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ABSTRACT

The purpose of this study was to investigate the practices that have been carried out by Woreda
Education Offices of Assosa Zone in training and developing their human resources
since2003E.c and also examine problems that had been hindering such efforts. Descriptive
survey research design was employed to conduct the research. Questionnaires, interviews and
document analysis were used as data gathering tools. Census sampling methods was used to
include sample respondents. Data were collected from 7 Woreda Education Offices, including
Zonal Education Office. A total of 8 Education Office heads, 31 teachers development process
owners and 67 experts were involved as respondents of the study. The data were analyzed by
using percentage, frequency, mean scores and t-test.The findings of the study revealed the
practice of systematic training and development need-assessment had been non-existent. The
Woreda Education Offices were not in a position to set appropriate training and devel opment
programs and set objectives by themselves. Besides, the practice of utilizing on-the-job training and
development methods, long-term off-the-job training methods and arranging induction programs had
been neglected. Moreover, the study revealed that the Woreda Education Offices didn't have
systematic evaluation techniques by which the outcomes of training and development programs
were evaluated. In addition to this, lack of attention from top officials, lack of skill and lack of
budget were the problems that challenged the training and development programs in Woreda
Education Offices. Based on the findings of the study, recommendations were suggested. Firstly,
in order to achieve goals of training and devel opment programs systematic need assessment has
to be carried Secondly, effective on-the-job- training and development program has to be
designed. Thirdly, an evaluation scheme by which the outcomes of training and development
program are evaluated has to be desired. Lastly, to overcome problems that hinder HRTD
activities, the Woreda Education Offices have to give much attention for training and
development of its HR, the education offices should include training and development programs
in its annual budget plan and allocate adequate budget and/or develop convincing training and
development proposal and submit to nongovernmental organizations like UNICEF, World
vision to obtain fund for designing and implementing training and development programs.
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CHAPTER ONE
1. PROBLEMSAND ITSAPPROACH

This chapter deals with background of the study, statement of the problem, objectives of the
study, significance of the study, delimitation of the study, limitations of the study, definition of

operational terms and organization of the study.

1.1 Background of the Study

According to Mondy (1991) Human Resources Training and Development (HRTD) is planned
and continuous effort by management to improve employees competency level and

organizationa performance through training, education and devel opment programs.

Adopting human resource training and development has a lot of benefits. It brings about high
productivity and improved quality of output, through obsolescence prevention (Sikulla and
McKenna, 1984).Therefore, the need for training isto help employees to update their knowledge
and skills and then to cope with the rapidly growing science and technology( Koonth and
Weinrich, 2003).

In Ethiopia, with the introduction of the Education and Training Policy of 1994, educationd
organizations and management have been decentralized. Consequently, an attempt was made to
devolve authority to Woreda Education Offices. Thus, the Woreda Education Offices are
mandated to plan, budget and manage their educational activities. These mgjor activities require
knowledgeable ,Skilled, experienced and competent personnel. But, interestingly, lack of
qualified, skilled and competent professionals at the Woreda Education Offices has continued

and even worsens in some cases in spite of all the efforts made.

So the improvement of educational managers’ and employees’ capabilities at woreda level
should be a top priority. It is essential; therefore, to develop Woreda Education officials
knowledge and skills, through different forms of training and development programs because, it

helps them to accomplish their task effectively and efficiently.
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In this regard, when we come to the Ethiopian civil service organizations, the importance of
training and development of civil servants has been emphasized since the establishment of the
Central Personnel Agency (Melaku, 2003). The country formally delivered an order for the
creation and functions of the Central Personnel Agency in 1961 (Nagarit Gazeta, 1961, 34 order
No.23) and a'so pursuant to this order, regulations were also issued in 1962 with legal notice No.
269 (Nagarit Gazeta, 269/1962). In both of these orders, and in fact in al of the subsequent
proclamations, the importance of training and development have been mentioned with the
intention of providing effective and efficient services to the public. Similar to the former ones,
but seemingly with greater emphasis, currently the Ethiopian government has provided greater
attention to improve the capacity of civil servants and thereby, to achieve better performance and
prepare them to higher responsibility based on career development. (Federal Negarite Gazeta,
2002. No.8). With this objectives, every government office has been provided with the duty to
build the capability and potentials of its employees and managers, through training needs of its

officeand the civil servants and preparing the necessary plan and budget for training.

Accordingly, nowadays it is apparent that a number of government offices are increasingly
providing education and training opportunities to their employees and mangers both locally and
abroad.

The Benishangul-Gumuz National Regional State (BGNRS) is one of the nine regional states of
Ethiopia. The region is located at North Western part of the country bordering Amhara National
Regional State in the North, Oromia National Regional State in the East and Gambela National
Regiona State in the South. The total size of the region is estimated to be 50,380 sguare
kilometers. Administratively, it comprises three zones (Assosa, Metekel and Kamashi), 20
woredas and 474 kebele councils. Assosa, the capital of the region, is 678 kms away from Addis
Ababa, the capital of the country. The total population of the region is estimated to be 784,340 of
which 398,655 are males and 385,690 are females (CSA, 2000 E.C).

In the region, the education system has organized under regional, Zonal, Woreda and school
level hierarchical structures with their own different authorities and responsibilities as well
as human resources which facilitates the training and development programs for their

employees.
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The Regiona Education Bureau (REB) of Benishangul-Gumuz National Regional State was
established in 1985 E.C in Assosa town, the capital city of the region. The REB has three Zona
Education Departments and twenty Education Offices in the twenty Woredas.

Like other government organizations, Assosa Zone Education Departments adopted the civil
service reform program at their offices level on the bases of BGREB program and emphasis were
given to the training and development of employees including teachers and office workers to
achieve the desired results (BGREB;2011).

In light of this, the zone education department and woreda education offices have
the mandate and responsibilities to organize different training and development
programs to improve the competencies of their educational personnel. Based on this,
currently there is an attempt to provide training and development programs to improve the

performance of employees and achieve organizational goals.

These days, in education sector of the zone, there are many training and
development opportunities that are provided for employees and managers.
Government and Non government organizations have been offering different trainings
programs for woreda education officials. It is believed that if these training and
development opportunities are carefully planned, managed and implemented they
can contribute in achieving the intended goals for the sector. Therefore, training and
development needs should be assessed and systematicaly planned, designed and
implemented to help both the organization as well as the employees to
accomplish their objectives.

This study tries to assess the practices of human resource training and development
programs provided for education workers of Assosa zone Woreda Education offices and
come up with plausible recommendations that will help the zone education department
and woreda education offices for proper design and effective and efficient

implementation of training and devel opment programs.
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1.2 Statement of the Problem

In contemporary world organizations operate in a very dynamic and ever changing
environment. To cope up with this dynamism, organizations need to train and develop
their human resources continuously. This may help organizations to improve quality of
services, increase productivity, reduce turnover, and improve over all achievement of
the organizational goals and competitiveness of the organization (Cowling and
Mailer, 1998:6 1, Pont, 1991:1, Graham and Bennet, 1998:283)

The current Education and Training Policy (ETP) of Ethiopia under its educational
management part (TGE, 1994) indicated the importance of employee's development that
management of teachers and other educationa personnel will be organized, on the basis of
professiona principles, Including professional code of ethics, salary, working conditions,
incentives, professional growth and overall rights and duties. Added to this criterion for

professional development, employees will get continuous education and training.

All managers and employees at various levels of the education system have a definite task to
perform which necessitates the application of different skills. They can do this job effectively
when they are provided with adequate training and development. Inadequate planning and
management skills at the lower level of the organization structure (e.g. Woredas) is a problem in
realizing the goals of the organization, Skill to interpret polices, collect, analyze and use
educational data and enabling institution to take appropriate action to meet the minimum
quality standards defined for local situation that are critically lacking (MCB, 2002).

Also the program action plan of ESDP-111 recognized the efforts made to build the capacity
of education personnel in educational planning and management, financial management, and
other fields. And it showed clearly the continuity of lack of planning and management capacity
in spite of all the efforts made. The program action plan expressed the problem as follows. “At
regional level and even more so at woreda level, trained and developed HR has been a serious
problem, with shortage of qualified staff, high staff turnover and staff posts left unfilled, and with
the situation being much more serious in the less devel oped regions’ (FMOE, 2005).
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The lack of adequate knowledge, skill and abilities of officials assigned in educational
planning and management is recognized as one of the major problems of the education
system in Assosa Zone(BGREB,2003). According to the researcher’s long years of
experience working in the education system of the region, it has been observed that, lack of
skills to make training and development need assessment, lack of connection between the
objective of the organization and training goals, lack of transparency in making trainees
selection criteria would be known by all employees, lack of using on-the-job training and
development methods and lack of evaluating training and development outcomes. In
addition most of the time fresh or newly transferred employees were forced to undertake
their jobs without proper training and development programs. Thus, these problems may
create a gap between the job requirement and the actual performance of employees that
affect the overall performance of the organization. This means that there is an important
gap to be filled. No investigation has been made in the region so far to conduct a research in
this issue to gear the training to a needed direction. That is why the student is initiated to
conduct this study. Therefore, this study is expected to answer the following basic questions.

1. How do Woreda education offices identify the needs for trainings and development
programs?
2. What are the objectives and focus areas of HR training and development programs in
Woreda education offices?

3. How are training and development opportunities offered to employees of the
organization?

4. What are the trainings and development methods frequently used by Woreda Education
Offices?

5. How Woreda Education Offices evaluate the outcomes of training and development
programs?

6. What are the challenges or problems encountered the effective implementation of HR

training and development in woreda education offices

JMMA UNIVERSITY Page 5



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

1.3. Objectives of the Study

The general objective of this study was to assess the practices of HR training and

development programs that have been carried out by Assosa zone education

department and woreda education offices and to investigate the problems they have

encountered in designing and implementing training and development programs

and to provide possible recommendations that help alleviate the problems of training and

development in the education sector of Assosa zone. The study has the following specific

objectives: to

1. Find out the mechanism used by zone education department and Woreda
education offices to identify the training and devel opment needs

2. ldentify the objectives and focus area of HR training and development programs in
woreda education offices

3. ldentify how the training and development opportunities are provided to the
employees of the organization

4. I|dentify the methods used by the organizationsin providing TDP to their employees

5. Assessing, to what extent Woreda Education Offices evaluate the outcomes of training
and development.

6. ldentify the problems encountered the effective implementation of HRTD and provide

possible recommendation forwards the issue, for the Woreda education offices.

1.4. Significance of the Study

There is a need for development of skills, knowledge, and capability of employee’'s job

performance in an organization. This need becomes very crucial for the accomplishment of the

desired objectives of the organization and improvement of the performance deficiency of

employees in the organization.

JMMA UNIVERSITY Page 6



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

Based on these facts, the study will have the following significances:

< it will indicate the status of human resource training and development practices and
create awareness among the education officials and employees at zonal level;

< it will help in identifying the maor problems that hinder human resource training and
development in the selected education departments and provide information for
education officials, decision makers and planners to give attention for this issue;

< it will suggest valuable recommendations (solutions) for the education officials and
training and development coordinators and decision makers how to tackle the constraints
and maximize human resource training and development practices in the selected
education departments;

< Finaly, it will serve as a stepping stone and reference for interested individuals to

conduct further research in the area.

1.5. Delimitation of the Study

In order to make the study more comprehensive, the study was included all the seven woredas of
Assosa Zone in Benishangul Gumuz Regional State. Because, most of the Woredas in Assosa
zone settled at equal distance from the centre of the zone and they can be reached easily. This
was helped the researcher to easily obtain relevant information in the assessment of HRTD to

supplement the study.

The dimension of the study was confined to the practice of human resource training and
development programs which were conducted in the selected study areas. The study is confined
mainly on the need assessments made during the HR training and development programs, the
objectives and focus areas of the training and devel opment programs, the delivering method used
for HR training and devel opment programs, how training and development opportunity is offered
to individual, the way how effectiveness of the training and development programs were
evaluated and the problems that encountered by the practice of human resources training and
development in the Woreda Education Offices and providing possible recommendation for the

education departments.
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1.6 Limitations of the Study

Even though the research has attained its objective, there were some inescapable limitations. One
of the limitations of the current study was small size of the respondents. The study was covering
only a limited number of Education Offices heads, teachers’ development process owners, and
experts. In addition the limitation of this study could be the fact that the findings cannot be
generalized for all Woreda Education offices in Benishangul Gumuz National Regiona State
because it focused only in Assosa Zone Woreda Education offices. Furthermore, there was acute
shortage of books or lack of updated related literature and similar research works on the topic,
especialy in Assosa Zone context impede the researchers from consulting more findings in the

literature as well asin the discussion part.

1.7 Operational Definitions of Key Terms

€ Education Office heads: In the context of this study, it refers to those individuals who
are assigned Zone/Woreda Education Office heads.

€ Teachers Development process owners. In the context of this study, it refers those
individuals who are assigned as woreda Education Office deputy, who support, control
and organize on-the-job and off-the-job training of teachers in the offices.

€ Experts: Those individuals working in the woreda education offices and Zonal
education offices, she/he assumes different posts in the offices and entitled as experts.

€ Zone The higher administrative hierarchy next to Region.

€ Woreda: The lower administrative hierarchy next to zone.
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CHPTER TWO
2. REVIEW OF THE LITERATURE

This chapter presents the review of related literature on the concept of human resource training
and development, components of human resource training and development, the benefits of
human resource training and development, the process of HR training and development
programs, HR training and development needs assessment, formulation of training and
development objectives, designing training development programs, implementing of training and
development programs (selecting appropriate training and development methods, selecting the
contents of training programs, selecting appropriate facilities and selecting the appropriate
trainers, trainees and selecting appropriate time and environment) evaluating training and

development programs and problems of human resource training and devel opment.

2.1. The Concept of Human Resource Training and Development

HRTD is the one among the many functions performed in HRM. It is a vital activity as it
improves the skills, knowledge and ability of employees in the area of job performance, creative
innovation, decision-making and leadership which determines the success, or the failure of the
organization. The concept of HRTD is wider in its scope, which includes three essential terms
such as development, training and education (Cartwright and others, 1993; Griffin, 2000)

2.1.1 Human resour cetraining

Armstrong (2005) states training as the planned and systematic modification of employees
behaviors through learning events, programs and instructions which enable employees/workers,
to achieve the level of knowledge, skill and competence needed to carry out their work
effectively. So training reflects activities that are intended to influence the ability and motivation

of individual employees for the better performance.
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Training involves a process of providing knowledge, skill and attitude specific to a particular
task or ajob. In addition to this intention, training is necessary to ensure an adequate supply of
staff that istechnically and socially competent and capable of career advancement in to specialist
department or management position (Lavrie, 1996).

On the other hand Herzberg (2001) described that, the only way to improve the competency of
the employees is by encouraging them to improve their skills through training and the best fit
method of achieving thisis by linking it to career development. Research on successful training
programs shows that training programs should be designed to address not only substantive
content or material but also how people learn and should therefore incorporate different learning
strategies (Joan, 2004).

2.1.2. Human resour ce development

Many scholars provide different definitions to the term human resource development (HRD).
According to the definitions of Megganson, (1981) development is the systematic process of
education, training and growing by which a person learns and applies information, knowledge,
skills, attitudes and perceptions. On the other hand Mondey et. al., (1990) cited in Hailesillassie
(1999) defined human resource development as a “planned continuous effort by management to
improve employee competency level and organizationa performance through training, education
and development programs.” Moreover, development refers to teaching managers and
professionals' the skills needed for both present and future. Mostly organizations provide regular

TDP for employees and managers (Griffin, 2000).

According to Harris and Desimone (1994) HRD can be defined as “ set of systematic and planned
activities designed by any organization to provide its members with the necessary skills to meet
the current and future job demands.” HRD activities should began when an employee’s join an
organization and continue throughout his/her career, regardiess of whether that employees is a
manager or a semi-skilled worker must respond to job changes and integrate to long term plans

and strategies of the organization in order to ensure the efficient and effective use of resources.
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2.1.3 Differences of training and development

Though “Training and Development” seem to be the same in human devel opment aspects, many
authors have clearly identified the difference between them. According to Donnelly et al. (1992)
training is generally associated with operating employees, while development is associated with

managerial personnel.

As Bernardin (2003), puts the focus on development is one of the long term to help employers
prepare future work demands, while training often focuses on the immediate period to help fix
any current deficits in employee’s skill. Training is the organizations efforts to help employees
learn job related knowledge, skills and behavior, where as development refers to the
organizations efforts to help employees acquire knowledge, skills and behaviors that improve
their ability to meet changes in job requirements and customer needs (Wright and Noe 1996).
Thus, training is directly job related, whereas development addresses the broader need to be
prepared to deal with change throughout one's careers. Chandan ( 1997) suggested that, though
managers and non-managers receive help from training and development programs, non
managers are intended to be trained in technical skills where as managers are intended to be

developed in conceptual and human relations skillsreceived future jobs.

