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ABSTRACT
The study examined the effect of training on employees’ performance at the Vocational Education and Training Authority (VETA), Dar es Salaam. Finally, the study found out challenges faced by VETA-Dar es Salaam in providing employees training and development. A study used a sample of sample of 85 respondents. Simple random sampling and purposive sampling was used to select respondents. A researcher used a self-administered questionnaire to collect data. Data were analyzed using descriptive statistics for quantitative data. Content analysis was used for analyzing for qualitative data. The findings indicated that VETA Dar es salaam follow principles of systematic training which started by conducting training need assessment followed by planning training program, implementation and evaluation. Both on the job and off the job training were applied. The study also found that the relevancy of training and development to job role have positive impact to job performance by increase job satisfaction and improve employees morale, reduce frequency of supervision, reduce unnecessary accidents and improve time management and customer care. The study concluded that training programmes that have been conducted and applied at VETA have high influence on employees’ performance. The study recommends that management should improve the training programmes offered. Second, Training facilities should be improved and used according to the nature of employees and nature of the training programme conducted. Thirdly, the management should seek for enough funds which support the whole training process and provide enough facilities which the employees can use to transfer the knowledge and skills acquired from the training.
Keywords: Training, Employees Performance, Employee, VETA.
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CHAPTER ONE 

INTRODUCTION

1.1 Background to the Study
In today competitive business environment where changes take place frequently, organizations worldwide need to keep on implementing changes in order to stay competitive (Husys, 2018). Present organizations are facing extensive competition, continuously changing technological and business environment. Globalization and ever changing customer needs have added up more challenges on business organizations. In order to meet these challenges organizations must train and develop their employees (Salah, 2016).
Organizations have overall responsibility of providing training to employees to meet current and future skills. Organizations in developing countries that have succeeded in linking employees training and development produce higher productivity, more committed and less stressful while maintaining quality performance (Mensah, 2016). Employees training and development improve knowledge, skills and capability of an employee in any organization and ensure employee’s that skills is always up to par with the market standard especially in today’s era of fast changing environment and technology, and to constantly uphold the quality of work (Mensah, 2016; Douglas, 2013). 
Thus, organizations in Sub-Saharan Africa countries has been taking various measures to ensure employees have relevant skills, knowledge, values, attitudes and competencies to carry out their duties effectively and efficiently (Engetou, 2017). Consequently, performance is crucial for the organizations and making strategies to advance presentation and measuring it as from time to time are a basic step that is to be  taken. Researchers argued that Training is the driving force behind the survival of any business firm. 
Efficiency and success of an organization is achieved through well performing employees. An employee will turn out to be more efficient and productive if he/she is trained well. Firms can create and enhance the quality of the present employees by providing widespread training and development (Salah et al, 2016). Training is important not only to expand productivity but also to motivate and inspire workers by allowing them know how essential their jobs are and providing them all the information they require to carry out those jobs (Armstrong, 2011). The general  advantage received from employee training are: increased job satisfaction and increased motivation, morale, resulting in financial gain, increased efficiencies inn processes, increased capacity to adopt new technologies and methods, increased innovation in strategies and products and reduced employee turnover.
They add that training improves inter-personal and teamwork in an organization which in turn increases performance.  It is therefore evident that employees are a crucial resource. This indicates the importance of optimizing the contribution of employees to the company aims and goals as a means of sustaining effective performance. Houger (2006) maintains that human resources are the intellectual property of the firm and employees have proven to be a good source of gaining competitive advantage. The scholar emphasizes that training is the only way of developing organizational intellectual property through building employees competencies. Evans, et.al (2002) states that organizations are facing increased competition due to globalization, changes in technology, political and economic environments and therefore prompting these organizations to train their employees as one of the ways to prepare them to adjust to the increases above and thus enhance their performance.  
In Tanzania, the government has tried to ensure that training and development is conducted in public organizations through training policy.  It emphasize self-sufficient in trained and skilled employee to develop its economy. Further, the Public Service Standing Orders of 2009 requires every public service organization/institution to set enough money for training purposes in their annual budget to facilitate systematically and professionally training need assessment. 
Tanzania is currently facing critical challenges in its public sector in implementing development programs because there have been concerns that many public service organizations view training for employees as something that may be practiced when there is enough time and budget. Some organization does not take training as the important function of the management. Some employees view it as the way to get extra money. This has made training practice in the Public Service unreliable and unsystematic (URT, 2013). Because of this challenge it has been widely acknowledged that there is a lack of TNA in Public Institutions (Ishenda, 2014). 

Generally, the economic, technological, legal, political, socio-cultural and demographic forces can also influence the strategy and the operation of the organization including VETA. Labor Market, Trade or workers unions, competition and product markets comprising customers, suppliers and creditors may also be directly linked to the company. VETA as an organization is aware that performance depends on the employee performance because human resource capital of organization plays an important role in the growth and the organizational performance. Therefore, to improve the organizational performance and the employee performance, training has to be given to the employee of the organization. 
The effects of training on employee productivity has made VETA in Dar es Salaam to commit its resources to a training activity in order to achieve the result other than modifying employee’s behavior efficient production or distribution of goods and services, product operating costs, improved quality or more efficient personnel relations can be used to modify the employee’s behavior affected through training aimed at supporting organizational objectives.
1.2 Statement of the Problem
Imran and Tanveer (2015), emphasize that, it has been evidenced that training the workforce is inevitable for all the organizations keeping aside their size, scope, and geographic boundaries.  This is much due to the increased need for innovation and increase expectations from the customers.  Adding on to that, the globalization and industrial revolution have initiated a war of competition among the corporate players. Most of the companies have added the training and development into their philosophy for translating their mission and vision into reality.  Furthermore, there is a clear link between training and development and capability enhancement of the employees.  This capability is increased in terms of improving various existing skills and inducing new skills and aid in the job tasks.
The existing studies in this relation (Harvey, 2002; Harvey, Matt & Milord, 2002; Jackson 2002; Kamoche 2002; Kamoche, Debrah, Hortwiz & Muuka 2004; Kraak 2005) have taken a general human resource management (HRM) focus creating a gap on issues such as the effect of training on employee performance. This study will contribute in minimizing this gap in the literature and thereby establish the basis to understanding of some aspects of human resource management in general and training in particular in Tanzania. Like many organizations or companies, VETA requires efficient personnel. To survive and succeed in the fast-changing competitive environment, an organization needs to organize, develop and manage their human resources effectively. The study therefore intended to examine the effect of training on VETA employees’ performance and to find out the level of training in the organization.
1.3 Objectives of the Study 
1.3.1 General Objective 

The general objective of this study was to examine the effect of training on employees’ performance at the Vocational Education and Training Authority (VETA), Dar es Salaam-Tanzania.
1.3.2 Specific Objectives

i. To assess the level of current employees training at VETA-Dar es Salaam

ii. To determine the effects of training on employees performance at VETA-Dar es Salaam.
iii. To find out challenges faced by VETA-Dar es Salaam in providing employees training 

1.4 Research Questions

i. What is the level of the current employees training at VETA-Dar es Salaam?

ii. What are the effects of training and development on employee’s performance at VETA-Dar es Salaam?
iii. What are the challenges faced by VETA-Dar es Salaam in providing employees training and development?

1.5 Significance of the Study

The findings from this study will be useful to the VETA Human Resources Management in meeting the long term needs of VETA and to other organizations that carry out similar training programs and their relevance in the dynamic job market. The findings of the study would also be useful to a number of academicians and researchers who would like to know what training programs are available in VETA and their relevance and sustainability in the ever changing job market. Furthermore, the findings of the study are expected to help develop and maintain a quality work life, which will provide an opportunity for employees’ job satisfaction and self-actualization. Finally, the study will help VETA management to introduce modern schemes for training and development to be able to meet the challenges of change in the future. The findings of study are expected to be significant to policy makers as they can contribute improve policies related to the subject.
1.6 Scope of the Study

This study focused on the examining the effect of training and development on employees’ performance. Due to limited time and resources, the research was conducted at Dar Es Salaam Regional Vocational Training and Service Centre (DSM-RVTSC). This is the only center that is chosen among other VETA centers in the country.  
1.7 Organization of the Study

Chapter one gives a background on the subject. It provides the statement of the problem and highlights the goals of the study and a brief definition of the key concepts. The chapter has also presented significance of study, the scope and limitations of the study. Chapter two presents the literature review on the subject and presents the theoretical frame work that guides the study. The literature review focuses mainly on issues related to training and development of employees and employees’ performance. Chapter three provides methodology of the research that includes the procedures that will be used to obtain the data, the reason for using this method, reliability and validity of the study. It also indicates the limitations of this study. Chapter four presents the data and its analysis while chapter five presents a summary, discussion, conclusions and recommendations from this study.

CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction 

This chapter presents definition of key terms, theories concerning effects of training are discussed, and empirical literature on the topic is made to show the knowledge gap and the relevancy of the study. Moreover research gap and conceptual framework is presented.
2.2 Definitions of Key Terms

2.2.1 Training 

Training as cited in Cole (2012) 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 example, 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. Bardwell & 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. 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.
2.2.2 Employees Performance

Employee performance is defined as the outcome of individuals with respect to process, results, relevance, and success (Nassazi, 2013). According to Arinanye (2015), the measures of success are focused on productivity, efficiency, effectiveness, quality, and attendance of work. It is the overall achievement of a particular task measured against pre-selected standards of accuracy, cost, and speed; or the strategic approach to enhancing organizational effectiveness by improving the performance of individuals who work in the organization. 
Deadrick & Gardner's (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. On the other hand, a later definition was provided by Saeed et al. (2013) defines employee’s performance as the art to complete tasks within the defined boundaries.

2.2.3 Employee Training 

Employee training is a program that helps employees learn specific knowledge or skills to improve performance in their current roles (Rosemary, 2005).
2.3 The Link between Employee Training and the Performance of Employees   

According to Human Resources Management (HRM) literature, the link between training and employees’ performance and that of an organization is well established. Most of the previous studies  in  the  literature  provide  evidence  of  the  positive  association  between  these  two variables. They show that effective training of employees enhances the performance of such employees  not  only  by  making  employees competent but also improves their knowledge, skills,  abilities  and  attitudes  as  well  as  behaviors  necessary  for  the  future  job,  and  this consequently contributes to organizational  performance (Wright & Geroy, 2010; Harrison, 2000;  Guest,  1997;  Nassazi,  2013).  
The  improvement  in  all  these  aspects (including  competencies)  on  part  of  employees  enables  them  to  perform  their  work effectively and efficiently with resultant increase  not only in their performance but also in achievement of the firms’ objectives in a competitive manner. This places organizations in a better position to face competition and to always stay at the top of their rivals in the market. Furthermore, this greatly reduces job dissatisfaction, complaints, absenteeism and turnover among employees in an organization (Pigors & Myers, 1989; Nassazi, 2013).    
Thus,  in summary,  organizations  are  encouraged  to  train  their  workforce  to  acquire  new  skills, knowledge,  abilities  and attitudes  to  assist  them  in  performing  their  jobs  efficiently and effectively. There are many empirical studies that examined the link between training and employees’ performance in many developed and developing countries around the world.  For instace, Kiweewa and  Asiimwe (2014) studied the effect of training on employees’ performance at Uganda  communication  commission  (UCC)  using  data  for  a  sample  of  80  out  of  108
 2.4 Theoretical Framework 

This research focuses on three theories that are relevant to training and development and employee performance. These theories include; Human Capital theory, (Becker 1964), Social Learning theory, (Bandura, A. 1977) and Expectancy theory, Vroom (1964). 
2.4.1 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. 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). 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. Thus, 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. 
2.4.2 Social Learning Theory 
Social learning theory was developed to describe and predict how people learn from observation. Bandura, (1977) observational learning is controlled by processes of attention, retention, and reproduction. From social learning theory, a number of rules can be derived for optimal training conditions. For example: When modeling a task, it give the learner a verbal model to guide performance. The best verbal models will give rules for the responses of the task, but will be as simple as possible and easy to remember. 
A number of companies have trained their supervisors to deal more effectively with various interpersonal job problems (such as motivating the poor performer, overcoming resistance to change, handling a discrimination complaint (Bandura,  1977). The best verbal models will give rules for the responses of the task, but will be as simple as possible and easy to remember. The trainee is most likely to learn to reward himself for a good job performance if he comes to feel that the work he is performing is very important to him and to the company and that he has significant control of the work outcomes. 
2.4.3  Expectancy Theory 

The concept of expectancy was originally formulated by Vroom (1964) and it stands for the probability that action or effort will lead to an outcome. Vroom's expectancy theory assumes that behavior results from conscious choices among alternatives whose purpose it is to maximize pleasure and to minimize pain. Vroom realized that an employee's performance is based on individual factors such as personality, skills, knowledge, experience and abilities. He stated that effort, performance and motivation are linked in a person's motivation. He uses the variables Expectancy, Instrumentality and Valence to account for this. 

Beliefs about the link between trying to perform a behavior and actually performing well are called expectancies. Expectancy is similar to self-efficacy (Vroom, 1964). In expectancy theory, a belief that performing a given behavior (e.g., attending a training program) is associated with a particular outcome (e.g., being able to better perform your job) that is called instrumentality. Valence is the value that a person places on an outcome (e.g., how important it is to perform better on the job). According to expectancy theory, various choices of behavior are evaluated according to their expectancy, instrumentality, and valence.
The theory suggests that employees’ perceived view of workplace outcomes determines the level of motivation they have when working (Redmond & Hite, 2013).First-level outcomes are the direct result of behavior (e.g., performing at a certain level or entering a certain work role),and people achieve their valence through their instrumentality for securing a second-level outcome (e.g., pay, promotion, or recognition,), which may have a valence in and of itself or which may have valence because it leads to other outcomes (Spector, 2003; Koontz & Weihrich (2008). From a training perspective, expectancy theory suggests that learning is most likely to occur when employees believe they can learn the content of the program (expectancy); learning is linked to outcomes such as better job performance, a salary increase, or peer recognition (instrumentality); and employees value these outcomes (valence) (Noe, 2010). 
The Vroom’s Valence-Instrumentality-Expectancy model below also explains how the theory works to motivate the employees and hence achieve individuals and organizational goals.




Figure 2.1: Vroom’s Valence-Instrumentality- Expectancy Model
Source: Beck, R.C. Motivation: Theories and Principles (5th Ed), 2004.

From the model above (Fig. 2), the expectancy theory links motivation in the workplace to expectations about what increased motivation will achieve. This model demonstrates that expectancy theory focuses mainly on external rewards and motivations and addresses the likelihood of actually receiving these rewards if work is done well. From this model we thus see expectancy as a perceived probability that effort will lead to good performance; instrumentality as a perceived probability that good performance will lead to desired outcomes and valence as a value the individual personally places on rewards.
2.5 Training Methods 
Beardwell & Holden (2013) pin point that a careful use of training methods can be very cost effective investment in the sense of using appropriate methods. Further they state that, if an increase in the training methods is not appropriate, trainees may end up not benefiting from the exercise. Broadly, training programs are classified into: on-the-job training and off-the-job training. On-the-job training – this is probably the most common approach to training and range from the selectively unsophisticated approach which involves verbal instructions or demonstrations of how to use tools and other equipment.
Ruthwell et al., (2005) observed that on-the-job training has been used to develop employees and typically includes verbal and written instructions, demonstrations and observations and hands on practice imitation. Generally the on-the-job training includes the following types of training, orientation or induction training, apprenticeship and refresher training. Off-the job training sometimes may be necessary to get away from the immediate work environment to a place where the frustration and hustle of work is eliminated. This enables the trainees to study theoretical information or be exposed to new and innovative ideas. This type of training takes place on special courses or in a training area or centre that has been specifically equipped and staffed for training. They include: lectures, training by management institutions, conferences, seminars, case study, and brainstorming. 
2.5.1 Effects of Training on Employees Performance
 According to Elnaga & Imran, (2013) Training is a necessity in the workplace. Without it, employees don't 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. Effective training is considered to be a key factor for improved performance; as it can enhance the level of employee and firm competency. It supports to fill the gap between what performance if required and what performance is happening, i.e. gap between desired performance and actual employee performance
Development provides an excellent opportunity to individuals to enhance their level of performance standards and to clarify organizations’ future directions (Hameed, 2011). Abilities and skills developed through individual development are generally planned for future application (Pearson & Brew, 2002). An organization gains benefits from supporting and guiding employee development. It can implement development process by job rotation, promotion, education, job enlargement, job experiences, skills and interpersonal relationship. Organizations’ engagement in the activities of development differs based on the organization strategy, conditions and other characteristics (Udaya, et al., 2011). Development can be used to create solutions to workplace issues, before they become a concern or after they become identifiable problem. 
Training is defined as a process of systematically developing work-related knowledge and expertise in people for the purpose of improving performance (Swanson and Holton, 2008). It is an ongoing process and a systematic approach that develops individual or group in an organization (Khawaja & Nadeem, 2013). Furthermore, training and development is a function of human resource management concerned with organizational activity aimed at bettering the performance of individuals and groups in organizational settings. These two terms can also be described as an educational process which involves the sharpening of skills, concepts, changing of attitude and gaining more knowledge to enhance the performance of employees. It therefore, a sequence of actions initiated by an organization that provides the acquisition of awareness or expertise for developing commitments (Goldstein & Ford, 2002).
Ronal (2003) comments that the terms "training" and "development" are used together to describe the overall improvement and education of an organization's employees. However, while closely related, there are important differences between the terms that center on the scope of the application. According to Ronal, training programmes have very specific and quantifiable goals, like operating a particular piece of machinery, understanding a specific process, or performing certain procedures with great precision. Developmental programmes, on the other hand, concentrate on broader skills that are applicable to a wider variety of situations, such as decision making, leadership skills, and goal setting. 
Training and development therefore, deals with organizational activity aimed at bettering the performance of individuals and groups in organizational settings.  The two, are activities that are integral and important aspect of human resource management. Such activities make it possible to adjust as well as enhance the skills of the work force, ranging from the lowest to the highest set of employees (Mahapatro, 2010; Noe, 2011). Training and development help workers qualify for a job, do the job, or advance. It is essential for it enhances and transforming the job (Khan, 2012). Khan highlights further that in the modern workplace, these efforts have taken on a broad range of applications; from instruction in highly specific job skills to long-term professional development. 
Noe, (2001) points out that organizations that embrace training and development practices are able to retain their customers, suppliers, employees, shareholders and other stakeholders in the long run as they are deemed more trustworthy and better custodians of the interests of the various stakeholders. This translates into better financial performance for the business. Lorette (2006) recommends training and development as an ability to designed and encourage both new and old employees to improve and enhance the performance of qualified employees and managers, as well as to be more effective in performing their tasks in the workplace. This emphasizes needs for more systematic approach to assess the training needs of individual.  A company that seeks to train and develop its employees well and reward them for their performance has its employees in turn being motivated and thus are more likely to engage in their work hence improving their performance and loyalty to their company (Myles, 2002).
2.5.2 Importance of Employees Training 

