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ABSTRACT

This study intended to examine the impact of employee training on the firm's performance in the manufacturing industries in Tanzania, taking Mtibwa Sugar Company Limited as a case study. The study was guided by three specific objectives, which were; to examine the techniques used by Mtibwa Sugar Company Limited to provide training to its employees; to know the effect of the training and development on the firm's Performance; and finally, to examine the challenges that hinder the implementation of the training and development program for the employees of Mtibwa Sugar Company Limited. A sample size of 100 respondents was used to represent all employees, while simple random and purposive samplings were used. The data was collected through a questionnaire and analysed through SPSS version 24. The survey results showed that Mtibwa Sugar Company Limited evaluates training requirements, a strategy for a training program, implementation of the training, and evaluation of the training to deliver training to its workers. It has also been found that the training program has an impact on skill development, employee learning, and self-direction, according to research. Not just that, but also the attitude, conduct, and delegating of employees. Together, these factors gauge an employee's growth, which affects how well they perform at work. Finally, the study highlighted five major roadblocks to efficiently implementing training in the research field. These include the firm's inadequate training programs, the lack of employee interest, the lack of management support, the excessive cost of training, and the culture of the business.
Keywords: Firm performance, Training, Employees, Mtibwa Sugar Company.
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CHAPTER ONE

INTRODUCTION
1.1 Background to the Study
Businesses and companies encounter new changes, and difficulties that impact the skills and abilities required to perform certain activities as global and technological advances evolve quickly (Guan & Frenkel, 2020). Institutions provide training to deal with technological innovation, competitiveness, and rising productivity. No of the industry or size of the business, training strives to increase employee productivity through various methods, including on- and off-the-job training (Hidayat & Budiatma, 2018). 
All organisations worldwide have adopted training and development as one of the strategies to deal with the changes. For example, in North America, most organisations in the USA have embraced training and development as one of the strategies to deal with the changes. Rapid global and technological development has forced organisations in developing and developed countries to face new changes and challenges. Technological advancement has influenced the demand for advanced capabilities and competencies to do specific tasks (Khan, 2012). In Pakistan, there is a significant link between staff training and production and Performance (Imran & Tanveer, 2015). 
As workers in Africa acquire new knowledge and skills to deal with technological changes, training and development have changed how organisations and employees perform. For example, the South African company Escon Consulting improved employee performance through on-the-job and off-the-job training, which increased the organisation's efficiency and effectiveness (Magogo, 2020). The study by Ngassa (2020), which demonstrated a significant solid association between training and employee performance in research institutions in Tanzania, further supports that organisations in Tanzania enhanced the performance of their workers via training.
Organisations provide training to enable individuals to carry out their jobs as they see fit and to maximise their potential, according to Elnaga and Imran (2013). Most businesses invest in buildings and train their personnel in new relevant skills via long-term planning, enabling them to deal with unforeseen circumstances that may arise in the future. It improves employee performance by increasing employee motivation and dedication (Dave, 2016). Employees make every effort to accomplish the company's mission and demonstrate good Performance at work after they recognise the significance of the organisation to them via training programs (Elnaga & Imran, 2013)
According to cognition situated learning theory, human skills and knowledge increase and grow as they continue to work and receive training (Bandura, 1999; Bereiter, 2021). The hypothesis backs up the notion that learning happens when a person is engaged in activity. The information processing hypothesis has been challenged by situated cognition. It claims to finish the symbolic-computation approach to cognition, which ignores conscious reasoning and thinking in information processing theory (Wilson & Myers 2000). According to constructivism and experiential learning theory, there isn't necessarily a single ideal way to advance one's knowledge and skills (Aiello et al., 2012). 

