51.2 33 44.5 89 

D. Test 1 4.5 8 10.2 18 24.3 27 

• Multiple I esponse caused to exceed the response number greater than the actual number o/respondents. 

** Same reason. . 

(32) 

·1. 

53.8 
17.9 

28 .3 

15 .9 

3 I. I 
7.5 
45 .5 

14.4 

38.6 
10.6 
36.3 

15.5 

17.8 

5 I. I 

15.5 

Under Table 9 three items were included, the first one regarding need assessment and the second 

two items regarding result assessment. In item 1.1 an attempt was made to enquire the 

respondents to reply what type of analysis method was applied in the training need assessment. 

Three major options were given; job analysis, person analysis and organizational analysis. 

Accordingly, 53.8%, 17.9% and 28.3% of the respondents showed their response that the analysis 

llsed in their organization was job analysis, person analysis and organizational analysis 
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pectively. The great Proportion of tl 
res le respondents 51 8'Y< f 
d'rectors and vice-directors and 56.5'Y< f .' 0 0 the team leaders, 59.7% of the 
I 0 0 the UnIt lead 

organization applied job analysis. Next to 'ob . ' ers responded that their respective 
J analysIs was Or . . 

aining need assessment followed. They . ganlzatlonal analysis that the 
tr agreed to thIs type of anla ' 0 

respectively of team leaders, directors and vice -d' YSIS 37Yo, 34.2% and 28.3% 
Irectors and the unit leaders. 

In fact all of these methods of analysis are important to dec'd " 
. h' b b · I e trall1ll1g need. Task analysis 

exam1l1es t e JO to e performed, I.e. identifies trai . ' . 
. . nll1g seek1l1g Job, person analysis hel s 

determtne whIch employees need training and '. p 
. . orgal1!zatlOnal analysis examines the organizations 

culture, mISSIOn, goals and structure (Gomez- Ma" b lk ' 
. . Jla, a 111 and Cardy, 2001: 264). Though they 

seem equally Important, a gIven organization can de d' . h 
pen 111 elt er of the three or in all of them 

based on its current and future trained man power . 
reqUIrement and the performance level of its 

employees. Therefore, the respondents reply in greater port' . b . 
r po Ion to JO analysIs was acceptable. 

Under Table 9, in item 1.2 the above respondents k d were as e to reply how frequently training 

need assessment was conducted in the work place. Four options were given to be used as possible 

replies. They were very often, rarely, never and report dependant. The majority of the 

respondents (45.5%) replied that the need assessment was mostly depends on reports. Next to 

report dependant, 31.1 % respondents said that it was rarely that the training need assessment was 

done in the work place. Nearly one fourth of them (15.9%) said "very often" and some 7.5% 

respondents said no training needs assessment held in the work place. 

It is training need analysis that helps collect data which allows an organization to identify and 

compare its actual level with its desired level of performance (Cole, 1997: 279). Senior managers 

should not be feed with only positive information if it is supposed not to miss the learning 

opportunities (Thomson and Mabey, 1994: 37-38). When we look at our respondents reply, the 

training need assessment in the work place was rare that it rather depended on reports. To be 

dependant on reports is risky because senior managers may be fed with only positive information 

or there may not be adequate bottom- up message or two way communication. Therefore, it was 

possible to sum up that in the respective organization training needs assessment was not concrete 

and dependable. 
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Using the same pattern of questioning, the respondents 

. . . were asked to respond the frequency of training result assessment III the work place As de . ' . 
. " .. " . Plcted In Item two most of the respondents 

("86%) satd lately and next to them 63 3o/r d . 
J . . 0 respon ents said the training result assessment 

depended on reports. Those who said "very often" C' 

were lew that they cover 14.4% of the total 
Pondents. Opposite to these 10.6% responde t 'ct h . . 

res n s sal t ere was no trall1l11g result assessment in 
the work place. More or less the respondents agreement distribution to the above two items had 

close similarity. Therefore, it was possible to say the organizations training need and result 
assessment in the work place was weak. 

The third and the last item included under Table 9 enquired what method (s) was (were) applied 

to assess needs and results of training. Among the four options, many of the respondents (51.1 %) 

replied that observation has been used to assess training needs and result. But nearly similar 

percentage of respondents 15.5%, 17.8% and 15 .5% replied the methods used were questionnaire, 

interview and tests respectively. Though the most commonly used method of evaluating training 

is questioID1aire, interviews, observations, aptitude tests, material and record analysis can be 

applied (Martin and Jackson, 2000: 92). Accordingly, the organizations' application of 

observation as a method of assessing needs and results of training was acceptable. 

3.2.5 Problems Encountered Regarding Training and Development Activities 

In this sub-section of the chapter an attempt was made to investigate problems regarding training 

and development programs such as designing and implementing the program. 
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"'able 10. Views 011 Problems E 
J I "COuntered R 

prOf{rams egarding Training and development ,--
Item Team 

Directors and leaders Unit Total 
IN == 20) 

vice directors Leaders 
(N == 52) (N 132) 

!.Problems were.faced regarding the 
No % No _(N - 60) 

% No % No designing and Implementing training 0/0 

programs 
:..-- A. yes 13 65 - 8. No 32 61.5 36 4 20 60 81 61.4 
I-- C. Do not know 10 19.2 

3 15 8 13.3 22 16.7 10 19.2 '2. If "yes" what were the problems? 16 26.6 29 21.9 
f- A. Lack of budget 11 37.93 26 ....... 8. Inconsistent identification of 44.8 19 29.6 

10 34.45 
56 37.1 

training needs 12 20.6 18 28.1 40 26.5 
C. Non transparent and 7 24.15 17 unaccountable selection 29.3 21 32.8 45 29.8 
D. Inadequate and unfit number of 1 3.44 3 5.1 managers selection for training 6 9.3 10 6.6 

• The, esponse exceeded the actual resnondents due to It ' I 
l' mu Ip e response 

In Table 10 it was attempted to investigate the constraints of t . . d d I rammg an eve opment programs 

of the respective organizations. In the first item the respondents were asked to reply using "Yes", 

"No" or "Do not know" options regarding problems encountered during designing and 

implementing training programs. Accordingly, 61.4%, 16.7% and 21.9% of the respondents 

replied "Yes", "No" and 'Do not know" respectively. When we look at their detail response the 

majority of the respondents, i.e. 65% of team leaders, 61.5% of directors and vice directors and 

60% of the unit leaders responded that there were problems regarding training and development 

programs. 

Those who replied "yes" for the first item were asked further to reply what the problems were. As 

it is revealed in Table 10 item two, options were given (A-D) and many of the respondents 

(37.1 %) replied that the problem was lack of budget. Next to lack of budget, 29.8% respondents 

replied that there was non transparent and unaccountable selection method of trainees. The third 

problem, confirmed by 26.5% of the respondents was inconsistent identification of training needs 

and the other problem confirmed by 6.6% respondents was inadequate and unfit managers 

selection for training. The same item was presented to woreda education bureau heads during the 

' . . b h d 40% (See Appendix A) confirmed that 
intervIew seSSIOn. Most of the respondent ureau ea s 0 
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I major problem was lack of bUdget next to . . 
[le I11conSlstent need assess . . 

