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Abstract

The purpose of this study was to assess the capacity building programs for educational
managers in Jimma Zone — Oromiya region during the past four years and also (o
investigate those factors that had been hindering the practices. In order to achieve this,
descrtptnf:e. survey research method was applied. Seven woredas were selected using non
— probability sampling based on their geographical location taking the zonal capital as a
center. Accordingly three town area woredas and Jour rural woredas were selected. In
these woredas, all the woreda education burequ heads, woreda education bureau team
leaders, directors, vice-directors and unit leaders of elementary, secondary and
preparatory schools and TVET institutions Jfound 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 included. 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 (rainees, 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, despilte 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 EAPM 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 o report [0 the higher authority
the problems to get solution, there were certain attempls such as encouraging employees

to attend higher education privately.



Based on the findings the following recommendations were suggested. First, there has (o
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
fair 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 for 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

[. The Study and Its Approach
1.1. Background of the Study

An effective and efficient accomplishment of an organization 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
environment. 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 planned 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 firm, 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 .
in g Y the present and future management requirements assessing the existing

crugl Pl Sl of managers and devising the best means for their development to meet these

requirements (Graham, 1986:203). Since management development is one of the huge concerns
of human resource development, it needs continuous plan which can improve employees’ ability
and widen the management of human resource development through training 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 in 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 in 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.



cover, training improves e 3 s
DeOIeONEIE & Improves employment stability, reduces conflict, and it helps the management
¢ the pressure i : e
fac p 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, planning and monitoring, evaluation and information systems (Ethiopia Year Book

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

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



1 the area of employee deve -
I ¢ ployee development, Management development is considered as a great issue in

its own way that it has alonadl .
its y that it has developed its own technique, practice and literature. As it is mentioned in

EN(OY7E
Cole ( 316), Drucke (1955) and MSC (1978) describe the scope of management

development that it should include all the managers in the educational organization aiming 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 efforts certainly determine the future of a firm (Mondy and Noe, 1990: 285; Mathis and
Jackson, 1997:323).

The managerial training programme 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 the 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 technique 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.



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
(raining and development programs have been undertaken. T hus, 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.

1. 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?

What methods and types of training are applied?

o

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

will be beneficiaries to improve the capacity building programs for educational managers.



RBased on this, the study will have (he following contributions:

1. This st ovide v : ;
iis study may provide valuable information regarding the problems of capacity building

programs for educational managers.

It creates :
awareness for the employees and the management body about training need

assessment and evaluation of human resource training.

(U5 )

It may show some of the ways how educational managers help employees to build 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



i ition to the w g i .
in add oreda education bureaus as a sample, the schools included from elementary to

preparatory and TVET institutions were those found in the capitals of the selected woredas. It

would have been much better study, if adequate number of schools were included from rural

areas. The main constraint that hindered the 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 altempts 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 (sec their names and numbers from

Appendix H).



The sample educational managers :
b I'S 10 > & YD A ) Q
g be included were: The “Woreda’ education bureau heads

artment heads. Accordi N ’
ads. According to the new civil service structure of Oromiya of
2005, they are four in number.

and the major dep

One education bureau head and three major department heads

(team leaders). All of them were included using the availability sampling method. Generally, they

e 28 in number. Dir : o :
WELC mber. Directors, vice directors and unit leaders of elementary, secondary and

preparatory schools and TVET institutions in the selected “Woreda” capitals were included in the

study using purposive 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 questionnaires and interview questions
were prepared based on the basic questions. The questionnaires 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



application of the instruments. Then fin

managers making sure that they h

al copies were distributed for the respondent educational
ad convenient time to fill it. An interview was held with the

ctive heads e i s
respe é of education bureay ascertaining before hand that they had time to be

interviewed.

1.6.5 Method of Data Analysis

The data gathered were tabulated 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
ANOVA 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 ANOVA 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 Building- 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 growth needs of individuals in the work place.

3. Education- Any long-term 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

9



level of management res Gl
agement responsibility so as to make decisions. Accordingly, woreda
education bureau he; ; ’ : .
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 used 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.

10



CHAPTER TWO

2. REVIEW OF THE RELATED LITERATURE

2 L poriant Concepts Underlying Capacity Building Activities

'e are certai S ; :
There are certain concepts necessarily included in the discussion of capacity building activities

under management development. Though different writers of human resource development

define these concepts in their own way, there is a common thread that joins the ideas together and

brings into similar understandings. Some of these 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 (2001: 259), describe
development as an effort to provide employees with the abilities the organization needs in the
future focusing on both the current 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 career
related which improves employees potential that covers beyond the current job (Cole, 199'7.: 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 of today’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 continuing 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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i Tk .
[raining and development nowadays is more valued than pay and perks. Thomson (1997: 125)

confirms that people < e
PEORSMOR IS tay Wit organization that invented time and energy in their

development rather tha -
E 4 move to more paying one. Therefore, it is clear that the most important

resource in a given organization is its well trained employees. The success of the organization is
greatly dependant on the competence and commitment of the employees and the management
whichfeanibeiachicyedithrough training and development (Anderson, Barker and Critten, 1996:
101). 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
same idea. As to Bernerdin (2003: 164):

Any attempt to improve employee performance 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



nployees are helped d e
h . 0 their jobs now and perhaps extended through out their entire career and

may help develop them for future responsibilities (Werther and Davis, 1993: 306). Training is not
ZiereiiuseueHiChteaching people how to carry out their job. It rather provides confidence, help
establish consensus between Management and 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 through 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 (Kenney,

Donnelly and Reid, 1997: 296).

Generally we can conclude that training is a helpful process through which individuals are helped
to learn a better skill or technique. 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:



In training the focus ic «

is on bolh&ﬁllzcc‘-];?,.(;.l;;'s.(j;)[ely ]0_” the current job; in development, the focus

Training tends to j/b )'Ia'; i j()bs.{hm el.nploy ces will hold in the future ..

development tends 1o )‘;é‘s -O” immediate  organizational needs and

training is a fairly quie e long- term requirements. The goals of
Y quick improvement in workers performance, where as

the goal of develo ]
pment is the over all enri zati
i
o chment of the organizations

2.2 Why Management Development for Educational Managers?

Before reviewing the why of management development for educational managers, 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

(Ferringo and Muth, 2004: 480).
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Itis clear that development is important for all employees but it is essential for managers (Mathis

and Jackson, 1997: 323). This is be :
and : ). This is because the Mmain resources including the human ones can only

be managed well if and only if the Managers of that organization are well trained. This is because

management development is the way of imparting knowledge and Judement nesdcdlty e

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 Mmanagement training and development. Now a days 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 through systematic analysis (Graham, 1986: 203).

A given manager’s and his staff’s 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, Donnelly 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 (Honey, 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



cognize In facilitating train; :
e g lraining the capabilities that already exist in the individual before

learning begins.

sum up, mana SO
e & Eement training is necessary that it increases the retention of competent

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

anagement training i S etor
manag g 1s the best factor among other factors such as salary, career opportunities,

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 human 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



information which may confirm the views they already hold (Thomson and Mabey, 1994: 37-38)

In other words there should be adequate bottom- up mess

ages or two way communications.

In the assessment of training and development needs, one of the systematic approach is

identifying the need of individual employee or a group of employees (Graham, 1986: 184,

Bramley, 1996: 100). In doing so, the man power planning assess the demands for managers

which attempts to forecast how many and what kind 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, short falls in employee performance, 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

of linkage 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 man AT s ,
& : ittty leaving much to chance and are likely wasting their

most important resources, i.c. mainly the human one

erctarcittestiwaysiof identifying training and development needs (stone and Meltz, 1983: 194,

. These are itori . ;
120} monttoring personnel flows, policy and procedural changes, and organizational

erations. I ing t ? : :
operalio 1 applying these ways asking supervisors and managers about the training and

development needs of their subordinates, accepting and analyzing training requests from
managers and other employees can be a possible approach. The above mentioned writers suggest
that by monitoring policy and procedural changes which 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.

Through a number of key stages a systematic survey or 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: 281-283).

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 apalue:
g task analysis, person analysis determines which employees need

-aining by examinin S
e & how well employecs are carrying out the tasks that make-up their job.

2.4 Designing Management Training and Development Programs

Designing an effective training program is both 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 issues can determine a training program’s effectiveness such as
an organizational culture that can be more important determinant 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

plan of an organization. Thomson and Mabey (1994:42) assertain this idea that it is a two-way
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responsibility shared between the individual and his/her line manager (Mondy and Noe, 1990:

i O 5 ]976: 12 o1 &
279, Davor 9) to decide who undertakes training, when and for what purpose (Thomson,

1997: 128, 128).

addition to this, in designing {
[n additio his, in designing the Mmanagement development programs practice and experiential
learning cONtexts are very much important and they should be based on the views of an

o o ; _
individual’s talent, ideas and views that would lead an organization to arrange its training

program to help the learners discover their talents and realize their potential in 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 techniques, 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 his/her 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, planning 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).



ZiaRiopmyiation OrTmi"i“g and Development Objectives

designing a given traini »
I ERIESEETE fraining and deVe]OPmem program it is inevitable to think about the

objectives of the intended training. By increas;
&. By Increasing the value of the organization’s resources

joring its employe ; _ o
QeI ployees, the fundamental objective of training is to help the organization to meet

its | goal redivi :
its general goals (Stredivick, 2000: 3 I5). In order to achieve these goals certain specific training

. o l -
objectives should be set which can forecast the development and the competencies of employees

improve their s
apdimp performance, help people grow within the organization in order that, as far as

possible, its future needs for

(Stredivick, 2000:317).

human resources can be met from within the organization

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 in 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 (2001: 265) suggest that “when ever possible, objectives should be stated in behavioral
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erms and the criteria for judoe; R
: X et Judging the training program’s effectiveness should flow directly from
the behavioral objectives.”

