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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
It is obvious that the quality of goods and sersipeovided by the organization depends on
the quality and availability of qualified workeiGiving strong emphasis to the workers of an
organization to enhance their skill, knowledge abdities is a critical issue to achieve the
goals and objectives of the organization.
From this point of view, the means to improve woikakills and knowledge is conducting
training and development program. “Training and elepment is a planned process by
which employees learn skills, knowledge, abilit@sattributes to intuitional and personal
goals. In addition it removes the standard and ahcperformance differences between
employees (Aswathappa, 2002, 1710177
Hence, the study tried to investigate some of tteblpms and found solutions that are

required to enhance the training and developmeattiges in the Ethiopian Health and
Nutrition Research Institute.

The Ethiopian Health and Nutrition Research Ingtitis under the ministry of Health,
Federal Government of Ethiopia and has been eskaddli under the regulation No 4/1996
with the objectives of conducting research on jiyareas of health and Nutrition Problems
and contribute to the national effort of diseasev@ntion and control.

The Ethiopian Health and Nutrition research Institoas the following Vision and Mission.

Vision and Mission of the Institute

The institute has the vision to see healthy, prodecand prosperous Ethiopians and the
mission to protect and promote the health of theidgian people by addressing priority

public health and nutrition problems through prableolving research, public health

emergency management, establishing and maintadpuiality laboratory system

( Ethiopian Health and Nutrition research Institdéeument, 2008

In order to conduct its researches the presencéigifly qualified, well trained and
multidisciplinary human resource is inevitable ftre achievement of the institute’s

objective.



However, it is observed that currently the insétig facing some problems in the areas of
employees Training and Development programs. ThegeEince the purpose of this study is
to assess the Training and Development practiee sthdent researcher has identified the

core problems that require immediate solution.

1.2 Statement of the Problems
In the Ethiopian Health and Nutrition Researchifost, not only one kind and type of
workers are employed, but a human resource witlargety of skill and knowledge. The
management of the institute have a great respdingita create increased productivity and
positive working environment between those difféeremployees. In order to build the
institute and achieve its goals it should devissteaypatic Training and Development
Program.
However, Significant problems were observed in toeirse of employee Training and
Development Programs Practices such as:-
v Inability to make training and development neeasassient
v' Unable to provide training and development on $ett@reas where there are
gaps.
v The inability of conducting current training andvélpment programs according
to the action plan of the institute.
v’ Lack of transparency in the selection of trainees.

v’ Lack of integrated flow of training and developmantl not goal oriented.

1.3 Resear ch Questions
The student researcher tried to address the fallgpwuestions
v Is training and development need assessment caatlircthe institute?
v' Is there transparent and appropriate procedurele€ton of trainees?
v' Does the organization provide training and develepnon selected areas where
there are gaps?
v Is integrated flow of training and development aactdd in the organization?

AN

Are there organizational goals and objectives miggrtraining and development?
v Is there systematic plan for training and develomnpeograms?
2



1.4 Objectives of the Study
1.4.1 General Objective
The general objective of this study is to assesetmployee Training and Development

practice of the Ethiopian Health and Nutrition Rersé Institute.

1.4.2. Specific Objectives
The specific objectives of the study are as follows
v' To examine Training and development need assesspractice of the
institute
To investigate the selection process of trainees
To assess the coordinated and integrated flowaofitrg and development
To examine the goals and objectives of the traiaind development program.

To investigate the plan for training and developmen

AN NN N

To see the provision practice of training and depelent in selected areas.

1.5 Significance of the Study

The significance of the study is to enable theitunst to realize its strength and weakness and
then take corrective measures on its weaknessedel&d training and development.
Furthermore, the study is expected to serve ottmgarchers who are interested to carry out

research in the area. It is also helpful to incegle student researcher’s knowledge.

1.6 Delimitation of the Study

The study is delimited to the investigation of ne@dsessment of training and development,
the assessment of selection practice of trainbesassessment of the provision of training,
the assessment of the practice in designing sysitemplan for training and development,
examining the organizational goals and objectiveswell as assessing the practice of
coordinated and integrated flow of training and elegment programs. With regard to
training and development the student researchelelisnited to assess the importance of

training and development given to the employees.



1.7 Definition of Terms

For a better understanding of the study, the temastly used in this paper, such as
assessment, training and development are shoffilyedewith relation to the study.

1.7.1 Assessment

It is the act of appraisal or judgment about théueaor the quality of training and
development.

1.7.2 Training

It is defined as teaching a person to do somethimigh is difficult or needs practice.

1.7.3 Development

It means to bring to a more advanced or nearlygergect state.

(OXEORD Student Learner’s DICTIONARY

1.8 Research Design and M ethodology

1.8.1 Research Design

The study used descriptive type of research de#ign.followed by quantitative approaches
to be able to transform or describe the curreriestbthe phenomena and see the picture of
the data collected from sample respondents.

1.8.2 Population and Sampling Technique

The population of the study was 416 which include tmanagement staff and employees of
the institute. The student researcher used sedtfandom sampling technique to select the
sample respondents. Thus, the respondents wegpodatd by directorate of the institute.

10 % of the total population was taken as samge & 42, from which the student
researcher believed to get sufficient informatior. the study which is equal to 42. The

respondents were categorized by departments whecimdicated below.



Table 1: Number of Population, and random Sample of respondentsin each directorate

Directorates No. of No. of
population | random
sample
Director General and Deputy Directors Office 23 2
Traditional and Modern Medicine Research Directrat 15 1
Nutrition and Food Science Directorate 25 3
Infectious and Non Infectious Diseases ResearobcRirate 87 8
Regional Laboratory Capacity Building Directorate 32 2
Vaccine and Diagnostic Reagent Production Diretdéora 8 1
Health System Research Directorate 5 1
Technology Transfer and Research Translation Dirats 3 1
Plan And Finance Monitoring And Evaluation Directte 33 3
Human Resource Management and General Sefrvicel84 18
Directorate
Audit and Inspection Office 4 1
Public Relation Office 6 1
Total 416 42

(Ethiopian Health and Nutrition Research Institubesonnel Data, 2009

1.8.3 Typesof Data collected
The student researcher used both primary and sappddta sources for the study.

1.84 Methods of Data Collection

The student researcher mainly used questionnaideirsterview as tools of data collection. The
guestionnaire were used to collect information fremmple employees, and the interview questions
were used for Human Resource Management staffderdo compare the two different group
responses and obtain relevant information. Avadlabtudies, documents of Human Resource

Management and other related materials were usselcandary data collection sources.

1.8.5 Methodsof Data Analysis

After the data are collected, editing was carriatito make sure that they are correct. Then
the coding process was performed and finally thalysrs was carried out by carefully
examining the different parts of the research taftde to interpret.

The student researcher used descriptive statigtiosler to analyze, summarize and interpret

the findings of the study. Percentage computatiables and figures were used to get the

5



total picture of the data collected which enablegl $tudent researcher to make comparative
analysis. In summary the data were tallied, talkdlahnd analyzed using descriptive

statistics.

1.9Limitation of the Study
In conducting the research, the student reseafabed cost and shortage of time. Due to
this the student researcher was obliged to allditiatal money and time to overcome
the challenges. In addition 7(17%) questionnairesewnot returned, hence the student

researcher considered 35(83%) questionnaires wach fully responded.

