


























































































































































































































2.1.3 Planning and policy issues of training

The REB has no clearly defined and workable training policy that guide for allocating
scarce resources such as human, financial and time; gives a broad direction to training
activities, outlines the authority given to the training process team.

\The REB has no updated, applicable at every level and suitable to the existing structure
rule and regulation to manage training.

The findings indicated that the bureau didn’t include training as critical issues while
developing a strategic plan to achieve long ran objectives.

Trainings have got a place in the annual operational plan of the bureau, but its
accomplishment varies by its attachment with funding organizations such as UNICEF.
Thus, though trainings are preplanned in the annual plans, they were not operational
accordingly.

There was less attention given to training opportunity which is based on the gap that was
identified through trainings needs assessment.

Trainings planned in the REB operational plan did not communicate to departments and

offices under its supervision for conformity.

2.1.4 Training Evaluation

2.1.5

Training plan of the bureau and its lower levels do not take in to account incorporating
training evaluation strategies in their strategic or operational plan.
Impact of training on employee’s performance was not evaluated.

Area and Relevance of Training programs
Trainings are essential at any level for employees in order to improve their performance
and eventually achieve organizational objectives.
Most of trainings which were given to employees fill their gaps which actually improve
their performance.
Training areas and contents were relevant to create commitment and bring knowledge
and skill to trainees that help them to fill their performance gaps and ultimately

organization achieves its intended objective.
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¢ Trainings had introduced new methods and approaches that help the organization to
build truly dynamic institution/organization from well trained and informed
employees.

¢ Trainings raise awareness about the job that a performer required to do, through
providing the opportunity to explore his or her existing knowledge and skills at the
end of the day maximize organizational performance.

¢ The majority of the respondents have the chance to weigh the difference that
becomes created due to training. Therefore, the finding indicates training bring a
difference on organizational performance.

o Trainings which were conducted encourage and motivate individual employees in
the organization and it becomes a building block to organizational success.

¢ Even though every organization is running in a rapid change surrounding, trainings
organized in the REB were not new and updated according to the timely needed
knowledge and skill to perform accordingly.

2.1.6 Management of training

 Trainees were not selected considering the relationship between the training organized
and their current position.

e Trainers had fair knowledge, ability and skill to deliver training

o Trainers used to apply poorly attractive training methods

* Training organized at regional level had adequate training facilities and budget
(stationery, computers, LCD ,halls, refreshments. .. etc)

e Trainings organized at immediate lower levels of REB lack adequate training facility and
budget

* Training materials/modules were poorly prepared.

e Training modules were not duplicated and distributed to trainees.
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2.1.7 Problems encountered

e All respondents of the region agreed that there were different problems that hinder ot
manage trainings in the REB. According to the finding the main problems according to
their influence are: financial relevance of training, inconvenient time, trainers’ related
problems and trainees’ lack of interest.

2.2 Conclusion
Based on the research questions and in line with proceeding research findings and related
literatures the following conclusion are drawn:

* Training need gaps was not identified through need assessment before plan to provide
trainings for the target group; moreover, the bureau had no clearly set procedures to
conduct training need assessment

e The REB has no clearly defined training policy that guides how the scarce human and other
resources allocated to ran the training process effectively and efficiently.

* The REB existing training guideline is old enough not updated, applicable at every level,
suitable and inclusive to the existing structure created by BPR.

e The bureau expected to put trainings issues one of the critical issues which should be
addressed ; however, finding indicated that the bureau did not include training as critical
issues while developing a strategic plan to achieve long ran objectives.

* Training was conducted at different levels of the REB on different topics for different
target groups of the bureau and its lower levels but training and its impact were not
evaluated. Moreover, training evaluation plan were not cited in strategic or operational
plans.

e Trainings assumed to be essential at any level for employees because it creates
commitment and equip new Knowledge ,skill and mold the attitude that helps to fill their
performance gaps and ultimately helps organization achieve its intended objectives.

e Trainings can raise awareness about the job that a performer required to do so, by
introducing new methods and approaches that facilitate the organization to build truly
dynamic institution/organization from well trained and informed employees. Thus, it
encourages and motivates individuals in the organization and brings a difference on

organizational performance.
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e Training organized at regional level had adequate training facilities and budget than
immediate lower levels of REB.

e During training management process the human material and other resources was not given
due attention during planning about training.

e There are different problems that hinder to conduct trainings. For instance, Financial,
relevance of training, inconvenient time, trainers’ related problems and trainees lack of

and others required remedy to conduct problem solving training.
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2.3 Recommendation

This part of the study suggests solutions for some of the problems that are expected by the study.

