Research Report


THE EFFECT OF HUMAN RESOURCE DEVELOPMENT Practice ON EMPLOYEE PERFORMANCE (A CASE STUDY OF ETHIOPIAN ELECTRIC UTILITY)

[image: image1.jpg]



  Research Report Submitted to St. Mary’s University, School of Graduate Studies, Masters of Business Administration Program in Partial Fulfillment of the Requirements for Masters Degree in Business Administration (MBA)
     Advisor: Dr. Worku Mekonnen (Associate Professor)
   Submitted By: Tigist Kebede

ID: SGS/0323/2011A
    


    Section: MBA/2012-I                           
 June, 2021
Addis Ababa, Ethiopia

DECLARATION

I, the undersigned student researcher declare that this thesis entitled “The Effect of Human Resource Development Practice on Employee Performance (a Case of Ethiopian Electric Utility)” is my original work. The report of this study has never been presented to earn degrees in any educational institutions. Moreover, the reference used in producing this report is properly acknowledged.
Name: Tigist Kebede

Signature____________________________

Date_________________________________

LETTER OF CERTIFICATION

This is to certify that this thesis entitled “The Effect of Human Resource Development Practice on Employee Performance (A Case of Ethiopian Electric Utility)” is submitted in partial fulfillment of the requirement for the award of Masters of Business Administration (MBA), to Saint Mary’s University, is done by Tigist Kebede under my supervision.

_______________________ Dr. Worku Mekonnen (Associate Professor)


_________ Signature



__________

Date

Advisor

St. Mary’s University, 

School of Graduate Studies, 

Masters of Business Administration Program 
The Effect of Human Resource Development Practice on Employee Performance (A Case of Ethiopian Electric Utility)”
By: Tigist Kebede
Approved by Board of Examiners:
__________________                  __________________            ________________

       Advisor
Signature
Date
__________________                  __________________            ________________

       Internal Examiner
 Signature
Date
__________________                  __________________            ________________

      External Examiner
Signature
Date
__________________                  __________________            ________________

 Dean, Graduate Studies
Signature
Date
ACKNOWLEDGEMENTS

Praise to the Almighty God for all His gifts and milestones of success in my life. My heartfelt special gratitude is extended to my Advisor Dr. Worku Mekonnen (Associate Professor) for his unreserved support, guidance and encouragement though out my thesis work. I am also grateful for those who have immensely contributed for my success in several ways.

Tigist Kebede
Acronyms
DV:      Dependent Variable

EEU:    Ethiopian Electric Utility 
HR:       Human Resource

HRM:   Human Resource Management

HRD:   Human Resource Development
IDV:    Independent variable

            KSAC:  Knowledge, Skill, Attitude and Competence
	Table of Content
	

	Declaration
	I

	Letter of Certification
	Ii

	Acknowledgements
	Iv

	Acronyms
	V

	Table of Content
	Vi

	List of Tables
	Ix

	Abstract
	X

	Chapter One: Introduction
	1

	1.1 Background of the Study
	1

	1.2 Background of the Organization (EEU)
	3

	1.3 Statement of the Problem
	4

	1.4 Basic Research Questions
	6

	1.5 Objectives of the Study
	6

	   1.5.1 General Objectives
	6

	   1.5.2 Specific Objectives
	7

	1.6 Definition of Terms and Concepts
	7

	1.7 Significance of the Study
	8

	1.8 Delimitation (scope) of the Study
	9

	1.9 Limitation of the Study
	9

	1.10 Organization of the Paper
	9

	Chapter Two: Review of Related Literature
	11

	2.1 Introduction
	11

	2.2 Definition of Human Resource Development
	12

	2.3 Historical Perspective of Human Resource Development
	13

	2.4 Components of Human Resource Development Practice
	14

	2.5 Purposes of Human Resource Development System
	16

	2.6 Human Resource Development Objectives
	17

	2.7 Importance of Human resource development
	18

	2.8 Processes of Human Resource Development Practice (The Human Resource Development Model
	19

	2.9 HRD and Employee Performance
	21

	2.10 Empirical Review
	21

	2.11 Conceptual Framework
	23

	Chapter Three: Research Methodology
	26

	3.1 Introduction
	26

	3.2 Research Design
	26

	3.3 Research Approach
	27

	3.4 Population and Sampling Design
	28

	3.5 Data Type and Sources
	29

	3.6 Methods of Data Collection and Procedure
	30

	3.7 Data Analysis Methods
	30

	3.8 Ethical Consideration
	31

	Chapter Four: Data Analysis and Presentation
	32

	4.1 Introduction
	32

	4.2 Demographic Characteristics of Respondents (N=155)
	32

	4.3 Reliabilities of the Constructs
	33

	4.4 Assumptions
	34

	4.5 Descriptive Statistics of HRD Practices and Employee Performance 
	41

	4.6 The Relationship between Human Resource Development Practices and Employee Performance in EEU
	42

	4.7 The Effect of HRD Practices on Employee Performance (Multiple Regression Analysis)
	43

	4.8 Analysis of Qualitative Research
	44

	   4.8.1 The HRD Activities of the Company
	44

	   4.8.2 The HRD Need Assessment Practice of EEU
	45

	   4.8.3. The HRD Design Practice of EEU
	45

	   4.8.4 The HRD Implementation Practice of EEU
	45

	   4.8.5 The HRD Evaluation Practice of EEU
	46

	   4.8.6 The Contribution of the HRD Programs for Employee Performance at EEU
	46

	Chapter Five: Summary of Major Findings, Conclusions and Recommendations
	47

	5.1 Summary of Major Findings
	47

	5.2 Conclusion
	48

	5.3 Recommendation
	48

	Bibliography
	50

	Appendix
	54


List of Tables
	Table Number and Title
	Page No.

	Table 1: Respondents Demographic Characteristics
	32

	Table 2: Reliability test of the Items used
	33

	Table 3. Descriptive statistics; HRD Need Assessment, Design, Implementation and Evaluation) and Employee Performance
	40

	Table 4. Correlation between study variables: All HRD practices (Need Assessment, Design, Implementation and Evaluation) and Employee Performance. 


	41


Abstract

The general objective of this research is to study the human resource development practice and its effect on employees' performance by taking the case of Ethiopian Electric Utility. The study is a mixed research which is a blend of both qualitative and quantitative methods, descriptive and explanatory in design and cross-sectional in nature. The target population of the study is EEU staff working under different departments in the head office. The sample size for the study is 200 and the response rate is 155 (77.5%). The sampling technique applied is stratified random sampling. The sources of data explored are both primary and secondary. While the primary data is gathered through questionnaire and interview, the secondary data is gathered from company reports, previous researches, articles, books, internet sources and other publications. The major finding and conclusion drawn from the analysis made is that; although the varieties of HRD programs executed by EEU are full-fledged , the practice in terms HRD need assessment, design, implementation and evaluation is not strong and hence the contribution of EEU’s HRD practice to employee performance is not satisfying. The major recommendation forwarded to address the gap is: the HRD programs at EEU need to be executed by following the scientific steps in the process of HRD (need assessment, design, implementation and evaluation) so that the HRD programs can contribute for employee performance. 
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CHAPTER ONE
                      INTRODUCTION

