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ABSTRACT

This study attempts to assess the practices antlengas of training programs at Global
Insurance Company Share Company in Addis Abab#i$@nd, primary sources are consulted
to get the necessary information for the reseaf@hestionnaires were distributed to samples of
employees of the company. In addition, a semistrad interview also held with the
appropriate manager of the company. The data receivere analyzed both qualitatively and
guantitatively by using content analysis and dedore statistics. The result of the study
discovered that the company training plan not adignwith strategic business plan of the
company. It is also found that the company doesiidicate enough budgets for implementing
training program. The study result also showed tinaidequate need assessment, no specific,
measurable and time targeted objectives are pradti@and no position for separate department
that is responsible for human resource training thee organization structure. The study
recommended that GIC should align the training plaith the strategic business plan and
communicate the training policy to employees ineortb enhance and customized training
programs based on its requirement, training praetishould be supported by separate
department that is responsible for human resouraming, extensive need assessment and an
equitable selection criterion should be exercisalipcate enough budget and develop clear

evaluation criteria and performance measurementesydefore and after training.

Keywords: Training Plan, Strategic Business Plan, Training oBram, Training need

Assessment, Training Evaluation

Vil



CHAPTER ONE
INTRODUCTION

1.1. Background of the Study

It is often said that an organization is only asdjas its people. Organizations of all types and
sizes have at least one thing in common. Thatdyg #il need people; Human beings to run the
organization. It is therefore currently for all argzations to employ competent and motivated
workers to ensure the growth and survival of thgaaization. In addition, the survival of any
organization depends on the quality of human resoaf the organization. An organization use
training to overcome deficiencies in employees. e@fteffective training can produce
productivity gains that offset the cost of trainifigaining is especially important in industries

with rapidly changing technologies.

Training is a learning process whereby people aedhie necessary skills and knowledge to aid
in the achievement of goals (Dessler, 2013). Bexdearning process is tied to a variety of
organizational purposes, training provides empley@gh specific identifiable knowledge and
skills for use on their present job. It is no longequestion of whether we want to develop our
human resources or whether we should develop amahuesources, it is a matter of survival
for our society that we develop human resourcedlsSknd knowledge can easily become
obsolete in same way as machines or technologyf. &oorganization is to survive these must
be constantly kept up to date.

The human resource or personnel department is medpe to undertake the function of
upgrading skills and knowledge of the employees gl is done through training, educating
and developing. The three terms are almost the .sénay are only different aspects of the same
idea. Training includes those activities that seiwamprove an individual performance on a
currently held job or one related to it. It focus (Gormal or informal, group or individual) short-
term learning experience designed to import or ower the skill, knowledge, and job
performance of employees. Training activities angptemented with more traditional education
and training courses by human resource departraantersities, and private trainers. Training

program can be given in the institutions home effraining facilities or in house at companies.



Since the need for training is of no question, onigaions have to conduct it effectively and
efficiently. Having own training center and sendiagnployees abroad do not guarantee that
employees performance is improved through incremseproductivity, reducing cost of
operational error. The important issues is whetirenot the need is assessed, an objective is
established, appropriate methods and delivery systare selected, the program is well
implemented and close evaluation and follow upaisied both during and after the program. In
general, this paper tried to assess the practioemgfloyee training and challenges in Global

Insurance Company.

1.2. Statement of the Problem

Now a day the insurance industry has an integrel gfathe financial market. The insurance
sector, like other financial services, has growegéonomic importance. This growth contributed
to rising for insurance demand and rising insuraseetor employment. It is being busy with
many service providers, each providers at reguéerval, is coming out with innovative

products and innovative ideas to gained the market.

General insurance companies, under such situahliamse to make extra effort to maintain its

leadership position in the insurance business. dit@nging organizational environment in the
industry pushed managers to improve efficiencyhim production and service delivery process
by increasing their ability to use the best practoé people management at the time. Carefully
selecting employees doesn’'t guarantee they wilfoper effectively. There may be a gap

between employee knowledge and skill and whatdhelgpmand. Even high potential employees
can't do their jobs if they don’t know what to dotwow to do it (Dessler, 2013). The gap must
be filled through training programs. Human resouptays an important role in insurance

industry, so that insurance companies has to utathelts the dynamics of human resource and
attempt to cope with changing situations in oradedéploy its human resource effectively and

efficiently. And training helps to reach this targe

Generally, absence well established training angldpment policy, lack of adequate budget,

inadequate needs assessment, inappropriate trainthgevelopment objectives, trying outdated



training and development methods, and lack of ckgeervision and follow up are the major

problem that most organization in Ethiopia arerigqiTamirat, 2007).

The researcher conducted formal and informal im&rs to obtain preliminary information

about the practices and challenges with respectihdoresearch. Based on the information
insufficient training budget, lack of inadequateedg assessment, inappropriate evaluation of
performance, negligence of management to the tigiprograms, and lack of close supervision

are some of the problems that GIC is faced.

Therefore, this study aimed to assess employea&isiig program practices and challenges by
considering these problems and analyzed the ova&taltions in Global insurance with respect

to training.
1.3. Research Questions
This research tried to answer the following basgearch questions

» To what extent the training program aligned todbmpany strategic business plan?
» How training needs are determined in the company?
» What are the methods used to evaluate trainingsrder to enhance the worth of the
program?
» What are the key challenges company faced duragitig program?
1.4. Objectives of the Study

1.4.1. General Objective

The general objective of the study was to assegdogee’s training program practices and

challenges of Global Insurance Company.

1.4.2. Specific Objectives
» To assess the extent in which training programmaliigto the company strategic business
plan.
» To assess the training need assessment practice cdbmpany.

» To assess the company practice on evaluationiafrigagprograms.



» To identify challenges that facesthe company.
» To make appropriate recommendations to the magonitrg program problems in the
company.
1.5. Definition of Terms Provided by the Researcher as &&d in the Study
- Industry : The insurance industry includes of all the insgeacompanies that are active
in Ethiopia.
- General Insurance Any insurance that is not determined to be Iifsurance (Non-life

insurance).

1.6. Significance of the Study

Importance of this study wasthat it provides pdss#uggestions for the weaknesses of the
training program of the company. And this will hele company in modification of the way it

conducts the training activities. In addition, elps the researcher to acquire knowledge and
practical experience, and also for the partialilfaient of the requirements for master’'s degree
in business administration. Furthermore, it willthas a source document and as a stepping

stone for those researchers who want to make fusthey on area afterwards.
1.7. Scope of the Study

All organizations for profit or not for profit neeefffective training practice to up-date their
employee’s skill and experience which contributesthiie productivity and profitability of an
organization. Conceptually, this study mainly faesi®n employees who are participated in the
training program of the company and it doesn't ref@ployees who are not participated in the
training program of the company. Geographically #tudy focuses at head office and nine
branches located in Addis Ababa only. It would hagen more convenient if the study had been
made in all branches of the company but due to dttime constraints the research is limited
to Addis Ababa.



1.8. Limitations of the Study

There could have been other needed informatiors $tidy was limited in the information and
data gathered until the time frame of preparatibthis paper. Since the Ethiopia industry is still
in progress, the result of the study may have étiths to make generalizations and make them

applicable to the country as a whole. However,alyrhe useful for employees training program
related areas in the insurance industry.

1.9. Organization of the Study

The paper consists of five chapters. The first tdraleals with the introduction part of the study;
the second chapterdiscusses on the details okdelaérature of the study; the third chapter
concerned with research design & methodology ofstingly; the fourth chapter focus on data
presentation & analysis of the study; the fifth gtes, which is the closing chapter focus on the

conclusions and possible recommendations are fdriaxathe researcher based on investigation.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

This chapter presents a comprehensive review ewaek literature, different books, articles,

published thesis and other secondary data to defidegive background to the meanings and
importance of trainings. The detail discussions Hreories in training practices, importance of
training, best ways to develop training progranetedmining training needs, training objectives,
types of training program, evaluation of trainingpgram and findings of related researches to

this study.

2.1. Theories in Training Practices
2.1.1. What is Training ?

Training can be defined as a learning process \blyepeople acquire the necessary skills and
knowledge to aid in the achievement of goals (@s®@013). The focus of training however is
on the job or task to be performed. The need te ledficiency and safety in the operation of

particular machines is as one example.

