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Data were gathered through questionnaire from 92 educational leaders and performers. In chapter 

four analysis and interpretation of data was discussed. Thus, based on this analysis made and the 

major findings of the study are summarized as follows. 

2.1 Summary 

2.1.1 Personal Data of respondents 

• The participation of females in the education offices is very few; it is sever when go up to 

the educational management hierarchy. 

• Most of process owners and performers m the REB and its lower levels had less 

experience in their current position; relatively educators at school level had better work 

experIence. 

• Although employees m the REB had less experience 111 their current position, the 

majority of employees had more total service year. 

2.1.2 Training needs assessment 

• Training needs was not identified through needs assessment which serves as an input for 

plarming trainings and provide it for target groups. 

• Although many of the respondents believe the presence of trajnings needs assessment to 

plan and conduct it, they assures that the REB had no clearly set procedures to carry out 

training needs assessment. 

• Training needs assessment were not carried out based on data collected from concerned 

body to identify the critical gap that hinder organizational objective achievement 

• Nowadays methods, approaches, and techniques are changed rapidly because of dynamic 

nature of organizations. This needs a continuous updating and informing of employees 

through training. However, training needs assessment carried out by the REB is not in a 

continuous basis to provide training accordingly. 

• The needs assessment carried out were not taking place having the goals and the 

objectives of the organization as its bench mark. 

• The results training needs assessment brought by anyway serve as an input for decision 

making in the REB for training marlagement process. 
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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. 

• IThe 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 

• 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. 

2.1.5 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. 

• 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. 

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

• 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) 

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

budget 

• Training materials/modules were poorly prepared. 

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

• 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 

• 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. 

• 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. 

• 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. 

• 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 infOlmed empl0yees. Thus, it 

encourages and motivates individuals in the organization and brings a difference on 

organizational performance. 
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• Training organized at regional level had adequate training facilities and budget than 

immediate lower levels of REB. 

• During training management process the human material and other resources was not given 

due attention during planning about training. 

• 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. 

I. 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 plarming purpose. 

2. 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 tlle 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. 

3. 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. 

4. 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. 

5. 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. 

6. Comprehensive Human Resource development strategic plan should be developed by the 

concerned processes. 
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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 C..J) 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_30Years c)3l-35 years d) 36_40 years e) 41 and above 

1.5 Sex Male ____ Female _____ _ 

1.6 Service year in current position ______ _ 
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1.7 Total work Experience ________ _ 

1.8 Educational qualification, ________ _ 

1.9 Area ofSpecialization ________ _ 

Part II 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 

No. 

2.1.2.1 

2.1.2.2 

2.1.2.3 

2.1.2.4 

2.1.2.5 

2.1.2.6 

2.1.2.7 

trainings? a) yes b) No c) I don'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 (-Y) 

Training Need Assessment Degree of agreement 

" .b 
~ .b OJ " " " '" 

~ 

" 'f: " " ~ 
0 ~ ~ 

~ 0 OJ) '" OJ) 
"0 Co OJ ~ OJ 

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

Training needs assessment IS conducted based on 
concrete evidence 

Training needs assessment made on a continuous trend 

Training needs assessment is conducted targeting 
organizational goals and obiectives 
Training needs assessment is conducted respective of 
every process. 
The trend shows the training needs identified are 
hindrances of organizational goals achievement 

Results of training needs assessment serve as input for 

decision making 
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2.2 Policy and Planning 

2.2.1 Does the REB have a clearly defined workable training policy? 

a) yes b) no c) I don't know 

2.2.2 Does the REB have clearly defined rules and regulations to manage training programs? 

a) yes b) no c) I don' 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) I don' t know 

2.2.4 Are training programs pre-planned in the annua l plans of the REB, ZED or WEO? 

2.2.5 

a) yes b) no c) I don't know 

If your response for question no 2.2.4 is ' no' please state how the training 

programs fit in to the strategic plan? 

2.2.6 Do you communicate training plans at the beginning of every fiscal year to 

concerned departments? a) yes b) no c) I don' t know 

2.2.7 Are training opportunities planned based on training needs assessment results? 

a) yes b) no c) I don'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 c) I don' t know 

2.3 Evaluation of training 

2.3.1 Does tI)e training plan of the bureau and its lower levels contain a training evaluation 

strategy? a) yes b) No c) I don't know 

2.3.2 Did the Impact of trainings on employees performance had evaluated at a yearly 

base? a) yes b) No c) I don't know 

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

don' t know 
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2.3.4 Do you come across tra ining 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 '..,J' 

No Evaluation criteria Ratin s 
Yes No 2.3.5.1 The training objectives were clear in advance 

2.3.5.2 The training objectives were achieved 
2.3.5.3 The right amount of information was passed during the 

training session 
2.3.5.4 The information was clear and easy to understand 
2.3.5.5 The tra iner 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 visua l 

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 

don't know 
b) no 

3.200 you believe that trainings conducted at different level fill gaps? 
b) no c) I don't know 

c) I 

a) yes 

3.300 you believe that the trainings area and content were relevant to bring 
organizational change? a) yes b) no c) I don't know 
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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 fi ll gaps in re lation to 
the current position of employees on an 
equal basis. 

3.5 New performance approaches/methods 
are adapted th rough training. 

3.6 All t raining programs organized were job 
oriented. 

3.7 Trained employees are more efficient and 
effective in thei r performance at the work 
place. 

3.8 Training has had a direct relationship wi th 
organizationa l objective achievement 

3.9 Most of the training is repetitively 
provided. 

3.10 Train ing 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 i ssues are performed in your organization 

No it me Degree of frequency 
Always Frequently Sometimes se ldom not yet 

4.1 Trainees are selected considering the 
relationship between the training and thei r 
current position 

4.2 Tra iners had the knowledge, ability and skil l 
to delive r t raining 

4.3 Trainers used attractive tra ining methods 

4.4 Train ing organized at regional level had 
adequate training facilities and budget 
(stationery, computers LeDs ,halls, 
refreshments ... etc ) 

4.5 Trainings organized at immediate lower 
levels of REB had adequate tra ining facilit ies 
and budget 

4.6 Train ing is conducted to minimize the gap 
between what is expected and what actua lly 
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4.8 

4.9 

happens. 
Training materials /modules are well 
prepared. 
Training modules are duplicated and 
distributed to trainees 
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) I don't know 

5.2If your answer to question no 5.1 is 'yes' what are the major barriers? ( You 

can choose than one) 

training 

a) financial b) Inconvenient time C) relevance of 

d) Trainees lack of interest 

5.3 If any other, please mention: 

e) trainers related problems 

5.400 you believe that training programs are equally accessible to all employees of 

your organization? a) yes b) no c) I don't know 

5.5In 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? 

a. __________________________________________________ ___ 
b. ________________________________________________ ___ 

c. __________________________________________________ __ 

d. ____________________________________________ ___ 
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5.7 If your answer to question no 5.5 is 'yes' how many times per year? 

a) Once b) twice c) three times 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? 
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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 

1 



Discussion 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 at regional level gearing 
with the training process? 

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

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

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

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

Thank you all for your cooperation! 
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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 specia I ization ________________________ _ 
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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? .' •. 
Thank you for your cooperation! /" :~ '\ 
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