1.1. Background of the Study

Running organizations of different nature and size effectively requires having capable human resource (Lyons, 2016). Usually, formal university or college education is criticized for not effectively equipping graduates with specific job skills, ability, knowledge and competence need in the work place (Potnuru, 2016). Moreover, employees who possess different job responsibilities in an organization are required to get mechanisms through which they can develop their capacity to the level that they can comfortably discharge their responsibilities. Besides, the developments in the academic and practical world makes it important for organizations to enable their employees get access and exposures to these developments in theories and practice. As a result, organizations and their employees need extensive Human Resource Development (HRD) interventions to ensure the necessary knowledge, skill, attitude and competence (KSAC) to bring out substantive contribution towards their company’s growth McLean (2008).
Human resource development (HRD) is defined as a systematic process aimed at enhancing competences of the individual, group and organization through various intervention programs such as training, development, education, career development, and organizational development practices to achieve superior performance (Garavan, 2007 Nadler, 2012). As a process, HRD is encompasses needs assessment, identify and design objectives, implementing actual programs and conducting evaluation and follow up (Harris et al., 2006).
As shown in several studies, the success of organizations is highly dependent on the knowledge, skill, attitude and overall competence (KSAC) of their employees. Possessing these needed KSACs requires the proper practice of human resource development (HRD) (Rao, 2000). Mohammed (2006), also posited that unleashing the talent and potential of the organizational employee to the optimum level determines the success and growth of the organization.  
Additionally, human resource development (HRD) is witnessed to play a vital role in achieving sustainable competitive advantage (the set of benefits the organization secure because of its uniqueness) and enhances organizational effectiveness (Kareeem & Hussein, 2019). Moreover, a strong human resource development (HRD) program can improve company productivity and profitability while increasing employee satisfaction (Katou, 2009; Jacobs and Washington, 2003). 
Human resource development programs are believed to contribute for employee performance. Employee performance is defined as the outcome or contribution of employees to make them attain goals Herbert, John & Lee 2000) cited by (Nassazi ,2013). Afshan et al. (2012) define performance as the achievement of specific tasks measured against predetermined or identified standards of accuracy, completeness, cost and speed. Employee performance can be manifested in improvement in production, easiness in using the new technology, highly motivated workers.
This study empirically examines the human resource development practice (independent variable) of Ethiopian Electric Utility (EEU) in terms of the way that the organization manages HRD related activities and its contribution for the employees performance (independent variable). The study explores the extent of the practice of the HRD process by taking the steps in the process and indicates potential remedies to enhance the effectiveness of the HRD practice of the organization under scrutiny so that it will contribute for employee performance on organizational success.
1.2. Background of the Organization (EEU)

Ethiopian Electric Utility (Which has been evolving through several naming such as ELPA, EEPCO, etc) is a company which has been playing a significant role in delivering accessible, reliable and equitable electric power to its customers. The company’s vision is "Energizing Ethiopia's sustainable growth and enabling it to be power hub of Africa".  EEU’s mission is stated as "To be a world-class utility and contribute towards nation building by ensuring delivery of cost- effective, safe, reliable and high quality power and to enable interconnections across the African Continent for exporting surplus power. EEU shall strive towards achieving international standards of customer care through sustained capacity building, operational and financial excellence, state-of-the-art technologies while ensuring highest standards of corporate governance and Ethics".

The purposes for which the company is established are:

· to undertake feasibility studies, design and survey off-grid electricity generation, and construction of transmission lines and substation up to 66 kilo volt level: to contract out such activities to consultants, as required;

· to undertake construction and up grading works of off-grid electricity generation transmission lines and substation up to 66 kilo volt level; to contract out such works to contractors as required;

· to administer, operate and maintain off-grid electricity generation, transmission lines, substation and distribution up to 66 kilo volt level;

· to sell and purchase bulk electric power on transmission lines up to 66 kilo volt level;

· to lease transmission lines up to 66 kilo volt level;

· carry out national electricity expansion works;

· to submit electricity tariff proposal with respect to power it sales and implement same upon approval;

· in line with directives and policy guidelines issued by the Ministry of Finance and Economic Cooperation to sell and pledge bonds and to negotiate and sign loan agreements with local and international financial sources;

· to undertake any other related activities necessary for the attainment of its purposes.

Currently, Ethiopian Electric Utility:
· is  delivering services through 39 substations (45 & 66 KV),  and 32,877 distribution transformers,    

· administer 262, 543, 00 KM installed medium & low voltage distribution lines,

· administer 1,978 km transmission lines (45 & 66kv), 

· electrified 6,455 new towns,

· newly rehabilitated 185 towns,

· has reached coverage /access/ of electricity to 57.3%

· has above 2.7 million customers,

· structured in 15 regions, 415 districts, and 4,000 satellites,

· have permanent employees of 15,261  and contract employees of 7,955. (http://www.eeu.gov.et/index.php/com)
1.3. Statement of the Problem

Organizations can rarely secure people who totally mastered their job requirements by the time they join the organization and assume their new responsibility (Nadler, 2012). In majority of the scenarios, there exists a gap between employees’ knowledge, skills, attitude and abilities and what the job demand. Therefore, this gap must be filled through human resource development programs (Sharma and Maheshwari, 2013). As a result, HRD intervention programs are the major ways that organizations use to maintain the competency levels of their human resources and increase their adaptability to changing organizational demand (Kumar, 2007). 

In response to the difficulty that employees face in properly performing their organizational responsibilities and remain competitive in the professional world, they need to constantly upgrade their knowledge, skill, attitude, competence and education level that permits them to fit to changing workplace requirements (Gupt, 2008). Moreover, employees are demanding professional and career development opportunities within their organization which in turn require considering the possibilities to take part in range of human resource development programs. To this end, it is apparent that designing and executing an effective human resource development program is required to enhance both organizational growth employee performance (Dorkovic, 2009; Rowdern and Conine, 2003).

Despite the strategic significance of the HRD interventions, however, in developing countries like Ethiopia, most organizations tend to give less emphasis for human resource development programs and its management (Simachew A., 20014; Alemayehu M., 2017; Sambasivam and Kebede, 2013; Sydhagen and Kunningham, 2007). It is unfortunate that most organizations have neglected the development and management of their chief asset which is human resource (Smith et al , 2012). Moreover, there are gaps in the way the HRD initiatives are managed (Sambasivam and Kebede, 2013; Fiona Edgar, 2005). Ethiopian Electric Utility is not exceptional in this regard. Inadequate understanding on the significance and contribution of HRD, the gap in following the systematic process of HRD, lack of proper planning to execute HRD interventions, insufficient follow up and evaluation of the already executed HRD programs are some of the indicators of the gaps identified based on the preliminary observation made.

Looking at the theoretical and empirical gaps in relation to HRD issues, it has been recognized that ineffective human resource development practice can bring many problems including decreased employee performance, among others (Fiona Edgar, 2005). On the other hand, developing an effective HRD practice is a difficult task since it demands to look into the needs of the employees and ensure that the practices are aligned with both company and employees need   (Sheikh, 2009). Therefore, Problems in human resource development is still a hot topic for empirical and theoretical researchers in the area (Tome, 2008; Singh, 2012; Saraswathi, 2010). Besides, the issue of improving employee performance is also a continuing area of scientific scrutiny (Kinicki and Kreitner, 2007). Hence, it is with this notion in mind that this research is conducted to examine the effect of HRD practice on employee performance by taking the case of Ethiopian Electric Utility (EEU).

1.4. Basic Research Questions
The following are the list of the basic research questions addressed in this study: 
1. What is the HRD need assessment practice of EEU?
2. What is the HRD design practice of EEU?

3. What is the HRD implementation practice of EEU?

4. What is the HRD evaluation practice of EEU?
5. What is the effect of HRD practice on employee performance?
1.5. Objectives of the Study
1.5.1 General Objective

The general objective of this research is to study the human resource development practice and its impact on employees' performance by taking the case of Ethiopian Electric Utility.
1.5.2 Specific Objectives

The following are the specific objectives that this research aims to realize:

· Assessing the HRD need assessment practice of EEU,
· Examining the HRD design practice of EEU,
· Exploring the HRD implementation practice of EEU,
· Studying the HRD evaluation practice of EEU and
· Examining the effect of HRD practice on employee performance?

1.6. Definition of Terms and Concepts
· Human Resource: Human resources is conceptualized to show  both the people who work for a company or organization and the department responsible for managing resources related to employees. The term human resources was first coined in the 1960s when the value of labor relations began to harvest attention and when notions such as motivation, organizational behavior, and selection assessments began to take shape.

· Human Resource Management: Human resources management (HRM) is a management function concerned with hiring, motivating, developing and maintaining people in an organization. It focuses on people in organizations. HRM is designing management systems to ensure that human talent is used effectively and efficiently to accomplish organizational goals.
· Human Resources Development: is a planned, continuous effort by management to improve employee competency levels and organizational performance through training, education, and development programs (Mondy & Noe, 1990).  

· Training: is a program directed toward helping employees effectively perform their jobs after training.

· Developmental: is a program that helps the individual handle future responsibilities, with little concern for current job duties (Werther & Davis, 1996).  It is a program focused on leadership competency and organizational issues.  