According to Palanichamy (2012) training is bagdica learning experience, which seeks a
relatively permanent change in an individual’s Iskiknowledge, attitudes or social behavior.
This means that, there is the need to improvingleyee’s skills and knowledge so that he or

she becomes efficient to work on both present ahdd jobs and tasks.

Almost all organizations have recognized the imgumoee of training to the development of their
organizations. The birth of new technologies hasleneertain jobs and skills redundant. As a
result there is an increasing emphasis on the fared skilled and highly trained workforce.
Many of the jobs and skills that have been replabgdmachines, equipment and other
technological devices are as a result of their llesknature, thus this emphasizes the need for
labor to attain more education and skills to beeatd secure employment in the future
(Rodriguez & Gregory, 2005). For a training progreorbe successful there is the need for the
organization to identify the training needs of tirganization. The organization can measure if

the training has been successful or not if then&é@s do not learn what they are supposed to



learn, thus do not perform better than they usedHtavever, if trainees return empty from the
course designed for them without any substantialtrdmution, it could also mean that even
though the organization might have done all thah@sessary to ensure a successful training
program, the wrong candidates might have been tedledor the training program

(Soumehsaraei&Gilaninia, 2016).

Torraco (2016) stated that, learning takes placermthe behavior of people changes based on
the results from experiences. Thus one can exarhiearning has effectively taken place by
comparing individual's behavior before on specjbbs and tasks to after experiences on jobs
and task. It can, therefore be concluded that tisen® learning if there is no evident behavioral
change. Since training is generally intended tovipl® learning experiences that will help

employees attain more skills and knowledge, it niwigiw the learning principle.
2.1.2. Why Training?

Carefully selecting employees doesn’t guaranteg Wik perform effectively. There may be gab

between employee knowledge and skill and whatdhedpmand. Even high potential employees
can't do their jobs if they don’t know what to doleow to do it. The gab must be filled through
training programs. Therefore, employees must be @blearn new knowledge and skill in order

to survive in the workplace and to cope with chaggirganizational demands (Dessler, 2013).

Training can bring tangible benefits to both thgamization and the employees. The major

purposes of training (Bloisli, 2007) are:

» It creates an understanding of how to work moreatiifely as part of a team, and the
employee’s role in contributing to the organization

> Itimproves employee’s performance.

The employee who receives the necessary trainingae able to perform in their job. The
training will give the employee greater understagdof their responsibilities within their role,

and in turn build their confidence.



» Ensure employees are flexible and able to responchénge, which in turn provides
them with increased job security as they can moweral the organization when their
jobs become obsolete.

» Itimproved employee’s satisfaction and morale.

The investment in training that a company makesvshemployees that they are valued. The
training creates a supportive workplace. Employeay gain access to training they wouldn’t
have otherwise known about or sought out themselagployees who feel appreciated and

challenged through training appropriate may feetergatisfaction towards their jobs.

> It addresses weaknesses.

Most employees will have some weaknesses in thaikplace skills. A training program allows

them to strength those skills that each employeesi& improve.

» Itincreased innovation.

Ongoing training and up skilling of workforce camceurage creativity.

» Ensure that their staffs have capabilities andsskdl enable them to be more effective in
the workplace.
> Increased productivity.

Productivity usually increases when a company imglets training courses. Increased
efficiency in processes will ensure project sucosbgch in turn will improve the company

turnover and potential market share.

» Reduced employee’s turnover.

Staffs are more likely to feel valued if they anwasted in and therefore, less likely to change
employees. Training is seen as an additional cogpnpanefits. Recruitment costs therefore go

down due to staff retention.



2.1.3. The Training Process

In today’'s changing environment, employees needitiaddl training to cope with those
changes. In this respect, organizations are redjuimebe engaged in continuous employees

training programs.

According to (Aswathappa, 1997) the steps in thmimg process are:

1. Organizational objectives and strategies
2. Assessment of training needs.
3. Establishment of training goals.
4. Devising training program.
5. Implementation of training program.
6. Evaluation of result.
Organizational objectives and strategies
4
Assessment of training needs
4
Establishment of training goals
: 2
Devising training program
4

Implementation of training program

Evaluation of results

Figure 2.1 Training Process

2.1.3.1. Organizational Objectives and Strategies

The first step in the training process in an orgaton is the assessment of its objectives &
strategies. Organizational objectives are idertiiagoals towards which all organizational
activities are directed. They are the end resutheforganization’s operations. An organizational
strategy is the sum of the actions a company irsteiodtake to achieve long term goals.
According to (Aswathappa, 1997) organizations nmassess the strength and weakness of its

9



human resource after answering these questions, business are we in? At what level of

quality do we wish to provide this product or see# Where do we want to be in the future?

2.1.3.2. Need Assessment

The needs assessment helps make the training mélewal realistic for the organization
immediate needs. It is beneficial to perform thasseessments periodically to determine the
training needs of an organization, employee’s kieolge, and skills and also training program

effectiveness.

If training need analysis is in correct at thisgstathen the later training activity will be in

appropriate and organizations could end up wasiiing, resource and also demotivating staff.

A training needs assessment helps companies tondeéewhether training is necessary or not

by conducting analyses on three levels (Desslér3R0

1. Organizational analysis
2. Task analysis

3. Person analysis

Organizational Analysis

Organizational analysis focuses on the firm’s sfyat mission, goals, and corporate plans are
studied, along with the result of strategic humasource planning (Mondy&Martocchio, 2016).
This implies that organizations strategic goals plachs must carefully be examined in line with
the human resource planning. In other words, aaegrdo (Mejia, Balkin&Cardy, 2012),
conducting an organizational analysis is about rdgteng what resources are available for
training, what are the mission and goals of thewoization in regards to employee development,
and what supports will be senior management ancagean give toward training.

Task Analysis

This approach focuses on the task required to aehiee firm’s purpose. The important data

sources for this analysis level are job descripfisancevich&Konopasske, 2012). The aim in

10



this approach is to give new employees the skill emowledge they need to the job. For task
analysis job description and specification are m&sle Thus, job analysis is a means by which
facts relating to the job are obtained. If a humesource development program mounted for a
specific job is to be successful, there is a need fclear definition of what the job entails arid o

the qualities needed for its performance. (Matha&bn, 2006) the job analysis must include:

» A detailed examination of each task component efdb.
» The performance standard of the job.
» The method and knowledge the employee must userfarming the job task.

» The way employee learns the method and acquiresetb@ded knowledge.
Person Analysis

Another training need analysis is person analysiexamines how well an employee performs
critical tasks and their knowledge, skill, and #ypito perform it (Goldstein& Ford, 2001). This

approach focuses on three basic questions. These ar

» Who needs to be trained?
» What do they need to do differently from what tlaeg doing today?
» What kind of knowledge, skill, and ability do empées need?

Information about the person’s job behavior cambi@ined by:

Directly observing job performance
Reviewing supervisory evaluation of performance

Using diagnostic tests, such as written abilitysesmd work samples

YV V VYV V

Discussing with employees their individual job menhance and factors that may inhibit
that performance (Mathis& Jackson, 2006).

Once actual employee’s performance is identifiedb&dow standard, the next step is to
determine the kind of training needed to equipeahmloyee with specific knowledge and skill

required for better performance.

11



2.1.3.3. Establishment of Training Objectives

After clearly identified the training needs, thexherocess is to establish objectives. An
objective is a specific outcome that the trainingtlee development program is intended to

achieve (lvancevich&Konopasske, 2012).

Human resource development experts suggest thattolgs should be stated explicitly and

answer the following questions (Mondy&Martocchi©,18):

» What should the trainees be able to do after tngihi
» Under what conditions should the trainee be abfgetform the trained behavior?

» How well should the trainee perform the traineddyebr?

Training objectives must be specific, measurabld #ime targeted (Mejia, Balkin&Cardy,
2012). Objective with such characteristics serveumber of purpose. According to, Mejia,
Balkin&Cardy, (2012), the objective for a trainipgogram should be based on the assessment
phase. Each objective should relate to one or nodréhe knowledge, skill, and abilities
identified in the task analysis and should be emgling, precise, achievable, and understood by

all.
2.1.3.4. Training Method

There are many different methods for developing agenal abilities and providing
opportunities for non-managers to acquire job eelakills. Some of the major methods that can
be employed for managers and non-managers aresdestielow.

