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ABSTRACT

This study assessed the impact of training on employees’ performance at the National Audit Office of Tanzania. Specifically, the study was guided by three objectives; to identify the types of training, to identify the impact of training as well as propose effective training approach to the National audit Office of Tanzania in improving its performance. Mixed research approach and case study design were used, whereby the study employed a sample size of 100 respondents. Then interview, documentary reviews as well as questionnaires as data collection techniques were employed. Interviews were conducted to the heads of departments and human resources officers while questionnaires were directed to NAOT staffs, the thematic analysis was employed. The quantitative data collected was analyzed by using Statistical Packaging for Social Sciences. Findings from the study revealed that employees at National Audit Office of Tanzania were provided with various training as a means of assisting them in performing their tasks effectively and efficiently. It was found that, enhancement of working skills, competencies, the increase of job motivation which adds creativity, improvement of job performances as well as job commitments were some of the impact of training as mentioned by the respondents. The results revealed that, the provision of these trainings enhances the organizations performance. The study concludes that, training has been useful with its core objective of improving individual and organizational performance and this  can be realized from the improvement in returns per unit invested in expenditure as well a constant raise in efficiency. The study recommends; NAOT should have clear departmental budget, policy and approaches for training its employees. 
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CHAPTER ONE
INTRODUCTION AND BACKGROUND TO THE STUDY
1.1 Introduction 

This chapter presents background to the problem, statement of the problem, general objective of the study, specific objectives of the study, research questions,  significance of the study as well as delimitation of the study, 

1.2 Background to the Study
Employee’s training is widely considered as the source of gaining competitive advantage due to the advancement in technology and rapid changes in the world. However, human resource is the most valuable asset in any organization, as even in the presence of financial resources and materials nothing gets done without man power. The effective functioning of any organization requires that employees learn to perform their jobs at a satisfactory level of proficiency.

Tannenbaum, et al. (1993) conducted a research on factors influencing training effectiveness which aimed at advance understanding of effective training system. They investigated factors that may significantly affect the success of training in terms of performance improvement in the operational environment. In order to accomplish that goal, a comprehensive model of training effectiveness was developed by synthesizing several literatures which were used as the basis to specify testable hypotheses. A large-scale data collection effort was then conducted as an initial test of predictions from the model. There after they concluded that, several "non-technical" factors had a significant impact on training outcomes. 
Those factors included, self-confidence, task-related attitudes, and expectations for training, training fulfilment, and pre-training motivation. The results imply that, no matter how well designed a training system is, training effectiveness will not be achieved without a consideration of appropriate individual and organizational factors. Therefore, a process view of training effectiveness should produce extras in terms of an improved understanding of crucial training variables, and in turn, enhanced training outcomes.

Williams (2014) revealed that, NAOT is among of public institutions which have seriously invested on its employees in terms of training, but some of the training conducted by NAOT did not achieve the intended goal of the organization. It was further maintained that, NAOT failed to achieve its goals due to the following reasons; lack of motivation to the employees who needed the training and who would do the best to grasp the knowledge provided to that particular training, some employees did not follow the training, incompetent facilitators, that continued to create the gap that employees or the organization had interns of training and performance. 

For this case, NAOT should ensure that, in the preparation of any course, all these aspects should be taken into account by following the required procedures for the preparation of effective training, because when the training is effective, there will be no deficiency to the employees and the organization at large. For the training to be effective, it needs to be effectively managed, systematic arranged and organized so that the right training is given to the right people in the right way at the right time and at the right cost. However, given the fact that workers performance is attributed to multi – factors, the management should be aware of  other problems encountered by employees in their areas of work  and specialisation in order to keep  and make them working effectively in order to  accomplish tasks and  organization objectives.

Williams (2014) pointed out that, most of public institutions are affluent with performance management skills, knowledge and rewarding systems but still there is a practical problem and theoretical knowledge application. From this point of view, the question this study had to address was: what were the theoretical and practical factors, actions, intended tactics that could help employees to perform satisfactorily in the organization and in their areas of specialization? How does training help to achieve goals and high performance? Moreover, human resource management practices tend to improve performance of the organization by contributing to employees and customers’ satisfaction, innovation, productivity and development of good reputation among organizations or firms community ( Delaney and Huselid, 1996). The accomplishment or disaster of the organization depends on its employees’ performance (Elinaga and Imran 2013). 

Hence, investigating  in human resources practices especially training and their connections to employees   performance  in organization is highly  needed in order to show  whether public and private organization should leverage these practices  to survive in the ever growing competitive  business world, as the HR practice and their impacts on employees performance have attracted several researchers such as  Sattar et al ( 2015 ) and  Algharibeh et al (2014). 

It is further worth noted that, while much is known about the costs of training in the developed countries, studies on issues aligned with training and employees’ development in developing countries are rarely found. The current and existing studies in this field have taken a general human resource management (HRM) focuses on creating a gap on issues such as the impact of training on employees performance (Jackson,2002 and Mwaka, 2004). This study minimized the existing gap in the literatures and attempted to establish the basis of understanding of some aspects of human resources management in general and training in particular in Tanzania public service.

However, there have been sentiments on the field supported by Dysvik and Kuvaas (2008) and similarly Agyemang and Ofei (2013) who argue that, despite the fact that employees’ engagement and their determinations received a great deal attention in the last decade in academic circles; the concept remains new with little academic attention that research conducted  on the subject matter on training and how it gives impacts on employees and organization performance. The question here is on whether their findings can be generalized to other sectors, and to other developing countries. 

However, many of these studies based on developed countries with little research had been carried out to test the existing link between training and employees’ performance in developing   countries (Gyensare and Asare, 2012). Also the study on the effect of training on employees’ performance by Aidah (2012) which was conducted in Uganda was designed to minimize to this gap. Since it was found that employees are major assets of any organization ,the active role they play towards organization success  cannot  be belittled as  the result  of equipping  this unique  resource  through  effective  training  which becomes  very  important  in  order  to  increase the job performance. 

Gao (2013) maintained that, “planned training needs to identify the needs of employees to be trained, thus defining what skills and knowledge to be trained and what attitudes to be changed”. The objectives of the training and development are to be clearly stipulated. Planned training seeks to meet the needed objectives by using the right combination techniques. Thus it was from this background this study sought to assess the impacts of training on employees’ performance at the National Audit Office of Tanzania.

1.3 Statement of Problem

Training plays a vital role in any organization in modern world as it aims at preparing employees for more challenging aspect of the job. The efficiency, productivity and organizational performance can be increased considerably with appropriate training methods. This is the reason why human resources department gives training aspects a huge importance. According to standing orders for the public service of 2009 as amended time to time gives directions on how to implement different trainings in public service sector. This implies that, the government and its institutions recognize that employees should be trained and requires them to be trained in a better way. 

Beardwell and Holden (2013) insist that, training improves employee’s skills, ability, competence and increases their performance and organizational productivity. In due regard, the importance of training has been recognized due to high competition among organizations. Institutions have realized the importance of investing in employees skills and competences, and this means considerable and continuous investment in training and development (Beardwell and Holden 2013).

In Tanzania, many organizations both private and public sector engage in training and development of staff so that they can achieve their purpose by adding value to their key resource they employ.. It has become necessary for organizations to provide long and systematic training and development programs for their employees. This is because every aspect and activity of an organization involves people. For instance, a manager in an organization will not be successful until he has subordinates beneath him who are well equipped with skills, talent and knowledge (Kamara, 2012).
NAOT as Public Sector organization established and put forward vision so as to be an efficient and focused utility in supporting the development of Tanzania. The organization vision is to become not only efficient in the provision of its Services to its public, but also to be able to run all its operations in sustainable way so as to contribute to the socio-economic development of Tanzania (Omary, 2014). However, currently the management and stakeholders are not satisfactory with the service provided by the NAOT due to daily problem with provision of services and unethical business conduct and responsibility of the institution in general. It is also true that most government institutions performance is rated poor with lower production due to employee’s low working morale and job dissatisfaction. 

Despite of the government efforts of providing trainings for its employees as means to motivate them but still there have been no significant changes. For instance in the NAOT report of 2017/2018 it is indicated that employee who were identified to have low performances, negative attitudes as well as low competences were taken for professional training. However, NAOT training report (2016). Indicates that during their return from their training was found that there were no significant improvements It is within these statements this study assessed the impact of Training on Employees Performance within the National Audit Office of Tanzania.
1.4
Objective of the Study
The main objective of this study was to assess the impact of Training on Employees Performance within the National Audit Office of Tanzania.

