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ABSTRACT

The study sought to examine on the “Effects of Training on Employees’ Performance at mobile companies in Tanzania: the case of Airtel Tanzania” has the overall objective was to find out the effects of training on employee performance within mobile companies in Tanzania. The specific objectives were; (i) to determine the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance; (ii) to find out effects of off job training on Airtel Mobile Company in Tanzania employees’ performance and (iii) to determine the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance. A quantitative approach with a case study design was used. Descriptive statistics and Pearson coefficient correlation were used to analyze data. Questionnaires applied to collect data. The targeted population was all staff estimated to be 326 regular workers. A stratified random sampling was used to obtain the sample size. This study found that on the job training was   positive significantly and highly correlated with employee’s performance; off the job training was significantly moderately and positive correlated to employee performance and Induction was significantly moderate and positively correlated to employee performance. It was recommended for Airtel Tanzania and other mobile companies to develop an annual training cycle that   included all methods of training for them to have a competitive advantage.
Keywords: On the Job Training, Off – The Job Training, Employee performance, Mobile Companies.
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CHAPTER ONE

INTRODUCTION

1.1 Overview 

This chapter introduces a summary of context of the study. It presents the background of the study, statement of the problem, objectives of the study, research questions, significant of the study, scope of the study and organization of the study.
1.2 Background of the Study

The famous fifth-century BC Chinese philosopher Lao-Tzu once wrote, "If you tell me, I will listen. If you show me, I will see. But if you let me experience, I will learn" (Chinese, 2010).  The idea of training is nothing new to the twenty-first century but has rather evolved since the earliest stages of human civilization and has been gradually refined into the sophisticated process that it is today. The earliest history of training is rooted in the origins of education itself. An examination of the history of education from the beginning shows a continuum of human progress from survival-driven learning; to education rooted in antiquity, the classics, and religious beliefs; 
To the influences of war and military strategy on scientific and technical education; to the job skills training and scientific management spawned by the industrial revolution; to the post–World War II era leadership development programs and the training of teams; and, finally, to the development of individuals, organizations, and communities for a variety of work-related purposes (Swanson & Torraco, 1995). Staff training has been identified by various scholars to be very crucial to an organization and employee performance. In the light of the above, organizations are therefore encouraged to train their staff to the maximum of their ability in order to enhance their effectiveness. Employee’s training is typically associated with the improving of the performance, knowledge and skills of employees in their present job position. 
It is very important therefore for the organization to offer systematic training and career development programs for their employees. Training has been recognized to help employees in their current jobs and help meet current performance requirements by focusing on specific skills required for the current need. Its benefits may extend throughout a person’s career and help develop that person for future responsibilities.
Training is very crucial to any private sector organization to improve the performance and competence of its employees. According to Ngirwa (2009), if an organization wants to remain competitive it has no choice but to train their employees. The amount, quality and quantity of employee training carried out vary extremely from organization to organization. Cole (2002) identified factors which influence the quantity and quality of employee training and development activities like the degree of change in the external environment, the degree of internal change, the availability of suitable skills within the existing staffs and the extent to which management see training as a motivating factor in work. 
According to Armstrong (2011) cited by Masud M.S (2018), there are three specific training objectives for employees performance namely to develop the competences of employees and improve their performance; to help people grow within the organization in order that, as far as possible, its future needs for human resources can be met from within the organization; and to reduce the learning duration for employees starting in new jobs on appointment, transfer or promotion, and ensure that they become fully competent as quickly and economically as possible. Therefore, this study examined the positive effects of training on employee’s performance at mobile companies, the case of Airtel Tanzania. 
1.2.1
Employee Training—From Classroom to Computer to Realistic Context 

Corporation schools (or factory schools) emerged to provide technical training in the skills and trades needed to keep pace with production during the early 1900s. These were pre-cursors to the employer-sponsored job skills training held on-site for employees still in use today. Despite the availability of on-the-job training and apprenticeship, classroom training was the most popular form of instruction because it was efficient and minimized interference with production; many workers could be trained by one instructor, and classroom training prevented distractions on the production floor (Broadwell, 1976). The increasingly sophisticated nature of work, coupled with advances in instructional technology, moved the primary focus of training away from the classroom. 
Describing how the expectations of workers have changed, Swanson and Torraco (1995) stated, that today’s workers increasingly need to understand work operations as a whole, rather than what used to be their specific tasks within it. Monitoring and maintaining the work system or process is becoming in today’s workplace what operating a single machine had been for mass production work. At the same time, advances in instructional technology have broadened the range of training methods available to organizations and enabled a better match between training methods and desired outcomes. Beginning in the 1980s, several instructional innovations were introduced, including the Instructional Systems Design (ISD) model, on-the-job training, and the use of videos and simulations. 
In the 1990s, the widespread use of personal computers and the introduction of computer-based training prompted the rethinking of traditional models of employee training. Its speed, visual display, and accessibility of multiple learning resources from a single computer facilitated the rapid adoption of computer-based training. Training options expanded in the late 1980s and early 1990s to include more computer-based options, including electronic performance support systems (EPSSs) and automated performance support (APS) (Gery, 1991) that were designed to balance learning and performance value with ease of use for non-computer experts. The emergence of the Internet and computer-based training during this period provided the foundation for today’s elaborate e-learning systems. 
1.3 Statement of the Problem 

It has been recognized that training improve knowledge, skills, capacity, growth and change behaviour of an individual for doing a particular job. Past researches found a positive link between training and employees ‘performance, demonstrating benefits gained by the employees along with the organizations by impacting employee performance after training through the enhancement of employee‘s competencies and behaviour. Landa (2018) mentioned in his Study-Training has positively influencing employee performance; Ndunguru (2015) - there is a strong correlation between training and having the assurance of career path. However, the link between training methods and employee performance in the case of mobile company in Tanzania is not well studied and published. Many researchers recommend either one or more of training methods which are on – the – job training, off job training and induction. But the problem comes in thorough examination of whether there is annual training cycle which will indicate when and what method to be used.
This study therefore is set to examine the training methods (on – the – job, of job and induction), how is it carried out in the training cycle if exist, its role and how this affects the individual staff performance in the mobile company in Tanzania basically in the Airtel mobile company when applied. For such training cycle, this study as well look at gender based training and mobile money transfer agent training and roles of training in employees’ motivation.

1.4 Objectives

1.4.1
General Objective

 The overall objective of the study is to find out the effects of training on employee performance within mobile companies in Tanzania.

1.4.2
Specific Objectives

i. To determine the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance.

ii. To find out effects of off job training on Airtel Mobile Company in Tanzania employees’ performance.

iii. To determine the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance.

1.5 Research Questions

i. What are the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance?
ii. What are the effects of off job training on Airtel Mobile Company in Tanzania employees’ performance?
iii. What are the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance?
1.6 Significance of the Study

Despite the fact that the effects of staff training on the organization performance is widely researched and documented in various organizations: to the author, however, there has been less study conducted to assess the effect of training on employee’s performance at mobile companies in Tanzania. Therefore, the decision to conduct this study is justified. In addition, the study inform the Management at Airtel mobile company and other mobile company in Tanzania on the importance of training their staff for motivation and effective performance. The study also came-out with the ideal training methods and types of training needed for employees with regards to their position, department, units and sections. It look at gender based training and the need for seriously training of mobile money transfer agents as well. Finally, the results of the study highlight areas for the future research in this field; they may be used for future citation and referencing.
1.7 Scope of the Study 
This study on the effects of training on employee performance at Airtel Company is based on the survey data collected between June 2019 and September 2021 through the internet and at the Airtel mobile company limited. The sample respondents were drawn from departments that are under the Airtel mobile company.
1.8 Organization of the Study
1.8.1
The study is divided into Five Chapters
Chapter One: Introduction: The chapter covers overview of the study, the background information to the research problem, statement of the problem, objectives, research questions, significant of the study and scope of the study. Chapter Two: Literature Review: Includes a brief main purpose of literature review of relevant concepts, theories, empirical study, and explore some gaps. Chapter Three: Research Methodology: This chapter covers, research philosophy, approach design and strategy, data collections and analysis and ethical considerations. Chapter Four: The study findings and researcher’s analysis. Chapter Five: Conclusion and Recommendations: It presents a summary of findings, major observations and set of recommendations.