A. Presentation Method

The aim of presentation method is to teach fadtdl, attitude or concept without requiring
trainees to practice the material taught or to ggepee how the material taught translates in to
behavior (Bloisli, 2007). The three major presaataimnethods are (1) lecture, (2) conference,

and (3) programmed instruction.

12



1. Lecture

The lecture method is applied in both training a@edelopment. In a lecture, the material to be
taught is presented by subject — matter expertrém of recipients. It is the most widely

accepted method and also economical because anlangieer of people can be trained using one
instructor. However, participants do not share eaitier experiencesand hence the learning is
confined to what the lecturer has to say (Des&l@t6). This method can be backed by a number

of media such as slide, overhead projector, vigentalosed circuit television etc.
2. Conference

A conference is a group meeting conducted accordin@gn organized plan in which the
members seek to develop knowledge and understahgirptaining a considerable amount of

oral participations (Mathis & Jackson, 2006). Tigectives of the conference method are:

» To share idea and experience and pool informatioong participants.
» To solve problem common to a group.

» To get acceptance of new idea and policy.
3. Programmed Instruction
Programmed instruction is a highly structured indlnalized learning method that:

Specifies what is to be learned.

Breaks down the learning topic in to small step.

Requires the learner to respond to each step dé#neing process.

Tests the learner’s knowledge at the completiogagh learning step.

Gives the learner feedback of whether a correstamrrect response was given.
Tests the knowledge or skill acquired at the cotgueof training (Blosli, 2007).

VvV V V V VYV V

Programmed instruction as an individualized leagmrethod has several advantages. It:

» Requires the trainee’s active involvement and mhesi immediate feedback to the

trainee.
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» Permits the trainee to learn without being inflleshdy other, and at a time that is
convenient.

» Minimizes or eliminates the need for an instru¢ddondy&Martocchio, 2016).
B. Simulation Method

Simulation method presents trainees with an adifiepresentation of an organizational group
or person situation and require them to react asutfh the situation were real (Mathis&
Jackson, 2006). Some of the methods that are iedlud this category are (1) case study, (2)
role- playing, (3) in basket training, and (4) mgaaent games.

1. Case Study

In the case method, trainees study the informaironided in the case and make decisions based
on it. The goal of the case study method is to ipe¥rainees with the opportunity to sharpen
critical thinking skills (Mondy&Martocchio, 2016)When cases are similar to work related
situations trainees can develop decision makingmoblem solving skills, as well as increase

their abilities in judgment.
2. Role Playing

In role playing method, participants are requiredréspond to specific problems they may
encounter in their jobs by acting out real — wasitliations. Rather than hearing an instructor
talk about how to handle a problem or by discussingarn by doing (Mondy&Martocchio,

2016). Moreover the following are some of the majdvantages of role playing:

> Practice in trying out new behaviors
» Immediate feedback from other participants andrbkguctor

» A high degree of transfer of learning to future pdhavior (Mondy&Martocchio, 2016).
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3. In- Basket Training

In basket training method, participants are askeéstablish priorities for and then handle a
number of business papers, e-mails, texts, lettepgrts, and telephone messages that would
typically cross a manager’s desk. In the in- basianing the participants is analyzed and
critiqued on the number of decisions made in theetperiod allotted, the quality of decisions,
and the priorities chosen for making them (Mondy&Machio, 2016).

4. Management Games

This method is used to develop the decision — ngplgkill of managers or to transmit

information about how a real organization operat€éhe game allows two competing

management groups to make decisions about prodentges, people, technology, and other
variables. The decisions taken are computed torrdete each group’s performance. This
simulation exercise is used to help the participanhderstand the integration of several
interacting decisions, the ability to experimentthwidecisions, the provision of feedback
experiences on decisions, and the requirementdéeisions be made with inadequate data,

which usually simulated reality (Mejia,Balkin&Car@p12).
2.1.3.5. Implementing the Training Program

Training program should aim at enabling organizegito achieve their objectives. Hence, the
program should be set up after having clear —cjgatibes in mind. In every program decisions
have to made as who should be trained, who aren#frictors, where and when the program is
to be conducted and what are the material requinesnévioreover, according to Mathis&
Jackson, (2006) providing answers to questionsvikat skills are going to be taught, what kind
of employee development is sought, what long orrtskerm objectives are proposed will

determine the design and details of the programs.

Since training program decisions are based onamsideration, the management must believe

that the program will:
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> Increase the skill and knowledge of employees agmtcd, they will perform better
towards organizational success.

» Motivate employees to learn and attain their pemkgoals.

» Provide feedback to improve the program.

2.1.3.6. Evaluation of Training

Evaluation is the final phase of the trainingprogrdt is a means to verify the success of the
program, i.e. whether employees in the programhdqgdbs for which they have been trained. As
Mejia,Balkin&Cardy, (2012) noted, the concept ofkwation is most commonly interpreted in
determining the effectiveness of a program in rmtatto its objectives. Human resource
development is an investment in people. The maason management investment in training
and development program is that to help employepeidorm better in the achievement of
organizational objectives. Hence, evaluation isemms to assess the cost/benefit of the program
to the organization. However, as Mathis& Jacks@®06) noted, evaluation is like brushing
your teeth after every meal everyone advocatestifdw actually do it. Evaluation can be done

for various purposes. It may be done:

» Toincrease effectiveness of the program while gaing on.

» To increase the effectiveness of the program todbe next time.

» To help participants to get feedback for their ioy@ment and efficiency.
» To find out to what extent the objective are achak{Blosli, 2007).

In evaluating the worth of specific programs, s#tsneasurement criteria should be identified.
These, according to Donald L.Kirkpatrick (2009):

Reaction

What did the participant think about the progranaPtiBipants react to the learning experience
by forming opinion and attitude about the instructthe methodology, participation in the
learning session and how well he liked the prog@uganizations evaluate the reaction levels of

trainees by conducting interviews with or admirasitrg questionnaires to the trainees.
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Learning

Did the participant learn what was intended? Lewyrevaluation requires the measurement of
what participant has learned as a result of hidfagring i.e. the new knowledge and skill he/she
has required or the change in attitude, ideas.rniegidevels can be evaluated by measuring how

well trainees have learned facts, ideas, conctpsries, and attitudes.

Job Behaviors

Did the learning transfer to the job? Job behawwaluation is concerned measuring with
measuring the extent to which participant has aepplhis/her learning back on the job.
Evaluating training at the behavioral level meansasuring the effect of training on job

performance through observing job performance.

Results

Employers evaluate results by measuring the effdcttraining on the achievement of

organizational objectives. Has the training helpeganizational performance? This evaluation
attempts to measure the effect of change in thebgavior of the trained employees on the
functioning of the organization and the behavior atfier employee. The changes may be

ascertained in such terms as improvement in sedatieery, productivity or reduction in costs.

Ultimate Value

Has the training affected the ultimate well- beofgthe organization? Here evaluation aims to
measure how the organization as a whole has bedefibm the training in terms of goal

achievement, survival or growth.

To measure the effect of training program usingdtiteria mentioned above requires using data
gathering method such as questionnaire, intervie abservation. Other measures like
management audit, survey, analysis of record anfdpeance data, expert opinion, test and the

like can be used to collect evaluation informatigml).
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In sum, human resource development to be usetubtio the organization and the employee the

management concerned should:

Properly assess needs

>

» Formulate clear objectives

» Design program to meet the needs and to attairciNgs
>

Conduct cost/benefit evaluation

If the training shaped the employees in such a agato fit the job requirements, then it can be
concluded that organizations have achieved thgectibes and in turn they have also justified

the investment made in human resource.
2.1.4. Types of Training Programs

Training is one of the most important tools avd#ato organizations. Management can make
use of training programs to enable the organizatawhieve their objectives. This is possible by
developing the skills and competencies of their leyges. There are different types of training
programs. The most common ones are briefly discuissw:

2.1.4.1. On-the-Job Training

On-the-job training is conducted on the job, toalep the skills of non-managerial employees.
The employee is placed into the real work situatiod shown the job and the tricks of the trade
by experienced worker or the supervisor (Mondy&Machio, 2016). According to Mathis&
Jackson, (2006), on-the-job training includes savaeps.