Thus, in light of findings of the study and conclusion drawn with respect to trainings status, problems

and prospective; the following recommendations are suggested.

1.

A training need is the gap between what some body already knows, and what they need to
know to do their job or fulfill their role effectively. However, the findings reveal that the
REB was not conduct a need assessment survey. Therefore, the bureau should conduct
training need assessment in a continuous and participatory basis and use the results for
decision making and planning purpose. _

The REB training has no clearly defined and workable training policy that outlines the
mission statement, objectives and other policy items. Moreover, it has no updated training
implementation rule and regulation that guides how the scarce human and other resources
allocated and implement the training effectively and efficiently. So the bureau set up
comprehensive regional employees training policy; clear, specific and timely rules and
regulation that enhance training programs by responsible process.

Training should be considered as one of the critical issues for the bureau; As a result in
strategic plans developed by the region education bureau employees training should be
incorporated as one of critical issue intended to be tackled in the time frame.

Training evaluation, follow up and support are essential components of training that are
missed in the REB. Consequently, the bureau should be conducted training evaluation which
can help trainers to improve existing training courses and plan future trainings. Moreover, it
carries out continuous follow up and support in order to ensure participants use the skills they
have learnt in their everyday work.

Number of constraints that have been impending the implement ability training were found
out . As the problem is multifarious for which readymade answers are not available, they
calls strong collaboration among various stakeholders and partners.

Comprehensive Human Resource development strategic plan should be developed by the

concerned processes.

69



Bibliography

Adeyeye, F. (2008). Globalization and the Challenges of Human Resource Management in
Africa. Proceedings of the 9" Annual conference of the international academy of
African Business and Development . Held at University of Florida, Gainesville, USA.
Adjibolosoo, S. B-S. K. (1995). Human factor in developing Africa. Westport, CT: Praeger.
Armstrong, M.( 1995 ) . A hand Book of Human Resource Management Practice. 5™ Edn. Kogan
Publisher
.(2004) . A hand Book of Human Resource Management Practice. (9" ed.).

Kogan Publisher

( 2005) Handbook of Human Resource Management practice . London: Kogan

Page

A swathappa.k (2002) Human Resource and Personnel Management (3™ed.) New Delhi: Tata
McGraw-Hill

Beaumont,p.(1993) Human Resource Management: key concepts and skills. TLondon.

Sage

Brewster,C et.al (2004) Human Management in Europe : Evidence of Convergence? Great.
Britain: Biddles Ltd

CBB (2007) Training Need assessment of some Selected Rural Woredas Basic Sectors, Finfine

(Unpublished)

Chandan. J.S (1995) Management .Theory and practice: New Delhi Vikas publishing house

Conco Z. (2004).”How Effective In-Service Training for Teachers in the Rural School Context?”
South Africa ,university of Pretoria (unpublished)

Cowling,A.and Mailer,C.(1998) Managing Human Resource (9™ ed.). London :Arnold

Creswell. J.W. (2009) Research Design: Qualitative, Quantitative and Mixed methods Approach.

(3" ed.). SAGA publisher. USA

Daft R. ( 2003). Management (6" ed.). Washington D.CVanderbilt Universties

Drafke, M. (2006). The Human Side of Organizations. 9'" ed). Dorling Kindersley publisher, India

Dwivedi, R. (1984) .Man power Management :An Integrated approach to Personnel

Management and Labor Relation New Delhi:Prentice-Hall

Elwood F. Holton II, James W. Trott, Jr., (1996). Trends Toward a Closer Integration of

Vocational Education and Human Resources Development, Journal of

Vocational and Technical Education, Vol. 12, No. 2, p7

70



Federal Civil Service Agency (2007) Civil Service Training and Development Policy . A.A
Foot ,M. and Hook, c. (2005). Introducing Human Management (4 " ed.). London :Prentic
hall
Garavan,T.N.,Costine,P. and Heraty.N. (1995) Training and development in Ireland:
context, policy and practice. Dublin: Oak Tree Press.
Gasscov.v. (2000) Managing Vocational Technical System: a Hand Book for School
Administration.Geniva :Ilo
Gibb,S. (2002). Learning and Development: process practices and perspectives at work.
New York: Palgrave.Macmillan
Gilley, J.W. & Eggland, S.A.( 1989) ,Principles of Human Resource Development:
Addison Wesley, NY, p. 5.
Gove,P.B (1972) Webster’s Third New International Dictionary. Colombia, Portsmouth
College
Hamblin,A.C, (1994) The Evaluation and control of Training. McGrew-Hill
Harris, D. and L. Desimene (1994) Human Resource Development. Philodelphic: Harcourt
Brace college Puplisher
ILo (1998). Management Development. London : MacGraw-Hill
Ivancerich (2006) Human Resource Management (8" Ed). New
Koontz, H. (2007) . Essentials of Management: An international perspective. (7" Edn).Tata
McGraw-Hill Publisher
Kumar (2000). Personnel Management. New Delhi: crest Pubishing House’
Laurie M. (1936). Management and organizations Behavior (7™ Ed.) London: Routledge
Lusthaus,C.Adriem M., Anderson,G., and Card, F and Mantalvav, G.P. (2003). Organizational