According to (Joan, 2004), training is typically associated with improving the performance,
knowledge, or skill of employees in their present positions. Development is viewed as a
continuous process consisting of evaluating abilities and establishing career goals and planning

developmental activities that relate to the employees and organizational future needs.

On the other hand Attood and Dinmock (1996) cited that, development implies “improvement
becoming more accomplished and more effective” It is associated with management
development. In the above contexts, training involves designing and supporting learning
activities that result in desired level of performance. In contrast, development typically refers to
long—term growth learning, directing attention more on what an individual may need to know or
do at some future time. While training focuses more on current job duties or responsibility,

development points to future job responsibility.
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Training usually refers to teaching lower level employees how to perform their present jobs,
while development involves teaching managers and professional employees broader skills
needed for their present and future jobs. Human resources training are employee-related and
legally-related, especialy for managers and supervisors (Susan, 2000). If career paths are
identified, training and development programs must be to move employees along those paths.
New approaches to training need to be considered, and organizational reward structures should
encourage individual growth and development that benefits both the employee and the
organization (Joan, 2004). In genera, training is the process of a acquiring the skills necessary to
perform a job that typicaly develops the technical skills of non- managers, where as

development is the ongoing education to improve skills for present and future jobs.

2.2 Components of Human Resource Training and Development

2.2.1 Training and development for managers

Managers are the main decision makers in any organization and an effective management
process as crucia to the success and future of organization. One of the major purposes of
management process is maximizing the organizations current and future capability in achieving
its goals (French, 1987). The capability of the organization to achieve its institutional strategies
in the light of the critical success factors for the organization (innovation, quality service, cost,
leadership etc) depends largely on the capability of its managers as developed within the
organization to meet its particular demand and circumstances ( Armstrong, 2005).

Organizational effectiveness greatly depends on human resources and the planning practice
needed to make the best use of these resources in the interest of employees and employers too
(Tyson and York, 1996). However, managerial staff needs particular attentions because of their
obvious importance to the ultimate effectiveness of organization needs therefore to take
CoNscious measurers to ensure that managerial talents and competences are constantly developed

through systematic training and devel opment.

On the other hand, Chandan (1995) defines management development as an attempt to improve

manageria effectiveness through a planned and deliberate learning process. In both of the above
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definitions the emphasis given for ‘planned or deliberates’ has excluded many of the experiences
which are particularly real for managers. Instead of seeing things simply either brought about by
formal or planned and deliberates management development process or by accidental formal
learning, we should see management development as improved learning on the job where the
improvement was initiated and sustained by the managers themselves, not by management
development specialists. Thus, both planned or deliberate management development and

unplanned management devel opment are essential for every management.

According to Chandan (1995) the management development effort is undertaken to satisfy a
number of organizational objectives. These include that managers at al levels of the
organizations are able to perform their jobs effectively. The technological dynamics and rapidly
changing values and work attitudes require that the managers receive adequate and continuous
preparation to meet these chalenges to avoid managerial obsolescence. If the management
doesn't keep pace with methods, processes, and fails to adapt changes, then it will become
obsolete and in effective to provide for managerial promotion to upper ranks. Each promoted
position requires a new set of skills and abilities and the management development techniques
prepare the managers for this new responsibility, to provide opportunity for managers to see new

challenges and new venues for persona growth and integral satisfaction.

In general management development is long range part of manager’s career throughout, unlike
the training of workers which improves technical and mechanica skills, the management
technical and mechanical skills the management techniques designed for managerial behaviora
modification. It is educational process utilizing any systematic and organized procedure by
which management learns the conceptual and theoretical knowledge for effective pursuance of
their responsibility (Chandan, 1995).

According to Harsey (1996) management development should follow steps to be followed are:
the first is analysis of development need. An examination of the organization structure in the
light of the future plans of the organization should help one know what the organization in terms
of functions, departments and executives position. The second is appraisal of present
management talents: quantitative assessment of the existing management talent should be made
and an estimate of their potential for development should be assessed. The third is inventory of

JMMA UNIVERSITY Page 13



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

management development: this is done to have complete information about each executive in
each position. The fourth is planning of individual development programs: a development plan
should tailor made for each individual. The fifth is establishment of development programs. This
is, identifying developmental needs and will establish specific development programs, like
leadership causes managements games and sensitivity trainings. The sixth is program evaluation.
All efforts made in the direction of finding out what training and development worth for

organization and individuals current and feature demands.

2.2.2 Employee training and development

Employee training and development is one of the components of HRTD. It is an important HRM
strategy, which has played a key role in creating stability that the sector has traditionally enjoyed
and in the implementation of the new changes observed in the sector (Glueck and Milkovich,
1982). Employee training and development is a set of planned and systematic activities designed
by the organization to provide its members with the necessary skills to meet the current and
future job demands. More over it is a process of learning experience of any kind where by
individuals and groups acquire increased knowledge, skills, values and behaviors. Its outcomes
didn’t stop through time and are to be long lasting (Harris and Desimone, 1994; Harris on, 2000).
All members of the organization should participate in the training and development program. It
should begin when an employee joins an organization and continue throughout his career (Harris
and Desimone 1994).

The orientation or education of new employees is a crucia issue of employment, training and
development. The employees’ acceptance of ajob is the entrance in to the organization in which
the employees as part of the organization will seek satisfaction. It enables clear his doubts at the
work place and to increase his /her performance when the employee has been engaged he/she
must be clear as to when he/she begin work and to whom he has to report. A written form of
engagement containing these particulars avoids misunderstanding. Written statements describing
the ways of the organization and the rules governing the work and employees should be given to
him or explained by someone who conversant with these rules. Jobs descriptions and brochure
setting out the most pertinent work rules and explaining any important points of conduct,
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especially where personal safety is concerned, may be written for this purpose underlining the

more important rules and regulation(prasad and Baunarje, 1985; Ivancevich and Glueck, 1989).

Today’s trend is train and develops employees for promotion. Many organizations recognized
that the training and development of employees is an important investment in the organization
which in time should be turned through the employees increased capacity to contribute (Crooker,
1986; Heneman et al, 1996).

-Orient new employees to their jobs and the organization

-Improve presents and future job performance.

-Use as aremedial for improving performance deficiencies.

-Upgrade employee’ s skills to adapt new advances and innovation (job changes).

In general, employees, training and development is a critical process by which organization can
improve the levels of knowledge and skills of their high productivity, quality of output, lower
cost, it aso helps the organization to achieve competitive advantage and to provide an excellent
services and organizational process. And its greatest benefits for individual are to do with
personal competence, growth, adaptability and continuous employment (Harris and Desimone,
2000).

2.3. The Process of Human Resour ce Training and Development

The process of HRTD must be systematic and directed towards the accomplishment of some
organizationa objectives, such as efficient production method, improved quality of products or
services and reducing operational costs. Systematic training is likely to make organization
efficient and progressive (Rue and Byars, 1992).In the systematic approach to training first the
job is analyzed and defined. Then the employees being considered for training are studied
whether they satisfy the required standard. Next, training should be given and an appropriate
record has to be kept. After that, the performance achieved must be measured and an attempt
should be made to evaluate the cost of training compared with the benefits gained by the
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improved performance of employees (Graham, 1984:167; Armstrong and Dawson, 1985,
Schemerhorn, 1993; Getahun Hailu, 1990).

2.3.1. Training policy

In implementing TDP, it is essentia to ensure that each organization has its own training and
development policy and strategy. It has the following importance. It helps to highlight the
organization’s approach to the training function, provide guidance for design and  execution
and provides information regarding to the program to al employees. It helpsin the identification
of policy areain training and to communicate the organization’s interest regarding to employees
career development (Monappa and Siyadain, 1999; MCB, 2005; Wills, 1995).

2. 3. 2. Human resour ce training and development needs assessment

Training and development need assessment is the first and the most important phase in the
training and development process (Patton and Pratta, 2002:466). It is an important
precondition to the design and delivery of successful training and development program.
Training and development need assessment is the base for objective, content, method,
trainer and trainee selection (Tyson and Y ork, 1996:143).

Training and development needs analysis is a process of collecting data that allows the
organization to identify and compare its actual level of performance with the desired
level of performance (Cole, 1997:279; Bernardin, 2003:168). It is an assessment of the
organization®s job- related needs and the capabilities of the current work force (Denisi and
Griffin, 2005; 325, Barbazette (2006:5).

Adequate and relevant data is essential to assess training and development needs and
identify the actual gap exist within the organization to do so, managers should make
use of methods like observation, analysis of job performance, employee conference
and recommendations, analysis of job requirements, consideration of current and
projected changes, surveys, reports, inventories and interviews (Decenzo and Robbins, 1988:
247).
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Assessing and identifying training and development needs includes organizational analysis, job
anaysis, and individual anaysis (Bratten and Gold, 1994; Rue and Byers, 1992; Kafyaew,
1990). Organizational analysis deals with identify the overall organizational need and change in
strategies (Vohra, 2006). As a detailed examination of the job, its components, its various
operations and the conditions it has to be performed. Every job has the intended standard of
performance. Knowledge of the task will assist in identifying what knowledge, skills and attitude
the employee should have to perform the job adequately (Mathis and Jackson, 1997; Monappa
and Saiysadain, 1999).

Individual analysis is another component of diagnosing training needs. An individua
obviously needs training when his or her performance falls short of standards that are when there
is performance deficiency. Inadequacy in performance may be due to lack of skills or knowledge
or any other problem. The problem of skills or knowledge can be remedied by training.
Assessment of training must also focus on anticipated skills of an employee. The technology
changes fast and new technology demands new skills. This will help him or her to progress in
his/her career path, to handle more challenging tasks  (Vohra, 2006).

2.3.3. Formulation of training and development objectives

After identifying training and development needs the next step is defining objective of training
and development. In the process of training and development activities, the needs assessment
phase should provide set of objective for programs that might be designed (Gomez-Megjia, Blakin
and Cardy, 1995). It should come up with precise and clearly defined objectives. Thisis because,
it is the objectives that express the purposes to be achieved, provide the basis for planning of
program contents, and selection of training and development methods, and permit control and
evaluations of results. Objectives are statements, which stated intended outcomes of a training
and development program. They state what trainees should accomplish when a program is over.
They guide the selection of the program content and to some extent guide selection of methods

and techniques. They also serve as the criteria against which a program can be evaluated when it
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is over. In other words, they also serve as criteria against which the ultimate success of a

program is evaluated (Heneman, et a., 1996).

The objective of atraining and development should be related to the training and development
needs identified in the need analysis phase, without clearly set objectives it is not possible to
design a training and development program. Moreover, after it has been executed it will direct
the other way of measuring its effectiveness (Aswathappa, 2002; Getahun, 1990). The success of
training should be measured in terms of the objectives set. Good objectives are measurable
objectives or training can be set in any area by using the following four dimensions (Mathis and
Jackson, 1997) of quantity of work after training, resulting from training, of quality of work after
training, times lines of work after training and cost saving as a result of training. Training
objectives are essential for a successful training of HRTDP and they are used by the organization
to evaluate the program’ s success. In this regard, Werther et al., (1985), stated that an evaluation
of training needs results in training and development objectives and these objectives should state
the desired behavior and the conditions under which it is to occur. They served as the standard

against which individual performance and the program can be measured.

2.3.4. Designing training and development programs

Once an employee' s training and development plan is drown up it is then necessary to design the
various training programs that will be offered. In each case then this involves setting
instructional objectives, determining program content, and designating on training methods and
techniques. The designing work may be done by specialy designated training and development
professionals especialy for programs to be offered severa items, or left to the individua

instructors (Heneman et a., 1996).

Programs must be designed in a planned way in such a way that the objectives of the program
could help organizations to grow, adapt to technological developments, fulfill social
responsibilities and proved greater job satisfaction. Depending on the kind of needs to be
addressed a number of TDP can be designed. Besides, it is important to be design programs
based on training and development principles (Megginson, 1981).
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According to Tracey (1984), the following principles of training and development have to be
considered in designing programs. Training programs must be delivery system that is selected on
the basis of training effectiveness, available technology, cost effectiveness and results, training
programs must be validated to ensure effectiveness prior to full scale implementation, training
programs must provide ample opportunities for trainees to apply and practice newly acquired

knowledge and skills.

2.3.5. Implementation of training and development programs

In the implementation of TDP the most important activities that should be performed includes;
selecting the content of training programs, selecting appropriate facilities and premises of
training programs, selecting the appropriate trainers and trainees, selecting appropriate time and
training environment, selecting appropriate training and development methods(Campagna, 1998,
Armstrong, 2001). The most widely used training and development methods or approaches are

on- the- job and off-the-job training.

2.4 M ethods of Human Resour ce Training and Development

There are a variety of methods (techniques) of training and development of human resources,
which have been explained by different authors, such as (Chandan, 1995; Harries, 1994) have
classified in two major groups. These are on- the- job- training and off- the- job- training.

2.4.1 on-the- job training methods

On-the-job training refers to learning while actually performing a particular work or job. It takes
place in the work setting and during the actual work performance (Milkovich and Bourdea, 1991,
Mathis and Jackson, 1997). On-the-job training activities include periodic performance reviews,
observation and critique of how the junior manager is working, solving problems, and the
managing; regular consultation on operating matters and the like. A number of specific methods
are used in on-the-job training. Some of the most widely used methods are coaching, mentoring
and job rotation.
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i.  Coaching; isan important form of on-the-job training and development method. “It isthe
process of insuring that employee development occurs in the day to day supervisors-
subordinate relationship” (Heneman et a., 1996). Therefore, the performance level and
the condition under which it occurs must first been analyzed, and then, the necessary
face-to-face communication between employee and supervisor or the subordinate and the
supervisor must be made in view of improving and maintaining effective performance
(Harris and Desimone,1994). Therefore, for coaching to be effective, supervisor-
subordinate relationship should be based on partnership, mutual trust and confidence
(Graham, 1989). However, there are  problems in coaching. First; if coaches were
incompetent, there would be high risk of transmitting incorrect working methods,
Secondly; coaches may not have adequate time. Thirdly; most managers are ill prepared
to coach employees and uncomfortable in those too (Gomez-Megjia, Blakin and Cardy,
1995).

ii. Mentoring; is “a developmentaly oriented relationship between senior and junior
colleagues or peers’ (Gomiz-MgjiaBlakin and Cady, 1995). Moreover precisely,
Anderson in Bhatta and Washington 2003, states that mentoring is “a nurturing processin
which a more skilled or more experienced person, serving as a role model, teacher and
sponsor, encourage, councils and briefs a less skilled or less experienced person for the

purpose of promoting the latter’ s professional or personal development.

iii.  Job rotation; is aso another approach in training and development of employees as well
as managers on their job. This approach involves assigning traineeson various jobs for a
specified period of time with the objective of the broadening their experience. Job
rotation, therefore, provides trainees the opportunity to work and be familiar with various

departments, units and sections in an organization (Ramasamy, 2003).

2.4.1.1 Advantage of on-the —job-training

On-the-job training is suitable for imparting skills that can be learnt in arelatively short period of
time, It has the chief advantage of strongly motivating the trainee to learn. It is not located in an

artificial situation either physically or psychologically. It permits the trainee to learn on the
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equipment and in the work-environment. On-the-job training methods are relatively cheaper and

less time consuming.

2.4.1.2 Disadvantage of on-the-job-training

A large amount of spoiled work and scrap materials may be produced. The instructor may be
poor teacher and may not have enough time to give proper training, valuable materials may be
damaged. Training takes place under production conditions which are stressful .i.e. noisy, busy,
and confusing and exposed the trainee to give comments by other workers.

2.4.2 Off-the-job training and development methods

Off —the-job training and devel opment approaches conducted away from the work setting like in-
service programs. In other words, the training can be conducted within or off the organization,
but the trainees are not engaged in their usually task or production activities (Schermerhorrn
1989; Graham, 1989). This type of training (Ramasamy, 2003) includes lectures, conferences,
and case study, role-playing and management games.

i. Lecture methods; It is some of the knowledge based training method. This is most
commonly used to speak to large group about general topics. The basic concept and
theories, principles and a considerable knowledge of the particular subjects are imparted
to the participants. Thistype of training isaimed at giving fundamental information to the

trainees.

ii. Conference method; The concept of conference is developed to overcome the
limitation of the lectures, conference emphasis on the one way communication i.e. trainer
to trainee. The trainees are expected to offer their ideas and use their experience for
solving the problems with the help of the trainers. In generad it is effective method, the
participating individuals confer’ to discuss points of common interest with each other.

iii.  Case study method: In this type of training, trainees are given case studies of real or
imagined events in an organization to study, analyze and given an opinion. After
analyzing several cases under the guidance of instructors, the trainees are exposed to

certain concepts, problem, techniques and experiences, which they will later face on the
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job. The objective of this method is to help the trainees think logically and develop the
ability to analyze alternative course of action systematically and objectively.

iv.  Role playing method: Role-playing technique is used in a group where different persons
are given the role of different managers. They are requested to solve a problem in a
situation or arrive at a decision. At the end of the role playing session, the trainees are
given feedback of their role-playing. This helpsthe traineesto develop their efficiency in
the performing the job, sensitivity among the people and improves better human

relations. More number of persons get training simultaneously under thistype of training.

v. Management games: Are used to stimulate the thinking of people to develop their skills
to run an organization or departments. These games are used to develop the skill in the
area of investment production; sales, collective bargaining etc, a game consists of
situation. Each team tries to win others and only one can win unless there is a drawback.
A period isfixed or thistraining and it is made known to all the teams. Various situations
are explained to the teams and they are requested to take decision on such given
situations. The trainer gives the feedback to every team. Then each team evaluates its
decisions and may change its decisions to arrive at better results. In the practical point of
view, the lecture method, conference method and case study are mostly practiced in our

context.