CHAPTER TWO

LITERATURE REVIEW

2.1
Overview 

This chapter contains theoretical part of the study. It cover some definitions of relevant concepts, review some theories, sightsee some of the empirical study, conceptual framework and   concluded by discovering some gaps to develop the study. 
2.2.
Definition of Concepts 
2.2.1
Training  
The word training has been defined in several ways: Noe, (2011) defined training as the activity where an expert and learner work together to effectively transfer information from the expert to the learner (to enhance a learner's knowledge, attitudes, or skills) so that the learner can better perform a current task or job. Further, training is a learning process that involves the acquisition of knowledge, sharpening of skills, concepts and rules (Cambridge, 1997). Training activity is both focused upon, and evaluated against, the job that an individual currently holds (Learner, 2016). 
Training is a confidence building process toward a phenomenon, it can be confidence of doing a certain job or speaking before others such as in a meeting Mrio Y (2021). The main purpose of training is to develop the abilities and attitudes of the individual and to satisfy the current and future human resource needs of the organization. Training is important to the performance of employees at all levels of an organization as it motivate and help individuals to acquire and maintaining skills necessary for optimal job performance.
2.2.2
Methods of Training

2.2.2.1
On-the-job training Methods

According to Greer (2003) under on – the - job methods new or inexperienced employees learn through observing peers or managers performing the job and trying to imitate their behavior. These methods are cost effective and are less disruptive as employees are always on the job. Training given on the same machines and experience help to improve already set standards, and above all the trainee is learning while earning. It is practical and quicker method of training to increase employees’ performance. On the job training use some of the following methods:
2.2.2.2
Coaching

Coaching is a one-to-one training. It helps in quickly identifying the weak areas and tries to focus on them. It also offers the benefit of transferring theory learning to practice. The biggest problem is that it perpetrates the existing practices and styles Dessler and Varkkey (2010). The employees acquire new practical knowledge and skills at work place that improve productivity and efficiency of the organization.
2.2.2.3
Mentoring

The focus in this training is on the development of attitude. It is used for managerial employees. Mentoring is always done by a senior inside person. It is also one-to- one interaction, like coaching (Dessler & Varkkey, 2010). This method gives a working experience of an employees to improve performance.
2.2.2.4
Job Rotation

It is a training which involves an employee moving from job to job at planned intervals to broaden their understanding of all parts of the business and to test their abilities Dessler and Varkkey, (2010). It help in employee retention and improve productivity,
2.2.2.5
Apprenticeship

It is a process by which people become skilled workers, usually through a combination of formal learning and long term on the job training Dessler and Varkkey, (2010). It help an employee to learn both theory and practical. It help to meet organization and individual goals.
2.2.2.6
Off-the-job Training Methods

According to Geer (2003), off-the-job training methods are conducted separate from the job environment, study material is supplied, there is full concentration on learning rather than performing, and there is freedom of expression. Some of the important. Methods include;
Classroom Lectures and Seminars: Traditional forms of instruction revolve around formal lecture courses and seminars. These help individuals acquire knowledge and develop their conceptual and analytical abilities. Many Organizations offer these in-house, through outside vendors or both (Decenzo & Robbins, 2010). 
Simulated training (Vestibule training): This is a method in which trainees learn on the actual or simulated equipment they use on the job but are actually trained off the job. It is necessary when it’s too costly or dangerous to train employees on the job (Dessler & arkkey 2010).

Multimedia Learning: It can demonstrate technical skills not easily presented by other training methods. This may include videos and DVDs that may be offered online Decenzo and Robbins, (2010).
2.2.3
Induction Training

 Induction training is often given to new employees to make them feel a part of the organization. Induction training help new employees to get acquainted with the work culture and fellow workers. Induction programs need to be short, crisp but informative.Induction Training is in three types namely: General Induction training; Specific Orientation is training and Follow-up Induction training. General Induction training. Once an employee has been extended and accepted, the final stage in recruitment is concluded. The individual has then to be oriented towards the job and the organization. This is formally done through a process known as induction or orientation. Induction is a welcoming process. The idea is to welcome the candidate, make him feel at home in the changed surroundings and to introduce him to the practices, policies and purposes of the organization. 
Specific Orientation training: At this stage, induction is conducted by the foreman. Induction is specific and requires skill on the part of the foreman. A new employee must be provided operational knowledge that is specific to the position and location. The immediate boss (foreman) is responsible for training and induction. Every new employee should know; (a) The people who work with him; (b) The work he is responsible for; (c) The result he is supposed to accomplish; (d) The current status of the work; (e) His relationships in the organization; (f) Reports and records he must understand and maintain; (g) Operating policies, procedures and rules and (h) Service group available to help him. The purpose of specific induction is to enable an employee to adjust himself to his work environment.
Follow-up Induction training; The purpose of follow-up induction training is to find out whether the employee is reasonably satisfied with the job. It is usually conducted by the foreman or by a specialist from the personnel department. Guidance and counselling efforts are made to remove the difficulties experienced by the newcomer. Usually, follow up induction takes place after about one or two months from the time of appointment or during the annual retreat.

2.2.4
Performance

Performance is synonymous with outcomes, results, and accomplishments. Employee performance is how a member of staff or management fulfils the duties of their role, completes required tasks and behaves in the workplace. It can be measured by the quality, quantity and efficiency of work. Employees’ performance can contribute to the success or failure of an organization. Gilbert believes that performance is a processes or what can be observed as an activity and accomplishments (what you see after people stop working). Kenney et al. (1992) stated that employee's Performance is measured against the performance standards set by the organization. 
2.2.5
Motivation
 According to Armstrong (2010), the term ‘motivation’ can refer variously to the goals individuals have, the ways in which individuals choose their goals, and the ways in which others try to change their behaviour. “Motivation” is defined as a reason behind a character’s specific action or behaviour characterized by the own consent and willingness to do something. There are two types of motivation: one is intrinsic, while the other one is extrinsic. Intrinsic motivation is linked to personal pleasure, enjoyment and interest; on the other hand, it is inspired by some internal reward such as knowledge, pride, or spiritual or emotional peace or wellbeing. Extrinsic motivation comes from some physical reward such as authority, money, or desire. 
2.2.6
Human Capital
 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 Nadler (2014). 
2.3
Review of Theories

Literature reveals several theories enlightening the impact of training on employee performance. This study reversed two theories namely Human Capital theory by Schultz (1961) and Social Learning theory by Bandura (1977).

 2.3.1
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. Schultz theory states that “knowledge and skills are a form of capital, and investments in human capital lead to an increase in both economic output and workers’ earnings”. The theory emphasises how education increases the productivity and efficiency of employees by increasing the level of cognitive stock of economically productive human capability, which is a product of distinctive abilities and investment in human beings. Blaug (1976) classified human capital in six categories: formal schooling, on the-job training, job search, information retrieval, migration, and improvement in health. 
Schultz argues that his theory does not dismiss humanity but instead encourages individuals to invest in themselves. The concept of human capital is closely related to the training of employees for better performance. this study was focused in Airtel Tanzania using human capital theory as a bench mark to find out if employee was benefited from training and establish whether the absence of training methods and appraisal of employee job performance prior to training made it difficult to confirm the extent to which investment in human capital through training had increased employee productivity. Although the context of the theory demonstrates a good idea of training employees for productivity and workers’ earning but the wording human capital contain purely capitalist thought of exploiting others therefore look as humiliating employees. 

2.3.2
Social Learning Theory 
Social learning theory was developed to describe and predict how people learn better from observation than from other methods. According to Bandura, (1977) observational learning is controlled by processes of attention, retention, and reproduction (see Figure 2.1).
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Figure 1.1: Conditions Need in Modelling Process (Bandura 1977)
Source: Bandura, (1977)
The theory emphasizes the importance of observing and modeling the behaviors, attitudes, and emotional reactions of others. It states: “Learning would be exceedingly laborious, not to mention hazardous, if people had to rely solely on the effects of their own actions to inform them what to do”. Social learning theory explains human behavior in terms of continuous reciprocal interaction between cognitive, behavioral, and environmental influences (Nabavi, 2012).
The theory has been useful to the understanding of aggression (Bandura, 1973) and psychological disorders, particularly in the context of behavior modification (Bandura, 1969). Learning does not necessarily lead to a change in behavior, and it follows by modeling process (Bandura, 1977). The theory is closely related to this study because training is a part of learning process. If one train others has automatically influenced their behavior of doing things. Therefore, this theory is useful in this study to find out other social factors lead to performance apart from training.  It is therefore the theoretical foundation for the technique of behavior modeling which is widely used in training programs.

It is against Bandura’s social learning theory that this study in Airtel Tanzania will find out whether the performance of employees was brought only through training or by combination with other factors such as motivational factors.  Although theory has a truth that not only learning can cause behavioral change but rather by the combination of other tools like modeling, Bandura (1977) did not consider the change in technology which is contemporary affecting all psychological and learning process.    
2.4 Empirical Review 

This section provides a reviewed several empirical studies from different researchers around the world, regarding the effects of training on employees’ performance. It covers an important part of this study as it reviews other scholarly works to see their different viewpoints to help the researcher to buy in design, concepts, avoid repetition of findings on the same matters and explore some gaps. Some of the reviews has more than five years since published, the researcher found them to be still relevant to the study.
2.4.1 World Wide Context Review 

Budiningsih, Dinarjo, and Ashari (2017) researched on the Improvement of employees’ performance through training intervention in digital era in Indonesia. The method used in this study was correlational survey method between independent variable, training intervention (X) and dependent variable, performance (Y). Findings include: In digital era, training intervention still have positive influence and is still significant in increasing the attainment of employees’ performance; The increase of employees’ performance can be predicted by training intervention by using the simple regression model of Y = 1.5 + 0.6 X; 
Training contributes to the attainment of performance and other factors such as: work environment, leader’s support, reward system, facilities and infrastructure support, budget/funding; continues refresher training on the competencies obtained through training. It was recommended that: To increase competency to employees there is a need to use internship intervention or expert assistance in the work place than in-class training intervention (employees do not need to leave their job and can work as usual); properly and systematically managing sustainable training; The steps that need to be done before, during and after the training are: a) Identification of participants’ needs to gain knowledge, skill, and needed attitude; b) Identification of participants’ reaction on the newly implemented training activities; c) Monitoring of training result implementation when they return to their work place; d) 
To assess the performance attainment based on the result of implemented training, to determine the next strengthening and training activity. This study has its strength and weaknesses. It established that performance is not solemnly based on training but rather by the combination of other factors and recommended steps to be followed for the training. However, the noticeable weakness is how the researcher concluded by recommending the use of internship than class training. Career development sometimes need class training. My thinking is the study could recommend on – the – job training than saying internship. 
Sal and Raja (2016) conducted a survey study on The Impact of Training and Development on Employees’ Performance and Productivity: A case Study of Jordanian Private Sector transportation companies. This study utilized the survey research design method and quantitative approach. Findings of this study revealed that training and development has positive relationship and strong positive impact on employees’ performance and productivity when using different methods of training and developments; increase returns on its investment; allow for employees’ retention in the organization; saves time and cost. It was further found that training and development increase participation and cooperation between managers and employees which is necessary to produce maximum impact reflected in the form of increased performance. 
It was recommended that it is imperative to conduct a Training Needs assessment; the training needs should focus on an organization objectives; need for SMART (Specific, Measurable, Achievable, Realistic and Time bound) in formulation of training needs; to review existing training methods it should include elements like: convenience, content, delivery style and depth of information; suggested to develop new method using present, implement, follow up and give feedback. This study has a strength due to method used that it cemented on conducting the training needs assessment as first and fore most before training. However, it has weakness because it did not study on other factors contribute to performance such as motivational factors. 
Asad and Mahfod (2015) conducted a study on the Training and Development and its Impact on the Employee's performance: A study of agility company-Kingdom of Bahrain. Methodology used is questionnaires for data collection, tested using the "Cronbach's alpha” coefficient. The main result of this study indicate that training and development has a positive effect on the employee's performance which they are the main asset for the organization. Also it was found that managers provide the required assistance to their employees to apply what has been trained it, and this shows that applying training is sensitive and very important stage because it requires an appropriate work environment which had to bridge the performance gap and change the behaviour of individuals, where it is difficult to overcome this stage efficiently unless employee has not given full empowerment to apply the new skills learned; 
Training helps to make the work more effectively and efficiently; trainee employees have a strong desire to apply what they have learned as it provides an improvement in performance and the ability to use creative skills and reduce errors. It was recommended for the companies to continue training their employees for better performance. The strength of this study is that it insisted on employees’ training to reduce the gap between knowledge and performance. However, this study did not analyse well the different methods of training to reveal the best practice and cost effectiveness.