29 MEAMIE 0 A ik o Management Development

deliver an adequat ini
To quate training and development the concerned body should pay due attention in

ting an appropri . :
seleetiieian appropriate technique for Mmanagement development. The techniques or methods can

categorized in i : D
5 ¢ o tWo main parts; participation in on-the-job or off-the-job situations

(Bernardin, 2003: 173-175, Cole, 1997: 2931,

‘raining me : - ; :
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 must 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 the competencies necessary for

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

experiences.

[$9}
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2.5.1 Succession Planning

Succession planning (SP) i it
S P g (SP) is one of the useful management development methods in which

an be developed (Bernardin, 2003: 203). It helps to determine several

ckups for each seni s .
Cacstl . OF position because it involves senior executive’s periodical review of their
top executives and those in the next- lower level

effective senior managers ¢

Anderson, Barker and Critten (1996: 20)
describe SP as one of the important facets of management development processes such as self-
development, appraisal and assessment which can be considered as prerequisites of successful
management development. Sharing this idea, Thomson and Mabey (1994: 123) say that if an
organization is taking training and development of its staff seriously, 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 overriding 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
planning 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. Gomez- Mejia, Balkin and Cardy (2001: 295) illustrate the



importance of career development g

Career development can play a key role in helping

managers recruit and retain the skilled, committed work fi
orce

an organization needs to success.

directions their careers can take.”

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

ance between indivi L
bal dual career needs and organizational work force requirements a career

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

r 1 o - Ty ey .
executives and managers have responsibility to build 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

ion learning is one of the e AR ik
Actiol g 1s one of the numbers of training methods included in an OJT technique. One of

its features is the learners leam by trial and error and examine everything with
g 1
situation (Newell and Scarbrough, 2002:

an Sl LR e
156). A combination of programmed knowledge and

questioning insight is an assumption underlying action learning. A good action learning should

emphasize; however, the first one than the second one (Snape, Redman and Bormber, 1997: 77).

Action learning is important for Mmanagement development that it is a powerful means of
capitalizing up on learning experience. Thomson and Mabey (1994: 58) summarize as it should

mean learning to take effective action not recommending action or understanding 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 —or 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,

Gomez- Mejia, Balkin and Cardy, 2001: 309). This implies that almost every supportive
relationship is mentoring that every one needs a mentor. Mentoring provided by qualified
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service professional development (Ferringo and Muth 2004: 469)

Mentoring is therefore useful in succession planning (Snape, Redman and Bamber, 1997: 81

, and Mabe :
Rl e e Cole oty 322) but its success depends on the quality and

1€ trainee and the senior’s tutoring ability.

2.5.3.4 Coaching

relationship between tl

areer and leadershi .
For ¢ rship development of managers, executive coaching has recently arisen as a

popular method (Bernardin, 2003: 206) consisting meetings between managers and their

employees continuously and some times spontaneously (Gomez- Mejia, Balkin and Cardy, 2001:
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, Kenney, Donnelly and Reid, 1979: 230).
2.5.3.5 Deligation

Delegation is a powerful management tool if it is backed up by mentoring and supported 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, in 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).



In the following sub-section off-the-job {r
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| . alternative fr. v
will be discussed in short. | PN

2.5.4 Off-the-job Training

Off-the-job training is considered as ap effective alternative to OJT (G
omez-

Mejia, Balkin and
Cardy, 2001: 267). It comprises formal J

courses, simulations and role playing exercise in a

classroom setting (Mathis and Jackson, 1997: 318, Thomson and Mabey, 1994: 56). Its great

oyees extended and uninterrupted periods 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

advantage is it provides empl

-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, Kenney, Donnelly 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

press 'page down' key in between. Nevertheless, CAL enables the trainee to use the capabilities of

the computer for greater flexibility (Mondy and NOE, 1990: 285). Moreover, it is cost effective

than classroom training that it targets at crucial skills allowing employees to progress at their own

pace even though it doesn't lend itself for managers to measure the employee's skill level, and
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lacks providing feedback that show how much the

ainee have | TATTe g
.nd Cardy, 2001: 269), ve learned (Gomez- Hejea, Balkin

2.5.4.2 Role Playing

Responses to specific situations without the benefit of either a script or rehearsal can be acted out

byt iee in the role playing training method. An effective version of this method is the role

rehearsal provides trainees with a different perspective of the problem (Mondy and Noe, 1990:
iSRS s Hackon 11997 800yl addition, this technique allows a high

involvement by the learner and possib]

degree of

y by the trainer. The manager assumes a specific role

taking as an aim to create a realistic situation in which trainees are given certain degree of

freedom to develop the characters and the events as they wish (

1997: 75).

Snape, Redman and Bamber,

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

utilized properly. i.e. the individuals who are brought together should be of common interest to
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discuss and attempt to solve problems (Mondy

by @ supervisor or manager whose role is K

tendency of some individuals to get off the subject

and Noe. 1990; 282). The discussion will be led
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ping the discussion on course and avoid the

Table -1: Different Training and Development Methods

et Utilized fo

A i Managers and Opel;ative Both On-t(ljl(: du(c)t;f(-1 the-

entry !evel employees job Job

b . | professionals |

1 | Coaching

2 | Business programs X 2 = o

3 | Case studies X "
el Conference/ Discussion X %

5 | Behavioral Modeling X <

6 | In- basket training X %

7 | Internship X X

8 | Role playing X X

9 | Job- Rotation X X

10 | Programmed Instruction X X

11 | Computer- based training X X

12 | Classroom Lecture X X
13 | On- the - Job training 3

14 | Apprenticeship training X X

15 | Simulators X X D

16 | 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

29




analysis (Cole, 1997: 312, By
analy Bramley 1996 100) can also be applied in evaluating the training
programs.

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

ment activity i o :
develop Y 1S not an end by itself. The training activities have no value unless they

resulted 1n 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, 2001: 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| Program aims/ Program context/ Program
analysis ”|  Objectives methods »  Implementation
Y
Results
v
Program Program
Improvements [* Evaluation
A
Program
Developed

Source: Cole, (1997: 310)
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CHAPTER THREE
3. PRESENTATION AND ANALYSIS OF DATA

This chapter consists two major sections. In the first 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 of Responde

nts
F#— Woreda Wore -
o nterms of Biiress Burc:::;t';‘]::-lm [)'lrcctt_)rs and Unit Total (N =
l'l[eumls N=7 |_Leaders N;ZO VICEND_"‘;gtOrs leaders (N 139)
N % NG % T ) = 60) i
W Sex — 70 Ne | % | N %
A. Male TR T e
100 S0 S| :
B Female i 48 923 | 49 | 81.7| 123 | 885
3 3 7
5| Age (In years) = | S Tl 11 183 16 11.5
A. 25-30 T T =
s ¥ s 2 15 7 13.5 5 | [iE |
B2 1 14.3 3 15
C. 36-40 L E O] 5 9.6 12 20 21 15.1
g L[ 143 8 40 18 | 346 | 14 | 233] 41 | 295
D. 41 and above . : i
> | 428 6 30 22 | 423 [ 29 | 483 60 | 432
3 Educational level
A. TTI graduate = = =
g : Ik - 5 25 9 173 [ 18 | 30 [ 32 23
B. College diploma 7 100 15 75 28 53.8 35 583| 85 61.2
il | : - 1S 288 [ (WL 22 eTse
4 Major field of study
A. Educational = E 1 6.6 7 163 . % 2 75
management 7 | 100 14 | 933 [ 36 [ 837 [ a2 | 1ooif 99| 92i5
B. Other
5 Service years in current
position
A, 15 7 100 18 90 40 76.9 45 75 | 110 79.1
B. 6-10 - - 2 10 9 17.3 1| 183 22 | 1538
Emll=lS - - - - 2 3.8 2 33| 4 29
D. 16 and above - - = 2 ] 1.9 2 3.3 3 2.2
6 Service  years in  the
organization
A 155 | 14.3 2 10 - - 3 5 6 43
B. 6-10 3 428 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 ] 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| 52 374

Here under the respondents char
characteristics had great impact either negatively or po
item shown in the table is gender difference along the positions. Accordingly, among the
respondents females were only 11.5%.

bureau head, 5%, 7.7% and 19.3% of team leader

acteristics depicted in Table 2 is elaborated in short. Most of the

sitively in the given responses. The first

They were fewer in all positions that no female education

s, directors and vice directors and unit leaders




respectively. Males are many in number g

) at all the bure :
eam leaders, directors andl e ik eau heads, 95%, 92.3% and 81.7% of

and unit leade o :
total positions. it leaders respectively covering 88.5% of the

fiicisecondditrerence shown'intheltable is age difference. They were grouped in four ranges of
: ur ranges

. Those who . 3
years 10 were between 25-30, 31-35, 36-40 and 41 and above. Accordingly, their age

. . i ’) 0 =
distribution was 12.2%, 15%, 29.5% and 43.2% respectively. Majority of the respondents age

- 't é =
was in the category of 41 years and above. When we look the total age difference, the number of

respondents interms of age exceeds its previous one from 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 TTI graduates. College diploma holders cover 61.2% and
those who were certified in first degree werel5.8%. In detail, 5%, 9% and 18% were TTI
graduates among team leaders, directors and vice directors and unit leaders respectively and no
TTI 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 currently 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 COUISES. All the rest, i.e. 92.5% were from different
field of studies other than educational management. The Educational management graduates were

bworking as woreda 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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fth item in Table 2 :
The fi shows the respondents service years in the position currently they were

working in. The service years were divided in four ranges of years: 1-5, 6-10, 11-15 and 16 years

and above. Accordingly, the service years fall in to the above range of years were 79.1%, 15%