· Education: is learning experiences that improve overall competence in a specific direction (Scarpello & Ledvinka, 1988).  The term education mainly is associated with university or college programs in a particular field of study.  

· Employee Performance: is defined as how an employee fulfills their job duties and executes their required tasks. It refers to the effectiveness, quality, and efficiency of their output. It consists of indicators such as quality of work, the quantity of work, job knowledge, cooperativeness, dependability, initiative and competency.
1.7. Significance of the Study

It is believed that the result of this study has significance in various respects:

· The research has drawn some conclusions regarding the organization’s HRD need assessment, design, implementation and evaluation that will help to address practical gaps in the area. Thus, it will provide helpful signal and recommendations to the human resource management of the organization to take remedial action. 
· This study will help to empirically test the impact of HRD on employee performance in the context of organizations in developing countries which will add to the stock of empirical literatures in the area. 

· The research will help as a source of reference and a stepping stone for those researchers who want to make further study on the area afterwards. 
· The study has given the researcher an opportunity to gain deep knowledge in contemporary practice of human resource development. 
1.8. Delimitation (Scope) of the Study
Theoretically, this study emphasized on issues related with human resource development practice and its impact on employee performance. Issues other than the mentioned ones are beyond the scope of this study. Empirically, this study is focusing on Ethiopian Electric Utility (EEU) in particular. Hence other organizations are not addressed in this research. Geographically, the study is demarcated in Addis Ababa in the Head Office of EEU. Methodologically, this research is mixed one (qualitative and quantitative). 
1.9. Limitation of the Study 

The limitation faced in this study is that some respondents were not willing to give their response and others were delayed in returning the questionnaire.
1.10. Organization of the Paper

This research report is organized in to five chapters. 
· The 1st Chapter presents about the introductory part including background of the study, background of the organization, statement of the problem, objective of the study (general objective & specific objectives) research questions, significance of the study and scope and limitation of the study. 
· The 2nd chapter covers literature review which constitutes introduction, conceptual, theoretical, empirical and analytical framework of the study.

· The 3rd chapter explains about the research methodology. It includes research design, research approach, population and sampling design, data type and source, data collection method and procedure, data analysis method and ethical considerations.

· The fourth chapter presents the data presentation and analysis and 

· The final chapter presents summary of major findings, conclusions and recommendations.
CHAPTER TWO

REVIEW OF RELATED LITERATURE

2.1 Introduction

The importance of people for organizational success is magnificent. Increasingly, more importance is being given to “people” in organizations. This is mainly because organizations are realizing that human resource is the most important of all assets. Moreover, with the increased emphasis on creativity, and autonomy, which people are increasingly acquiring and enjoying in the society, the expectations of people are fast changing. Organizations seek to optimize their workforce through well planned and managed development programs not only to achieve organizational goals, but also to optimally utilize the potential of their workforce. To realize this, companies need to set strategies and allocate the budget required for human resource development strategies. Gupta, 2001 argues that; although the practice of the development of human resource has been in existence in several forms since the beginning of mankind civilization, well structured and planned approach to Human Resource Development (HRD) in organizational setting has became an area of emphasis in the late half of the 20th century.

This second chapter presents the theoretical review of literature in the area of human resource development which involves the theoretical background of HRD, conceptualizations of HRD, the purpose of HRD, human resource development objectives, principles of human resource development, theories of human resource development, strategic perspective of human resource development, processes of human resource development practice, challenges for human resource development and HRD and employee performance; the empirical review and  the conceptual framework of the study.
2.2 Definition of Human Resource Development

Human resource development (HRD) has been defined by a number of scholars in the area of human resource management and development. Among these, some of the most aye catching ones are presented here. The definition given by McLean (2001) after reviewing multitude of HRD definitions across the globe explains HRD as “Human Resource Development is any process or activity that, either initially or over the longer term, has the potential to develop adults’ work based knowledge, expertise, productivity and satisfaction, whether for personal or group or team gain, or for the benefits of an organization, community, nation or ultimately the whole humanity”. 
The other definition given by Pace, et al., 1991 defines human resource development as an individual, career and organization development initiatives in order to achieve maximum productivity, quality, opportunity and fulfillment of organizations members as they work to realize the goals of the organization (Pace, Smith & Mills 1991).

Human Resource Development is also defined as “a process of developing or unleashing human expertise through organizational development and personnel training, development and education programs for the purpose of improving performance” (Swanson, 1994). 
Among these above stated conceptualizations, the definition give by Swanson, 1994 is found to be compelling research as it constituted both the personal and organizational development aspects and the mechanisms used for bringing the needed development of the human resource and the organization.
2.3 Historical Perspective of Human Resource Development

Similar to many other disciplinary areas, human resource development (HRD) has been evolved through several historical stages of development. Rao (2005) has categorized these developments in to seven phases as presented below.
Phase I: Commodity Concept: this is the stage in which the human resource has been considered just like as a commodity that can be availed for sale and purchase. The wage to be paid was determined based on the demand and supply of the market. This era by in large resembles the practice of slavery than the proper realization of human resource value.
Phase II: The Factor of Production Concept: in this historical stage of human resource development, the human resource (labor) is recognized just as any other factors of production such as capital and land.

Phase III: The Good Will Concept: This is the historical stage in which the walfare measures such as safety, first aid and rest room were sought to enhance the morale of employees and scale up their performance in the organization. 
Phase IV: Paternalist Concept: This phase in the historical development of HRD is known for the fatherly and proactive attitude that organizational managers portray for their workers and attempts to satisfy a set of their employees’ needs. 

Phase V: Humanistic Concept: In this phase, organizations have started to get concerned about the mechanisms through which they can improve the productivity, physical, social and psychological needs of their workers. 

Phase VI: Human Resource Concept: This is the phase at which workers are regarded as the most valuable resource of an organization and organizations have started to place an emphasis on the continuous effort to realize their goals and desires of their workers. 

Phase VII: Emerging Concept: this last phase in the historical development of HRD is stating that employees of an organization should be considered as partners of the organization than being considered solely as workers so that they develop the sense of organizational belongingness (organizational citizenship behavior; OCB).

2.4 Components of Human Resource Development Practice

The HRD components which are important for better functioning of a given organization are the following:

A. Training: it is aiming at providing the knowledge, skill, attitude and capacities required to efficiently and effectively perform current job or task responsibilities (Khan, 2021). Training is believed to enhance the performance and productivity of the target learners. Usually, training can be provided by the organization itself (internally) or by hiring external training provider such as consultants, universities, colleges or institutions dedicated for capacity building. Based on the arrangement through which it is provided, training can be categorized as on the job or off the job. Besides training can be categorized as on the job and off the job. On the job trainings are given while employees are on their actual job settings (most of the time internally) by using methods such as coaching, mentoring, experience sharing, etc. Off the job training on the other hand is provided by taking the trainees form their actual work satiation to training institutions, universities, colleges and other training centers by using methods such as lectures, demonstrations, exercise, case studies, role plays, simulations, etc. (Gomez, Mejia, 2007)
B. Development: the objective of development is preparing employees for future work responsibilities and assignments (Khan, 2012). Development programs are systematically designed to develop best professionals, qualified managers and competent executives for organizations.  
C. Education: it is given in formal institutions established and mandated to provide different levels of educational qualifications such as certificate, diploma, bachelor degree, master degree and philosophy doctorate degree (PhD). Students are enrolled to universities to earn more educational qualifications and learn the in depth theoretical body of knowledge in the specific disciplinary area they study (Nadler, 1989).
D. Career Development (CD): According to Upton & Egan (2003), career development emphasizes on the alignment of individual subjective career aspects and the more objective career plans of the organization in order to achieve the best fit between individual and organizational needs as well as personal characteristics and career roles. Career development is also considered as one component of human resource development practice.
E. Organizational development (OD): The focus of organizational development is the performance of the whole organization (Singh, 2012). It represents long-tem efforts of an organization supervised and supported by executive to advance an organization’s vision, learning and problem solving processes (French and Bell, 1999). Organizational development can be exercised through a continuous collaborative management of the organizational culture to enhance an effectiveness of the organization and the comfort of workers (Singh, 2012)

F. Performance appraisal (PA): this refers to the periodic review of the employee’s extent of performance as compared to the expected standard of performance. Performance appraisal is a vital part of human resource development, which enables organizations to know where their workers stand, what do they need to do, what they actually do, what is the capacity they lack and the mechanisms through which their capacity can be enhanced (Boswell, 2002). 
2.5 Purposes of Human Resource Development System

The major purpose of HRD is making sure that the right quality people are available to meet present and future organizational needs (Armstrong, 2006). Particularly stating, the purpose of HRD is developing intellectual capital and promoting individual, team and organizational learning nurturing a learning culture. 