1.9 Organization of the Study

The research has four chapters. The first chapiesists of the introduction part which
includes background of the study, statement ofptloblems, research questions, objectives,
significance, delimitation and limitation of theudy, research design methodology and
organization of the study. The second chapter dsesithe review of related literature. In the
third chapter the findings from the data are diseds The fourth chapter includes the

summary, conclusion and recommendations.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

The definitions and details of other related issaokgraining and development are stated
below
2.1 Definition of Training and Development
It is any attempt to improve current or future eaygle performance by increasing and
employee’s ability to perform through learning. dby by changing the employee4’s
attitude or increasing his or her skills and knalge. The need for Training and
Development is determined by the employee’s perdorce deficiency, computed as
follows.
Training and development need = standard performane- actual performance
(Aswathappa, 2002, 1y.1
According to Mamoria, C.B and Gankar (2001,277)iflirg and development, covers

not only those activities which improve job perfamee but also those which bring about
growth of the personality; help individual in theogress towards maturity and
actualization of their potential capabilities sattthey become not only good employees
but better man and women. In organizational teiimis, intended to equip persons to

learn more promotion and hold greater responsibilit

Different authors defined the terms educationntregy and development in different ways
that give a clear picture of the terms.
Education:-
v “Education is the understanding and interpretatibknowledge”
(Nair,N.G and Nair, 2004, 136, Cited from Memdria
v' “Education is concerned with increasing the gendmdwledge and understanding tfe

employees’ total environment” (Nair,N.G and Nai®p2, 136, Cited from Tripathy




Training
v' “Training is a short term process utilizing a sysatic and organized procedure by
which non-managerial personnel learn technical kadge and skill” (Nair,N.G and
Nair, 2004, 136, Cited fromSteinnjez
v" “Training refers only to instruction in technicaidamechanical operations. Training

courses are typically designed for a short terratest set purposes (Nair,N.G and
Nair, 2004, 136, Cited from
Campbell).
v' “Training is the art of increasing the knowledgedaskill of an employee for doing a
particular job”(Nair,N.G and Nair, 2004, 136, Cited from
_Tripathy
v' “Training is a learning process which seek a reddgi permanent change in behavior

that occurs as a result of experience” (Nair,N.G
and Nair, 2004, 136, Cited fronbBmS).
v “Training involves changing of skills, knowledgetimde, or social behavior.(Nair,N.G
and Nair, 2004, 136, Cited from David de cenzo
andRobbing.

Development

v' “Development covers not only those activities whiaiprove job performance, but
also those which bring about growth of personatiglp individuals in the progress
towards maturity and actualization of their potahtiapacities, so that they become
not only good employees but better men and women.

(Nair,N.G and Nair, 2004, 136, Cited frdflemorig.

v' “Development is an inclusive process with whichhbatanagers and individual
employees are involved. It offers opportunitiesetarn skills, but also provide an
v" Environment designed to discovering and cultivabagic attitudes and capabilities
and facilitating of continuing personal growth.”
(Nair,N.G and Nair, 2004, 136, Cited frofiodel).




2.2 Thedifference between training, education and development
We can make a distinction among training, educadioth development. Such distinction
enables us to acquire a better perspective abeuhéaning of the terms. Training as was
stated earlier refers to the process of impartipgciic skill. Education, on the other
hand, is confined to theoretical learning in classns.
Though training and education differ in nature anientation, they are complementary.
An employee for example, who undergoes trainingrésumed to have had some formal
education. Furthermore, no training program is detep without an element of
education. In fact, the distinction between tragnand education is getting increasingly
blurred now-a-days. As more and more employeesaled upon to exercise judgment
and to choose alternative solution to the job mwid, training programs seek to broaden
and develop the individual through education. Fstance, employees in well-paid jobs
and or employees in the service industry may baired to make independent decisions
regarding their work and their relationships witlemts. Hence organizations must
consider elements of both education and traininggwitanning their training programs.
Development refers to those learning opportunitesigned to help employees grow.
Development is not primarily skills-oriented. Insteit provides general knowledge and
attitudes which will be helpful to employees in g positions. Efforts towards
development often depend on personal drive andteambDevelopment activities such
as those supplied by management developmentalgogers are generally voluntary.
To bring the distinction among training, educatam development into sharp focus, it may be
stated that training is offered to operatives, wher developmental programs are meant for

employees in higher position. Education howeverosimon to all employees, their grades not
withstanding (Aswathappa, 2002, 172).

2.3. Inputsin Training and Development
Any Training and Development program must contampuis which enable the
participants to gain skills, learn theoretical ogpts and help acquire vision to look in to

the distant future. In addition to these, thereaismeed to impart ethical orientation
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emphasize on attitudinal changes and stress upasiale making and problem solving
abilities (lbid).
2.4 Importance of Training and Development
Training and development programs, as was pointecearlier, help remove performance
deficiencies in employees. This is particularlyetmwhen
l. The deficiency is caused by a lack of ability eatthan a lack of motivation to
perform,
Il. The individual (s) involved have the aptitude anatiration need to learn to do the
job better, and
Il Supervisors and peers are supportive of the delsebdvior.
(Aswathappa, 2002, 177-178)
There is greater stability, flexibility and capagcitor growth in an organization. Training
contributes to employee stability in at least twaysa: Employees become efficient after
undergoing training. Efficient employees contribtethe growth of the organization. Growth
renders stability to the work force. Further trairemployees tend to stay with the organization.
They seldom leave the company. Training makes thpl@y/ees versatile in operations. All
rounder can be transferred to any job. Flexibilisy therefore ensures. Growth indicates
prosperity, which is reflected in increased profitsm year to year. Who else but well trained
employees can contribute to the prosperity of darprise?
Accidents, scrap and damage to machinery and egumpoan be avoided or minimized through
training. Even dissatisfaction, complaints, abseista, and turnover can be reduced if
employees are trained well.
Further need of employees will be met through tnginand development program.
Organizations take fresh diploma holders or gragluials apprentices or management trainees.

They are absorbed after course completion. Traisamges as an effective source of recruitment.

Training is an investment in human resource wigir@mise of better returns in future. Though
no single training program vyields all the benefasganization which devotes itself to training

and development enhances its human resource déipalaind strengthens its competitive edge.
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At the same time the employee’s personal and cgeas are furthered, generally adding to his

or her abilities and value to the employer.

2.5 The Benefits of Employee Training

2.5.1 How Training Benefits the Organization

According to the literature cited from Tess€éh978, 7) “once again, why Training,”? Training

and development benefits both employees and thenaation and some of the benefits of

effective training and development are as follows.

+

- F FF FFEFFEEEFPEEEF

L.

Leads to improved profitability and/or positiveitatties to wards profit orientation
Improves the job, knowledge and skills at all lsvefl the organization

Improves the morale of the work force

Helps people identify with organization goals

Helps create a better corporate image

Fosters authenticity, openness and trust

Improves relationship between boss and subordinate

Aids in organizational development

Learns from the trainee

Helps prepare guidelines for work

Aids in understanding and carrying out organizatligolice.

Provides information for future needs in all arefthe organization

Organization gets more effective decision making amoblem solving skills.

Aids in development for promotion from within

Aids in developing leadership skills, motivatiooyalty, better attitudes and other
aspects that successful workers and mangers uslisilay

Aids increasing productivity and/or quality of work

Helps keep costs down in many areas e.g. producpersonnel administration,
development etc.

Develops a sense of responsibility to the orgaimafor being competent and
knowledgeable

Improves labor management relation
11



Reduces outside consulting cost by utilizing comapeinternal consultant
Stimulates preventive management as opposed tingottt fires

Eliminates suboptimal behavior (such as hidinggpol

+
+
+
+ Creates an appropriate climate for growth, comnatitn
+ Aids in improving organizational communication.

+ Helps employees adjust to change

+ Aids in handling conflict thereby helping to prevsiress and tension.

2.5.2. Benefits to the individual which in turn ultimately should benefit the

or ganization

| i

Helps the individual in making better decision a&fiiéctive problem solving

L.

Through training and development motivational \alea or recognition,
achievement, growth, responsibly and advancemerinternalized and operational.
Aids in encouraging and achieving self-developnagat self confidence.

Helps a person handle stress, tension, frustratoinconflict

Provides information for improving leadership, kledge, communication skills
Satisfies personal needs of the trainer (and tedine

Provide the trainee an avenue for growth and s&ysither/own future.

