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In investigating the problems and practices of human resource training, the 

following major findings were obtained: 

1. As far as respondents' characteristics of current position 65% and 80% of 

process owners and performers had only one year experience. The 

remaining 35% of process owners and 20% of performers had only two 

years experience in the current position. 

2. There had been clearly stated strategic plan; however the Kembata 

Tembaro education sector lacks clearly defined human resource training 

and development plan . 

3. The majority of respondents (Process performers) assured that even 

though, there is strategic plan, there was not well communicated for a ll 

member of the organization. 

4. It was found out that the reasons why the organizations lack clear and 

proper training and development plan was budget constraints, lack of 

expertise and skilled man power and lack of guidelines to formulate such 

plan. 

5. As indicated in computed mean value of 3 .73 and 3.65 both respondents 

show their agreement for absence of training need assessment the 

reasons why the practice of training and development need assessment 

was not practice was inadequate support from top level officials, lack of 

expertise who could undertake assessment, inadequate financial resource 

and failure to recognize its importance was the major reasons which 

impede is the practice of need assessment. 

6. It was found that the major (80%) of process performers approved that 

there was no practice of conducting training and development need 

assessment before developing training program, however 40% of process 

owners confirmed the absence of training and development need 

assessment with statistically significant difference . 

7. It was found that concerning the method how Kembata Tembaro 

education officers select and identify trainers who needs training, most 
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respondent 35% and 58.3% process owner and performers replied by pre­

designed method by REB, there were no clear selection criteria, the rest 

confirmed that individual are loyal to top management selected with out 

need assessment. 

8. According to the information obtained from data investigated there was 

no practice of job rotation, case study and group discussion employed 

understudy. 

9. The majority of respondents did not know on how training and 

development methods were chosen, when they have been exposed of 

training. But the most frequently applied training and development 

methods are seminars, workshops, mentoring, and lecture methods. 

10. As indicated in table 5, it was found that the responsibility of identifying 

training and development n eed is carried out by top level management, 

immediate supervisor and human resource development section. 

However, they were not discharge their responsibility effectively. 

The majority of process owners and performers had shown their strong 

agreemen t and confirmed that the organization did not arrange induction 

program to 'new employees. The difference between the evaluated mean values 

of both groups at significance level 0.05 a lso did not show statistically 

significant differences. 

As majority of 60% and 80% of the process owner and performers confirmed 

that, there is not planned way of evaluation and feedback mechanism of 

training and development even evaluation was not carried out due to lack of 

time, expertise, afraid of criticism and unable to give due attention to 

evaluation. 
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5.2. Conclusions 

Based on the review of related literature so far and major findings of the study 

the following conclusions were drawn. 

Effective employees training and development assist the organization to achieve 

its objectives and to facilitate employees' competence to accomplish their task 

effectively. However, the practice of training and development program of 

Kembata Tembaro Education Offices found to be hampered in terms of 

assessing training and development need, planning training program; selecting 

trainers and trainer, provision of training and evaluating training outcomes. 

The Kembata Tembaro education office is not carrying out need assessment 

because of limited resource and lack of attention and support for need 

assessment. As result, training programs given to those employees were not 

fully practiced and had not been the solution for the problems. 

There were no well equipped training environment and financial resources to 

facilitate the training and development functions. As a result, training and 

development program were not administered effectively. 

Effective training and development program in Kembata Tembaro educational 

sector was mainly affected by the absence of training and development plan, 

lack of budget, and failure of top management to take a practice role, as a 

result the state of training and development going on unsatisfactory level. 

The Kembata Tembaro Education Offices mainly employed lecturing, seminar / 

workshops methods and followed by mentoring to share experience and ideas. 

However, they were not much involved in skill development through role 

playing, case study and group discussion. Since it is restricted to only two or 
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three methods of delivery, it is possible to conclude that the training were not 

meaningful and helpful to practice and discharge decision making on part of 

process owners and performers in order to realize origination goals. 