2.4.2.1 Advantage of off-the—job-training

According Graham and Bennett (1998), among the maor advantages off- the — job- training
methods, the trainee doesn't damage valuable equipment or produce spoiled work scrap. The
trainer learns correct methods from the onset- in the long term off- the-job training may be less
costly because it enables workers to reach higher standards of speed and quality. It is free from
the pressures of payment — by results schemes, noise, danger or publicity. It is of high quality as
it is given by a specialist instructor, the trainee can learn the job in planned stages, using special

exercises to enable the trainee to master particular difficult aspects.
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2.4.2.2 Disadvantages of off- the—job- training

Increased cost for premises, equipments, travel instructor, etc and transfer of training due to
difficulty of the job and the training setting. Lecture, discussion, case study, role play,
demonstration audio visual methods, and videos can be included as the major techniques of off-
the job- training method. To sum up it must be understood that there is no one perfect way to
train any specific case when training is required. There is no one way without draw backs. There
are many considerations that present themselves. Supervisors need to examine the pros and cons
of each of the methods available and see what best suits their needs, problems and situations
(Graham and Bennett, 1998).

2.5 Evaluating Training and Development Program

Evauating training and development program is not a one-time process. It is an ongoing
throughout the entire stages of training program. Evaluation is a process of obtaining
information and using it to make judgment and decisions. Evaluation of thetraining  program
is performed during the assessment, design and implementation. It includes determining
participant reaction to the training program, how much participants learned and how well the
participants transfer the training back to the job. The information gathered from the training
evaluation is then included the next cycle of training needs assessment. Silberman (1990), also
states that one can design his/her active training program to provide for obtaining feedback and

evaluation data on an ongoing basis so that he/she can make adjustments earlier one time.

The implementation of training and development serves as transformation process.
Untrained employees are transformed in to capable workers and present workers may be
developed to assume new responsibilities. To verify the program’s success, personnel managers
increasingly demand that training and development activities be evaluated systematically. Lack
of evaluation may be the most series problem in most training and development efforts. Any
education is said to be efficient if the quality and quantity at maximum from the use of a given
resource input. It is obvious that the educational products are the outputs of a system measured in
terms of skills, attitudes transmitted to students. The wish of every country is to expand
education to get maximum cost benefit return. To reach this goal, institutions should train their

employees. In addition to training the content of the subject, the quality of trainers, the materials
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used, training process, the efficiency of trainees should have to be evaluated continuously,
because evaluation is the total value of training course and program in the context of improving

effective performance towards organizational objectives

2.5.1 Purpose of evaluation of training and development programs

The main purpose of evaluation is to collect and document learner performance in a training
course, as well as on the job (Tracey, 1984; Silberman, 1990). Training and development
program evaluation can serve for many purposes within an organization. According to Phillips,
(Harris and Desimone, 1994). Evauation can contribute to the organization to; determine
whether a program is accomplished its objectives which is correcting the employees performance
deficiency, identify the strength and weakness of the program, determine the cost/benefit ratio of
a program, decide who should participate in the future program, identify the change brought in
participant’s capability, reinforce main points to be made to participants, gather data to assist in
making future program, determine if the program was appropriate, establish data base to assist
management in making decisions.

Moreover, evaluations help for the continual process of training. It can measure how far the
process of learning and teaching is running correctly. Evaluation can give feedback about the
objectives of training. Errors in training can be corrected immediately based on the feedback.
Thisin turn helpsto control wastage of resources.

The evaluation processis to be done continuously to examine the appropriateness and reliability
of the training program and make the necessary correlation. So as to maintain the progress of the
institution or objectives set to attain. The main objectives of evaluating the training programs is
to determine if they are accomplishing specific training objectives, which are, correcting
performance deficiencies. A second reason for evaluation is to ensure that any changes in trainee
capabilities are due to the training program and not due to any other conditions. Training
programs should be evaluated to determine their cost effectiveness S.srinivas, (unpublished
module).

On the other hand, Clark (2000) identified five main purposes of the training in

development programs evaluation control, research, intervention, power games and feedback.
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However, according to Kirkpatrick (2000), there are three main reasons or evaluating training
programs. to indicate how to improve future programs, to determine whether a program should
be continued or dropped, and to justify the existence of the training department. But the overall
goal of evaluating the training program is to identify and fix problems and makes the system
work better.

2.5.2 Selecting Criteriafor training evaluation

Effectively evaluating training requires the systematic collection of information from a variety of
sources. As organizations use training to achieve a variety of organizational goals, there is
universal approach to evaluating training. Each organization must select the criteria that are most
relevant to their organizational objectives. When choosing evaluation criteria, it is critical to
identify what questions need addressing in the evaluation. Within the training community, the
dominant approach to training evaluation categorizesin to four levels. These are: reactions level,
learning, and transfer and results level. (Sitzmann et al, 2008). All these criteria help us to
answer “effective training in terms of what? Reactions, learning, transfer or results?” thus, the
objectives of training determine the most appropriate criteria for assessing the effectiveness of

training.
2.5.3 Approachesto evaluation of training and development programs

Training and development programs should always be evaluated using various techniques.
Typicaly evaluation approaches include measuring one or more relevant criteria, such as
attitudes or performance before and after the training and determining whether or not the criteria
changed (Griffin, 2000; Kirkpatrick, 1997) also suggested four approaches to the evaluation of
training and development. These include the systems approach, which  concerned with the
improvement of training and development approach, the trainees oriented approach, which
focuses on the training effects that are evaluated by trainees, the cost effective or statistica
approach, which is concerned with measurement and the analysis of dada in ways that support
administrative decision making about training, and the research approach, which is concerned
with both carrying out research in to the training and development and systematically evaluating

the effect of training and development program.
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2.5.4 Stages of training and development program evaluation

It is important to evaluate training in order to assess its effectiveness in producing the learning
output was planned and to indicate where improvements or changes are required to make the
training even more effective (Armstrong; 2001). Hence, the evaluation of training and
development should be an in built activity that starts from the beginning. These are:-
i. Formative evaluation- these phase includes all the evaluation of the needs and
judtification for the training, adequacy of preparation of work, participants’
background and appropriateness, the availability of the necessary resources for the

training in both quality and quantity for the training and devel opment.

ii.  Process evaluation- thisis the evaluation of the training while it is in operation. Thisis
mainly done on the form of daily review. It mostly focuses on whether  daily activities

are begun accomplished according to plans.

iii.  Summative evaluation- at the end of the training event the whole program is  evaluated
to find out if it has achieved its immediate objectives. Participants opinions are

gathered through employing different data collection approaches and instruments.

2.6 The Benefits of Training and Development

Training and development have a lot of advantages to employees and the organization if it is
carried out in a planned and systematic way (Werther and Davis, 1989).

2.6.1 TheBenefitsof training and development for organization

The advantage of training and development for the organization are numerous. The following are
the major once it improves productivity: properly oriented new employees will get “up to speed”
quicker and perform at higher quality levels than those not given such training. It saves time and
effort: Formal orientation programs reduce the time and effort required for supervisors to train
new employees. In addition to these, based on the kind of job needs the organization will develop
future effectiveness. Some potential objectives are to help the organization grow, to adapt
technica development to fulfill responsibilities and to provide greater job satisfaction (Holt,
1993; Megginson, 1981; Davar 1994). Now a day training and development is used by many
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organizations for two main reasons. Through training and development important skills such as
problem solving skills, communication skills and team building skills are developed. It enhances
employee’' s commitment through motivation. That is why organizations are giving emphasis to

train their human resources.

2.6.2 The benefits of training and development for employees

The goal of human resource training and development is to increase the capabilities and potential
of people providing learning opportunities. This can be ensured as far as possible that everyone
in the organization has the knowledge and skills and reaches the level of competence required to

carry out their work effectively (Armstrong, 2005).

The theory that training should be viewed as an integral part of work, requiring the involvement
and collaboration of al employees, leads to the logical conclusion that training concerns al the
staff of an organization (Tyson and York, 1996). Hence training and development have a lot of
advantage for individual as well as organization if carried out in planned and systematic way.
Purcell (in Armstrong, 2005) noted that, intangible asset such as culture, skill and competence,
motivation and organizational units are increasingly seen as a key source of strength in those
organizations which can combine people and process together. Therefore continual need for
process of staff development and training is to full fill an important part of this process (Lavrie,
1996).

Some authors express the advantage of training and development for employees. They say
employees are trained how to apply their knowledge to practical aspects of the job, to improve
productivity and quality, to help an organization fulfill its future personnel needs (Megginson,
1987; Mamoria and Pareek, 1980). More over Holt (1993) stated that, training and devel opment
develops redlistic job expectation for new employees often they have inaccuracy on work
expectation. It improves employment sustainability. This shows when there is turnover in break

periods the new employees lack self-confidence and suffer from anxiety about their job.
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Besides, training and development have benefits for the individua employee in this regard
Werther et al, (1985) Mentioned the following benefits of training and development for the
employees. helps the individual towards better decision making and effective problem solving
skills, foster a sense of recognition, achievement, growth, responsibility and desire for

advancement, aid in encouraging and achieving self-devel opment and self-confidence etc.

Training and development in general has so many advantages for an organization as well as the
individual and is an important tool for effective HRM. Therefore, educational organizations must
give due attention for continues training and development of employees. It is also believed that
through training and development the organization can solve the problem of employee's
obsolescence and make them up-to-date, motivated and committed. At the present and future
changing and competitive environment training and development of HR makes organizations

successful competitors and give them strength for survival.

2.7 Training and Development in Ethiopia

The Government of Federal Democratic Republic of Ethiopia recognizes that good economic
sector policies depend on building human resource capacity, to successfully implement in the
country’s poverty reduction strategy. In 2001 the government of Ethiopia launched
comprehensive National Capacity Building Program (NCBP) which is an extremely wide
ranging and ambition program with the highest level government commitment.

Decentralized governance is increasing being favored as the most suitable mode of governance
through which poverty reduction intervention can be conceived, planned, implemented,
monitored and evaluated. This is because it is hoped that the process of decentralization
facilitates greater participation of communities in project identification, planning and
implementation, which in turn increases ownership, According to MCB ( 2002), decentralization
is taken as a high value policy and used as an instrument of people’' s empowerment, or plate
form for sustainable democratization, a structure for mobilization of economic development, a
weapon for people’s reconciliation, socia integration and well being, and a vehicle for the
promotion of a culture of political, economic, civic and managerial/ administration good
governance.
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According to UNESCO (2005) although Ethiopians decentralization policy in transferring
responsibilities and resources for managing basic coordination from region to the wordea levels
has been welcomed, this is general concern that unless strong supportive mechanisms
(developing capacity) are designed and provided at all levels to build planning and management
capacities, the benefits of decentralizations in terms of improving service may not be realized.

To meet the challenges of poverty reduction, sustainable development and good governance by
building capacity across the country and al sectors, Ethiopia has established the ministry of
capacity building the present Ministry of Civil Servicesin October 2001 (MCB, 2002), the MCB
provides a frame work of capacity building consisting of human sources, organization and
ingtitution, system and processes both across sectors and regions. It is a leading agency in
coordinating capacity building initiatives and related activities of the ministry of Education, Civil
service commission, Ethiopian science and technology commission, Ethiopian management
ingtitute, Civil service College, and System Research Institute.

2.8 Constraints of Human Resour ce Training and Development

HRTD activities in organizations can be influenced by different factors. HRTD efforts are
subject to certain common mistakes and problems. Most of the problems are resulted from
inadequate planning and lack of coordination of efforts. According to (Mathis and Jackson,
1997) the common problems in HRTD are inadequate needs analysis, trying outdated programs
or training methods, abdicating responsibility for development of staff, trying to substitute
training for selection, lack of training among those who lead the development activities, using
“courses as the road to development”, encapsulated development attitude of managers,

availability of resources and financial problems.

2.8.1 Management capacity

If people want to be competent |eaders, they need to have a composite capacity of knowledge,
skills, values, character and attitudes working with in a facilitating environment, institutions and
system. Leadership needs to have deep-rooted values of integrity respect for diversity, service to
the public, self denial, and professionalism.
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The attitude of managers is one of the crucia factorsin HRTD. Mabey, Graham and  Storey in
Melaku (2004), states that “management tends to regard training as an operative expense rather
than investment. Top level management makes decisions regarding the allocation of resources
for training and development programs. Besides, support from top-level management is crucia
in integrating training and development activities in the strategic plan. “In general if top-level
management have no willingness and does not  provide the necessary support it would be
difficult to expect positive out comes from training and development programs or to initiate a

program.

2.8 .2 Financial Problem

One of the maor problems that affect human resource training and development is financia
problem. Most organizations do not have a separate budget for training and those that usually
placed funding requests for training purpose from budgetary sources. It is obvious that shortage
of founding availability will clearly affect the amount and quality of education and training that
can be under taken UNISD (2000).

The other constraint to training and development is the availability of resources. HRTD is an
expensive activity that requires expenditure of resources in terms of money, materials and
facilities, times and personnel. Organizations that have considerable shortages in either of their
resources face problems to conduct HRTD programs. It is one of the problems that affect HRTD.

In the case of Ethiopiait is caused mainly by budgetary constraints (Getachew, 1998).

2.9. Conceptual Framework of the Study

As it will be explained in the literature review of the next chapter, this study has conceptual
frame work which is based on the process of human resource training and development. The first
step in the training process in organization is the assessment of its objectives and strategies and
policy. The next step is identifying training needs. Once training needs assessment is made,
training and development goals and objectives must be formulated. Based on these objectives,

the designing of training program, implementing the program, and monitoring and evaluating the
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effectiveness of the program follow respectively. Finally assessing the constraints of TDP
through monitoring and evaluation, organizational objectives and strategies.

izational objectives, strategies and polices

-

Need Assessment to Provied Training

Formulating the Training Goals and Objectives

Designing training and development program,Selecting Trainees ,

N\ 4
N
o " o o
N
N
N

Implimentation of Training Program Method

Evaluation of Training Program

' Constraints of Training Programs |

Figure 1. Conceptual frame work (modified) Source: Noe, 2011

JMMA UNIVERSITY Page 31



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

CHAPTER THREE
3. RESEARCH DESIGN AND METHODOLOGY

This part of the research presents the methodological aspects of the research, which includes
research design, research method, study population, sample size and sampling techniques, data

collection instruments, data analysis and interpretations and also ethical considerations. .

3.1 Research design

In this study descriptive survey research design was employed. Because the major goal of this
study was to describe the practice and the problems of human resources training and
development of Woreda Education Offices, as it exists a present, it is aso relevant to gather
detailed information concerning current status of human resources training and development of
Woreda Education Offices. Moreover, descriptive research design makes possible the
prediction of the future on the basis of findings on prevailing conditions. In line with this, Jose
& Gonzales (1993) date that descriptive research gives a better and degper understanding of a
phenomenon which helps as a fact-finding method with adequate and accurate interpretation of the
findings. Similarly, Cohen (1994) describes that descriptive survey research design as it helps to
gather data at a particular point in time with the intention of describing the nature of
existing condition or identifying standards against which existing conditions can be compared
or determining the relationship that exist between specific events .

3.2 Research Method

In this study survey method was selected and used to collect quantitative data, while for the
qualitative data interview was employed (Muijs, 2004). A survey, according to Kothari (2004), is
a method of securing information concerning an existing phenomenon from al or selected
number of respondents of the concerned universe, while interview facilitates to have or to get in-
depth data on the practice of HRTD from the respecting individuals. To this line, the qualitative
approach was incorporated in the study to validate and triangul ate the quantitative data.
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3.3 Source of Data

Both Primary and secondary sources of data were used for this study.

3.3.1. Primary source

Primary sources of data were obtained from Education Office heads, teachers development
process owners, and experts through questioners and interview on human resource training and
development practice. These sources helped the researcher to acquire first hand in -formation and

to draw inferences.

3.3.2 Secondary source

Secondary sources of data were obtained through documentary analysis. For this purpose, the
researcher was able to observe WEO relevant documents to obtain data on the selection of
trainees, trainers and evauation of training and development programs(Trainings and
development Plan, annual report, programs for trainings, checklist document files ), to impact

information for the study.