Constructivism or training design, in this case, is well matched to the situated and scientistic techniques since it emphasizes intelligible real-world functions in organizational settings. It's important to recognize, demonstrate, and comprehend the many performance elements when honing skills in a given environment (Jonassen, 1994). Theoretically, the training materials we develop or employ, like scenarios, essentially place the learner in the context of their operating environment. The firm views its people as its most important resource, with the power to build or destroy the company's standing and perhaps impact its profitability. Employees are often responsible for several necessary jobs, customer happiness, product quality, and events (Lyimma, 2019). 
By combining the interests of the company and the workforce, training plays a unique role in achieving an organisational objective (Fujimoto & Härtel, 2017). Firm-provided employee training may become more crucial as technology advances more quickly (Dostie, 2020; Martins, 2020). Training may provide significant personal and societal advantages for workers' educational backgrounds may be updated and extended via training (Lyons, 2020). In light of the rising relevance of remote work, the pandemic problem may also provide a chance for businesses to invest in the capabilities of their employees. 
Employee training, however, also confronts several well-known challenges. These include credit restrictions for firms to finance the direct and indirect expenses of training and worker mobility, mainly via poaching by other businesses. Such challenges may result in less-than-ideal amounts of this kind of human capital investment (Stewart & Brown, 2019) Programs that provide knowledge, new abilities or chances for professional growth are employer training. Companies looking for a competitive edge have realised the value of training to boost staff productivity. 
The initial research proved the beneficial effects of training programs on individual and organisational Performance in general. One study claims that good research reports high staff retention levels, while another claims that successful training programs lead to greater investment returns (Gizaw, 2018). Companies today must deal with new developments and problems due to how quickly the world and technology are developing. The advancement of technology has increased the value of abilities and the skills needed to carry out certain activities. Therefore, all firms need more effective training programs to meet these difficulties. The creation of additional learning settings is made possible by excellent training programs, which also educate staff members on how to solve challenges quickly and effectively in the future.
According to Dave (2016), managers have difficulty enhancing employee potential and fostering a positive work environment. Managers are engaged in creating effective training programs for their staff members to provide them with the knowledge and capabilities needed to accomplish the organisation's goals. The major players are fighting to raise staff productivity and enhance the company's global reputation (Eneh et al., 2021). Effective training programs assist employees in picking up new technical innovations, developing their abilities to execute specific jobs, and avoiding errors (Robert, 2006). Despite several studies showing a connection between employee performance and training   (Rizwan et al., 2014; Sendawula et al., 2018; Younas et al., 2018), there seems to be a gap in the effectiveness of training on enhancing worker effectiveness and private sector success in Tanzania.
1.2 Statement of the Research Problem

Although it cannot be quantified directly, a change in attitude and behaviour that results from training is a highly essential instrument (Lyimma, 2019). The management should conduct an employee assessment after the training session to determine the impact of the training provided to workers. Training and development programs are well known for enhancing a person's knowledge, abilities, and capacity for a particular profession (Guan & Frenkel, 2020). For a company to function better, it needs efficient and effective training. Investment in training is also now required due to advancements in the contemporary world. Thus, it is no longer possible to overstate the importance of staff training and development (Magogo, 2020).
Employee development is predicated on the idea that for firms to advance, employee abilities must be enhanced. Numerous aspects affect employee performance, including job happiness, knowledge, and management. However, there is a connection between training, worker efficiency, and job performance (Ngassa, 2020). Training is crucial in determining an individual's success from a skills standpoint. It is well-known that training improves workers' Performance and productivity in businesses by increasing their skills, knowledge, talents, and competencies (Hidayat & Budiatma, 2018).

Since many organisations have recognised the need for employee training in Tanzania due to dynamics and innovations in the operating environments, a good percentage of their financial resources have been devoted to employee training. However, the training has taken different forms depending on the organisation and its needs. Additional studies have been conducted on training workers in organisations and their impact on various organisational environments. 
The effect of a lack of training programs on workers' Performance has been shown in several research. The studies of (Dave, 2016; Khan, 2012; Lyimma, 2019; Magogo, 2020; Ngassa, 2020) have examined the effect of training and development on employee and firm Performance. In light of this setting, this research was conducted to fill a knowledge gap about how training programs improve workers' Performance with specific reference to Mtibwa Sugar Company Limited
1.3 Objectives of the Study

The general objective and specific objectives have guided the study; 
1.3.1
General Objective

The general objective of the study is to examine the impacts of training on the firm's Performance in Tanzania
1.3.2 Specific Objectives

This study has  been guided with three specific Objectives as follows 
i. To examine the techniques used to provide training to employees at Mtibwa Sugar Company Limited
ii. To examine the effect of the training design on firm Performance at Mtibwa Sugar Company Limited

iii.  To assess challenges facing the implementation of training at Mtibwa Sugar Company Limited

1.4 Research Questions
The following research  questions guided the study; 

i. What are the techniques used to provide training to employees at Mtibwa Sugar Company Limited

ii. What is the effect of the training on firm Performance at Mtibwa Sugar Company Limited?

iii. What are the challenges facing the implementation of training at Mtibwa Sugar Company Limited?
1.5 Significance of the Study

This research aims to analyse the effect of training on Firm  performance. For businesses in Tanzania, this research is anticipated to provide new insights about the connection between employee performance and training. It will also be utilised for educational purposes in order to fulfill the requirements for the Open University of Tanzania's Masters in Human Resources Management award.
1.6 Organization of the Study