In any organization especially the retail sector, training of employees play a significant role in achieving the organizational goals. Mahapatro (2010), outlines that training and development of the employees ensure good performance and this enables the organization to achieve its objectives, to attract, train talent employee that will exploit all the obtainable resources to bring about expansion in the company. According to Athar and Shah (2015), training and development have an essential role in the achievement of organizational goal by integrating the interest of the organization and the work force. It helps in building career positioning and preparing them for more challenges. 
Cole (2002), cited in Mozael (2015), indicates the benefits from employees training. These include enhancement and increase of the quality and ability of employees toward work related tasks, which lead to achievement; increasing new skills and information which lead to better understanding among employees. The training program provides the possibility for employees to upgrade their career, including enhanced safety and security at the workplace which could lead to reduced employee turnover. Further, training reduces cost and time because a well-trained employee will be able to achieve tasks within a shorter period of time and with minimum cost. In addition to that, training helps employees to enhance their morale and motivate them to perform their tasks easily.

Training strengthens employees to be more active towards their career development, which leads to retention. According to Choo & Bowley (2007), training and development have impact on career development, improving employer brand and employee's retention. From this argument, Jehanzeb & Bashir (2013) suggest that training and development should aim at improving employee’s skills and helping them to understand the culture of their organization and the necessary level of career choice. 
Training is therefore, a solid foundation for effective and continuous goal achievement especially at this time of technology development (Booth and Hamer, 2007). Furthermore, Kum, Cowden & Karodia (2014) maintain that effective employee training leads to an increase in quality of goods and service as a result of potentially fewer mistakes. They add that accuracy, effectiveness, good work, safety practices and good customer service can be expected. They concluded that effective employees training lead to an increase in quality as a result of potentially with fewer mistake and effective development program allow for the organization to maintain a workforce that can adequately replace employees who may leave the company or who are moved to other areas.
Mahapatro (2010) points out that training is important to employees because when skills wear down and become obsolete over a period of time there is a need to be replenished. employee training and development initiatives can transform organizations by providing extra skills to your employees not only increase safety and productivity but also training leads to higher job satisfaction, which shows up in better organizational performance. Goldstein & Ford (2002) add that training contribute to the prosperity and effectiveness of human capital, organization and society at the same time. 
Olaniyan & Ojo, (2008) also affirm the significance of training of employees as they mention that no organization becomes effective and efficient until the employee has acquired and applied the required skills and knowledge. They argue that organization’s development follows the development of individual who form the organization. Olaniyan & Ojo (ibid.) confirms that organizations with more progressive people-oriented policies have excelled, leaving the competition behind. This is mainly because when organizations invest in people, in their training, what they get in return is higher skill and greater competence that helps improves morale and productivity. 
Saigon, et al. (2012) point out that training is an instrument that improve employee self-reliance, which can lead to competitive advantage in the organization. Khalid, et.al (2012) state that, for the employee to improve their skills, they have to go through training and development in order to improve their capability of performance. This enables them to work effectively towards the achievement of the organizational goals. James & Matthew (2012) support the above review, that training and development is an important instrument to achieve organizational goals, to improve the capability and improving the performance to ensure effective management within the organization. 
Training practice is also proved to have a positive impact on preparing employees to be more effective in their work, increasing their technical abilities, interpersonal abilities, teamwork, job confidence and work motivation. It is most effective in motivating and retaining high quality human resources within organization (Kate Hutchings et al., 2009). For this reason, Isyaku (2000) suggests that the process of training and development is should be a continuous one. 
In addition to that, Choo and Bowley (2007) comment that it is necessary to train and develop employees on their desirable skills, to ensure the training has a significant impact on the employees and makes them to be enthusiastic in their role. Patel (2010) recommends that, the employers need to invest on training and development in order to build a workforce that will enable the employees to carry out the daily active. Adding to that, Mahapatro (2010) remarks that employee training and development initiatives can transform organizations by providing extra skills to employees. He adds that training and development does not only increase safety and productivity but also leads to higher job satisfaction, which shows up in better organizational performance.
2.5.3 Effects of Training on Employees Performance
According to Wright & Geroy (2001), employee competencies change through effective training programs. It not only improves the overall performance of the employees to effectively perform the current job but also enhance the knowledge, skills and attitude of the workers necessary for the future job, thus contributing to superior organizational performance. Through training the employee competencies are developed and enable them to implement the job related work efficiently, and achieve firm objectives in a competitive manner. Further still, dissatisfaction complaints, absenteeism and turnover can be greatly reduced when employees are so well trained that can experience the direct satisfaction associated with the sense of achievement and knowledge that they are developing their inherent capabilities (Pigors & Myers, 1989).
According to Saleem, Shahid & Naseem (2011), employees training and development had various effects such as;

i. First, it enables the organization to contribute to the development of a country's human capital, through its influence on education policies and systems and training by public training institutions, to better serve business needs. It also enables it to influence employers in regard to the need for them to invest more in training and employee development which employers should recognize as one key to their competitiveness in the future. 

ii. Second, it provides an important service to members, especially in industrial relations in respect of which sources of training for employers in developing countries are few. 

iii. Third, it is an important source of income provided the organization can deliver relevant quality training. Fourth, it compels its own staff to improve their knowledge without which they cannot offer training to enterprises through their own staff. 

iv. Fifth, the knowledge required for training increases the quality of other services provided by the organization - policy lobbying, advisory and representation services.

v. Sixth, it contributes to better human relations at the enterprise level and therefore to better enterprise performance, by matching corporate goals and people management policies. 
vi. Finally, it improves the overall image of the organization and invests it with a degree of professionalism, which can lead to increased membership and influence.
2.6  Empirical Literature Review

Worldwide various studies have been conducted and well documented on the impacts of employees training and development on employee’s performance. This section presents empirical literature review that has been done globally, Africa and Tanzania in line with the specific research questions and variables of the study. However, the empirical literature review of this study focuses on adopted methodologies, major findings and recommendations made of the reviewed studies.
Mohammed (2016) assessed the impacts of training and development on employee’s performance and productivity; a case study Jordanian private sector transportation companies located in the Southern region of Jordan. A particular reference is made to the Govern ate of Maan. The study employed quantitative approach where data was collected through structured questionnaire. The study findings showed that training and development were positively correlated and claimed statistically significant relationship with employee performance and productivity. 
The study recommended that effective training programs and carefully set development plans should be provided to all employees to enable them to enhance their skills and upgrade their knowledge. Maimuna & Rashad (2013) assessed the impact of employee training and development on employee productivity in Malaysia. The study employed literature review methodology on the significant of training and development on employee productivity. From the study findings it was observed that employees tends to become absolute, and therefore making the need to adapt to the continuous learning and updating of the skill and knowledge invaluable, due to the organizational, technological and social dynamics. Thus, in order for organizations to achieve optimum returns from their investment, there is imperative need to effectively manage training and development programmes.
On the another hand, the effect of training and development on employee performance form a rich environment for studies and research, such as a study was conducted by Sanyal, & Hisam, to evaluate the training and development on employee performance among (300) employees in the Omani Banking Industry, and conclude that there was a positive influence on employee performance by training and development programs (Sanyal, & Hisam, 2018). A similar study conducted in Sri Lanka, to identify the relationship between training and development and employee performance for (150) executive employees, and reported that there was a positive relationship between training and development and employee performance (Padmasiri, 2018).