3.4 The Study Site

The sites of the population for this study were al the seven woredas of Assosa Zone in
Benishangul Gumuz Regional State, North Western Ethiopia. Assosa Zone is one of the three
Zones in the Benishangul Gumuz Region of Ethiopia. Asosa is bordered on the south by the
Mao-Komo special woreda, on the west by Sudan, on the northeast by the Abay River which
separates it from Metekel, and on the east by the Dabus River, which separates it from Kamashi.
The largest town in this zone is Asosa. The seven woredas in the study were: Assosa, Bambasi,
Homosha, Kumruk, Menge, Shorkole and Oda.

3.5 Population

“Population is the entire group of people to which a researcher intends the results of a study to
apply (Aron, A., Aron, E. & Coups, 2008, p.130).” Therefore, the populations that were
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included in this research are all Heads/officias, processes owners, and experts of Assosa Zone

Education Departments.

3.6 Sample size and Sampling Techniques

Assosa Zone was selected through random sampling technigue among the 3 zones of
Benishangul Gumuz Regional State.To address the purpose of the research; all the seven Woreda
Education offices were included by using Census method. Since census method will help to
collect and analyze genuine data and strength the generalization .The population of the study
include al education officials’heads/, experts and process owners of the selected education
department’s through census method. So, the researcher was used, one head, 5 experts, and 3
process owners from Assosa Zone Education Department; one head, all experts, and all process
owners from each woredas of Assosa zone; atotal of 8 officials (100%), 67 experts (100%) and
31 process owners (100%) from Assosa zone education departments. so researcher were include

all the variables to study which was supported by Robinson (2009).

A total of 106 (100%) population were involved in this study. Census method was used to collect
all the necessary data from the respondents because they were directly concerned with the issue
of the study and the total number of the participants were manageable and easy to reach all of

them within the scheduled time frame work
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Table 1: The population size under the study

Name of Zone or woreda head process owner Experts Tota
the
woreda/ cl w % " % " % N %
Zone | € c = c =

7| 8 s |8 s |2

2|38 s | 8 E S

8| & o3 5 o3 5

o o o o o

AssosaZ |1 1 100 3 3 100 5 5 100 | 8 100
EO
Assosa 1 1 100 5 5 100 10 10 100 | 15 100
woreda
Banbas 1 1 100 4 4 100 11 11 100 | 14 100
woreda
Homosha | 1 1 100 4 4 100 8 8 100 | 12 100
woreda
Kumuruk | 1 1 100 3 3 100 8 8 100 | 11 100
woreda
Menge 1 1 100 4 4 100 8 8 100 | 12 100
woreda
Oda 1 1 100 4 4 100 8 8 100 | 12 100
woreda
Sherkole 1 1 100 4 4 100 8 8 100 | 12 100
woreda
Totd 8 8 100 31 31 100 67 67 100 | 106 100

%=percent, N=number
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3.7 Instruments of Data Collection
The data gathering tool employed in the study were questionnaires, interview and document

anaysis.

3.7.1 Questionnaires

Questionnaires can be defined as written forms that ask exact questions of all individuals in the
sample group, and which respondents can answer at their own convenience (Gall et a.,
2007).The questionnaire is the most widely used type of instrument in education research. The
data provided by questionnaires can be more easily analyzed and interpreted than the data
obtained from verbal responses. Questionnaires provide greater uniformity across measurement
situations than do interviews. Each person responds to exactly the same questions because
standard instructions are given to the respondents. Questionnaire design is relatively easy
(Haines, 2007).

The questionnaire has two parts. The first part of the questionnaire describes the respondents
background information, categories include: sex, age, educational back ground, work experience
and current position. The second part of the questionnaires were prepared based on the review
of literature and were used to collect data from relatively large number of respondents
regarding training and development needs assessment practices (appendix-I, part 11), training
opportunities, delivery methods ,Implementation of training and development programs
,practices of evaluating effectiveness of training and development programs (see appendix-I, part
1), training and development benefits ,major problems for preparing and implementing HR
training and development programs (see appendix-,|I part 11). The questions were prepared in
English and then translated in to ‘’Amharic. Amharic was used for the reason that
majority of the employees working at Woreda and zone level may not clearly understand
English language. Besides, it is the official working language of the region. Thus, the
researcher believed that this might have avoided language barrier while gathering appropriate
data. The same question was set and distributed for all respondents.

3.7.2 Interviews
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An interview can be defined as the verbal questions asked by the interviewer and verbal
responses provided by the interviewee (Gall et a., 2007). The researcher designed 12
unstructured open ended questions to 8 Education Office heads that were centered on the practice
and the problem of human resources training and development program with the intention to find
out their perception. The interview is actually meant for addressing issues that the questionnaires
could not address and to support the descriptive result. For this study, unstructured type of
interview was prepared in English and translated in to Amharic to collect additional information
from education office heads.

3.7.3 Document analysis

The aim of the document analysis was to consider the implementation of Woreda Education
Offices documents of human resources training and development. The researcher analyzed
documents of human resources development plan, annual report , program for training, checklist

document file and minutes.

3.8 Methods of Data Analysis

The data were analyzed both quantitatively and qualitatively. The analysis of the data was based
on the responses collected through questionnaires, interview and document analysis. The data
collected through closed ended questions was tallied, tabulated and filled in to SPSS version 16
and interpretation was made with help of percentage, mean, standard deviation and independent
sample t-test. Because, the percentage was used to analyze the background information of the
respondent, whereas, the mean and standard deviation are derived from the data as it was serve
as the basis for interpretation of the data as well as to summarize the data in simple and
understandable way (Aron et a., 2008). The interpretations were made for all five point

scale measurements based on the following mean score results:

1.00 — 1.49 = Strongly disagree
1.50 — 2.49 = Disagree

2.50 — 3.49 = undecided

3.50 — 4.49 = Agree

A w0 D P
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5. 4.50 - 5.00 = Strongly agree
Apart from this, t- test was used to test statistically significant difference between the mean
scores of the two independent variables (Experts and teachers development process owney).

The existing response differences were tested at 0.05 level of significance.

On the other hand, the data obtained from the document analysis, and unstructured interview was
anayzed qualitatively. The qualitative analysis was done as follows. First, organizing and noting
down of the different categories were made to assess what types of themes may come through
the instruments to collect data with reference to the research questions. Then, transcribing and
coding the data to make the analysis easy. Also the results were triangul ated with the quantitative
findings. Finally, the findings were concluded and suggested recommendations were forwarded.

3.9 Validity and reliability checks

Checking the validity and reliability of data collection instruments before providing to the actual
study subject is the core to assure the quality of the data (Yaew Endawoke, 1998).To ensures
validity of instruments, the instruments were developed under close guidance of the advisors
and a pilot study was carried out to pre-test the instrument. In addition, to avoid ambiguity and
unclear statements, the draft questionnaire was first tested with the Assosa town Education
Office, 4 process owner, and Experts (8). The respondents of the pilot test were not included in
the actual study. Based on the respondents response some improvements were made on the
guestionnaire to make it clear and relevant to the basic questions so as to get more valuable
information. For example, some questions which were found unnecessary were cancelled; some
unclear statements were also elaborated. The objectives of the pilot test were to: (1) assess the
practicality and appropriateness of the questionnaire and provide an indication whether the
items need further refinement; (2) obtain teachers development process owner and experts
suggestions and views on the items; (3) estimate reliability coefficients of the research
guestionnaires. Then an internal consistency reliability estimate was calculated using
Cronbach’s Coefficient of Alpha for the questionnaires. Cronbach’s Coefficient Alpha is a
general form of the kuder Rchard formual and can be applied to multiple choice and essay
exams. Coefficient Alpha compares the sum of the variances for each item with the total

variance for all items taken together. If there is high internal consistency, coefficient alpha
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produces a strong positive correlation coefficient. A reliability test is performed to check the
consistency and accuracy of the measurement scales .The researchers found the coefficient of
Alpha (o) to be 0.85, which is regarded as strong correlation coefficient by (Jackson, 2009).
Supporting this, George and Mallery (2003) and Cohen, L., et a. (2007) aso suggest that, the
Cronbatch’s alpha result >0.9excellent, >0.8good, >0.7acceptable, <0.6 questionable, <0.5poor.
Finaly necessary modification on 4 items and complete removal and replacement of 3 unclear
guestions were done.

Table 2: reliability coefficient of the pilot test.

No | Mgor categories of HRTD Practice Reliability coefficient
1 Training and Devel opment needs assessment practice 0.85
2 Training opportunities 0.81
3 Training and development methods 0.89
4 Implementation of training and development programs 0.83
5 Evaluations of training and devel opments programs 0.93
Average reliability coefficient 0.85

3.10 Ethical consideration

Research ethics refers to the type of agreement that the researcher enters into with his or her
research participants. Ethical considerations play arolein al research studies, and all researchers
must be aware of and attend to the ethical considerations related to their studies. Therefore, there
are anumber of ethical considerations made during the study. Voluntary participation of respondents
is encouraged. Responding to interviews and filling of questionnaires required significant time and
energy and its participation could disrupt the respondents regular activity. For this reason, the
student explained the objectives and significance of the study to the respondents and allowed them to
exercise their right to voluntary participation. To avoid any psychological harm, questions were
framed in a manner that is not offensive and disturb their personality. They are assured that the
information they provided would be kept confidential. To ensure this, the student removed
information that required identification of names of respondents. Furthermore, the first page of the
guestionnaire displays an opening introductory letter that requesting the respondents

cooperation to provide the required information for the study.
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CHAPTER FOUR
4. PRESENTATION, ANALYSISAND INTERPRETATION OF DATA

This chapter deals with presentation, analysis and interpretation of data collected from
respondents through questionnaires, interview and document analysis. The data collected
from questionnaires were organized in tabular form and analyzed using percentages, mean
scores, and t-test to see the difference between the mean scores. The information collected
through interview and document analyses were analyzed in relation to the responses
obtained through the questionnaires. Besides, the implications of the results of the
analysis have been clearly discussed. Therefore, in the first part, the characteristics of
respondents in terms of sex, age, educational back ground and work experience were analyzed.
In the second part the maority variables of interest were analyzed. In order to answer the
research questions, this chapter is organized as follows: Anayzed Characteristics of
Respondents, identification of Training and Development Needs Assessment, Training
opportunities, Training and Development Methods, Training and Development Programs,
Evauation of training and development programs, Constraints of Training and Development,

Benefits of Training and Development Programs and Constraints of Training and Devel opment

4.1 Characteristics of Respondents

The study targeted at 31 Teachers development process owner and 67 Experts working in
Seven (7) woreda education offices and zone education Desk found in Assosa zone. A
part from this, head of zone education desk and each woreda education offices were
interviewed to triangulate the responses obtained on the practice of training and

development programs in the zone.

A total of 98 questionnaires which were translated in Amharic were distributed to
TDPO and Expert respondents of woreda education offices and zone education desk
that were included in the study. Out of 31 questionnaires distributed to TDPO
respondents 31(100%) were filled and returned. From 67 questionnaires that were
distributed for Experts 67(100%) were filled and returned. In general out of 98
questionnaires distributed to respondents, 98(100%) were filled out and returned. On the
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basis of the responses that were obtained presentation, analysis and interpretation of data

were made following each table.

As one can understand, employee’s general

characteristics like sex, age,

qualification and work experience have an impact on the training and

development programs and overall performance of organizational activities. With this

assumption, the researcher has tried to analyze the demographic characteristics

of sample respondents as follows

Table 3: Characteristics of respondents

No Items Respondents
TDPO Experts Tota
No % No % No %
Male
28 28.6 57 58.16 | 85 86.66
1 Sex
Female 3 3.06 10 102 |13 13.26
20-30 years 12 12.2 33 337 |45 459
Age 31-40 years 17 17.34 25 2551 | 42 42.85
2 41-50 years 1.02 6 6.12 |7 7.14
Above 50 years 1.02 3 306 |4 4.08
Educational | Below grade 12 | - - - - - -
background  ["12™ complete | - - - - - -
3 TTI - - - - - -
Diploma 2 2.04 5 501 |7 7.05
12+3 - - 1 1.02 |1 1.02
1°" degree 29 29.6 61 62.24 | 90 91.84
Work 1-5 years 7 7.14 22 224 | 29 29.54
4 EXperence  "6.10 years 11 11.22 23 2346 | 34 34.68
11-16 years 8 8.16 13 133 |21 21.46
Above 17 5 5.01 9 918 |14 14.15
Work 1-5 years 23 23.46 51 52.04 | 74 75.50
Experience
5 Oncurrent | 610 years 5 5.10 13 13.3 |18 18.40
Above 17 2 2.02 1 1.02 |3 3.04
TDPO=teachers development process owner, NO= number, %=percent
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As table 3, indicates that, of the total 98 respondents, 31 (31.6%) were teachers development
process owners and 67 (68.4%) were experts. Of 31 the teachers' development Process owners
28 (8.6%) and 3 (3.0%) were males and females respectively. Whereas, from the total 67 experts
57 (58.16%) and 10 (10.24%) were males and females respectively, this indicated that the
participation of females in these positions in the departments was low. There are many factors
which affect female's access to these positions. Among these, some of the factors may be

attributed to the low rate of female’' s participation in higher education during the previous times..

In terms of age distribution, 12 (38.73%) teachers development process owners were in the age
groups of 20-30years, the rest 17 (54.83%), 1 (3.22%) and 1 (3.22%) of teachers development
process owners were in the age group of 31-40, 45-50 and above 50years respectively. On the
other hand 33 (49.25%) experts were in the age group of 20-30, the rest 25 (37.31%), 6 (8.95%)
and (4.5%) experts were in the age group of 31-40, 20-30, 41-50 and above 50 years
respectively.

Concerning educational back ground 29 (93.54%) of teachers development process owners and
61 (92.42%) experts were degree holders, where as 1 (100%) expert was 12+3, 2 (6.45%)
process owners and 5 (7.57%) experts where diploma holders. Therefore, from this it can be

concluded that, woreda education offices are filled by qualified man power.

Regarding work experience, table 3 also shows respondents total experience and their experience
on current position. Accordingly, 11 (35.48%), 8 (25.80%) , 7 (22.6%) and 5(16.12%) of the
teachers' development process owners had a total experience of 6-10 years, 11-16 years , 1-5
years and 17 years and above respectively. Whereas 23 (34.32%), 22 (32.83%), 13 (19.40%) and
9(13.43%) of experts had a total experience of 6-10 years,1-5 years, 11-16 and 17 years and
above respectively. From this it can be concluded that, the sample woreda education offices have

more experienced teachers' development process owners and experts.

Concerning their work experience on current position, as indicated in table 3, item 5, 51
(76.11%) experts and 23 (34.32%) teachers development process owners had work experience
in their current position for 1-5 years. Whereas 13 (19.40%) ,2(3%) ,1(1.5%) experts and 5
(16.12%) , 1 (3.22%), 2 (6.45%) teachers development process owners had work experience in
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their current position 6-10 years, 11-16 years and 17 years and above respectively. This shows
that the majority of respondents work experiences on current position was low. This was
because of the redesigned of Woreda Education Offices structure in 2011.

4.2 | dentify Training and Development Needs Assessment

The importance of conducting training and development needs assessment has briefly
discussed in the literature review part of this paper. Training and development
need assessment is the first and the most important step or phase in designing training and
development programs. Organizations are expected to undertake training and
development needs analysis before designing and implementing training and
development programs. Therefore, respondents were asked to show their consensus about how
Woreda education offices identify the needs for trainings and development programs and the
response were analyzed as follows.

Table4: Viewson Training and Development Need Assessment

No | Items Respondents Tota
TDPO Experts

No % No | % No | %

1 Has your organization conducted training and
devel opment need assessment since 2003 E.C?

A.Yes 13 | 419 |27 |403 |40 |408
B. No 18 |581 |40 |59.7 |58 |59.2
Tota 31 100 67 | 100 98 | 100

2 If your answer is“Yes' who is the responsible body to
conduct training and development needs assessment?

A. All members of the office 1 7.6 4 148 |5 125
B. Teachers process owner 12 924 |23 (842 |35 |875
Total 13 100 27 |100 40 | 100

3 If your answer” No” what are the reasons for not
conducting training and development needs
assessment?

A. Lack of awareness about training and development | 3 16.7 |8 20 11 | 189
needs assessment

B. Budget constraint

»

333 |14 |35 20 | 344

9 50 18 |45 27 | 46.7
C. Lack of attention from top official

Total 18 | 100 40 | 100 58 | 100
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No | Items Respondents Tota
TDPO Experts
No | % No | % No %

4 | Has your organization designed training and
development program since 2003 E.C?

A.Yes 12 | 38.7 | 20 299 |32 32.6
B. No 19 | 613 |47 70.1 | 66 67.4
Tota 31 | 100 |67 100 | 98 100

5 | If your answer for question no 4 is yes were
there set objectives?