% and 2.2% respecti :
2.9% an o respectively. The number of the 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

0 .
heads, 90% of woreda education bureau team leaders, 76.9% of directors and vice directors and

- : . e 2
75% the unit leaders were within 1-5 range of service years in their current position. Staying 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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: Related
Educational Managers. d to Cap

acity Building Programs for

is sub- section maj i
[n this su jor points that have strong relation with the capacity buildi f
| i 3 uilding programs for
educational managers in Jimma Zone will be analyzed. The variables to b lyzed and
: S lo be analyzed an

rerpreted based . !
interprete on the gathered data were objectives of training and development, selection

iteria to offer training. traini :
SR g. training methods employed, assessment of training needs and results,

ethods ZRRIECHTO) Besess 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
given 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 ANOVA test

at specified a level = 0.05.
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rabl Jor Training apq Development

‘ — Team leaders (N =3 T
= aders (N =20 e
| Item ) l:.'r“tors and vice Unit Leaders (N = 60) PE
T T T | . ' |
g Response Rate * —irectors (N=52) 1
= R, Response rate Response rate Value,
2 BT ST T e |
20| B S EPRNARTIG 152 T | % ;
_—TClear selection criteria 1014 (5 (- |7 TTT_\_ i
| : - Pl e SIIS|1 | -138]7 [20]20012[1 [3.6[0.007]
== performance appraisal [9 |3 [8 |- |- 4.0 T4_§4_T_m"_ |
5 - |- 14 |7 [22]21]9 |1 |3.4]0.001]
asa central criteria
.f/ cus on political stand |4 [2 |6 [5 [3
| s e T P20 6|9 [1B]18]6[28[17[13[14] 13[3 |35]0.022
— { W
2 Based on profession 1140 {20/ 19]10]2 14001812019 (13- 3710220
= inated by personal | S |3 [ 6
5 Domina Y P b G2 S BT T I 16(7129/13]16[9[14]8 [3.2]0.466]
relationship and good
will of the boss
% | Priority given for team | - 11016 |3 | 1|32 [10[15[15[10[2 (3.4 12| 14|18/ 133 |3.5|0.850
leaders and heads
T—Equal treatment of all |4 (4 | 111 |[-|35 [11|21]10]8 [2]35/9 [15|13[19]4 [3.1]0.051
units
§ | Focus on past S 38 |2 (27(10(12(1{33[9 [13[1918|1 |3.1]0.059
performance
9 |Selection madeinview |1 |9 |8 |1 |1(3.4 |2 |21 18[10|1|32]10[10]23|15|2 |3.1]0.695
of promotion after
training
10 | Employees participate g s ilig et [P a2 VST T 00 2t RN R4 6352 (RT0R| S 124|112 | S16 M08 20118024 08
in the selection process
11| 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;

disagree
*x X (Mean value) is computed in each cell from the respondents' number.
P- value — calculated P — value.

1 = Strongly

In Table 3 item 1, it was attempted to examine whether there were transparent and accountable

selection criteria or not to offer training
can see from the Table, it is stron

similarly by directors and vice - directors and t
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rcspecuvcly. [hough their mean scores are abover
. above the

ave ; .
e ANOVA test showed that average mean, the test of them using one

there is sionific: -
1S significant statistical difference at o level 0.05

The same item was presented : :
T to woreda education bureau heads in the form of structured int
ur inter

view using the mean calculations the same {o the above mentioned -

Their mean score was 4 which showed their strong agreement O'er ::::lh()d g
group of respondents was greater than 3, which enables us t(; infer lha::] t:)r:rs :rfiixlt'the f;)u;
fairly clear selection criteria to offer training opportunities though there is signiicant sﬁ?iiti;

fference between t el 2
difference between the means at o level = 0.05 which showed particularly the deviation of unit

Jeaders agreement from the other group of respondents

[n many orgamzatxo?s I.HCIUdmg educational institutions performance appraisal (evaluation) is
used as one of the criterias included for the selection of employees for training. The respondents
were asked to show their agreement using the above mentioned five point scale of ratings. As 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 ANOVA test
showed that there is significant statistical difference between the means at o 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 (0 be trained since there is statistical significant

difference among the means at o 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 next item which had close relation to the previous items was the fifth item in Table 3. The

if personal relationship and good will of the boss has been

dominant in the selection of employees. Some times in certain organizations, unfair and biased

item enquired the respondents to reply

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
ANOVA test showed that there is no significant statistical difference between them indicating an
agreement in the responses of the three 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

(Marks and Printy: 2003: 370). The administrators have responsibility to enlarge the leadership

capacity of employees which doesn't mean however they should be always given priority for

training compared to the other employees. When we look at the responses given for this item, the
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The next item to be discussed in detail was item 10 dep; i
. | epicted in Table 3. It asked the agreement of
resp p Ipation of employees during selection fi ini 1 ildi
- lpe: or training. Capacity building
prog 1es which include both the management and employees, it is of 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
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 ANOVA 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. Now a days 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

difference at o = 0.05. The non-significant value of the ANOVA indicates that the three groups of

respondents had more or less similar perception regarding the training priority given to female

managers.



3.2.2 Objectives of Training and Development

objectives of training and development should be thought intensi |
ensive

y that they should fulfill the

expected performance levels.

puIpOSe of training which is filling the gap between deficienci d

P . cies an

The respondent educational managers were asked about vari i
10us is

E . sues related to objectives of
training and development. Their responses were arranged and co J
mpu

: ted using percentage which is
one of popularly used method in descriptive statistics. The responses 3

: wer | i
P lening the table 1n detail. ¢ analyzed and interpreted

Table 4 Responses on Objectives of Training and Development

Team Lead i -
r/ e ers Directors and vice Unit leaders Total

(N=20) directors (N = 60) (N=132)
NE (N=52)
= % 2 [ ) [
1. Major objective of training and development : N % = £ s i
A. Current trained man power 11 55 19
B. Future requirement 3 15 7 ?gi 34 2606 ?; 3855
| C BothAandB 6 3036 | 26 50.0 23 383 |ss |a17
2. proper design of objectives ' 5
A. Yes 14 70 35 68.6 23 39.6 W 54.5
B. No . 4 20 6 11.7 19 31.6 29 22.0
C. Do Not know ‘ 2 10 10 19.6 18 30.0 30 22.9
3. Objectives are attainable
A. Yes 12 60 38 92.6 22 36.6 72 59.5
B.NO 8 40 3 73 11 183 22 18.2
C. Do not know - - - - 27 45.0 27 22.3

4. Objectives are communicated and agreed by
trainee managers.

A. Yes 12 60 36 69.2 28 46.6 76 57.6
B. No 3 15 6 11.5 18 30. 27 20.5
C. Do not know 5 25 10 19.2 14 233 29 22.0

5. If “Yes « for item 4, are there any inputs
contributed by trainee managers?

A. Yes 12 60 27 62.8 22 |366 |61 |s04
B. No 8 40 14 34.] 1 183 |33 | 273

C. Do not know - 27 45.0 27 223

6. If “Yes” for item 4, is there clear
measurement used to assess success?

A. Yes 13 65 22 64.7 18 30.0 53 46.5
B. No 7 35 12 35.2 15 25 34 29.8
C. Do not know - - - - 27 45 27 23.7
1. Freedom of the staff to take actions to meet
ijzfgc}fi h 1 5 6 11.5 6 10 13 9.8
B. High = 9 45 20 384 12 20 4] 31.1
© Moderate 4 20 17 32.6 21 35 42 | 318
Dillow 6 30 9 17.3 8 |30 |33 |25
: - 2
B very low - - - 3 5 3 3
—

nber due to no responses.
* The respondents number became Jess than the total nur D
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make ready ined man power in the organization and for both th i h
= ese amis. Among the

respondents the majorities (48.5%) replied that the major objecti
1Ive was to fi

. 11 the current trained
1 power requirement. N
matt P - ext to these respondents, about 41.7% responded that the main

' ion was to fill bo
intent1o | th the current and the future requirements. Only 9.8% respondents replay
was for future trained man — power requirement

When we go through the responses given for item one, most of the respondent unit leaders agreed

ith the first option covering 34% :
W p g o out of total 60 in number. The rest agreed with the second and

ird options covering 5% and 38.3¢ . _
2l =E 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 currently 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

groups of respondents each 29 in number said that "No" and "Do not know" with the percentage

of 22% and 22.9% respectively.

-Whatever the objective is desirable and attractive, it should be prepared clearly. Training

objectives need to be prepared in a way that they could show employees feeling of mastery over

their work and of recognition by the management (Graham, 1986: 182). If so, when we look at

our respondents response it was not €asy to conclude that the organizations training objectives
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In addi 4l Preparation, objectives shoy|q be attainabl 1l
S _ € as well. A given trainin
objective however it is prepared in a ¢leqy Way, unless it is attainap] g )
> ainable, it is lik

The third item in Table 3 considereqd if the objectives w
ere attaj

given "YCS”, nNOu and

e tooth- less lion.
nable or not. Three options were

"Do not know" i
alternatives. Some respondents didn't give answer for this

: at they w i i
jtem so th y were not included in the calculatiop, Among the respondents who replied the

item, 59.5%, 18.2% and 22.3% said that " Yes ", "No" and "Do not know" tivel
, ow" respectively.

Directors and vice directors agreed that 979 ; ied "
g 92% of them replied yes" whose total number is 43.