Develops a sense of growth in learning

-+ F ¥+ & F &

Helps a person develop speaking and listening sskdlso writing skills when

exercises are required.

+ Helps eliminate fear in attempting new tasks.

2.5.3 Benefits In Personnel and Human Relations, Intra Group And Inter Group
Relations, and Policy | mplementation.

£ Improves communication between groups and indivgua

L.

Aids in orientation for new employee and thosertgknew jobs through transfer or
promotion

Provides information on equal opportunity and raféitive action

Provides information on other government laws ahdiaistrative polices.

Improves interpersonal skills

= & ¥+ ¥

Makes organizational polices, rules and regulatioakle
12



+ Improves morale
+ Builds cohesiveness in groups
+ Provides a good climate for learning, growth aneébdination
+ Makes the organization a better place to work ared | Aswathappa, (2002,179)
2.6. The Training Process
There are various phases (steps) involved in tlegdeand development of training

program particularly for the employees. Following the major steps involved.

1. Identification of training needs of employees.
2. Planning of training program
3. Preparation of trainees (Make Ready)
4. Implementation
5. Performance evaluation
6. Follow-up
FIGURE 1 FLOW DIAGRAM OF TRAINING PROGRAMME
START
v
—» IDENTIFICATION OF
TRAINING NEED
v
% PLANNING
v
MAKE READY
_’
v
» IMPLEMENTATION
v
> EVALUATION
¥
FOLLOW-UP
. v | |
- (Nair, N.G and Nair, 2004, 146-147)
END
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2.7. Organizational Objective and Strategies

The first step in the training process in an orgation is the assessment of its objectives and
strategies. What businesses are we in? At whal l&vguality do we wish to provide this
product or service? Where do we want to be in titeré? It is only after answering theses and
other related questions that the organization rassess the strengths and weakness of its human

resource (Aswathappa, 2002, 181).

2.8. Needs Assessment

Needs assessment diagnoses present problems arel dballengers to be met through training
and development. Organization spends vast sumsonéynusually as a percentage on turnover
on training and development. Before committing shcige resource, organizations would do
well to assess the training needs of their emplay€¥xganization that implements training
programs with or conducting needs assessment maydbéng errors. For example, a needs
assessment exercise might reveal that less cagtyvention (e.g. Selection, compensation
package, job design) could be used in lieu of ingin

Needs assessment occurs at two levels-group amdduoal. An individual obviously needs
training when his or her performance falls shors@indards that is when there is performance
deficiency. Inadequacy in performance may be dukadk of skill or knowledge or any other
problem. The problem of performance deficiency edusy absence of skills or knowledge can
be remedied by training. Faulty selection, poor gEsign, uninspiring supervision or some
personal problem may also result in poor perforreaiicansfer, job redesign, improving quality
of supervisor, or discharge will solve the problghid).

According to the view of (lvancevich, John M, 2003R) employees’ needs also must be

considered. Asking people what their needs aréhenab and asking them to perform tasks can
provide information and data. Examining employe@erformance against standards or
compared with that of co-workers can help idensifyength, weaknesses and needs. Ivancevich
suggested that there are four ways that help termd@te employees’ needs of training. They
are:-

v Observing employees
v’ Listening of employees
v Asking supervisors about employees’ needs

14



v' Examining the problems employees have

The next figure depicts the assessment of indivitaaing needs and remedial measures.

Figure 1 Needs assessment and remedial measures

Performance deficiency

A 4 A 4

Lack of skill Other causes
or knowledge

A 4 A\ 4
Training Non- Training
measures

(Ibid)
Assessment of training needs must also focus aniatied skills of an employee. Technology
changes fast and new technology demands new skills. necessary that the employee be
trained to acquire new skills. This will help hirafito progress in his/her career path. Training
and development is essential to prepare the engdayehandle more challenging tasks.
Individuals may also require new skills becaus@assible job transfer. Although job transfers
are common as organizational personnel demands tey do not necessarily require elaborate
training efforts. Employees commonly require onmyogientation to new facilities and jobs.
Assessment of training needs occurs at the groug teo. Any change in the organizations
strategy necessitates training of groups of emp@eyd-or example when the organization
decides to introduce a new line of products, spsonnel and production workers have to be
trained to produce sell and service the new praddctining can also be used when high scrap
or accident rates, low morale and motivation oeottroblems are diagnosed. Although training
is not a cure-all, such undesirable happeningesatfioorly trained workforce.

(Aswathappa, 2002 181-182)
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2.8.1 Needs Assessment M ethods
Several assessment methods are available to fam#eds such as group or organizational
analysis and individual analysis.
Organizational goals and objectives, personneléskiventories, organizational climate indices,
efficiency indices, exit interviews, Managementdhjective or work planning systems and the
like, could be used and to analyze training neeitls iegard to organization; while performance
appraisal, work sampling, interviews, questionrgirattitude survey, Training progress and

rating scales can be used as tool or methods éosgbessment of training. (lbid)

2.8.2 Benefits of need Assessment
The need assessment helps diagnose the causesrfofmaace deficiency in employee.
Specifically need assessment helps trainers toratael the need of the training group and the
sponsoring organizations. The sponsoring orgawmastwill be able to reduce the perception gap
between the participants and their bosses, andetsaialso will be able to pitch their course
inputs cover to the specific needs of the partitipa (Ibid)
2.9. Training and Development Objective
Once Training needs are assessed Training and ogeneht objectives and goals must be
established. Without clearly set objectives andigyatiis not possible to design a training and
development program, and after it has been implézdethere will be no way of measuring its
effectiveness. Goals must be tangible, verifialleé measurable.
In view of this, in addition to developing the skand knowledge of employees, Training and
development also has the objectives of enabling@yaps to follow directions, make employees
alert, neat and clean, dependable and punctual.
Though there is no agreed list of objectives, anlmer of objectives for training and
development of managers are identified by variaubas. The overall objectives training and
development for executives or managers are liséduib

v' Empower managers by increasing their individualicefficy, effectiveness and

competence.

16



Improve managerial skills.

Increase individual abilities and personality

Expose them to the management functions

Increase their knowledge and skill in specializedsaon selective basis.

Prepare them to assign higher responsibilitiesthasesuccession plans.

N N N N

Make them aware of environmental factors and peeplaem to face challenges and

changes

<\

Enable them to contribute their might to sustaimmpetitive advantage through
innovation in management (Nair and Nair 2004, 169).

2.10 Designing training and development program

Every training and development program must addredain vital issue such as:-

(i) Who participates in the program? (ii) Who dne trainers? (iii) What methods and techniques
are to be used for training? (iv) what should beldvel of training?(v) what learning principles
are needed?(vi) where is the program conductedi\@bwappa, 2002, 183)

2.11 What should bethe Leve of Training?

There are three basic levels at which the inputsbeataught. At the lowest level, the employee
or potential employees must acquire fundamentalMedge. This means developing a basic
understanding of a field and becoming acquaintetl thie language, concepts and relationships
involved in it. The goal of the next level is skdiévelopment, or acquiring the ability to perform
particular skill areas. The highest level aimsnoreased operational proficiency. This involves
obtaining additional experience and improving skilhat have already been developed. All the
inputs of training can be offered at the three llevidow effectively they are learned depends on
several principles of learning.

For example, using motivation as an input will heginees to learn faster and better; Feedback
as an input will help trainees to correct mistalkessults are not as much as expected and using
repeated practice as an input will make traineestenghe new skill or behavior.