A.Yes 5 417 | 6 30 11 34.4
B. No 7 593 | 14 70 21 65.6
Total 12 | 100 | 20 100 | 32 100

6 | If your answer for question no 5 is “Yes’
were objectives specific measurable and

clear?

A.Yes 2 40 2 333 |4 36.6
B. No 3 60 4 66.7 |7 63.4
Totd 5 100 | 6 100 11 100

TDPO=teachers development process owner, %=percent, No= number

As indicated in the table 4, question was raised to the respondents to respond whether training
and development need assessment was identified in their offices since 2003 E.C. 13 (41.9%) of
teachers development process owners and 27 (40.3%) of experts replied that the organization
conducts need assessment for training and development. On the other hand 40 (59.7%) experts
and 18 (58.1%) teachers development process owners confirmed that there was no practice of
training and development needs assessment and they attributed the reason to lack of attention
from top officias, budget constraints and lack of awareness about training and devel opment need
assessment and with the percentage of 18 (45%), 14 (35%) , 8 (20%) and 9 (50%),6 (33.3%),3
(16.7%) respectively. Also absence of documents in the Woreda education offices which shows
that there was no practice of training and development needs assessment. Towards this
(Goldstein 2002), pinpoints conducting a systematic needs assessment is a crucia initia
step to training design and development and can substantially influence the overdl

effectiveness of training programs. Specificaly, a systematic needs assessment can guide
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and serve as the basis for the design, development, ddlivery, and evaluation of the training
program; it can be used to specify a number of key features for the implementation (input)
and evauation (outcomes) of training programs.In line with this the information gathered through
interview with Woreda education office heads was also confirmed that there was no needs

assessment systematically conducted.

One woreda education office head stated that:

“...For we didn't allocated enough budget to provide training at the woreda level, we didn’t
give much attention to carry out need assessments” .

Further question was raised for those who responded there was training and development needs
assessment about the responsibility of identifying needs. As indicated in table 4, item 2 reveled
that, 1 (7.6%) of teachers development process owners and 4 (14.8%) of experts responded that
al members of the office were responsible for training and devel opment needs assessment, were
as 12 (92.4%) of teachers process owners and 23(84.2%) Experts replied teachers development

process owners determine training and devel opment needs.

As it isindicated in table4, item 4, respondents were also asked whether or not the organization
has designed any training program, 19 (61.3%) teachers development process owners and 47
(70.1%) of experts respectively disagreed with the issue. Therefore, from the response of the
majority of the respondents it can be conclude that the organization has not designed training and

development programs.

Another question was raised for respondents whether or not the objectives were set. As it
indicated on table 4 item 5, 5 (41.7%) and 6 (30%) teachers' development process owners and
experts respectively replied that objectives were set. But 7 (59.3%) and 14 (70%) teacher’
development process owners and experts respectively replied the objectives were not set.
Therefore, based on the response of the majority of the respondents it can be said that objectives
were not set before designing any training and development programs. The traditional approach
to devising training plans focuses on the needs to determine clear ams and objectives which al
relevant to the learners concerned and enable the performance gap to be bridged when devising

training plans (Attood and Dimmock 1996).
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Regarding the question raised to know whether the objectives were specific, measurable and
simple in language, which is raised for those who said objective were set 3 (60%) and 4(66.7%)
teachers development process owner and experts respectively replied objectives were not
specific measurable and simple in language, where as 2 (40%) teachers' development process
owners and 2(33.3%) experts replied objectives were specific measurable and simple in
language therefore, based on the responses of the majority of respondents, it can be said that the

objectives were not specific measurable and ssimplein language.

Table5: viewson Approaches of Training and Development Need Assessment.

No | Items Respondents | No | X SD | OvAIlL. | T- P-
X value | value
1 Needs are assessed based on individuas | TDPO 31 229 113|205 191 | 056
skill, Knowledge and attitude.
Experts 67 | 182 | 112
2 Needs are assessed based organization | TDPO 31 |268 | 101|249 153 | 1.29
goals, objectives, culture etc. Experts 67 1231 | 114
3 | Traning and development needs| TDPO 31 | 174 | 099 | 1.88 173 |0.23
assessment are carried out through
analysis of the task/ job performance

TDPO=teachers development process owner, SD=standard deviation, X=Mean, p-vaue at
a=0.05 and degree of freedom=96

Scales;, < 1.49 = Strongly disagree, 1.5 — 2.49 =Disagree,2.5 — 3.49 = Undecided,3.5-4.49 =
Agree > 4.5 = Strongly agree

As it is indicated in table 5, item 1, question was raised to the respondents to rate about the
techniques their offices used in assessing their training and development needs, teachers
development process owners and experts with (X= 2.29, SD=1.13 and X=1.82, SD= 1.12)
respectively disagreed that, training and developments needs were assessed through individual
skill, knowledge and attitude analysis approach. The overall X= 2.05 shows the disagreement of
the total respondents with the point. Therefore, based on the overall score value, It can be
conclude that needs were not assessed by individual analysis technique. The significance level
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(p=0.56) is greater than 0.05, this indicates that there is no significance difference between the
opinions of TDPO and Experts.

Training and development needs are assessed through analysis of organization’s goals,
objectives, culture was one of the questions rate for the respondents. As illustrated in table 5,
item 2, teachers development process owners with (X= 2.68, SD= 1.01) undecided on the point,
on the other hand the experts with(X= 1.14, SD=1.14) strongly disagreed on the point. The
overall score 2.49 shows that disagreement of the total respondents with the point. But even if
teachers development process owner undecided that training and development needs were
assessed through organization analysis approach, the absence of any objective evidence to
substantiate their response . Therefore, based on this, it can be said that training and devel opment
needs were not assessed through organizational analysis approach. This implies that Woreda
education offices were not used organizational analysis technique to identify training and
development needs. The t-test revealed that the significance level (p=1.29) is greater than 0.05
this shows there is no significance difference between TDPO and Experts views regarding needs
are assessed through analysis of organization’s goals, objectives, and culture. On the other hand
Simmond (1995) explained that organizational as training need analysis in collaborates among
others, identifying organizational goals and objectives, organizational structure, roles and tasks
within the organizations, organizational culture, compensation systems, communication works,

and relationships inside and outside the organization.

Question was raised to respondents to rate whether their offices use task analysis technique to
assess training and development needs in their Woreda education offices. Based on the options
set to rate question item3, in table 5, teachers' development process owners with (X= 2.77
SD=0.99) undecided on the point, and experts with X= 2.36, SD=1.13) disagreed on the point.
The overall score 2.56 shows the majority of the respondents were not sure about the point. But
even if the overall score indicates as the respondents were not sure about training and
development needs were assessed through task anaysis approach, however the absence
documents at the Woreda substantiate the response of the mgjority of Experts. Therefore, based
on this, it can be said that training and development needs were not assessed through task
analysis approach. The t-test revealed that the significance level (p=0.23) is greater than 0.05
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this shows there is no significance difference between TDPO and Experts views regarding needs
are assessed through task analysis approach .

Table 6: Views on Data Gathering Methods towards Training and Development Need
Assessment

No | Items Responde | N | X SO | Gadl | T- p-
nts 0 X value | value

1 | Conducting survey is used to gather data | TDPO 311232071 | 236 |-0.22 | 0.82

for training and developments need
assessment Experts 67 | 241 | 0.82

2 | Observation method is used to gather data | TDPO 31258089 248 |-0.78 | 043
for traning and development needs
assessment Experts 67 | 2.39 | 0.78

3 Performance evaluation is used to collect | TDPO 31223069 | 217 |036 |0.71
data for training and development need

assessment Experts 67 | 212 | 0.67

4 | Conducting group discussion is used to | TDPO 31 (313|096 | 279 | 125 |0.21
gather data for training and development
need Experts 67 | 2.46 | 0.89

TDPO=teachers’ development process owner, X=Mean, SD=Standard deviation, P-value at
a=0.05 and degree of freedom=96.

Scales; < 1.49 =sdtrongly disagree, 1.5 - 2.49 =Disagree, 2.5 — 3.49 = Undecided, 3.5-4.49 =
Agree, >4.5 = strongly agree

As depicted in item 1of table 6, teachers' development process owners and Experts with the (X=
2.16, SD=0.71) and (X= 2.21, SD=0.82) respectively disagree that conducting survey method is
used to gather data for training and development need assessment. The overal X= 2.36 shows
that, the disagreement of the total respondents with the point. As can be seen from the overall
mean, one can say that the offices were not conducting survey to gather data for training and
development need assessment. In addition to this the researcher interview has objective evidence
to substantiate the responses of the respondents. It can be said that the offices were not
conducting survey to gather data for training development need assessment. The significance
level (p=0.82) is greater than 0.05, this indicates that there is no significance difference between
the opinions of TDPO and Experts.
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For question raised to know whether the Woreda education offices used observation method to
gather data for training and development need assessment on item 2, of table 6, shows that,
teachers' development process owners with (X= 2.58,SD=0.69) undecided on the point. But
experts with (X= 2.39, SD=0.67) disagreed. The overall X= 2.48, shows the disagreement of the
majority of the respondents. The t-test revealed that the significance level (p=0.43) is greater
than 0.05 this shows there is no significance difference between TDPO and Experts views
regarding whether the Woreda education offices used observation method to gather data for
training and development need assessment .Therefore, based on the responses of the majority, it
can be said that Woreda education offices had not been used observation methods as a data

gathering tool in conducting training and development need assessment.

As indicated on table 6, item 3, further question aso raised for respondents to rate whether
performance evaluation was used to gather data for analysis of training and development needs.
Both teachers development process owners and experts with(X=2.23, SD=0.96) and(X=2.12,
SD=0.89) respectively disagreed on the point. Therefore, based on the overall X= 2.17 disagree
on the point it can be said that, performance evaluation were not considered in conducting
training and development need assessment. The significance level (p=0.71) is greater than 0.05,

thisindicates that there is no significance difference between the opinions of TDPO and Experts.

Conducting group discussion used to gather data for analyzing training and development needs
was one of the question raised for respondents to rate. As can be seen from table 6, item 4,
responded, teachers' development process owner with the mean value 3.13 were not sure about
the point and experts with the mean value 2.46 disagree on the point. The overall score 2.79
shows as the respondent commented nothing on the point. In relation to this, the interview
result revealed that organizations did not carry out group discussion to conduct
training and devel opment needs analysis but to identify their weakness and strengths and to
assess the overall performance of the organization. The significance level (p=0.21) is greater
than 0.05, this indicates that there is no significance difference between the opinions of TDPO

and Experts.
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4.3 Prioritizing Training and Development Needs

After the necessary data were collected and analyzed a number of training and development
needs could be identified. However, it could be difficult to address all needs at a time due
resource (finance, material, human and time) and other constraints. Therefore, needs have to be
prioritized based on certain criteria. In this regard, respondents were asked to rate their level
of agreement on those factors that were considered to prioritize training and devel opment
needs.

Table7: Viewson theCriteriato Prioritize Training and Development Needs

No | Items Responde | No | X SD | Qdl | T- p-
nts X value | value

1 Needs prioritized based in availability of | TDPO 31 | 376|116 | 371|191 | 059
budget Experts | 67 | 3.65 | 1.17

2 Needs are prioritized based on urgency of | TDPO 31 | 261|099 | 234|175 |0.08
the training need efc. Experts | 67 | 2.08 | 1.14

3 Needs are prioritized based on trainees | TDPO 31 | 229 | 107 | 203|234 | 074
motivation Experts | 67 | 1.78 | 0.98

4 Needs are prioritized based on the | TDPO 31 | 261|122 |251 |-150 |0.14
decisions of top officials Experts 67 | 242 | 1.29

TDPO=teachers' development process owner, X=Mean, SD= Standard deviation, significance
value (P-value at confidence interval a=0.05 and degree of freedom =96)

Scales;, < 1.49 =dtrongly disagree, 1.5 - 2.49 =Disagreg, 2.5 — 3.49 =Undecided, 3.5-4.49 =
Agree ,>4.5=strongly agree

Asillustrated in table7, item 1, teachers' development process owners and experts with (X=3.76,
SD=1.16) and (X=3.65, SD=1.17) respectively agreed that needs were prioritized on availability
of budget. The overal X= 3.71 indicated the agreement on the point. This implies that the
majority of respondents agreed with the issue. Therefore, from the response of the mgjority, it is
possible to conclude that there is a positive effort in considering the availability of budget in
prioritizing needs. The information gathered through interview with woreda education office
heads was aso confirmed that needs were prioritized based on availability of budget. Similarly
the finding of this study the p-value (0.59) is greater than 0.05 indicated that there is no
significance difference between TDPO and Experts regarding needs are prioritized based on
availability of budget.
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One woreda education office heads stated that:

“...depending on our budget we were giving opportunities for our employees to train in basic
computer skill program’

As it is indicated on item 2, table 7, respondents were also asked wither or not urgency of
training needs were the criteria to prioritize needs. Accordingly majority of Experts with
(X=2.06 SD=1.14) disagreed with the point. On the other hand Teachers development process
owners with the (X=2.61, SD=0.99) commented nothing. The overall mean 2.34 shows that, the
disagreement of the majority of respondents with this point. The p-value also indicates that there
is no significance difference between TDPO and Experts (0.08 greater than 0.05).Therefore,
based on the majority of respondents, it can be said that urgency of needs were not the criteriato

prioritize needs.

Respondents were also asked whether or not trainee’s motivation was the criteria to prioritize
needs. Teachers development process owners and Experts with the (X=1.71, SD=1.07and(X=
1.78, SD=0.98) respectively disagreed with this idea. The overall mean 1.74 shows that
disagreement of the total respondents with the point. Therefore, from the response of the
majority, it is possible to conclude that trainee’s motivation was not the criteria to prioritize
needs. The p-value 0.74 indicated that there is no significance difference between TDPO and

Experts regarding views on trainee’ s motivation was the criteriato prioritize need.

Needs are prioritized based on the decisions of top officials was one of the questions raised for
respondents to rate in table 7, items 4. Experts with (X=2.42, SD=1.29) disagreed that, needs
were prioritized based on the decisions of top officias, while Teachers development process
owners with(X=2.61, SD= 1.22) were not sure about the point. The p-value of the items was
(0.14) showing that no significance difference between the opinions of TDPO and Experts in
rating the item. The overall mean 2.51 showed the total respondents were not sure about the
issue. There for based on the majority experts disagreement, It can be conclude that decision of
top officials was not detrimental factors to prioritize needs.

JMMA UNIVERSITY Page 51



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

4.4 Objectives and Focuses of HR Training and Development Programs

As it had discussed in the review of the literature, any training and development program should
be systematically planned and any organization should have its own HR training and
development plan. In many organizations, employees played important roles in designing and
development of TDP. Hence, these programs should be planned with certain objectives to
achieve desired results. Accordingly, after the identification of the training needs, objectives of
the programs would be clearly and precisely set to indicate the expected outcomes of the training
and development program and should be prepared before the program being launched. The
objectives of the programs a so should focus with the purpose to improve the process, techniques
and quality of work/productivity, reduce cost of the production, and try to overcome the
performance deficiencies in employees (Heneman, et.al, 1996). With this regard, respondents
were requested to respond towards what are the objectives and focus areas of HR training and

development program in Woreda education offices indicated in Table 8

Table8: Viewson HR training and development obj ectives and focuses of the program

No | Items Respond | No | X SD | Gdl | T- p-
X value
ents value
1 My office prepared training and | TDPO 31 |36 |061 365 0.88
development program plans for its| Experts | 67 | 3.7 | 091 014

employees and managers since 2003
E.C

2 The TDP objectives had been set | TDPO 31 381|094 |383|-032 |0.74
before preparing and implementing | Experts | 67 | 3.86 | 0.77

the program

3 | The objectives of the TDPs were | TDPO 31 | 412|072 |39 | 177 |0.79
clearly and precisely indicated the | Experts |67 |38 | 0.83
expected outcomes

4 The main focus of the TDP was to | TDPO 31 (442|050 |422 149 0.14
introduce new methods, procedure, | Experts | 67 | 4.23 | 0.45

etc., to employees and officials
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5 The main focus of the TDP was to | TDPO 31 [397 060 |4.05 |-1.23 |0.22

improve performance deficiency of | Experts | 67 | 413 | 0.62

employees and officials

TDPO=teachers' development process owner, significance value (P-value a confidence interval
a=0.05 and degree of freedom =96)

Scales; < 1.49 =sdtrongly disagree, 1.5 - 2.49 =Disagree, 2.5 — 3.49 = Undecided, 3.5-4.49 =
Agree ,>4.5=strongly agree

As it is shown in Table 8 item 1, teachers' development process owners and Experts with
(X=3.6, SD=0.61) and (X=3.7, SD=0.91) respectively agreed that their respective departments
prepared training and development program plans. The overall X= 3.65 indicated the agreement
on the point. This implies that the majority of respondents agree with the issue. Therefore, from
the response of the magority, it is possible to conclude that their respective departments prepared
training and development program plans. The information gathered through interview with
woreda education office heads was aso confirmed that their respective departments prepared
training and development program plans. The p-value 0.88 indicated that there is no significance
difference between TDPO and Experts regarding views on their respective departments prepared
training and development program plans. From the above data, it is possible to conclude that the
education departments considered the HR training and development programs were planned at
their offices. Even though the education offices incorporated HRTD plan in their strategic plan
still there is a gap in its implementation. However, the information gathered through interviews
and document analysis proved that the implementation of HRTD was limited to the upper
structures of the sector, MOE and the REB level.