Gupta (2001) has summarized the set of human resource development purposes as listed below: 
· Developing the individual capabilities of each employee.
· Developing an employee’s capabilities in relation to the worker’s present role. 
· Enhancing the capabilities of an individual in relation to the worker’s expected future roles.
· Developing the dyadic relationship between each employee and his or her supervisor.

· Developing the team spirit and functioning in every organizational unit (department group, etc)

· Developing collaboration among different work units of the organization.

· Developing the organization’s overall health and self-renewing capabilities which, in turn, increase the enabling capabilities of individuals, dyads, teams, and the organization as a whole?
2.6 Human Resource Development Objectives

According to (cook; 1978), the most effective development programs have objectives that are attainable these programs must be in harmony with other organization objectives. They are oriented toward the long and short run and are closely related to the personal goals of the learner.
Some practical objectives are:
a) To help the organization growth: one of the objectives of personal manager is to see that those resources available to their organization used efficiently and effectively. Therefore, these managers should be concerned with improving the performance of their employees.

b) To adapt technological development; human resource development is needed to adjust to rapid technological changes. Not only new employees must be trained but also present ones must be trained and upgraded, large numbers of young people without the education or skills required for today’s employments are joining the ranks of the unemployed. It is not that they are incompetent but there are just not enough jobs for their limited skills. Therefore, a steadily increasing level of education and acceleration of technological change lead to increase on stress on development.

c) To fulfill social responsibility: There may be a change in public policy toward providing employment and promotional opportunities for everyone. At this time, considerable emphasis must be given to training and developing minority groups. This policy has led to many successful attempts to upgrade the ability and achievement of these groups.

d) To provide greater job satisfaction: Development leads to greater job satisfaction, for employees gain a greater sense of worth, dignity and well-being as they become more valuable to their employers. They also receive greater income from increased productivity. These two factors will provide a sense of satisfaction in the achievement of personal and social goals.

2.7 Importance of Human Resource Development

Training and development have been said to be indispensable components of strategic human resource management. It is important to reduce uncertainty in the marketplace and achieving organizational goals. Human resource development as a part of organization’s overall human resource strategy means the skillful provision and organization of learning experiences in the workplace in order that performance can be improved work goal can be achieved and through enhancing the skills, knowledge, learning ability and enthusiasm of people of every level, there can be continuous individual as well as organizational growth (Nadler; 1984:423).

According to Ivarceivien (1998:482-467) human resource is the vital factor in economic development or it can be said that human are the agents of development. Some of the importance of human resource development is.

a) Country develops if the human resource is developed: To enhance economic development the state constructs roads, buildings, bridges, dams, power house, hospitals etc. to run this units doctors, engineers, scientists and teachers are required. So, if the state invests in a human resource, it obtains dividend in response.

b) Increase in productivity: The better education, improved skills and provision of healthy atmosphere will result in proper and most efficient use of resource which will result in increased production.

c) Eradication of social and economic backwardness: Human resource development has ample effect on the backwardness economy and society. The provision of development will increase literacy.

d) Entrepreneurship increase: Education, clean environment, good health, investment on human resource will all have its positive effect, job opportunities would be created in the country and even business environment will flourish in the state which creates many jobs.

e) Social revolution: Because of human resource development the socio-economic life of the peoples of the country changes significantly.
Generally, human resource development is important to improve the performance of organization by maximizing the efficiency and performance of employees. Human resource development develops knowledge, skills, actions standards motivation, incentives, attitudes and working environment.

2.8 Processes of Human Resource Development Practice (The Human Resource Development Model)
As revealed by Harris et al. (2006), in today's changing environment, employees at all levels need additional capacity building and opportunity to managers to develop their management thinking. In this respect, organizations are required to be engaged in continuous employees‟ management development programs. Harris et al. (2006) identified the following HRD processes which encompass the steps of need assessment, HRD design, implementing actual programs and conducting evaluation and follow up.

Needs assessment: this is the first task that organizations conduct to identify human resource development needs (Charles, 2006). Since human resource development is a need-oriented effort, determining the level, type and duration of the training and development is of prime importance at this stage of the process (Bhupendra, 2009). Therefore, the dominant framework for identifying organization's HRD is needs assessment focusing on organizational analysis, task analysis and person analysis.

HRD Design: Once HRD needs are clearly identified, the next step in the process is to craft the HRD design and establish its objectives. An objective is a specific outcome that the employee capacity building program is intended to be achieved (Scarpello & Ledvinka, 1988). This step also involves choosing an instructional method and media. The instructional method and media depend on the program content and in turn developed by human resource development need identification and established objectives (Werther & Davis, 1996). The objective is to teach specific skill, provide needed knowledge, or try to influence attitudes the content, method, and media must match with the job requirement of the organization and the learning style of the participant.

Implementation of the HRD Program: As Harris et al. (2006), HRD program is aimed at enabling organizations to achieve objectives and the program is set up after having clear-cut objectives in mind. Moreover, providing answers to questions like what skills are going to be taught, what kind of employee development is sought, what long- or short-term objectives are proposed will determine the design and details of the programs (Chatterjee ,1995).

Evaluation and follow-up: Is the final phase of HRD program to verify the success of the program, i.e. whether employees in the program do the jobs for which they have been equipped (Bhupendra, 2009). It is commonly interpreted in determining the efficiency and effectiveness of a program in relation to the desired goals and objectives. HRD is doing an investment in people to update their competence (Ahuja, 1988). As indicated by Milkovich and Boudreau (1991), the major reason for management investment in HRD program is that to capacitate employees to perform better to meet organizational objectives. 
2.9 HRD and Employee Performance

Employee performance is explained as the outcome or contribution of employees to make them attain goals Herbert, John & Lee 2000) cited by ( (Nassazi ,2013). Afshan et al. (2012) on the other hand has defined performance as the achievement of specific tasks measured against predetermined or identified standards of accuracy, completeness, cost and speed. 
Plethoras of researches have shown that the organization’s human resource development practices can affect the employees’ performance in several ways (Zaini, Niufar and Syed, 2009; Abang, Maychiun and Maw, 2009; Ballot, Fakhfakh and Taymaz, 2006; Batt, 2002; Huselid, Jackson and Schular, 1995; Hequent, 1993; Bradely, Petrescu and Simmons, 2004).
2.10 The Empirical Review

Human Resources Development is organized learning experiences in a definite time period to increase the possibility of improving job performance and growth. Skilled employees are the most precious assets of every organization. According to Solkhe and Chaudhary (2011) the relationship and impact of HRD climate on job satisfaction the findings indicate that HRD climate has a definite impact on job satisfaction which in turn leads to the increased organizational performance.

Similarly, as stated by Sharma & Purang, (2000) in their study on found a positive relationship between value institutionalization and HRD climate, meaning there by a better and more ethical environment of the organization shall lead to a better HRD climate for the organization. According to Tazebachew (2011), training is positively and significantly correlated with employee performance. Moreover, according to Jain, Singhal & Singh,(1997) concluded that the HRD climate is mainly a function of the effectiveness variables including individual efficiency, organizational efficiency and productivity and HRD variables including management policy on HRD, Organizational development , role analysis and training. Biraj, Susmita & Ghansy (2012) in their study concluded that there is a significant relationship between HRD climate and Job performance and any positive change in HRD climate will bring about positive changes in job performance.

Ebiringa & Okorafor (2010) their results highlighted the critical value of on-the-job training as the most significant human capital development index (formal education, on the job training, participation in seminars, conferences and trade fairs) that increases small and medium enterprises performance.