1. The trainee receives an overview of the job, itpse, and its desired outcomes, with an
emphasis on the relevance of the training.

2. The trainer demonstrates the job to give the enggd@/model to copy.

3. The employee is allowed to imitate the trainer'araple. Demonstrations by the trainer
and practice by the trainee are repeated untjoitvés mastered.

4. The employee performs the job without supervision.
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2.1.4.2. Off-the-Job Training

Off-the-job training programs takes place outsigde ¢mployee work environment. This can be

course work at local colleges or other traininditoges.

Yet off-the-job training is sometimes necessargeb people away from the hustle and bustle of
the work environment. This enables the trainedudystheoretical information or be exposed to

new and innovative ideas(Blosli, 2007).

According to (Stredwick, 2005), it can also helgitee an immediate good first impression for a
new employee. Trainees can make mistakes withcritfélar of an immediate cost to the
organization and tests can be set up for each stagmsure that the job has been learnt

thoroughly before being released in to the realkingy situation.
2.2. Empirical Review

Edom (2015), Conducted a research on the assess&iheaining practices and challenges of
Management Science for Health Ethiopia. The mam @fi the research conducted was to assess
the overall training practices and challenges ohdMgement Sciences for Health-Ethiopia and
how training need assessment is conducted, howirtgais designed, how it is delivered and
evaluated, and finally to find out the major chagjes of training.

She used questionnaire and interview to collectath.dThe data were gathered through a
combination of both unstructured interviews witlgtier level managers and a questionnaire
addressed to the employees of the organization. ddta received were analyzed both

qualitatively and quantitatively by using narratemd descriptive statistic.

On her work, she found that limited training progsare conducted in the organization by
following the basic four steps which are assessiaigping needs, designing training programs,
delivering training and evaluating the outcomestraining. She also indicated that lack of
training need assessment, unavailability of fundiagk of proper training plan, and difficulty in

evaluating training outcome are mostly consideredhe factor that hinder training programs

from becoming successful. She recommended that coricating professional development
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opportunities and training policy of the organieati conducting a formal training need
assessment by involving the employees in identfyimeir training needs, increasing allocation
of funds and evaluation has to be also practicethalway through the training programs using

the various assessment techniques.

Tazebachew (2011), conducted a research on thecingbaraining on work performance in

Ethiopian Ministry of Health. The main aim of thesearch conducted was to investigate the
actual training practices of Ethiopian Ministry Bialth at Addis Ababa head office and its
effectiveness in improving the performances of eygés using the social identity theory model

of training practice and its impact.

He used questionnaire (quantitative) and semi-tred interview (qualitative) for data
collection. His work was concentrated on primaryadeollected using the above methods from
the employees and managers of Ethiopian Ministifexdlth. The focus of his research was only
in Ethiopia ministry of health among other publiganizations particularly the head office and
he gathered data from selected sample employeesanithg manager of Ethiopian Ministry of
Health.

On his work, Tazebachew found that Ethiopian Mmyisif Health has enough experience and
has been involved in a reasonable training for vesier the past few years. Hence, this
continuous employee training has significant rofe the development of individual and
organizational performance in Ethiopian Ministry ldéalth and generally in Ethiopia public
organizations. He also indicated that training thigpian Ministry of Health is not as planned
and systematic as the organization would have watatenave it. According to him, the major
barrier to conduct result oriented training praetis that the process involved in training were
not appropriately followed because of the cost @ased it and lack of coordination in some
division of the organization. He recommended thdilis organizations should allocate enough
budgets, develop clear performance measurememnsystfore and after training. In this regard
the research result might be confined with onlynirey practice of that exists within head office
of Ethiopian Ministry of Health. It might not com&r other areas outside of the health sector and
it is difficult to conclude that the result of thstudy is concerned about all Ethiopian public

organizations.
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CHAPTER THREE

RESEARCH DESIGN AND METHODOLOGY

This chapter presents the methodology used for gitteering as well as the relevant statistical
analytical tools that have been employed for anatyihe results that gathered during the study.
The subsections below included research desiggettgsopulation, sampling technique and
sample size, source of data, data collection puresgd methods of data analysis, reliability and

validity of the research and ethical consideration.
3.1. Research Design and Approach

After the research problems were identified, treeaech design was built to answer the research
guestions. The design that considered for the relseeas descriptive. This method was selected
because of the fact that the main objective of miatbee research is describing the state of affairs
as it succeeds at the time of the study. Sincegémeral objective of this research was to assess
the practices and challenges of training in the mamy, this method was found to be an
appropriate for analyzing vast information. Theegsh was used both quantitative and
gualitative research methods. The participants weseagerial and non-managerial employees
of GIC.

3.2. Target Population, Sampling Technique & Sample Size
3.2.1. Target Population

The target population of the study was employeesG6E that was comprised of all its
managerial & non-managerial employees who are wgrki head office and nine city branches.
The total number of target population was one hedidwenty (120). However, the focus was on

employees who are participated in training progcdithe company.
3.2.2. Sampling Technique

Purposive sampling technique were used in the sagqgirocess of the population of the
research, based on the fact that these indivichaale been participating in the training program

of the company and have the knowledge of the rebemsue and also the willingness to
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participate in the research.The number of intereiewere limited to one, because the researcher
is unable to include top managers as they are napfpinted and the researcher believes that
the information being collected from HRD manageisvegafficient to this study based on his
responsibility of the company training program aanhthe knowledge of the research issue and
also the researcher planned to collect more infaomdrom the other employees with the help

of questionnaire.
3.2.3. Sample Size

Based on the purposive sampling technique, 71 emapk of different department in the
company were selected and questionnaire distribdted also the human resource development

& property administration manager were interviewed.
3.3.  Source of Data

Data for this study was obtained from primary sesrcPrimary data was sourced from
guestionnaires given to the employees and intesziehhese questionnaire & interviews

provided information on how the company has beaning the training program.
3.4. Data Collection Procedures

The researcher used questionnaires and interviewoltect data. Questionnaire is a kind of
primary data that focus on the training practiced ehallenges was prepared. The questionnaire
was closed ended in nature. It had two parts: pag was contain the background of the
respondents that could be used for demographiysisahnd work experience in their company.
Part two contains questions that requesting theoredents to state their opinions and agreement

or disagreement on the issues of training practoelschallenges in the company.

The semi-structured interview was presented for drumresource development and property
administration department manager. Because of lehébility approach to questioning semi-

structured interview was designed and conducted.

22



3.5. Methods of Data Analysis

Both qualitative and quantitative data were coéldctThe qualitative data sources were analyzed
using content analysis technique. Quantitative datysis was done using statistical package
for social sciences (SPSS) software version 20quenecy distribution and percentages were
used for the quantitative data analysis. It waglusedetermine the proportion of respondents
choosing the various responses. This was doneafdr group of items relating to the research
guestions. The proportions showed the diverse vavesnployees on the various sub-issues and

also tables were used to ensure easy understaoiding analysis.
3.6. Pilot Testing

Reliability and validity are to main key characstigs which ensure the quality of research.
Reliability refers to the consistency of finding$ere are for types threats which might affect to
the research reliability. They are: participantoerand bias; researcher error and bias. A
research’s validity refers to which extend the aacy of the results. The researcher included 71
people which were considered as sufficient amodinpasticipants to represent for the target
company. Moreover, they were participated in theagany training program; this increased the
reliability of the research. The questionnaire wasigned and handled out the participants for
one week, so that they could answer with sufficiene. Interview was conducted individually
by face-to-face.

The researcher explained to interviewee the reksemuic, the purpose of interview, and the
information which he provided was only served forstacademic study. Furthermore, the
interviewee agreed and felt comfortable to do titerview in the work place, so there was no

pressure of emotional constraints. Therefore, ghhaffect positively to this answers.