Objectives are statements, which stated intended outcomes of training and development
programs and should be prepared before the program launched. Asit isindicated on item 2, table
8, respondents were also asked whether or not the TDP objectives had been set before preparing
and implementing the program .Teachers development process owners and experts with
(X=3.81, SD=0.94) and (X=3.86, SD=0.77) respectively agreed in the training and devel opment
programs they have attended, objectives had been set before preparing and implementing the
program .The overall X= 3.83 shows that, the agreement of respondents with this point. The p-
value aso indicates that there is no significance difference between TDPO and Experts (0.74
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greater than 0.05).Therefore, based on the majority of respondents, it can be concluded that Top

objectives had been set before preparing and implementing the program.

For question raised to know whether the objectives of the TDPs were clearly and precisely
indicated the expected outcomes on item 3, of table 8, shows that, teachers’ development process
owners and Experts with (X=4.12,SD=0.72)and (X=3.8 ,SD=0.83) agreed on the point. The
overall X= 3.96, shows the agreement of the maority of the respondents. The t-test revealed that
the significance level (p=0.79) is greater than 0.05 this shows there is no significance difference
between TDPO and Experts views regarding whether the TDPs were clearly and precisely
indicated the expected outcomes. Therefore, based on the responses of the magjority, it can be
said that the TDPs were clearly and precisaly indicated the expected outcomes.

Concerning the focus of the training and development programs delivered in the
departments those who had attended the programs expressed their opinion, in Table 8 item 4,
teachers development process owners and experts with (X=4.42, SD=0.50) and (X=4.23
SD=0.45) respectively agreed that the main focus of the programs was to introduce new
methods, procedures, etc. to employees and managers. The overall X = 4.22 indicated the
agreement on the point. This implies that the majority of respondents agree with the issue.
Therefore, from the above information responded by those who attended the programs, we can
conclude that the main focus of the training was to introduce new methods, procedures, €tc., to
employees and managers. The p-vaue 0.14 indicated that there is no significance difference
between TDPO and Experts regarding views on the main focus of the training was to introduce

new methods, procedures, etc., to employees and managers.

Table 8 of item 5 depicts the responses whether the main focus of the program was to improve
the job performance of the employees and officials. Accordingly, teachers’ development process
owners and experts with (X=3.97, SD=0.6) and(X= 4.13, SD=0.62) respectively agreed that the
main focus of the programs was to improve the job performance of the employees and officials.
The overall X= 4.05 indicated the agreement on the point. This implies that the mgority of
respondents agree with the issue. The p-value also indicates that there is no significance
difference between TDPO and Experts (0.22 greater than 0.05).Therefore, based on the majority
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of respondents, it can be concluded that the main focus of the program was to improve the job

performance of the employees and officials.

4.5 Training and Development Opportunities

In the process of training and devel opment, implementation involves the selection of the contents
of the program, the selection of trainees, and qualified trainers, methods and facilities
(Armstong, 2001). For such purposes, the existence of clear selection criteria is an important
aspect in human resource training and development practices. Therefore, with this regard
respondents were requested to respond how are training and development opportunities offered
to employees of the organization indicated in table 10 and 11.

Table9: Views on Training opportunities

No | Items Respond | N | X SD | Qal | T- p-value
ents 0 X value
1 | The office has selection criteria to | TDPO 31 (393|044 |373 | 106 0.47
select trainees Experts | 67 | 3.86 | 0.45

2 | Training opportunities are usualy | TDPO 31213133230 |-301 |0.29
offered to individuals who has good
personal  relationship  with  top | Experts | 67 | 2.48 | 1.05
management/immediate boss

3 | Training opportunities provided to | TDPO 31214 | 115|246 |-012 |0.83
the management personnel than to
experts Experts | 67 | 2.79 | 1.03

4 | Traning given to individuals as| TDPO 31354 (096 | 358 |-0.76 | 0.45
means of incentives

Experts | 67 | 3.62 | 1.09

5 | The sdlection criteria are well known | TDPO 31281108 |258 |1.78 0.77
by employees

Experts | 67 | 2.36 | 1.18

TDPO=teachers' development owner process owner, X=Mean, SD=Standard deviation, p-value
at 0=0.05

Scales;, < 1.49=sdtrongly disagree, 1.5 - 2.49 =Disagreg, 2.5 — 3.49 = undecided, 3.5-4.49 =
Agree ,>4.5=strongly agree

Asindicated in table 9, item 1, teachers development process owners and experts with (X= 3.94,
SD=0.44) and (X=3.86, SD=0.45) respectively agreed that the office has selection criteria to
select trainees. The overall X= 3.73 showed that, the agreement of the total respondents.
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Therefore, from the responses of the majority of the respondents, it can be said that there was
clear selection criteria to select trainees. Information obtained through interviews with  office
head confirmed that there were to select trainees. Similarly the finding of this study p=0.47 is
greater than 0.05 indicated that there is no significance difference between TDPO and Experts

views on regarding the office has selection criteria to select trainees.

As it was indicated in Table9, item 2 reported that whether training and development
opportunities were usually offered to individuals who have good personal relationship with their
immediate supervisor/boss. Regarding the issue, teachers development process owners and
Experts with (X=2.13,SD=1.33) and (X=2.48,SD=1.15) respectively disagreed that training and
development opportunities were usualy offered to individuals who had personal relationship
with their immediate boss .The overall X =2.30 shows the disagreement of the mgjority of
respondents .Hence based on the overall mean value, it can be concluded that training and
development opportunities were not usually offered to individuals who had personal relationship
with their immediate boss. This contradicts the finding of Melaku (2004:92) that says the
selection of trainees and trainers are based on personal relationships and organizations do
not have clear selection criteria.The p-value (0.29) also indicates that there is no significance
difference between TDPO and Experts regarding views training opportunities are offered to
individuals who have good personal relations with the top officials. As Harries and Desimone
(1994) four activities have to be accomplished: Selecting the person to deliver the program,
selecting and developing the content of the program, scheduling and developing the content of
the program and implementing or delivering the program.

It dso indicated in table 9, item 3, respondents were asked to rate whether or not trainings are
offered to the top officials than to experts. Teachers' development process owners with (X=2.74,
SD=1.15) and experts with (X=2.79, SD=1.03) commented nothing with this point. The p-vaue
(0.83) aso indicates that there is no significance difference between TDPO and Experts
regarding views trainings are offered to the top officials than to experts. The overal mean 2.46
shows, the disagreement of the total respondents. Based on the responses of the majority of
experts, it can be said that training opportunities were not offered to management personnel than

to experts.
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Most of the time a rumor heard that trainings are considered as incentives to employees other
than a means to improve their competence. To cheek whether the rumor is true or not
respondents were asked to forward their view on the point. Accordingly, teachers' development
process owners and experts with (X=3.62, SD=0.96) and (X=3.65, SD=1.09) respectively agreed
with this point. The overall mean 3.58 shows that, the agreement of the total respondents.
Therefore based on the responses of the mgjority, it can be said that training opportunities were
given to individuals as incentives. Similarly the finding of this study the p-value (0.45) indicated
that there is no significance difference between TDPO and Experts views on training

opportunities were given to individuals as incentives.

As indicated in table 9, item 5, respondents were asked to rate whether or not the selection
criteria were well communicated. Accordingly, teachers’ process owners with (X=2.81, SD=
1.08) commented nothing with this point and experts with (X= 2.36, SD=1.08) disagree on that,
selection criterion are well known by al employees. The overall mean 2.58 shows the
respondents responded as undecided .Based on the responses of the mgjority of experts, it can be
said that the selection criteria were not well known by all employees. The p-value (0.77) was
showing that no significance difference between the opinions of TDPO and Experts in rating the

items.

Table 10: views on Trainers Selection

No | Items Respon | N | X SD | Qal | T-value | p-
dents 0 X value

1 My office has clear and transparent criteria | TDPO | 31 | 400 | 0.93 | 3.91 | 0.44 0.50
for selecting trainers

Experts | 67 | 3.83 | 1.20

2 Traners ae selected based on | TDPO 31403 (098|411 | 3.39 0.52
competitiveness

Experts | 67 | 4.19 | 1.22

3 | Trainers are selected on the good will of TDPO |31]239 (071|242 |-0.33 0.69

top level Managers. Experts | 67 | 2.46 | 1.14

4 | Trainers are selected through their personal | TDPO | 31 | 1.87 | 0.67 | 2.07 | -1,83 0.26
relationships with the training and
development coordinators/managers. Experts | 67 | 231 | 1.26

TDPO=Teachers development process owner, significance value (p-value) at a=0.05 and degree
of freedom (df=96).
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As indicated in table 10 item 1, teachers development process owners and experts with the
(X=4.00 ,SD=0.93) and (X=3.83,SD=1.20) respectively agreed that the office has selection
criteria to select trainers. The overall X= 3.91 showed that, the agreement of the total
respondents. Therefore, from the responses of the mgority of the respondents, it can be
concluded that there was clear selection criteria to select trainers. Information obtained through
interviews with  office head confirmed that there were selection criteria to select trainers.
Similarly the finding of this study p=0.5 is greater than 0.05 indicated that there is no
significance difference between TDPO and Experts views on regarding the office has selection

criteriato select trainers.

A table 10, item 2 depicts that the responses whether trainers were selected based on
competitiveness or not. Teachers development process owners and experts with (X=4.03, SD=
0.98) and (X=4.19, SD=1.22) respectively agreed on the point that trainers were selected based
on competitiveness. The overall X= 4.11 showed that, the agreement of the total respondents.
Therefore from the responses of the majority of the respondents, it can be said that trainers were
selected based on competitiveness. The p-value (0.52) indicated there is no significance
difference between TDPO and Experts views on regarding trainers were selected based on

competitiveness.

As indicated in table 10, item 3 respondents were asked to rate whether or not trainers were
selected on the good will of top level Managers. Teachers development process owners and
experts with (X=2.39, SD= 0.71) and (X=2.46, SD=1.14) respectively disagreed on the point that
trainers were selected on the good will of top level Managers. The overall X= 2.42 showed that,
the disagreement of the total respondents. Therefore from the responses of the maority of the
respondents, it can be concluded that trainers were not selected on the good will of top level
Managers. The p-value (0.69) indicated there is no significance difference between TDPO and

Experts views on regarding trainers were selected on the good will of top level Managers.

Table 10, item 4 indicated that whether trainers are selected through their personal relationships
with the training and development coordinators/managers, Teachers development process
owners and experts with (X=1.87, SD= 0.67) and (X=2.31, SD=1.26) respectively disagreed on
the point that trainers were selected through their personal relationships with the training and
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development coordinators/managers,. The overall X= 2.07 showed that, the disagreement of the
total respondents. Therefore from the responses of the majority of the respondents, it can be
concluded that trainers were not selected through their personal relationships with the training
and development coordinators/managers. The p-value (0.26) indicated there is no significance
difference between TDPO and Experts views on regarding trainers were selected through their
personal relationships with the training and development coordinators/managers

4.6 Training and development method

As it was mentioned in the literature part of this paper organization can use varieties of training
and development methods that are appropriate to deliver the training and development contents.
Having this in mind, questions related to training and development methods were raised to

respondents. Based on the responses of the respondents the analysis was made as follows:

Table 11: views on Training and Development Method

No Respondents
TDPO Experts Total
ltems No % No % No | %
1.0n —the- job training method
A. Mentoring 6 193 |14 208 |20 | 204
B. Coaching 1 32 2 29 3 31
C. Job rotation - - 4 59 |4 4.1
D. No on- the-Job training is practiced | 24 774 | 47 701 |71 | 724
Totd 31 100 67 100 98 100
2.0ff-the-job training method
A. Work shop & Seminars offered 27 872 |62 925 (89 |908
B. Trainees attends higher education 2 65 |3 46 |5 5.1
C. Distance education 2 29 |2 29 |4 4.1
D. Visits to other organizations - - - - - -
Totd 31 100 | 67 100 |98 | 100

TDPO=teachers devel opment process owner, %=percent, No=number

As indicated in table 11, the practice of on-the-job training and development methods by the
Woreda Education Offices was assessed. As illustrated in iteml, 24 (77.4%) of teachers
development process owners and 47 (70.1%) experts took the position that, there was no on- the-
job training in the offices, on the other hand 1 (3.2%) teachers' development process owners
and 2(2.9%) experts replied couching was the method under on- the —job-training category
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applied in the offices. Therefore, based on the response of the over whelming majority of
respondents, it can be said that the offices did not apply on-the-job training methods.

Asindicated in the table above, question was aso raised to know the methods under the off- the-
job training category the offices use to implement training development program. The responses
of this question reveals that, 27 (87.2%) teachers development process owners and 62 (92.5%)
of experts replied workshop and seminars were the dominant methods used in implementing
training and development programs. Therefore, based on the majority of respondents, it can be
said that workshop and seminars were dominantly used in the offices to implement training and
development programs under off-the —job-training category. Towards this Smith,(2000) suggests
that this method develops learners who are inquisitive (have flexible thought processes, and are
open to new ideas,), guide learners through the process of learning and applying effective oral
and written communication skills, encourage learners to acquire the skills required to function in

work environment.

Table 12: Views on Training and Development Offered

No | Items Respondents
TDPO Experts Tota
No | % No | % No | %
1 Did you receive training and development program
since 2003 E.C7
A.Yes 30 [96.77 |63 | 9403 |93 [94.90
B. No 1 323 |4 5.97 5 5.10
Tota 31 | 100 |67 |100 98 100

2 If your answer is‘yes who prepared the program?
A.Woreda education office - - - - - -
B. Zonal education office - - - - - -
C. Capacity building office - - - - -
D. Regional education bureau 27 190 56 | 8889 |83 89.25

E. Ministry of education - - - - - -

F.D&E 3 10 6 9.52 9 9.67

G. Others - - 1 1.59 1 1.07

Total 30 | 100 |63 | 100 93 100
3 | What were the types of training program?

A. short- term training, seminars and conferences 30 100 63 | 100 93 100

B. attending higher education - - - - - -
C. Distance education - - - - - -
Tota 30 | 100 |63 |100 93 | 100

4 | Which of the following topics training delivered?
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A. strategic planning 19 | 6333 |21 |3333 |40 |40.01
B. Human relation skill - - 3 4.77 3 3.23
C. performance appraisa 4 1333 |15 | 2381 |19 20.43
D. Decision making - - - - - -
E. Financial management - - - - - -
F. Information Technol ogy 5 16.67 | 23 | 36.50 | 27 29.03
G.A&C 2 6.67 |1 1.59 3 3.23
H. A&F - - - - - -

No | Items Respondents

TDPO Experts Tota
No % No | % No %

5 | Does your organization have the experience of
arranging orientation programs to new employees?
Yes 4 1290 | 12 | 1791 | 16 16.33
No 27 87.09 | 55 | 82.08 | 82 83.67
Total 31 100 67 | 100 98 100

6 | If “Yeswhat arethe focus of the program?
A. Introducing tasks to be performed 3 75 5 41.66 | 8 50
B. Introducing with co- workers 1 25 4 3333 |5 31.25
C. To create awareness about the culture, rules - - 3 25 3 18.75
regulation and polices of the office
Total 4 100 12 | 100 16 100

7 | If your answer is‘no’ what are reasons not to
arrange orientation programs?
A. less attention was given to orientation program | 27 100 54 |98.18 | 81 98.78
B. the program is costly and time consuming - - - - - -
C. With the assumption experienced individual - - 1 182 |1 121
exploited
Total 27 100 55 | 100 83 100

TDPO=teachers’ development process owner, %=percent, No= number

As depicted in table 12, items 1, respondents were asked whether or not they have received

training and development 30 (85.7%) of teachers’ development process- owners and 77 (86.5%)

experts participated in various training and development programs where as 1 (3.23%) teachers

development process owners and 4 (5.97%) experts were not participated in any training and

development programs. Therefore, based on the responses of the majorities of respondents, it can

be said that the mgjority of teachers process owners and experts were received training and

development.
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As indicated in the above table 12, item 2, 27 (90%) teachers’ development process owners and
56 (88.89%) experts replied that training and development programs were prepared by Regional
Education bureau. 3 (10%) teachers development process owners and 6 (9.52%) experts replied
that training and development programs were prepared both by Ministry of Education and
Regional Education bureau. On the other hand 1 (1.59%) expert replied that the programs were
prepared by other. There were no respondents who cite hig/her office in arranging training and
developments programs. But from the interview the researcher conducted with education office
heads it is confirmed that, Woreda Education Offices facilitate or create conducive environment
for implementation of training and development programs designed by Ministry of Education
and Regional education bureau. This shows that the Woreda Education offices did not arrange
and implement training and development programs by themselves. Also the response of the
majority of respondents shows that regional education bureau organized the program in large

number.