(Aswathappa, 2002, 189 and Nair, N.G and N&i042 141)
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2.12. Conduct of Training
A final consideration is where the training and elepment program is to be conducted.
Actually, the decision comes down to the followsigices.
1. Atthe job itself
2. On site but not the job. For example in trainingnoin the company
3. Off the site, such as in a University or Collegassl room, Hotel, a resort or a
conference center.
Typically, basic skills are taught at the job, das$ic grammar skills are taught on the site. Much
of interpersonal and conceptual skills are leafithe site. (Aswathappa, 2002, 191)
2.13. Implementation of the Program
Once the training program has been designed, dsngebe implemented. The implementation
of the training program involves actions on thédwing lines.
1. Deciding on the location and organizing trainingl ather facilities.
2. Scheduling the training program.
3. Conducting the program and
4. Monitoring the progress of trainees. (Ibid)
2.14. Evaluation of the Program
The last stage in the training and developmentge®¢s the evaluation of results. The evaluation
of training is intended to serve the following atijees.
v' To check effectiveness of training to improve perfance of employees on the job.
v' To ascertain how far the training is useful to ioy® career prospects of individual
employee in the organization.
v' To identify the deficiencies of training for therpuose it is intended, in order to incorporate
additions to the training program.
v' To identify unnecessary aspects in the trainingttier purpose of deleting such things from
the training program.
v' To improve cost - effectiveness of training progréNmir, N.G, and Nair,2004, 157)
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2.15. Impediments of effectivetraining

There are many impediments which can make traipnogram in effective. Following are the

major hindrances.

v Management commitment is lacking and uneven. Mostpanies do not spend money on
training. Those that do tend to concentrate on igensa technicians and professionals.

v' Aggregate spending or training is inadequate. Canegaspend extremely small proportion
of their revenues on training. Worse still, budgkdcation to training is the first item to be
cut when a company faces a financial crunch.

v' Educational Institutions award degrees but gradulaiek skills. This is the reason why most
business must spend vast sum of money to trainersik basic skills.

v Large scale poaching of trained workers. Compapiesh (take) a great number of trained
workforces from another company.

Major trade unions:- organized labor unions have little time in imparting

training to their members. (Aswathappa, 2002, 191)

2.16. How to Make Training Effective.

Actions on the following lines need to be initiatednake training practice effective.

v' Ensure that the management commits itself to aoo@jor resources and adequate time to
training.

v' Ensure that training contributes to competitivatsigies of the firm. Different strategies need
different human resource skills for implementation.

v' Ensure that a comprehensive and systematic apptoatiaining exists, and training and
retaining are done at all levels on a continuousargoing basis.

v' Make learning one of the fundamental values ofdbmpany. Let this philosophy percolate
down to all employees in the organization.

v' Ensure that there is proper linkage among organizalt operational and individual training
needs. Create a system to evaluate the effectisari¢saining. (Aswathappa,2002, 193-194)

Therefore, according to the extensive literatureASWATHAPPA and NAIR, N.G, NAIR, which is

included in this review, one can thoroughly underdtwhat training andevelopment is. The well

elaborated presentation of training and developnieeries of these scholars concerning the
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benefits of training, the importance of need asmsess which could be performed by
organizations, the steps or processes to be cadlictraining and development program will
lead to successful completion of the training paogs. The literature also will enable the
organizations how to undertake the implementatiah® training and development program and
understand the difficulties faced in the courseaiducting the program as will as the remedies
to the problems. Finally the authors provided ssfigas how to evaluate the success of training
ad development programs, so that to check and tastdrow far the training is useful to

improve the career of employees and how far it bsnée organization.
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CHAPTER THREE

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This part of the study is concerned with the presentation, analysis and
interpretation of the different data collected through the use of questionnaire
and interview.
The study is conducted on the Ethiopian Health and Nutrition Research
Institute. The study encompasses a sample of 42 employees out of the total
number of 416 employees of the institute for filling the questionnaire as well as
the Human Resource Management and General Service Directorate Director
and his staff for the interview. Stratified random sampling technique is used to
select the sample respondents which are 10% of the population. Only 35
questionnaires were responded fully. i.e 83% of the total sample.

Hence, the data presentation and analysis is made by considering the 35
questionnaires that are properly filled and the interview answered.
3.1 Analysis and findings of the study.
This section discuses the analysis and findings of the study undertaken on
training and development practice in the Ethiopian Health and Nutrition
Research Institute.
Based on the objectives to assess and analyze the overall practice of training
and development program of the institute, data were collected through the use
of questionnaire and interview. Hence, major findings of the study are

presented here under.
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Table 2 Personal data of the respondents

Item Respondents
NQ. %
1. sex
Male 24 69
Female 11 31
Total 35 100
2. Age
18-20 Years - -
21-25 Years - -
26-30 Years 2 6
31-35 Years 1 3
36-40 Years 8 23
Above 40 Years 24 68
Total 35 100
3. Educational level
12th complete & below 2 6
Certificate 1 3
Diploma 14 40
B.A (MD) Degree 7 20
M.A Degree 8 23
Above M.A Degree 3 8
Total 35 100
4. year of Service
Below 3 yrs 3 9
3-4 yrs 3 9
>5-10 yrs 4 11
Above 10 yrs 25 71
Total 35 100
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According to item 1 of table 2 out of the total respondents 69% are male
while 31% are female. The above indicates that the number of male employees
is greater than the number of female employees.

As shown in item 2, of the same table, out of the total respondents, 6% are
between 26-30 Years old, 3% are between 31-35 yrs old. 23% are between 36-
40 Years old, and 68% are above 40 yrs old. The above data indicates that
more than two third of the employees are above 40 yrs old.

According to the employs profile, the educational level of the employees is,
40% of the respondents have Diploma, 23% of the respondents have M.A
Degree, 20% of the respondents have B.A Degree, 6% of the respondents have
completed 12t grade and 3% of the respondents have certificate,

Hence, the student researcher can infer that the institute is well equipped by
qualified work force.

As per the year of service of the employees, 71% of the respondents have
served above 10 years. 11% of the respondents served between greater than 5
years and less than 10 years, 9% of the respondents served between 3-5 years

and 9% of the respondents have served the institute below 3 years.

Therefore, the student researchers concluded that the institute has a great

number of well experienced work forces.
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Table 3 Response to whether training and development need assessment is

conducted or not in the institute

Question Respondents

No. %

1. Is training and development need

assessment conducted in the institute?

Yes 9 26
No 22 63
I don’t know 4 11
Total 35 100

2. Does the institute collect training needs
from departments periodically?

Yes 9 26
No 25 71
I don’t know 1 3
Total 35 100

N.B Round figures are used

As indicated in table 3, No 1, 26% of the total respondents believe that
training and development need assessment is concluded 63% of the
respondents say there is no training and development need assessment is
carried out by the institute, while 11% of the respondents do not know whether
training and development need assessment is carried out or not.

Hence, though few of the respondents confirmed that training need

assessment is conducted in the institute, according to the majority of the
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respondents, the student researcher concluded that enough training and
development need assessment is not undertaken by the institute.
As one can see from the above table 3, No 2, 26% of the respondents believe
that training need is collected periodically from departments, 71% of the
respondents say training need is not collected periodically from departments,
and 3% of the respondents do not know.

Therefore, the student researcher can infer from the data given on the

above table 3, that training need in not fully collected periodically from the

departments.
Table 4 Responses to the planning of the skill and ability development of
employees
Question Respondents

No. %

Does the institute have a plan for developing the skill

and ability of employees?

Yes 6 17

No 20 57

I don’t know 9 26

Total 35 100

N.B Round figures are used

According to the data shown in table 4, 17% of the respondents indicated
that the institute has skill and ability development plan, and 57% of the
respondent say there is no plan for developing the skill and ability of employees
in the institute. The interviewee also shares the response, in that they are
unable to decide early on what the focus of training program should be, this
means they are not preplanned.

Therefore, according to the data in the above table 4, and the response
obtained from the interviewee, the student researcher can say that there is no

enough plan for developing the skill and ability of employees.
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Table 5 Responses to the participation of employees in designing and

planning training and development.

Question Respondents

No. %

Have you ever participated in the course

of designing and planning training and

development?