1.4.1 Specific Objectives

The study sought to: 

i. Identify the types of training offered by National Audit Office of Tanzania 

ii. Identify  the impact of training offered by National Audit Office of Tanzania on employees performance

iii. Find out stakeholders views on effective training approach at National Audit Office of Tanzania in improving its employees performance

1.5  
Research Questions


The study was guided by the following questions:-

i. What are the types of training offered by National Audit Office of Tanzania?
ii. What are the impacts of the trainings offered by National Audit Office of Tanzania on employee’s performance?
iii. What are the stakeholder’s views on effective training approaches at National Audit Office of Tanzania in improving its employees performance?

1.6   Significance of the Study

Findings of this work can be significant to policy makers and planners as through the findings from this study they will get some useful information regarding training. However, findings from this study are significant to academicians and researchers who are interested to research in this area. Finally the study is significant to the researcher as it will assist him in partial fulfilment of the award of Masters of Arts in Good Governance and Leadership. 

1.7 Delimitation of the Study
The study was delimitated within the National audit office of Tanzania, covering the National Audit Office of Tanzania. In due regard, the study dealt only with human resource officers, heads of departments as well as NAOT staff 

CHAPTER TWO
LITERATURE REVIEW

2.1 
Introduction

This chapter presents literatures related to the impacts of Training on Employees Performance within the National  Audit Office of Tanzania, it explores; conceptual literature review, types of training, theoretical stances of the study, impacts of training, benefits of training, empirical studies, synthesis of literature as well as knowledge gap.

2.2 Conceptual Definitions
2.2.1 Training 
In the context of this study training means the planned and systematic modification of behavior through learning events, activities and programs which results in the participants achieving the levels of knowledge, skills, competencies and abilities to carry out their work effectively (Cole 2012) therefore, training means investing in the people to enable them to perform better and to empower them to make the best use of their natural abilities.
2.2.2 
Employee’s Performance 

According to Delow, (2013) Employee performance is defined as whether a person executes their job duties and responsibilities well. Many companies assess their employee's performance on an annual or quarterly basis in order to define certain areas that need improvement. Performance is a critical factor in organizational success. The job related activities expected of a worker and how well those activities were executed. Many business personnel directors assess the employee performance of each staff member on an annual or quarterly basis in order to help them identify suggested areas for improvement.
2.2.3 
Training and Development 

Training and development as cited in Cole (2012:56) “is a learning activity directed towards the acquisition of specific knowledge and skills for the purpose of an occupation or task, the focus of training is the job or task for instance, the need to have efficiency and safety in the operation of particular machines or equipment, or the need for an effective sales force to mention but a few”. Beardwell and Holden (2013) argue that “the recognition of the importance of training in recent years has been heavily influenced by the intensification of competition and the relative success of organizations where investment in employee development is considerably emphasized”. 

Moreover, they add that “technological developments and organizational change have gradually led some employers to the realization that success relies on the skills and abilities of their employees, and this means considerable and continuous investment in training and development” (pg, 86). In the same way, Kreitner and Kinicki, (2007) contended that, it does not matter how carefully job applicants are screened, typically a gap remains between what the employees does know and what they should know. Thus, an organization which desires to gain the competitive edge in its respective industry, needs among other things, extensive and effective training of its human resources. Training is for that reason a key element for improved organizational performance; It helps to reconcile the gap between what should happen and what is happening between desired targets or standards and actual levels of work performance. 

2.3 
National Audit Office of Tanzania Profile

The history of the office goes hand in hand with the history of the country. That immediately after independence it had under gone various reforms including establishment of its regional offices in which some of the employees were found. However, during British Colonialism and soon after independence of Tanganyika, the National Audit Office was called “the Audit Department”. It was part of the British Overseas Audit Services based in London, In England; the head of this office was called the Director of Audit as per the Audit Ordinance cap 86 that was governing audit activities since 1957. 

The daily audit activities of the Audit Department were governed by Colonial Regulations and General Instructions and Rules of the Overseas Audit Department in London. The office had only one office located in Dar es Salaam at Kivukoni Front Street. It was auditing the accounts of the whole government as the Government management system was centralized. The first branch to be opened in the country was Arusha Audit Branch; the main auditee of this branch was the Tanganyika Custodian of the Enemy Property Department based in Arusha. This department was established by the British colony following the defeat of Germany colonialists in Tanganyika during the First World War, after the end of the First World War, all homes, estates, businesses and infrastructures belonging to the Germans were abandoned. 

In 1919 when Britain became the new colonial master of Tanganyika Territory it established this Department to manage the properties which formerly belonged to the Germans. The Office continued to expand itself, whereby in 1959 it had four the Ordinance changed the name of the head of the Audit Department to become the Controller and Auditor General (CAG). The mandate of the CAG was enshrined under Article 73 of the Constitution of Tanganyika that came into force immediately before the 9th December, 1961. 
The main duties of the CAG and his office were Controllership and Auditing; where by the Controllership duty was exclusively the CAG’s duty. These duties were further expounded in the Exchequer and Audit Ordinance of 1961. In 1962 the Republican Constitution of Tanganyika was adopted. This marked the beginning of the Presidential system of government whereby the Presidential powers as head of state and the government that were previously the powers of Governor General and the Prime Minister in the former constitution were merged. The power to appoint the Controller and Auditor General was vested into to the President.On 9th July 1965, the Interim Constitution of Tanzania was enacted and came into force. This constitution was further followed by the Constitution of the United Republic of Tanzania of 1977 which is the current Constitution. All these constitutions provided for the mandate, responsibilities and independence of the CAG. 
Currently, the National Audit Office has five core department and seven corporate units, the headquarter of the office is in Dodoma the captital city of tanznania, however, the office has extended regional offices all over Tanzania mainly to facilitate quick and promt service delively to the general public. 
2.4 
Types of Training

2.4.1 
Orientation Training

According to Gupta (2006:99) orientation training  is the type of training that seeks to adjust newly recruited employees to the work environment. In this type of training every new employee is made fully familiar with the job, his supervisor and subordinates and with the rules and regulation of the organization. For example at NAOT, newly recruited staffs are taken to an induction training for at least two weeks, where they are made aware of the office, what is the doing and how it is done, the scope , the mandate of CAG and their rights and responsibilities as staffs, there after they are provided with appointment letter attached with their job description and working tools such as rules and regulations, laptop computers and  manuals such as teammate and Regularity  Manual (RAM).

2.4.2
Job Training

Gupta (2006:99) refers job training to the training provided with the view to increase the knowledge and skills of an employee for improving performance on the job. In this type of training employees are taught the correct of handling equipment and machines used in a job this also can be termed as sitting next to nelly training.

2.4.3
Safety Training

This is the kind of training provided to minimize the accident and damages to machinery (Gupta 2006:). It involves instructions in the use of safety devices and in safety consciousness. This type of training is normally provided by Occupational Safety and Health Agency in all public and private sectors in Tanzania Mainland.

2.4.4
Promotional Training

It involves training of existing employees to enable them to perform higher level of jobs. (Gupta (2006) Employees with potential are selected and are given training before promotion.

2.4.5
Refresher Training

It is a type of training provided when existing techniques become obsolescence due to development of better techniques, employees have to be trained in the use of new methods and techniques so that they can apply in their daily undertakings (Gupta, 2006).

2.5 
Employees’ Performance 

Deadrick and Gardner (2007) defined employee performance “as the record of outcomes achieved, for each job function, during a specified period of time”. If viewed in this way, performance is represented “as a distribution of outcomes achieved, and performance could be measured by using a variety of parameters which describe an employee's paten of performance over time”. In the same line, a later definition was provided by Saeed et al (2013) defines employee’s performance “as the art to complete tasks within the defined boundaries. Adding on to that, in order for an employee to perform there must be some variables that must be taken care of”. These variables include “manager’s attitude, organizational culture, personal problems, and job content and financial rewards”. Additionally, all of these variables have positive impact on the performance of the employees.