Selection of trainees were carried out by subjectivity and interest of top 

management with out participation of employees in the organization as result 

there were practicing unfair and discriminatory selection, which leads an 

organizatioI) unfruitful effort. 

As Stalcup (2004: 7) stated III carIng out training and development efforts, 

organizations must select employee on a fair and non-discriminatory basis or 

provided the opportunity for employees to self-select to participate in training 

and development program, furthermore, encouraging employee buy-in and 

creating an environment conducive to training and development can go effective 

learning across organization. 

Pre-designed training and doing new ways of training method were frequently 

employed mean while, the consensus of trainees valuable to encourage the 

participants and to bring effective outcomes. 

Evaluation of training is rarely done because supervisors lack the required 

knowledge, 'skill and incentive to evaluate and it requires time financial and 

non financial resource and expertise, but the organization had not. Therefore, it 

is possible to conclude that the organization lack necessary facility to carry out 

training and development evaluation. Evaluation of training and development 

was ignored activity, since carefully evaluation provides information on 

participants' reaction to the program. 
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they have to prepare short term trainings that permit with their source 

capacity of the organization. 

5. Training and development can be very wasteful if it is not carefully planned 

and supervised. Therefore, an attempt should be made to carry out 

organizational, occupational and personal needs analysis with strategic 

planning at the organizational level. In this regard, needs assessment has 

to be done in light of the organization's strategy, resources available for 

training, management support, performance problems in employees, 

facilities and environment of the job, and performance standards including 

the tim~ constraints required to do the job in order to avoid wastages. 

6. The prioritization of training needs has to be made because of limited 

resources, and when ever possible, employees should be encouraged to 

participate in prioritizing needs. For instance, a priority should be given to 

those employees who were serving for many years that thought to be in 

knowledge skills and attitudes obsolescence and this can be done by 

involving the individuals through out the organization, collecting their 

ideas, and giving decisions on the basis of the available resource (finance, 

materials, and man power) requirements. 

7. Absence of clear and transparent selection criteria lead top management to 

unfair and subjective selection; hence each office should set clear and 

transparent selection criteria to select trainees and trainers that also 

govern every body in the office irrespective his of her status. 

8. The execution of non-formal training should not be left for the 

responsibility of single individuals to carryout capacity building purposes 

at all level of the administration. It should be recommended that the 

organization has to create a conducive environment to non-formal (on-the­

job) training and development including mentoring, counseling, coaching, 

job rotation, exchange visits, self-development through private study, in 

order to make the employees and hence the organization competent 

enough in this dynamic world. 
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10. Absence of induction programs reduced motivation and performance of 

employees; it is neglected as method of training. Therefore, it IS 

recommended that induction programs should be arranged and delivered 

to new entry employees. 

11. As the current report of the ministry of capacity building the Ethiopian 

government is trying to expand the information communication technology 

(leT). And effort is also made to provide access through woreda net and 

school nets. The organization at this level should be in a way to utilize this 

technology for training and development purposes should be in a way to 

utilize this technology for training and development purposes. Even if an 

organiz.ation is doing better with traditional training methods, considering 

the effect that adopting e-training will also be important for training and 

development works. So that every organization at all levels has to put e­

training in to use for its own advantage. 

12. Evaluation of training and development is so important to achieve the 

organizational training objectives and to determine the extent to which 

individuation training objectives and to determine the extent to which 

individual objectives are achieved. To achieve these results , it is advisable 

to carryout evaluations on individuals and organization performance of 

training and development in every organization before, during and after 

training. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

DEPARTMENT OF EDUCATIONAL PLANNING FIED- HUMAN RESOURCE 

MANAGEMENT AND ORGANIZATIONAL DEVELOPMENT 

Questionnaire to be Filled out by Woreda Education Office Personnel. 