Tahir, Yousafzai, Jan and Hashim (2014) conducted a survey on The Impact of Training and Development on Employees Performance and Productivity: A case study of United Bank Limited (UBL) Peshawar City, KPK Pakistan. This study used quantitative approach and questionnaires were used as the survey instrument. Findings of the study indicated that employees working in UBL in region Peshawar considered the training and development as a main factor of employees’ performance and productivity and were in favour of it. 
It was further revealed that banks’ administrations interested in their productivity and efficiency is left with no other option than to adopt training and development; organization to have sound policies on training and development that is, clear, objective, simple and should be communicated to the trainees; Create enabling training environment for workers to attend training; Consider training needs; To have compulsory training programs; provide improved working conditions to be easy for; sufficient resources for training; provide mixed and diversified methods of training and development; design strategies pertains to training and development; 
Designed strategies to take into account the: changes in the business environment, changes in technology, consistency with the overall objectives of the organizations, training needs and solutions, regularity and levels of training, cost and benefits and time; to have quality and relevant training and development programs; On-the-Job methods of manpower training and development are highly recommended to organizations. The strength of this study is that it insisted on having training programs and clear training policy. On the job training as the key method. Though it lacked clear analysis of all training methods before insisting on the job training.

Elnaga and Imran (2013) researched on The Effect of Training on Employee Performance (online research). The study used an exploratory research based solely on insights drawn from the analysis of the existing literature of different studies, reports, periodicals and books related to the topic of study in order to investigate the relationships between training and employee performance. Finding came with the proposition that training has a positive impact on employee performance. The researchers found that managers do not recognize about the importance of training and its effect on employee performance or they believe that training increases the company cost. 
The researchers devised guidelines suitable for all companies to assess the employee performance in their recommendations. These guidelines are designed to determine the true cause(s) of the performance problem and how best to correct it. Ability - Evaluate the employee’s physical ability and health issues, to decide to what extent can he/she perform the job, in addition, evaluate employee’s present and past psychological state to decide if he or she has the mental ability to actually start or even continue the tasks; Standards - Evaluate how the employees perceive their jobs in term of understanding their tasks and duties, smooth cooperation with their supervisors, and awareness of time limits. 
Also, evaluate how goals and procedures are presented to employees in terms of clearance, and availability (soft or hard copies); Knowledge and Skills - Evaluate if the employees’ background knowledge and adeptness are compatible with tasks and duties. If they are not, check if there is any training to narrow the knowledge and skill gaps; Measurement - Evaluate your employee evaluation if it is based on measuring the employees’ performance in terms of task performance or if it biased to the employee; Feedback - Check if the employee receives regular feedback on his or her work and performance or not; Environment - Check if the employee is surrounded by the necessary tools needed for task completion and if enough time is given for task completion, or if the working environment is comforting for task completion; 
Motivation - Check if there is any sort or incentive for good performance or punishment for bad performance. Therefore, training should be designed on the basis of firm specific needs and objectives. Effective training is the thoughtful intervention designed at attaining the learning necessary for upgraded employee performance. This study though has more than five years since it was conducted but still valid for current environment, has a strength in the suggested guidelines. But has a weakness since it is an online research could find out if there is an importance for having a training an employee on gender based at workplace. 
2.4.2 African Context Review 
Gidey (2016) conducted a survey on the Effect of Training and Development on employees Performance: The case of commercial bank of Ethiopia. The researcher employed quantitative research approach. This research was basically a cross-sectional survey research. The findings on the Effect of Training on Employee Performance are generally significant; the job instructions prepared by the organization are clear and easy to apply; job rotation has the power of enhancing the overall performance of employees in their organization; efficiency is improved after training. Recommendations made were as follows: the company should update itself with the technological changes to better satisfy its customers; conduct frequent trainings to make sure its employees are serving the interest of the customers; create rooms for employees to join training sessions many times; the training methods should have to give room trainees to actively participate their views and experiences. 
That is, the method of training shall be trainee centered than trainer centered for the senior employees of the company. But for new/fresh employees, lecture/trainer approach is best. This study has its strength and weakness. It established the importance of differentiating methods of training between experienced employees and newcomers. But the methodology used might be its weakness. Cross sectional survey is not so effective method to establish the cause effect relations. Falola, Osibanjo and Ojo (2014) conducted a study on the Effectiveness of Training and Development on Employees' Performance and Organisation Competitiveness in the Nigerian banking industry. 
The empirical data for the study were collected through a well-structured questionnaire, which was prepared and distributed among the members of staff in selected banks in Lagos State, South-West Nigeria. The result indicated that professional training improves employees skills and competencies; the computer based training is the most effective off-the-job training techniques to train employees to gain competitive advantage; Lecture, role playing and game and simulation can also widen the employees reasoning and be innovative; and the cognitive training techniques have significant effect on employees’ optimal performance and creativity; both behavioral and cognitive training techniques enhances employees’ capacity, enrich employees efficacy, promote innovation and creativity for competitive advantage, and it developed employees skills and knowledge for optimal performance. It was recommended that Individual should be more proactive and seek to be more creative and innovative to contribute their quota through their profession and skills. 
Employers of labor and decision makers should endeavor to create enabling training environment and favorable training policies that will give every worker opportunity to attend training. Management should also take into consideration the training need of each worker and act as appropriate. The strength of this is that; it has established the importance of having a computer-based training for off the job training as well as training employees for competitive advantages. The weakness of this study is that its methodology was not well understood for reader hence having doubts in the findings.   
Motlokoa, et el (2018) conducted the study to find out the Impact of Training on Employees’ Performance: The Case of Banking Sector in Lesotho. In this study the researcher utilized qualitative research design in the form of survey method. The findings of this study discovered that; training improve employees’ performance; though some argument was on that training had no positive impact on the employees’ performance in the banking sector in Lesotho. It was further reviled that training positively affected employees’ motivation; also indicated that training increased job satisfaction of the employees. It was recommended that; first, the banking sector in Lesotho should always set aside budgets solely dedicated for employees’ training based on identified skill gaps to sharpen employees’ skills, capabilities, knowledge and competencies to capacitate them to cope with the dynamic working environment in the advent of significant financial innovation and financial development and liberalisation. 
Second, the banking sector should develop training policies and ongoing training programmes with a view to enhance employee performance, motivation and job-satisfaction. Not only will these increase employees’ loyalty and commitment towards their organisations but will also ultimately assist organisations to achieve strategic objectives, vision and mission; third, the banking sector should also regularly review and improve employees’ working conditions and remuneration packages and benefits in order to retain their talented workforce as such employees always become attractive to other organizations, which often want to build strong human resources to enhance their competitive edge against their rivals. In this research it is argued that the researcher managed to establish the necessity of training for employees’ performance, motivation and maintaining competitive advantage. However, it has a weakness in the conclusion that was as a de facto rather could find out reasons for others thinking negatively that training had no impact on performance. In doing so companies could be advised other means of improving performance out of employees training.  
Amadi (2014) conducted a research on the Effect of Training and Development on Employees’ Performance at Safaricom limited call centre in Kenya. The method used in the form of descriptive survey. The findings of this research indicated that Safaricom Call Centre’s nature of work depends mainly on market and customer dynamics, modern technology as well as new and varied products and services. This makes continuous training and development of its human resource crucial and vital, taking into consideration the rapid customer satisfaction, net promoter score and competition from other telecommunication companies. From the results of the study, it can be concluded that Safaricom certainly has a well-established policy to invest in the training and development of employees, however the processes involved are not being duly followed. 
Employees who realized the need for change of attitude and want to develop themselves through formal education in order to be abreast with modern technological advances sponsored have themselves to acquire these skills. It was recommended that: First, identification of training needs should be done more professionally in conjunction with the line manager as well as the individuals involved together with the HR personnel; Secondly, Safaricom should see learning, training and development as well as training‘s objectives, plan, implementation and evaluation as a continuous process for organizational development and survival; Thirdly, for career management to be successful in Safaricom, both the management and employees must assume equal share of the responsibility for it. 
The strength and weaknesses of this study is that it established as to why training is important on performance with regards to change in technology, customer dynamics and markets. As the weakness, the reader was not comfortable with descriptive survey method used. Could rather use descriptive status method to test the real life between employees training and their performance. Nassazi (2013) researched on the Effects of Training on Employees’ Performance: A case of telecommunication in Uganda. In this study the qualitative research approach was adopted. The findings revealed that training and development have an impact on the performance of employees with regards to their jobs and it is broadly consistent with prior management literature on training and development. The other results from the questions on employee participation in training and selection for training indicated that those companies have good and perhaps clear policies regarding training and development. This could be partly explained by the nature of the business of these three companies (being more customer oriented for example calls for a need to take on facilitation methods that seem more customer focused); This implies that the case companies do not target training for all company employees but probably for specific employees. 
Alternatively, it could be so that training is targeted for specific employees from specific job levels or task-related job training; these results show that the case companies consist of organizational structures consisting of various departments and position settings which implies that different levels of training may be required to improve employee performance. It was recommended that the company could frequent conduct training so as to keep up to date in all situations result from changing technology which presents ever changing customer demands for which they have to cope with; HRM puts a lot of emphasis on training that will add value to and thus relevant to the current work for those selected for training; These results indicate that the case companies strongly emphasis discussions and presentations. 
The strength of this research is that it managed to establish the importance of training in the employees’ performance but has a weakness for miss match between methodology stated and data analysis. The research stated to use qualitative method but used quantitative in data analysis. The data analysis instrument was not clear as well. Megerssa (2016) researched on the Effects of Training on Employees Performance: The Case of Hidassie Telecom Share Company Addis Ababa, Ethiopia. In this study, the Quantitative research design method was used. The result of the study indicated the training objectives and training goals alignment with company objectives; but there are significant numbers of employees attending training without knowing the objectives of training and training goals alignment with company objectives; training improved employees’ skills, knowledge, attitude change, and new capability of doing their jobs and also motivated them; training methods used during training provision programme in the company clearly supported the majority of employees to improve their job performance. 
Concerning training programme effectiveness, it was observed that training programme evaluations were carried out during and at the end of the training programme. Hidassie Telecom has not been developed training policy manual. It was recommended that the company should have given attention to develop training policy manual and conduct assessment properly to ensure its investment effectiveness on training; the company should develop training policy manual guidelines for training needs identification; The company should determine the cost and benefits of the proposed training before preparing training programme, top management also should consider the study result as the benchmark to authorize the requested and proposed training type, nature, approach and training cost; 
The company human resource management should take a lead and responsibility in identifying training needs of employees that should take into consideration and adjust training schedule based on the needs of the share company and its budget for such training. The strength of this study is that it has managed to establish the necessity of having training manual and training need assessment before any training attempt. But it has a weakness of not telling why other employees do not understand the importance of training.
Githinji (2014) carried a research on the Effects of Training on Employee Performance: a case study of United Nations Support Office for the African Union Mission in Somalia. The primary data was collected through the use of survey questionnaire by drop and pick strategy to ensure high response rate. The questionnaires were coded before entering the data into statistical package for social sciences (SSPS) for analysis. The findings on the role of training on employee engagement showed that in general training enhances employee engagement in change processes; As a measure of engaging in change process, the top level management and non-management staff are more likely to be induced in taking new tasks after undergoing training compared to those in the middle level management; Similarly training most likely motivates the top level to be committed to taking initiatives in helping other employees; training enhances employee engagement in innovation; training enhances better performance among employee; training enhances employee enthusiasm. 
The findings on the role of training on job satisfaction showed that training enhances relationships between staffs, supervisor and customer at work. Further the study showed that training enhances the scope of the employees’ ability to use their own initiatives and skills at work; training leads to better salaries. It was recommended that, since the study has revealed positive influences training has on employee performance by having a positive influence on employee engagement at UNSOA, training should be conducted time to time to ensure that employees have the necessary engagement to change processes and innovation; better performance and job enthusiasm for enhanced employee and organizational performance; 
Further the organization should carry out an audit to find out why training most likely motivates the top level to be committed to taking initiatives in helping other employees but not the other cadres of employees; Hence there is need for the organization to establish specific strategies that targets enhancing employee recognition; The management of UNSOA therefore needs to ensure training strategies are not only aligned to productivity but also to enhancing employee motivation for superior performance; UNSOA therefore needs to evaluate its training strategies with respect to job satisfaction to ensure that the effects are uniformly attained across the organization. The strength of this study is that it has established issues like importance of motivation in line with training and engaging employees in the change process. But it has a weakness as did not explaining whether the company conduct training need assessment.