As indicated in table 12, item 3 respondents were also asked the types of training and
development programs they have attended. The majority of the respondents, 30 (96.77%)
teachers, development process owners and 63 (94.03%) of experts replied that short term
trainings are the types of training devel opment programs they have attended. In general, from the
majority of respondents’ response, it can be conclude that short term training such as workshops,
seminars and conferences, where the dominant training and devel opment programs.

Concerning the contents (topics) of the programs, Table 12, item 4 presented the following
information. In relation to this, the greater proportion, 19(63.33%), 4(13.33%),
5(16.6%),2(6.67%) of teachers’ development process owners and 21(%), 15
(23.81%) 22(34.92%), 1(1.59%),3(4.77%) of Experts respondents replied that they had taken
training on dtrategic planning , performance appraisal ,strategic planning and performance
appraisal, strategic planning and information technology and human relation skill respectively
.This implies that even though employees had attended different training and development
programs the kind training and development programs they have received were not directly
related to the day- to -day operation of employees that can enhance their

performance. This is probably because training and development needs were not carried out
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and training and development programs were simply decided by top level managements.
From this it is possible to infer that the training and development programs offered
could not adequately improve the skill, knowledge and attitude of employees to perform
their current and future job as well as the overall organizational performance. This is
inconsistent with the notion that Employee training and development is designed to assist
employees in acquiring better skills for their current job. The focus of employee training
and development is on current and/or future job or the skills and knowledge required
performing their job more efficiently (Decenzo and Robbins, 1999: 14).

Table 12 items 5-7 reports the information towards the delivery of orientation/induction
programs. As it was observed in Table 12., in item 5, respondents were requested to respond
whether their respective departments arranged or prepared orientation/induction programs to the
new recruited employees, about 4 (12.90%) teachers development process owners and 12
(17.91%) experts replied ‘yes' orientation programs were arranged to new employees, Based on
this response, question was raised in item 6 of table 4.8 to know the focus of orientation
program is that, 3 (75%),1(25%) teacher's development process owners and
5(41.66%),4(33.33%),3(25%) experts respectively replied that, the programs were usually
focused on introducing tasks to be performed , introducing with co-working and to create
awareness about the culture ,rules regulation and polices of the office. However no records were
found in the offices that witnessed the experience of orientation program. On the other hand, An
overwhelming majority 27 (87.10%) of teachers’ process owner and 55 (82%) of Experts replied
that orientation/induction programs were not organized to the new recruits (employees). Based
on this response, question was raised to know the reason for not arranging orientation program is
that, 27 (100%) teacher’s development process owners and 54 (98.8%) experts replied that, less
attention was given to orientation program, and 1(1.82%) expert replied that, with assumption
experienced individual exploited. From the above data it is possible to deduce that there was no

any formal induction/orientation program organized to new recruits.
4.7 The Practice of Evaluating Effectiveness of Training and Developments Programs

As it had been discussed in the review of the literature evaluating training and development

programs is one of the crucia issues in HRTD. Now a days, experts and managers attended a
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number of training and development programs designed or arranged for education sector
employees and officials by their offices or organizations. However, regardless of who
designed/arranged the programs, evaluating the effectiveness and benefits is an important aspect.
So, organizations evaluated the training and development they had delivered from the very
beginning towards its effects on the trainees (Armstrong, 2001). Based on such assumptions
respondents were requested to indicate their opinions towards How Woreda Education Offices

evaluate the outcomes of training and development programs indicated in table 13

Table 13: Views on Training and Development Evaluation

No | Items Respond | N | X SD | Qal | T- p-vaue
ents 0 X value

1 | Theoffice has an experience of evaluation | TDPO 31177 |095 | 174|026 |0.79
training and development programs Experts | 67 | 172 | 1.04

2 | Thereare standardized training and TDPO 311190 098|176 | 134 |018
evaluation formatsin the office Experts | 67 | 1.63 | 0.93

3 | Therearerelevant criteriato evaluate TDPO 311197 091 | 188|086 |0.39
training and devel opment programs Experts | 67 | 1.79 | 0.95

4 | Theorganization keeps records of all TDPO 31 235|144 |213|188 | 0.65
training Experts | 67 | 1.91 | 0.96

TDPO=teachers development process owner, X=Mean, SD= standard deviation, P-value at
a=0.05 and degree of freedom=96

Scales;, < 1.49=sgtrongly disagree, 1.5-2.49 =Disagree, 2.5- 3.49 = undecided,
3.5-4.49=Agree, >4.5=dtrongly agree

As indicated in table 13, item 1, respondents were requested to rate about whether or not their
offices had the experience of evaluating training and development programs. Teachers’
development process owners and Experts with the mean value (X=1.77, SD=0.95) and(X=1.72,
SD=1.04) respectively disagree that, evaluation of training and development programs were
carried out in their offices. Also overal X= 1.74 shows the disagreement of on this issue. The
interview made with the Woreda education offices heads has objective evidence to substantiate
the responses’ of respondents. The p-value (0.79) is greater than 0.05, shows there is significance
difference between TDPO and expert’'s views regarding the offices had the experience of
evaluating training and development programs. But as (Saiyadain, 2003) evaluations of training

and development effectiveness is the most critical phase is not only assessing the quality of
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training imparted but also to see what future changes in training plan should be made to make it

more effective .

One woreda education office head stated that:

“...including me ,most of the staff members have got an opportunities to attend short term
training programs at regional and federal level ,but honestly speaking there was no such
trend to evaluate the outcomes of training”

The respondents were also asked to give their view on the availability of standardized training
and development evaluation formats in the offices. As indicated in table 13, item 2, with(X=
1.90, SD=0.98) and (X=1.63, SD=0.93) respectively revea both teachers development process
owners and experts disagreed on this point. In general, the mgjority of both of the respondents
disagreed on the presence of standardized formats to evaluate training and development
programs. Thusit can be said that there were not training and development formats in the offices.
Similarly the finding of this study the p- value (0.18) indicated that there is no significance
difference between TDPO and Experts.

Further question was also raised for employees to rate on the availability of relevant criteria to
evauate training and development programs. Accordingly, as indicated in table 13, item 3,
with(X= 1.90, SD=0.91 and(X= 1.63, SD=0.95) respectively revea both teachers’ development
process owners and experts disagreed on this point. In general, the majority of both of the
respondents disagreed on the availability of relevant criteria to evauate training and
development programs. Therefore, it can be said that their offices not use relevant criteria to
evauate training and development programs. The p- value (0.39) indicated that there is no
significance difference between TDPO and Experts views regarding on the availability of

relevant criteriato evaluate training and development programs.

As indicated in table 13, item 4, one of the questions raised to respondents was whether or not
the organization keeps records of al trainings. With (X= 2.35, SD=1.44) and (X=1.91, SD=0.96)
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respectively reveal both teachers development process owners and experts disagreed on this
point. In general, the majority of both of the respondents disagreed on organization keeps records
of al trainings. Also, the absence of any document concerning training and development
programs provided at the woreda level substantiate the response of the majority of respondents.
Therefore, based on the responses of the mgority and from the observation made by the
researcher, it can be said that there were not trend of organized records of all trainings. The p-
value (0.65) shows that there is no significance difference between TDPO and Experts views on
regarding the organization keeps records of al trainings. The above findings contradicts the
idea that says training evaluation is the process of gathering information that helps to make
sound decisions regarding training and redevel opment programs which involves activities of
reviewing and measuring how well each training phases were carried out and the

effectiveness of training programs as whole (Bramley, 1996: 5).

4.8 Benefitsof Training and Development

Training and development programs are not designed and implemented for their own sake.
Organizations and employees should benefit from the training and development programs
offered. In this regard, respondents were asked to rate the benefit they have obtained from the
training and devel opment programs they had attended.

Table 14: Benefits of Training and development

No | Items Respondents

TDPO Experts Tota

No % No % No %

1 | Which of the following are the benefits of training
and devel opment?

A. Help to solve problems caused by | 6 1935 | 6 895 |12 12.24
knowledge and skills obedience

B. help to a dap new working methods and | 4 1290 | 1 149 |5 5.10
technol ogies

C. Reduce complain and absenteeism - - - - - -
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D.AB&C 21 67.74 | 60 89.55 | 81 82.66

Total 31 100 67 100 98 100

TDPO=teachers' development process owner, %=percent, N=number

With regards to the benefits obtained from the training and development
programs employees received, 6(19.35%), 4(12.90%), 21(67.74%) teachers’ development
process owner and 6(8.95%), 1(1.49%) Experts replied that training and development
programs helps to solve problems caused by knowledge and skill obsolescence, and adapt new

working methods and technologies.

most of the total respondents 21(67.74%) and 60(89.55%) teachers’ development process owner
and Experts respectively agreed that the Woreda Education Offices are benefited as a result of
training and development programmed implemented in terms of improvements to solve problems
caused by knowledge and skill obsolescence, improvement in adapting new working methods
and technologies and improve job performance of employees. In consistent with the findings
Armstrong (2005), pinpoint training is the planned and systematic modification of employees,
behaviors through learning events, programs and instructions which enables individua to
achieve the level of knowledge, skill and competence needed to carry out their work effectively.
In support to this the goal of human resources training and development is to increase the
capabilities and potentia of people providing learning opportunities. This can be ensured as far
as possible that everyone in the organization has the knowledge and skills and reaches the level
of competence required to carry out their work effectively (Armstrong, 2005).

4.9 Major Problemsg/Constraintsto Prepare and Implement HRTDP

As it had mentioned in review of literature, many organizations would face major constraints or
problems to undertake human resource training and development program. Among these are the
attitudes of the managers, financial, material and human resource problems and others. In this
part of the study respondents were asked to identify the mgor constraints/problems faced by
their respective departments/offices to prepare and implement effective and efficient HR training

and development for its employees.
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Table 15: Major Problemsof HRTDP Observed in Selected Areas

No | Items Respondents
TDPO Experts Total
No | % No | % No %
1 Has your organization faced with any
problem in implementing any training and
devel opments program?
A.Yes 31 | 100 |65 |97.01 | 96 97.96
B. No - - 2 1298 |2 2.04
Total 31 | 100 |67 | 100 |98 100
2 If your answer is‘Yes what the problems?
A. Attention was not paid by top officia’s 1 |323 |2 298 |2 2.04
B. Lack of skill 3 |967 |7 1045 | 4 4.08
C.Budget constraint 22 | 70.97 |40 |59.70 | 61 62.24
D A&B 5 [16.13]|18 | 26.86 | 23 23.47
Total 31 [ 100 |67 | 100 |98 100

TDPO= teachers’ development process owner ,%=percent ,N=number

As it can be seen from table 15 item 1, 96 (97.96%) of the total respondents replied that there were
problems to implement training and development programs. In contrast 2 (2.04%) of the total
respondents replied there had not been any constraint. Therefore from the response of the majority,
one can say that there were problems in implementation of training and devel opment programs.

Those who replied yes for item 1 was requested to point out the kind of problems their respective
organizations had faced. As it is revealed in item 2 of table 15, ,22(70.97%) and 40(59.70%)
teachers development process owners and experts respectively replied that, budget constraints were
the major problem in designing and implementing training and development programs. On the other
hand 1 (3.23%) , 2(2.98% ) and 3(9.67%) , 7(10.45%) teachers development process owners and
experts respectively replied that, the lack of attention from top officials and lack of skill were the

major constraints in designing and implementing training and development programs. In addition

JMMA UNIVERSITY Page 68



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

5(16.13%) and 18(26.86%) teachers development process owner and Experts replied that both lack
of attention from top official’s and skill were the major problems in designing and implementing
training and development programs. In general from the response of the magority of the respondents,
it can be said that, there were problems related to the attention of top officials and lack of adequate
skill to implement training and development programs in the offices. In consistent with the findings
one of the major problems that affects human resource training and development is financia
problem. Most organizations do not have a separate budget for training and those that usually placed
funding requests for training purpose from budgetary sources. It is obvious that shortage of founding
availability will clearly affect the amount and quality of education and training that can be under
taken UNISD (2000).Also Some of the problems were similar to the problems cited by Mathis and

Jackson (1997) in the review of the literature.
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CHAPTER FIVE

5. SUMMARY ,CONCULUSION AND RECOMMENDATIONS

This chapter deals with summary, conclusion and recommendations. In this section first, a summary
of the study and the major findings are made. Second conclusions of the fundamental findings are
drawn. Lastly some possible recommendations are forwarded on the basis of the findings of the
study.

5.1 SUMMARY

The major purpose of this study is to assess the practices and what have been carried out in
Asossa Zone education desk and Woreda Education Offices in training and developing their
employees, and also to investigate problems that have been adversely affecting in
designing and implementing training and development program over the last three years

(since 2003E.C).In order to achieve this purpose, the following basic questions were raised.

1. How do Woreda education offices identify the needs for trainings and development
programs?

2. What are the objectives and focus areas of HR training and development programs in
Woreda education offices?

3. How are training and development opportunities offered to employees of the organization

4. What are the trainings and development methods frequently used by Woreda Education

Offices?

5. What are the monitoring and evaluation procedures being made in assessing the

effectiveness of HR training and development program in the selected research areas?

6. What are the challenges or problems encountered the effective implementation of HR

training and development in woreda education offices?

Descriptive research design was employed to assess and describe the problem in a broad
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and wider magnitude. Questionnaires, interview guides and document analysis were used to
collect relevant and adequate data from sample respondents. Percentage, mean and t-test were
used to analyze the data.

To answer the research questions, descriptive survey method is employed. To this effect the study is
conducted in all 7 woredas of Assosa Zone. A total of 106 teachers development process owner,
experts and Office heads are selected through census sampling technique. To gather necessary
information on the issue 98 questionnaires are distributed to teachers development process owners

and Experts al are properly filled and returned.

In addition, unstructured interview is conducted with 8 office heads, to extract in-depth information

regarding the practice of human resource training and development in their respective offices.

The data collected from teachers development process owner and Experts through closed ended
guestionnaire is analyzed and interpreted by using different statistical tools like percentage, mean,
standard deviation, independent sample t-test. The analysis of the quantitative data is performed in
the help of SPSS version 16 computer program. The data gathered through unstructured interview is
analyzed qualitatively using narrations to support the result obtained from quantitative analysis.
After all the research came up with the following major findings.

Issuesrelated to Training and development needs assessment

& Training and development needs assessment is a continuous, systematic and
participatory process that helps to identity knowledge, skill and attitude gaps that could be
filled through training and development programs. The data obtained from
questionnaire and interview reveal that there were no training and development needs
analysis both in zone education head office and in the woreda education offices.

& Regarding the reason for not conducting training and development need assessment Both
TDPO and Experts respondents asserted that lack of attention from top official,
budget constraints and lack of awareness about training and development need assessment
respectively were the major reasons that constrained the assessment of training and

development needs.
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& Regarding the approaches of training and development needs assessment, different
approaches could be used to identify the gaps which exist between the actual and
expected performances with in organizations. However, the respondents confirmed that
task, person and organizational analysis were not used to assess the training and
development needs of the organizations.

& The practices related to data gathering methods for training and development needs  were
almost non- existent

& Regarding the criteria to prioritize the needs, as confirmed by respondent’s availability of
budget was the major factor considered in prioritizing training and development needs.
However, employee’s motivation/attitude and urgency of training needs were not

considered to prioritize training and development needs.

I ssuesrelated to the focus of training and development programs

B Regarding focus of the training and development programs it was found out that majority of
the respondents believed that the main focus of the programs was to introduce new methods,
procedures, etc. to employees and managers.

» Majority, of the respondents also asserted that the main focus of the TDPs was to improve
the performance of employees and managers. Even though the majority of the respondents
agreed on the issue, some claimed that there was no adequate effort done to improve the job

performance of employees

Issuesrelated to training opportunities

®» Regarding selection criteria, to select trainees and trainers as confirmed by the majority of
respondents it is found that the office had selection criteria to select trainees and trainers.
Also both teachers development process owners and experts replied that the selection
criteriawere fairly known by all employees.

®» Good personal relationships were not found a mechanism to get training opportunities

®» |n most cases the findings also indicated that the appropriate trainers were selected through
competitiveness.
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Issuesrelated to training and development methods

®» As confirmed by respondents the practice of using on — the- jobs training and
development methods through coaching, mentoring, and job rotation was extremely
low. Majority of teachers development process owners and experts confirmed that there
was no on- the-job training method.