Yes 16 46
No 19 54
Total 35 100

N.B Round figures are used

As per the participation of employees in designing and planning
training and development, 46% of the respondents confirmed that they were
participating, while 54% of the respondents did not participate in the designing
and planning of training and development programs.
Hence, from the above response the student researcher concluded that the
designing and planning activities of the management with regard to training

and development is not much participative.
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Table 6 Respondents knowledge about goals and objectives of training and

development of the institute

Question Respondents
No %
Do you know the organizational goals and
objectives set by the institute regarding training
and development?
Yes 20 57
I don’t know 15 43
Total 35 100

N.B Round figures are used

As it is shown in the above table 7, 57% of the total respondents have the

knowledge about the training and development goals and objective set by the

institute. According to their statement, the major goals and objective of training

and development of the institute are as follows.

- To fill gaps and increase the performance of employees

- To increase the skill and knowledge of employees.

- To provide quality service for the society

- To assign the right person on the right place.

- To enable the employee accomplish the vision and mission of the

institute.

The rest 43% of the respondents do not know about the goals and objectives

set by the institute regarding training and development.

According to the response obtained from the interviewee the goals

and objective set with regard to training and development is to maximize the

performance of individuals and groups in the organization.
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Therefore, although it is not sufficient, the study indicates that there is an
effort made by the management to make all its employees aware of training and

development goals and objectives.

Table 7 Response to the provision of training and development course to

employees
Question Respondents
Ng %

Do you think that the institute provides training on
selected areas in order to fill gaps?
Yes 8 23
No 21 60
I don’t know 6 17
Total 35 100

N.B Round figures are used

In the case of the provision of training on selected areas to fill gaps, as
shown in the above table 7, 23% of the respondents indicated that training is
provided in selected areas in order to fill gaps, 60% of the respondents say no it
is not provided in selected areas to fill gaps, while 17% of the respondents don’t
know whether training is given to selected areas to fill gaps or not.

Hence, inferring from the data on the above table 7, the institute is

not satisfactorily providing training on selected areas to fill gaps.
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Table 8 Respondents knowledge to the existence of trainee selection

criteria
Question Respondents

NQ. %

Is there trainee selection criteria set by the

institute?

Yes 17 49

No 7 20

[ don’t know 11 31

Total 35 100

N.B Round figures are used

In the above table 8, it is depicted that 49% of the respondents know that
there is trainee selection criteria, 20% of the respondents say there is no
criteria set except that the departments select by their own way and by the
request of employees and also they stated that if there is budget allotted,
training is provided for all employees turn by turn. The rest 31% of the
respondents do not know the existence of trainee selection criteria. This
indicates that appropriate effort has not been made to make all employees
know the available criteria for selection.

According to the statements of the interviewees, there is guide line to
conduct training abroad, but they are on the way to prepare a guide line for
local training programs which is one of the difficulties that the management
has been facing in selecting employees for local training.

Therefore, as the study indicates on the above table 8, there are trainee
selection criteria, and in order to improve it the management stated that they
are on the way to undertake the preparation of criteria for local and abroad
trainings.
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Table 9 Responses regarding trainee selection fairness and transparency.

Question Respondents

No. %

Do you think that the trainee selection
process is fair and transparent?

Yes 9 26
No 15 43
I don’t know 11 31
Total 35 100

N.B Round figures are used.

According to the data shown above table 9, 26% of the respondents
believe that the trainee selection is fair and transparent, 43% of the
respondents say it is not fair and transparent. As per the statement of the
respondents the selection has the following defects.

1. Training is provided by the request of employees.

2. The departments select trainees by their own way

3. Training is provided only to utilize the budget.

4. There are no clear selection criteria both for local and abroad trainings.

The rest 31% of the respondents do not know whether the selection is fair and
transparent or not.

Therefore, according to the response, there is an indication that
appropriate efforts have not been exerted to make all employees know the

selection process in order to avoid the doubts resulted.
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Table 10 Response to the participation either in training or development

courses.
Question Respondents

NQ. %

Have you ever participated either in training

or development?

Yes 35 100

No - -

Total 35 100

Based on the data shown in table 10, 100% of the respondents indicated that
they have participated in the training and development programs, and this
shows that the management’s effort to enhance that performance of the

employees and the institute by providing training and development.

Table 11 Responses to the type of training methods.

Question Respondents

No. %

Could you indicate in which type training
methods you have participated?

On - the —job 17 49
Off the Job 11 31
Both 7 20
Total 35 100

N.B Round figures are used

The above table 11 shows that 49% of the respondents participated on

the Job training programs, 31% of the respondents participated off the job
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training program, and the remaining 20% of the respondents have taken both
on the job training and off the Job training.
Therefore, the result indicates that the institute has focused more on

providing on-the-Job training to enhance employee’s performance on the actual

work activities.

Table 12 Respondents frequency of participation in training and

development courses

Respondents
Question No. %
1. How many times have you participated in
any training course that enables you to
increase your knowledge and non-managerial
skill?
1. Time 10 29
9 26
2. Times 6 17
. 5 14
3. Times 5 14
4. Times

Above 4 times

Total 35 100

2. How many times have you participated in
development course intended to improve your
managerial Job performance?

1. Time 10 29
9 26

2. Times
8 23
3. Times 4 11
) 4 11

4. Times
Total 35 100

N.B Round figures are used

32




As it is shown in the above table 12, No 1, all the respondents have
participated in one or more training courses to increase their knowledge and
non-managerial skill, and this indicates the institute’s training program has
allowed participating most of the staff which is a very good practice.

As seen from the above table 12, No 2, 29% of the respondents have
participated in development courses for 1 time, 26% of the respondents have
participated 2 times, 23% of the respondents participated 3 times, 11% of the
respondents have participated 4 times, and also 11% of the respondents have
participated above 4times.

Therefore, as shown in the above table 12, employees who are in different
positions have participated in one or more development courses to improve
their managerial job performance, and the student researcher can say that the

institute has made a great effort to develop its management staff.

Table 13 Responses regarding training and personal growth opportunities

given to make employees stay in the institute.

Question Respondents

No. %

Does the training and personal growth
opportunities given to you encourage you to
stay in the institute?

Yes 12 34
No 23 66
Total 35 100

N.B Round figures are used
As seen from the above table 13, 34% of the total respondents confirmed that
the training and growth opportunities given encouraged them to stay in the

institute, while 66% of them believe that it is not encouraging to stay in the
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institute. So, according to the response obtained from the respondents the
majority of them confirmed that they were not encouraged to stay in the
institute and the management did not exert much effort to provide training and

growth opportunities to its employees.

Table 14 Responses to the results achieved from development programs in

increasing manager’s knowledge, skill and capabilities.

Question Respondents

No. Grade (5 point
scale)

To what extent do you think the development
course given to managers increased their
knowledge, managerial skill, and capabilities?

Very high 2 5x2 =10
High 18 4x18 =72
Medium 10 3x10 =30
Low 2 2x2 =4
Very low 3 1x3 =3
Total 35 119

Average 119 / 35 =3.4

The extent of filings or judgments of the respondents is shown in table 14. The
grading of their judgment is, 5 points for very high, 4 points for high, 3 points
for medium,2 points for low, 1 point for low. As indicated in the above table 14,
2 respondents gave very high (5 points), 18 respondents gave high (4 points),
10 respondents gave medium (3 points), 2 respondents gave very low (1 point)

and the total grade point became 119.The average of the grade point is 3.4

Therefore, since the average point is more than half, the student

researcher can conclude that it is positive judgment and the managers have

34




increased their knowledge, managerial skill and capabilities. This is a good

practice of the institute.

Table 15 Response to analysis of the effect of training given to employees.

Respondents
Question No. %

Does your department make analysis on the

effect of training given to employees?

Yes 10 29
No 19 54
[ don’t know 6 17
Total 35 100

N.B Round figures are used

As seen on the above table 15, 29% of the respondents stated that the
departments analyze the effect of training given to employees, and 54% of the
respondents stated that the departments do not make analysis on the effect of
training given to employees, while 17% of the respondents do know whether
analysis is made or not.