. rs to be tTained which covered 20o/c f ment and selectIOn of unfit 
manage . 0 0 the respondent bureau h d 

ea s. 

3 2.6 Solutions Sought to Alleviate the EllCOunt d P 
. ere roblems 

All the respondents were asked to reply what measure h . 
s ave been taken so far to allevIate the 

Problems regarding capacity building programs An 0 d . 
. pen en ed questIOn was used with certain 

Iternatives such as "no measure was taken" "cert' 
a , am measures were taken "and "solution 
seeking is beyond the ability of the bureau" for wo ed d . . 

I' a e ucatlon bureau heads dUrIng the 
J'nterview session. Some of them said that no measure 11ad bee t k c: d f h 

n a en so 1ar an some 0 t em 
replied that certain measures had been taken and solution seek ' . b d I b'I' f I 

bureau. 
ll1g IS eyon t 1e a I lty 0 t 1e 

The other group of respondents, i.e. W oreda eduction bureau team leaders, directors and vice­

directors and unit leaders replied for the same open ended question. Their reply was organized 

according to theme similarities. Accordingly, employees were encouraged to receive higher 

education privately using methods like distance education. In addition, certain educational 

institutions such as Jimma teachers' college and Jima University were inquired to offer short term 

training. Regarding the budget shortage, they replied that it was tried to transfer budgets from 

other headings to training activity and it was attempted to allocate additional budget for training 

purpose. However some of the respondents replied in such a way, majority of them replied that 

the goverrunent was supposed to seek solution and the common practice was reporting the 

problems to the higher authority to seek solution. 
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CI-IAPTER FOUR 

4. SUMMARY, CONCLUSION AND RECO 
1 MMENDATION 

4.1 Summary 

One of the major factors that contribute to the r bl . 
. . .. POem of lI1adequate and unsatisfactory 

ofessional trammg which IS unable to provide up _ to _ d t d . . . .. 
pr a e an competent service IS the lImited 

s to and participation in formal and no [, I .. 
acces n onna contlI1ulI1g professional development. 
Capacity building through training and development nowadays ·s I d h d 

. I more va ue t an pay an 
perks. That is why people would stay with a Company that invented time and energy in their 

development rather than move to more paying one. The success of the organizations greatly 

dependant on the competence and commitment of the employees and the management which can 

be achieved through capacity building. In addition to the over- all capacity building of all 

employees many organizations emphasize training and development programs for mangers 

because firm's future lies primarily in the hands of its management. Management development 

should be perceived critically that it is important for distributing responsibilities and hence help 

build leadership capacity. 

Therefore, the purpose of this study was mainly to investigate, assess and analyze some of the 

problems and practice of the capacity building programs for educational managers of certain 

woredas in Jimma Zone. 

To achieve these purposes the following leading questions were formulated . 

I. What are the major selection criterias to offer training and development for educational 

managers including the participation of the trainees them selves? 

b· . ? 2. Do the educational organizations have clear training 0 ~ectlves. 

3. What methods and types of training applied? 

. . and needs of training to ascertain 4. Is there any periodical assessment of result of tralI1mg I I ? 

. f he or anizational and individua goa s. its contribution for the attainment 0 t g . . 

organizations regarding the trammg and 5. What are the major problems faced by the 

development activities? 

6. What solutions sought to alleviate the problems? 
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Based on these objectives data were ' II 
co ectecJ fro 

, III seven woreda d . 
fifteen woredas. [he seven sample Woredas We . e UcatlOnal managers among 

. ' . re selected using no b ' . 
on their geographical locatIOn taking the zonal ca . n pro abilIty sampling based 

. pltal as a center Acc d' . . 
study were woreda educatlOn bureau head . Or Ingly, the subject of this 

. . s, woreda education bur . 
vice - directors and umt leaders of el eau terlll leaders, directors, 

ementary second a 
institutions found in the selected Woreda . I ' ry, preparatory schools and TVET 

capita s. The subjects wer . . 
sampling. Totally they were 139 in number. e included uSing availability 

Data were gathered using both questionnaire and 
. . '. l11terview. Questionnaire consisted of close 

ended Items with sufficient optIOns and ceria' 't 
111 I ems to be res d db ' ' . . pon e y ratll1g scales were 

distnbuted for the sample educatlOnal managers exce fi· I . 
. . pt 01 t le woreda educatIOn bureau heads. A 

structured mtervlew was conducted between the researcher and 
the woreda bureau heads to 

substantiate the results obtained from the questionnaire. 

The data gathered were tabulated and analyzed usina percent d .. 
b ages an mean scores. In addition, 

the mean scores of the respondent groups were tasted usina one wa ANOYA d 
b - Y test to etect any 

significant statistical difference between the means at specified a - level compared to the obtained 

P - value. Accordingly the following findings were drawn. 

I. Clear Selection Criteria to Offer Training and Participation of Trainees 

l.l All the respondents agreed that there had been clear selection criteria that was showed by 

their mean scores of team leaders, directors and vice directors and unit leaders 4.1, 3.8 

and 3.6 respectively. However their mean scores are above the expected average mean, it 

was showed that there is significant statistical difference among the respondents. Even 

though there is difference of opinion among the respondents , based on their mean scores 

we may conclude that there had been fairly clear selection criteria to offer training and 

development. 

1.2. During the selection process performance appraisal (evaluation) had been used as one of 

. .. I d tIed tllel' r strong agreement with the mean the major cntenas. Both t le respon en s SlOW 

TI I their mean scores were above the scores above the expected average mean. lOug 1 

t t showed there is sianificant difference among the average, the ANOV A one - way es '" 
. t f the unit leaders. However there is statistical 

respondents, especially the less agreemen 0 
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significant difference among tl . 
. le I espondents, based . 

conclude that performance apI)ra ' I (. on theIr mean Scores we 
Isa evaluatIOn) had b may 

een used as a I . 
I I · h ' se ectlOn cri teria 

13 Persona re atlOns Ip and good w'lI f . 
. . I 0 the boss had certain d . 

Among the respondents, team leaders and h' ommance during selection. 
t e umt leaders agreed . 

3.2. Different fom1 them directors and vic _ . . with the same mean SCore 
. . e directors disagreed with 

There was no slgruficant statistical diffi the mean Scores of 2.9. 
erence among the res ond 

ANOVA test at specified a _ level. p ents showed by one - way 

1 4 Among all the employees, the team leade d h 
' . rs an eads had been given . . . . 

ver the other employees. All th . pnonty for tralIllng 
o e respondent educational 

managers agreed with the mean 
scores of 3.2, 3.4 and 3.5 respectively of the tid . eam ea ers dire t d' . . " ' c ors an VIce - dIrectors and 
umt leaders respectively showmg no significant statistical d'f+' . 