2.6 
Theoretical Literature Review  

In any social science research, theory is very important as it show how it does relate to the problem being searched. Therefore, this study was guided by the human capital theory.
2.6.1 
Human Capital Theory 

Human Capital theory was proposed by Schultz (1961) and developed extensively by Becker (1964) who classified expenditures on human capital as investment rather than consumption. Human capital can be defined as “knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production”. In due regard, human capital theory suggests that “education or training raises the productivity of workers by imparting useful knowledge and skills, hence raising workers‟ future income by increasing their lifetime earnings (Becker, 1964). Also, in Becker’s view, “human capital is similar to physical means of production, e.g., factories and machines: one can invest in human capital (via education, training) and one's outputs depend partly on the rate of return on the human capital one owns”. 
Therefore, human capital is a means of production, into which additional investment yields additional output. Human capital is substitutable, but not transferable like land, labour, or fixed capital. Therefore this theory was deemed relevant in this study since investment on employee training was expected to yield positive impacts on the employees’ performances. 
2.7 The Linkage of Training to Employee Performance
According to Kenney and Reid (2010) “planned training in an organization needs to achieve necessary improvement of job performance”. Kenny and Reid argued that “planned training has the following steps: identifying and define training needs so as to know what is to be trained and what should be improved, define the learning require in term of skill, knowledge and attitudes need to be changed, define the objective of the training, develop a training program plan to meet the needs and objectives using right training techniques, decide who provide training and to whom training should be directed, evaluate the training , amend and validate training if necessary”.
According to Nijkamp (2013) “planning training should being of identifying and defining the need for training , to pin point learning requirements , also planned training identifies the programs to be in calculated, also it evaluates the training trainers techniques”. Also must identify the needed facilities and locations for training and finally must know how to implement the train.
2.8 
Impacts of Training on Employees Performance 

According to Elnaga and Imran (2013), training “is a necessity in the workplace”. Without it, employees do not have a firm grasp in their responsibilities or duties. Training plays vital role in the building of competencies of new as well as current employees to perform their job in an effective way. It also prepares employees to hold future position in an organization with full capabilities and helps to overcome the deficiencies in any job related area. Training is considered “as that sort of investment by the firm that not only brings high return on investment but also supports to achieve competitive advantage”. In due regard, effective training is considered to be a key factor for improved performance; as it can enhance the level of employee and firm competency. However, it supports to fill the gap between what performance if required and what performance is happening. 

2.9 
Benefits of Training and Development 

Imran and Elnaga (2013) add that, “improved capabilities, knowledge and skills of the talented workforce proved to be a major source of competitive advantage in a global market”. To develop the desired knowledge, skills and abilities of the employees, to perform well on the job, requires effective training programs that may also affect employee motivation and commitment. In the same way, in order to prepare their workers to do their job as desired, organizations need to provide training so as to optimize their employee’s potential. Most of the firms, by applying long term planning, invest in the building new skills of their workforce, enabling them to cope with the uncertain conditions that they may face in future, thus, improving the employee performance through superior level of motivation and commitment. When employees recognize their organization`s interest in them through offering training programs, they in turn apply their best efforts to achieve organizational goals, and show high performance on job.
2.10 
Empirical Literature Review 

There are several studies related to the impact of training on employees’ performance that were undertaken. These include the following:- 

Driskell (2011) argued in his study that type of training implemented, training content and trainee expertise also affect the training outcomes. Success of training Program always depends on how the training was given, what was the content and who was the trainer. Haslinda and Mahyuddin (2009) found that lack of support from top management and peers, employees’ individual attitudes, job-related factors and also the deficiencies in training practice are the main factors which affect the effectiveness of training to staff performance. If there will be less support from top management and peers, job is not going well or somehow there is problem in job and absence of training practice then there is less chance of effective training program which might result to poor performance.
A study by Kidunda et al., (2014) at National Social Security Fund (NSSF) discovered that the problem of training at the Fund was lack of clear training programs. The study revealed that, one of the factors limiting implementation of training program is lack of awareness and clear training program to some staffs at NSSF. The gap was the poor management at NSSF, which fail to inform the staffs before about the importance of training to staff performance.
A research conducted by Fey et al., (2012), on the effect of training and development on the employee performance, submitted that, there is a solid positive correlation between both management development and employee training and development program, and organization performance in Russian team - based affiliates of Western corporations. This suggests that, both management and employee development were meaningfully interrelated with organization performance. He added that, an emphasis on employee development, with employments safety, is possible to be common by employees in terms of high level of organizational obligation. Committing funds into employee training and development may also be essential for Western organization struggling to attain a competitive advantage through high value products and services, particular features that were not paid much attention to during previous planned economy.
A study was conducted by Sharma and Upneja (2015) to examine the issues persuading financial performance in the small hotels at Arusha in Tanzania. The outcomes of this research submitted that insufficient employee training and development programs was among the factors accountable for low profitability in the hotels thus providing indication to HR professionals on the importance of this constituent in the business sector. Notwithstanding the accessible mixed bag of strategies, an association must be careful when selecting preparing systems for its utilization. A cautious utilization of preparing routines might be an exceptionally practical financing. Despite the fact that a standout amongst the most vital stages in the preparation process, assessment and observing is regularly the most disregarded or slightest sufficiently completed part.
2.11 
Research Gap

Therefore, from all the literatures done it was deduced that there is few literature delt on  training and  employees’ performance at National Audit Office of Tanzania. In due regard, this triggered the need for undertaking a study on the impact of training on employees’ performance at National Audit Office of Tanzania. In order to narrow and bridge the gap by identifying the types of training, the impact of training as well as stakeholders views on effective training approach to National Audit Office of Tanzania in improving its performance

2.12 
Conceptual Framework Analysis

Conceptual framework is defined “as a set of broad ideas and principles taken from relevant field of inquiry and used to guide subsequent presentation” (Smyth 2004:32). Furthermore, conceptual framework is about research tools intended to assist a researcher to develop understanding of the situation under study and to communicate it. When evidently set, it has potential usefulness as a tool to assist a researcher to make meaning of research phenomenon (Bergh, 2009). Thus, the study is governed by the following conceptual framework.

The conceptual frame work suggests that, there is a significant positive relationship among the factors such as types of training, impacts of training as well as effective training approach toward effective employee performances. Thus, the employee performances depends strongly to these factors. 
Types of Training: How the choice of training method has an impact on the employee performance. In due regard, orientation training, job training, technological training, promotional training as well refresher training were the types of training mapped out in the conceptual framework. However, basing on the literature cited, not a single training type is superior to the other for every type of the training fits into the organization training and developments need of a particular organization.
Impacts of training and development: Organization performance is dependent on a number of factors, training being one. Employee training influences the overall organization performance .Not only that, Training has the impacts of increasing employee morale and job satisfaction, enhance working skills, enhance competencies, increase job motivation, add creativity, improve job performance as well as increase job commitment which in return increases performance. 

Effective Training Approach: selection of the best training approach has an impact to the performances of employee. In due regard provision of orientation training, provision of on job training, technological training, increases promotional training, motivate employee as well as provisional of refresher training were accorded to be the best training approach, since effective training create a conducive way for the employee to choose the best way and give out their views on the better way to perform their organization tasks. 

Independent Variables                                                            Depended variables
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Figure 2.1: Conceptual Framework 
Source: Researcher’s Construct, 2019
Employee Performance; as shown in the conceptual frame work, employee performance as a dependent variable depend on the  types of training, impacts of training as well as effective training approach toward effective employee performances. Thus, employee performance in an organization lead to; good result, goal achievement, employee satisfaction, employee retention, job comfortability as well as accuracy of work performances.
Intervening Variable; as noted in the conceptual frame work the intervening variables used to explain causal links between other variables. Thus the variables under this regard includes; economic condition, government Policy as well as working Environment. Thus, the arrows indicate critical component in the framework that define how well independent variables produces the outcomes and meet employee needs hence effective employee performances.
CHAPTER THREE

RESEARCH METHODOLOGY
3.1
Introduction

This chapter presents the research methodology that was used in the study. The chapter describes the research approach and research design of the study, area of study, population, sample and sampling techniques that were used, research instruments and their administration. Also, the chapter presents data analysis procedures and ethical issues that were considered in the study.

3.2 Research Approach 
The study employed the mixed methods approach. This approach was adopted since neither the quantitative nor the qualitative methods are sufficient enough in themselves to capture the diverse issues and challenges obtaining in the issue of Training on employees’ performance at the National Audit Office of Tanzania In this study, the two methods were used to complement each other in exploring all the aspects of the research problem. In the same line, the use of mixed research approach enabled the researcher to collect detailed information on the research problem since the approach give the researcher an ample space to collect both qualitative and quantitative information. 
Johnson and Christensen (2004:16) suggested that “Research approaches should be mixed in a way that offers best opportunities for answering important research questions”. Indeed, the mixed methods approach helped to answer questions that cannot be answered when exclusively using either the qualitative or the quantitative methods. Mixed methods provide a “more complete picture by noting trends and generalizations as well as in-depth knowledge of participants’ perspectives”. 