Motlokoa, et al. (2018) examined the impact of training on employee’s performance: The case of Banking Sector in Lesotho. This study employed stratified sampling technique and self-administered questionnaire was used to collect data from the study respondents. The findings of the study generally revealed that training not only increases employees’ performance but also positively affects employees’ motivation and job satisfaction within the banking sector in Lesotho. The study recommended that banking sector in Lesotho should regularly allocate resources for employees training based on identified skill gaps to sharpen employees’ skills, knowledge and abilities in order to capacitate them to cope with the ever-changing working environment and uncertain conditions and to improve their motivation and job-satisfaction.
In Nigeria, a descriptive study conducted to investigate the impact of training and development on the employee performance for (76) employee, and the result shows that there was a significant relationship between training and development and the employee performance (Yetunde, 2018). In Kenya, a comparable study was conducted to assess the impact of training and development and the employee performance for (65) employees from Kenya, and report that the training and development influence the employee performance in a significance degree (Said, 2015).
In Tanzania, Mwambe, (2010) conducted a study on the assessing the influence of training on employees’ performance in higher learning institutions (CBE), majority argued that training increased their capacities to adopt new technologies and methods, sharpened their mental capacity that enhanced their performance and assisted them to establish clear views of their work roles. Lukombe (2018) conducted study to examine the impacts of training and development on the employee’s performance in the public sector, specifically at TTCL Head Quarters. 
The study revealed that staffs at the TTCL are periodically have been attending training and development programs that have contributed to the improvement of the skills and hence increase in performance. Further, the results have shown that periodic training and development programs to staff has a positive contribution to increased motivational level and hence foster teamwork spirit which has a direct contribution to increased productivity. 
Landa (2018) examine the influence of training on employees’ performance; it involved a case study design where Tanga Urban Water Supply and Sewerage Authority (Tanga UWASA) was selected. The findings indicated that Tanga UWASA organises several training programmes and employees are systematically selected to attend those programmes to acquire knowledge and skills. On the other hand, the study found that training has significant influence on employee performance.
In similar context Dominic et al, 2010), examined effectiveness of the training and development function carried out in President's Office, Public Service Management (PO-PSM) in Tanzania and found that though there was a well-designed training programme in many public institution, at the end inadequate and poor allocation of training funds, unclear criteria for trainees' selection, and inability to determine type of training needed by trainee's and poor evaluation done ruled out the reality.

2.7  Research Gap

The literatures and studies done on training and development presented significant results but the surveyed literatures indicate that there is a rareness of information on how training and development effect employees’ performance and productivity of VETA organization. This research on the effects of training and development of employees performance and productivity at VETA organization intended to fill the gap of academic information that other researchers  paid less attention like the practice of systematic training in relation to employees performance. 
2.8 Conceptual Framework 
Figure 2.1 shows the conceptual framework that gives a clear indication of the independent and dependent variables of the study.  The dependent variable for this study is VETA employees’ performance, while the independent variables are training and development.
Independent Variables                                                       Dependent Variable





Figure 2.2: Conceptual Frameworks 

Source: Research own Construct (2021).
The researcher used the above conceptual frame work to examine how dependent variables influence the independent variables as follows. Through training, the researcher observed the nature and types of training at VETA had an effect on the employees’ performance.  The researcher affirms Kohlaursch & Rasner (2014) ideas that multiple training are essential because there is no a training type that is superior to the other for every type of training fits into the organization training and developments deed of a particular organization. 
Furthermore, the researcher observed more than one method; on the job training and off the job training because the two methods of training have a part to play in improving employees’ performance and delivering the expected results (Raheja, 2015).  In addition to that, the conceptual framework indicates that various types of training and the appropriate methods brings effects to the employees’ performance the overall organization performance (Nassazi, 2013).  
As mentioned in previously described in above sections, training and development has advantages of increasing employee morale and job satisfaction, which in return increases performance. This confirms Onyango & Wanyoike (2014) argument that a well-trained employee is more acquainted with the job hence less supervision.  It also supports the view that training bridges the gap of knowledge of deficiencies that is brought by about changes in technology and working conditions Gidey (2016).  This conceptual frame work therefore, guided the researcher to analyses the effects of the training that the respondents have acquired.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Research Philosophy
Saunders, et al. (2012) define research philosophy as a system of beliefs and assumptions on knowledge development. This study will adopt a post-positivist research philosophy because data will be collected about an observable reality and regularities and causal relationships will be searched in data to create law-like generalization (Gill and Johnson, 2010).

3.2 Research Design 

Research design is defined as an arrangement of procedures and methods that describe exactly what is going to occur in the study (Mwiria & Wamahiu, 1995). According to McMillan & Schumaker (2001) a research design is a plan for selecting subjects, research sites and data collection procedures to answer the research questions. This study used descriptive design to examine the effect of training and development on employees’ performance at VETA, Tanzania. 
3.3 Area of the Study 

The study was conducted at VETA, Head Quarter Office, Temeke District, Dar es Salaam-Tanzania. The area was chosen because the researcher has access to the institution and has wide experience about its internal and external affairs hence it was easy to access ample data.
3.4 Population of the Study 

Population is the entire group of people, events or things of interest that the researcher wishes to investigate, while the target population is the total collection of elements about which the researcher wishes to make some inferences (Saunders et al, 2009). It is a large pool from which our sampling elements are drawn and to which the researcher generalized the findings. The population for this study consisted of 108 employees (VETA) Dar es Salama Vocational Training and Service Center, Temeke District.  The selection of this population is based on increase adequacy of the study sample size but also time and financial consideration in conducting this study.
3.5 Sample Size and Sampling Techniques 

3.5.1 Sample Size 

Ngoako (2011) states that the sample size entails the number of participants chosen from the whole population. It is the selection of research participants from an entire population, and involves decision about which people, setting, events, behavior, and/or social process to observe. A study sample size presents a specific unit/section of the study population from which data is collected. Kothari, (2014) states that a research sample size should reflect the study populations from which it comes. In this study the researcher used Slovins formula to determine the study sample size.

n   =  
    N  

         
 1+N (e) 2
Where: n = Sample size of population


N= Population size


1= Constant

e = Margin error (confidence interval) 

Therefore: Confidence level = 90%

Where: 
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            n =        85
Therefore, the current study sample size was 85 employees at (VETA) Dar es Salam Vocational Training and Service Center, Temeke Municipal Council.

3.5.2 Sampling Techniques

Kothari (2014) defines sampling as the process of selecting units from a population of interest. Sampling techniques can be probability or non-probability sampling. Sampling provides fairly generalize the study results back to the population from which the sample was chosen. Mugenda & Mugenda (2012) state that the goals of sampling strategies is to obtain the sample that represents the study population since it is difficult to study the whole population. Thus, sampling procedures guide the researcher to select the appropriate sample size of the study. There are two sampling design/procedures; probability and non-probability sampling procedures. In conducting sampling this study used probability (randomly sampling technique) and non-probability sampling techniques (purposive sampling technique).