During interview the interviewee were given timethink before he answer in each questions.
The order of questions was followed, except thezeeveome additional questions the researcher
put up to understand clearly the interviewee answaed to gain more needed information. And

he was not showedhesitate attitude as well asedficssanswer.
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3.6.1. Reliability Test

Cronbach’s alpha is a coefficient of reliability.is commonly used as a measure of the internal
consistency or reliability of Psychometric testrector a sample of examinees. Hence, as sited
from (Tsiduk, 2018), coefficients of 0.90 or greadee nearly always acceptable, 0.80 or greater
is acceptable in most situations, and 0.70 maydpeopriate in some exploratory studies for
some indices. By tracing this literature the reslear tested the reliability of the items which

were developed for respondents.

Cronbach’s alpha was calculated for this researohea sample of 10 questionnaires and the

result is depicted in the following table.

Table 1: Reliability Table

Cronbach’s N of items
Alpha
935 36

Source: SPSS result, 2019

3.7. Ethical Consideration

The researcher maintained scientific objectivityotitghout the study, recognizing the limitation
of his competence. Every person involved in thestwas entitled to the right of privacy and
dignity of treatment, and no personal harm was @@us subjects in the research. Information
obtained was held in strict confidentiality by thesearcher. All assistance, collaboration of
others and sources from which information was drasvacknowledged. The following ethical
considerations were at the base of this researblksel were: fairness, openness of intent,
disclosure of methods, respect or the integrityhef individuals and informed willingness’s of

the part of the subjects to participate voluntaoitythe research activity.
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CHAPTER FOUR

DATA ANALYSIS AND INTERPRETATION

This chapter focuses on presentation, interpretagad analysis of the data collected to assess
the existing training practice and challenges i€ GRelatively more data were collected from
sample employees of the selected company by usiegtignnaire. The responses obtained
through questionnaire were supplemented with sémctsired interview.

4.1. Response Rate

The questionnaire was considered finalized afterpitot test. Accordingly, the total number of
guestionnaire distributed was seventy one (71) tardreturned questionnaires are sixty eight
(68) with a response rate of 95.78%.

Table 2: Distributed & Returned Questionnaire

Number of distributed and returned questionnaire

Distributed 71 100%
Returned 68 95.78%
Not returned 3 4.22

Source: own survey, 2019

Table 2 above shows that 95.78 of the distributeestionnaires were returned & valid. On the
other hand 4.22% of them were not returned andlicthvBlowever, 95.78% was sufficient to

make analysis for this study.
4.2. Respondents Profile

Thissection of the study is concerned with the dgrahic analysis of the respondents to
understand the employees who participate in fillithge questionnaire for this research.
Respondents were requested to fill their Gendemr, Afducational level, Service years, and
working department in the Global Insurance Comp8hgare Company. Hence, the profile of
respondents is presented as follows.
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Table 3: Respondents Profile

Frequency | Percent (%) Cumulative
(F) Percent
Gender
Valid Male 40 58.8 58.8
Female 28 41.2 100
Total 68 100
Respondents’ Age
Valid <25 13 19.1 19.1
2510 35 37 54.4 73.5
36 to 40 12 17.6 91.2
41 to 50 5 7.4 98.5
51 to 60 1 1.5 100
Total 68 100
Educational Background
Valid Diploma 16 23.5 23.5
First Degree 47 69.1 92.6
Second Degree 5 7.4 100
Total 68 100
Length of Service
Valid < 3 years 17 25 25
3 to 5 years 25 36.8 61.8
5to 7 years 16 23.5 85.3
More than 7 years 10 14.7 100
Total 68 100
Department
Valid Underwriting 35 51.5 52.2
Claim 6 8.8 61.2
Finance 8 11.8 73.1
Human Resource 5 7.4 80.6
Marketing 3 4.4 85.1
Audit 2 2.9 88.1
IT 1 1.5 89.6
Legal 2 2.9 92.5
Engineering 5 7.4 100
Total 67 98.5
Missing 1 1.5
Total 68 100

Source: Questionnaire Survey Data, 2019

The above table shows that the male respondentseetbmajority of the sample population with

a total number of 40 representing 58.8%, while &®ondents were female representing 41.2%.
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This analysis is an indication of a slightly higtalea composition of the members of employees
of GIC. The age distribution of the respondentat t&; 91.2% of the respondents areless than 40
years, 8.8% fall above the age of 41 years. Frosnahalysis can be easily understood that most
of the employees are young to do a lot for the mmgdion and trainable. In the above table, it
can be seen that educational backgrounds of resptsmdhold a range of educational
gualifications from Diploma to Master's Degree |evBlajority of the sample group were
holding first degree which accounted 47 of the oesient’s i.e 69.1%. 5 out of 68 respondents
were master's degree graduates that representfig. Among the respondents 16 in number or
23.5% are diploma holders. This indicates that fgeop different educational qualification are
present in the organization; this implies differeels of training practice which is planned and
well organized may be required to improve theirfg@nance. And also all employees are
capable of understanding and answering the questibthe questionnaire.The respondents have
served in GIC from one year to above seven yealss Teans the organization has a
combination of experienced and young professiondls require constant refresher training to
update their skill and perform on the job. It candeen that respondents who have served less
than 3 years 17 representing 25%. The majority esfpondents have been working with
organization to 3-5 years were 25 representing@6MBespondents who have served between 5-
7 years followed with a frequency of 16 represen@3.5%. The remaining respondents more
than 7 years accounted 10 representing 14.7%.Rdsptswere also asked to indicate their
working department to measure the organizatiomitrgidistribution. It can be seen in the above
analysis the organization training program reldyiflows on to various departments that require
various kinds of consistent, planned, and well pizged training to enhance their skill, attitudes,

knowledge and competencies for improved workergoerance.

4.3. Analysis of Collected Data

Descriptive analysis of the respondents’ resporsritatraining practices and challenges are
shown in tables below. Accordingly, the resultsantéd from the questionnaire of the 68
respondents are presented below. The researchsideced the respondents level of agreement
in the following way, strongly disagree and disagoensidered as disagree and strongly agree
and agree considered as agree. The score of werand low have been taken to represent a

variable which had a mean score of 0 to 2.5 orctimtinuous likert scale. The scores of medium
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extent have been taken to represent a variableamitiean score of 2.5 to 3.4 on the continuous
likert scale and the score of both high and veghhextent have been taken to represent a

variable which had a mean score of 3.5 to 5.0 condinuous likert scale (Oslon, 2004).

Table 4: Respondents Opinion about Company StrategiBusiness Planand its Alignment
with Training Plan

Statement Strongly | Disagree | Not Sure | Agree Strongly | Mean
Disagree Agree
F | % F | % F | % F % F %
The company has a 5 |74 |8 11.8| 6 | 88| 271 397y 22 324 3.78
clearly defined strategia
business plan
Employees aware of the 17 | 25 24| 353| 21 309 5 7.4 1 1.5 2.25
company strategic plan
The company training |10 | 14.7 | 30| 44.1] 11 16.2 12 17/6 5 7.4 2.59
plan aligned with its
overall strategic plan
The company has a 8 |11.8| 17| 25 30| 441 7 108 5 74 276
written training policy
The training policy is |9 13.2 | 32| 471 19 279 6/ 88 2 29 241
well communicated to
the employees
Missing 1 1.5%
Aggregate Mean 2.76

Source: Questionnaire Survey Data, 2019

As indicated in the above table, 72.1% of the radpats agreed that the company has a clearly
defined strategic plan, and 19.2% of the resporsdeaitd that the company do not have a clearly
defined strategic business plan. 8.8% of resposdeot sure that whether the company has a
clearly defined strategic business plan or not} #lao supported by mean score of 3.78.
Whichimplies the company designed strategic busip& to achieve its goals. However, about
60.3% of respondents do not aware of the compaategic business plan and mean score 2.25
also indicated. This implies absence of transpgré@m¢he company. 58.8% of the respondents
said that the company training plan not alignedwg overall strategic business plan and 16.2%
of the respondents are not sure that the compargising plan is aligned with its overall
strategic business plan, even if the mean scores2b9 moderate level. Moreover, 44.1%o0f

respondents are not sure that the company hasti@mwitraining policy withthe mean score of
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2.76, but 36.8% respondents said that there is nittew training policy in the company. And
also 60.3% respondents responded that the compinyell communicated the training policy
to its employees with the mean score of 2.41. thies the company not properly working in
aligning training plan with overall strategic busss plan even if, the aggregate mean score
indicates 2.76 moderate level. Hence, linking irajnplan with strategic business plan helps
ensure the businesses achieve corporate outcomsigh increasing available skills and
capability in areas of strategic importance (Palaamy, 2012). Awareness of the company
strategic plan has a contribution to effectivelg ukeir talent towards achieving the company

strategic objectives, but that is not well commated to employees as well.