assessment: A framework for Improving Performance. attawa: IDRC

McLagan, Patricia A., "Models for HRD Practice." Training and Development Journal,
September 1989, pages 49-59.
McLean, G. N., Osman-Gani, A. M.,& Cho, E. (Eds.). Human resource development as
national policy. Advances in Developing Human Resources, August (2004).
Milkovich,G and S. Boudreau (1991) Human Resource Management (6" Ed.) Bosten:Richard
DIrwin,Inc
Moun.L (2001). An introduction to Human Resource Management Theory and Practice New

York: Pal grave MacMillan

71



Nadler L Ed., 1984, The Handbook of Human resources Development. John Wiley and Sons,
New York.
Negarit Gazeta (1965); “ An order to provide for the creation and function of the Imperial Ethiopian
Central Personnel Agency; Order No. 23
Negarit Gazeta (2001) The Federal Civil Servants Proclamation No. 262.
REB. (2010). Education Statistics Annual Abstract. Benishangul-Gumuz, Assosa. Unpublished.
Rae,L. (2003) How to plan and Design Training programs. UK:cower puplisher.
Putter B. (1982). Training and development .North Ryde:CHH Australia Limited
Sah.A (1991). System Approach to Training and Development. New Delhi: sterling publishers Plc.
Saiyadin,S.(2005). Human Resource Management New Delhi: McGraw-Hill companies
Taylor,V.B. and G.Lippit (1975) Management Development and Training: Handbook: New York,
McGraw . Hill
Teshom Yizengaw (2003) Higher Education Sector Capacity Building strategy.
Parta: Expansion,22pp
Vohra, M. (2006) Human Resource Management. New Delhi : Anmual puplication
Weihrich. H. (2007). Essentials of Management: An international perspective. New Dehi,tata Mc
Grew-Hill PCL
World Bank (1991). Vocational and Technical Education and Training. Washington DC : World
Bank.
ML E P b ALY LE (2000 9.99) PooyThd adetHF PTYUUGES Anmy addRY" mumud: fhd
Saktuun

Web Reference

1. McLean, G. N., Osman-Gani, A. M.,& Cho, E. (Eds.). Human resource development as national
policy. Advances in Developing Human Resources, http.//www en. Wikipedia. Org (retrieved

on August 2004).

2. Nadler L Ed., 1984, The Handbook of Human resources Development, John Wiley and Sons,
New York. http.//www en. Wikipedia. Org B

3. E Nicks, Martice ( 2008) "What's The Difference Between Training and Development?."
http.//www EzineArticles.com.(on 27 Mar. 2011 )

4. Robert H.Rouda and Mitchell E.Kusy (1995 ) Development of Human Resource Beyond
Training http//www tappi.org

5. Foster, S. D. (2010). Training and Development For Employees To Provide Continuous
Exceptional Results. http://www.articlesbase.com (Retrieved March 29, 2011)

72



Annex 1
ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT

QUESTIONNAIRE PROVIDED TO EXPERTS OF ZONE EDUCATION DEPARTMENT, WOREDA
EDUCATION OFFICES AND SECONDARY SCHOOL PRINCIPALS.

This questionnaire aimed at ensuring that the effectiveness of training provided to the employee,
to assess the training standards which are provided to the employee, to know the extent about
organization of training and development based on need assessment, to improve the training

standard as per the employees’ requirement and ...etc

Cognizant of the above objectives it is believed that you will spare some time to go through the
questions and provide with useful information that will help to achieve the afro mentioned
objectives of the study. Therefore, I plead you to give genuine response to all items provided in

this questionnaire.

Finally, I want to assure you the confidentiality of your response and it is used only for academic

purpose.