3.5.2.1 Simple Randomly Sampling Technique

According to Etikan & Bala (2017) simple randomly sampling technique is defined as a sampling which permits every single item from the universe to have an equal chance of presence in the sample. Thus, in simple randomly sampling technique, respondents are selected randomly to give them equal chance in participating on the current study. Through this technique, the researcher selected 79 employees at (VETA) Dar es Salam Vocational Training and Service Center, Temeke District, Temeke Municipal Council.  Auka et al. (2013) posit that random sampling ensures that all the groups (categories) are adequately sampled and this facilitates comparison among the groups.
3.5.2.2 Purposive Sampling Technique

Unlike probability sampling method, non-probability sampling technique uses nonrandomized methods to draw the sample. Non-probability sampling method mostly involves judgment and instead of randomization, participants are selected because they are easy to access (Patton, 2002). Through the non-probability method, the researcher used purposive sampling techniques. Purposive sampling as a non-probability sampling method assists the researcher to identify and involve participants out of the entire population who have better knowledge, understanding and information about the matter being studied. This depends on the researcher’s knowledge about the participants in question (Kothari, 2014).  
In this study the researcher identified six (6) purposive sampling was done among heads of departments and managers so as to provide technical and professional information. This method somewhat less costly, more readily accessible, more convenient and select only those individual that are relevant to research design. 
Table 3.1: Sampling Distribution of the Study
	S/N
	Departments
	Population
	Sample

	1
	Supporting Staff.
	34
	27

	2
	Academicians  
	74
	58

	Total 
	108
	85


Source: Field Data, (2021)
3.6 Source of Data

This study used both primary source and secondary source as the major source of data simply because the study allows triangulation of various data collection methods to increase the quality, reliability and validity of the study findings. For the same reasons (Kothari,2014) states that to ensure integrating both primary and secondary source of data increase the chance of achieving the appropriate findings of the study. Therefore, the researcher used questionnaires and interviews as primary source whilst documentary review was used as secondary source of data reviewing organizational archived documents, books, published and unpublished reports, journals, articles, various policy and legislations related to employees training and development. 

3.7 Data Collection Tools
The data collection tools are tools used for collecting data from the sampled participants. For the purpose of this study questionnaires and interviews was the major data collection tools. 

3.7.1 Questionnaires 

According to Burns & Burns (2012), a questionnaire is a technique of data collection in which each person is asked to respond to the same set of questions in a predetermined order. In this study, self-administered questionnaires were distributed to 75 employees at (VETA) Dar es Salama Vocational Training and Service Center, Temeke District. 

The distributed questionnaires consisted of open-ended and closed-ended questions to which allowed respondents to give wide range of response on the questions asked.

Questionnaires was chosen since the tool gives respondents freedom to select the right response, the technique is economical in terms of time and it gives the researcher ease way of analyzing the findings due to the fact that the findings can be generalized and allow the use of statistical instruments to measure the study findings (Mugenda & Mugenda, 2012). Moreover, questionnaires provide more truthful, high degree of anonymity for respondents and give privacy in responding to questions. Questionnaires were distributed to seventy nine (79) respondents.
Conversely, questionnaires tool can have low rate of return of the duly filled in questionnaires; bias due to no-response is often indeterminate, can be used only when respondents are educated and cooperating but also this method provide difficult to know whether willing respondents are truly representative. Despite of these flaws questionnaires give opportunities to researcher and study respondents to respond freely and confidently than the other methods which ensure reliable results of the study (Kothari, 2014).

3.7.2 Interviews 

Kumar (2010) defined interview as the interaction of person-to-person initiated for a specific purpose. Thus, interview is among the most powerful data collection technique for understanding the nature of the reality in order to gain views, opinions and beliefs on a specific situation. Interview can be structured, unstructured or semi-structured but also can be conducted through phone and face to face. Kothari (2014) adds that an interview provide detailed information about the study participants and can be used to observe human experience with the research problem. 
This study employed semi-structured interview to six (6) heads of departments and managers so as to provide technical and professional information. Moreover, semi-structured interview provides flexibility of adjusting questions depending of participant response. However, it is worth noting that interview method is very susceptible to a certain level of bias, require great amount of time, lack of anonymity and respect of privacy. In summary, this method still useful in social science research as it give researcher with the ‘opportunity to introduce critical changes in the interview guide based on initial response about the research problem which is not possible when one makes use of other methods such as questionnaires.
3.8 Validity and Reliability of the Research Instrument

3.8.1 Validity 

Validity refers to the extent to which a research instrument measures what it is intended to measure (Kothari, 2004; Uyimadu, 2005). The  validity  of  the  instrument,  which  is  a  questionnaire in this case, that was used for data collection was determined by ensuring that  all the questions contained in the questionnaire were in line with the study’s overall research  questions as well as its objectives. The questionnaire was validated through pilot testing by  some respondents to test their understanding and interpretation of the questions to ensure that  such  questions  bear  some  meaning  and  the  comments  and/or  queries  raised  by  those  respondents were used to fine-tune the questionnaires.
3.8.2 Reliability of the Research Instrument 

Reliability is defined as the extent to which the research instrument that is used for data collection in the study demonstrates consistency with the objectives (Gay, 1996). In order to  ensure reliability of the instrument,  the questionnaire was verified  by ten HRM specialists  with  better  understanding  of  scientific  research  methods.  For purposes of clarity, the questionnaire was further piloted tested and consequently fine-tuned.
3.9 Data Analysis and Presentation

Data analysis refers to how data collected from the field is classified and interpreted and it involves recording, coding and methods for analyzing data (Kalusopa, 2011). Since this study was mostly quantitative in nature, the researcher used statistical technique for collecting, organizing, analyzing and interpreting. The researcher analyzed quantitative data through descriptive analysis and inferential analysis by the use of Statistical Package for Social Science (SPSS) Version 2.0 tool. Descriptive analysis provides categories, classification and simple summaries about the sample and measures such as central tendency, measures of variability, measure of divergence from normality, measure of probability and other graphical features which facilitated inferential analysis. On the other hand, the study used thematic and content analysis for qualitative information’s.
3.10 Ethical Considerations

Ethics is concerned with behavior/norms for conduct that differentiate between unacceptable and acceptable behavior (Mugenda & Mugenda, 2012). In social science research, the researcher needs to consider ethical issues when conducting research. In this study the researcher observed the issues of honesty, objectivity, plagiarism, dissemination of findings, anonymity, voluntary and informed consent, confidentiality, and academic freedom among others. Further, the respondents were informed about procedures involved in the research and agreed to participate voluntarily.  The rights of research participants were protected. The principle of anonymity was applied and observed to guarantee confidentiality on the information given. The individuals were thus participated voluntarily in the research with full knowledge of relevant risks and benefits.

CHAPTER FOUR

PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS
4.1 Introduction

In this chapter, data collected from the field are presented, analysed and discussed. The chapter presents a detailed analysis of the data collected from the field.The first section gives the demographic characteristics while the second section presents the findings according to the research objectives.
4.2 Demographic information’s of the Respondents

Data on demographic characteristics of the respondents were collected and analysed. A total of 85 respondents were involved in the study in which 79 respondents were given questionnaires and six (6) respondents were interviewed. The demographic variables studied were Gender, Age, Educational qualification and Working experience.
4.2.1 Distribution of the Respondents by Age
The analysed results on the respondent’s age as displayed in the Table 4.1 shows that, only 2.5 percent of workers are 55 years old and above depicting that older people are fewer in the Organization.  The majority of professionals were under 45 years of age consisting of 64% approximately. This meant that the organization have young and energetic employees which necessity the need for training and development to support their career and increase performance. From the data there is a call for VETA to consider the possibility of engaging older people to impact young employees with skills and experience. Older people interviewed at VETA showed willingness to take new projects after retirement. 
Table 4.1: Age Distribution of Respondents
	Age of Respondents
	       Frequency   
	   Response (%)

	  18-29
	22
	27.8

	  30-41
	29
	36.7

	  41 -55

  55 and above                                     
	26

2
	32.9

2.5

	  Total
	79
	100


Source: Field Data, 2021
4.2.2. Distribution of the Respondents by Gender

Gender is not determined biologically, as a result of sexual characteristics of either women or men, but is constructed socially. It is a central organizing principle of societies and often governs the processes of production and reproduction, consumption and distribution. The finding showed that 60.8% of respondents were females and 39.2% of respondents were males. This suggests that there is fair gender balancing at VETA.
Table 4.2: Respondents Gender Distribution
	Gender of Respondents
	     Frequency
	    Response (%)

	 Male
	31
	39.2

	Female
	48
	60.8

	Total
	79
	100


Source: Field Data, 2021
4.2.3 Education Level of the Respondents

Education is one of the most important characteristics that may affect a person’s attitude and the way of looking and understanding any particular social phenomenon. It is imperative to know educational level of the respondents since their responses are likely to be determined by their education status. Table 4.3 shows that 2.5% have a primary level. It was further realised that mass of the respondents 38.0% had University level, 34.2% had college level of education and 25.3% had secondary level of education. This meant that the respondents had necessary understanding to provide relevant information based on the purpose and objective of this study.
Table 4.3: Education Level of Respondents
	Level
	Frequency
	Response (%)