3.2 Research Design
Kombo and Tromp (2009) define research design as “arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance with the research purpose”. This arrangement of conditions requires harmonizing the planned possibilities with workable and coherent practices (Cohen et al, 2011). Consequently, the research design is regarded as “the conceptual structure within which research was conducted in the field and it stands as advance planning of the methods to be adopted for collecting the relevant data and the techniques to be used in their analysis” (Kothari, 2004). It is through design we make our research work portray either quantitative or qualitative characteristics. Therefore, this research employed case study design, in due regard, National Audit Office of Tanzania served as case where employees served as a unit of analysis. However, the use of case study rests from the grounded reasons by Creswell (2009) who asserted that “case study provides in-depth understanding of the case or cause”. 

3.3 Area of the Study  

The study was conducted at the National Audit Office of Tanzania. National Audit Office was selected for this study as a suitable study area on the reasons that NAOT is more accessible and familiar to the researcher, and hence facilitated the collection of the data easily. The issue of familiarity to a research site is also supported by Gebretsadik (2012). Additionally, literature shows that, there was a paucity of research regarding the impact of training on employees’ performance at the National Audit Office of Tanzania.

3.4 Target Population 
The target population for this study involved the human resource officer, heads of departments, as well as staff from the National Audit Office of Tanzania. In this regard, the entire population of the total employees at the NAOT headquarters is 600 employees. 
3.5 Sample and Sampling Procedures 
3.5.1 Sample
With regard to sample size, a total of 100 participants participated in this study. Categorically, sample size included 10 HROs, 5 Heads of department as well as 85 employees from the National Office of Tanzania. Overall, the participants are summarized in Table 3.1.

Table 3.1: Study Participants Distribution

	S/N
	Respondents
	Frequency

	1.
	HRO
	  10

	2.
	Heads of departments 
	  5

	3.
	Staffs  
	85

	
	Total 
	100


Key: HRO=Human Resource Officer. 

Source: Field Data, (2019)
The selection of the sample was drawn from Webb (1991) who clarified that, when the population of the area ranges between 100-100 then 10% of the total population will serve as the sample size. Therefore since the population of NAOT head quarter is 600 thus 100 respondents were selected as sample size of the study. 
3.6 Sampling Procedures
Kothari (2004) explains that “after deciding the sample size the next step is to decide the sampling techniques to be used”. The author further explains that “sampling technique is the scientific method that involves the selection of the representative sample from the large population”. In that case, the following sampling techniques were used:
3.6.1 Convenience Sampling Technique 
The choice of sampling techniques depends on the research purpose. Based on the purpose of this study, convenience sampling technique was used to get NAOT employee for participating in this study. Convenience sampling technique is explained by Cohen et al. (2000) “as a technique that involves choosing the nearest individual to serve as respondents and continuing that process until the required sample size has been obtained”. 

National Audit Office of Tanzania staff were conveniently sampled in this technique::Thus, 65 employees were selected. The reason behind use of this technique was that, it is the suitable technique where respondents are free and willing to participate in the study as they decide themselves. In due regard, respondents were involved in order to get their views regarding the impact of training on employees’ performance within the National Audit Office of Tanzania. The researcher wanted to establish the impact of training on employees’ performance within the National Audit Office of Tanzania and suggested for possible strategies to improve training. 
3.6.2 Purposive Sampling Technique 
Human resource officer and heads of departments were purposively sampled to participate in this study. Purposive sampling procedure was explained by Cohen et al. (2000) “to be useful for specific purpose as the sample is picked on basis of their judgment of their typicality or specific characteristics”. 

Human Resource Officer (HRO): was selected by using purposive sampling technique to participate in the study. This was purposely done by the researcher because of the roles and responsibilities HRO is assigned to perform daily organization activities. 

Heads of Departments: Likewise, this particular group were involved in this study, but as shown in Table 3.1, only four heads of department were involved. Purposive sampling technique was employed to select and involve heads of departments.  Based on this sampling technique, the researcher wanted to acquire information on the impact of training on employees’ performance at the National Audit Office of Tanzania. 

3.7 Data Collection Methods
The study used semi-structured interviews, questionnaire and documentary review as data collection methods that enabled the researcher to achieve the study objectives. 

3.7.1 Interview
The researcher used interview because this technique reduces the risk of respondents to misinterpret the question, since the researcher had chance to explain the purpose of the study and clarified any obscurities that arise during the interview. Interview also enabled the researcher to get the intended information and other supplementary information on the research problem as it is a flexible and adaptive research tool (Frankel and Wallen 2000). Also, interview helped to determine what a person knows, like or dislike and what a person think (Cohen et al, 2007).

The researcher conducted in-depth interviews which involved person to person conversation. The interview was conducted in their offices so as to maintain participants’ privacy and freedom of expression. However, all interviews were tape recorded so as to clearly get participants’ ideas regarding the impact of training on employees’ performance at the National Audit Office of Tanzania. On the other hand, the researcher took notes where necessary. Each interview session took about 30 minutes.

3.7.2 Questionnaire 
Questionnaires were filled by 85 staff who were included in the study. The researcher administered and collected the questionnaires from respondents in the sampled populations. These questionnaires comprised of both open-ended and close-ended questions. Open-ended questions allowed free response from participants’ own references and thus the respondents were free to express their feelings and give out their experiences towards the impact of training on employees’ performance  at National Audit Office of Tanzania. 
Meanwhile, closed-ended questions helped the participants to answer questions quickly and objectively. The questionnaires were distributed to staffs during their free time. According to Popper (2004), questionnaires have the advantages that large amount of information regarding the impact of training on employees’ performance at the National Audit Office of Tanzania. Questionnaires collected information that fulfilled all objectives of this study which found the impact of training on employees’ performance at the National Audit Office of Tanzania. The respondents spent between 30-45 minutes to fill in questionnaires. 

3.7.3 Documentary Review
According to Cohen et al (2011), “document is a record of an event or process”. Document provides rich information that cannot be revealed through interviews, focused group discussion or observation (Patton, 2002). Documentary review is a systematic procedure for reviewing or evaluating document that can either be printed or electronic (Bowen, 2009). Data from this source was regarded as other means for the researcher to triangulate with data that were gathered from interview and questionnaires. In due regard, documents regarding employees’ qualifications and documents on training were reviewed. 

3.8 Data Analysis Procedure
It is a way of making data to be meaningful through interpretation and analysis after data collection. Analysis was done on the basis of data collection tools as discussed below:-

3.8.1 Analysis of Data from Interview and a Review of Documents
Data that were collected through interview as well as those collected from a review of documents were analyzed through the model of qualitative data analysis propounded by Miles and Huberman (1994).  This model follows three steps namely;- Data reduction, the data were reduced by re- examining the verbatism transcription, whereby the researcher reduced data that were collected without losing their main or key message that were reported by the respondent. The objective of data reduction is to reduce the data without significant loss of information.

Data display, data were organized and summarized into descriptive data display sheets. In this, the researcher passed through respondents report and took the themes or main ideas and places them on a sheet and made comparison by looking on the interrelationships among themes from similar category of respondents. Display was used at all stage, since they enabled data to be organised and summarized. Drawing and verifying conclusion. The aim of this stage was to interpret what has been done into a meaningful and coherent picture of the data.

Analysis of Data from Questionnaires: The information that was collected through questionnaires was computed in SPSS data sheet version 22.0 to produce analytical tools to present the results. Descriptive statistics were generated to present the results on information. On the data presentation plan, the data were presented using bar charts and graphs for easier interpretation and understanding.  

3.9 Validity and Reliability of the Research Instruments
Questionnaires were filled by 85 staff who were included in the study. The researcher administered and collected the questionnaires from respondents in the sampled populations. These questionnaires comprised of both open-ended and close-ended questions. Open-ended questions allowed free response from participants’ own references and thus the respondents were free to express their feelings and give out their experiences towards the impact of training on employees’ performance  at National Audit Office of Tanzania. 
Meanwhile, closed-ended questions helped the participants to answer questions quickly and objectively. The questionnaires were distributed to staffs during their free time. According to Popper (2004), questionnaires have the advantages that large amount of information regarding the impact of training on employees’ performance at the National Audit Office of Tanzania. Questionnaires collected information that fulfilled all objectives of this study which found the impact of training on employees’ performance at the National Audit Office of Tanzania. The respondents spent between 30-45 minutes to fill in questionnaires. 