Furthermore, as indicated by Aliyu ,Suhal & Suriyani (2014), they obtained in their study therefore, refute the ideological misconception of human resource development as a non-revenue function which is costly and unnecessary. Their results show that human resource development is an integral part of the firm which accords them capacity to create unique skill levels that guaranty efficiency. Benjamin (2011) in another study found correlation between HRD practices/climate and employee performance, attitude and behavior.
According to Ajay Solkhe (2011), there is a significant relationship between Job Satisfaction and HRD Climate and any positive change in HRD Climate and its components will bring about positive changes in Job Satisfaction and in turn impact the Organizational Performance in positive manner.

Banu (2007) found that sound HRD Climate is necessary for the success of the public sector undertakings. In addition, Mufeed SA, (2006) examined the HRD climate in major hospitals. The result indicated the existence of poor HRD climate in the hospitals.

Along with Bhardwaj & Mishra, (2002) concluded that managers are satisfied with the existence of good HRD policies and practices of the organization. And as to Okechukwu & Tonye (2014) in their study found that three major findings in their research: HRD practice of training and development provides their employees with greater intrinsic rewards than other traditional HRD tools; there is a significant relationship between HRD practices (training and development) and increased employees’ motivation or commitment and organizational productivity.
2.11 Conceptual Framework

The relationship between HRD and performance as argued by Okechukwu Agwu (2014) is based on the resource-based view which states that increasing employees’ abilities and motivation .HRD will ultimately improve organizational performance (Lopez et al., 2005). The central element of the resource-based view of human resources is the positive relationship between HRD and organizational performance (Mayo, 2000; Mabey & Ramirez, 2005). The resource-based view perspective advocates that the potential for competitive advantage of an organization is based on its ability to exploit the inimitable characteristics of its pool of human resources and capabilities.

The processes of resourcing and development aimed at providing increased skills to employees have a direct impact on their attitudes, such as motivation, commitment and satisfaction (Bartlett, 2001; Fey et al., 2000; Wright et al., 2003).
Employees’ attitudes and behaviors generally depend on the HRD policies and procedures the organization is using. Employees’ attitudes influence their behavior which subsequently influences organizational performance (Wright et al., 2003). It is argued that employee turnover is heavily influenced by job satisfaction, motivation and organizational commitment (Hardre, 2003). It is also argued that satisfaction usually precedes organizational motivation and commitment while job satisfaction, organizational motivation and commitment are strongly interrelated (Bartlett, 2001).

Human Resource Development is a process of developing or unleashing human expertise through organization development and personnel training and development for the purpose of improving performance (Swanson, 1994). According to Abbas and Yaqoob (2009), there is a relationship between training and development and employee performance. The processes of resourcing and development aimed at increasing employee’s skills have a direct impact on their attitude that is motivation, commitment and satisfaction (Wright et al., 2003). Lee and Bruvold (2003) stated that comprehensive training activities are positively associated with productivity; reduced staff intention to leave and organizational effectiveness.
In all characterization it is evident that the outcome will be independent variable is human resource development and dependent variables are employee’s performance (which includes attitude, customer satisfaction and efficiency), motivation and turnover.
[
Figure: The Conceptual Framework of the study.



The conceptual framework presented above reveals that effectively conducting the HRD programs by following the systematic steps of need assessment, design, implementation and evaluation can contribute for employee performance. Accordingly, the hypothesis for this research is set as: Effective HRD Practice can positively predict employee performance.
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction

This chapter presents the methodology followed in this study. It gives an explanation on the research design, research approach, population and sampling design, data type and source, data collection method and procedure, data analysis method and ethical considerations.
3.2. Research Design
A research design is the procedures for collecting, analyzing, interpreting and reporting data in research studies (Creswell & Plano Clark 2007). It is the overall plan for connecting the conceptual research problems with the pertinent (and achievable) empirical research. This means, the research design sets the procedure on the required data, the methods to be applied to collect and analyze this data, and how all of this is going to answer the research question (Grey, 2014). As explained by Robson (2002), there are three possible forms of research design: exploratory, descriptive and explanatory. This study is a blend of descriptive and explanatory research designs. 
Descriptive research provides a picture of a situation, person or event or show how things are related to each other and as it naturally occurs (Blumberg, Cooper and Schindler, 2005). However, descriptive studies cannot explain why an event has occurred and is much suitable for a relatively new or unexplored research area (Punch, 2005). In a descriptive design, the researcher is solely interested in describing the situation or case under their research study. It is conducted by gathering, analyzing, and presenting collected data. This allows a researcher to provide insights into the why and how of research. Descriptive design helps others better understand the need for the research. 
On the other hand, an explanatory study looks for causes and reasons and provides evidence to support or refute an explanation or prediction. It is conducted to discover and report some relationships among different aspects of the phenomenon under study. Explanatory research builds on exploratory and descriptive research and goes on to identify actual reasons a phenomenon occurs. 

As explained in the first chapter of this report, the main objective of the study is to study the human resource development practice and its impact on employees' performance by taking the case of Ethiopian Electric Utility.  To achieve this objective, it is found important to use a blend of descriptive design which explores the HRD practice of EEU and explanatory design which explains the relationship between HRD practice and employee performance and the effect of HRD practice on employee performance.

3.3 Research Approach

In terms of approach, this research is a mixed research which is a blend of both qualitative and quantitative methods. Mixed research approach is the one with its own philosophical assumptions as well as methods of inquiry. As a methodology, Dornyei (2007) argues, it involves philosophical assumptions that guide the direction of the collection and analysis of data and the mixture of qualitative and quantitative data in a single study or series of studies. Its central premise is that the use of quantitative and qualitative approaches in combination provides a better understanding of research problems than either approach alone (Leech and Onwuegbuzie, 2009).

Combining quantitative and qualitative methods, a researcher applying mixed methods builds the knowledge on pragmatic grounds (Creswell 2009) and bases the research approach on the techniques that can best address the problems and research questions at hand. As an unfolding research (Creswell 2009), unlike the quantitative research, the choice of variables is determined based on what works best in terms of effectively answering the research questions. Teddlie and Tashakkori (2009) also strongly argue that research approaches, as well as variables and units of analysis, which are most appropriate for finding an answer to the specific research question are selected based on the nature of the research and the practical problem to be solved.

Essentially quantitative and qualitative data are combined and integrated at some stage of the research process to add value to the arguments and answer research questions in a more meticulous manner. Onwuegbuzie et al. (2009) argue that mixed methods research is based on the major tenet of pragmatism that quantitative and qualitative methods are compatible and can be utilized in a single research. This study, which bases the above line of arguments, is conducted based on both qualitative and quantitative data (mixed approach).
3.4. Population and Sampling Design
The target population of this study is EEU staff working under different departments in the head office. The number of samples from which the data is gathered is determined to be 200 staffs using a pertinent sample size determination procedure (Yemane, 1967; Sekaran, 2003; Kothari, 2004; Noordzij, 2010) shown in the following computation:    
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Where:  
n – Represents the sample size the research uses. 

N – Refers to total number of sample frame (the population size)

e – Represents the maximum variability or margin of error (the level of precision). e = 0.05 is chosen for this study.

Therefore, 
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Note: 

· This sample size is computed at 95% confidence level. 
The sample is drawn from the population using stratified random sampling technique. The justification for using stratified sampling technique is to increase the representativeness of the respondents by addressing the different functional units in EEU’s head quarter. The random sampling technique is applied to avoid biasness in selection of respondents from each respective working units and to give the target population of the study an equal chance of being part of the study.
3.5. Data Type and Sources

For this research purpose both qualitative and quantitative data are gathered. As to the source of data, both primary and secondary data sources are explored. The qualitative and quantitative data types and primary and secondary sources are used to triangulate and supplement the diverse data generated from different sources which in return are used to make the data and the result of the research more reliable. 

3.6. Methods of Data Collection and Procedure
In order to get all the necessary information on the area under which the research is conducted, the primary data is gathered through questionnaire and interview. The questionnaire used in this study is adopted from Alemayehu Mulugeta (2017) which scored reliability score of .985.  Besides the reliability of the scale is conducted and assured in the current research as well. An interview was also conducted with the human resource director of the company. On the other hand, the secondary data is gathered from company reports, previous researches, articles, books, internet sources and other publications.
Regarding the procedure followed in gathering the data, the researcher has approached the target respondents in EEU physically and provided information about the purpose and objective of the research and asked their willingness to take part in the research.  Accordingly, the questionnaire has been given to those respondents who were willing to fill the survey. The collection of their response has been completed within a week period of time. During this time, secondary data sources pertaining to the subject under study were reviewed and interview has been conducted with the human resource director of the company. 