Different form them, the majority of unit leaders (45%), whose number is 27 replied "Do not

know." The same to directors and vice dj 0 _
director 60% of the woreda education bureau team leaders

. " 3 1 .
e
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
point scale. Accordingly, the respondents mean score was greater than the average mean taking 3

as an expected average mean. Therefore, the response offtiichyotedaieducationibulca ticasiauc

the above respondents had similarity. Hence, we may conclude that the training and development

. - . < i rS-
objectives were fairly communicated and agreed by the trainee manage
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leaders responded  saying "Yes" that showeq there wa

; S input contributi i
managers for the formulation of educatiop B

al objectives [h icipati

e = - +11€ participation of trainee m

contributing certain input to the objectives of training has positive influ h
€nce on the su

training program. Accordingly,

anagers by

ccess of the

tl jecti
1€ objectives should be based on an analysis of needs which are

he respective managers before training is initiated (Rao and Rao, 1979: 224). Based on
the responses obtained form the respondents

agreed by t

. It was not easy to conclude that the trainee
managers have strong input contribution for the objectives of training since nearly equal number

of respondents gave negative reply.

The other point considering the objectives of training and development was the issue of clear
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

are communicated and agreed by the trainee managers, the whole staff of the organization should

be free to take necessary actions that help put in to practice the intended objectives. The response

for this item was divided in to five level of freedom: very high, high, moderate, low and very
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Accordingly, 9.8% 9
[oW- gty 0, 31.1%, 31.8%, 25% and 2.3%,

: . of r S "
freedom of taking actions from very high to v respondents replied their degree of
ery

low respectively. Most of the respondents

1at 1heir degree -

) of freedom t :

was moderate. Next to these respondents, 41 respondents (31.1% o take necessary action
2 S R A

(31_3%) whose total number is 42 replied tl

l‘e 1 3 . . .
let them freely that they can take wh ) replied that their organizations

at ever i : .
N el action which is necessary to meet the objectives
mn Y, this can be taken as the conclusion statement for the issue raised

using this item.
3.2.3 Training Methods and Types Applied

Either of the two main categories of training, methods, i.e. on the job and off- the — job training
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 of a 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

[n 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 ANOVA test of the mean scores.
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Table 5. Response on Conduction of Indy

ction or Orientation

~ Jtem Diteet
ors and vice direct
ors, -
Response rate* N =35 Unit Leaders (N = 60) P-
~ —— RCSDOHSC rate ——— value
5 4 3 2 I [X -*% *5_‘—4\-—3\_?\ Response rate
e s
ndication T S (el AN SRR Eo TR [
conducwd fornew | 3 OB R 4 = 836N 4N 8o el 5
(ecruited managers D08 |RORSIRII7R o ol B Ra T ST 05>
periodical R
prosorsliol SRS 2 SR o 10 o ol el 18
: : 5
sbout orientation as 15 13 |32 |0.147
a training method
Supporﬁi\v’e and |
Rilavetiaicltons I P i =t e o | e TR o 7 [ R B A
¥ P2 315 .02
orient new COMErs.
During orientation
cachdepartment | 1| 1203 14 |- 135 111 |26 |11 |4 |- [38|7 |14 24|15 32 | 0.014
takes part

* Response rate: 5 =Strongly agree; 4 = Agree; 3 Fairly agree; 2 = Disagree; 1= Strongly disagree

% Mean values (x) are computed form the number of respondents in each cell.

P-value- calculated one —way ANOVA test result.

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 o. =0.05 by
ANOVA 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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Jifference among the mean scores at o leve]

= 0.05 which
' showed opinion g
espondent groups, particularly the ypjt leaders. Wiy out ignor; ti' lon difference among the
INg this difference, but based on

at the respect;
ective ¢ :
orient new COMETS. ducational managers were willing to

major item of i
The other maj of Table 5 is the fourth item that enquireq if h d
e . : each
organization took part during orientation Programs. Thoy e i el
previous ones, they were above the average expected m

scores were 3.5, 3.8 and 3.2

respectively of team leaders, directors and vice directors and the unit leaders. The applied
. pplied one-

way ANOVA test showed there is significant Statistical difference among the mean scores at o
level = 0.05. Even though there is statistica] significant different among the mean scores which
was likely caused by less agreement of the unijt leaders, it was possible to infer that during

orientation each department had fair participation in the orientation 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

focused on introducing the new comers to peers and coworkers. The next to the last option

46



he four options was i; TR b
among th P nmducngObS o the new comers which ¢ d21.4% of tl |
overe 470 0l the tota

) said th
(heir organization. In fact, some respondents ch

reSpondents. Least number of respondents (15% at no orientation | b ducted i

& 10n has been conducted in

0S¢ more than ope alternative response. Those

were '

ere asked to give reasop Most of them (54.1

new comers were expected to orient ther selves. Next to this, 5] 4% of thi
5 70 Of 1

said that no attention was given for orienting new

who replied “no orientation”
%) replied that the

s item respondents

recruited managers. The least percentage
0, 3 %

amongst was 21% which showed that the reason for "0 orientation” was its time consumption.
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

In the following sub-section an assessment of the concerned educational managers' professional

training participation, the technique and method of training applied and the relevance of the

training received is presented and analyzed,
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Table 6. Views on Training Recejyeq
—/_____———v——-—\-\--—ﬁ

i [ Team Loaders™
Ite ¢am Leaders | Directooc e —
No ' (N =20) vilc):g?f"rs and Unit Total
| AN SCCIors (N leaders (N=132)
I S N e 2 e B (N60)
[ | Whether or not training is received o ERIN NE | o D 7
1.1 Before being assigned. o
A. Yes N i R
R 17 32.6 14 (233 [34 [258
: - 7.3
|.2 After being assigned e e | SCER 46 | 76.6 |98 74.2
A.Yes T T e |
— ki [ 800 |25 [41.6 |67 |5838
| s : = el g Lo 200 |35 |583 |47 |42
7 | Types of received training
2.1 On the Job
. Action learning 7
A = 17 6071 |24 52.1 |24 |44 |65 508
B. Distance education 9 32.10 3 233 S oS T
C. Other methods 9 T 9 96 RET e 516
2.2 Off the job
R cotures 6L Wiliae 14 259 |11 | 169 |31 [20.8
B. Seminars 10 833 20 371 16 |24.6 |46 30.9
C. workshops 14 46.6 20 3741 ASENIE38E5EN 872 483
3 | Training after being assigned is
relevant
A. Yes 8 STl 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 5552 16 36.3 5 Pl || 2 34.2
B. Material and financial management | 5 29.4 7 15.9 3 16.66 | 15 18.9
C. Both A and B 6 352 &2 A7 800N RTORS (ES5ES M| R 46.8
5 | Why was the training irrelevant? If
“No” for item three
=% ¥ 7788 B16 50
A. More of political I 16.6 8 i) 4
: 41.1 = = 10 33
B. No concern of education 3 50.00 |7
22 2 11.8 2 207816 18.8
C. Impractical 2 33.3 2

' - exceeded to total number
* Due to multiple response the response number excee
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1L current position. Wit}
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L7/0

professional training before they are assigned to the

i diGet 1eceive training berore ——— 1 the understanding

signed to theijr curre iti
- . nt position, they had to
er assignm ’
get training aft gnment, they were asked to reply in item 1.2 whether the ived trai
. y received training

after their current position or not. Amon the
g respondents 58.8% of them replied "Yes" and

41.2% of them said "No". When we see in detai] thejr fesponse, 82.3% the team leaders and 80%
0

ihe directors and vice directors received training after they occupied their current positi
nt position.

Opposite to these respondents most of the unit leaders (58.3%) said "No" that they didn’t receive

training after they are being a unit leader.

One of the major items included under Table 6 were item 2 which enquired the respondents the
training they received was either off-or on the job training. In item 2.1 they 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 education and other methods respectively.
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.

Initem 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, 2001: 274) in addition to reliingionianiiele

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 ecelvedut

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 skillegne

which makes himy/ her think critically of his / ber job (Grahm, 1986: 204-206).

Knowledge acquisition
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Those who received training after assignment v
ere

received was relevant or not under it thres

the respondents said "Yes" i No" options were given and 73.9% of

1at the training they recejy
respondents (26.1%) said 'No" (]

[n contrast to the above respondents, those who said the courses they received were not relevant
were asked 10 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

20 : , .
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
than any course ever can (Newell and Scarborough, 2002: 155). Accordingly, in Table 7 the

respondents were requested to rate their learning behavior in the work place.
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Tuble 7. Behaviour Deve[oped as a Re

Sult Of Traini
i ) Fainin
VK/ TSR S 20000 I e O
< 1ce ireet =
NO Response rate* N =35 ors, Unit Leaders (N = 60) P- 1
e Response rat value
SR RS o> s i WT‘T?T—C——N Response rate |
. : 7 e ] Ul s |
I/Askmgquesnons e - 140 [ 19 13 TT\“T | FS R (Fo T T i !
e I O R O s e e o i N N O
2 : I o it | B 3 | ‘
LT Exploring Options G LS P S S TTTT _1 18123 1 152 |2 [F3s 245
; e e = [RSSN NS NN [ ~
[ Taking risks i S N e 9 [3 [34 [.087
/Beinaopenand 5 105 |- = TT e e R 1N STONIETER 2a o (e v PSR
Jie 2l I O I v e e i
gransparent > = 3.9 0.601
—1 erting mistakes| 5 1202 T OO o |
§ | Converting =G 1981228 Egale 1 140 |1 !
; . 9IRS 48| R1ON(Ra 2
in to learning 3.9 674
~ [ Reflecting and 4 1103 |2 [1 [40l13 o7 mrt——
7 | Reflecting g 13 (2114 4 [- 32 [0 27 T500s oo —
o 3 E s 2
reviewing
=Tl 10 | 5 4 1 2 47 (SO e e
§ | Taking 18 (2318 [2 ]
responsibilit 40 123 (258 [2 [2 [40 |[.848
9 | Admitting 37 (1411911 (4 [4 [361(2
inadequacies and 2 2 | 19 [ {4 14 (3850071
L mistakes