2.4.3 Tanzania Context Review 

Landa (2018) conducted a research on the Influence of Training on Employees Performance in Public institution in Tanzania. A mixed method (quantitative and qualitative) research methods was adopted. The questionnaires was coded before entering the data into Statistical Package for Social Sciences (SSPS) for analysis. The findings imply that Tanga Urban Water and Sewerage Authority (UWASA) could be one of the Water and Sewerage Authorities in Tanzania which had improvement related benefits for the employees as well as for the organization by positively influencing employee performance through the development of employee knowledge, skills, ability, competencies, and behaviour. 
It was revealed that training programmes which have been attended by employees are relevant with the job roles in the authority and have influence on employees’ performance. Then, recommended as follows: The management should improve the training programmes offered especially the use of study tours to other water supply authorities within and outside the country so that employees can learn how other authorities operate their day-to-day activities; Training facilities should be improved and used according to the nature of employees and nature of the training programme conducted. Employees should be involved in the planning of training programmes. 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. The strength of this study is that it support the necessity of improving employees’ efficiency through training. However, the methodology used increase complexity of evaluations, need multidisciplinary teams of research and more use of resources. 
Karuguru (2015) researched on: The Contribution of Staff Training on Offering Quality Hospitality Services in Hotels in Tanzania; A case of Graded Hotels in Dar Es Salaam. The study employed mixed research design of both quantitative and qualitative approach. Findings indicated that Tanzania needs to have staff training plan, so as to tape the entire natural, geographical, socio-political as well as economic potentials of hospitality and tourism industry. The government needs to enhance local capacities and not leaving everything to foreigners, particularly the top posts in the hotels industry. The issue noted in this study was that, most graded hotels use trainees in their programs, partly as part of building their capacity in terms of training but again as a form of soliciting cheap labor for the hotels industry. 
The other findings were that there is poor communication among hoteliers, hotel management, waiters and waitresses as a result of having most hoteliers who are low performers in their secondary school exams as well as having secondary school drop outs in the industry. The findings further show that, hotels in Tanzania are experiencing influx of low performers or failures in delivery and provision of hospitality and other etiquette services. It was recommended that; Training situations and trainees have to be looked upon by the government, bearing in mind the mushrooming of colleges for hotel management courses mostly run by unprofessional people in hotels industry; Training must concentrate on practical as experience shows that, most graduates in hotel and management too theoretical, they lack practical skills; 
The Tanzania government has to set policies in hotels industry to include the question of ensuring increased number of locals on top management in hotels where now foreigners dominate; Government needs to make follow ups on set workers’ standards in graded hotels in Tanzania and ensure that standards are adhered to. The strength of this study is the patriotic nature and necessitated the importance of competence-based training. Though the mixed method used has its weaknesses as the findings was not comprehensive as both methodology could bring about. 

Ndunguru (2015) conducted a study on The Impact of On-the-job Training on Employee’s Performance: The case of Secondary School Teachers in Songea Municipality. This research was both a quantitative and qualitative analytical case study. Finding was that there is a strong correlation between being trained and having the assurance of career path in the current organization; The impact of teachers’ training on the performance of teachers of Public Schools was very useful in terms of efficiency, classroom management and students’ achievements; Training caused teachers to be good teachers and encouraged them to be able enough to guide well students in the subject taught; training  has an impact on style and behavior; 
The training was successful in making the teachers aware about the aims, goals and objectives of their teaching; Head teachers observed a positive change in the results of students comparatively to the previous results of students. It was recommended; to establish commitment in the form of vision, policies, plans, and actions for long-term professional development of teachers; To delegate to the school the authority, flexibility, and responsibility to develop relevant programs and school schedules to establish long-term professional development commitment; need for school supervisors to inform teachers and head teachers of promising teaching practices, and assist staff in trying these out; Provide a range of incentives out of training for different stages of teachers’ careers to attract suitable candidates to teaching, establish job satisfaction, and improve instructional practice; and to establish induction programs. 
The strength of this study is on the findings regarding the importance of career path training and combination of different factors other than training to stimulate performance. But the mixed research method could come up with more resourceful study than this. Masudi (2018) conducted a research on the Evaluating Employees Job Performance after Training and Development in Public Sector Organizations in Tanzania. In this study, the case study design was used due to the reasons that the study focuses on a single organization (the Bank of Tanzania). 
The study findings indicate that the training program assist in enhancing the employees’ various domains in orientation, Working relationship and communication and listening ability; competences in new technology/innovation uses; loyalty ability, integrity ability, facilitating implementing change by organization management and leadership performance ability, Quality and Quantity job performance ability and responsibility and judgment ability.  The findings also indicated that despite of various training activities being employed to enhance worker’s job performances still there are many factors hindering their effectiveness in bridging the gap between employee job performance and set performance targets. 
These involve Degree of change in the internal/external environment, the absence of viable experts and training programs and lack of training attendance records, presence of high/suitable skills within a workforce, management perception on training impact, lack of top management support, budget constraints, organization and government circulars, favoritism/violation of training policies/plans. It was recommended for, BOT; the policy makers should comply with the training policies and plans; as well as Training Need Assessments in order to ensure that training programs offered to staff are not just mere routine undertakings but add value to employee job performance; should ensure staff development programs are delivered in compliance to the Bank training and development policy; should consider increasing funding for training and development to enable as many staff as possible to benefit from training programs; The management should provide training and opportunities for staff according to change in business and technology in order to keep them up to date with technology; should ensure that the staff knowledge and skills gained are fully utilized by reallocating them to appropriate departments. The methodology used provides flexibility in data collection. However, this study has weakness in recommendations which does not clearly reflect solving the problems identified in findings. 
John (2016) conducted a research on The Effects of Capacity Building of School Heads in Enhancing Students’ Academic Performance in Secondary Schools in Mbulu District, Tanzania. The researcher adopted qualitative research approach. The finding indicated that there is positive impact of Capacity Building of the Head teachers in Enhancing Students’ Academic Performance if it is well utilized by facilitators; there were training programmes that were helpful and satisfy new staff members, and also the programmes have been translated into monitoring and planning school activities. 
It was recommended: To the Ministry of Education and Vocational Training; TC "5.5.1 To the Ministry of Education and Vocational Training" \f C \l "1"  to put emphasis and consider leadership and management courses when hiring school heads for knowledge-ability of leadership functions; Induct newly appointed school heads in order for them to get acquainted with leadership requirements and skills; consider organizing regularly short leadership and management head teachers’ courses to empower them with necessary knowledge and skills of leading schools; Planning to organize seminars particularly during holiday seasons because there is less management work. 
To Secondary School Head teachers;  TC "5.5.2 Secondary School Head teachers should:" \f C \l "1" to continually implement knowledge gained from Capacity Building seminars in the areas of planning, staffing, monitoring, evaluation; to encourage the teachers in their schools to use participatory teaching approaches; make sure that they use instructional media such as projectors in their management functions; plan for further studies in leadership and management instead of complaining that seminars are always short and always plan to attend these seminars and delegate work to their subordinates. The strength of this study is that it insisted in competency-based training but findings is obvious known, the researcher could go deeper in other areas of training than this. 