B Asindicated by the respondents workshops/seminars and conferences were the most
frequently used off — the- job method .whereas visiting other organizations and
distance education were not used to train and develop employees of the
organization.

I ssuesrelated to implementation of training and development programs

®» The majority of experts and teachers’ development process owners replied that they have got
training and development. It was also found that training and development programs were
arranged mainly by Ministry of education and Regiona Education Bureau, in contrary
nonexistent at Zonal and woreda levels. The mgority of respondents indicated that they had
been participating in short term trainings, such as workshops, seminars and conferences.
Strategic planning and performance appraisal were the types of trainings attended by most of
teachers development process owners and experts

¥ Regarding the arrangement of orientation/induction programs, the findings of the study
revealed that an overwhelming majority of the respondents confirmed that there was no any
formal induction/orientation program organized for new recruit employees or for those new
job/position holders. Less attention given to orientation program was found to be the major
reason for absence of the program

Issuesrelated to training and development program evaluation

B As confirmed by the respondents experience , standardized and relevant criteria to
evaluate training and development program as well as keeping records of training and

development was found to be nonexistent in organization.

Issuesrelated to benefits of training and development programs

®» Regarding the benefits of training and development programs ,the majority of respondents
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confirmed that training and development programs help in solving problems caused by
knowledge and skill obsolescence, to adapt new working methods and technologies, and

reduce complain and absenteeism.

I ssuesrelated to constraints of training and development programs

®» As confirmed by respondents, lack of adequate budget followed by less attention from

[ ]

top officials and lack of skills, were the mgjor factors that constrain the training and

development programs of organization.

5.2 Conclusion

Conducting training and development needs assessment is an essential process which
helps to identify performance gap and to determine whether training and development
programs are the most cost effective solutions and important for the organizations. It is
obvious that conducting training and development program without making needs
assessment would have a risk of overcrowding or doing too little training and
development activities, missing the desired target and wasting the limited
resources (Brown, 2002:569). However, the finding of the study revealed that there
were no practices of assessing training and development needs in all education
offices of Assosa zone. From this it can be concluded that the training and
development programs that had been implemented in the education sector of the zone
were not based on continuous, systematic and comprehensive analysis of tasks, person
and organization. Therefore, it can be said that al attempts and efforts made to develop
training and development programs could not achieve their intended goals. That is
because the programs were no designed based on accurate identification of gaps
actually exist. Thus, employees were not exposed to appropriate training and
development programs that improve their knowledge, skill and attitudes and enhance the
overall performance of the organization. As the result, both employees and the
organizations did not benefit from the training and development programs
implemented in the zone.

All of the training and development programs were mainly arranged by Regional education
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Bureau and ministry of education, the offices were not in a position to set appropriate
training and devel opment programs and set objectives by themselves. Moreover, at al levels
much emphasis had been given to short-term training and development programs such as
seminars, workshops and conferences. However, no attention had been paid to arrange
orientation programs, and to train teacher process owners and experts through on-the-job
training and development method.

B Even though , the respondents confirmed that improvement has been observed on how to
solve problems caused by knowledge and skill obedience, in adapting new working methods
and reduce absenteeism with no mechanisms to evaluate the outcomes of training and
development programs, it can’t be concluded that the offices benefited from training and
development programs implemented

® Training and development practices in education offices were not free from constraints.
Among these, lack of budget, lack of attention from top officials and lack of skill, in

descending order, were found as the major constraints in the Woreda Education Offices
5.3 Recommendation

1. Training and development programs could be effectively achieved if they were planned
based on the identified training and development needs of the organizations
through systematic, continuous and participatory needs assessment. Otherwise, it
would be wastage of resources and could not improve the knowledge, skill and attitude of
individuals and achieve the desired goals of the organization. Therefore, it is recommended

that

® Zone and Woreda Education Offices should create close relationship and /or work in
cooperation with public college (GilGel Belese TTC) and private colleges in the zone
and identify the training and development needs of employees and their organization.

®» Zone and Woreda Education Offices should organize committee that comprises
representatives of process owners and Experts in their organization that have the
knowledge, skill, experience and commitment to conduct the training and devel opment

needs assessment and provide them with the necessary resources and facilitate
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conditions that help them identify the gaps through measuring each employees
work against the performance established for the job, examining the knowledge, skill
and attitude specified on the job description required to perform the job and
analyzing the effectiveness and the problems of the organization in achieving its goals.

®» Zone and Woreda Education Offices should conduct continuous and frequent
discussion with its employees on the major success and problems of the organization
in general and strengths and weakness of employees to identify the gaps actually exist
that can be solved through training and devel opment programs.

2. Designing and implementing Training and development program at organizational level
benefits all of the employees in one way or another .Therefore, both Zone and Woreda
education offices will expected to arrange and implement training and development programs
at their organization levels .Thus BenishangulGumuz Region Education Bureau provide
technical assistance to zone and woreda education offices in developing and implementing
their own organizational training and development program. The other recommendation is the
organization should give a chance for employees to participate in the designing and
development of the organization training. This can help the organization to easily understand
the need and want of employees regarding the training that the organization will deliver and give
awareness for them about the types of training that will be provided.

3. The practice of using only off- the- job training and development methods and diving less
emphasis to on — the- job training and development methods has to be changed in such way that
both methods have to be complimentarily utilized depending on the nurture and content the
programs, the availability of resources, interest of trainees, knowledge, skill and ability of
supervisors and/or trainers or based on the policy of the organization. In this regard, it is
recommended that
®» Zone and Woreda Education Offices have to provide intensive trainings on
techniques how to implement on- the- job training and development methods in their
organizations and provide with necessary training and development resources.

®» Zone and Woreda Education Offices should assign experienced employees
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who facilitate, coordinate and follow up the implementation of on-the-job training
and devel opment methods.

®» Zone Education Desk and Woreda Education Offices should encourage employees
to upgrade their professional competence through distance education by giving them
permission to attend tutorial class and paying fees for the courses and provide
opportunities of education for its employees to join universities and colleges
through summer courses and regular programs.

® Zone Education Desk and Woreda Education Offices should set plan and allocate
budget to share experiences and develop such culture among different process
owners within the organization and with other organizations at least twice a
year.

® Consensus should be reached through regional meetings towards long-term training,

professional development and on-the-job training and development programs.

4. The absence of induction programs reduced the motivation and performance of new
employees and such programs were neglected as a method of training. Therefore, it is
recommended that induction programs should be arranged to new employees and new position
holders before they had started to perform their jobs. It is also recommended that short formal
orientation programs should be arranged with the senior staff members of the offices to create

easy communication in the office

5. Evaluation has paramount importance to identify the problems organizations encountered
and may encounter in the course of designing and implementing the training and devel opment
programs. It also helps to make immediate and rational decisions with regards to the process,
outcomes, goals and/or sustainability of the program based on the results of the evaluation.
Therefore, it is recommended that
®» Zone and Woreda Education Offices should develop clearly defined evaluation
criteria and standardized formats to assess the worth, impact, result and
effectiveness of the programs.

®» Zone and Woreda Education Offices should provide continuous trainings to
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employees on how to assess, record, maintain and report their day-to —day progress
obtained as a result of the training and development programs they have attended.
6. Some of the magjor constraints to prepare and implement TDPs for employees and officias
included in general the low commitment of managers, absence of needs assessment, lack of
sufficient budget, and etc. Therefore, it is recommended that:
®» At Zone and Woreda level awareness creation workshop should be organized towards
the significance of TDPs for top-level managers and for those who will be appointed
before they start their jobs.
®» REB should organize awareness creation workshop for top-level managers to rise up
their commitment and level of attention towards TDP.
®» Zone Education Desk and Woreda Education Offices should develop
justified training and development plans based on the identified needs and
submit to Woreda cabinet for adequate allocation of budget for training
and devel opment programs.
®» Zone and Woreda Education Offices should develop/design
convincing and attractive training and development proposals and request
NGOs to provide them funds that help to implement the training and

development programs.
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Appendix — |

JMMA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
INSTITUTE OF EDUCATION AND PROFESSIONAL DEVELOPMENT STUDIES
DEPARTMENT OF EDUCATIONAL LEADERSHEP

A study on” Human Resource Training and devel opment practice in woreda Education offices of
Assosa Zone

A guestionnaire to be filed by experts and teachers’ devel opment process owners.

The main purpose of this study is to investigate the practice and the problems of human

resources training and devel opment programs in woreda education offices of Assosa zone

The research study findings and the recommendation will serve as an input in Woreda Education
Offices of Assosa Zone in relation to training and development of their human resources.

Therefore your response is necessary for attainment of the objectives of the study.

Be aware that the information procured through this questionnaire is solely used for the research

purpose only and it will be strictly keep confidential.
Remark:

A. No need of writing your name.
B. Mark “X” signin front of alternatives.

C. If itisneeded, you can give more than one answer.
Part One: Back Ground of respondents
1. Sex: A, Male [ ] B.Femae [ ]

2. Age: A.20-30 years
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B: 31-40 years ]
C. 41- 50 years ]
3. Educational back ground
A, belowgrade12 [ ] D, Diploma []
B, 12" complete n [ E. 1% degree []
C, 12+ TTI [ ]
4. Work experience
A, 1-5years [_] C.11-16 years [ ]
B, 6-10 years ] D. 17 years and above ]
5. Current position
A. Education officehead [__]
B, Teachers development processowners [_|
C. Experts [ ]
6. Experience of the current position
A,1-5years []
B,6-10years [ |
C, 11-16 years ]

D.17yearsand dbove [
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Part Two:

A .Regarding Training and Development needs assessment practice

1. Has your organization conducted training and devel opment need assessment since 2003 E.C?
A.Yes ] B.No [7]

2. If your answer is “Yes’ who is the responsible body to conduct training and development

needs assessment?
A. All members of the office ]
B. Teachers process owners 1]

3. If your answer” No” what are the reasons for not conducting training and devel opment needs

assessment?
A. lack of awareness about training and devel opment needs assessment? L]
B. Budget constraint []

C. Lack of attention from top official []

4. Has your organization designed training and devel opment program since 2003 E.C?

A.Yes [] B.No []

5. If your answer for question no 4 is yes were there set objectives
A.Yes [ ] B.No [_]
6. If your answer for question no 5is“Yes’ were objectives specific measurable and clear ?

A.Yes ] B.No
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7. Indicate your response to the following items by making”X” mark in the box which indicated
the extent to which your agreement or disagreement (SA=strongly agree, A= Agree,
U=undecided, D=disagree SD= strongly disagree).

No Question items Rating scales
SD D |U |A SA

1 Needs are assessed based on individuals skill.

Knowledge and attitude.
) Needs are assessed based on organization

goals, objectives, culture etc.

Training and devel opment needs assessment
3 are carried out through analysis of the task/ job

performance deficiency of employees

8. indicate your response to the following items by making’ X’ mark in the box which indicates
the extent to which your agreement or disagreement (SA=strongly agree, A= agree
U=undecided, D= disagree, SD= strongly disagree)

Question items _
NG Rating scales
SD D |U |A SA
1 Conducting survey is used to gather data for
training and developments need assessment
5 Observation method is used to gather datafor
training and development needs assessment
Performance evaluation is used to collect data
3 for training and devel opment need assessment
Conducting group discussion is used to gather
4 data for training and development need
assessment
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9. Indicate your response to the following items by making * X’ mark in box which indicates the
extent to which your agreement or disagreement (SA=strongly agree, A= Agree U=undecided,
D= disagree SD= strongly disagree)

\ Question items Rating scales
SD D |U |A SA
1 Needs prioritized based in availability of
budget
) Needs are prioritized based on urgency of the
training need etc.
Needs are prioritized based on trainees
3 motivation
4 Needs are prioritized based on the decisions of
top officials

B Focus of training and development program

10. Indicate your response to the following items by making 'x’ mark in the box which indicates
the extent to which your agreement or disagreements (SA= strongly agree, A= agree
U=undecided D= disagree SD= strongly disagree)

No | Objectives & focuses of Training and |SA |A | UD | DA | SDA
development programs

1 My office prepared training and development
program plans for its employees and managers
since 2003 E.C.

2 The training and development objectives had
been set before preparing and implementing the
program.

3 The objectives of the training and development
programs were clearly and precisely indicated
the expected outcomes.

4 The main focus of the training program was to
introduce new methods, procedures, etc., to
employees and officials.
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5 The main focus of the training program was to improve
performance deficiency of employees and officials.

C. sdlection criteria

11.Indicate your response to the following items by making ’x’ mark in the box which indicates
the extent to which your agreement or disagreements (SA= strongly agree, A= agree
U=undecided D= disagree SD= strongly disagree)

" Question items Rating scales
SD |D U A SA
1 The office has selection criteriato select trainees
Training opportunities are usually offered to
2 individuals who has good personal relationship
with top management/immediate boss
Training opportunities provided to the
3 management personnel than to experts
4 Training given to individuals as means of
incentives
c The selection criteriaare well known by
employees

12. Indicate your response to the following items by making 'x’ mark in the box which indicates
the extent to which your agreement or disagreements (SA= strongly agree, A= agree
U=undecided ,D= disagree SD= strongly disagree)
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Question items Rating scale
No
sp | D U A SA
My office has clear and transparent criteriafor
1 selecting trainers.
2 Trainers are selected based on competitiveness
Trainers are selected on the good will of top level
3
Managers.
4 Trainers are selected through their personal
relationships with the training and devel opment
coordinators/managers.

C. Training and development methods

1. Which of the following training and development methods are mainly used in your

organization?

A .On-the-job training method

B. Off-the-job training method

2. Which type of on- the- job training method used in your organization? (you can choose more

than one)
A. mentoring ]
B, Coaching ]
C. Job rotation ]
D. Non- the job training is practiced ]
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2. Which type off- the job training method used in your organization? (You can choose more

than one)

A. worship and seminars ]
B, trainees attend higher education ]
C. Distance education []
D. Visits to other organizations [ ]

D. Implementation of training and development programs
1. Did you receivetraining and development program since 2003 E.C?
A.Yes [ ] B.No [ ]
2. If your answer is‘yes who prepared the program?
A. woreda education office
B. Zonal education office
C. Capacity building office

D. Regional education bureau

J 0o gon

E. Ministry of education

F.D&E [ |
G.others [ ]

3. What were the types of training program?

A. short- tem training, seminars and conferences ]
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B. attending higher education ]
C. Distance education [ ]
4. Which of the following topics training delivered?
A. strategic planning ]
B. Human relation skill
C. performance appraisal

E. Financial management

[ ]
]

D. Decision making [ ]
[]

[]

F. Information Technol ogy
G.A&C [ ]
HA&F [ ]

5. Does your organization have the experience of arranging orientation programs to new

employees?
A.Yes[] B.No []
6. If “Yeswhat are the focus of the program?
A. Introducing tasks to be performed [
B. Introducing with co- workers ]
C. To create awareness about the culture, rules regulation and polices of the office ]

7. If your answer is‘no’ what are reasons not to arrange orientation programs?
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A. less attention was given to orientation program ]

B. the program is costly and time consuming -
C. With the assumption experienced individual exploited ]

E. Evaluations of training and developments programs

Indicate your response to the following items by making 'x’ mark in the box which indicates the
extent to which your agreement or disparagement (SA=strongly agree, A= agree, U=undecided,
D disagree SD= strongly disagree)

No Question items Rating scales

SD D |U |A SA

1 The office has an experience of evaluation

training and development programs

2 There are standardized training and evaluation

formats in the office

3 There are relevant criteriato evaluate training
and development programs

4 The organization keeps records of all training

F. Training and development program benefits
1. Which of the following are the benefits of training and development?

A, Help to solve problems caused by knowledge and skills obedience ]

[]

B. help to adap new working methods and technol ogies
C. Reduce complain and absenteeism 1 D.A/B&C

G. Constraints of training and development programs

JMMA UNIVERSITY Page x



PRACTICES OF HUMAN RESOURCE TRAINING AND DEVELOPMENT

1. Has your organization faced with any problem in implementing any training and developments

program?
A.Yes [ B.No []
2. If your answer is*Yes what the problems?
A, Attention was not paid by top officia’s [ ] D.AandB [ ]

B.Lack of skill []  C.Budget constraint ]
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Appendix — Il

TheInterview to be answered by Education Offices heads

This interview guide is prepared to direct the interviews to be carried out to €elicit information
that helps to conduct a study about atype that is entitled (Status of human resources training and
development in woreda Education Offices of Assosa Zone ). There you are kindly requested to
express your opinion frankly because your genuine responses are the meanest to arrive at a
reliable result. Besides, it helps focus on questions that cover the main areas of the study to
cross- cheek the collected data.

Be aware that the information procured through this interview is solely used for the research

purpose only and it will be strictly keep confidential.

1. Has your organization conducted training and development needs assessment?

2. Who identifies training and development needs in your organization?

3. Does your organization prioritize its training and development needs, how?

4. Doesthe organization set