The background of the study, problem statement, study goals, research questions, the importance of the study, and study scope are all introduced in chapter one of this study. A review of the literature and pertinent research on the issue covered in this study is presented in chapter two. Research gaps, theoretical viewpoints, empirical literature reviews, and conceptual frameworks were all examined in the study. The methodology utilised in this study is presented in Chapter 3. It includes the research design, investigation area, study population, sample size and sampling design, data collecting techniques, tools, and procedures, as well as the reliability and validity of the data and data analysis. The study results and findings discussion are presented in chapter four. Chapter 5 follows, including a summary of the key conclusions, a conclusion, suggestions, and opportunities for additional research.
CHAPTER TWO

 LITERATURE REVIEW

2.1 Introduction
This chapter is about literature review, covering conceptual definitions, theoretical and empirical literature reviews, research gap, and conceptual and theoretical framework.
2.2 Definition of Key Terms and Concepts
2.2.1 Training 
According to Alkali & Mansor (2017), training is the process of imparting information and abilities related to specific practical competencies to oneself or others. The training aims to increase one's capability, capacity, productivity, and Performance. In addition to the fundamental instruction needed to retain, develop, and update skills throughout a career. People in many professions and industries may refer to this training as professional development. Training is a procedure that helps a person improve his efficiency and effectiveness in a particular job area by acquiring additional information and skills. Establishing specialised knowledge, skills, and abilities in an individual via training is crucial (Dostie, 2020).
Training and development are vital for organisational growth and growth since both rely on training for success. Education, especially formal education, differs from training. Although the goal of education is primarily to increase information, training also strives to change attitudes and competencies positively. In general, education is developed according to a framework and a syllabus, whereas training is not designed according to a framework and a syllabus. Alkali & Mansor (2017) define training as transferring knowledge and skills associated with specific practical capabilities to oneself or others.
The training aims to increase one's ability, capacity, productivity, and Performance. In addition to the fundamental instruction needed to retain, develop, and update skills throughout a career. People in many professions and industries may refer to this training as professional development. Training is a procedure that helps a person improve his efficiency and effectiveness in a specific job area by acquiring additional information and skills (Dostie, 2018). 
Establishing specialised knowledge, skills, and abilities in an individual via training is crucial. Training and development are vital for organisational growth and growth since both rely on training for success. Education, especially formal education, differs from training. Although the goal of education is primarily to increase information, training also strives to change attitudes and competencies positively. In general, education is developed according to a framework and a syllabus, whereas training is not developed according to a framework and a syllabus. 
2.2.2 Firm Performance

Performance evaluation evaluates an activity's efficacy and efficiency (Neely et al., 2005). Performance measurement is transforming the complex reality of Performance into structured symbols that may be connected to and communicated in the same context (Choong, 2014). Performance measurement is seen to have a more critical function in modern corporate management than quantification and accounting (Auden et al., 2006; Koufopoulos et al., 2008). Furthermore, Rahman (2019) defines performance management as a process whereby the organisation controls its Performance to fulfil its corporate and functional plans and objectives, similar to what we have said above. The company's shareholders' advantages from owning its shares might also be included when describing the firm's worth (Rouf, 2011). The financial statement provided by the business allows for a perspective of the firm's Performance. As a result, a successful business will support management's commitment to quality disclosure (Herly & Sisnuhadi, 2011)
2.3 Employee Training as a Source of Skill Growth and Competence
Employees that have received training are competent and more productive at work. In the opinion of Wright & Geroy (2016), effective training programs alter an employee's competence level for the better. According to Mathis et al. (2015), training and development are another way for companies to meet the demands of their workforce. According to Stewart & Brown (2019), good training programs assist workers in acquiring new technology that aids in job performance while also developing a complete understanding of the competencies and abilities necessary to carry out that specific task with fewer errors and blunders. According to Niati et al. (2021), training helps the business develop the skills and talents its employees require.
2.3.1 Employee Training as a Motivation Factor for Employees' Learning
Employee learning describes how information is acquired via a desire to learn. It is a mindset that is anxious to learn more. Employee competence will grow due to employee learning (Hanaysha & Tahir, 2016). The skills and competencies help employee performance and productivity. Training is one of the critical elements that drive employees. According to Samwel (2018), workers often perform better when offered suitable and relevant training programs that inspire them and help them meet their requirements. Maheshwari et al. (2020) reaffirmed that workers are encouraged to work more and remain loyal to a business if it invests in their training, development, and rewards.
2.3.2 Employee Training as a Source of Productivity

In recent years, one of the essential components that have been more important in boosting organisational efficiency has been training. According to Konings & Vanormelingen (2015) argument, training is a crucial and effective tool for achieving the aims and objectives of the company and boosting productivity. Muda (2014) states a favourable correlation between efficient training programs and high staff productivity.
2.3.4 Employee Training as a Source of Commitment

According to Elnaga & Imran, (2013), if training is successful at the individual and organisational levels, it results in workers' high commitment. Serkan & Emir (2014) highlighted that training should be planned in such a way that it results in the organisation's commitment. Mthokozisi & Clifford (2015) reported that employee motivation is the product of such activities in human resources, such as job growth and training opportunities. According to Eisenberger et al. (1986), employees perform better because they feel more devoted to the company and the organisation. According to Bartlett (2001), organisations may outperform their rivals by investing in training since it can increase employee commitment.