Lyimo (2017) conducted an Assessment on How Motivation Affects the Performance of Employees in Working Environment: A Case Study at SIDO in Ilala District Dar Es Salaam. Exploratory research design was used. The finding was that employees believes that nature of work and promotion in the organisation highly influences their level of performance; the determinants of employee performance is such that their qualification determines their performance, implying that when one goes through education, development and training to acquire a certain level of qualification, it will enhance his/her working ability; that experience is a great asset that can improve an employees’ performance and the longer the number of years’ experience, the higher the level of performance; The working environment is another determinant of performance and the kind of compensation package (financial and non-financial) given to employee determines their performance; Job security determines performance when employees are aware that there is no threat against their job; support receive from other colleagues; age and health condition; and expectation of retirement and other benefits all determines performance. 
It was concluded that opportunity for advancement, appreciation for work done, salary, promotions and other factor were the main source of motivation for them; that, performance determinants such one’s qualification, experience, working environment, compensation package, job security among others combine with favourable motivational factors have effects on performance and vice versa. Therefore, there is relationship between motivation and performance, and motivation does have effect on employees’ performance. 
It was recommended that SIDO come out with revised and improved guidelines on how Motivation and study leave with/without pay are done than the one in place to encourage employees who have consistently performed or served in the service; management should consider as a matter of urgency, the need to make upward adjustment in wages and salaries which will go a long way to reduce the high incidence of labour turnover; Management should educate their heads of department on human relations to reduce the power distance between the superiors and their subordinates to ensure that good atmosphere for quality performance takes place; there should be regular 
In-service training for new and existing employees to give them opportunity to improve and develop their practical and managerial skills. The strength of this study concludes the Empirical review by showing the importance of combining training with other motivational factors for better performance. But the research methods were not so clearly.
2.5 Research Gap

After reviewing some of the empirical studies, the following are the observed research gaps:

2.5.1 In context

The review of 18 empirical studies reveals that much evidence focuses attention on impact of training on performance such as courses attended against performance, contextually training methods used and other motivational factors have rarely been considered. The training methods were not well studied. The need for gender based training was not considered as well. Through identifying significant “context gap” my study focuses on training methods and other motivational factors that contribute to the employee’s performance and customer satisfaction. This study established the need for gender based training at work place and the need to enhance training of mobile money transfer for mobile money transfer agents due frequently agents complain virtual or physical loss of their money.
2.5.2 Theoretical
Theories applied did not clearly indicated how they help in the training process and training delivery methods. Many researchers did not give the strength and weaknesses of theories applied. This study analyzed clearly theories, its application to this study and their strength and weakness.
2.5.3 Methodological

Most researchers did employ mixed methodology; it focuses on single method that is quantitative method because my study will take a short period in data collection and analysis.
2.5.4
Practical

 Practical it not only training lead to performance as other researchers concluded. Most of research did not test whether training lead to motivate the employee to perform organization goals vs individual goals such as increase in salary, promotion or career development this study did so.
2.6. Conceptual Framework 
Independent Variables



Dependent Variables

Figure 2.1: Conceptual Framework

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1   Overview TC "3.1   Overview" \f C \l "1"  

This chapter defines how the study was conducted. It covers research philosophy, research approach, research design and strategy, data collection techniques and data analysis techniques, data cleaning and processing, validity, reliability and finally ethical considerations. 
3.2 Research Philosophy 

A research philosophy is a belief about the way in which data about a phenomenon should be gathered, analyzed and used. The term epistemology (what is known to be true) as opposed to doxology (what is believed to be true) encompasses the various philosophies of research approach (Galliers, 1991). This study applied Positivisms research philosophy because it is quantitative study. Positivisms states that reality is stable and can be observed and described from an objective viewpoint without interfering with the phenomenon being studied (Levin, 1988). This study was limited to data collection and interpretation in to objective way, hence the findings was quantified and analysed.
3.3 Research Approach

Quantitative research approach will be used. Quantitative research design is “a formal objective, systematic process in which numerical data are utilised to obtain information about the world”. It is used to describe variables, examine relationship between variables and determine cause and effect interactions between variables (Burns and Grove 2005). This approach helped in choosing appropriate data collections methods and analysis techniques.
3.4 Research Design and Strategy

 This study attempted to assess employees’ job performance after training in mobile companies in Tanzania. The case study design was used due to the reasons that the study focuses on a single organization (Airtel Tanzania), this design is believed to be comparatively viable, flexible and less expensive, data collection is more manageable than in other research designs.

3.4 .1 Area of the Study

The study was conducted at the headquarters of the Airtel Tanzania in Dar Es Salaam, Tanzania. The choice of study area is influenced by the fact that the headquarters has authority in permission for processing the research within the company. In addition, Airtel is selected because it is one among the organizations in Tanzania that allocates funds for training of their employees. Personal interest in studying in the area of training especially how mobile companies work and train as well as having a relative working at Airtel company headquarters motivated to opt researching in the company. 
3.4.2 Population of the Study 

Leedy (1997) defined population as a group or individual or object that would illustrate common features that would be advantageous to the researcher's interest. The targeted population in this study is all staff working in Airtel Tanzania plc under different capacities. The company is estimated to have 326 regular workers.


Figure 3.1: Population Strata (HQs + branches 326) – 
Source: Researcher, (2022)
3.4.3 Sample and Sampling Techniques

A sample according to Doyle Portillo (2009) is the portion of the population of interest that is selected for a study. Mathematically, sample is a subset of population. Sampling technique refers to a procedure that the researcher would adopt to select items for the sample (Kothari 2004). A stratified random sampling was used to obtain the sample size. The population was categorized into the HQs functions and branches consisting of 326 employees as a population sample. Auka, et al., (2013) revealed that stratified random sampling ensures that all the categories are adequately sampled, and this facilitates comparison among them.

Sample size Determination
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e is level of precision (+ 0r - 5% in my study)
Source: Yamen (1967)
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Source formula by Cochran (1963)
Table 3.1: Sample Size Distribution 

	Strata
	HQs and Branches 
	Total population
	Sample size

	1
	Enterprises
	201
	134

	2
	HR
	10
	10

	3
	IT
	40
	36

	4
	Marketing
	25
	24

	5
	Network
	30
	28

	6
	Control
	20
	19

	TOTAL
	
	
	251


Source: Researcher (2022)
3.5 Data Collection Data

3.5.1 Primary Data

Kothari (2004) defined primary data as those data collected afresh and for the first time and thus happen to be original in character. In this study, the researcher used questionnaires for primary data collection. Questionnaires applied Likert-type scale questions which enabled the coding process of data in the SPSS software. 
3.5.2 Tool used to Collect Data TC "3.5.3 Tool used to collect data" \f C \l "1"   

This study used questionnaire as a data collection tool. According to Gillham (2008), questionnaire is a research instrument consisting of a series of questions and other prompts for the purpose of gathering information from respondents. Questionnaires were managed to low and middle level Airtel employees. The reason for applying questionnaires was to allow freedom to low and middle level Airtel workers to air their own views to enable the researcher to get more information from many people. Prior distribution of questionnaires, a pilot study was conducted to test research questions to ensure there are no ambiguous or unnecessary questions. Questionnaires were linked to internet for easy data collection).