I !erence by the applIed one -way 
ANOVA test. 

1.5. In the respective organizations trainee managers had fair partl'C' t' . hi ' Ipa Ion In t e se ectlOn 
process. Their response regarding this point showed the ag t f d' . reemen 0 Irectors and vice 

directors and team leaders with the same mean Score 3 2 SII'ghtl d'f'c fr h . . . Y I lerent om t ese ones 

unit leaders disagreed with the mean Score of 2.9. Though there is slight difference in their 

mean scores, the scientific one -way ANOVA test showed that there is no significant 

statistical difference among the means. 

2. Setting objectives clearly and attempting to attain them 

2.1 A little more than half of the respondents (54.5%) agreed that their organizations prepared 

training and development objectives clearly. Whereas covering nearly equivalent percent in 

total sum of 51 % said "No" and "Do not know" . There fore, it was not easy to say that the 

respective organizations training and development objectives were clearly prepared. 

2.2. Regarding the attainability of the objectives, among the given 'Yes', 'No' and 'Do not know' 

options to be replied, 59.5% respondents said 'yes', Others 18.2% and 22.3% said "No" and 

"Do not know." respectively. Though it was not confidential to say, the training and 

development objectives found to be fairly attainable. .'t 

23M t f h d (57 6°1 ) 'd "Yes" that in the respective organizations the training . os 0 t e respon ents . 1'0 sal 
. t d and agreed by the trainee managers. 

and development objectives had been commumca e 
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The rest 20.5% and 22% said "N " 
, 0 and "D 

"Yes" 60%, 69.2% and 46 6o/r w 0 not know" respectively Arno h . 
• 0 ere team lead' . ng w 0 Said 

. I ers, directors d . 
leaders respective y. Hence We I an vIce-directors and th . 

, nay say that tl '. e unit 
. ' 1e tratn1t1g and d I 

falrly conU11Ul1lcated and agreed b th . eve oprnent objectives were 
y e trall1ee educational 

managers. 
3. Applying appropriate training meth d . 

o s and techniques 

3 I The respective educational manaaers 'd h 
• • t:> sal t at they had been willi . 
each other. TheIr response using the fi '. ng and SUpportIve to orient 

. Ive pomt rattng scale showed 
team leaders, dIrectors and vice directo d . that the mean Scores of 

rs an unIt leaders were 4 1 4 1 a . 
However the mean scores are above th . , . nd 3.6 respectively. 

e average the one AN 
. "fi . . ' - way OV A test detected that 

there IS Slgl1l lcant statIstIcal difference a h 
. " . . '. mong t e respondents' opinions- particularly of the 

umt leaders. With out Ignonng thIs dIfference but b d . 
, , ase on theIr mean Scores it may summed 

up that the concerned educational managers were '11' . 
WI lllg and supportIve to orient each other. 

3.2 During orientation programs for newly recruited ed t' I 
uca JOna managers, each department of 

the concerned organizations had fair participation This h b 'h . was sown y t e mean scores 3.5, 

3.8 and 3.2 respectively of the team leaders directors and vI'ce dl' e t d th ' I d ' r c ors an e Untt ea ers 

which were greater than the expected average mean Score. Though their is statistical 

significant difference among the mean scores which was likely caused by less agreement of 

the unit leaders, it was possible to infer that during orientation programs each department had 

fair participation. 

3.3 Regarding receiving training after current position, 58.8% respondents said "yes" and 41.2% 

said they didn't receive training after they started their current work. Among those who said 

"Yes" 82.6% were team leaders, 80% were directors and vice directors. Opposite to them 

most of the unit leaders (58.3%) did not receive training after they were being a unit leader. 

3.4 Most of the respondents (73.9%) replied the training they received was relevant. Minor 

number of respondents (26.1 %) said that the training they received was irrelevant. Among the 

respondents who said "NO", 50% of them said it was more of political and the rest 31.3% and 

18.8% respectively said it was of no concern of education and impractical. 

, .. e good at learning in the work place. 
J.5 Nearly all of the concerned educatIOnal managels wer 

. . f tl' espondent managers in the work place, 
For all the items to asses the learnmg behaVIOr 0 1C r 
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the mean scores for each items Were b 
a ove the average d 'I ' 

difference among them as shown by 0 . an t lelr was no signi ficant st t' t' I 
ne - way ANOYA a IS lea 

- 0 05 test p- v I - level - . . a ue compared to specified a 

4. Assessment of training needs and results 

4, J There had been fairly regular and periodical tra' . 
. mmg need asses . 

their response with the mean SCores of 3 5 3 sment. This was shown by 
., .4 and 3.5 respectiv I f 

directors and vice directors and the unit I d . . e y 0 the team leaders, 
ea eIS showmg no stat' · ' . 

at a - level = 0.05 . Istrcally slgl1lficant difference 

4 ? Periodical discllssion had been carried out 1 . I b 
.- . . air y etween the boss the subordinate to indicate 

the tramll1g need. Though the respondents m 
. . ean Scores 3,6, 3.7 and 3.2 respectively of the 

team leaders, directors and Vice directors and th . I 
e umt eaders were greater than the average 

mean score, the applied one - way ANOY A test sl d h 
lowe t at there is statistical significant 

difference among the opinions of the respondents - particularly the less agreement of the unit 

leaders. 

4.3 Regarding clear measurement of the results of training, the mean scores 3.3 , 3.5 and 3.2 

respectively of team leaders, directors and vice directors and the unit leaders showed their 

agreement. The applied one - way ANOY A test showed there is no significant statistical 

difference at a level = 0.05 . Therefore it was likely to say there had been clear measurement 

of results of training. 

4.4 The frequency of conducting training need assessment in the work place had been not 

concrete and dependable. Among the options very often, rarely, never and report dependent 

majority of the respondents (45.5%) replied that the training needs assessment depends up on 

the reports . Next to them 31 .1 % respondents said that it was rare to conduct need assessment 

in the work place. The rest 15.9% and 7.5% respondents respectively said "very often" and 

"never" in terms of conducting need assessment in the work place. 

5. Problems encountered regarding training and development 

5.1 Most of the respondents (61.4%) confirmed that there were certain problems encountered 

regarding training and development programs specially in designing and implementing 
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training programs. The rest respondel t . 
1 S replJed "No" 

oovering 16.7% and 21. 9%. and "Do not k 
. now" respectively 

The major problem encountered I 
was ack of b d 

d t I u get which 
respon en s among w 10 agreed in the . was confirmed by 37 10/, 

eXIstence of the probl . 0 

was non-transparent and unaccountabl I . ems. Next to lack of budget ther 
e se ectlOn method of t . ' e 

inconsistent identification of training needs w . ralnees. The other problem was 
hlch was confirmed b 2 0 

the last problem confirmed by 6 60/, re d y 5 Vo respondents and 
• 0 spon ents was inadequate and u 

for training. Despite their intensity all of tl nfit managers selection 
, le problems were the ma'or . . . 

and development activities. J constraints of training 

4.2 Conclusion 

Based on the findings the following conclusions were drawn. 