According to the response obtained from the interviewee regarding the
effect or outcomes of training and development, they confirmed that training
effects assessment is not regularly conducted. However, they believe that better
performance is obtained, and also they have seen that job satisfaction is rarely
felt up on some employees.

As per the response indicated in the above table 15, and according to the
answer of the interviewee, sufficient analysis is not carried out regularly on the

effect of training by the departments.
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Table 16 Responses with regard to the duration and place of training and

development program

Question Respondents

No. %

1. Do you think the duration of training and

development program was sufficient?

Yes 7 20
No 28 80
Total 35 100

2. Was the place where training and

development conducted conducive?

Yes 32 91
No 3

I don’t know

Total 35 100

N.B Round figures are used

As it is shown in the above table 16, No 1, it is shown that 20% of the
respondents say the duration of training and development program is
sufficient, while 80% of the respondents say the duration is not sufficient.

According to the view of Mamoria, (2004, 295), the duration of a training
varies with the skill to be acquired, the complexity of the subject, a trainee’s
aptitude and ability to understand, and the training media used.

Generally, a training period should not be unduly long; if it is, trainees
may feel bored, uninterested. The ideal session should not be beyond 2 to 3
hours at a stretch, with a break in between two sessions. More depending upon

job requirements.
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Therefore, according to the response shown in the above table 16, No 1,
it can be concluded that the respondents do not believe that the period of
training and development is not sufficient. In addition, the student researcher
can say that the views and suggestions of Mamoria, C.B. (2004,295) are not
introduced and not widely understood by the employees of the institute.

As shown in the table 16, No 2, 91% of the respondents say that the place
was convenient to conduct training and development, while 9% of the
respondents say it was not conducive.

So, as the respondents confirmed in the table 16 No 2, it could be concluded
that the physical location where training and development conducted is
pleasant.

Tablel7: Response regarding to the existence of coordination and

integration in conducting training and development.

Respondents

Question No. %
Do you think that coordinated and
integrated training and
development is conducted in the
institute?
Yes 13 37
No 20 57
I don’t know 2 6
Total 35 100

N.B Round figures are used
As seen from table 17, 37% of the respondents state that training and
development is conducted in coordinated and integrated way, but 57% of the
respondents say that there is no coordination and integration of training and
development activities, the rest 6% do not know about the coordination and
integration activities of training and development activities.
Thus, as per the response indicated in the above table 17, the student

researcher can conclude that few of the concerned staff of the institute is given
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the chance to join in the activities of training and development programs, and

this shows that there exists lack of coordination in the institute.

Table 18: Response with regard to the performance of trainers

Respondents
Question No. %
How do you see the performance |of
trainers regarding the transfer of their
knowledge to trainees?
Very good 8 5x8 =40
Good 15 4x15 =60
Fair 11 3x11 =33
Poor 1 2x1 =2
Not good at all - 1x0=0
Total 35 135
Average 135+35= 3.9

N.B Round figures are used

Concerning the performance of trainers regarding the transfer of their
knowledge, the respondents were asked to rate them. In order to rate the
trainers S5 point scale is used, i.e. 5 points for very good, 4 points for good, 3

points for fair, 2 points for poor and 1 point for not good at all.

As shown in the above table 18, 8 respondents gave very good (5 points),
15 respondents gave good (4points), 11 respondents gave fair (3 points), 1
respondent gave poor (2 Points), none of the respondents gave not good at all (1
point), and the total grade point becomes 135. When we take the average of the
total grade point it becomes 135 +35 = 3.9.
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Therefore, according to the response shown in the above table 18, the majority
of the respondents evaluated the performance of the trainers, and found most
of them were good. As far as the overall performance rating result is concerned,
the result is above average, and from this the student researcher concluded

that an appropriate selection of trainers is done by the institute.

Table 19 Response regarding any problem seen in training and development

program.
Question Respondents

No %
Did you see any problem regarding
training and development program?
Yes 19 54
No 16 46
Total 35 100

N.B Round figures are used

According to the data shown in table 19, 54% of respondents believe that there
are problems in training and development programs. The major problems they
mentioned are as follows.

- The institute does not provide up to date training and development

courses.

- Practical training is not included in the training program.

- The training program and development provided is not problem solving.

- There is no plan for training and development

- Sufficient budget is not allotted for training and development programs.

- Training and development programs are not continuous.

- Training and development is given to particular persons and sections.
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- Training is not provided for the right person and not job related.

- Inability of instructors in using teaching aids and methods.
The rest 46% of the respondents confirmed that they did not see any problem
with regard to training and development.

Therefore, as shown in the above table 19, there are indications of
problems in the activities of training and development, and according to the
statement provided by the respondents, the student research concluded that
there are some difficulties in providing up to date training and development
courses, inability of planning and in sufficient budget allocation for training

and development programs.

Interview analysis

As mentioned earlier one of the methods used to collect data for this study is
conducting interview. The interview questions were raised to the Human
Resource Management and General Service Directorate Director. Following are
the interview questions and the responses of the Director.
1. Do you consider employee’s needs of training and development?
The answer to this question was yes they do consider, But they take it as
an input for the need assessment. They don’t pass training decision only
based on the employee’s need. They always examine whether the
employees need is commensurate with the training and development
plan of the institute.
With regard to considering employees needs of training and development,

Invanchevich, (2004,402) Suggested that employees needs must be

considered. Asking people what their needs are on the job and asking
them to perform tasks can provide information and data. Examining
employees’ performance against standard or compared with that of co-

workers can help and identify strength and weakness and needs.
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Ivancevich also suggested that there are four ways that help to determine
employees’ needs of training. They are:

* Observing employees

* Listening of employees

* Asking supervisors about employees’ needs
* Examining the problems employees have.

Hence, as per the response obtained from the interviewee and according to the
suggestion of Ivancevich, it can be concluded that considering employees needs
of training and development is essential.
2. Does the institute evaluate the results of training and development?
The interviewee answered that there is no proper way of evaluating
training and development results.
According to Mamioria,(2004,310) suggestion, evaluation of training
program must be based on the following principles.
* Evaluation specialists must be clear about the goals and purposes
of evaluation.
+ Evaluation must be continuous
* Evaluation must be specific
* Evaluation must provide the means and focus for trainees to be
able to appraise themselves, their practice, and their products.
* Realistic target dates must be set for each phase of evaluation
process. a sense of urgency must be developed, but deadlines that

are unreasonably high will result in poor evaluation.
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In addition it is suggested that four basic categories of outcomes can be
measured.
* Reaction: Evaluate the trainee’s reaction to the program. Did he like the
program? Did he think it worthwhile?
* Learning: Did the trainee learn the principles, skills and fact that the
supervisor or the trainer wanted him to learn.
* Behavior: whether the trainee’s behavior on the job changed because of
the training program.
* Result: what final result have been achieved? Did he learn how to work
on machine? Did scrap page costs decrease? Was turnover

reduced? Are production quotas now being met? Etc.

Questionnaires or structured interviews with the immediate supervisor of
the trainee are acceptable methods for obtaining feedback on training.
The supervisor is asked to rate the former trainee on job proficiency
directly related to the training objectives.
Thus, according to Mamoria’s suggestion, it can be concluded that evaluating
the results of training and development is very important to determine the
ability of participants to perform jobs for which they were trained.
3. The interviewee was asked to explain how many employees were offered
training? In which area? Where and at what level during the past three
years?

The response obtained is shown in the table below.
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Table 20 Responses regarding the number of employees who were offered

training, the area and level of training.

Level Place 2002 2001 2000
M |F |T M |F |T |M F T
PHD Local - |- - - - - 2 - 2
Abroad |- |- -- - - - 1 - 1
MSC/ MA Local - - |- 4 1 |5 1 1 2
Abroad |6 |1 |7 - - - |- - -
Trainings Local 1 |10 |11 8 8 |16 |36 |29 |65
Below 3 months | Abroad |4 |1 |5 17 |4 |21 |5 4 9

Source EHNRI

From the response indicated in the above table 20, it is possible to understand

that the institute has more emphasis on short term trainings both locally and

abroad. Though the areas of trainings are not indicated in the table provided by
the interviewee, in general the effort of the institute with regard to training is
encouraging.