Reliability means that scores from an instrument are stable and consistent. Scores should be nearly the same when researchers administer the instrument multiple times at different times. When an individual answers certain questions one way, the individual should consistently answer closely related questions in the same way. Reliability “is the extent to which the test measures accurately and consistently” (Yin, 2015). In this study, reliability was established through test and re-test method where tools were taken to be filled by few respondents to check if they are reliable. Additionally, participant triangulation was also used where different categories of participants were asked a similar set of questions. The convergence of their ideas ensured the credibility of the findings of the study.

3.10   Ethical Consideration
Ethical consideration in research is important. Researchers whose subjects are people or animals must consider conduct of their research and give attention to the ethical issues associated with carrying out their research (Kombo and Tromp, 2006). As researchers anticipate data collection, they need to respect the participants and the sites for research. The major ethical concerns in any social research that involves human beings relate to the potential, harm to the research privacy/confidentially and deception (Cohen et al, 2011). 
In this study, participants were assured of maximum protection from what would arise from the study procedure. Fraenkel (2000) stated that “it is a fundamental responsibility of every researcher to do all in his or her power to ensure that participants in research study are protected from physical or psychological harm, discomfort, or danger that may arise due to research procedures”. Through this aspect, all ethical issues were adhered and all information that were collected were treated as confidential so that they could not  fall in the hand of unauthorized persons.  

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSIONS
4.1 Introduction 
This chapter presents study findings, analysis and discussion based on research objective and research questions acknowledged in first chapter. In due regard, data were collected through semi-structured interview, documentary review as well as questionnaires with the respondents on the impact of training on employees performance within the National Office of Tanzania.

4.2 Demographic Characteristics of Respondents

In any social science research, determining demographic characteristics is very important. Therefore, the researcher thought it was necessary to establish age,  sex,, education background as well as work experiences of the respondents so as to minimize biasness and repeatability of the similar data. Thus this part is considered to be valuable in creating validity of the study findings. 

4.2.1 Age the Respondents
Table 4.1: Age of the Respondents
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Under 35
	5
	6.4
	6.4
	6.4

	
	36-40 Years
	45
	57.7
	57.7
	64.1

	
	41-45 Years
	19
	24.4
	24.4
	88.5

	
	46-50 Years
	6
	7.7
	7.7
	96.2

	
	Above 51 Years
	3
	3.8
	3.8
	100.0

	
	Total
	78
	100.0
	100.0
	


Source: Field Data, (2019)

Age of the respondents was taken into consideration so as to determine different age categorization in which the studied organization has. In other words, it can be said that the age distribution of respondents was important so as to ascertain categorization of the employees at National Audit Office of Tanzania who were involved in the study. In due regard, the analysis of the age of respondents and responses were documented in Table 4.1. 
Findings of the study showed that, (57.7%) are aged 36-40 years, (24.4%) of the respondents were aged 41-45years, then (7.7%) of the respondents were aged 46-50 years, 6.4% were below 35 years also. In addition to that, the study findings revealed that about 3.8% of the total respondents were above 51 years. Thus, the study findings discovered that, majority of respondents (57.7%) were aged 36-40 years; the implication of the study findings is that, this particular age is the age in which employees are likely to carry a range of duties effectively in view of the fact that it is the exact age where people become more committed with their work.

4.2.2 Sex of the Respondents
One of the key variables in demographic information of the respondents is sex of the respondents. Therefore, it was necessary for the study to find out sex of the respondents in order to see number of male and female who were involved in the study. In that view, the researcher analyzed sex of the participants and responses were documented in Figure. 4.1 The results from the data above indicated that majority of respondents were male (69.2%) while female occupying (30.8%) of the total respondents in the organization. Therefore, the implication of the sex distribution shows imbalances between males and females’ respondents. However, this meant nothing than just comparison within the organization, that there is a big number of male than female.  In that regard, there is gender imbalances.. However, that does not affect the involvement of female’ ideas on the impact of training on employees’ performance within the National Audit Office of Tanzania.
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Figure 4.1: Sex of the Respondents 
Source: Field Data, (2019)
4.2.3 Education Background of Respondents
Education background of respondents was another factor which was established so as to get a clear picture regarding the education background of the respondents who participated in the study. For that reason, the researcher analyzed education background of respondents. As indicated in Figure 4.2, about, (48.7%) of respondents had First Degree, (21.8%) of the respondents had certificate, then (11.5%) of the respondents were Diploma holders while (10.3%) of the total respondents were PhD holders and (7.7%) were Master’s holders. 
Therefore, the study findings revealed that, many respondents who work at the National Audit office of Tanzania had First Degree. This entails that, this particular group of employee were reported to have the best performances in their organization tasks while, respondents with the lower education qualifications were reported to have moderate performances in the organization. 
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 Figure 4.2: Education Backgrounds of the Respondents 
Source: Field Data, (2019) 
4.2.4 Work Experience of Respondents 
The number of years one has worked within an organization gives understanding about the inner workings of the institutions. In that regard, the researcher collected and analyzed data on work experience of the participants. The findings are presented in Figure 4.3: The data in the Figure 4.3 shows that, about 32 of 78 participants had a working experience of 16-20 years, 23 of 78 participants had a work experience of 6-10 years, 14 of 78 respondents had a working experience of 11-15 years, while 9 of 78 participants had a working experience of below 5 years at NAOT. Based on these findings, majority of study participants had work experience of 16-20 years. Such working experience provides fertile ground to this particular group to guide others and deliver quality services at NAOT and be aware of the impact of training on employees performance.
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Figure 4.3: Work Experience of Respondents
Source: Field Data, (2019)

4.3 Types of Training Offered by National Audit Office of Tanzania 
This research objective was set to identify types of training offered by National Audit Office of Tanzania. To achieve this objective, important data were obtained through interview and questionnaires with the respondents. The task was to provide answer to the research question namely “What are the types of training offered by National Audit Office of Tanzania? Responses to this key question were important for the researcher to understand types of training offered by National Audit Office of Tanzania. 

[image: image4.png]Frequency

Types of training offered by National Auditing Office of Tanzania

25

20

Orertationtraining  Job traiing Technological  Promationalraining Refresher raining
raning

Types of training offered by National Auditing Office of Tanzania





Figure 4.4: Types of Training Offered by National Audit Office of Tanzania
Source: Field Data, (2019)

It was found that, employees at the National Audit Office of Tanzania were offered with various training as a means to assist them performing their task effectively and efficiently. For instance, it was found that, in order to cope with the development of science and technology and increase in competition, training was provided and this helped the employees to be aware of all necessary information and tasks regarding the institution. It was also found that, majority of the respondents agreed on the trainings offered by National Audit Office of Tanzania. The study findings are in line with the findings by Mlingi et al (2012) who revealed that,  to a large extent, training leads to an improved employees’ performance though it is not the sole factor that leads to good performance rather than it is a combination of factors. To validate the study findings during questionnaires survey with the respondents, the following responses were found:-

Data in the Figure 4.4 above indicated that, about 30.8% of the total respondents mentioned on job training as the most types of training offered by NAOT, 23.1% mentioned promotional training, 19.2% mentioned orientation training, 15.4 % mentioned refresher training while 11.5% mentioned technological training as among of the training offered by National Audit Office of Tanzania. In the same way, during in depth interview with one of the NAOT human resource officer the following remark was reported:-

The only thing to say here is orientation is provided to the new employees because we need them to know how things are done like how to use computers and other important things. For instance, I can recall one incidence that occurred in 2006 where most of the NAOT staff had no knowledge of using laptops. This led the CAG to come up with the plan of conducting training to all staff (Source; in depth interview with Human Resource Officer, Monday, 7th July, 2019)

The quotation above signifies the fact that, once employees are given training, their modality of work performance changes; meaning that training has brought some impacts to the employees. However, apart from the trainings offered to the employees, there are things which were found significant in assisting employees to work comfortably, satisfied and efficiently. Some of the factors include; good relationship with their top management (as subordinate are assisted differently to attain their targets) as well as favourable working environment (as employees are given all necessary equipment as a means to help them perform their works). The study findings concur with the findings by Hassa (2011) who revealed that, there is a strong positive relationship between training and employee development. In addition to that, during an interview which was held to the human resource officer, the following remark was captured: -
In our organization, employees are provided with various trainings. For example, both new employed and other experienced employees were taken to attend one week training last year, where they were taught different work performance techniques. Those who got that opportunity when they came back they imparted the knowledge acquired to other employees. In fact they really enjoyed and appreciated the training offered to them (Source; in depth interview with Human Resource Officer Monday, 7th July, 2019).