Table 5: Respondents Reaction to Training Needs Asssment

Statement Strongly | Disagree | Not Sure | Agree Strongly| Mean
Disagree Agree
F | % F | % F | % F % F %
The company training |11 | 16.2 | 33| 48.5] 9 132 12 176 B 4.4 246
programs are organizeq
by conducting training
need assessment

The company involve |16 | 23.5| 33| 485 7 10.3 9 132 B 44 2.26
employees in identifying
training needs
The need assessment |12 | 17.6 | 29| 426/ 11 16.2 12 17/6 3 4.4 2.48
clearly identifies
performance gap of an
employee

Training need 7 103 | 29| 426 12 176 12 176 8 118 2.78
assessment is mostly
conducted by my

supervisor/management
teams
Missing 1 1.5%
Aggregate Mean 2.49

Source: Questionnaire Survey Data, 2019

As shown in table 5 64.7% respondents respondedtibacompany do not organized training
programs by conducting training need assessmenalaoot 13.2 % respondents said that we do

not know whether the company analyze the trainiegdnor not. 22%o0f the respondents agreed

29



that the company training programs are organizeddmyglucting training need assessment. The
mean score 2.46 implies presence of problems incttmepany with respect to training need

assessment. Training need assessment serves agnaddic tool for determining what training

needs to take place and developed to help indilsdarad the company accomplishes their goals
and objectives. Moreover, majority of respondgfi®%) said that they were not involved in

identifying their training needs with the mean scaf 2.26. As per the response, simply
understood that the company does not participatimgployees in training need assessment
process. Gathering information from employees igaxl a place to start, as any when trying to
identify training needs. It was also identified byajority of respondents (60.2%) the need
assessment not clearly identifies performance dagnaemployees and that also supported by
mean score 2.48. The response implies that the aoyngoes not consider what everyone
specifically needs and a gap in their knowledgerddweer, majority of respondents does not
aware of by whom the training need assessment emrducted, even if the mean score stated
2.78. This implies training need assessment inctmepany do not clear. The aggregate mean
score 2.49 also indicates presence of problem&iencompany with respect to training need

assessment.

Table 6: Respondents View about Training Objectives

Statement Strongly | Disagree | Not Sure | Agree Strongly| Mean
Disagree Agree
F | % F | % F | % F % F %
The company formulates 9 | 13.2 | 24| 35.3] 14/ 206 19 279 PR 29 272
achievable training
objectives

The objective indicate |9 | 13.2 | 23| 33.8/ 14 206 14 206 B8 118 284
what should trainee be
able to accomplish after
the training program
Aggregate Mean 2.78

Source: Questionnaire Survey Data, 2019

Based on table 6 above, the mean score 2.72 iedicatderate level but, 33 of the respondent
representing 48.5% indicated that the company ddanmulates achievable training objectives.

The 14 respondents representing 20.6% replied wieatdon’'t know whether the company
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formulates achievable training objectives or natdAR1 respondents representing 30.8% agreed
that the company formulates achievable trainingaiyes. This indicates there are problems in
the company in creating clarity with the trainingjective of the company as most of the
respondents replied. What has been evident is hidout clearly defined objectives the
company training and delivery of training is inetige (Blosli, 2007). As shown in the table,
47% of the respondentssaid that the training objealo not indicate what trainee is able to
accomplish after the training programand 20.6 %espondents not sure that with the mean
score of 2.84. Even if the aggregate mean 2.7&a&bels moderate level but most respondents
indicated that the company well not formulated aeehble training objective, what it means is
without achievable training objectives when comeastart to design training, trainees have no

idea what it is need to train.

Table 7: Respondents Opinion about Training Prograr®esign

Statement Strongly | Disagree Not Sure Agree Strongly | Mea
Disagree Agree n

F | % F | % F % F % F %
The training materials | 2 | 2.9 23| 338 | 11| 16.2 29 426 3 4.4 3.12
and training methods
are linked with training
objectives

Environment and 1|15 | 24| 353| 3 44| 31 45.
facilities are adequate
and comfortable to
conduct trainings

The time allotted for |3 | 4.4 24| 353 | 14| 206 21 309 6 8.8 3.04
the training are
sufficient
The company allocated9 | 13.2 | 27| 39.7 | 14| 206 14 20,6 4 59 2.p6
adequate training
budget
Conduct training in 3 |44 18| 265 | 8 11.8§ 31 456 8 118 3.34
House
Training conducted by| 2 | 2.9 4 | 59 9 13.20 38 559 1b 22]1 3.88
specialists in other
training institutions

Aggregate Mean 3.28

o)
(o]

13j2 3.34

Source: Questionnaire Survey Data, 2019
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As the result stated in table 7, 25 respondentsesepting 36.7% indicated that training

materials and training methods are not linked witining objectives and 32 respondents
representing 47% responded that the training nas$eand training methods were relevant in
achieving training objectives. 11 respondents gmeng 16.2% said that they were not sure
about relevance of training materials and methois training objectives. The mean score also
shows 3.12. This implies the company training malerand training methods are linked with

training objectives but it requires some additionahtents or methods in order to be more
relevant with the training objectives.

The above table shows, most of the respondent8%g&hink that the environment and facilities
are adequate and comfortable to conduct trainirmseder, 36.8% of the respondents disagreed
with the above statement and the mean score 3d3date moderate level.This indicates that the
company environment and facilities are comfortalde conduct trainings but it needs
improvements according to some respondents.Asntbea understood from the above table,
39.7% of respondents replied that the time for tilaing was not sufficient and 39.7% of
respondents agreed that the time allotted forrdnaihg were sufficient with the mean score of
3.04. This implies the company must look for waysoptimize training length to get the best
result, for the business and for the training nééoreover, the above data depict that 52.9% of
the respondents indicated that the company natatkad adequate budget for training even if the
mean score stated 2.66 moderate level. This implies company does not allocate enough
budgets for training. Hence, it is crucial to efithba training budget for the company to ensure
companies allocate appropriate funds for employeeming over the course of a year.
Furthermore, most of the respondents agreed teatdmpany training programs are conducted
in other training institutions by specialists ratkenducted in house by management teams with

the mean score of 3.88.
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Table 8: Respondents Reaction to Training Delivery

Statement Strongly | Disagree | Not Sure | Agree Strongly | Mean
Disagree Agree
F | % F | % F | % F |% F %
Training program is 8 118 | 32| 47.1] 14 206 12 17,6 4 2.9 2.53
carried out as per
training design
The training programs |3 | 4.4 | 46| 67.6| 11 16.2 6 8.8 2 2.9 2.38
are well organized
Trainees selectedon |10 | 14.7 | 34| 50 13 191 9 132 2 29 240
the basis of training
need assessment results
Trainers have adequate4 | 5.9 12| 176| 6| 88| 33 485 13 191 357
knowledge &
experience on the
subject matter
Participation and 1 (15 | 14| 20.6| 11| 16.2 30 4440 12 17.6 3.56
interactions are
encouraged and
associated with daily
practices
Aggregate Mean 2.89

Source: Questionnaire Survey Data, 2019

Table 8 presents the extent to which training paotgr are implemented in the company. As
shown in the above data, 58.9% of respondentsedhiaining program of the company was not
carried out as per training design. However, 20&04espondents agreed that the training
program was carried out as per training design2th@% of respondents not sure whether the
training program carried out as per training dessgmot with the mean score of 2.53. This
implies training delivery of the company requiresm& adjustments to be more effective in
implementing training design. According to 72% d¢ife trespondentsthe company training
program do not well organized and also the meames@da38 supported it. Moreover, the
selection process of trainees for training was lneded on training need assessment results
according to 64.7% of the respondents with the nszame of 2.40. This implies presence of

problems in the company with respect to traininkyveey.
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However, trainers have adequate knowledge and iexper on the subject matter according to
67.6% of the respondents and with the mean sco®53f. Having adequate knowledge help
trainers to designing an effective training prograhoose which training medium to use, and the
type of activities to include. And also a well-readiner can always find an angle to make even
the most boring topic lively. Participation anderactions are encouraged and associated with
daily practices according to 61.7% of the respotgland with the mean score of 3.56. However,
22.1% of the respondents indicated that there wereparticipation and interaction in the
company training program. This implies trainer®akd two way communication in delivering
training and that helps the training program comafole and associated with daily practice of

trainees.