The purpose of this study is to gather the relevant information with regard to 

the current practice and problem of human resource training and development 

in KAT zone educational offices. This questionnaire is meant to secure relevant 

data on various employees training and development practices and challenges. 

It is also believed that your invaluable support in responding to the questions 

raised is of paramount importance to come up with successfully result. 

Therefore, you are kindly requested to fill the questionnaire so carefully. The 

due quality and quantity of information you provide determines the ultimate 

reliability of the study. 

Thank you in advance for your cooperation 

Remark 

1. Please, do not write your name 

2. The questionnaire has no any intention except only for academic 

purpose . 

3. Make a ",/" sIgn In front of the right alternative you think and gIve 

adequate enough information plank space provided. 
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Part One: Personal Data 

1. Sex 

2 . Age in year 

3 . Educational level 

Male D 

20-29 D 

40-49 D 

A. Below grade 10 D 

Female D 

30-39 D 

50-59 D 

D. Diploma D 

B. Grade 12 complete D E. BA/ BSC D 

C. 12 +111 D 

4. Work experience in year? 

1. 1-5 years D 

2.6-10 years D 

F. MA/ MSc D 

3. 11-15 years D 

4. Above 16 years D 

5. How long h ave you been served on your current position? 

1. One year D 3 . Three years D 

2. Two years D 4. Above four years D 

Part Two 

6. Does your organization have clearly stated training and development policy? 

1. Yes D 2. NoD 3. I don't know D 

7. If your answer to question number 1 above is 'No', what is/are the mam 

reasons for this? Put '01" mark in 'yes' or 'No' corresponding to the following 

probable reasons. 

No Possible Reasons Yes No I don't 
Know 

7.1 Absence of legal mandate to 
design such policy 

7 .2 Lack of expertise to develop 
such policy 

7 .3 Lack of guidelines to 
formulate such policy 

7.4 Budgetary constraints 
7.5 Lack of concern with regard 

to its importance 
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8. Please mention if there are other reasons for the absence of training policy in 

your organization ______________________ _ _ 

9. Does the 'organization have a strategic plan? 

1. Yes D 2.No D 

10. The current strategic plan of your organization covers the years between 

_ _____ to ___ _____ E.C. 

1. 1-2 years D 

2. 3-4 years D 

3. 5-6 year D 

4.7-8 year D 

11. Currently, are there the following issues in your organization? Put '.r' mark 

in the appropriate place for the corresponding item. 

No Issues related with training and Yes No I don't 
development know 

11.1 The existence of strategic plan 

11.2 The existence of human resource 

planning 

11.3 The existence of training and 

development plan 

11.4 The attainment of the quality and 

quantity of human resource the 

organization requires 

11.5 Shortage of trained and experienced 

manpower 

11.6. Please mention if there are other related issues concerning training and 

development with in your organization? _____________ _ 

12 . What are the methods your organization used to ease the problem scarce 

skills? ___________________________ _ 



13. Is there a practice of conducting training and development need assessment 

before developing training programs in your organization (focus on the 

trends of the past 2 years) . 

1. Yes D 2. No D 3. I don 't know D 

14. If your answer to the above question is 'yes', who has the responsibility to 

identify training and development needs? (If it is real more than one 

response can be given). 

14.1. The individual employees D 

14.2. The immediate supervisor of the employee D 

14.3. The training coordinator/officer D 

14.4. The human resource development D 

14.5. Top level managers D 

14.6. Externa l consultants D 

If any please specify _______________ _ 

15. What are the methods used to identify workers who need tra ining? 

1. With out conducting need assessment D 

2. Subjectively without performance appraisals D 

3. Based on individual seniority D 

4. Based on the individual loyalty to the organization D 
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Selection Criteria 

16. Rate the degree of your agreement or disagreement regarding the practice of 

the selection criteria of trainees in your organization. 

No Question Item/Criteria Strongly Agree Undecided Disagree Strongly 
agree disagree 

16.1 There is clear and 
transparent criteria for 
selecting trainees. 

16 .2 Every member of the 
organization swell 
aware of the criteria. 