	Primary education 
	2
	2.5

	Secondary education
	20
	25.3

	College education

University education
	27

30
	34.2

38.0

	Total
	79
	100


Source: Field Data, 2021
4.2.4 Distribution of the Respondents by Working Experience
Long working duration of employees is very important that enabled the researcher to gather information applicable to the study. The researcher intended to extract information on the respondents working experience in VETA for the purpose of knowing the length of service for each respondent. 26.6% of the respondents have worked with the Organization for less than three (3) years whilst the majority 31.6% had worked for six (6) to twelve (12) years. It was also noted that 20.3% had worked for three (3) to five (5) years and 21.5% had worked from thirteen (13) and above. This is shown in Table 4.4 this implied that Organization has many experienced employees.
Table 4.4 Working Experience of Respondents

	Age of Respondents
	           Frequency
	     Response (%)

	Less than 3 years
	21
	26.6

	3-5 years
	16
	20.3

	6-12 years

13 and above
	25

17
	31.6

21.5

	Total
	58
	100


Source: researcher, (2021)
4.3 Current Employees Training and Development Practice at VETA-Dar es Salaam
The first objective of this study was to assess the level of training and development at VETA- Dar es salaam.  Under this domain, the researcher was eager to know to what extent the training and development are conducted based on what is done and what is supposed to be done.  The researcher was interested with systematic training, methods of training and types of training offered.
4.3.1 Training Need Assessment at VETA- Dar es Salaam

Starting from what is supposed to be done it was found that the VETA’s Strategic Plan (SP) 2017-2022 spelt out the employee training and development needs during the plan period. It spelt out clearly that training and development of staff is one of the activities that the Organization gives reasonable weights. It was found that VETA have training and development policy which indicates that in order for staff training process to be undertaken properly Training need assessment should be taken into consideration. It further found that management of VETA is committed to make sure that the organization practice principles of systematic training.
It was demonstrated by one HODs that;
…Because training and development is one of the functions of our department we are trying our level best to make sure that it is done in efficiency and effective way regardless the financial constraints we are facing. Any things spelt out in Strategic Plan and training policy are important to be implemented. (Interview, July 20, 2020).

Thus, from management perspective VETA conduct training need assessment before staff going to training. Training need assessment becomes an essential tool to identify staff requiring training and also implementing training programme effectively.  It was expressed by one HODs that;
To us conducting TNA is very important because it help to identify need. We practice it by asking employees the challenges they face in performing their daily activities/work. We also conduct performance appraisal to identify performance gap so as to address the problem identified when there is a budget (Interview, July 2020).

Furthermore, the researcher found that systematic training and development is given priority in this organization. The reasons behind is that, Training helps to improve performance of the staff and delivery of public services. Hence, conducting TNAs enables organization to implement training programme effectively as it helps to identify staff with deficiency in terms of knowledge, skills and attitudes. It is the policy of the government that training and development must be a core activity that has to be given reasonable weights. This finding concurred with Landa (2018) who found that there is systematic training in Tanga Urban Water Supply and Sewerage Authority.
Additionally, data from documentary review demonstrated that, the concept of staff training and development has also been stipulated in section 4, (3) (a) of The Public Service Act, 2002, (Number 8), which states that:- 
The Chief Secretary shall as the head of the Public Service provide leadership, direction and image to the Service and shall: ensure that public servants in the service are trained, motivated efficient and effectively performing and the Service is free of corruption and other unethical tendencies.

The staff and training component is articulated clearly in The Standing Orders for the Public Service (2009), Section G.1 (1, 4) and G.2, that states the following: 
It is the Government policy that Tanzania should be self-sufficient in trained and skilled human resources to manage its economy, and that systematic approach should be employed by public institutions to build human capital capable of delivering services to the expectation of the citizens. Thus, the President’s Office, Public Service Management shall be responsible for developing training policy for the public service and issuing training directives from time to time.

Similarly, The Regulation 103 sub regulation 1-4 provides that: 
Every Employer shall be responsible for training and development of his and the Public Service Department has been assigned to support the process as may be directed time to time by the Government. 

This responsibility involves all public institutions including VETA.  In view of the above, the staff training and development is the pivotal tool in sharpening staff knowledge, skills and attitudes necessary for creating competitive edge in the government. The VETA as the government institution as well considers staff training and development with reasonable weights by demonstrating it in strategic plan and Training policy. When the researcher ask the respondents if the organization conduct TNA before training 10% of respondent said NO while 85% of respondent said Yes and 5% of respondent said they don’t.
Table 4.5: Responses on the Awareness of TNAs
	TNA before Training
	Frequency
	Response (%)

	Yes
	67
	84.8

	NO

Don’t know                                                       
	9

3
	11.4
3.8

	Total
	79
	100


Source: Field Data, 2021
This imply that the VETA do TNA before implementation of training program. This finding is different from Mwakibasi (2013) who found that TNA in the ELCT- Konde Diocese, does not align with the model which portray a shortfall between the knowledge, skills and attitudes of employees, and what is exactly required by the job or demand of organizational goal, rather all trainings in Konde Diocese are mainly either initiated by individuals who desire to attend trainings in various areas or determined and desired by the diocesan top management.
4.3.2 Methods and Techniques Applied by VETA Management in Conducting TNA
It was found that the training evaluation plans that do happen come over periodically in the form of questionnaires, interviews and performance reports by supervisors. All five head of departments during interview expressed that through performance reports they are able to identify knowledge gap. Head of Human Resource department expressed that;

TNA can be done through questionnaires forms provided to employees and quarterly reports, prepared by the Head of Department with collaboration of Human Resource department (Interview, July 20, 2020)

It further found that some of HOD did not know which methods were used to identify the need for training as expressed in the following quotation.

I do not know whether we actually follow any technique, all I know is that we base training on needs, if training is needed we conduct it.  So, specifying the needs is decided based on supervisors who make judgments and proposals and the final decisions are made by the senior management committees (Interview, May 22, 2019).

However, interestingly, it was highlighted that such methods lack the critical approach, i.e. no criticisms and critical appraisal is provided in order to improve further, as noted by two participants (HOD): “Ordinary routine methods, perhaps without much of a critical approach”.
It was noticed that the evaluation is outdated or old; two participants explained that the evaluation methods are quite old and not up to standards, they have explained that there is a need for job analysis and evaluation to be conducted. The finding is consistent with the findings from a study conducted by Shiban (2016) whose results suggest that TNA in LICs is usually an annual event. The main driver for conducting TNA derives from operational performance requirements.
4.3.3 Types of Training Offered to VETA Staff
It was important for the study to determine the kinds of training and development that take place at the VETA. During the interview with the HODs it was found that both training and development methods to develop career of employees are applied. It was expressed by HOD of HRD that;

There are different type of training we used to offer in our Institution…both on the job training and off the job training. For instance new employees are offered with orientation and induction program together with health and safety training programs. Some employees are offed with professional and technical training programs… (Interview, July 20, 2020).
It was further expressed by another HODs that;

There are many development methods used to develop employees.  We normal sponsor our employees to go for long term courses like Master’s degree and PhD programs. (Interview, July 20, 2020).

Another HOD argued that Job rotation and transfer is the development method normal he used to propose when his employees have huge knowledge gap in performing duties.

Sometimes I prefer to recommend job rotation and transfer to make employees to be exposed to new environment. To me this is kind of training and development methods practiced in my department. (Interview, July 21, 2020).
Moreover, the data collected through documentary review particularly from VETA Training Policy showed that training which shall be provided by the organization is grouped into main four categories, namely; orientation/induction/internship training, tailor-made training programmes, academic/professional programmes, study tours and distance learning. The policy goes further by explaining the purpose of programmes, how each training programmes will be conducted and targeted trainees, foristance; 
Orientation / Induction / Internship training shall be conducted to newly recruited employees and other sole business partners. Meanwhile it was discovered that tailor-made training courses mean to refresh the respective training recipients (who are the normal employees) on new or improved techniques of doing things. The findings imply that VETA- Dar es salaam might have improved its performance and raises job satisfaction of employees, since training provides new knowledge and skills which in turn improve the organizational performance. 
Similar observation was done by (McKinsey, 2006),who argued that employee training is  important in any organization throughout the world, due to its active role in raising employee job satisfaction and improving organizational performance. Under this party it was also important to assess if every employees have equal chance to undergo training without any hindrance. The finding observed that majority of respondent (67.1%) have said yes they have equal opportunity to advance in vocational training he or she deem suitable without any hindrance while 30.4% said No and 2.5% thy don’t know. This is shown in Table 4.6.
Table 4.6: Every Staff has Equal Opportunities to advance in Vocation training she or he Deems Suitable without any Hindrance
	Gender of Respondents
	Frequency
	Response (%)