No need of writing your name.
Thank you in advance for your cooperation

Part I Respondents profile
Please respond each question as the way it leads by using signs (\) or providing short answers

1.1 Place of work; zone Woreda School
1.2 Work unit /process/department

1.3 Current position
1.4 Age a)20-25 years b)26 30 Years c)31-35 years d) 36_40 years e) 41 and above
1.5  Sex Male Female

1.6 Service year in current position




L7
1.8
L9

Total work Experience

Educational qualification

Area of Specialization

Part IT Training status of the regional education bureau

2.1

Training Needs Assessment
2.1.1 Does the region Education Bureau conduct need assessment before delivering
trainings? a) yes b) No c¢) Idon’t know
2.1.2 If your answer for question No.2.1 is “Yes”, Please indicate your level of

agreement on the issue Using the symbol (V)

No.

Training Need Assessment Degree of agreement

disagree
poorly
agree
Partially
agree
agree
Strongly
agree

2.1,2,1

There is clearly sets procedures for training need
assessment in the REB

2.1.22

Training needs assessment is conducted based on
concrete evidence

2.1.23

Training needs assessment made on a continuous trend

2.1.24

Training needs assessment is conducted targeting
organizational goals and objectives

2.1.25

Training needs assessment is conducted respective of
every process.

2.1.2.6

The trend shows the training needs identified are
hindrances of organizational goals achievement

21.2.7

Results of training needs assessment serve as input for
decision making




22 Policy and Planning
2.2.1 Does the REB have a clearly defined workable training policy?
a) yes b) no c¢) Idon’t know
2.2.2  Does the REB have clearly defined rules and regulations to manage training programs?
a) yes b) no ¢) Idon’t know
2.2.3 Were training programs set as a strategic issue in any level of a strategic plan in the REB?
a) yes b) no c¢) Idon’t know
2.2.4 Are training programs pre-planned in the annual plans of the REB, ZED or WEOQ?
a) yes b) no c¢) Idon’t know
2.2.5 If your response for question no 2.2.4 is ‘no’ please state how the training

programs fit in to the strategic plan?

226 Do you communicate training plans at the beginning of every fiscal year to
concerned departments? a) yes b) no ¢) Idon’t know

227 Are training opportunities planned based on training needs assessment results?
a) yes b) no c¢) Idon’t know

2.2.8 Does the REB communicate the training programs to the ZED and the WEO
before being planned? a) yes b) no ¢) Idon’t know

2.3  Evaluation of training
2.3.1 Does the training plan of the bureau and its lower levels contain a training evaluation
strategy? a) yes b)No c¢) Idon’t know
2.3.2  Did the Impact of trainings on employees performance had evaluated at a yearly

base? a) yes b) No c¢) Idon’t know

2.3.3  Does the REB have clearly set training evaluation criteria? a) yes b)No ¢) I

don’t know



2.3.4 Do you come across training evaluation check list at the end of training in which you
participated? a) yes b) No c¢) I don’t know
2.3.5 If your answer for question number 2.3 4 is ‘yes’ indicate your agreement on the

availability of the following evaluation criteria using “\’

No Evaluation criteria Ratings
Yes | No

2.3.5.1 The training objectives were clear in advance

2.3.5.2 The training objectives were achieved

2.3.53 The right amount of information was passed during the
training session

2.3.54 The information was clear and easy to understand
2.3.5.5 The trainer knew what they were talking about.

2.3.5.6 The trainer was willing to answer questions

2.3.5.7 The trainer was able to answers questions clearly and
completely.

2.3.5.8 The training aids were useful and relevant (including visual
aids, handouts etc).

2.3.5.9 The training will help me to be more effective in my job.

2.3.5.10 The training has raised my awareness

2.3.5.11 The results of training evaluation communicated to the

target groups in a timely manner

Part III Area and relevance of training Programs

3.1 Do you believe that training conducted at regional, zonal or woreda level
has an impact on employees’ performance? a) yes b) no €) 1
don’t know

3.2Do you believe that trainings conducted at different level fill gaps? a) yes
b) no c) I don‘t know
3.3Do you believe that the trainings area and content were relevant to bring

organizational change? a) yes b) no c) Idon't know



Listed below are some of the issues related to area and relevance of training, please rate the extent to

which how these issues are performed in your organization

No |itme Degree of agreement
Strongly disagree | undefined | agree strongly
disagree agree
3.4 Training is given to fill gaps in relation to
the current position of employees on an
equal basis.
3.5 New performance approaches/methods
are adapted through training.
3.6 All training programs organized were job
oriented.
3.7 Trained employees are more efficient and
effective in their performance at the work
place.
3.8 Training has had a direct relationship with
organizational objective achievement
3.9 Most of the training is repetitively
provided.
3.10 | Training provided has a positive impact on
employee’ performance.