The above quote justifies the argument that employees used to interchange knowledge after receiving training in the institution and this was found to be the best technique in enabling the organization attaining its goals. In the same line, during documentary review, it was revealed that the organization had good plan of rotating chances to its employees as the selection tends to begin from each department as a means to cover all departments in the organization. Furthermore, the criteria used for the selection of attending training was basing on position and nature of tasks of the particular employee. In due regard, different employee were granted with the chance to be involved in trainings. 

4.3.1 Effectiveness of Training Offered by NAOT on Employee Job Performances 
In this aspect, the researcher thought it was necessary to find out whether the training offered by NAOT to the employees was effective on job performances. The study findings revealed that, employees were equipped with important skills which enhanced them to improve their performance at NAOT. Hence this gives an implication of the fact that the training offered to them was effective.  Furthermore, the study results found that, the proper use of technology among employees, working on teams, interpersonal communication skills and many other skills were the result of trainings offered to the employees at NAOT. To evidence the study findings during questionnaires survey, the following responses are summarized in Table 4.2.
Table 4.2: Effectiveness of the Training Offered by National Audit Office of Tanzania on enabling task Performances
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	23
	29.5
	29.5
	29.5

	
	agree
	17
	21.8
	21.8
	51.3

	
	neutral
	17
	21.8
	21.8
	73.1

	
	disagree
	13
	16.7
	16.7
	89.7

	
	strongly disagree
	8
	10.3
	10.3
	100.0

	
	Total
	78
	100.0
	100.0
	


Source: Field Data, (2019)

Data in Table 4.2 shows that, about 29.5 of respondents strongly agreed that, the types of training offered by National Audit Office of Tanzania were effective to enable task performances, 21.8% agreed with the fact and21.8% were neutral. Furthermore, it was revealed tha, about 16.7% of the respondents disagreed with the fact while 10.3% of the respondents strongly disagreed on types of training offered by National Audit Office of Tanzania were effective to enable task performances. During in-depth interview with one of the heads of department in the National Audit Office of Tanzania, the following quote was made:- 
On my view, the training offered to employees influence job performances because they make employees competent in their job,, improve their competences and skills as well. For instance, most of auditors who received training  learnt new techniques to approach their daily tasks, improve performances, add confidence as well as expand their skills (Source; in depth interview with Head of Department Wednesday, 24th, July, 2019 ). 
Thus gives the meaning that, sometimes the kinds of training given to the employees were seen to be less effective to employees particularly the mismatch between the training and the content delivered to employees. For instance in the NAOT it was indicated that, there was a problem related to the trainings which were reported several times and mainly were on the mastering of the subject matter among facilitators as well as contents of the training given to employees. Such study findings are in line with the study findings by Mndeme (2010) who revealed that, regardless of different training programs that are being prepared and implemented by different organizations, still most of them have experienced failures either at programme designing or at the stage of implementation.

4.3.2 Important Skills Equipped by Employees as a Result of Training Offered by National Audit Office of Tanzania 
In this category, there was a need to find out the important skills equipped by employees as the result of training offered by National Audit Office of Tanzania.  Hence, the study findings revealed that there were important skills generated by employees as the result of attending trainings. For instance, it was revealed that, interpersonal communication skills, leadership skills as well as communications skills were some of the essential skills attained by most employees through attending trainings. In due regard, the said skills were reported to assist the organization especially in the effectiveness of work performances. The study findings are supported by the study findings by Obi-Anike and Ekwe (2014) who maintained that effective training is an investment in the human resources of an organization, with both immediate and long range returns. Based on this argument, the data collected through questionnaires survey were documented in the Table 4.3. 

Table 4.3: Important Skills Equipped by Employees as a Result of Training Offered by National Audit Office of Tanzania
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	22
	28.2
	28.2
	28.2

	
	agree
	20
	25.6
	25.6
	53.8

	
	neutral
	14
	17.9
	17.9
	71.8

	
	disagree
	15
	19.2
	19.2
	91.0

	
	strongly disagree
	7
	9.0
	9.0
	100.0

	
	Total
	78
	100.0
	100.0
	


Source: Field Data, (2019)

Analyzing data in the 4.3, 28.2% strongly agreed that training offered by National Audit Office of Tanzania equipped employees with important skills which enhanced the institution to attain its pre-determined goals, 25.6% agreed with the fact however19.2% of the respondents disagreed with the fact, 17.9%were neutral while 9% strongly disagreed on the training offered by National Audit Office of Tanzania that equipped employees with important skills which enhanced the institution to attain its pre-determined goals. During the interview with one of the heads of department, it was stated that;
Frankly speaking, training offered equipped employees with  important skills which at the end of the day enhances employees to produce good quality reports which automatically increases accountability, improve and build capacity of employees to attend their duties and therefore it efficiency increases and organization goals are achieved (Source; in depth interview with Head of Department Wednesday, 24th, July, 2019).
The quote above means that, the training offered to employees was useful to both employees and organization at large. Since the benefits and effectiveness were observed in terms of report productions, employees’ work accountability as well as job commitments. Additionally, the trainings offered by NAOT were reported to add capacity and capabilities among employees since there were new knowledge generated and important skills were transferred which automatically assisted the organization in its work performances. Adding to that, the Human resource officer said:-

In our organization, the kind of training we offer to our employees enhances tasks performances since the contents of the trainings are normally intended to equip employees with the required skills and by so doing we attain our pre-determined goals at large (Source; in depth interview with Human Resource Officer Monday, 7th July, 2019).  

Thus gives an implication of the fact that that, the kinds of training offered to employees had all important contents intended so as to assist the organization to move in this globalized world and become competitive. In the same line, the data that were obtained during documentary review indicated that, training given to NAOT staff was crosschecked as a means to include all important issues so as to provide a comprehensive training to NAOT staff. 
4.4 The Impact of Training offered by National Audit Office of Tanzania on Employees’ Performance
This research objective intended to identify the impact of training offered by National Audit Office of Tanzania on employees’ performance. To achieve this objective, important data were obtained through questionnaires and interview as well as documentary review. The task was to provide answers to the following key research question namely “what are the impacts of training offered by National audit Office of Tanzania on employees’ performance?” In this regard it was found that training offered by NAOT impacted employees in different ways, for instance it was found that, enhancement of working skills, competencies, increases job motivation add creativity, improvement of job performances as well as job commitments were likely to be some of the impacts of training mentioned by the respondents. However, in the case of creativity it was found that, employees were found to be creative during their work performance as well as there was avoidance of delay in work performance.

On the other hands, it was reported that some of the employees attended training surprisingly at their arrival back from training they had no significant improvement. This was reported to be a result of wrong contents of the training provided as well as low mastering of the subject matter of the facilitators. For instance, the ordinary auditors were provided with leadership courses but at the returns they had no employees under them to lead. This was wrong training given to them. 

It was further found that, as a results of training, employees in the organization were comfortable with their work in their particular organization since training helped them feeling that they were highly respected, valued and felt secured thus they worked effectively to meet the organization goals. This is also affirmed by Imram (2015) who found that most of employees agreed to the itemized statements by making it clear that training and development had a positive impact on their Job knowledge, work quality and quantity, functional skills, and their motivation and loyalty and these are all linked to their performance either strongly or moderately but in a supporting direction. For instance data obtained during questionnaires survey regarding impact of training offered by National audit Office of Tanzania on employees performance are documented in Figure 4.5.  
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 Figure 4.5: Impact of Training Offered by National audit Office of Tanzania on Employees’ Performance
Source: Field Data, (2019)

The figure 4.5 indicated that, 38.5% mentioned employees’ motivation as one of the impact of training offered by National Audit Office of Tanzania on employees’ performance, 14.1% mentioned provisional of on job training, 13.8% mentioned technological training  while in the same way, about 12.8% mentioned increases promotional training, 11.5% mentioned provision of orientation training where as 10.3% mentioned provision of refresher training as the impact of training offered by National Audit Office of Tanzania on employees’ performance. During in depth interview with one of the heads of department when was asked the same question, he reported the following statement:-

Employees who attain training become useful in our organization and hence become confident with what they do in their day to day activities. Apart from that, training also helps them to reduce mistakes and errors in their day to day tasks. (Source; in depth interview with Head of Department Wednesday, 24th, July, 2019).  