Table 9: Respondents Opinion about Training Evaluabn

Statement Strongly | Disagree | Not Sure | Agree Strongly| Mean
Disagree Agree
F % F | % F | % F |% F %
The training content |10 | 14.7 | 23| 33.8] 5 74| 22 324 B 1118 293
and materials are
helpful to employees
Employees get job 19 | 279 16| 235 10 147 15 221 @8 118 2.66
related attitude, skill,
and knowledge from
the training

The training program | 15 | 22.1 | 20| 29.4| 12 176 1V 25 4 59 263
changes employees
perception towards
their job

The training program | 19 | 27.9 | 17| 25 6| 88| 19 279 ¥ 103 2.68
improve employees
performance
Corrections are 8 11.8 | 20| 29.4| 29 426 7, 1083 4 59 269
usually made to
training program
arrangements based on
the evaluation results
Aggregate Mean 2.72

Source: Questionnaire Survey Data, 2019
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As can be seen from the table 9, 48.5% of the refgrais said that the company training content
& materials were not helpful. However, the trainingntent and materials were helpful to
employees according to 44.2% of the respondentsvgthdthe mean score of 2.93. This implies
the company requires some modifications with resgectraining content and supportive
materials to enable the training program achievable4% of respondents indicated that the
training programs provided were not relevant andewet help them to be more effective on
their job, to get job related attitudes, skillsplinedge and 51.5% of the respondents said that the
training program do not changes their perceptiovatds a job, even if the mean score indicate
2.66 & 2.63 respectively. Moreover, they were nouaring the intended knowledge, skill and
attitudes as a result of the training and couldapylying the learned knowledge and skills on
day to day work as a result their performance ngirove according to 52.9% of respondents,
even if the mean score implies 2.68 moderate Idaetjeneral the above analysis implies the
company do not evaluate the training program ptgpso that there is an impact in the
performance of employees and in the achievementhef company strategic objectives.
Furthermore, 42.6% of respondents are unsure whetieections are made to training program
arrangements and 41.2% of the respondents saidhatompany do not made corrections to
training program arrangements based on the evafuedsults. 16.2% of respondents agreed that
the company made corrections to training progranangements and also the mean score
indicate 2.69. This implies presence of problemhweéspect to making corrections to training

arrangements based on evaluation of results.

Evaluation is a means to verify the success anectfeness of a program in relation to its
objectives. The major reason management investimeinaining and development program is
that to help employee to perform better in the éofiinent of organizational objectives. Hence,
evaluation is a means to assess the cost/bendfiegfrogram to the organization as Mathis &
Jackson, (2006).
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Table 10: Respondents View about Challenges of Trang Practice in GIC

Statement Strongly | Disagree | Not Sure | Agree Strongly | Mean
Disagree Agree
F | % F | % F | % F % F %
Inadequate needs 1 1.5 3 | 44 2 2.9 42 61.8 20 2914 4.18
assessment
Engaging with the 3 |44 |5 | 74 | 23] 338 30 441 7 10{3 3.49
training (

understanding of
training objective)

Trying outdated 4 |59 | 11| 16.2] 24/ 353 20 294 9 1312 3.28
training methods

Lack of close 1 |15 |4 | 59| 4| 59| 46 676 13 19/]1 3.97
supervision and follow

up

Lack of adequate 1 1.5 10| 14.7| 6 8.8 38 559 13 191 3.76
budget
Aggregate Mean 3.73

Source: Questionnaire Survey Data, 2019

As table 10 above, 91.2% of the respondents aghegdnadequate need assessment are one of
the challenges that the company faced in trainiraggam with the mean score of 4.13. This
indicate that the company cannot addressed neesl gagan that what employees knowledge
and what the job demanded, this must be clearlgroighed. The other challenge that the
company faces were engaging with the training sugng employees are fully engaged with the
training platform and content is another problegethin the training program of the company as
54.4% of the respondents agreed and the mean Sct®ealso indicated,. This implies that
trainees either cannot understand the objectivéiseofraining or relevance of the training to him
or her. 42.6% of respondents agreed that the coynpsa outdated training methods. However,
22.1 % of respondents indicated that the compamys® outdated training methods and 35.3%
of the respondents said that we do not sure whetiercompany use outdated training
methodsor not, it also supported by a mean scoB828. Moreover, majority of the respondents
agreed that lack of adequate budget and lack cfeckupervision and follow up were the
challenges that the company faced with a mean sf@®7 & 3.76 respectively.
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4.4. Interview Questions Response Analysis

To analyze such qualitative data, different methaxasavailable in the literature. Some of them
are content analysis, narrative analysis, discoarsgysis, framework analysis etc. Then the
researcher of this study used content analysis adetbecause it is a procedure for the
categorization of verbal or behavioral data for fhepose of classification & summarization.
Content analysis was done on two levels that asergaive that means what is data? And

interpretative that means what was meant by the?dat

A semi-structured interview was conducted with tioenan resource development and property
administration manager of GIC. Because of his mosiand experience with the company, he
was considered to be better source of data relaiettaining practices of the company.
Accordingly, one of the questions raised was alfmeimain content of training policy & training
programs in GIC. According to his response, thenitng policy outlined the objectives of the
policy, spelt out the measures for training needsentifications, methods of training
implementation, and types of training. And alsosteted that there is a problem related with

effective implementation of the policy.

Another, questions raised was about the extenthichMhe company training plans are linked
with the company strategic business objectives\aed of top management towards training
program. According to his response the companyitrgi plans are not well linked with its
overall strategic business objectives and top mamagt has positive implications towards

training programs.

Other questions were about whether training in @& planned and well organized, about
existence of separate department in the companystlhasponsible for human resource training
and about the process of training needs assesshithe researcher view from his response
training practice in GIC is planned and well orgad, but the training practices founded
contradictory to his response & it was not suppbttg the participants in the questionnaires.
According to his answer there is no separate deyeauttin the company that is responsible for
human resource training. The training and traineesds were determining by department

managers of the company.
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Additional questions were related to training ewsilon, productivity of the training and existing
of challenges faced by the company regarding faitrg practices. As the researcher view from
his response, there is no formal way of evaluatitagings but for some work related trainings,
training participants will be assigned with somerkvassignment after taking the training. For
the other questions he replied that there is noispe standard to measure productivity of the
training practices, and he stated that shortagbudfyet, poor follow up of training, and low

interest of trainees to participate in training eallenges faced in the training practice.
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CHAPTER FIVE
FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1. Summary of Major Findings

The main objective of this study was to assesaitrgiprogram practices and challenges of GIC.

Accordingly, the study reveals the following majimdings as presented below.

Most of the respondents and the interviewed maniagicated that the company training plan
not aligned with overall strategic business plad also most of the respondents didn’t know the
existence of well written training policy, whichditates that it is not well communicated to the

employees.

The interviewed HRD manager indicated that GIC ma® separate department responsible for
human resource training and he stated that th@rigaheed assessment most of a time conducted
by department managers of the company. The findatgs discovered that the training need
assessment is not being executed in the compaiydieg to most of the respondents. Majority
of respondents indicated that the company needsss®mt not clearly identifies their
performance gap because they are not directly wedbin identifying training needs and also

they didn’t aware of by whom the training need assent were conducted.

Most respondents indicated that the company doe$onmulate achievable training objectives

and they didn’t know what needs to be accomplishifter the training program.