* Rating scale; 5 = strongly Agree; 4= Agree; 3= Fairly Agree; 2= Disagree; 1= Strongly disagree
** X (mean) is calculated form the respondents number of each group.

o P-value — calculated one —way ANOVA tasted values of 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 ANOVA 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 ANOVA test showed that there is no statistically

significant difference at « 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 respondents wer
e
work place. The respondents agreed that their mean

rcam leaders, directors and vice-directors and unit
i

leader : R
difference ata = 0.05. s showing no statistical significant

The other

respondellts agIE 3 g n dDIlg SO. Iheil mean scares were above the expeCted

mean score 3, i.€. 4, 3.7 and 3.9 showing no statistical difference significantly at a level = 0.05

The other learning method in the work place can be converting mistakes in to learning. As
depicted in Table 7 item six, the respondents mean scores were 3.9, 4.0 and 3.9 respectivel.y of
the three groups showed that they learn through converting mistakes in to learning. By using 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 o level = 0.05. Therefore we may conclude that the

respective managers were good at admitting inadequacies and mistakes so as to learn from them

in their work place.
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Response rate*
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5 4 3 2 X % | 5 4|3 ) |

Unit Leaders (N = 60)
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P - value

1

Assessment of training =0 3 L e s 12 ] .
needs
1.1 Periodical training | 3 9 5 211 |35 |8
B et 22112 [ 16 | 4 | 3.4 18 | 13 12818582 3.5 | 0.958
.2 Training e (8 LR T O 8 e e I ST ] S [ 36 [ 11 |15 |18 |14 |2 |33 [ 0.109

opportunity bases
need assessment

1.3 Discussion between | 6 4 i e s I 24 16 | 3 )
the boss and the sub 36 |12 |14 |16 |14 |4 3.2 | 0.048

ordinate to indicate
the need

1.4 Usual discussion to | 2 14 | 4 - | - 39 | 9 23| 16 | 4 -l 32 |lg 6 |18 ]12 15 32 | 0.004
assess training needs 2 !
by departments

15. Need assessment is | | 6 10 | 3 | - g |7 191 17 | 9 - 134 |6 18 | 20 [ 12 | 4 3.1 | 0.283
left to be taken by
department head or
team leader

~

Assessment of training

results

2.1 Clear measurement | 7 10 | 2] - 33 |2 2915 | 6 =358 16 (20 | 12 | 4 3.2 | 0.202
of results of :
training

2.2 Performance = 9 10 |1 |- 34 |10 | 22[ 12 | 8 - |36 |16 |9 24887 4 3.4 | 0.464

appraisal best
indicator of
training results

0 | e 1 9 8 Dl vz 25 |9 231 15 | 5 - |36 |5 22 (21 [ 11 |1 3.3 | 0.084
|| assessment get solution s
4 | Trainee managers 2 10 |5 2| = 35 || 15 16 [ 9 7130 (11 [12 [22 |10 |5 3.2 | 0.233

produce pre- and post —
lraining reports

* Rating scale; 5 = strongly Agree; 4= Agree; 3= Fairly Agree 2= Disagree; 1= Strongly disagree

* Mean (X) calculated from the respondents number in each group.

- [ II.
o oy Itz one ) ANOVA tested values of the mean scores in each ce



[n Table 8 nine items were included Wwhich he]
he

o P investj
needs and training results. After calcul :

at. ate periodica] assessment of training
Ing the meap scor

es of : :
the mean scores were tested using one-w o SRtREmie DR

ay ANOVA to detect whether

there is statistically
vel =

significant difference among them g ¢ le 0.05. Using such
U2, Such a way of differentiation the

major items were analyzed and interpreted

As depicted in the Table, except the mean scores of item 1.3 and i
-J and item 1.4,

b . : * anl _ among the means of
other items there is no significant statistical difference at o level = 0.05. In item 1.1
= U.Uo. In 1item 1.1 the

dents were enquir i
respon quired to reply whether there was regular and periodical training need
assessment in their respective organizations. From their mean scores we can see that t
ee that they

agreed

up on the point. Their mean scores were 3.5, 3.4 and 3.5 respectively of the team leaders

directors and vice- directors and the unit leaders, The applied one- way ANOVA test showed that

there is no significant statistical difference among the means at ¢ level = (.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 o 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

average mean score. Though they seem so, the applied one- way ANOVsjiest siowedtanlitcre

is significant statistical difference among the mean scores at a level — 0.05. Therefore we may

conclude that except the unit leaders, the other groups of respondents agreed on the presence of

sufficient discussion by departments to assess training needs.
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whether the need assessment was |

eft to be taken b
T, Y depart
considered by using item 1.5 of T Partment head or team leader or not was

IlblC 8 NEed
. asse c
SSment is g process of collecting data that

organization identify ¢ S
allows an org Y and compare its actyg] level with its desireq
S desired level of performance

i 03: 168). This implj it i
(Bernﬁfdm’ 20 )- This implies that i 1s the Tesponsibility of all of th
0T the employees in the

organization. When we look at the mean scores of each group of respond
pondents, i.e. 3.2, 3.4 and 3.1

respectively of the above mentioned respondents they are greater th
) ater tha

. = ding; I n the ave
(3) and there 1s no significant statistical difference at o leve] = e

0.05. There fore, we may conclude

that in the respective organizations the training need assessment has been left to b
een left t
department heads or team leaders. ¢ taken by

. . t) .
The next item (item 2.1) considered the presence of clear measurement of results of training. The
. Th

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 ¢ 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 & = 0.05 computed by one-way ANOVA 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. Response on the Meth o

Used to Agg
\\—\S-SCSS TI‘ 5 ooty
r’ Ceamilenin —‘rﬂﬂg Needs and Results.
- rectors angd i
It N = : Unit L :
NO em ( 20) vice directors (IN =e2(()j;rs Htal
No % N R
__No | % -
T Methods applied to assess training e S No % No Yo
needs
—/ . sty \\—_—\
1.1 An analysis that training need SR e
assessment follows
A. Job analysis ?W e Lol
ety ‘ e 0 O 4 5 o
B. Person analysis 3 T%‘%L 56.5 935 ES318
% - S S . I
C. organizational analysis 10 B 23 TF\_L_ 20.2 31 7.9
= \\;—__’_’\_L 23.1 49 | 283
1.2 Frequency of training needs
assessment in the work place
A. Very often 7 35 7 13.4 7 11.6 21 15.9
B. Rarely 4 200 |T167 |30t o s o e s [
C. Never 2 10 - - 8 133 10 [75
D. Report dependant 7 35 29 55.7 24 40.0 60 45.5
2 | Frequency of ° training result
assessment in the work place
A. Very often 6 30 6 11.5 7 11.6 19 | 144
B. Rarely 2 15 22 423 26 433 51 38.6
C. Never 2 10 2 3.8 10 16.6 14 10.6
D. Report dependent 9 45 22 423 17 28.3 48 36.3
3 Method applied to assess needs
and results of training
onnaire 4 i [z s e R el s
B. Interview 1 A5 g 9310 12 il 2 K[ E7f 2
C. Observation 16 727 | 40 51.2 33 445 |89 |5Ll
D. Test 1 A5 10.2 18 2453000 12700 [RLsES

* Multiple response caused to exceed the response number greater than the actual number of respondents.

** Same reason. .

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 attempl 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

used in their organization was job analysis,

person analysis and organizational analysis
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S' - .
YSIS was organizationa] analysis that the

1S type of anlaysis 37%, 34.2% and 28.3%
015 and the unit leaders.

(raining need assessment followed. They agreed to th

espectively of team leaders, directors and vice —direct

g seeking job, person analysi

- | * ; ysis helps
determine which employees need training and organizational analysis examines the organizations
- - Majia, balkin and Cardy, 2001: 264). Though they
seem equally important, a given organization can depend in either of t

culture, mission, goals and structure (Gomez-

he three or in all of them

pased on its current and future trained man Power requirement and the performance level of its

employees. Therefore, the respondents reply in greater proportion to job analysis was acceptable

Under Table 9, in item 1.2 the above respondents were asked 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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respondents. Opposite to these 10.6% IeSpondents said there was n

O training result assessment in
the work place. More or less the respondents agreement distributi

' . on to the above two items had
close similarity. Therefore, it wag 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 r

espondents (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 questionnaire, 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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rable 10- Views on Problems Encouny

. . ere(l Re L .
/mgﬁﬂmx gar{ll"g Tr”l"ing (["(I develO[)ﬂlellt
e S

f T « .
Item le:(;:r]s D_lrec(ors and Unit T
Vice directors Le oia
= d il
kNOQLOO/L\@= 57 &51125)1 (N=132)
. Problems were_faced regarding the —2 | No | o No | 9, N -
designing and implementing training T L
/grpﬂ%
A. yes FEr s 12 mn
L= | 32 |
B. No - LTTO_“% 36 160 |81 |[614
C. Do not know Z ?TW 8 13.35022 16.7
7 ]f “yes” what were the problems? ———— 1" | == |16 266" 297 21
A. Lack ofbudget ' 1 W—TW -
B. Inconsistent identification of TWT\ 29.6 | 56 37.1
training needs : 20.6 18 1281 |40 26.5
C. Non transparent and B 24 |
unaccountable selection e 2l 29.3 218 I 30IsN A 29.8
D. Inadequate and unfit number of [ | | £ T [ e
managers selection for training i 3 3.1 6 193 10 6.6

* The response exceeded the actual respondents due to multiple response

In Table 10 it was attempted to investigate the constraints of training and development 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

interview session. Most of the respondent bureau heads 40% (See Appendix A) confirmed that
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ior problem was lack of budpef na ' :
o : budget next to INConsistent nepq assessment and se] f
: Nt and selection of unfit
ondent bureay heads.