3.7. Data Analysis Methods

The quantitative data collected from the respondents is processed using SPSS IBM Version 23 and the presentation and analysis is conducted using descriptive statistics such as mean and standard deviation and inferential statistics such as, correlation and regression analysis. The qualitative data is analyzed and presented using narratives and thematic descriptions that make it understandable. 
3.8. Ethical Consideration
Before engaging on data collection, the approval of the instrument was obtained from the research advisor. Next, the researcher has followed logical procedures in each and every stage of data collection processes. The target respondents of this research were given awareness on the objective of the study and assurance regarding the anonymity and confidentiality of their response. Accordingly, the data collection was conducted after securing their consent. As per the promise, the respondents’ anonymity and confidentiality of their response is well kept throughout this research. 
CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1 Introduction 

This chapter is dedicated for the presentation and analysis of the quantitative and qualitative data collected from the target respondents. The analysis of the quantitative data collected through questionnaire is conducted by using SPSS version 23.0. First, the demographic characteristics of the study sample are described, followed by the descriptive statistics of respondents’ employee performance and Human Resource Development practices of the company. Finally, a correlation and regression analysis is conducted to examine the relationship and influence of Human Resource Development practices on Employee Performance. A significance level of .05 (p < .05) is used in the data analysis. A reliability test was done by observing the Cronbach’s Alpha value with the cut-off point of 0.70. On the other hand, the qualitative data collected through interview is presented narratively. 
4.2 Demographic Characteristics of Respondents (N=155)

The target population of this study is EEU staff working under different departments in the head office. Out of 200 targeted respondents, 155 of them have completed the survey questionnaire, which resulted in a good response rate of 77.5%. 
The response obtained for the demographic questions raised in the first part of the questionnaire regarding their sex, level of education and years of work experience is presented on the following table. 
Table 1: Respondents Demographic Characteristics

	Sex
	Frequency
	Percent

	Valid
	Male
	108
	69.7

	
	Female
	47
	30.3

	
	Total
	155
	100.0

	Years of Experience
	Frequency
	Percent

	Valid
	2 years and below
	15
	9.7

	
	3-5 years
	12
	7.7

	
	6-10 years
	23
	14.8

	
	11-15 years
	58
	37.4

	
	Above 15 years
	47
	30.3

	
	Total
	155
	100.0

	Your Level of Education
	Frequency
	Percent

	Valid
	Masters Degree
	38
	24.5

	
	Bachelor Degree
	110
	71.0

	
	TEVET/Diploma
	7
	4.5

	
	Total
	155
	100.0


As can be seen from Table 1 above, among the 155 respondent 69.7% of them are Males, majority of the respondent (71%) are bachelor degree holders and 67.7% of them have above 10 years of experience in the company. The respondents’ educational level and years of expericenc ein the company assures that they are proper targets for the study as they can properly understand the subject matter and the HRD practice of the company. 

4.3 Reliabilities and Validity of the Constructs

The reliability of constructs of this study has been tested to check for the appropriateness of the construct in terms of internal consistency. This was conducted by looking at the Cronbach’s alpha’s reliability coefficient, which usually falls between 0 and 1. Regarding the rule for interpretation of the result obtained; the closer Cronbach’s alpha coefficient to 1.0 shows greater internal consistency of the items in the scale. Moreover, the rule provided by George and Mallery (2003) delineates; “> 0 .9 =>Excellent, > 0.8 => Good, > 0.7 => Acceptable, > 0.6 => Questionable, >0 .5 =>Poor, and < 0.5 => Unacceptable”.

The reliability test of this study is portrayed as follows:
Table 2: Reliability Test of the Items Used

	S.N
	Construct 
	Cronbach's Alpha
	N of Items

	1
	HRD Need Assessment 
	.843
	3

	2
	HRD Design
	.716
	3

	3
	HRD Implementation
	.939
	16

	4
	HRD Evaluation
	.857
	4

	4
	Employee Performance
	.948
	19


The above table indicates good internal consistency of the items in the scale. Therefore, the research instrument is reliable and can be used for the actual research.  
On the other hand, the validity of the construct was examined through Content validity test. Content validity test indicates the extent to which items adequately measure or represent the content of the issue that the researcher wishes to measure. Subject matter expert review is often a good way to assess content validity, in relation to the area or field under study. To this end, the advisor of this research has given the instrument to check whether the instrument can properly measure the variables under research. Accordingly, an approval has been obtained from the advisor to proceed to data collection.
 4.4 Assumptions

It is recommended that the data collected and encoded needs to be tested to fulfill six basic assumptions (linearity, multicollinearity, no significant outliers, autocorrelation, homoscedasticity and normality) to proceed to data analysis. Accordingly, the current study’s data set is tested against these assumptions and proven that it has sufficiently passed the requirements of the assumptions as discussed below. 

1) Linearity: This assumption necessitates that there needs to be a linear relationship between the two variables and the relationship between the independent variables (IVs) and the dependent variables (DV) is linear. This is to mean the relationship between the IVs and the DV can be characterized by a straight line. A simple way to check this is by producing scatter plots of the relationship between each of our IVs and our DV. With this regard, this study fulfills the requirement of linearity as the relationship between the independent variables and dependent variable of this study is chacterized by straight line as shown over the  graphs.
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2) Multicollinearity: This assumption states that the predictors are not too highly correlated with one another. Correlations of more than 0.8 may be problematic. For the assumption to be met we want VIF scores to be well below 10, and tolerance scores to be above .2; which is valid in this case. In this study, there is no multicollinearity in the data as the VIF score is below 10 and the tolerance score is above .2 as shown on the following output table.
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.325
	.227
	
	1.430
	.155
	
	

	
	Need Assessment
	.167
	.061
	.247
	2.718
	.007
	.470
	2.129

	
	Design
	.011
	.077
	.013
	.137
	.891
	.432
	2.315

	
	Implementation
	.589
	.147
	.381
	3.994
	.000
	.426
	2.349

	
	Evaluation
	.111
	.059
	.148
	1.871
	.063
	.617
	1.621

	a. Dependent Variable: Performance


3) No Significant Outliers: This assumption requires that there should be no significant outliers. An outlier is an observed data point that has a dependent variable value that is very different to the value predicted by the regression equation. In this study, there is no significant outlier. 
4) Autocorrelation: This assumption desires the values of the residuals to be independent. This is basically the same as saying that we need our observations (or individual data points) to be independent from one another (or uncorrelated). This statistic can vary from 0 to 4. For assumption #3 to be met, we want this value to be close to 2. Values below 1 and above 3 are cause for concern and may render the analysis invalid. In this case, the value is 1.913, so we can say this assumption has been met as shown on the following output table.
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.700a
	.491
	.477
	.27269
	1.913

	a. Predictors: (Constant), Evaluation, Need Assessment, Design, Implementation

	b. Dependent Variable: Performance


5) Homoscedasticity: Homoscedasticity describes a situation in which the error term (that is, the “noise” or random disturbance in the relationship between the independent variables and the dependent variable) is the same across all values of the independent variables. This is where the variances along the line of best fit remain similar as you move along the line implying that that the error term (, the “noise” or random disturbance in the relationship between the independent variables and the dependent variable) is the same across all values of the independent variables. This assumption is also fulfilled in the current study as shown on the following graph.
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6) Normally: In this study the residuals (errors) of the regression line are approximately normally distributed. This assumption is tested by looking at the P-P plot for the model. 
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Looking at these figures, it can be concluded that this study fulfills the requirement of normality.
In nutshell, this study has properly fulfilled the requirements of the six critical assumption discussed above. 