3.6 Data Analysis TC "5.6 Data analysis" \f C \l "1" 
To give the picture of the data collected and used in this study, the descriptive statistical analysis was applied. Descriptive statistics are statistical procedures that describe, organize and summarize the main characteristics of sample data. These include measures of central tendency (averages - mean, median and mode) and measures of variability about the average (range and standard deviation) (OUT publications 2010). 
The descriptive survey research design enabled researcher to obtain in-depth information which used to facilitate the generalization of one’s findings to the large population (Maree, 2007, Borg & Gall, 1996). In order to establish the degree of variation between independent variable (Training) and dependent variable (performance) correllation research design was used. The degree of variation is generally measured through some statistical correlation coefficient (Cohen and Manion, 1994). Data was summarized using tables of means for easy analysis.
3.6.1 Variables and Measurement Procedures

This study used Likert Scale. Likert scale is a five (or seven) point scale which is used to allow the individual to express how much they agree or disagree with a particular statement (Likert, 1932). According to McLeod (2019) measuring statements of agreement, Likert scales can measure other variations such as frequency, quality, importance, and likelihood. This scale is preferred because it allowed the researcher to easily operationalize personality traits or perceptions. In data collection, participants were presented with Likert-type questions or statements and a continuum of possible responses with 5 items. All variables are given a numerical score (1 strongly disagree 2 Disagree 3 neither agree nor disagree, 4 Agree 5 strongly agree) so that data can be analyzed quantitatively. In obtaining personal information, a multiple choice group questions were provided.  
3.6.2 Data Cleaning and Processing 

Data cleaning refers to the process of ensuring data is correct, consistent and usable, by identifying errors or corruptions, correcting or deleting them, or manually processing data as needed to prevent the same errors from occurring. In this study, data cleaning was done using SPSS. In SPSS software, checking errors can be done by clicking data, sort cases and then to the variable that thought to have errors. If there is no information necessary to identify the case with the error, value was deleted, and SPSS treated it as a missing value. Spelling and grammar checking was done using Microsoft windows.
3.7 Validity

Validity is all about the accuracy of the measurement. Valid is defined as account in one, which can be defended as sound because it is well-grounded conceptually and empirically. If it doesn’t make sense, then it cannot be valid. If it fails to account for the data, then it cannot be valid Dey (1993, p236). The quality of this research was obtained by careful application of methods, techniques and measurements. Opinion from supervisor and expert review was the guiding factor to check on the content and accuracy of the instruments. 

3.8 Reliability 

Reliability is concerned with the ability of an instrument to measure consistently. This study calculated reliability using Conbach alpha. Alpha was developed by Lee Cronbach in 1951 to provide a measure of the internal consistency of a test or scale; it is expressed as a number between 0 and 1. Alpha is easier to use in comparison to other estimates example. Test-retest reliability estimates (Tavakol & Dennick, 2011). Cronbach’s alpha is a popular method to measure reliability, e.g. in quantifying the reliability of a score to summarize the information of several items in questionnaires (Christmann & Van Aelst 2006). If the items in a test are correlated to each other, the value of alpha is increased. A high value of alpha (> 0.90) may suggest redundancies and show that the test length should be shortened (Tavakol & Dennick, 2011). Ambiguous questions have been rephrased and irrelevant removed from the questionnaire after the pre-test. 

Table 3.2: Scale for Reliability Test 

	Variable 
	                Number of Items                                      
	                 Cronbach's Alpha

	ONTRAIN
	7
	.74

	OFFTRAIN
	7
	.87

	INDUCT
	7
	.89

	EP
	6
	.81


Source: Data Analysis (2018)

NOTES: PCB = Psychological Contract Breach, AC= Affective Commitment, 

CC = Continuance Commitment, NC = Normative Commitment  

 OC = Organizational Commitment 

3.9 Ethical Consideration

Ethics is a branch of philosophy that deals with the conduct of people and guides the norms or standards of behavior of people and relationships with each other (Kovacs, 1985; Blumberg et al, 2005). It refers to an “ethos” or “way of life”, “social norms for conduct that distinguishes between acceptable and unacceptable behavior” (Shah, 2011, p.205; Akaranga & Ongong’a, 2013, p.8). The whole process of this study was guided by avoiding unethical behaviors such as plagiarism, fabrication, and falsification. Fabrication involves creating, inventing or faking data or results which are then recorded or reported while, falsification or fraud is the manipulation of materials, equipment, processes, by changing results or omitting some data or findings so that the research does not seem to have been well represented or recorded (Mugenda, 2003; Kour, 2014).
CHAPTER FOUR 

FINDINGS AND DISCUSSION

4.1 Overview

This chapter presents and discusses the findings on the effects of training on employees’ performance at mobile companies in Tanzania. A case of Airtel Tanzania:  three objectives were pursued: (i) to determine the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance, (ii) to find out effects of off job training on Airtel Mobile Company in Tanzania employees’ performance and (iii) to determine the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance.  Section 4.2 describes the sample. Section 4.3 describes the study variables based on indicators. Section 4.4 presents descriptive statistics, reliability and correlation among study constructs. The last part is discussion in Section 4.5.

4.2 Sample Description of the Respondents

Six demographic variables were involved, namely age, gender, marital status, education level,   job position and experience (Table 4.1).   Majority of the respondents comprised those of below the age of 40 which is about 90%.  Female respondents were the majority about 2/3 of all participants. Nearly 50/50 are either married or single.  Bachelor degree holders comprise majority of all participants about two thirds of all participants.  Staff and officers are the majority outnumbering managers. This is usual in a good structured organization.  Majority of participants have stayed at Airtel less than 10 years. This means majority are young graduates.

Table 4.1:  Sample Description 

	S/N
	
	Frequency
	% 
	Mean
	Std. Dev.

	1
	Age 
	
	
	1.62
	.49

	
	20-30
	110
	43.8
	
	

	
	31-40
	126
	50.2
	
	

	
	41-50
	15
	6.0
	
	

	
	20-30
	110
	43.8
	
	

	2
	Gender 
	
	
	.49
	.60

	
	Male
	95
	37.8
	
	

	
	Female
	156
	62.2
	
	

	3
	Education Level
	
	
	3.05
	.63

	
	Secondary/high school level
	6
	2.4
	
	

	
	Certificate/diploma level
	25
	10.0
	
	

	
	Bachelor/ advanced diploma level
	170
	67.7
	
	

	
	Masters degree level
	50
	19.9
	
	

	4
	Marital Status
	
	
	1.5
	.50

	
	Single
	125
	49.8
	
	

	
	Married
	126
	50.2
	
	

	6
	Job Position 
	
	
	2.37
	.76

	
	Manager
	37
	14.7
	
	

	
	Officer
	90
	35.9
	
	

	
	Staff
	118
	47.0
	
	

	7
	Experience 
	
	 
	2.44
	.81

	
	below 1years
	31
	12.4
	
	

	
	1-5 years
	101
	40.2
	
	

	
	5-10 years
	96
	38.2
	
	

	
	above 10 years
	23
	9.2
	
	


Source: Field Data (2021)
4.3    Descriptive Statistics for Variables (Individual Items) 
Descriptive statistics were run for the individual variables. These are on the job training, off – the Job training, Induction training as independent variables and also the dependent variable employee’s performance. 
4.3.1 Descriptive Statistics for on the Job Training Variable 

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the on job training scale (Table 4.2). The results show that the training I attended helps me in my work performance scored high. (M = 4.67, S.D. = .75) followed by There is a Training manual at Airtel Tanzania which guide all training programs (M = 4.58, SD = .65). The least way through which they showed effect of on job performance was Airtel Tanzania conduct annual on the job training such as coaching, mentoring and job rotation.  (M = 4.03, S.D. =2.00) followed by   For the past five years I attended in one of the on the job training (M = 4.41, SD = .63)
Table 4.2: Descriptive Statistics for on the Job Training Variable

	Descriptive Statistics for on the Job Training

	
	N
	Min.
	Max.
	Mean
	Std. Dev.

	Airtel Tanzania conduct annual on the job training such as coaching, mentoring and job rotation.
	251
	1.00
	8.00
	4.03
	2.00

	For the past five years I attended in one of the on the job training
	251
	3.00
	5.00
	4.41
	.63

	The training I attended help me in my work performance.
	251
	1.00
	8.00
	4.67
	.75

	I recommend on the job training as the best method of training at work place.
	251
	1.00
	5.00
	4.31
	.58

	There is a Training manual at Airtel Tanzania which guide all training programs.
	251
	3.00
	5.00
	4.58
	.65

	I recommend Gender based training to be included in Airtel on the job training.
	251
	3.00
	5.00
	4.53
	.54619

	There is a need to enhance training on mobile money transfer in Airtel agents as part of on the job training.
	251
	3.00
	5.00
	4.47
	.57


Source: Field Data (2021)
4.3.2 Descriptive Statistics for Off the Job Training Variable 

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the off the Job training scale (Table 4.3).  The results show that the off job training I attended help me in my daily work performance scored high (M = 4.67, S.D. = .53) followed by Airtel Tanzania organize off job training annually. (M = 4.49, SD = .62). The least way through which they showed effects of off job training was I recommend off job training as the best method of training at work place. (M = 4.30, S.D. =.63) followed by off job training increase job satisfaction of Airtel employees (M = 4.31, SD = .57) 
Table 4.3: Descriptive Statistics for Off the Job Training Variable

	
	N
	Min.
	Max.
	Mean
	Std. Dev.