3.2.6 Solutions Sought to Alleyiate the Encountereq Problem
S

* anagers 10 be trlamed which covereq 20% of the resp

All the respondents were asked to reply what Measures have beep

) ) I3 taken so far to alleviate the
problems regarding capacity building programs, An o

Pen ended question was used with certain

= ch as “no ak
alternatives su measure was taken”,

(13 »
certain measureg were taken “and “solution

seeking is beyond the ability of the bureay» for woreda education bureau heads during the

eém said that no measure had been taken so far and some of them
replied that certain measures had beepn taken and solution seeking is beyond t

interview session. Some of th

he ability of the
bureau.

The other group of respondents, i.e. Woreda 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 government was supposed to seek solution and the common practice was reporting the

problems to the higher authority to seek solution.
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CHAPTER poyp

4. SUMMARY, CONCL US|
*2SION AND REC
“*COMMENDATION

4.1 Summary

one of the major factors that contribute to the prob]
5 - - . . 1.0 em
professmnal training which is unable o Provide up - to - ¢
X -to-date a
ss to and participation in for
acce p formal and nop formal continuing professional d 1
evelopment.

Capacity building through training ang develo
pment now a days is more
valued than pay and

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

: . P )
because firm's future lies primarily in the hands of its Mmanagement. 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?
2. Do the educational organizations have clear training objectives?

What methods and types of training applied?

(O8]

4. Is there any periodical assessment of result of training and needs 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 regarding the training and
development activities?

: 9
6. What solutions sought to alleviate the problems?
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The data gathered were tabulated and analyzed using percentages and mean scores. In addition

the mean scores of the respondent groups were tasted using one - way ANOVA test to detect any
significant statistical difference between the means at specified a - level compared to the obtained

P - value. Accordingly the following findings were drawn.
1. Clear Selection Criteria to Offer Training and Participation of Trainees

1.1 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

the major criterias. Both the respondents showed their strong agreement with the mean

scores above the expected average mean. Though their mean scores were above the

average, the ANOVA one - way test showed there is significant difference among the

respondents, especially the less agreement of the unit leaders. However there is statistical
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significant difference among  the P
en

conclude that performance appraisal (ey

ANOVA test at specified a - leve],

| 4, Among all the employees, the team leaders and heads had bee
n

given priority fi ini
over the other employees. All the respondent educationa priority for training

I managers a i

1 ) greed with the mean

scores of 3.2, 3.4 and 3.5 respectively of the team leaders, directors and vice - directo s and
IS an

unit leaders respectively showing no significant statistical difference by the applied one
ANOVA test.

-way

1.5. In the respective organizations trainee managers had fair participation in the selection
process. Their response regarding this point showed the agreement of directors and vice
directors and team leaders with the same mean score 3.2. Slightly different from these 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.

2.3 Most of the respondents (57.6%) said nYes" that in the respective organizations the training

and development objectives had been communicated and agreed by the trainee managers.
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The rest 20.5% and 22% gaiq "No?

and "Dg not kngw"

"Yes" 60%, 69.2% and 46.6% were ¢ respectively, Among who said

cam leade :
: IS, dire
leaders respectively. Hence olors

flnyiceppicatecand apreed by the trainee edycat;
ationa] managers

3, Applying appropriate training meth oy and techniqy
€S

leaders were 4.1,4.1 and 3.6 respectively.

the mea
However N scores are above the average, the one- way ANOVA test detected that
a

there is significant statistical difference among the respondents' opinions- particularly of th

s . o ; e - particularly of the

unit leaders. With out ignoring this difference, but based on their mean scores it d
may summe

up that the concerned educational mana er e B ; :
gers were willing and supportive to orjent cach other.

3.2 During orientation programs for newly recruited educational managers, each department of
2

the concerned organizations had fair participation. This was shown by the mean scores 3.5
3.8 and 3.2 respectively of the team leaders, directors and vice directors and the unit leaders
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

- T ; ; i ical.
18.8% respectively said it was of no concern of education and impractic

ing 1 lace.
3.5 Nearly all of the concerned educational managers Were good at learning in the work p

. i work place,
For all the items to asses the learning behavior of the respondent managers in the p
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the mean scores for each itemg were

- dVerage an( (he;
ifference em & i Was no sjoni o
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_ Jevel = 0.05. SLP- value Compared to specified ¢

4, Assessment of training needs ang results

the training need. Though the respondents mean scores 3 0,37 and 32 respectively of th
: P et : ively of the

team leaders, directors and vice directorsg and the unit leaders were greater tf
cater th

an the average

mean score, the applied one - way ANOVA test showed that there is statistical significant

difference among the opinions of the respondents - particularly the fess e e

leaders.

4.3 Regarding clear measurement of the results of training, the mean scores 3.3, 3.5 and 3.2

3

respectively of team leaders, directors and vice directors and the unit leaders showed their
agreement. The applied one - way ANOVA 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

3.1 Most of the respondents (61.4%) confirmed that there were certain problems encountered

: 00T ially in designing and implementing
regarding training and development programs specially 1n g p



(raining programs. The regst I'espondentg replied
eplie

covering 16.7% and 21.9%, No" and

Do not know" respectively

The major problem encountered wag lack of
0

budget :
wh
respondents among who agreed in the existence of ich was confirm

ed by 37.1%
the prob]

ems.
was non-transparent and unaccountable selection Next to lack of budget, there

inconsistent identification of training needs whic
the last problem confirmed by 6,69, respondents

Ly . et ate and unfit m .
for training. Despite their Intensity, anagers selection

all of the problems were

the major constraj o
fx o rai
and development activities. nts of training

4.2 Conclusion
Based on the findings the following conclusiong were drawn,

42.1 Though there was significant difference of opinions among the respondents particularly

between unit leaders and the other group of respondents, there had been fairly clear

selection criteria to offer training and development. However, during the selection process

of employees to offer training personal relationship and good will of the boss had o

certain dominance.

422 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.

423 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 personnel.

424 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

icular ' had
strong opinion difference among the respondents- particularly the unit leaders, there

; ini essment and
been certain measurement of training results. Both the training need ass

training result assessment depended on reports.
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42.6 There were certain measures taken to minim;
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T the €nco
training and development activities. Some of whi untered problems regarding
’ 1c

attend higher education privately through distanc
e

training

lems were reporting

4.3 Recommendations

deiRUsmpielear selection eriteria to offer training and development would enable to provide fai
vide fair

g siable ralniog oppottunityfos the right person in the right time. Though it seemed

the concerned organizations had fairly clear selection criteria, it was observed that there 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.

43.2. 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 performance appraisal was used fairly, there was significant opinion difference
among the respondent educational managers. Therefore, there should be an appropriate

performance appraisal which is constructed ~according to the rule and regulation of ministry
of Education if it is to be used as selection criteria.

43.3.1t has found out that personal relationship and good will of the boss had certain dominance

during the selection process. Since personal relationship and good will of the immediate boss

can cause bias, it should be avoided through transparent and accountable
nd heads had been given priority for training.

selection process. In

addition, it is found that the team leaders a
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Though the managers (top levels) h

depcﬂds on the sum total effort of

velopment objectives were ng : i
ol tstrong enough interms of

agreed up on. Therefore, the concerneq training objectjy
€

thoroughly so as to make them clear ang attainable

43.5. As it 1s seen in the characteristics of the respondents, most of the positions currentl held
2 ently are he

ated from other field of study than educational

management or below the educational qualification that the position requires

by those either gradu
planning and

Therefore, the

concerned authority should pay due attention to fill the gap of professional quality by

anning trainings for those who are lacking it.
Otherwise, appropriate personnel should be recruited from the labor market.

providing educational management and pl

43.6. 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.

43.7. 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

1t and dependable. Therefore, it has to be improved

ngs are measured in a clear and

training needs were not so much frequer

with more intention. In addition, unless the results of traini

_ Sl i ~ he
consistent way, it is impossible to judge their contribution for the attainment of both t

: ing results of
organizational and individual goals. Though there was certain way LTS Rt
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APPENDIX A

evelo Sty
e Item s R ment activities
0 I Sponse Rate =
o Strongl Agree 4) |  Fairl ﬁ\ﬂ g
E 5| yagree r | Disagree Strongly | 3
z E 5 Agree (3) (2) | disagree =
N e NS O R el 0 =
° £ 0
gt andsccountable T (e T e o e
! selection criteria 85 ' 1 0.14 | - . 4
| ial approach is influential than | 7 s - e
political ap 3 _
! | pofessional one 2 [2857|5 71.42 | 128
= | relationship and good will 7 2 i "
3 rsona ; =
) :Fthe boss is dominate 1 014 12 P857|4 57.14 | 1.57
T ders and executive 7 I 0.14 | -
am lea 4 =
‘ :anaaers are frequently selected 3 4285 12 P8.57|1 0.14 | 2.71
[ gelection criteria and objective are 7 2 28513 42.85 | 1 014 (1 Jo.14 |-
) Wj" Communicated 7 . = 385
r The bureau head conduct succession | 7 3 42.8 | - 5 3 4285 |1 lo1a |- ] e
lanning 5 :
r The head is will trained and sound 7 1 0.14 | 3 4285 | 2 2857 |1 lo1a |- - 5
| decision maker :
r Training needs are regularly 7 1 0.14| 3 42.85 | 1 0.14 2 [28.57] - 2 3.42
.| assessed
s | Training results are regularly 7 1 0.14 | 1 0.14 |4 S | o " 328
.| assessed.
|0 | Educational qualification relevantto | Options NO %
current job 1. Yes 2 28.57
. 2. No 5 71.42
fll Attended training after being Yes 3 42.85
| |asigned No 4 57.14
|
11 [ Problems encountered regarding Yes 6 85.71
| fraining NO 1 0.14
| 1. Lack of budget 4 40
| What are the problems 2. Inconsistent need assessment 2 20
é 3. Inconsistent result assessment 1 10
! 4. selection of unfit managers 2 200
u 5. All or any combination of the above 1 10%