Part IV Management of Training

Listed below are some of the issues related to area and relevance of training, please rate the extent to

which how these issues are performed in your organization

No | itme Degree of frequency
Always | Frequently | Sometimes | seldom | not yet
4.1 | Trainees are selected considering the
relationship between the training and their
current position
4.2 | Trainers had the knowledge, ability and skill
to deliver training
4.3 | Trainers used attractive training methods
4.4 | Training organized at regional level had
adequate training facilities and budget
(stationery, computers LCDs ,halls,
refreshments... etc )
4.5 | Trainings organized at immediate lower
levels of REB had adequate training facilities
and budget
4.6 | Training is conducted to minimize the gap

between what is expected and what actually




happens.

4.7 | Training materials /modules are well
prepared.

4.8 | Training modules are duplicated and
distributed to trainees

4.9 | Convenient and sufficient time is allocated for

training programs

Part V Problems encountered and solutions proposed

5.1 Are there barriers that hinder the effectiveness of training delivered by the REB?
a) yes b) no c) Idon’t know
5.2If your answer to question no 5.1 is ‘yes’ what are the major barriers? ( You
can choose than one ) a) financial b) Inconvenient time C) relevance of
training
d) Trainees lack of interest e) trainers related problems

5.3 If any other, please mention :

5.4Do you believe that training programs are equally accessible to all employees of
your organization? a) yes b) no c) Idon't know

5.51In the past two years have you participated in any kind of training? a) yes
b) no

5.6 If your answer to question no 5.5 is ‘no” what could be the possible
reasons?

d.

b
c.
d




5.7 If your answer to question no 5.5 is 'yes’ how many times per year?
a) Once b) twice ¢) threetimes d) Four times
5.8How do you perceive the training programs organized at different levels

the education bureau?

5.9What do you recommend about the training programs that are organized
and conducted by the bureau and the lower levels of the system?

Part VI General information

6.1 In your opinion, what are the main contributions of employees

training programs?

6.2 What main problems you perceive on training programs provided by
the REB?

6.3 What do you suggest that should be done to improve the planning,
organizing and evaluating the training programs delivered REB?




Annex 3
ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
COLLEGE OF EDUCATION BEHAVIORAL SCIENCE STUDIES
FGD presented to the Middle level officials of the REB
This questionnaire aimed at ensuring that the effective training provided to
the employee, to assess the training standards which are provided to the

employee, to know the extent about the support of training, to improve the
training standard as per the employees’ requirement and e.tc

The aim of the FDG is to identify common views of middle level officials on
the training program of their Bureau. It also helps to elaborate the idea and
suggestions provided by other respondents through other instrument.

Participants’ profile

Name of department/process members from

Number of participants M= F=

Position Of participants of the discussion




Discussion questions

1

2

What do you think should improve on the training and development
programs of the bureau?

How does training will help to improve your Owen performance and
that of your subordinates?

Do you believe that trainings conducted at regional level gearing
with the training process?

How do you feel about the attitude of trainees and trainers towards
training?

Do you believe that the bureau has clear and strategic training
guideline and training policy?

Do you believe that trainings had an impact on employees’
performance? If not what do you say on the issue?

Are there any additional points you wish to raise concerning the
training and development practices of the bureau?

Thank you all for your cooperation!



Annex 2
ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES

COLLEGE OF EDUCATION
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT

AN INTERVIEW PRESENTED TO THE HIGHER LEVEL OFFICIALS OF THE
BUREAU ( THE HEAD AND VICE HEADS)

This questionnaire aimed at ensuring that the effectiveness of training
provided to the employee, to assess the training standards which are
provided to the employee, to know the extent about the support to training

and development, to improve the training standard as per the employees

requirement and e.tc

The aim of the interview is to get the views of higher level officials on the
training and development program of their Bureau. It also helps in
triangulating the ideas and suggestions provided by other respondents

through other instrument.

Participant profile

Name

Sex

Position

Service year in the present position

Educational qualification

Area of specialization




Interview questions

1. What do you think should improve on the training and development
programs of the bureau?

2. How does training will help to improve your Owen performance and
that of your subordinates?

3. Do you believe that trainings conducted gearing with the training
process?

4. How do you feel about the attitude of trainees and trainers
towards training

5. Do you believe that trainings had an impact on employees’
performance? If not what do you say on the issue?

6. Are there any additional points you wish to raise concerning the
training and development practices of the bureau?

ot
Thank you for your cooperation! /"“?i:,\“‘l )
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