4.2.1 Though there was significant difference of 0 . . 
. pillIOns among the respondents particularly 

between umt leaders and the other group of d h 
respon ents, t ere had been fairly clear 

selection criteria to offer training and development H d' h . 
. owever, unng t e selectIOn process 

of employees to offer training personal relationship and good will of the boss had been 

certain dominance. 

4.2.2 Eventhough the training and development objectives were fairly communicated and 

agreed by the trainee educational managers, it was difficult to conclude the training and 

development objectives were clearly prepared and attainable. 

4.2.3 Both major methods of training, i.e off the job and on - the - job trainings were applied; 

however, some of the trainings were impractical, political and no education concerned. 

Besides, most of the positions were held by managers who were graduated from other 

field of study than EdPM plus less qualified persOlmel. 

4.2.4 There had been fairly regular and periodical training need assessment assisted by certain 

discussions between the boss and the subordinate to indicate the need. Despite there was 

. . . h d t 'ticularIy the unit leaders, there had strong opllllOn dIfference among t e respon en s- pm 

It Both the training need assessment and been certain measurement of training resu s. 

training result assessment depended on reports. 
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4.2.5 There were certain problems 
encountered d .' 

. d I I llling the d . . 
trainll1g an (eve 0pl11ent progra I eSlgntng and imple . 

ms. n the deg f . menttng the 
f b d ree 0 Inten . t f 

lack o ' u get, non-transparent d Sl Y rom high to low they 
.' . .' an unaccountable. , were 

identificatIOn of trammg needs a d fi selection method 
< n Un 'It m ' tnconsistent 

. anagers selection for training. 
There were certam measures tak 

en to minImize the e 
training and development activities S . ncountered problems regarding 

. . . orne of which were em I 
attend hIgher educatIOn privately thr h d' P oyees were encouraged to 

oug Istance education B . d . 
institutions such as Jimma teachers' colle e . . ' eSI es, certatn educational 

. . g and Jlmma University we" . 
short term tra1l1111gs. It has been tried t t . c Ie InqUIred to offer 

o Iansler budg t c . . " e s lrom other heading t t . . 
actIvities. The major practice taken as a sit' 0 ratnl11g 

o u Ion to Over I . come t le problems were reportin 
to the higher level of authority so as to seek solution. g 

4.2.6 

4.3 Recommendations 

4.3 .1. Using clear selection criteria to offer training and dev I 
e opment would enable to provide fair 

and justifiable training opportunity for the right person' th . h " . 
111 e ng t time. Though It seemed 

the concerned organizations had fairly clear selection crl'terl'a I't b d h h , was 0 serve t at t ere was 

significant opinion difference among the respondents, especially between the unit leaders and 

the other group of respondents. Therefore, there has to be not only clear formulation, but also 

transparent application of clear selection criteria through increasing the participation of the 

trainees which can bring about consensus among employees. 

4.3.2. Among other criterias performance appraisal (evaluation of the performance of employees) is 

the commonly used selection criteria if it is conducted correctly and unbiased. Though the 

study showed perfonmU1ce appraisal was used fairly, there was significant opinion difference 

among the respondent educational managers. Therefore, there should be an appropriate 

perfomlance appraisal which is constructed according to the rule and regulation of ministry 

of Education ifit is to be used as selection criteria. 

4 " 1 . h' d d ' 11 of the boss had certain dominance 
.J.J . t has found out that personal relatIOns Ip an goo WI 

. . . 1 l' I' and good will of the immediate boss durmg the selectIOn process. Smce persona re atlOns lip 
. I t nd accountable selection process. In 

can cause bias it should be avoided throug 1 transparen a 

, leaders and heads had been given priority for training. 
addition, it is found that the team 
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Though the managers (top levels) h 
ave much responsibT . 

depends on the slim total effort of all th I Ity, the success of th . 
e employees TI e organIzation 

I I d .' I . lerefore b' . the top eve e lIcatIOna managers d . I ' eSlde gIving d . . eve opment th ue attentIon to 
. ' ere has to b ... '. 

the mIddle and lower level educational e laIr tramlng opport '1' 

mangers based on th ' . UnIty lor 
. '. e trammg need assessment 

34 What ever the capacity buIldll1g prog b" . 
4. . . . ram 0 ~echves are attractive . 

be not only prepared 111 clear way but I' and deSIrable, they should 
a so attamable comm . 

educational managers to be trained A . ' lIntcated and agreed by the 
. . . S It was found in the stu . . 

development objectIves were not strono I . dy, the trammg and 
b enoug 1 mterms of clarit be' . 

agreed up on. Therefore, the concerned t . . y, mg CommunIcated and 
rall1l11g ob' t' . ~ec Ives deSIgner bod h . 

thoroughly so as to make them clear and attainable. y as to thmk of 

4.3.5. As it is seen in the characteristics of the respondent .. 
. s, most of the positIons currently are held 

by those eIther graduated from other field of t d . 
s u y than educat10nai planning and 

management or below the educational qualification tl t th . . . 
1a e pOSlt1On requires. Therefore the 

concerned authority should pay due attention to fill tl f . . ' 
le gap 0 profess1Onai qualIty by 

providing educational management and plalU1ing trainings flor those who are lacking it. 
Otherwise, appropriate persolU1el should be recruited from the labor market. 

4.3.6. The combination of off- and -on- the job training is advisable in most organizations. 

Regarding educational management development more of it should be on-the-job training. 

Accordingly, it is recommendable that most of the respondent educational mangers attended 

on the -job training after they held their current position. It has to be continued with more 

alternatives and strength paying attention towards the currently held position. 

4.3 .7. Conducting training needs assessment is important that it prevents from wastage of time, 

money and man - power. It enables to identify who when, why and where to train. In order to 

do so, there should be periodical discussion between the boss and the subordinate to indicate 

the training need. Accordingly, it was found out that the periodical discussions about the 

training needs were not so much frequent and dependable. Therefore, it has to be improved 

with more intention. In addition, unless the results of trainings are measured in a clear and 

. . .. .. t 'b t" n for the attainment of both the 
consistent way, it IS ImpossIble to Judge their con n u 10 

I I certain way of measuring results of 
organizational and individual goals. Thoug 1 t lere was 
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. . , ;t was not strong enough to depend up on. Th"efme. the ways usod (0 assoss 
traInIng, . 

. ' results should be lIuprovedl11ore and applied intensively. traInIng 

dy covealed that the majm eonstra;nt that h;ndeced the smooth appl;eahon 0 f tra;n;n, ".8. The stu . . . . .. 