The quote above implies that, the essentiality of training was vivid to the organization since the organization productivity in terms of work performance was reported to be increasing. The study findings concur with the study results by Kum et al (2014) who insisted that companies whose investment perspective is on human resource management view training as an opportunity to increase long term productivity. Investing in training and development is imperative for any organization which will certainly realize a return on its investment in training and developing its workers. Workers are essential assets to an organization and should therefore be treated as human capital. In addition to that, during in depth interview held with the human resource officer the following remark was captured: -

In our organization, we  witness daily changes as a result of training, perhaps there is work efficiency in work performances, we also  use less time to complete assignment. Not only that but also we become up-to-date on using various softwares and new technologies brought and innovation as well (Source; in depth interview with Human Resource Officer Monday, 7th July, 2019).  

The above quote implies that, the more that is invested in the employees, the more that can be expected from them in terms of performance behaviour which can give the organization its competitive edge. Hence it is regarded that, investment in employees is very crucial to any organization because it enhances performances of the employees in whatever they do in the organization. Thus, this means that the higher the investment in the organization the higher the work performances. 
4.5 Effective Training Approach to National Audit Office of Tanzania in improving its Performance
This research objective was intended to propose effective training approach to National Audit Office of Tanzania in improving its performance. To achieve this objective, important data were obtained through questionnaires and interview as well as documentary review. The task was to provide answer to the following research question “What are the effective training approaches to National Audit Office of Tanzania in improving its performance?. Responses to this question were important for the researcher to understand the possible effective training approach to National audit Office of Tanzania in improving its performance. 

The study findings indicated that, provision of orientation training, provision of on job training, technological training, the increase of promotional training, motivation of employees as well as provision of refresher training were reported to be the effective training approach at National Audit Office of Tanzania in improving its performance. It was further found that, training programmes offered by NAOT were important in order to make comfortable environment for employees as training offered helped them in various ways. For instance, employees were given chance to understand opportunities around the organization, enabled employees to like their work and expand their understanding at their work place. Based on this fact, data that were obtained during questionnaires survey regarding effective training approach to National Audit Office of Tanzania in improving its performance are documented in the Figure 4.6. 
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Figure 4.6: Effective Training Approach to National Audit Office of Tanzania in Improving its Performance
Source: Field Data, (2019)

Data in the Figure 4.6 shows that, 38.5% of the total respondents mentioned addition of creativity as one of the views on effective training approach at National Audit Office of Tanzania in improving its employees performance, 15.4% mentioned enhancement of working skills, 12.8% mentioned the increase of job motivation, but again 12.8% mentioned enhancing competencies in the work place, 10.3% mentioned improving job performances, while in the same way 10.3% mentioned increasing job commitment as the views on effective training approach at National Audit Office of Tanzania in improving its employees performance. During in depth interview with the human resource officer, the following recap was captured;-

Coaching and mentoring is among of the effective approaches to NAOT in improving its employees performances because experienced employees transfer knowledge to others. However, there is a need for provision of orientation training, refresher courses as a motivation and provision of  long term courses for employees (Source; in depth interview with Human Resource Officer Monday, 7th July, 2019). 

Based on the above quote, it  gives an implication of the fact that, NAOT has to invest much on training its employees so as to cope with changes that occur  in today’s world, however, insisting on knowledge transfer, orientation training, and refresher courses as well as providing long term courses for employees should be also taken into consideration. On the other hand, one of the heads of departments’ opinion was that: 

Government should consider about working conditions especially payments of workers’ arrears in public institutions. Environments are not friendly and employees’ complaints are not heard. No one takes action to address employees’ challenges at work place (Source; in depth interview with Head of Department Wednesday, 24th, July, 2019).

In that regard, it implies that improving employees’ working conditions particularly paying their arrears can assist in adding employees’ working morale. It was also found that, there were challenges noticed like inadequate funds, favouritism as well as the challenges of management support in assisting attainment of training. The study findings concur with the study findings by Kihongo (2011) who maintained that, stumbling blocks include lack of funds due to inadequate budgets set aside for staff training, malpractices such as favouritism, poor top management support because some managers did not treat staff training as a matter of priority, the absence of viable training policies and training programmes initiated by the local authorities and the fragmented nature of the staff training. Thus, there is a need for setting important path for allowing all employees feel respected and valued at their working places. 

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1
Introduction

This study assessed the impacts of training on employees’ performance at the National Audit Office of Tanzania. In the previous chapters, various elements on training and employees’ performances in National Audit office were covered. For that reason, this chapter presents summary of the study, summary of the major findings, conclusion, as well as recommendations of the study.

5.2
Summary of the Study

The study assessed the impacts of training on employees’ performance at the National Audit Office of Tanzania. The study was guided by the following specific research objectives: -

i. To identify the types of training offered by National Audit Office of Tanzania 

ii. To identify  the impact of training offered by National audit Office of Tanzania on employees performance

iii.  To find out stakeholders views on effective training approach at National audit Office of Tanzania in improving its employees performance

The literature review presented the concept of training and employee performances at National Audit Office, review of theoretical stances of the study, empirical studies, finally, synthesis and knowledge gap as well as conceptual framework of the study. Both qualitative and quantitative research approach were employed, in that regard, case study design was used. The study employed a sample size of 100 respondents out of which, 10 respondents were human resources officers, 5 heads of departments and 85 NAOT staff. Then interview, documentary reviews as well as questionnaires as data collection techniques were employed. Interviews were conducted to the heads of departments and human resources officers while questionnaires were directed to NAOT staff. Since the approach of the study was mixed, then the content/ thematic analysis was employed. However, the quantitative data collected were analyzed by using Statistical Packaging for Social Sciences (SPSS)

5.3
Summary of the Major Findings

The findings are presented according to the research objectives and related questions which were asked to the respondents.

Firstly, it was found that, employees at the National Audit Office of Tanzania were offered with various training as a means to assist them performing their task effectively and efficiently. Also it was indicated in the human resource policy that each employee needs to be developed with the criteria of seniority, work performance as well as organization change. Furthermore, it was found that, there are several instrument in the organization which are determinant for training, the noted instrument includes: the human resource policy, training program and development policy as well as staff training plan (long term and short term plan). 

Secondly, the study findings revealed that training offered by NAOT had an impact to the employees in different way, for instance, it was revealed that, enhancement of working skills, competencies, the increase of job motivation add creativity, improvement of job performances as well as job commitments were likely to be some of the impacts of training as mentioned by the respondents. in Similarly, the study further  found that, as the result of training, employees in the organization were comfortable with their work in their particular organization since training made them to feel that they were highly respected, valued and felt secured thus enables them to meet the organization’s goals.

Thirdly, the study findings indicated that, provision of orientation training, provision of on job training, technological training, the increase of promotional training, motivation of employees as well as provision of refresher training were reported to be the stakeholder’s views on effective training approach at the National Audit Office of Tanzania in improving its employees performance. It was further revealed that, training programmes offered by NAOT were important in order to make comfortable environment for employees as training offered helped them in various ways. For instance, employees were given chance to understand opportunities around the organization, enabled them to develop positive attitudes to their work and expand their understanding at their working place.

5.4 Conclusion

The study concludes that training was found to play a very significant role in developing staff performance at NAOT. All employees no matter their qualification, age or rank constantly got training. Training had been effective with its central objective of developing individual and organizational performance. This can be revealed from the improvement in returns per unit invested in expenditure as well the consistent increase in productivity. Training programs led to the improvement in skills, efficiency and performance as well as the acquisition of new skills and knowledge. However, NAOT should consider the possibility of providing other training programs besides its existing training so as to make sure that the institutions cope with various changes that occur internally and externally at large.