- Mean scores and percentages are calculated form the number of respondents in each cell.
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summary of one —way ANOVA T
Training Selection Criteria

e e S L

APPENDIX R

est
of the Mean Scores of Respondents for Each Item of

. Source i Sum of T
T\ferrlz?lseclear selection Betweer? g;rfglson %A———M@M e e |_pvalue |
criteria Within Groups T _\7;_ 6.446 7.529 001

Tl T e ) P
performance appraisal | Between Groups W\_\Z—\_\
is used as a central Within Groups W\ 5.855 7.743 .001
criteria —m\_\-_‘__\m_g__i |
109.242 131
Wominagce of | Between Groups W_\?\W T =
R rreee e HCTE e D s 1.561 ‘ '
Total Eﬁ—“—m
There is dorlnlnar:ggc%f Be-tv\{een Groups 3335 > 1608 e 50
professional app Within Groups 140.210 129 o
Total 143545 131
P:Crisocr)l;lél ;;:lsxg?Fhsehip Beltwfeen Groups 2677 2 1339 767 VieE
gossgis dominant Within Groups 225.042 129 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 50 W5ED
eads Total
161.659 131
There is equal Between Groups 7.676 2 3.838 3.040 051
co_nsideration of all Within Groups 162 869 129 1263
s Total
170.545 131
Selection bases past Between Groups 5.708 2 2.854 2.885 .059
fetiepnance 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
Visit 196.909 131
Training priorty is given | Between Groups 6.484 2 3.242 2.751 .068
for female managers  Mjithin Groups 152.031 129 1.179
Total 158.515 13; o —— =
Portfolio is used as a Between Groups 6.072
selection method Within Groups 172.314 129 1.336
Total 178.386 131
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gummary of One- way ANOVA Test

APPENUIX C

of the m
ular Assessment of Training N €an Scores 0
Red 9 Needs ang Results f Respondents for Items of
/ \——\
Jariables Source of variation SSUm of \\____
sence of regular and Between Groups —=Quares | df M B
R cal training need "Within Gronre —— 119 %e\an&% F
griodi ithin Groups 2 __P-value
assessment Total &M\T{“\ﬂm 958
e 1% e
992 e
Presence of training Between Groups W—L\HL ——
tybasedonneed v~ ——— | -369 —_—— |
ppgsnsur;'e& Within Groups 153.260 “\a\ﬁ@i\m\m
ass Total T 20 1188 [ e
rasence of discussion Between Groups | —-rot— |
en the boss and the e 6936 2 e [ SR
betwe te to indicate the ithin GrOUpS 144 033 \\——**‘—31.61 3.106 048
subordinaté Total e | 129 1117 e
need _ [T T o ——— S
150.970 131
presence of usual Between Groups B
discussion to assess Within Groups B 5.460 5676 | 004
training needs by 124,073 129 962 —
depanments Total \——‘_\"\\'—g—*
134.992 131
Between Groups
presence of clear P 2.839 2
measurement of results of s Groups 1.419 1.619 202
fraining 113.131 129 877
Total
115.970 131
is| B
e L =l e
ithin Groups
head or team leader P 125.006 129 969
Total
127.477 131
Using_performancg : Between Groups 1.667 2 834 772 464
appraisal as best indicator Myzihin Groups 139.303 129 1.080
of needs and results Total
%7 140.970 131
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 Within Groups 169.606 129 1.315
pre and post training
reports Total
173.477 131
5
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APPENDIx p

of One- Wa '
gummary Y ANOva T
gespondents for ltems of Ope'g Own Iezs;tni:g Bthhe Mean Scores of
€havi

or
/ "\\
Source of variation S —
riableS . | uares —
by asking | Between Groups \QW\L% F
:Sesﬁon Within Groups ﬁm—\\_{_ .301 \E—%
e ——————— . _\ ; g
Tota e oL
g by Between Groups e Ber
L esting ideas Within Groups T 133 | a0 g
— . \ *; .
Total \\__\_1\21 940 e
123.879 B
| —ing by exploring | Between Groups B B
e e ——— ] s
((—)ptions Within Groups W\i\mww
Total \—ﬁ—&—\\g@_\\“
162.992 131 B
. -\
Gamingioy/taking | Between Groups 1.359 _\jﬁ\_\
fisks Within Groups 163610] 19| el 586
Tor DL |
164.970 131 s
Leaming by ibieing i Between Groups 1.113 \“T‘ﬁ?-\—sﬁ—‘s_m_
ay | 2 TRy [ ] == . ol : A
open about the WaY & I'within Groups 140606 | 129 ol
IS Total —_—le |
141.720 131
. e ———
Leaming by Between Groups 744 2 372 396 674
converting mistakes  MWiithin Groups 121.226 129 940
into learning 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 s 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
'"?‘Zeguac'es and Within Groups 179.292 129 1.390
misiaKkes
Total 180242 | = 131
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summary of One- Way ANOvA Test of the

APPENDx |

¢ orientation Conduction
0

=

———

\

78

l\‘llean

obles Source of variation % df M
V"if'c"“‘tio n conducted | Between Groups 548 F““‘—;%”E‘&\“E'Value
Indu recruited ithin Grou s \\“ 274 : 742
for new Wit P 118.331 129 \\W\‘-\
anagers Total \\\;_*
J 118.879 131 = S
meriodical Between Groups 4.053 \—2{\2027\\?
- . 147
iscussion about Wittn o W
tdr:)ixc'ling methods Within Groups 134.492 129 S
———\_ﬁ—‘—\__\__\
Total 138.545 131
\\\\J
Wwillingness to | Between Groups 6.710 2 3.355 020
deve op VAT s —‘~\——\"\\_
support and Within Groups 107.919 129 837 B
Total 114.629 131
et T L4 v
~During orientation Between Groups 8.518 2 4.259 014
u I SRR |
t ithin GTOUPS 124.414 129 .964
each departmen Wi
takes part Total
132.932 131
B

Scores of Respondents for Items
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jonnai be fi : :
A questionnaire to be filled out by €xecutive educationg| T
: m : Te j
directors and Unit leaders of elemental-y, secondary am leaders, Directors, vige

; and Preparat
institutions. baratory schools, and TVET

purpose of the Questionnaire

capacity building programs for educationa] Manager j
Accordingly, the assessment €xamines the training and
managers there by investigates what problems encount
problems during the last four years. ¢
Therefore, your sincere, frank and timely response is of greater value for the fina] 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: 1. 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 w9rd “manager” refers to heads of “woreda”

education bureau, coordinators of the main departments (teams), principals or

: Do e chools
directors, vice directors and unit leaders of primary, secondary, preparatory s
and TVET institutions.

- Thank you for your Kindly cooperation!
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—esuon |, G r
Age v hera] Information
1. A8 Years :

ghSex: Male D Bl D

3. Qualification:

1. Grade 12 Complete D

2. TTI graduate D

3. College Diploma D

4. First Degree D :
5. Second Degree []

6. mention other if any

e \
4, Your special field of study
. \
Major _
\ (lf any)
Minor -
\(lf any)
Additional _
L R any)

5. Hierarchical position in your organization

Executive manager (Director) principal
Team Leader

[]

o -

Vice director or vice principal D
L]

LS T NG T e

4. Unit Leader
6. Years of service in current position?

1. Service years:

1. In this organization years.

2. In other organization years.

3. Total years.
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Section II: - Major Selectiop Criterias (o offe
or

Direction — Show your reg

(No|

criterias to offer train;j

Question Item

Your organization has clearly set

selection criteria for offering training

Performance appraisal (evaluation)
has central role for trainee selection

Political approach is dominant over
other criterias

Professional approach is
considered than other criterias

more

n

‘n-aini
ponse for the follgwi

uestions which ¢

ng and developmeny opportunity
v

Disagree

()

Strongly
disagree

() |

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

10

Employees (teachers) participate in
the selection process.

[1

Female managers are given priority
for training

12

“portfolio” (private collection of
evidences which demonstrates the
skills,  knowledge, attitudes and
achievements) is used as a selection
method.

Section III: Objectives of Training and Development
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Direction: Show your reaction putting a “v'»

: sign in the al : g :
following items. ternative choice boxes in the

1. What is the major objecti 5
_ jor objective of training and development of educational
in you organization? onatimanageas

1
v

L. To fill the current trained man power requirement D

2. To make some m
¢ more educational

. manage

requirement of the organization gers ready for the future

3. For both 1 and 2 D
4. Please mention other objectives (if any)

2. Do these training and development objectives prepared in a clear way?

I YesD 2.NOD 3. Do not knowD

If “Yes”, are the objectives attainable (achievable)?

1. Yes[_| 2.No[ ] - .,

4. Are the objectives of training and development program well communicated and
agreed by the educational manager to be trained?

1.Yes|___] 2.NOD 3.DonotknowD

(U]

5. If“yes” is there any input he/she has contributed on how to set objectives?
1.Yes[ ] 2.No[_]
6. If your answers for question "4" is "Yes", is there any kind of measurement which
might be used to assess success?
Jsexes [___—l 2.No E]
7 To what degree of freedom are the staff given to take what even action necessary

to meet an agreed objective?