4.) d lopment was lack of budget. Therefore, the concerned higher authonty both In the 
and eve 

. d the federal government should allocate additional budget for capacity building of 
eglOn an 

r . I managers. In addition to this, the Concerned organization themselves should try to 
ducatlOna 

e th if own ineome and to ut;l;ze the alloeated budget appmp';ately. generate e 
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APPENDIX A 

Responses of Woreda Eduction B Q 'R ureau Head R 
Interview ueshons elated to Training and s egarding Miscellaneous 

Item Development activities 
1/ ... ... Response Rate ~o o ... 

'" ~ Strongl C) ... 

Agree (4) Fairly D' 
~ 

.Q . - J.. 
- > Strongly 0 = ... yagree Isagree 
::l ... 

(J 

Zc (5) 
Agree (3) (2) disagree 

rJ) - c 

W (1 
C'<I 

% NQ % 
~ 

/~arent and accountable 7 ., N2 % N2 0/0 N2 ~ 
-' 42. 2 

0/0 
ran . 28.57 I 0.14 

I selection criteria 85 I 0.14 - - 4 
1 _____ ~cal approach is influential than 7 - -1 0 I - - -
. professional one 

- 2 28.57 5 bl.42 1.28 

1/ Personal relationship and good will 7 - - - - 1 0.14 
l ofthe boss is dominate 2 28.57 4 ~7.14 1.57 

......-~m leaders and executive 7 1 0.14 - 3 
~ managers are frequently selected 

- 42.85 2 28.57 I p.14 2.71 

'......- CSelection criteria and objective are 7 2 28.5 3 j 
will communicated 

42.85 I 0.14 I 0.14 
7 

- - 3.85 

1-'The bureau head conduct succession 7 3 42.8 ,! - - 3 42 .85 
I planning 5 

I 0.14 - - 3.71 

r The head is will trained and sound 7 I 0.14 3 42.85 2 28 .57 1 0.14 , decision maker 
- - 3.42 

I, Training needs are regularly 7 I 0.14 3 42 .85 1 0.14 2 28.57 - - 3.42 

I assessed 

'9 Training results are regularly 7 I 0.14 I 0.14 4 52.14 I 0.14 - - 3.28 

I assessed. 

110 Educational qualification relevant to Options NO % 
current job I. Yes 2 28.57 

I 2. No 5 71.42 

II Anended training after being Yes 3 42.85 
assigned No 4 57.14 

'll Problems encountered regarding Yes 6 85.71 

I training NO 1 0.14 

I I. Lack of budget 4 40 

IJ What are the problems 2. Inconsistent need assessment 2 20 

3. Inconsistent result assessment I 10 

4. selection of unfit managers 2 20 

-- 5. All or any combination of the above I 10% 

- Mean scores and percentages are calculated/arm the number a/respondents in each cell. 
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APPENDIX B 
Summary of one - way ANOVA Test of th M 
Training Selection Criteria e ean Scores of Respondents for Each Item of 

Variable Source of variation 
Sum of 

S_quares df There is clear selection Between Groups 
12.892 

Mean ~uare F p-value 
crileria Within Groups 2 6.446 7.529 .001 110.441 129 .856 Total 

123.333 131 Performance appraisal Between Groups 
11 .709 is used as a central Within Groups 2 5.855 7.743 .001 criteria 97.533 129 Total .756 

109.242 131 
There is dominance of Between Groups 

12.220 political approach Within Groups 
2 6.110 3.915 .022 

201 .326 129 1.561 Total 
213.545 131 

There is dominance of Between Groups 
3.335 2 1.668 professional approach 1.534 .220 Within Groups 

140.210 129 1.087 
Total 

143.545 131 
Personal relationship Between Groups 2.677 2 1.339 .767 .466 and good will of the Within Groups 225.042 129 boss is dominant 1.745 

Total 
227 .720 131 

Training prority is given Between Groups .407 2 .203 .163 .850 for team leaders and Within Groups 161.253 129 1.250 heads 
Total 

161 .659 131 

There is equal Between Groups 7.676 2 3.838 3.040 .051 consideration of all Within Groups 162.869 129 1.263 units 
Total 

170.545 131 

Selection bases past Between Groups 5.708 2 2.854 2.885 .059 
performance Within Groups 127.626 129 .989 

Total 133.333 131 
Selection bases Between Groups .709 2 .355 .364 .695 
promotion after training Within Groups 125.533 129 .973 

Total 126.242 131 

Employees participate Between Groups 2.753 2 1.376 .914 .403 
in the selection Within Groups 194.156 129 1.505 
process 

Total 
196.909 131 

Training priorty is given Between Groups 6.484 2 3.242 2.751 .068 

for female managers Within Groups 152.031 129 1.179 

Total 158.515 131 

Portfolio is used as a Between Groups 6.072 2 3.036 2.273 .107 

selection method Within Groups 172.314 129 1.336 

Total 178.386 131 
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APPENDIX C 

5 mmary of One- way ANOVA Test of the M . 
"UgUlar Assessment of Training Needs and e

R
an SCores of ResPondents f I 

"e esults or tems of 
1 

Source of variation Sum of ·ables 
~quares ~ regular and Between Groups df 

Mean Square pre.s~cal training need With in Groups .119 
2 F _ p-value peno I 

178.873 .060 .043 .958 
assessment Total 129 

1.387 
178.992 

131 
~ence of training Between Groups 

5.369 pres rtunity based on need Within Groups 2 2.684 2.259 
oppo 

153.200 .109 assessment Total 129 1.188 • 158.629 131 
nce of discussion Between Groups 

6.936 2 pr::en the boss and the Within Groups 3.468 3.106 .048 ~~bordinate to indicate the 144.033 129 1.117 Total 
need 

150.970 131 

rrresence of usual Between Groups 
10.919 2 5.460 5.676 .004 

discussion to assess Within Groups 
124.073 129 .962 training needs by 

Total departments 
134.992 131 

presence of clear Between Groups 2.839 2 1.419 1.619 .202 measurement of results of Within Groups 113.131 129 .877 training 
Total 

115.970 131 

Need assessment is left to Between Groups 2.4 i"1 2 1.235 1.275 , .283 be taken by department Within Groups 125.006 129 .969 head or team leader 
Total 

127.477 131 

Using performance Between Groups 1.667 2 .834 .772 .464 
appraisal as best indicator Within Groups 139.303 129 1.080 of needs and results 

Total 
140.970 131 

Conflicts arise from Between Groups 3.959 2 1.980 2.528 .084 
assessment get solution Within Groups 101 .010 129 .783 

Total 104.970 131 

Trainee managers are Between Groups 3.871 2 1.935 1.472 .233 

encouraged to produce 169.606 129 1.315 With in Groups 
pre and post training 

Total reports 
173.477 131 

• 
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APPENDiXD 
mmary of One- Way ANOVA T 

SU spondents for Items of One's Own I est. of the Mean 
Scores of Re earning Behavior 

Source of variation Sum of 

Between Groups S uares 
df 

Mean S .602 uare F 2 -value Within Groups 
112.027 .301 .347 129 .708 Total 
112.629 .868 