	YES
	53
	67.1

	NO

Don’t know
	24

2
	30.4
2.5

	Total
	79
	100


Source: Field Data, 2021
This indicated that training program offered obey training policy which demonstrates the need for employee to discuss with employer the right skills needed and the right place to acquire those skills. Researcher was also interested to know the development program sponsored by VETA. Respondent were required to state program sponsored by VETA.  Majority (36.7%) were sponsored to study diploma level, followed by (19%) to study bachelor degree. Few were sponsored to study master degree as shown in the bale 4.7.
Table 4.7: Program Sponsored by VETA
	Level
	Frequency
	Response (%)

	Certificate
	14
	17.7

	Diploma
	29
	36.7

	Bachelor degree

Master degree

Not stated
	19

4

13
	24.1
5.1
16.5

	Total
	79
	100


Source: Field Data, 2021
Generally, the study found that VETA Dar es salaam follow principles of systematic training which started by conducting Training need assessment followed by planning training program, implementation and evaluation as suggested by Armstrong (2006). This result resemble with Land (2018) who found that there is systematic training program at Tanga Urban Water Supply and Sewerage Authority.
4.4 Effects of Training and Development on Employee’s Performance at VETA-Dar es Salaam

The second objective of this study was to examine the effects of training and development on employee’s performance at VETA-Dar es Salaam. Under this domain, the researcher was eager to know if the training and development have impact on employee’s performance. The in-depth interview with participants revealed that trainings which have been conducted at VETA Dar es salaam have influence on employees’ performance. One of HODs had the following to say:

Through Training and development evaluation made, its clearly seen that the trainings improved performance of our employees, since equipped them with relevant skills and knowledge. (Interview, July 20, 2020).
Moreover, Respondents were asked if the skills obtained from training both short and long term have impact in their performance. Respondents were provided with the statements showing the influence of training on employees’ performance. Respondents had to tick whether they Strong agree, agree, strong disagree and disagree to the statements provided. The results are presented on table 4.9.
Table 4.8:Effect of training in Performance
	Level
	Frequency
	Response (%)

	Strong agree
	34
	43.0

	Agree
	37
	46.8

	Strong  disagree

Disagree

Not stated
	2

5

1
	2.5

6.3

1.3

	Total
	79
	100


Source: Field Data, 2021
It is significant that majority of the respondents (89.9%) receiving training have high perception on employee performance improvement while few (10.1%) of the respondents see that training and development did not improve their performance. The findings imply that employees at VETA Dar es salaam have been enjoying job satisfaction, while the organizational performance at  might have been improved. The same observation was done by (McKinsey, 2006) who argue that Employee training is important in any organization throughout the world, due to its active role in raising employee job satisfaction and improving organizational performance.

These findings are in line with (Chang, 2002)’s study which revealed that trainings conducted at Taiwanese high technology firms had significant effect on employees’ performance, also the studies by (Chiu, Luk & Tang, 2002), (Tepstra & Rozell,1993) and (Fey, Antonina,& Ingmar, 2000) established that trainings and development has positive association with employees’ performance.
 4.4.1 Relevance of Training Programme to the Job Roles and Performance
The study strived to examine whether the training programmes conducted for VETA staff were relevant to job roles. In depth interview revealed that training programmes which have been attended by employees are relevant with the job roles in the organization. During interview it was revealed that 
Before conducting training, Training Need Analysis (TNA) is done, this made an assurance that trainings conducted are relevant to the need of the organization

On the other hand the study findings indicated that 75.9. % of respondents agreed that the training programmes conducted are relevant to the employee’s job roles (Table 4.9).
Table 4.9: Relevancy of Training and Development Program to Job Role and Performance 
	Gender of Respondents
	Frequency
	Response (%)

	 YES
	60
	75.9

	  NO
	19
	24.1

	Total
	79
	100


Source: Field Data, 2021
It was evidenced that employees at VETA Dar es salaam have been provided with relevant training to employees’ job roles. The findings are consistent with Landa (2018) and Winterton (2007), who argue that the objective of training is to ensure that all employees have and maintain the requisite competences to perform in their roles at work. This is attained when training programme is relevant to trainees’ roles and has objectives which are relevant. However, the relevance between training programmes and job roles can be attained if the programmes have been well designed, planned and implemented as argued by (Aswathappa, 2014) something which exist in VETA as found in objective one.
4.4.2 Perceived Training Influence on Employees’ Performance
During interview it was found that the relevancy of training and development to job role have positive impact to job performance by increase job satisfaction and improve employees morale, reduce frequency of supervision, reduce unnecessary accidents and improve time management and customer care. It was demonstrated by one of participant that:
 There are many advantages we get from training including reducing of error in performing daily to daily activities... Job satisfaction of employees have been improved and to be honest the most important thing we enjoy at this moment is the improvement of customer care after training… (Interview, July 21, 2020)
This implied that training and development have positive effect to employee’s performance at VETA Dar es salaam.
Moreover, respondents were provided with the table containing statements showing the influence of training on employees’ performance. Respondents had to tick whether they Strong agree, agree, neutral, strong disagree or disagree to the statements provided. The results are presented on table 4.10
Table 4.10: Perceived Training Influence on Employees’ Performance
	Statement
	Strongly          agree 
N (%) 
	Agree

 N (%) 
	Neutral

N (%) 
	Disagree

N (%) 
	Strongly disagree

N (%) 

	Training helped me to use the working equipments correctly, to make use of advanced technology and observing correct health and safety practices 


	13(16.5)
	40(50.6)
	14(17.7)
	7(8.9)
	5(6.3)

	Training motivated me to work hard and effectively 


	52(65.8)
	8(10.1)
	19(24.1)
	0(0.0)
	0(0.0)

	Trainings provided me with the necessary skills and knowledge to carry out my work to the best of my ability, which increased performance and quality of works 


	47(59.5)
	20(25.3)
	12(15.2)
	0(0.0)
	0(0.0)

	Trainings helped me to satisfy the customers with quality services 


	45(57)
	15(19)
	9(11.4)
	6(7.6)
	4(5.0)

	Training helped me to become self-reliant with little guidance from a supervisor when performing my duties 
	35(44.3)
	25(31.6)
	10(12.7)
	9(11.4)
	0(0.0)

	
	
	
	
	
	


Source: Field Data, 2021
This implied that that majority of the respondents receiving training have high perception on employee performance while few of the respondents who did not receive training have low perception. These findings are in line with (Chang, 2002)’s study which revealed that trainings conducted at Taiwanese high technology firms had significant effect on employees’ performance, also the studies by (Chiu, Luk & Tang, 2002),  (Tepstra & Rozell,1993) and (Fey, Antonina & Ingmar, 2000) established that trainings and development has positive association with employees’ performance.
4.5 Challenged Faced by VETA-Dar es Salaam in Providing Employees Training and Development
The third objective of this study was to identify challenges facing VETA in conducting training and development program. Under this domain the researcher was fervent to know difficulties involved in practice Training and development function of human resource management. By looking at answers provided by participants regarding the difficulties in conducting training it was obvious that the common theme is a lack of funds as explained by five participants who are heads of departments during interview. It was highlighted that the organization always faces inadequate fund in conducting Training. One of the HODs expressed that;
The most challenge is inadequate fund for conducting Training. We always face budget constraints which hinder us in conducting job analysis and evaluation which in one way or another helps to identify knowledge gap. We end up looking OPRASS as the only tools which also facing many problems (Interview, July 2020).
The findings aligned with many studies conducted in Tanzania public institutions. For instance Habi (2013) who found that Morogoro Municipality faced various challenges in the implementation of the training programme including; small budget for training. According to the study conducted by Kihonga(2011) on Factors Inhibiting Effective Staff Training, he identified various factors which undermine staff training in Tanzania’s local authorities. These stumbling blocks include lack of funds due to inadequate budgets set aside for staff training.
It is also found that some supervisors do not have enough experience in identify training needs: This challenge was identified by Human resource officer who expressed that 
“Lack of experience among the managers as well as the employees to identify the need for training courses is also a challenge”
Three participants (HOD) highlighted a further difficulty that employees themselves lack the awareness of how important training is to perform their jobs: “Some employees are not willing to participate, in on the job training offered by the Organization” It was explained that some employees are not serious about OPRASS which in one way or another help to identify performance gap (two participants). Hence, the management should pay attention to increasing employees’ awareness of and improve their participation: One head of department demonstrated that;

“Employees sometimes do not care about OPRASS, and that is a major difficulty, which is used here as the tools of identify needs and recommend for training. I think it’s a time now for Local Government Institution to find other mechanism of measuring individual performance.(Interview, May 2019).
Respondents were also asked which among budget constraints, poor selection criteria and other, are great challenge in training and development function. This findings indicated that the majority of respondents (73%) state that budget is the most constrain which hinder the implementation of training program in time. Other factors include poor selection criteria, and poor evaluation has seen in Table 4.9.
Table 4.11:Challenge Facing VETA in Conducting Training
	Level
	Frequency
	Response (%)

	Budget constrains
	58
	73.4

	Poor Selection criteria
	9
	11.4

	Poor evaluation

Others
	7

5
	8.8
6.4

	Total
	79
	100


Source: Field Data, 2021
This findings  are aligned with  Dominic (et al, 2010), who examined effectiveness of the training and development function carried out in President's Office, Public Service Management (PO-PSM) in Tanzania and discovered that though there was a well-designed training programme, at the end inadequate and poor allocation of training funds, unclear criteria for trainees' selection, and inability to determine type of training needed by trainee's and lastly no evaluation done on training and development ruled out the reality.