4. The interviewee is also asked whether the institute allot sufficient budget for
training and development or not.

According to the response of the interviewee the institute couldn’t allocate
sufficient budget every year for it is dependent on government budget.

So, from the response given by the interviewee, we can say that the budget
allocated is inadequate to satisfy the training need of the institute.

5. In response to the question that “what kind of problems exist in practicing
training and development and what measures were taken? The interviewee
responded the following.

Problems:

1. unable to decide early on what the focus of the training program should
be (Not preplanned)
2. Unable to measure the result of the training provided.
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3. Difficulties in selecting employees for local trainings.

4. Inadequate fund for training program

Measures taken to the problems respectively

1. Preparing 5 years strategic development plan to decide early on what the
focus of the training program.

2. No measure is taken to improve this problem till now, but we are ready
to conduct measuring the training result considering it as one of the vital
duty of Human Resource Management in the BPR.

3. Local training guideline is underway to be finalized.

4. Ready to assess different projects that can support in raising funds for
training.

Therefore, according to the statement of the interviewee, though the measures
to be taken to the problems existing in the institute seems attractive, but till

now those measures are not made realistic and they are all under plan.
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CHAPTER FOUR
SUMMARY, CONCLUSION AND RECOMMENDATION

This part of the paper discusses the summary and conclusion of the study
undertaken in the Ethiopian Health and Nutrition Research Institute. It also
provides recommendations on what must be done by the management of the

institute.
4.1 Summary

The Ethiopian Health and Nutrition Research Institute is currently facing some
problems in the areas of training and development program activities. Some of
the core problems that require immediate solution are identified, such as
inability of making training need assessment, inability of preplanning of
training and development programs, lack of transparency and training
selection criteria etc.
It is known that the main objective of this study is to assess and analyze the
overall practice of training and development of the Ethiopian Health and
Nutrition Research Institute. Hence, data were collected through the use of
questionnaire as well as interview, and accordingly the major summaries of
findings of the study are presented here under.
> As per the training and development need assessment, 63% of the
respondents confirmed that need assessment is not carried out in the
institute and the management does not collect training needs from

departments periodically.

» With regard to planning for developing the skill and ability of employees,
57% of the respondents indicated that the management does not have plan,
and does not allow the employees to participate in designing and planning

activities of training and development programs.
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» 57% of the respondents do have the knowledge of training and
development goals and objectives of the institute, they stated that
training and development goals and objectives are to fill gaps and
increase the performance of employees, to increase the skill and
knowledge of employees etc. According to the response obtained from
the interviewee, the goals and objectives set with regard to training and
development is to maximize the performance of individuals and groups

in the institute.

» In the case of the provision of training and development in selected
areas to fill gaps, 60% of the respondents say it is not provided in

selected areas in order to fill gaps.

» Concerning trainee selection criteria, 49% of the respondents know that
there is a criterion for selecting trainees, while 20% of them say no, in
connection to this 43% of the respondents believe that the trainee
selection process is not fair and transparent. According to the statement
of the interviewee, there is a guideline to conduct training abroad, but
they are on the way to prepare a guide line for local training which is
one of the difficulties that the management has been facing in selecting

employee for local training.

» As per the participation of employees either in training or development
courses, 100% of the respondents confirmed that they all have

participated, as the response indicates on the job training leads by 49%.

All respondents have participated in one or more training courses to
increase their knowledge and non-managerial skills, and all who are in
different managerial positions have participated in one or more

development courses to improve their managerial Job performance
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» 34% the respondents believed that the training given to them has
improved their skill and help their future career while 66% of the total
respondents confirmed that the training and growth opportunities given

did not encouraged them to stay in the institute.

» The respondents rated the extent of increased knowledge, managerial

skill and capabilities of managers and it is found positive.

» Regarding the analysis on the effect of training, 54% of the respondents
stated that analysis is not made by the departments and also according
to the response obtained from the interviewee, they confirmed that
training effect assessment is not regularly conducted, the interviewee
also added that there is no proper way of evaluating training and
development results. However, they believe that better performance is
obtained and also they have seen that job satisfaction is rarely felt up on

some employees.

» Concerning the duration of training and development, 80% of the
respondents say the duration was not sufficient and 91% of the
respondents indicated that the place where training and development

conducted was conducive.

» 57% of the respondents believe that coordinated and integrated training
is not conducted by allowing the concerned staff to join in designing and
planning and also conducting training and development programs so as
to achieve positive result and benefit the employee as well as the

institute.

» According to the judgment of the respondents concerning the
performance of trainers in transferring their knowledge to trainees, their

rating result is found to be above average and positive.
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» Regarding the problems seen in training and development, 54% of the

respondents indicated the major problems as follows.
0 Lack of up to date training
0 There is no plan for training and development
0 In sufficient budget for training and development and
0 The training and development conducted is not problem solving.

According the statement of the interviewee, the major problems are identified
such as inability to pre plan the training, inability to measure the result of
training, difficulties in selecting employees for local training, and inadequate
fund or budget for training programs.

» As far as the number of employees who are offered training in the past
three years and the level of training is concerned, three employees were
offered at PHD level both locally and abroad, 9 employees were offered at
MSC level locally and abroad, and 127 employees were offered short

term training (below three months) both locally and abroad.

4.2 Conclusion

* Before conducting training and development programs, it is necessary to
make need assessment to be able to understand the causes of
performance deficiency in employee and select the type of training and
development to be provided so that improve employee’s performance. But
from this point of view and as it is believed by the majority of the
respondents training and development need assessment is not carried
out by the institute. Thus the student researcher concluded that the
institute is unable to make training need assessment every time.

 Planning is the key way to the successes of any activity in an

organization. Inability to be preplanned to conduct training and
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development will not lead to the achievement of the desired goals and
objectives in this case, and according to the result of this study, the
majority of the respondents say that there is no plan for developing the
skill and ability of employees in the institute. Therefore, the student
researcher concluded that the institute does not have enough plan in
order to develop the skill and ability of employees.

* Providing training and development in selected areas to fill gaps in
knowledge and skills as well as vacancies is one of the duties of an
organization. In this case as the findings of this study indicate the
institute did not do enough in providing training and development in
selected areas. Hence, the student researcher can say that the institute
couldn’t select areas of training in which employees to be trained.

In the case of trainee selection criteria, it is understood that, a clearly set
trainee selection criteria for training and development will contribute a lot in
avoiding doubts among employees and protect them from being demoralized
due to the absence of selection criteria and in appropriate choice of trainees.
With this regard, and according to the response obtained from the
interviewee, there are no selection criteria for local training, but they have
criteria for abroad training in the institute. Hence, from the above two
responses the researcher concluded that the institute lacks appropriate and
complete trainee selection criteria, and in addition, fairness and
transparency is not seen in the selection of trainees.

It is known that on -the —job training is a very efficient method of
training, particularly when many employees have to be trained for the
same kind of work at the same time. As the result of this study indicates
the majority of respondents confirmed that they have participated on the
job training programs. Hence, this implies that the institute has focused
more on providing on the job training and less consideration is given to

the other types of training.
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The effect of training assessment is very important after completion of

training and development in order to get a valid measure of the
effectiveness of training and development. In this case, according to the
responses obtained from the respondents and the interviewee, there are
indications that much effort is not exerted on this issue. So, from this
the student researcher concluded that analysis is not made on the effect
of training and development in the institute.
For a better achievement of the goals and objectives of training and
development, it is advisable to give chance for the concerned staff to join
in the activities of training and development programs. Without the
participation of the staff in training and development programs it may
not be easy to achieve better results. In this case, as it is pointed out by
the respondents, the involvement of the staff is very less. So, from the
student researcher concludes that there is lack of coordination and
integration in the activities of training and development programs of the
institute.