Most of the respondents agreed that training natend training methods are relevant to

achieve training objective of the company, but @sgpme of the respondents, it was understood
that GIC needs to have a better practice to bdr#ueing effective. And also the respondents

indicated that training environment and facilitiesee adequate and comfortable to conduct
trainings.However, the time allotted for the trampiare not sufficient and GIC must looks for

ways to optimize training length to get the besute Moreover, most of the respondents replied
that the company not allocated adequate budgetrémming. The interviewed manager also

agreed on it.
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Majority of respondents indicated that traininggtiee of the company are not well organized
and not carried out as per training design and thlecselection process of trainees for training
was not based on training need assessment redoligever, trainers have adequate knowledge
and experience on the subject matter. Accordingigticipations and interactions are

encouraged and associated with daily practices.

In regards to evaluating the training program,itiierviewed HRD manager indicated that there
is no formal way of evaluating trainings and theseno specified standard to measure
productivity of the training practice. Most of thespondents indicated that the training program
given by the company are not help to be more eWfeain their job, to get related attitudes,

skills, knowledge and not changed their perceptibovards a job.

Some challenges of the company related trainingtisea which identified by the study were,
shortage of budget for training, inadequate neesesssnent, understanding of training
objectives, lack of close supervision and followam low interest of trainees to participate in

training.

5.2. Conclusions

Based on the data presented and analyzed in cHapteof the study, the following conclusions
are drawn by the researcher focusing on the pescti€training program in GIC.

From the result of the study, it can be concluded GIC has a training program gap. Because
separate department that responsible for humammesdraining practice were no in places and
the training plan not aligned with the strategisibess plan of the company. Linking training

plan with strategic business plan helps ensure bilinesses achieve corporate outcomes,

through increasing available skills and capabilitareas of strategic importance.

Regarding the training need assessment of the aompeainees are selected based on their
immediate supervisor or department manager. Theyai involved in identifying their training
need. Training is conducted simply based on the seaior management staff and to fulfill the
formality of human resource department need noedbas the willingness and requisite of

employees.
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Evaluations have no given much consideration byctitrapany. Evaluation is a very important
part of training; however, the outcomes of thegp@nse reveal that training evaluation has not
been given attention. Corrections are not usualienon the training program based on the
evaluation results. It is revealed that the trainprogram of the company doesn’t change
employee’s perception towards their job and dogebtjob related attitude, skill, and knowledge

from the training.

Regarding challenges facing the company under stisgdyinadequate need assessment,
understanding of training objectives, lack of addqubudget, lack of close supervision and
follow up and low interest of trainees to parti¢gan training are challenges faced and hinder

training program become successful.

5.3. Recommendations

It is an undeniable fact that in recent times marganizations have come to the realization of
the importance of training role as it increasesdhganization’s employee’s performance, skill
and productivity. Due to this fact, organizationasinbe cleared about the training requirement
of employees. Therefore, both managers and empoyeest collaborate effectively and

communicate the requisite for performance.
Based on the study, the following suggestions anedrded for management consumption.

» Having training policy is not enough to facilitagirtiraining practice of the company.
So, GIC is advised to communicate the trainingqyaio employees and it should align
the training plan with the strategic business ptdinthe company to enhance and
customized training programs and contents basets saquirement and to achieve the
intended objectives.

= Training practice of GIC should be supported byasate department that is responsible
for human resource training practice.

= Creating awareness on training programs, contents abjectives at all level is
expected from the company.

» The training need assessment and selection cripeaietice of GIC are among most
serious issues that majority of the respondentsuiegatisfied. Since training is a need
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oriented effort, determining the level, type andadion of training is of paramount
important at this stage of the training process.adoextensive need assessment and an
equitable selection criterion should be exercisedhe company unless the company
could end up in wasting time, resource, dematgastaff, and employees will
develop negative attitudes towards future programs.

= Achievable training objectives should be stated emdmunicated to each trainee, that
help the trainees to be aware of what is expedted taaining.

= Furthermore, GIC should allocate enough budgetgldp clear evaluation criteria and
performance measurement system before and afiaingaand properly prepare all

necessary facilities to training process.
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APPENDIX-A

ST. MARRY UNIVERSITY
SCHOOL OF GRADUATE STUDIES
MASTERS OF BUSINESS ADMINSTRATION (MBA) PROGRAM
QUESTIONNAIRE TO BE FILLED BY GIC STAFF
Dear Respondents:-

| am an MBA student at St. Marry University. Thapase of this questionnaire is to collect
primary data for conducting a thesis entitled, “@ssment of Employee Training Program
Practices and Challenges of Global Insurance Coymn(ait)”.

In this regard, | kindly request you to provideable information. | strongly assure you that the
confidential treatment of your responses. | woikd to express my sincere appreciation in

advance for your generous time and frank and proegmonses.
Tele: 0910332315

Email: amanuelmeresa33@gmail.com

Thank you!!!

Part One — Demographic Variables of the Respondents

1. Gender
Male Female
2. In which age group are you?
<2t 4] 0
25t0 35 51 to 60
36 t0 40 61 and above
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3.

4.

5.

What is your highest and recent educational status

12 grade complete Second Degree
Certificate Third degre@ (P

College Diploma
First Degree

Service years in GIC

Less than 3 years 5to 7 years
3to 5 years more thagears

In which department are you currently working

Part Two: Opinion Survey on Employee Training

Please put a tick “/ “mark for those questions Hratfollowed by choices.

Express your level of agreement with the followstgtements

1= Strongly Disagree 2= Disagree = 3=Slote 4= Agree 5= Strongly Agree

2.1. Organization Strategic Plan

No. | Statements 1

2.1.1| The company has a clearly defined strategic busipks

2.1.2| Employees aware of the company strategic plan

2.1.3| The company training plan aligned with its ovesathtegic plan

2.1.4| The company has a written training policy

2.1.5| The training policy is well communicated to the doyees

2.2. Training Needs Assessment

No. | Statements 1

2.2.1| The company training programs are organized by wctirth
training need assessment

2.2.2| The company involve employees in identifying tragnneeds

2.2.3| The need assessment clearly identifies performgapeof an
employee

2.2.4| Training need assessment is mostly conducted by| my

supervisor/management teams
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2.3. Training objective

No. | Statements 1
2.3.1| The company formulates achievable training objestiv
2.3.2| The objective indicate what should trainee be dable

accomplish after the training program

2.4. Designing Training program

No.

Statements

241

The training materials and training methods arkddhwith
training objectives

24.2

Environment and facilities are adequate and comiibet to
conduct trainings

2.4.3

The time allotted for the training are sufficient

24.4

The company allocated adequate training budget

2.4.5

Conduct training In House

2.4.6

Training conducted by specialists in other train
institutions

ing

2.5. Training Delivery

No. | Statements 1

2.5.1| Training program is carried out as per trainingigies

2.5.2| The training programs are well organized

2.5.3| Trainees selected on the basis of training neeesaseent
results

2.5.4| Trainers have adequate knowledge & experience en th
subject matter

2.5.5| Participation and interactions are encouraged |and
associated with daily practices

2.6. Training Evaluation

No.

Statements

2.6.1

The training content and materials are helpfullpl®yees

2.6.2

Employees get job related attitude, skill, and kisulge
from the training

2.6.3

The training program changes employees percef
towards their job

ntion

2.6.4

The training program improve employees performance

2.6.5

Corrections are wusually made to training progf

am

arrangements based on the evaluation results
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2.7. Questionnaire on training challenges

No. | Statements

2.7.1| Inadequate need assessment

2.7.2| Engaging with the training ( understanding of tiagn
objectives)

2.7.3| Trying outdated training methods

2.7.4| Lack of close supervision and follow up

2.7.5| Lack of adequate budget
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APPENDIX-B

INTERVIEW QUESTIONS

WHICH IS GOING TO BE ANWSERED BY HRD MANAGER OF GIC

1. What are the main content of training policy & tiaig plan programs in your company?

no

To what extent the company training programs aukeelil with the company strategic
business plan?

Is there a separate department that is resporisibieiman resource training?

What are the purposes of training in GIC?

As to your understanding what is the view of tognagement towards training program?
Do you believe that training in your company iarpied and well organized?

How do you identify whether there are training reegdyour company?

What are the types of employee training progranisgoesed in GIC?

© © N o o b~ w

How do you evaluate training program to verify fugcess of the program?

10.What are the existing challenges faced by the compegarding to training practice?
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