5.5 
Recommendations

In the light of the study findings, discussion, conclusions, recommendations for action and further research are given:-

5.5.1
 Recommendation for Action

i. It is recommended that, training at the NAOT should be provided in accordance with the human resource policy and training program where criteria like seniority, work performance as well as organization change should be considered. This will help to improve workforce morale, corporate image and develop good relationship between the management and the subordinates. 
ii. The HR department which is responsible for conducting trainings across the organization and employees should participate thoroughly in determining the kind of training that employees need. However, the whole procedure should be transparent and feedback should be given and training should be frequently evaluated and enhanced concerning training’s contribution to the organizational objectives.
iii. In the area of provision of training, it is recommended that, right training should be provided to right employees and should also be basing on the professional tasks and employee’s practicability also training should be focused on the subject matters and beneficiaries.  
iv. Human resources department should be familiar with the actual benefits of staff training and hence accord the right priority it deserves. This entails growing the allocation of resources for staff training, which in turn would increase its role towards enhancing the organisation’s performance. 

v. NAOT should have clear departmental budget, policy, programs and approaches for training and development whereby every staff could have a contact of it in order to lessen the recurrence of the employees who got the same training and will enlarge full utilization of resources.
vi. It is also recommended that, employees welfare  should be taken into considerate for instance issues like salary arrears, prompt promotion as well as working condition should be dealt seriously. 
5.5.2
Recommendation for Further Research

Based on the study findings, the following are precise potential areas that this study proposes for additional research undertaking:-

i. There is a necessity for a continuation of the same study to be conducted with a large sample including all public institutions in Tanzania as an existing study cannot be conclusive and exhaustive.

ii. Equally, the same study should be carried out using different methodologies and different research techniques in order to have further consistent findings to be generalized in Tanzania.

iii. There is a necessity for undertaking a comparative study between public and private institutions on the impacts of training on employees’ performance in which the findings from the study could be productive to the government especially on training and employees’ performance.
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APPENDICES
APPENDIX I: QUESTIONNAIRE
Dear respondent,

I am Misungwi, Karolius, a student of Open University of Tanzania, pursuing a master’s degree in Good Governance and Leadership currently undertaking a dissertation as a partial fulfilment requirement for the award. This questionnaire is being conducted to get your inputs on “The Impact of Training on Employees Performance at the National audit Office of Tanzania”.

I assure you that all answers given will remain confidential and will only be used for the purpose of this study. I will be compiling a report which will enclose the information without any reference to individuals. Your contribution is very important. I request you to respond the following questions.

PART I: BACKGROUND INFORMATION OF THE RESPONDENTS

Please put a tick (√) in an appropriate box of the correct information
1. Gender: Male                Female    [image: image12.png]


[image: image13.png]



2. Age limit

a) Under 35[image: image14.png]



b) 36-40[image: image15.png]



c) 41-45[image: image16.png]
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d) 46-50[image: image18.png]



e) 51 and above

3. Academic qualifications,

a) Diploma [image: image19.png]



b) Degree [image: image20.png]



c) Masters [image: image21.png]



d) PhD 
e) Others (specify)………………………………….

4. Working experience

a) Under 5 years
b) 6-10 years                      
c) 11-15 years
d) 16-20 years
PART II QUESTIONNAIRES
B: Research Objectives 
Types of training offered by National Audit Office of Tanzania 

1. What are the types of trainings offered by NAOT on employee’s performance? Kindly choose the right number on the following major statement in the likert of 1= Strongly Agree, 2= Agree, 3= Neutral, 4= Disagree and 5= Strongly Disagree.
	No
	Statement 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	1
	Orientation training
	
	
	
	
	

	2
	Job training
	
	
	
	
	

	3
	Technological training
	
	
	
	
	

	4
	Promotional training   
	
	
	
	
	

	5
	Refresher training
	
	
	
	
	


In the following sentences tick where appropriate 
2. Does the types of training offered by National Audit Office of Tanzania effective to enable task performances?
(a) Strongly agree

(b) Agree

(c) Neutral

(d) Disagree

(e) Strongly disagree

3. Does employee increases their tasks performances after receiving training offered by National Audit Office of Tanzania?
(a) Strongly agree

(b) Agree

(c) Neutral

(d) Disagree

(e) Strongly disagree

4. Does training offered by National Audit Office of Tanzania equip employees with important skills which enhance the institution to attain its pre-determined goals?
(a) Strongly agree

(b) Agree

(c) Neutral

(d) Disagree

(e) Strongly disagree

5. Can you identify training programs that were organized by National Audit Office of Tanzania? 
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………Can you identify benefits you gained by attending training organized by National Audit Office of Tanzania? 
……………………………………………………………………………………………………………………………………………………………………

6. Can you identify the limitations that need improvement at National Audit Office of Tanzania?
……………………………………………………………………………………………………………………………………………………………………

ii. The impact of training offered by National Audit Office of Tanzania on employees performance

(1). what are the impacts of the trainings offered by National Audit Office of Tanzania on employee’s performance? Kindly choose the right number on the following major statement in the likert of 1= Strongly Agree, 2= Agree, 3= Neutral, 4= Disagree and 5= Strongly Disagree.

	No
	Statement 
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	1
	Enhance working skills
	
	
	
	
	

	2
	Enhance competencies in the working place
	
	
	
	
	

	3
	Increase job motivation
	
	
	
	
	

	4
	Add creativity   
	
	
	
	
	

	5
	Improve job performance
	
	
	
	
	

	6
	Increase job commitment 
	
	
	
	
	


7. Please can you say something on the impact of the trainings offered by National Audit Office of Tanzania on employee’s performance? 

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

8. What are the impacts of the trainings offered by National Audit Office of Tanzania on employee’s performance?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

iii. The effective training approach to National Audit Office of Tanzania in improving its performance

The following statements demonstrate views on effective training approach to National Audit Office of Tanzania in improving its performance. Please tick the appropriate answer of your choice based on likert scale where: -

 1= strongly disagree, 2= Disagree, 3= Neutral, 4= Agree and 5= Strongly Agree

	S/N
	STATEMENT
Views on effective training approach to National Audit Office of Tanzania in improving its performance
	5
Strongly Agree
	4
Agree
	3
Neutral
	2
Disagree
	1
strongly disagree

	1
	Provision of orientation training
	
	
	
	
	

	2
	Provision of on job training
	
	
	
	
	

	3
	Technological  training
	
	
	
	
	

	5
	Increases promotional training 
	
	
	
	
	

	6
	Motivate employee 
	
	
	
	
	

	7
	Provisional of refresher training. 
	
	
	
	
	


7. Suggest effective training approaches to NAOT in improving its performance? 
……………………………………………………………………………………………………………………………………………………………………

Appendix II: Interview Guide
Dear respondent,

I am Misungwi, Karolius a student of Open University of Tanzania, pursuing a master degree in Good Governance and Leadership currently undertaking a dissertation as a partial fulfilment requirement for the award. This interview is being conducted to get your inputs on “ The Impacts of Training on Employees’ Performance at the National Audit Office of Tanzania”.

If it is ok with you, I will record our dialogue for the purpose of taking all the particulars but at the same time be capable to carry on a considerate conversation with you. I assure you that all answers given will remain confidential and will only be used for the purpose of this study. I will be compiling a report which will enclose the information without any reference to individuals. Your contribution is very important. I request you to respond the following questions.

1. What are the types of training offered by National Audit Office of Tanzania?

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

2. On your views do you think the training offered to employee influence job performances?

………………………………………………………………………………………………………………………………………………………………………………………………

3. Can you identify benefits you gained by attending training organized by National Audit Office of Tanzania? 

……………………………………………………………………………………………………………………………………………………………………

4. Do you think the types offered by National Audit Office of Tanzania are effective to enable task performances?

………………………………………………………………………………………………………………………………………………………………….

5. On your view do you think the training offered by National Audit Office of Tanzania equip employee with important skills which lead to institution attain its pre-determined goals?

……………………………………………………………………………………………………………………………………………………………………

6. What are the impacts of the trainings offered by National Audit Office of Tanzania on employee’s performance? 

……………………………………………………………………………………………………………………………………………………………………

7. What are the effective training approaches to National Audit Office of Tanzania in improving its performance? 
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………

Thank you for your corporation






Employee Performance 


good result 


goal achievement


employee satisfaction


employee retention


job comfort ability  


accuracy of work performances





             





Types of training 


Orientation training 


Job training 


Technological training


Promotional training   


Refresher training


Impacts of training


Enhance working skills


Enhance competencies


Increase job motivation


Add creativity   


Improve job performance


Increase job commitment


(c ) Effective training approach 


Provision of orientation training


Provision of on job training


Technological  training


Increases promotional training


Motivate employee


Provisional of refresher training.
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Intervening Variables


Economic condition   


Government Policy, Laws and Finance


Working  Environment