Without the availability of sufficient financial resource it is impossible to
accomplish any activities in an organization. In this case according to the
response of the interviewee, there is dependency of budget allocation on
the government and this did not allow the institute to fully implement its
training and development programs. So, from this the student researcher
concluded that there exists insufficient budget allocation to undertake

the desired training and development programs of the institute.
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4.3 Recommendation

In view of what has been concluded based on the data collected and
interview and analysis made, the researcher would like to make the
following recommendation.

» Training and development need assessment should be conducted
in the institute every time in order to identify gaps in employees
knowledge and skill, to be able to diagnose present problems and
understand the causes of performance deficiency in employee and
decide on the type of training and development to be provided so
that the institute can solve the problems and improve the
performance of the employees.

» Since planning is the best way to achieve goals and objectives the
institute should be pre-planned in every aspect of training and
development. Employees should be given chance to involve while
planning training and development programs. This will improve
employee’s motivation and bring the best method of training which
would fit the employees need.

» Since one of the purposes of training is to fulfill manpower
requirements of an organization, the institute should provide
training on selected areas in which employees to be well trained,
and hence fill gaps in knowledge and skills as well as vacancies,
and as a result protect the institute from sudden shortage of
skilled manpower.

» Trainee selection criteria should be clearly set by the institute and
the management should create awareness about the existing
criteria or guide line of trainee selection in all of the employees.

This will minimize or eliminate the employee’s doubt over the
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selection process. In addition the selection process should be fair
i.e. the management should treat the employees equally according
to the rules of trainee selection. And in connection to fairness, the
selection process should be transparent so that employees will be
able to see how the selection is carried out.

Even though, providing on-the-job training is very essential in
improving employee’s performance, the institute should also focus
on or give more consideration for off-the-job training.

The effect of training and development programs should be
evaluated regularly after completion of training and development,
so that the institute will understand the effectiveness of training as
well as the benefit gained from training and development.
Coordinated and integrated training and development activities will
lead to achieve better results. In view of this, the management of
the institute should give chance to the concerned staff to join in
and perform training and development activities for the benefit of
employees as well as the institute.

Since the institute is dependent of budget allocation on
government, it should convince the authorities to make
improvement on budget allocation, and in addition the institute
should exert its effort in searching different sponsoring
organization that can raise funds to satisfy the training needs of
the institute.

It is known that training is the corner stone of sound management,
for it makes employee more effective and productive. It is also a
widely accepted problem solving device. Thus, to make use of the
advantages of training, the institute should provide more up to

date and practical training related to the job so that the employees
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» Can improve their skill and overcome difficulties which they face
on the actual work activities.

» Though the institute has been exerting its effort to provide training
and growth opportunities to employees, it should still strive to do
much on this so that the employees stay in the institute for longer
time and this will enable the institute to reduce the rate of

employee turnover.
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APPENDIX ‘A’

ENGLISH VERSION OF QUESTIONAIRE AND INTERVIEW QUESTIONS
ST MARY’S UNIVERSITY COLLEGE
BUSINESS FACULTY

DEPARTMENT OF MANAGEMENT

Questionnaire prepared for Ethiopian Health and Nutrition

Research Institute Employees.

This Questionnaire is prepared to collect relevant data for senior essay in
partial fulfillment of the requirements for the degree of Bachelor of Art in
Management at St Mary’s university college. The research topic is “An
assessment of training and development practice in the case of Ethiopian
Heath and Nutrition Research Institute”. Please take few minutes of your time
to complete this questionnaire. Your frank and honest response will have a
great contribution to the success of the research. Therefore, I kindly request
you to answer all the questions and return it as soon as possible. I thank you

in advance for your cooperation.

Note:
» There is no need of writing your name
» Put “ v "mark for the correct answer in the box provided.
» Write relevant information in the space provided where you are requested
to give information.

» Your response will be kept strictly confidential



Please fill your personal data. (Question 1-4)
1. Sex Male [] Female []
2. Age 18-20yrs [ 21-25yrs [
26-30 yrs [ 31-35 yrs [
36 -40 yrs [l Above 40 yrs [

3. What is your Educational level?

12th complete & below [] Diploma O]
Certificate [ B.A (MD) Degree []
M.A Degree L]
Above M. A ]

4. How long have you served for Ethiopian Health and Nutrition Research

institute?
Below 3 yrs [ 3-5yrs [
> 5-10 yrs[] above 10yrs []
II. Questions regarding training and development

1. Is training and development need assessment conducted in the

institute?
Yes [] No [1 Idon’t know []
2. Does the institute collect training needs from Departments
Periodically?
Yes [] No U I don’t know []

3. Does the institute have a plan for developing the skill and ability of

employees?
Yes[] No[] I don’t know [



4. Have you ever participated in the course of designing and planning
training and development programs?
Yes [] No [
5. Do you know the organizational goals and objectives set by the
institute regarding training and development?
Yes | No[] Idon’t know []

If your answer is “yes”, please mention the goals and objectives

6. Do you think the institute provides training and development on
selected areas in order to fill gaps?
Yes [ No [ Idon’t know []
7. Is there trainee selection criteria set by the institute?
Yes [] No [0 Idon’t know []
If your answer is no, please mention How the institute provides

training for employees

8. Do you think that the trainee selection processes are fair and
transparent?
Yes [] No [ Idon’tknow []

If your answer is no, please state the reasons




9. Have you ever participated in any training and development?
Yes [] No []
10.If your answer is yes, please indicate in which type of training method

you have participated.

On the job training 1
Off the Job training []
Both on the Job and off the Job training []
11.How many times have you participated in any training courses that
enable you to increase your knowledge and non — managerial Skill?
1 time [] 2 times [
3 times [ 4 times [
Above 4 times []

12. How many times have you participated in development courses intended to
improve your managerial job performance?
1 time [] 2 times [
3 times [ 4 times [
Above 4 times []
13.Does the training and personal growth given to you encourage you to
stay in the institute?
Yes [] No [J
14. To what extent does the development given to managers increased their
knowledge, managerial skill and capabilities?
Very high [] Medium []
High O Low ]
Very Low [



15. Does your department make analysis on the effect of training given to

employees?
Yes [ No [0 TIdon’t Know []
16. Do you think the duration of training and development program was
sufficient?
Yes [ No [
17. Was the place where training and development conducted is conducive?
Yes [ No [0 Idon’t Know []
18. Do you think that coordinated and integrated training is conducted in the
institute?
Yes [ No [ I don’t Know [
29. How do you see the performance of the trainers regarding the transfer of
knowledge?
Very Good [  Good [] Poor []
Fair ] Not good at all U

20. Did you see any problem regarding training and development program?

Yes [] No []

If your answer is yes, please mention what the problems were




21. Please state any comment which you think is helpful to make the
assessment of training and development practice of the institute be full
fledged.




Interview Questions

The following interview questions are prepared for Human Resource

Management and General Service Directorate Director and the staff to

gather relevant data for the assessment of training and development

practice of the Ethiopian Health and Nutrition Research Institute. So, I

kindly request the Human Resource Management and General Service

Directorate Director and his staff to answer the questions for the success

of the study. Thank you for your cooperation.

AL

. What are the goals and objectives of training and development

programs of the institute?

How do you conduct training and development? Is there guide line to
conduct training and development in the institute?

Do you consider employees’ needs of training and development?

Does the institute evaluate the results of the training and development?
What outcomes obtained from training and development?

Would you please explain how many employees are offered training? In
which areas? Where and at what level? During the past thee years.
Does the institute allot sufficient budget for training and development
every year?

What kind of problems exists in practicing training and development?

Please mention what measures are taken to solve the problems?



APPENDIX ‘B’
AMHARIC VERSION OF QUESTIONAIRE
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