131 Between Groups 
2.669 

2 Within Groups 
121 .210 1.334 1.420 .245 Total 129 

.940 123.879 131 'ng by exploring Between Groups 
6.066 2 

Learnr 
Within Groups 3.033 2.493 options 156.927 129 .087 
Total 1.216 

162.992 131 
Between Groups 

1.359 2 .680 Within Groups .536 .586 163.610 129 1.268 Total 
164.970 131 

Learning by being . Between Groups 1.113 2 .557 .511 .601 open about the way It Within Groups 140.606 129 1.090 Total 
141 .720 131 

Learning by Between Groups .744 2 .372 .396 .674 converting mistakes Within Groups 121 .226 129 .940 into leaming 
Total 

121 .970 131 

Learning by reflecting Between Groups .744 2 .372 .397 .673 and reviewing Within Groups 120.976 129 .938 
Total 121 .720 131 

Learning by taking Between Groups .299 2 .149 .165 ).848 
responsibility Within Groups 116.610 129 .904 

Total 116.909 131 
learning by admitting Between Groups .950 2 .475 .342 .711 
inadequacies and Within Groups 179.292 129 1.390 
mistakes 

Total 
180.242 131 
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APPENDIXE 

f One- Way ANOVA Test of the Mean Scores of ResPondents for Item. mary 0 , , 
sum. t tion Conduction afonen a 

Sum of I Source of variation 
~quares df 

Mean ~uare 
F ..Q-value 

Varia~les conducted 
Between Groups 

.548 
2 

.274 .299 .742 

ductlon . 

Within Groups 
118.331 

129 
.917 

In recrUited for new 

Total 
managers 

118.879 
131 

Between Groups 
4.053 

2 2.027 1.944 .147 

~periodical 
There I~ about 

Within Groups 
134.492 129 1.043 

diSCUSSion ds 
training metho 

Total 
138.545 131 

Between Groups 
6.710 2 3.355 4.010 .020 

. r gness to 
Wilin d develop 

,. Within Groups 
107.919 129 .837 

support an 
each other 

Total 
114.629 131 

• 
~ 

.014 
2 4.259 4.416 

Between Groups 
8.518 

'ng orientation 

124.414 129 .964 

Dun t 
Within Groups h departmen eac 

'Total 
takes part 

132.932 131 
L-- I 
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APPENDIXF 
Addis Ababa Vlliv . 

School of G erslty 
Coli raduate Studies 

egeofEdu . 
Department of Educational P C~tloll 

tanmng and M, 
A Study entitled "An Assessment of C. anagetnent 

apaClty BUilding Program 
Managers in Jim Z S for Educati~mal 

ma one." 
A questionnaire to be filled out by executive ed . 

Ucatronal managers ' Te I U · I d . am eade D' d'rectors and mt ea ers of elementary s d rs, lrectors, vise 
I , econ ary and 

institutions. . preparatory schools, and TVET 

purpose of the Questionnaire 

The purpose of this questionnaire is using as an instrument 
. . to gather data so as to assess the capacity buIldmg programs for educational manager' J' 

IU Imma Zone different 'Woredas'. Accordingly, the assessment examines the training and dev I ... 
e opment aCtiVIties for educational 

manaaers there by investigates what problems encountered and I t I' 
b W la so utlOns sought for the problems during the last four years. 

Therefore, your sincere, frank and timely response is of greater value for the final conclusion and 
recommendation of the study. 

The researcher wants to assure you that in either part of this study the name of respondents and 

organizations won't be mentioned that it can't affect any body in anyway. 

Besides, though the research is conducted for the partial fulfillment of MA degree, the result, 

conclusion and recommendation of the study is believed to be worthy for the respective 
organizations. 

Note: I. No need of writing your name. 

2. Respond according to the particular instructions of sections of the questionnaire. 

3. For the purpose of this study, the w?rd "manager" refers to heads of "wpreda" 

education bureau, coordinators of the main departments (teams), principals or 

directors, vice directors and unit leaders of primary, secondary, preparatory schools 

and TVET institutions. 

. . , 
- Thank you for your Kindly cooperatIon. 
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Se t" } Cion "Genera.-} '" 
nl0rlllation Age Years ). -----

2. Sex: Male 0 
Female 0 

3. Qualification: 

1. Grade 12 complete 0 
2. TTl graduate 0 
3. College Diploma 0 
4. First Degree 0 
5. Second Degree 0 
6. mention other if any 

4. Your special field of study 

Major 

Minor 

Additional 

5. Hierarchical position in your organization 

1. Executive manager (Director) principal 0 
2. Team Leader 0 
3. Vice director or vice principal 
4. Unit Leader o o 

6. Years of service in ~urrent position? ____ years. 

7. Service years: 

1. In this organization years. 

2. In other organization years. 

3. Total years. 
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(if any) 

(if any) 

(if any) 



---------
~ 

No 

f--­
I 

r-
2 

3 

r-
4 

f--

5 

r-
6 

r-
7 

8 

9 

10 

11 

12 

Section II: - Major Selection criterias to offer I/"aining and development opportunity 
, . 

Direction - Show your response for the following questions which consider the selection 
criterias to offer training according to the assigned level of numbers of 5 == 

strongly agree, 4 - Agree, 3 == fairly agree, 2 == Disagree, 1 == Strongly disagree. 

Question Item 

Your organization has clearly set 
selection criteria for offerif!.g training 

Performance appraisal (evaluation) 
has central role for trainee selection 

Political approach is dominant over 
other criterias 

Professional approach is more 
considered than other criterias 

Personal relationship and good will 
of the boss is dominant for selection 

Priority is given to team leaders and 
the manager for training 

All units (departments) are equally 
considered for training 

Selection for training is based on past 
performance . 

Selection for training IS based on 
promotion after training 

Employees (teachers) participate in 
the selection process. 

Female managers are given priority 
for training 

"portfolio" (private collection of 
·d es which demonstrates the eVI enc . d d 

skills, knowledge, attltu es ~n 

achievements) is llsed as a selectIOn 
method. 

Strongly 
Agree 

(5) 

Agree 
(4) 

. . o·f"Traillin fT and Development Section III: Objectives 'J b 
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Fairly Disagree Strongly 
Agree (2) disagree 
-<3) (D 
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\ 

Directiotr: Show your reaction putting a "v"" - . . 
f.' II . 't slgn m the alternatIve choice boxes in the 
10 owmg 1 ems. 

I. What is the major objective of trainin and . . . . g development of educational managers 
10 you orgamzatiOn? 

• 
I. To fill the current trained rna . 0 n power reqUlrement 
2. To make some more d . . e ucatlonal managers ready for the future 

reqUlrement of the organization D 

3. For both I and 2 D . 

4. Please mention other objectives (if any) 

2. Do these training and development objectives prepared in a clear way? 

1. Yes 0 2. NoD 3. Do not know 0 
3. If "Yes" , are the objectives attainable (achievable)? 

1. Yes 0 2. NoD 

4. Are the objectives of training and development program well communicated and 
agreed by the educational manager to be trained? 