4.5 Descriptive Statistics of HRD Practices and Employee Performance 

Descriptive statistics of means and standard deviations were obtained from the independent and dependent variables. The summary of the descriptive statistics is shown in Table 3. All variables were measured on a 5-point Likert scale (1= strongly disagree to 5= strongly agree). 
Table 3. Descriptive statistics; HRD Need Assessment, Design, Implementation and Evaluation) and Employee Performance

	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	Performance
	2.3431
	.46455
	155

	Need Assessment
	2.1092
	.68074
	155

	Design
	2.1425
	.56338
	155

	Implementation
	2.3134
	.28824
	155

	Evaluation
	2.1882
	.56262
	155


From the output revealed on the table 3 above it can be observed that:

· The mean score of the HRD need assessment practice of EEU is below average (2.10) which shows that EEU has no strong HRD need assessment practice,

· The HRD design practice of EEU has obtained a mean score of 2.14, which is still below average with portrays the fact that the HRD design practice of the company under consideration is not satisfying ,

· The mean score of the HRD implementation practice of EEU is also below the average (2.31) which uncovers the unpleasing HRD implementation practice of the company.

· The HRD evaluation practice of EEU has also only secured a mean score of 2.18, which is also considered as weak practice.
· Finally, the mean score of employee performance associated with the practice of HRD process (2.34) is also below the average.
Generally stating, all the practices of HRD process (Need Assessment, Design, Implementation and Evaluation) in EEU are not strong which resulted in a unsatisfying level of employee performance related to the HRD practice. 
4.6 The Relationship between Human Resource Development Practices and Employee Performance in EEU

Table 4. Correlation between study variables: All HRD practices (Need Assessment, Design, Implementation and Evaluation) and Employee Performance. 

	Correlations

	
	Need Assessment
	Design
	Implementation
	Evaluation
	Performance

	Need Assessment
	Pearson Correlation
	1
	.865**
	.656**
	.263**
	.421**

	
	Sig. (2-tailed)
	
	.000
	.000
	.001
	.000

	
	N
	155
	155
	155
	155
	155

	Design
	Pearson Correlation
	.865**
	1
	.624**
	.160*
	.406**

	
	Sig. (2-tailed)
	.000
	
	.000
	.046
	.000

	
	N
	155
	155
	155
	155
	155

	Implementation
	Pearson Correlation
	.656**
	.624**
	1
	.662**
	.544**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000
	.000

	
	N
	155
	155
	155
	155
	155

	Evaluation
	Pearson Correlation
	.263**
	.160*
	.662**
	1
	.436**

	
	Sig. (2-tailed)
	.001
	.046
	.000
	
	.000

	
	N
	155
	155
	155
	155
	155

	Performance
	Pearson Correlation
	.421**
	.406**
	.544**
	.436**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	

	
	N
	155
	155
	155
	155
	155

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).


In order to determine the association between the practice of HRD process and Employee Performance, the researcher used correlation analysis. The Table 4 above shows that employee Performance is significantly and positively correlated with the practice of HRD process: Need Assessment (r=0.421, p<.05); Design (r=0.406, p<.05), Implementation (r= 0.544, p<0.05), Evaluation (r= 0.436, p<0.05). This shows that all HRD practices have significant positive correlation with employee performance. 
The above results indicate that the more HRD practices are perceived to be weak by employees, the more likely they have low performance and the vice versa is also holds true.. 
4.7 The Effect of HRD Practices on Employee Performance (Multiple Regression Analysis)
As depicted in Table 5, below, the regression results revealed the R square value of 0.417. This indicates that the dimensions of HRD practices in EEU collectively explained about 41.7% percent of the variance in employee Performance. 

	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.646a
	.417
	.402
	.35937

	a. Predictors: (Constant), Evaluation, Design, Need Assessment, Implementation

	b. Dependent Variable: Performance


	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	13.862
	4
	3.465
	26.833
	.000b

	
	Residual
	19.372
	150
	.129
	
	

	
	Total
	33.234
	154
	
	
	

	a. Dependent Variable: Performance

	b. Predictors: (Constant), Evaluation, Design, Need Assessment, Implementation


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.398
	.256
	
	1.555
	.122

	
	Need Assessment
	.130
	.064
	.190
	2.021
	.045

	
	Design
	.041
	.075
	.049
	.542
	.589

	
	Implementation
	.514
	.178
	.319
	2.889
	.004

	
	Evaluation
	.180
	.070
	.218
	2.557
	.012

	a. Dependent Variable: Performance


The Multiple Regression table presented above indicates that the combination of these variables significantly predicts the dependent variable. All predictors had positive regression weights, indicating an organization exercising greater HRD practices is expected to have higher Employee Performance. However the contribution of HRD design is not significant at P Value of .05.This could be because the HRD need assessment gives good base for successful implementation in the absence of the HRD design. 


4.8 Analysis of Qualitative Research
The qualitative data was collected using well prepared interview checklist form EEU’s Human Resource and Property Management Director. The response obtained from the issues raised is presented below.
4.8.1 The HRD Activities of the Company

As per the response obtained regarding the HRD activities implemented by the company, EEU conducts training and development, provides education, conducts periodic performance evaluations and enrage in organizational and career development activities for long period in the past and currently as well. From this information, it can be said that the HRD activities considered in EEU are full-fledged.
4.8.2 The HRD Need Assessment Practice of EEU

With regard to the HRD need assessment of EEU, it is revealed that the company has no standardized approach of conducting need assessment for the HRD interventions. It is said that most of the time the HRD programs are initiated without conducting adequate need assessment as to their relevance. Moreover, the value given to HRD need assessment endeavors is lesser. Therefore, taking in to this consideration, it can be considered that the HRD programs of the company are designed without conducting adequate need assessment regarding their real relevance and expected objective that the need to aim to realize.
4.8.3. The HRD Design Practice of EEU
Prior to implementation of the HRD programs, it is required that proper design for the programs should be crafted based up on the findings of the HRD need assessment. Looking at the HRD design practice of EEU, it is reflected that the company has strong practice of systematically designing HRD programs. As stated above, the fact that the HRD need assessment practice is weak has also contributed adversely to the training design practice of the company. 
4.8.4 The HRD Implementation Practice of EEU
The practice of implementing the HRD practice at EEU apparently exists. However, its success and effectives is under question as the preceding processes in the HRD (namely, need assessment and design) are not properly conducted. Nevertheless, the HRD execution is considered as part of the continuous activities of the company and several HRD interventions are under implementation.
4.8.5 The HRD Evaluation Practice of EEU
The information obtained from the respondent regarding the HRD evaluation practice of EEU shows that the practice is limited to evaluate the learning and reflection of the training during an execution of the HRD program. However, the outcome and the impact of the HRD programs are not properly evaluated in the company.
4.8.6 The Contribution of the HRD Programs for Employee Performance at EEU
With regard to the contribution that the HRD programs at EEU has made for the employees performance, it is witnessed by the respondent that the company is not able to reap the benefit of its HRD interventions as the HRD programs are not properly analyzed, designed, implemented and evaluated as such.
CHAPTER FIVE

SUMMARY OF MAJOR FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

This chapter provides the summary of major findings, conclusions and recommendation based up on the thorough analysis conducted in the previous chapter.
5.1 Summary of Major Findings

The major findings obtained from this study are:

· EEU executes different varieties of the HRD programs such as training, development, education, periodic performance evaluations, career development and organizational development.
· The mean score of the HRD need assessment practice of EEU is 2.10,
· EEU’s HRD design practice’s mean score is  2.14,
· The mean score of EEU’ HRD implementation practice is 2.31,

· EEU’s HRD program evaluation practice’s mean score is  2.18,
· The mean score of EEU’s HRD practice contribution to employee performance is 2.18,

· The correlation test revealed that the relationship between all the HRD constructs and employee performance is positive and significant at p Value of .000. 
· The multiple regression analysis result has portrayed that the dimensions of HRD practices in EEU collectively explained about 41.7% percent of the variance in employee Performance (R Square Value of 0.417), which is in line with the hypothesized relationship.
· The qualitative analysis made has revealed that even though all the varieties of the HRD programs are executed in the company, the practice of HRD is not strong and the contribution of HRD to employee performance is not pleasing.

5.2.
Conclusions
The major conclusions drawn based up on the findings of the study are the following:

· The variety of HRD activities conducted by EEU are full-fledged in terms of the varieties of the HRD programs executed, 

· The HRD need assessment practice of EEU is not strong, 

· EEU’s HRD design practice is not satisfying, 
· EEU’s HRD implementation practice is not pleasing, 

· HRD program evaluation practice at EEU is not strong and 

· The contribution of EEU’s HRD practice to employee performance is not satisfying.