	Airtel Tanzania organizes off job training annually.
	251
	3.00
	5.00
	4.49
	.62

	The common off job methods of training conducted annually at Airtel Tanzania are classroom lecture, seminars, simulated and multimedia training.
	251
	1.00
	5.00
	4.23
	.65

	The off job training I attended help me in my daily work performance.
	251
	3.00
	5.00
	4.67
	.53

	I recommend off job training as the best method of training at work place.
	251
	1.00
	5.00
	4.30
	.63

	Training is confident building toward good job performance.
	251
	1.00
	5.00
	4.40
	.66

	Off job training can help to meet individual goals and organization goals.
	251
	3.00
	5.00
	4.48
	.58

	Off job training increase job satisfaction of Airtel employees.
	251
	3.00
	5.00
	4.31
	.57


Source: Field Data (2021)
4.3.3 Descriptive Statistics for Induction Training Variable

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the induction training scale (Table 4.4).  The results show that Induction training is seen as important by employees Airtel Tanzania scored high (M = 4.62, S.D. = .56) followed by two items Induction training is supposed to be followed by employees’ annual retreat and there are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs both (M = 4.46, SD = .57). The least way through which they showed effect on induction was Programs for training in Airtel Tanzania enable all employees to attend induction training ( M = 4.22, SD = .72) followed by there is no need for induction training in Airtel Tanzania (M = 4.24, S.D. =.91)   
Table 4.4: Descriptive Statistics for Induction Training Variable

	
	N
	Min
	Max
	Mean
	Std. Dev

	Without induction training of new employees, it is difficult to adopt and perform successful in Airtel Tanzania.
	251
	1.00
	5.00
	4.46
	.73

	I highly recommend induction training for the new employees.
	251
	1.00
	5.00
	4.29
	.63

	Induction training is supposed to be followed by employees’ annual retreat.
	251
	3.00
	5.00
	4.47
	.57

	There is no need for induction training in Airtel Tanzania.
	251
	1.00
	5.00
	4.24
	.91

	There are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs.
	251
	3.00
	5.00
	4.47
	.57

	Programs for training in Airtel Tanzania enable all employees to attend induction training.
	251
	1.00
	5.00
	4.22
	.72

	Induction training is seen as important by employees Airtel Tanzania.
	251
	3.00
	5.00
	4.62
	.56


Source: Field Data (2021)
4.3.4 Descriptive Statistics for Employees Performance Variable

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the employee performance scale (Table 4.5).  The results show that Induction training is seen as important by employees Airtel Tanzania scored high (M =  4.63, S.D. = .56) followed by  two items Induction training is supposed to be followed by employees’ annual retreat and there are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs both have  (M = 4.47, SD = .57). The least way through which they showed employee performance is  programs for training in Airtel Tanzania enable all employees to attend induction training (M = 4.21, S.D. =.72)   followed by There is no need for induction training in Airtel Tanzania ( M = 4.23, SD = .91). 
Table 4.5: Descriptive Statistics for Employees Performance Variable

	
	N
	Min
	Max
	Mean
	Std. Dev

	Without induction training of new employees, it is difficult to adopt and perform successful in Airtel Tanzania.
	251
	1.00
	5.00
	4.46
	.73

	I highly recommend induction training for the new employees.
	251
	1.00
	5.00
	4.29
	.63

	Induction training is supposed to be followed by employees’ annual retreat.
	251
	3.00
	5.00
	4.47
	.57

	There is no need for induction training in Airtel Tanzania.
	251
	1.00
	5.00
	4.23
	.91

	There are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs.
	251
	3.00
	5.00
	4.47
	.57

	Programs for training in Airtel Tanzania enable all employees to attend induction training.
	251
	1.00
	5.00
	4.21
	.72

	Induction training is seen as important by employees Airtel Tanzania.
	251
	3.00
	5.00
	4.63
	.56


Source: Field Data (2021)
4.4 Variables Descriptive Statistics, Reliability and Correlation Analysis

Descriptive statistics was computed for on the job training using the cut-off points suggested in Albdour & Altaraweh (2014), adjusted to 7-point rating levels. Results (Table 4.6) indicate that the on job the job training was highly affecting employees performance (M = 5.08, SD = .34).  Off the job training was moderately affecting employees performance (M = 4.42, SD = .26). Induction was found to have also moderately affecting employee performance (M = 4.40, SD = .27).  
Pearson correlation coefficient was run to test the effect relationship between independent variables on dependent variable. On the job training was found to be positive significant and highly correlated with employees performance (r =.29** p < .001). Off the job training was found to be significantly moderately positive correlated to employee performance (r = .34** p < .05). Induction was found to be significantly moderate and positively correlated to employee performance (r =.08*** p < .0001)  
Scale test for reliability analysis was carried out to determine the internal consistency of the measurements scales. Cronbach’s alphas (Table 4.6) in the diagonal show good internal consistency for  on the job training .74, off the job training .87, induction training .89 and for dependent variable employee performance .81 (George and Mallery, 2014).
Table 4.5: Variables Descriptive Statistics, Reliability and Correlation Analysis

	
	 MEAN
	standard deviation
	On train

	ONTRAIN
	Pearson Correlation
	5.08
	.34
	.74

	OFFTRAIN
	Pearson Correlation
	4.42
	.26
	.212**
	.87

	
	Sig. (2-Tailed)
	
	
	.001
	

	INDUCT
	Pearson Correlation
	4.40
	.27
	.105
	.302**
	.89

	
	Sig. (2-Tailed)
	
	
	.097
	.000
	

	EP
	Pearson Correlation
	4.39
	.25
	.08***
	.34*
	.29**
	.81

	
	Sig. (2-Tailed)
	
	
	.197
	.000
	.000
	


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)
N = 251

NOTE: ONTRAIN = On the Job Training, OFFTRAIN = Off the Job Training, INDUCT = Induction and EP = Employees Performance

4.5 Discussion of the Findings
The study sought to determine the effects of training on employees’ performance at mobile companies in Tanzania: the case of Airtel Tanzania. Descriptive statistics and Pearson coefficient correlation were used to analyse data.   For discussion purposes the focus is based on the study objectives that provide the findings information as generated from data analysis and compares or contrasts the current findings with what has been found out in previous related studies. Contributions of each finding are shown. By doing so, it helps to clear and in-depth understanding of the effects of training on employee’s performance in particular Airtel mobile company in Tanzania.

4.5.1
To Determine the Effects of on – the - Job Training on Airtel Mobile Company in Tanzania Employees’ Performance
This study found that on the job training was   positive significantly and highly correlated with employee’s performance.  Budiningsih, Dinarjo, and Ashari (2017) supported this finding where they revealed that in digital era, training intervention still have positive influence and is still significant in increasing the attainment of employees’ performance. Further suggested that to increase competency to employees there is a need to use internship intervention or expert assistance in the work place than in-class training intervention (employees do not need to leave their job and can work as usual). 
Gidey (2016) concurred with this findings as well when noted that on the Effect of Training on Employee Performance are generally significant, job rotation has the power of enhancing the overall performance of employees in their organization; Other researchers who supported this finding are Nassazi (2013) - training and development have an impact on the performance of employees with regards to their jobs and it is broadly consistent with prior management literature on training and development; Tahir, Yousafzai, Jan and Hashim (2014) - On-the-Job methods of manpower training and development are highly recommended to organizations; Ndunguru (2015) - there is a strong correlation between being trained and having the assurance of career path in the current organization. 
Lyimo (2017) has a different view that employees believes that nature of work and promotion in the organisation highly influences their level of performance, experience is a great asset that can improve an employees’ performance and the longer the number of years’ experience, the higher the level of performance; The working environment is another determinant of performance and the kind of compensation package (financial and non-financial) given to employee determines their performance; Job security determines performance when employees are aware that there is no threat against their job; support receive from other colleagues; age and health condition; and expectation of retirement and other benefits all determines performance. 
Tahir, Yousafzai, Jan and Hashim (2014) also has a different views that for better performance organization should provide mixed and diversified methods of training and development; design strategies pertains to training and development; Designed strategies to take into account the: changes in the business environment, changes in technology, consistency with the overall objectives of the organizations, training needs and solutions, regularity and levels of training, cost and benefits and time; to have quality and relevant training and development programs. This implies that although on the job training if commendable there is a need to clearly define what method to apply to an employee prior to the raining.
4.5.2 To Find out Effects of off Job Training on Airtel Mobile Company in Tanzania Employees’ Performance
This study found that off the job training was significantly moderately and positive correlated to employee performance. Falola, Osibanjo and Ojo (2014) supported the finding by commenting that the computer based training is the most effective off-the-job training techniques to train employees to gain competitive advantage; Lecture, role playing and game and simulation can also widen the employees reasoning and be innovative; and the cognitive training techniques have significant effect on employees’ optimal performance and creativity. Amadi (2014) also concurred the finding noting that employees who realized the need for change of attitude and want to develop themselves through formal education in order to be abreast with modern technological advances sponsored have themselves to acquire these skills. These results indicate that the case companies strongly emphasis discussions and presentations.
Motlokoa, et el (2018) observed that training improve employees’ performance but to some participant it was argured that training had no positive impact on the employees’ performance in the banking sector. Nassazi (2013) also had a different view that training could be partly explained by the nature of the business being more customer oriented for example calls for a need to take on facilitation methods that seem more customer focused.
4.5.3
To Determine the Effects of Induction Training on Airtel Mobile Company in Tanzania Employees’ Performance
This study found that Induction was significantly moderate and positively correlated to employee performance.  Gidey (2016) supported the finding by noting that for new/fresh employees, lecture/trainer approach is best. This imply that lecture method can be in the form of induction for new employees. Nassazi (2013) has a different view that the case companies consist of organizational structures with various departments and position settings which need different levels of training to improve employee performance. From the discussion of finding above it can be noted that for effective performance and maintaining competitive advantage, the organization a strategy, policy and programs for the training methods to be applied to a particular employee. 
CHAPTER FIVE

SUMMARY CONCLUSIONS AND RECOMMENDATIONS

5.1
Overview 

 This chapter presents the summary of the main finding, implications of the findings, conclusions, recommendations, limitations of the study and suggestions for further studies. The overall objective of the study was to find out the effects of training on employee performance within mobile companies in Tanzania. The specific objectives were; to determine the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance; to find out effects of off job training on Airtel Mobile Company in Tanzania employees’ performance and to determine the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance. The research method was quantitative approach where by a case study design was used. Descriptive analysis was computed and Pearson correlation coefficient was run to test the effect relationship between independent variables on dependent variable.
 5.2
Summary of the Main Findings