1. Very high D 2. High ] 3. Moderate [_| ¥

4. LOWD 5. Very low D



Section IV: Methods and Types of training =

Direction- Show your résponse for
agrec, 4 = Agree, 3 = fajy|
a “v"™ mark in the res ecti
No Question Item

— ol
SKongly Agree | Fairly Disagree |Strongly
gSr £t 4) Agree (2) |disagree
I | An induction or orientation is \LL‘%AL —A
conducted for new recruited
managers. 7
2 | Periodical discussions are helq | B
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 the following
items. ! v

5. In the orientation programs, what is the focus? (More than one alternative can be

chosen)

I. 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 [:I
4. Introducing new recruits about their jobs [:]

5. Please mention other (If any)

6. If your organization has no experience of conducting orientation programs, what do
you think the reason (s) is (are)?
1. No body gives attention D . v
2. New employees are expected to familiarize themselves D

3. It is time consuming l::]
4. Please mention if there are other reasons




 Have you attended ad At
7 y equate professional teaining for th T
before you arc assigned for? € position you are in now

l.YeSD Z‘NOD

8. lf“NO”, have you atte e
. nded any training and development program after b
after being in your

position?
1. Yes [ ] 2.No[ ]

9.1f "Yes", in what aspec i
pect was the training? (More than one alternative can be chosen)
en

1. Human resource management D :
2. Material and financial management D :
3.Both land2 [ ]

4. Please mention other if any

10. Is the training and development program you have attended relevant to your job?

I.Yesl—____l z_NOD

11. If "Yes" in what way was it relevant? (More than one answer can be chosen)

1. It was basically about educational administration ]

21t considers mainly how to apply educational management to our local D

3. Please mention other (if any)
12. If your answer for question '"10" is "No",,

Why? (More than one alternative can be

chosen)

1. It was more of political L]
7Tt was not about educational management D

3. It was impractical D
4. Please mention other reasons (If any)

13. What type of training have you attended after yo
«v» gign in the box (es)

u started your current job? (More

than one alternative can be chosen) put a

1. On- the —job training such as:

A. Action Learning (Learning by trial and error and examine) D

B. Job- rotation D E. Delegation

C. Mentoring D F. Distance Education [:l :
D. Coaching D G. None of the above methods is used D
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2. Off- the — job training such as:

A. Computer — assisted trainin
Role playing
Case study

g

Classroom lectures
Conference /Discussion
Seminars

. Workshops

Q 7 W aR

D000

Section V. How do you rate Your learni
_ arning behavior? j i
learning more in the work place? U e
Direction — Indicate your reaction inserting 5= Always do this 4 = Frequently do this, 3
is, 3=

Rarely do this, 2 = Need to d
; 2 0 morel = Don’t L
mark in the box of your agreement, need to do any more. Pulva v

your habit of

No Learning Behavi

1 | Asking questions r s 2 : : ? :

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 “v"”> mark in each box to show your reaction by inserting numbers: 5 =
strongly agree 4 = Agree, 3 = Fairly agree 2 = Disagree, and 1= strongly

disagree.
No Question Item SO S 2
] | 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.

%
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of measurethent of [ T—1———

| ‘ Bt ent of

results  of training o ascertain '(t)f
its

comrl.buli.on for the attainment of th
organizational and individual :

. renn goal.
raining need assessment js always left (o

be taken by the t |
e )/ cam leader or department

7 | Performance appraisa] (evaluation) is taken

as the best Way to indicate both trainin
needs and training results. 5

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)

SR—

mark in the box (es) of your choice for

Direction: Show your reaction putting a “v*»

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 I___I 2. Person analysis D

3. Organization analysis D

I1. How often the training needs and training results assessment occurs in the work

place?
1. Very often D 2. Rarely D
3. Usually it depends on reports D 4. Never D
12. How often the result of training assessed insthe work place? g
1. Very often D 2. Rarely l:l

3. Usually it depends on reports ’__—’ 4. Never |:|

13. Which of the following methods of assessment of results of training applied in your

organization? (more than one alternative can be chosen)



1.~ Questionnaire to be filled oy by coufse member |:|

Interviews with relevant parties D
Observation E]

Tests D

Mention any other method (s) if applied so far

hnoR WD

Section VII- problems encountered
development activities
Direction — Show your reaction putting a “v>

l.

< .
and solutions sought regarding training and

mark in box (es) for the following items.
During the last four years has your organization faced any problem regarding the

designing and/ or implementing training and development?
Ir Yesl:l 2.NOD 3. Do not know [ _]

2. If “Yes”, what were the problems? (Multiple answer is possible).

1.~ Lack of sufficient budget I_—_I
2. Lack of consistent identification of training needs D
3. Lack of transparent and accountable selection of trainees D A

4. Selection of inadequate and /or unfit number of employees for training |:|

5. Please mention if any other problem faced

3. What measures are taken to over come the problems? (write them in short)

Thank you so much Again!
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APPENDIX G

Addis Ababa University
School of Graduate Studies

2 College of Education
epartment of Educational Planning and Management

A study entitled “An assessment of capacity Building programs for educational managers

1n 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)

TTI graduate
College Diploma
Advanced diploma
First degree
Second degree

PHD

Any other

. Any combination (s) of these

ur special field of study

oo o s W

5
IV ajOTeuias i S o s =

VIR OEE S T

I § ition? ears.
6. For how long have you served in your current position? y
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Section Il. Responses for miscel]

aneous question i

_ b S regardin i idi

programs for educationa] managers in ope’s reg:specti%et‘lzsv Ca%acﬁy building
oreda”,

Note: The response will be rated inserting numbers 5 = strop
3 = Fair agreement, 2 = Disag%ggiig ef:;em, 4 = Agreement,
No | Interview Questions F\ment
1 | Your organization has trans %L;LJ__Z___L
criteria for offering training

1

—

parent and accountable selection

2 | Political approach has much influence t
be selected for a given training

han professional one to ;

3 PCI‘SOIIE.ll relationship and good will of the immediate boss is
determinant for training opportunity

4 | The team leaders and the executive mana
frequently than the other employees.

ger are selected more

5 | The selection criteria and objectives of the traj

: ning are well-
communicated and agreed by every 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.

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).

l. Yes

N

Reason (s)

11. Did you attend any training and development program after you hold this position?

[BNYies 2. No
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L. What type (s) of training?

12

. Who were the trainers (organizations)?

(U'5]

. They qualified you in

2 . lhere - s -
13.  Were there any problems your organization faced regarding the training and

development of educational managers during the past four years?

1. Yes 2. No

14. If “Yes™ which one of the following?

1. Lack of adequate budget

2. In consistent identification of training needs

3. In consistent assessment o training results

4. selection of inadequate and /or unfit educational managers for training
5. All or any combination of these

6. Please mention if any other problem you faced.

15. What measures (solutions) did you take to alleviate the problems?

1. No measure is taken so far

There are certain measures taken

o

3. To seek solution is beyond our capacity

16. If there are certain measures taken, would you mention them, please?

Many Thanks Again!
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APPENDIX H

List of Respondents in the Selected Sample Wor
Schools and TVET Instituti

eda Education Bureaus,

ons

Number of Schools in N
3 umb
No Name of Sample e Capltal Toss ber of Respondents 7l
woreda ~— i
o = =3 = E T & Z
:j T E e L g %) (= s ﬁ «< 8 )
S| sE|=m| & || S8 28|38 |8
2l s = = R 3| & 3% ek | & | =
ElEalz 8| S8l 58al 852 s
s| § o| & So|l 589 90| = | =
=l g F sl s S e R
- = = - — 9 =)
w2 2a] 22] [
1 [ Jimma Administrative town | 8 3 2\ 13 1 3 28 41 73
2 | Kersa 1 1 -2 I 3 2 4 10
3 | Agaro Administrative Town | 5 l I 7 1 3 16 24 | 44
4 | Gamma - - < 1 3 ’ 2 4
5 | Tobba 1 I - 7 1 3 2) 4 10
6 | Limu Seka ] 1 - 2 ] 3 2 4 10
7 | Omo Nada 1 1 - 2 1 3 2 4 10
Total 17 8 3 28 i 21 52 81 161

N.B. “Gomma” Worda is a newly restructured Woreda whose former capital was Agaro town. Now it doesn’t
govern schools in Agaro town.
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List of Respondents in the Selected Sample Wored
Schools

APPENDIX H

and TVET Institutions

a Education Bur

eaus,

" Number of Schools in |
of Schools in Number
2 S 3 of Res $
No Name of Sample the Capital Town Respondents
woreda = o
el E B =3 E |BE| o
SlpSlue|~ |28 E8n 58l 5
SIe S8 | 8 aaeiad il S aldiiRC i
= O x| > ) = E S = | 3 =
S| ES =B | 382382 838 "=
2| g& R5|RET| 5815
w as] /M a >
1 | Jimma Administrative town | 8 3 2 13 | 3 28 41 73
e
2 | Kersa 1 1 - 2 1 3 7 10
3 | Agaro’Administrative Town | 3 l 1 7 I 3 16 24 44
4 | Gamma [ - - = < 1 3 3 i 4
5 | Tobba | 1 - 2 1 3 2 4 10
6 | Limu Seka | l - 2 1 3 2 4 10
7 | Omo Nada | | - 2 1 3 2 4 10
Total 1 7 21 52 81 161

N.B. “Gomma” Worda is a newly restructured Woreda whose former capital was Agaro town. Now it doesn’t

govern schools in Agaro town.
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