16.3 Individuals who have 
good personal 
relationships with their 
supervisors usually get 
access to training. 

16.4 Being nominated for 
the training program is 
highly dependent up 
on the will of the 
immediate supervisors. 

16.5 In most cases only 
higher ranking officials 
are selected for 
tra ining programs. 

17. To the following techniques of on the job training fill '-I" mark to what extent 

the following methods are employed in your organization. 

No Methods Strongly Agree Undecided Disagree Strongly 

agree disagree 

17.1 Seminar/workshop 

17.2 Mentoring 

17.3 Coaching 

17.4 Job rotation 

17.5 Group discussion 

17.6 Case study 

17.7 Role playing 

17.8 Lecture method 
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18. Put '-'" mark in the appropriate place to what extent the following off-the­

job training methods are employed? 

No Methods Frequently Sometimes Undecided No at all 

18.1 Through various 

workshops, seminars etc 

18.2 Through distance 

education 

18.3 Attending night school in 

formal institution 

18.4 Regular education in 

formal institution 

18.5 In service/summer 

18.6 Scholar-ship / abroad 

19. Pertinent to the situation III which training and development needs 

assessment is carried out, indicate the level of your agreement or 

disagreement regarding the practices in your organization? 

No Training and Development Need Level of Agreement 
have Been Identified 

Using/Through Strongly Disagree Partially Agree Strongly 
disae:ree agree ae:ree 

19.1 Analysis of an organizational 

strategic plan 

19.2 Analysis of organizational 

objectives 

19.3 Analysis of tasks performed 

by each employee 

19.4 Analysis of the knowledge 

and kills of each individual 

I 
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20. If there are no practices of conducting training and development need 

analysis in your organization, what are the likely reasons for this problem? 

Rate the degree of your agreement or disagreement for the following probable 

reasons. 

No Possible reasons for the absence Strongly Disagree Partially Agree Strongly 

of the practice of TNA disagree agree agree 

20.1 Lack of adequate support 
from top management 

20.2 Lack of expertise who could 
under take such assessment 

20.3 Lack 01 financial resources 
20.4 Failure to recognize its 

importance by all the 
concerned 

21. If there are any other reasons, please specify ___________ _ 

22. Mention down the problems and challenges to train and develop employees 

or your organization. _______________________ _ 

23 . Is evaluation of training and development conducted in planned way in four 

organization? 

Yes D No D Do not know D 

24. Is there a feedback mechanism on training and development evaluations? 

-Yes D No D 

25. If evaluation of training and development is not curried out in your organization, 

what do you think are the reasons be? 

1. Because evaluation requires time, resource and expertise the 

organization has not D 

2 . Because those associated with training and development are afraid of 

criticism D 

3. Because there is resistance to evaluation of training and development 

from employees or managers D 
Mention if others, ______________________ _ 
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Appendix B 

Interview Guide 
The aim of this guide is to help the student researcher to interview and the 
interviewees to focus the discussion on issues related to the research questions, 
so that only relevant information will be gathered. 

Interview Questions 

1. Did you undertake training and development plan? 
2. Did you conduct training and development need assessment before running 

training? 

3. Does your organization conduct training and development based on needs 
assessment? 

4. Does your organization have training and development policy? ( 
5 . What methods does you organization often use? 
6. Did your organization implement training and development as pre planned? 
7. How does your organization know the effectiveness of conducted training 

programs? 

8. Was there any training evalua tion method employee on the job and off-the­
job training? 

9 . Who does initiate training and development program in your organization? 
10. Did you get any feed back during your training sessions? 

... ~ 
11. Is the content of training relevant with the present knowledge gap and ' 

future job requirement? 

12. In your office who is responsible to select trainees? 
13. What were the difficulties that affect effectiveness of training and 

development practices? 

14. How do you realize the importance of training and development practices? 
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