CHAPTER FIVE
SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction

In this chapter,Part 5.2 presents the summary of the key findings, Part 5.3 discuss Conclusions and Recommendations, Part 5.4 present recommendations while Part 5.5  cover contributions of the study and party  5.6  present the areas for further study.
5.2 Summary of the Main Findings

5.2.1 The current Employees Training Level at VETA-Dar es Salaam 

The first objective of this study was to assess the current level of employee training at VETA- Dar es salaam.  Under this domain, the researcher was enthusiastic to know to what extent the training are conducted based on what is done and what is supposed to be done.  The researcher was interested with systematic training, methods of training and types of training offered. The study found that VETA Dar es salaam follow principles of systematic training which started by conducting Training need assessment followed by planning training program, implementation and evaluation. Both on the job and off job training were applied.
5.2.2 Effects of Training on Employee’s Performance at VETA-Dar es Salaam

The second objective of this study was to examine the effects of training on employee’s performance at VETA-Dar es Salaam. Under this domain, the researcher was eager to know if the training has impact on employee’s performance. The in-depth interview with participants revealed that trainings which have been conducted at VETA Dar es salaam have influence on employees’ performance. It was also found that majority of the respondents (89.9%) receiving training have high perception on employee performance improvement whiles few (10.1%) of the respondents sees that training and development did not improve their performance. 
On the other hand the study findings indicated that 75.9. % of respondents agreed that the training programmes conducted are relevant to the employee’s job roles. During interview it was found that the relevancy of training to job role have positive impact to job performance by increase job satisfaction and improve employees morale, reduce frequency of supervision, reduce unnecessary accidents and improve time management and customer care.
5.2.3 Challenge Faced by VETA-Dar es Salaam in Providing Employees Training and Development
The third objective of this study was to identify challenges facing VETA in conducting training and development program. Under this domain the researcher was fervent to know difficulties involved in practice Training and development function of human resource management. Answers provided by participants regarding the difficulties in conducting training means that a lack of funds as explained by five participants who are heads of departments during interview. It was highlighted that the organization always faces inadequate fund in conducting Training. Other challenges include poor method of conducting TNA, lack of job analysis and lastly poor evaluation done on training and development. 
5.3 Conclusion 
It was concludes that training programmes conducted and applied at VETA have high impact on employees’ performance. This positive impact has brought success to the organization by increasing morale and job satisfaction, satisfaction of customers, effective use of time, reduce accidents and build strong team in the organization.
5.4 Recommendations

The following were recommended;
5.4.1 Use Study Tours to other Organizations
The management should improve the training programmes offered especially the use of study tours to vocational training institution within and outside the country so that employees can learn how other Organization operate their day to day activities. 
5.4.2 Improve Training Programme

Training facilities should be improved and used according to the nature of employees and nature of the training programme conducted. This will help trainees to easily understand what they are taught hence it will facilitate effective transfer of the skills and knowledge to their working environment. 
5.4.3 Seek Funds for Training

The management should seek for enough funds which support the whole training process and after the training to provide enough facilities which the employees can use to transfer the knowledge and skills acquired from the training. Lastly, Employees should be involved in the planning of training programmes. Their involvement may bring about innovation in the programmes and reduce their resistance in attending programmes which they think are not valuable to them. 

5.6 Areas for Further Research

i. Further research is needed to investigate the impact of training and development in other government entities since the study concentrated on one public institute and not the entire public sector. 

ii. More studies must be done on the impact of employee training on organizational performance.
iii. More studies should be done of the effects of organizational behaviour on employees training.
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APPENDICES

APPENDIX I: QUESTIONNAIRE FOR VETA ACADEMIC AND ADMINISTRATIVE STAFF

Dear Sir/Madam

My name is Josephine Richard a student of Open University of Tanzania Kinondoni Branch pursuing Master’s Degree in Human Resource and Management (MHRM) as a requirement for the achievement of this program I am required to conduct the study titled “The Effect of Training on Employees performance” The case study of Dar es Salaam Vocational Education and Training Authority – DSM RVTSC.
I kindly request you to participate in my research, as one of the representative of your organization, your opinions are very important to this study. It is for   academic purpose only and will remain confidential and anonymous.
Thanking you in advance for your time and cooperation.
A. DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS
1. Tick (√ ) the age range in which you belong

(a) 18-29

(   )

(b) 30- 41

(   )

                       (c) 42-55

(   )

                       (d) 55+

(   )
2. Sex: Male   (   )    Female   (   )
3. For how long have you worked in the institution: 

(a) Less than three years

(   )  

(b) Three to five years

(   )

(c) Six to twelve years

(   )

(d) Thirteen years and more
(   )

4.  Tick  your level of formal education indicated

(a) Primary


(   )

(b) Secondary

(   )

(c) College 

(   )

(d) University                       (   )

5. Tick (   ) a category in which you provide your services in this institution.

(a) Administration

(   )

(b)  ACADEMIC          
(   )

B. CURRENT PRACTICE OF TRAINING 

6. Does the VETA institution develop skills of employees by engaging them in short or long term training sessions in order to improve their job performance? 

Yes

(   )             No

(   )

7. What criteria is used to select an employee for a training session in an academic institution in our local institutions or those from abroad. Explain briefly.

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
8. Tick one or all types of programs that the VETA institution sponsors its employees to pursue a training in order that they may develop their skills to improve job performance upon return: 

(a) Certificate

(   )

(b) Diploma

(   )

(c) Degree


(   )

(d) Masters 

(   )

(e) Doctorate

(   )

9. Does your employer conduct TNA

Yes     (  )

No      (  )

10.  Which method your employer used to conduct TNA
……………………………………………………………………………………………………………………………………………………………………………………
C. EFFECT OF TRAINING ON EMPLOYEES PERFOMANCE

11. Have you ever attended any course of your field sponsored by VETA? If yes, what benefits or effects have you experienced in job performance? 

………………………………………………………………………………………

12. Do you agree that there have been  an positive effect in job performance for those employees who received training and development sponsored by VETA: 

(a) I strongly agree       
 (   )

(b) In agree                  
 (   )

(c) I strongly disagree   
 (   )

(d) I disagree                   
 (   )

13. Does training and development received is relevant to your job role and performance

YES (  )

NO (   )

14. For each of the statement below, tick the number that indicates the degree to which you perceived performance of training and development.
 [1] Strongly agree, [2] Agree, [3] Neutral, [4] Disagree and [5] Strongly disagree.
	Statement 
	Strong agree
	Agree
	Neutral
	Disagree
	Strong disagree

	Training helped me to use the working equipment correctly, to make use of advanced technology and observing correct health and safety practices 
	
	
	
	
	

	Training motivated me to work hard and effectively 
	
	
	
	
	

	Trainings provided me with the necessary skills and knowledge to carry out my work to the best of my ability, which increased performance and quality of works 
	
	
	
	
	

	Trainings helped me to satisfy the customers with quality services 
	
	
	
	
	

	Training helped me to become self-reliant with little guidance from a supervisor when performing my duties 
	
	
	
	
	


15. What are the challenges organization are facing in conducting Training?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Thank you for your time

APPENDIX II: INTERVIEW GUIDE

HoD’s Department Name …………………………….

Dear participant,

Provided below is a set of questions which I kindly request your response, they are designed to meet academic objectives on effect of training on employees performance.
1. How long have you worked with the this Organization

2. Does the VETA have a Training policy?

3. How do you conduct training need assessment? 

4. How did organization evaluate training?

5. How Training improve employee’s performance?

6. What are the perceived importances of training to your employees?
7. What challenges your Department encountered during conducting Training?
8. In your opinion, what should be done to improve the practice of Training toward improving employee’s performance?
Thank you for your time
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