5.3.
Recommendations
The following recommendations are forwarded to solve the gaps identified in this research at EEU:
· EEU needs to conduct proper need assessment for the HRD programs. For conducting the need assessment successfully, it is advised to participate the stakeholders of the HRD programs. Moreover, the company needs to assign a team or at leas a professional who is responsible to ensure that every HRD programs are need based. Besides it well be helpful if the company develops a standard guideline to conduct the HRD need assessment.

· Before moving to the HRD implementation, the company is advised make sure that proper design is made for the program to increase the likelihood that the HRD program implementation will be successful. In setting a design for the HRD programs, the result obtained from the HRD need assessment need to be well considered. Moreover, the HRD programs should be implemented as per the design set for it.
· The implementation of the HRD programs needs to follow systematized approach. Every program should be pre planned and the execution should follow that. The implementation of the HRD programs at EEU need to be result oriented.

· EEU is advised to make evaluation of the HRD programs a must to do in order to investigate the extent to which the company is benefited from the HRD investments. In this regard, it is advised that systematized HRD program evaluation framework be in place.

· It is apparently known that HRD programs are executed to improve the performance of employees among others. This requires the HRD programs to be executed by following the scientific steps in the process of HRD (need assessment, design, implementation and evaluation). Therefore, EEU is recommended to implement the system in which all HRD programs are following these steps so that the programs can contribute for the company’s success.
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Appendix

St. Mary’s University, School of Graduate Studies, Masters of Business Administration Program
Questionnaire to be Filled by Ethiopian Electric Utility (EEU) Employees

Research Title: “The Effect of Human Resource Development on Employee Performance (A Case of Ethiopian Electric Utility - EEU)”
Dear Respondents,

This questionnaire is developed with an objective to collect data for MBA thesis entitled “The Effect of Human Resource Development on Employee Performance (A Case of Ethiopian Electric Utility - EEU)”. The data you provide is highly valuable in realization of the study’s objective. The information you provide in this study will be used only for the stated academic purpose and it will be held confidential throughout the process. I thank you in advance for sharing your valuable opinion and time in completing this questionnaire. 

Please don’t hesitate to call me in case you have any question (Mobile: 0911-249593).
Cordially,

Tigist Kebede (The Researcher) 

PART I:  Demographic Data
Direction: Please fill in the space provided for open ended questions and put “X” mark on the choice(s) that best represents your response from the alternative given for close ended questions.
1. Sex: Male                   Female

2. Your Level of Education

      Masters Degree

      Bachelor Degree

      TVET/Diploma

      Other (Please Specify) _________________________________________
3) Years of Experience

      2 years and below     

      3 – 5 years               

      6 – 10 years             

     11 – 15 years            

     Above 15 Years       
PART II:  Specific Research Questions
Direction: Please indicate the degree of your agreement with the following statements by putting “X” mark on the appropriate number that best represent your response (Where 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree & 5 = Strongly Agree). 

	No.
	HRD Practice Related Questions
	Strongly Disagree (1)
	Disagree

(2) 
	Neutral

 (3) 
	Agree 

(4) 
	Strongly Agree (5) 

	HRD Need Assessment Related Questions

	1
	Need assessment is conducted at EEU before suggesting Human Resource Development Programs
	
	
	
	
	

	2
	The HRD need assessment process is participatory
	
	
	
	
	

	3
	The method used in the HRD need assessment is appropriate
	
	
	
	
	

	HRD Design Related Questions

	4
	Proper HRD design is set as per the need identified before moving to the HRD program execution
	
	
	
	
	

	5
	The HRD engagements at EEU have clear objectives
	
	
	
	
	

	6
	The objectives set for the HRD programs is consistent with the need assessment results
	
	
	
	
	

	HRD Implementation Related Questions

	7
	The selection of participants for the HRD program is fair and transparent
	
	
	
	
	

	8
	Appropriate participants are selected for the HRD programs executed in our organization
	
	
	
	
	

	9
	The Objective of the HRD program  is clearly communicated for the target participants
	
	
	
	
	

	10
	The areas covered in the HRD program are relevant
	
	
	
	
	

	11
	The content of the HRD program was well organized and easy to follow
	
	
	
	
	

	12
	The HRD program has well considered the level of the target participants
	
	
	
	
	

	13
	The method used in the HRD program is sound and appropriate
	
	
	
	
	

	14
	The language used in the HRD program is easy to understand
	
	
	
	
	

	15
	The selection of the HRD program provider is appropriate
	
	
	
	
	

	16
	The HRD program is conducted by the parties with the required level of competence
	
	
	
	
	

	1
	The HRD program has been participatory
	
	
	
	
	

	18
	The HRD program providers has been responsive to participants needs and queries
	
	
	
	
	

	19
	The HRD providers communicate well during the program
	
	
	
	
	

	0
	The HRD method used is practical
	
	
	
	
	

	21
	The duration of the HRD program has been sufficient
	
	
	
	
	

	22
	The HRD program has been conducted timely, when needed.
	
	
	
	
	

	HRD Evaluation Related Questions

	23
	The Effectiveness of  the HRD program is evaluated
	
	
	
	
	

	24
	The method used for evaluating the HRD program is appropriate
	
	
	
	
	

	25
	The HRD program achieves the objective for which it was provided
	
	
	
	
	

	26
	Proper remedy is suggested based on the findings of the HRD program evaluation

	
	
	
	
	

	No.
	Employee Performance Related Questions
	Strongly Disagree (1)
	Disagree

(2) 
	Neutral

 (3) 
	Agree 

(4) 
	Strongly Agree (5) 

	27
	The overall performance of the employees who participated in the HRD program shows an improvement
	
	
	
	
	

	28
	The HRD program has enabled the participant employees to perform their job with better efficiency
	
	
	
	
	

	29
	The HRD program has enabled the participant employees to perform their job with better effectiveness
	
	
	
	
	

	30
	The work quality of HRD program participant employees is improved after participating in the HRD program.
	
	
	
	
	

	31
	The employees who participated in the HRD program give better attention and focus for their job after the program
	
	
	
	
	

	32
	The employees who participated in the HRD program are able to perform their job in lesser time
	
	
	
	
	

	33
	The work commitment of the employees who participated in the HRD is  improved after the program
	
	
	
	
	

	34
	The HRD program has improved the work ethics of the employees who participated in the program
	
	
	
	
	

	35
	The HRD program has improved the openness to new ideas and suggestions of the employees who participated in the program
	
	
	
	
	

	36
	The HRD program has improved the adaptability to new circumstances and situations of employees who participated in the program
	
	
	
	
	

	37
	The HRD program has improved the team work of the employees who participated in the program
	
	
	
	
	

	38
	The HRD program has improved the communication skill with colleagues and managers of the employees who participated in the program
	
	
	
	
	

	39
	The HRD program has improved the interpersonal skill of the employees.
	
	
	
	
	

	40
	The HRD program has created the readiness to take extra responsibility of the employees who participated in the program.
	
	
	
	
	

	41
	The HRD program has created a culture of taking responsibility for ones performance of the employees who participated in the program
	
	
	
	
	

	42
	The HRD program has made the participant of the program to treat his/her colleagues with respect
	
	
	
	
	

	43
	The HRD program has made the participants to be energetic and enthusiastic for their job
	
	
	
	
	

	44
	The HRD program has improved the participants’ readiness to receive feedback.
	
	
	
	
	

	45
	The sense of belongingness of the participants is improved because of the HRD program
	
	
	
	
	


Part III: General Suggestion

1) What do you suggest for improving the HRD programs effectiveness at EEU?
______________________________________________________________________________________________________________________________________________________________________________________________________.
2) Any additional opinion (if any) please? _______________________________________________________________________________________________________________________________________________________________________________________________________________________.
Thank you!
Interview Questions
1. What are the HRD programs implemented at EEU?

2. What is the HRD need assessment practice of EEU?

3. What is the HRD planning (Design) practice of EEU?

4. What is the HRD implementation practice of EEU?

5. What is the HRD evaluation practice of EEU?

6. What is the effect of HRD practice on employee performance at EEU?

Effective HRD 


Need Assessment


Designing


Implementation 


Evaluation 








Employee Performance








By: Tigist Kebede
Page 1

_1687699730.unknown

_1687701059.unknown