1. Yes 0 2. No D 3. Do not know 0 
5. If "yes" is there any input he/she has coritributed on how to set objectives? 

1. Yes 0 2. No D 
6. If your answers for question "4" is "Yes", is there any kind of measurement which 

might be used to assess success? 

1. Yes 0 2. NoD 
7. To what degree of freedom are the staff given to take what even action necessary 

to meet an agreed objective? 

1. Very high 0 
4. LowO 

2. High 0 3. Moderate 0 

5. Very low 0 
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Section IV: Methods and Types of training 

Direction- Show your response for th C' II . 
e 10 OWing q f .. 

agree, 4 = Agree, 3 = fairly agree 2 == O. ues IOns gIVing values 5 == strongly 
ee 

No 
a "'/" mark in th ' Isagree 1 == strongly disagr b tt" 

. e respective boxes of each item ypu mg 
QueStion Item Str I . 

ong Y Agree Fairly Disagree Strongly Agree (4) 
(5) 

Agree (2) disagree 
I An induction or orientation is (3) (1) 

conducted for new recruited , 
managers. • 

2 Periodical discussions are held 
within and among main 
departments about different 
training methods . 

3 You are supportive and willing 
to notice and comment on 
performances so as to develop 
each other 

4 In orienting new employees 
each department or team leader 
takes part. 

Direction - Show your response putting a "v" mark in the box (es) for tlte following 
items. " 

5. In the orientation programs, what is the focus? (More than one altemative can be 

chosen) 

1. No orientation is conducted so far D . 
2. Introducing new recruits to peers and co-workers D 
3. Focuses on organization's mission, culture, rules, regulations, etc D 
4. Introducing new recruits about their jobs D 
5. Please mention other (Ifany) _________________ _ 

6. If your organization has no experience of conducting orientation programs, what do 
YOll think the reason (s) is (are)? 

1. No body gives attention D , 
2. New employees are expected to familiari ze themselves D 
3. It is time consuming D 
4. Please mention 'ifthere are other reasons ______________ _ 
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--~~------------------------ ~~ ~'-----
7. Have you attended adequate professional 

training for the position you are in now 
before you are assigned for? 

1. YesD 2.NoD 

8. If "No", have you attended any training and d 1 . . eve opment program after being in your 
position? 

1. YesD 2.NoD 

9. If "Yes", in what aspect was the training? (More than 0 It . ne a ernatlve can be chosen) 

1. Human resource management 0 
2. Material and financial management 0 
3. Both 1 and 2 0 
4. Please mention other if any --------------------------

10. Is the training and development program you have attended relevant to your job? 

1. Yes 0 2. NoD 

1 \. If "Yes" in what way was it relevant? (More than one answer can be chosen) 

1. It was basically about educational administration 0 
2. It considers mainly how to apply educational management to our local 0 
3. Please mention other (if any) ______________ _ 

12. If your answer for question '10' is "No", ,Why? (More than one alternative Gan be 

chosen) 

1. It was more of political 0 
2. It was not about educational management 0 
3. It was impractical 0 
4 Please mention other reasons (If any) -------------

13. Wh~t type of training have you attended after you started your current job? (More 

than one alternative can be chosen) put a ".I" sign in the box (es) 

1. On- the -job training such as: 

A. Action Learning (Learning by trial and error and examine) 0 
B. Job- rotation 0 E. Delegation 0 . 

O F. Di~tance EducatIOn 0 
C. Mentoring dO 

O G. None of the above methods is use 
D. Coaching 
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2. Off- the - job training such as: 

A. Computer - assisted training 0 ' 
B. Role playing 0 
C. Case study 0 
D. Classroom lectures 0 . 
E. Conference !Discussion 0 
F. Seminars 0 
G. Workshops 0 

• 

Section V. HolV do you rate your learnin b l .? . 
learning more in the lVork Place~ e lQVlOr. that IS what is your habit of 

Direction - Indicate your reaction inserting 5= Al d h' 
Rarely do this, 2 = Need to d 1 _wDays , 0 t IS 4 = Frequently do this, 3 = 

k · h b 'f 0 more - on t need to do any more. Put a "v" 
mar 111 t e ox 0 your agreement ' • 

No Learning Behavior 5 4 3 
1 Asking questions 

2 1 

2 Suggesting ideas 
3 Exploring options 
4 Taking risks / experimenting 
5 Being open about the way it is 
6 Converting mistakes into learning 
7 Reflecting and reviewing 
8 Taking responsibility for own learning 

and development 
9 Admitting inadequacies and mistakes 

Section VI - Periodical assessment of training needs and results of training 

Direction - Put a " /" mark in each box to show your reaction by inserting numbel's: 5 = 

strongly agree 4 = Agree, 3 = Fairly agree 2 = Disagree, and 1 = strongly 

disagree 

No Question Item 5 4 3 2 1 

I There is regular and periodical training need 
assessment 

2 Training opportunity will be given often 

based on the training need assessment 

3 There is dialogue and discussion between 
the boos and the subordinate to indicate the 

training need. 

4 Major teams and departments have usual 

discussions to assess training needs. 

7 
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5 

6 

There-- -is ' clea; -means of -~~;,-t~r-r-I--'_-'---, 
measurement of 

results of training to ascert' . 
'b . am Its 

contn utlOn for the attainment f h 
. . lOt e 

orga.lll.zatlOna and individual goal. 
Trammg need assessment is always left to 
be taken by the team leader or de'part t 
head men 

7 Performance appraisal (evaluation) is taken 
as the best way to indicate both training 
needs and training results. 

8 There is a process for resolving conflicts 
which may arise from the assessment 
process. 

9 Educational managers selected to be trained 
are encouraged to produce evidence of pre­
and post-learning (training) 

• 

Direction: Show your reaction putting a "V" mark in the box (es) of your choice for 

the following items. 

., 
10. The training needs assessment in your organization basically follows which one of the 

following analysis? (More than one alternative can be chosen). 

1. Job analysis 0 2. Person analysis 0 
3. Organization analysis 0 

II_ How often the training needs and training results assessment occurs in the work 

place? 

1. Very often 0 2. Rarely 0 
d rt D 4. Never 0 3. Usually it depen son repo s 

12. How often the result of training assessed in-the workplace? 

1. Very often 0 2. Rarely 0 
D 4.Never 0 3. Usually it depends on reports 

.I _ t of results of training applied in your 13. Which of the follm;ving methods of assessmen 

I . t' e can be chosen) organization? (more than one a tern a IV 
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I. Questionnaire to be filled out by course member 0 
2. Interviews with relevant parties 0 
3. Observation 0 
4. Tests 0 
5. Mention any other method (s) if applied so far 

------------------------
Section VI/- problems encountered and sOlutions sought regarding training and 

development activities 

Direction - Show your reaction putting a " v"" mark in box (es) for the following items. 

1. During the last four years has your organization faced any problem regarding the 

designing andl or implementing training and development? 