 The study findings indicate the influence from demographic characteristics of respondents that have significant impact on the effectiveness of training in the mobile company. Demographic variables involved namely age, gender, marital status, education level, job position and experience show influence on someone’s decision to attend or not attend training. Majority of respondent are women and young unmarried that Airtel can take advantage in planning training programs. Advanced age and marital staffs are accompanied with obligations such family care that may reduce ones interest on training programs. From the specific objectives, the main findings are as follows;
On the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance, the study found that the training attended by employees helped them in their work performance (this was a scored high M =   4.67, S.D. = .75) followed by that Airtel Tanzania has a Training Manual which guide all training programs (M = 4.58, SD = .65). The least way through which they showed effect of on job performance was Airtel Tanzania conduct annual on the job training such as coaching, mentoring and job rotation.  (M = 4.03, S.D. =2.00) followed by   for the past five years employees attended in one of the on the job training (M = 4.41, SD = .63). 
For the effects of off job training on Airtel Mobile Company in Tanzania employees’ performance, Descriptive Statistics (mean, standard deviation, minimum, and maximum scores) computed showed that the off job training attended by employees’ helped them in their daily work performance scored high (M = 4.67, S.D. = .53) followed by Airtel Tanzania organize off job training annually (M = 4.49, SD = .62). The least way through which they showed effects of off job training was that employees recommend off job training as the best method of training at work place (M = 4.30, S.D. =.63), followed by off job training increase job satisfaction of Airtel employees (M = 4.31, SD = .57). 
For the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance, descriptive statistics results show that Induction training is seen as important by employees Airtel Tanzania scored high (M = 4.62, S.D. = .56) followed by two items Induction training supposed to be followed by employees’ annual retreat and there are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs both (M = 4.46, SD = .57). The least way through which they showed effect on induction was Programs for training in Airtel Tanzania enable all employees to attend induction training ( M = 4.22, SD = .72) followed by there is no need for induction training in Airtel Tanzania (M = 4.24, S.D. =.91).
For the Descriptive statistics results indicated that the on job the job training was highly affecting employees’ performance; off the job training was moderately affecting employees’ performance and Induction was found to have also moderately affecting employee performance. Pearson correlation coefficient, the effect relationship between independent variables on dependent variable showed that; On the job training was found to be positive significant and highly correlated with employees performance while off the job training was found to be significantly moderately positive correlated to employee performance and Induction was found to be significantly moderate and positively correlated to employee performance.

5.3 Implications of the Findings

 In the contemporary and complex business environment, employee training becomes unavoidable and it is one of the reliable sources of competitive advantage. Training has both benefit to employees in particular and the organization in general. This research study helped Airtel Tanzania and other mobile companies to understand the importance of training for the different methods to be applied accordingly. It will also help organization to understand which factors are important to keep in mind during the training plan and how a good training method can be delivered to their employees in the annual training cycle. It will help them to understand that it is necessary for them to give training to their employees so that they could perform the assigned task in a better way for the organization to continue to have competitive advantage. 
5.4 Conclusion

 The findings of this research indicate that there is no single training method that an organization can stick to it without a combination of other methods and motivational factors. Training has been recognized to help employees in their current jobs and help meet current performance requirements by focusing on specific skills required for the current need. It is wise to say that, in the organization training plan or programs one could prepare an annual training cycle that will include a combination of training methods bear in mind the objectives could be for employee performance, growth for future, transfer and for welcoming new employees. Airtel and other organizations’ management should understand that, in today’s world it is imperative to state that without training, the organization will not survive. Therefore, for every organization to survive, training must be seen by management as "a bridge and means to an end".

5.5 Recommendations

The study therefore recommend the following measures to address the problem of choosing methods of training in an organization; (i) Airtel Tanzania and other mobile companies to develop an annual training cycle that will include all methods of training for them to have a competitive advantage; (ii) On the job training is highly recommended in each quarter of the training cycle in order to prepare an employee for the changing business environment; (iii) Training need analysis should be conducted to understand when best to conduct off job training in the training cycle; (iv) For the new employees, it is highly recommended to have an induction training to orient them with the company.
5.6 Limitations of the Study

To find out the effects of training on employee performance within mobile companies in Tanzania, there were several constraints. The major limitation was non availability of adequate documented data like training manual, programs and expenditure on the training, which could be useful to get clear picture about the company. Due to pandemic (COVID 19), most of Airtel Tanzania were working from home hence to get document and assistance was difficult. Findings was solemnly based on data collected from the respondents and interment.

5.7 Suggestions for Further Studies

This study evaluated effects of training on employees’ job performance in mobile companies; the case of Airtel Tanzania. This warrants the need for more study similar studies which would ensure generalization of the study findings for private institutions in Tanzania and hence pave way for policy recommendations to the Government. The study therefore recommends further study to be carried out to expand the scope of the perceived relationship between training and development and employee performance in private institutions in Tanzania. This study did not manager to establish if there is a need for gender based training in mobile companies hence can be of further research.
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APPENDICES

GUIDING QUESTIONS FOR MEASURING VARIABLES

My name is Yohana Mrio Peter. I am carrying out research entitled “Effects of Training on Employees’ Performance at mobile companies in Tanzania: the case of Airtel Tanzania” in partial fulfilment of the award of masters of business administration and Human Resource Management degree of the open university of Tanzania. Hereunder is a questionnaire which I would like you to fill up.  
This part focus on obtaining personal information of respondent. Name of participant is not mandatory unless the respondent wish to do so. 

	A: Personal Information

	1. Age of respondent 
	a. 18-28 (  )
	c. 49-58 (  )

	
	b. 39-48 (  )
	d. 59 and above (  )

	2. Sex of the respondents
	a. Male (  )
	b. Female (  )

	3. Level of education
	a. Primary (  )
	b. Secondary (  ) 

	
	c. Diploma (  )
	d. Advanced diploma (  )

	
	e. Undergraduate (  )
	f. Master’s degree  (   )  

	
	g. Others (please specify) 
	

	4. What is your occupation?
	a. Self-employed
	b. Employed (  )

	
	c. business person (  )
	d. Jobless (  )

	5. What is your job position?
	a. Manager (  )

b. Officer (  )
	c. Staff (  )


This part focuses to examine training methods, other factors contributing to performance and their effects on employees’ performance. Findings from this study is expected to suggest an annual training cycle that will summarize reasons for training to include whether the intended training is for new employees or experienced, career development or qualifications, increase performance, technological change or customer and market dynamics.  While filling up this questionnaire, please encircle the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = neither Disagree nor Agree 4 = Agree 5 = Strongly Agree. 
i.
What are the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance?

Please read through the following statements and decide how much you either agree or disagree with each. Using the scale provided write the number that best indicates how you feel on the line next to each statement.
1     Strongly disagree, 2 Agree, 3 Undecided, 4 Aisagree    5 strongly agree

	
	To determine the effects of on – the - job training on Airtel Mobile Company in Tanzania employees’ performance.
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Airtel Tanzania conduct annual on the job training such as coaching, mentoring and job rotation.
	
	
	
	
	

	2
	For the past five years I attended in one of the on the job training
	
	
	
	
	

	3
	The training I attended help me in my work performance. 
	
	
	
	
	

	4
	I recommend on the job training as the best method of training at work place. 
	
	
	
	
	

	5
	There is a Training manual at Airtel Tanzania which guide all training programs.
	
	
	
	
	

	6
	I recommend Gender based training to be included in Airtel on the job training.
	
	
	
	
	

	7
	There is a need to enhance training on mobile money transfer in Airtel agents as part of on the job training.
	
	
	
	
	


	
	To find out effects of off job training on Airtel Mobile Company in Tanzania employees’ performance.
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Airtel Tanzania organize off job training annually.
	
	
	
	
	

	2
	The common off job methods of training conducted annually at Airtel Tanzania are classroom lecture, seminars, simulated and multimedia training. 
	
	
	
	
	

	3
	The off job training I attended help me in my daily work performance.
	
	
	
	
	

	4
	I recommend off job training as the best method of training at work place.
	
	
	
	
	

	5
	Training is confident building toward good job performance.
	
	
	
	
	

	6
	Off job training can help to meet individual goals and organization goals.
	
	
	
	
	

	7
	Off job training increase job satisfaction of Airtel employees.
	
	
	
	
	


	
	To determine the effects of induction training on Airtel Mobile Company in Tanzania employees’ performance.
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Without induction training of new employees, it is difficult to adopt and perform successful in Airtel Tanzania.
	
	
	
	
	

	2
	I highly recommend induction training for the new employees.
	
	
	
	
	

	3
	Induction training is supposed to be followed by employees’ annual retreat. 
	
	
	
	
	

	4
	There is no need for induction training in Airtel Tanzania.
	
	
	
	
	

	5
	There are three induction programs conducted in Airtel Tanzania namely general induction, specific or orientation and follow – up induction programs.
	
	
	
	
	

	6
	Programs for training in Airtel Tanzania enable all employees to attend induction training.
	
	
	
	
	

	7
	Induction training is seen as important by employees Airtel Tanzania.
	
	
	
	
	


	
	Airtel Employee Performance 
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Training conducted in Airtel Tanzania is applicable for the job performance.
	
	
	
	
	

	2
	I was given the objective of training in Airtel Tanzania prior to the attendance of any training.
	
	
	
	
	

	3
	The training conducted in Airtel Tanzania improved my skills, knowledge, attitude change and new capability
	
	
	
	
	

	4
	I think training is only way to motivate employees’ performance in Airtel Tanzania.
	
	
	
	
	

	5
	I think methods of training used by Airtel Tanzania is effective for my job performance.
	
	
	
	
	

	6
	I received required training about new technology and when new assignment is given to me.
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