1. Yes 0 2. No 0 3. Do not know 0 
2. If "Yes", what were the problems? (Multiple answer is possible). 

1. Lack of sufficient budget 0 
2. Lack of consistent identification of training needs 0 
3. Lack of transparent and accountaple selection of trainees 0 . 
4. Selection of inadequate and lor unfit number of employees for training 0 
5. Please mention if any other problem faced ______________________ _ 

What measures are taken to over come the problems? (write them in short) __ 3. 

. I Thank you so much Agalll . 
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APPENDIXG 

Addis Ababa University 
School of Graduate Studies 

College of Education 
Department of Educational Planning and Management 

• 

A study entitled "An assessment of capacity Building programs for educational managers 

in Jimma Zone. 

An Interview Questions to be Responded by the Woreda Education Bureau Heads 

Date of Interview ________ _ 

Code of Interviewee _______ _ 

Venue _____________ ___ 

Topic - what are the practices, problems and solutions sought in the capacity 

building programs for educational managers? 

Section I. General Information 

1. Age _____ years 

2. Sex ____ _ 

3. Service _____ years 

1. In this organization _____ years • 

2. In other organization years 

4. Educational Qualification (attainment) 

1. TTl graduate ______ _ 
2. College Diploma ____ _ 
3. Advanced diploma ____ _ 
4. First degree ______ --
5. Second degree _____ _ 

6. PHD_------
7. Any other ___ ---;:--;---
8. Any combination (s) of these ---------

5. Your special field of study 

Major _------
., 

Minor ., ? years. 
d . ur current posItion. ----

6. For how long have you serve JJ1 yo 
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Section II. Responses for miscellaneous . 
c questions d' 

programs for educational manage' , regar Ing the capacity building 
Note: The response will be rated inserting nu rS

b
In o;~ s respective "Woreda". 

3 - Fair ,!greem t 2 D' m ers - strong agreement, 4 = Agreement, 
- . en, = IS agreement, 1 strong disagreement 

No 

2 

3 

Interview ~uestions 

Your organization has transparent and accou t bl I . 
• • I" f~' \()" " n a e se ectlOn CrItena lor 0 ierm6 tramIng 

Political approach h~s much influence than professional one to 
be selected for aglven training 

Personal relationship and good will of the immediate b . 
• .j:' " OSS IS determmant lor trammg opportunity 

4 The team leaders and the executive manager are selected more 
frequently than the other employees. 

5 The selection criteria and objectives of the training are well­
communicated and agreed by eve!), individual. 

6 As a bureau head, you think of and conduct succession 
planning, i.e. you try to make some body ready to replace you 
in uncertain future both professionally and ethically. 

7 Your managerial power is well developed that you're good at 
sound decision making : 

8 Training needs are regularly assessed that the opportunity for 
training will be based on them. 

9 Results of training are regularly assessed to realize that 
whether they helped to attain the organizational and individual 
goals or not. 

5 4 3 . 2 1 

10. Do you think that your educational qualification (attainment) is relevant to your 

current position so as to make you fit enough for your job? (please reason out your 

response) . 

I.Yes ____________ _ 2 . ______ _ 

Reason (s) _________ -, ____________ ;~-

11 . Did you attend any training and development program after you hold this position? 

1. Yes _________ ~ 2. No ____ ~ 
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12. If" "Yes" 

I. What type (s) 0(" training? 

2. Who m:::re the trainers (organizations)? 

3. They qualified you in 
---------------------------

• 13. Were there any problems your organization faced regarding the training and 

deve lopment of educational managers during the past four years? 

1. Yes ? N _. 0 _______ _ 

14. If "Yes" which one of the following? 

1. Lack of adequate budget -------------
2. In consistent identification of training needs 

------
3. In cons istent assessment 0 training results --------
4. selection of inadequate and lor unfit educational managers for training ___ _ 

5. All or any combination of these _________ _ 

6. Please mention if any other problem yo~ faced. __________ --; ___ 

15. What measures (solutions) did you take to alleviate the problems? 

l. No measure is taken so far _________ _ 

2. There are certain measures taken _______ _ 

3. To seek sol ution is beyond our capacity ______ _ 

16. I f there are ce rtain measures taken, would you mention them. please? 

Many Tha.nks Again! 
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APPENDIXH 

List of Respondents in the Selected Sample Woreda Education Bureaus, 
Schools and TVET Institutions 

No 

2 

3 

Name of Sample 
woreda 

Jimma Administrative town 

Kersa 

Aaaro Administrative Town o 

4 Gamma 

5 Tobba 

6 Limu Seka 

7 Omo Nada 

Total 

Number of Schools in 
the Capital Town 

8 3 2 

5 

17 8 3 

0: .... 
o 
f-

13 

2 

7 

2 

2 

2 

28 7 

Number of Respondents 

3 

3 

3 

3 

3 

3 

3 

21 

28 

2 

16 

2 

2 

2 

52 

41 

4 

24 

4 

4 

4 

81 

-0: .... 
o 
f-

73 

10 

44 

4 

10 

10 

10 

161 

N.B . "Gamma" Warda is a newly restructured Woreda whose form er capital was Agaro town. Now it doesn 't 
aovem schools in Agaro town. 
'" 
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APPENDIX 11 

List of Respondents in the Selected Sample WOI"eda Education Bureaus, 
Schools and TVET Institutions 

Number of Schools in Nurnbc.- of R espondcnts No Na m c of S amplc the C apital T own 
wo.-eda "0 

'" E "0 '" C C -;"0 I.. '" t · c I.. eo: 
t: ~ C ~ 

~ 0 

'"' 
0 0 cu '" .... ~ 

C ~ f-< -s:: ::c -.;: f-< I.. 

'" '"' "0 
.... 

~ cu cu ~ ~ = ~ .... ~ I.. .... ~ I.. ..... 
=:s"O 0.:: '"' 

cu 
~ >- 0 ~ =:s '"' c:l ~ 0 E "0 

f-< u ~ =:s ti"O f-< = c f-< cu cu -"':: ~ o ~ =:s cu "0 ;......:l cu 
'"' ~ "0 ;.. 

~ ;.. -~ u -
~ =:s =:s -- '"' ;:J cu e... 

c::) Q -;;: if.; c::) 

I Jimma Admini strat ive town 8 3 2 13 I 3 28 41 7J 
I I 2 I " 2 I -I 10 Kersa - - J 

J 

Agarej" Ad mini strati ve Town I 5 I I 7 I 3 16 ~4 44 3 

I I 3 - - 4 I Gam ma - - - --I 

I 10 I I 2 I 3 2 4 I Tobba -) 

I 4 10 I I 2 I 3 2 I Limll Seka I -6 

7 I 01110 Nada I I I - 2 I 3 2 4 10 

I Tota l I 1 7 21 -., :)- 81 161 

. I A town Now it doesn't N.B . "Gomma" Worda is a new ly restructured Woreda whose fo rmer cap ita was garo . 
aovern schoo ls in Agaro town. => 
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