2.3.5 Employee Training Increases Job Satisfaction and Self-Directed
Lyimma (2019) asserted that employee growth also relies on how curious each employee is to learn new things. How much curiosity is required to learn about each employee? How can one learn how to grow? As each employee seeks to learn more, he engages in various activities, including seminars, workshops, and other training sessions, on or off the job. In fact, this would result in employee training, followed by employee job performance. Amisano (2010) emphasised that various elements, including work happiness, expertise, and management, affect an employee's Performance. Rowden (2002) underlined that enhancing one's work happiness via training may also be a successful strategy. According to Tsai et al., employees who learn as a consequence of training programs exhibit higher work satisfaction and more robust performance.
2.3.8 The Relationship between Variables
2.3.8.1 Employee Training and Firm Performance 

Employees get skills, knowledge, and an understanding of the company and its objectives via training (Shaw, 2011). Programs that provide employees with the knowledge, new abilities, or chances for professional growth are referred to as employee training (Olalere & Adesoji, 2013). One of the essential instruments for improving efficient organisational Performance and boosting the organisation's stability index is employee training. 
If the company wants to accomplish its goals cost-effectively, it must make additional efforts and significant investments in staff training. Employees that the company hires may not have all the necessary skill sets to do their jobs to the fullest extent. The difference between an ideal and an optimum stage of growth is filled up by training. However, requirements become apparent in the workplace when intended, and actual work techniques or outcomes are compared. Smit and de Cronje (2010) mention the general approaches, performance analysis, and competence evaluation as three techniques for determining requirements.
2.3.9 Types of Training

There are Different Types of training.
2.3.9.1 On-the-Job Training
The on-the-job training approach uses the real tools, equipment, papers, or materials that students would use once properly taught while taking place in a typical working environment. The best training for vocational jobs is generally considered to be on-the-job training. It entails teaching employees on the job while doing their real duties. Typically, a certified trainer (or perhaps an experienced employee) instructs the course, while traditional classroom instruction is often supplemented with hands-on training. Using web-based technologies or video conferencing tools during training is sometimes possible.
2.3.9.2 Job Instruction
This training provides an overview of the job, and experienced trainers demonstrate the entire job. Additional training is offered to employees after evaluating their Performance if necessary. 
2.3.9.3 Job Rotation
The learner must transfer from one job to another throughout this training. In every one of the several work assignments, the trainee learns the necessary skills and accumulates experience from his trainer or supervisor. Although this form of training is often used to prepare managers for general management roles, it is also possible for trainees in workshop occupations to move about from job to job. This approach allows the trainee to comprehend workers' issues in various occupations and show them respect.
2.3.9.4 Off-the-Job Training
Off-the-job training implies that the employee does not count as a directly productive worker while such training is taking place since it is done away from typical work settings. Employee training at a location other than the real workplace is another aspect of off-the-job training. It often uses lectures, case studies, role acting, and simulation and lets participants take a break from work and focus more intently on the training itself. This kind of instruction is more successful in ingraining concepts and ideas.

2.3.9.5 Induction Training

 Also known as orientation training for the new recruits to familiarise them with an organisation's internal environment. It helps the employees understand the organisation's procedures, code of conduct, and policies. 
2.3.9.6   Apprenticeship Training

An apprentice is a worker who spends a prescribed period under a supervisor. 
2.4 Effects of Employee Training on Organisational Performance 

According to Stoner, Freeman, and Gilbert (2017), managers and management experts have long felt that organisational objectives are unachievable without the commitment of individuals of the company. Without motivation to perform, there won't be any progress in workforce performance. Motivation has been defined in several ways by different writers. However, it is clear from the many definitions of motivation that it is what prompts one to act (Stoner et al., 2017). It is the procedure that directs and sustains conduct that is goal-oriented. 
A person's level of commitment may be influenced by their motivation, a psychological trait of humans. According to Eisenhower, Motivation is the art of persuading others to do what you want them to do out of their own free will (Brainy Quote). A great way to stay motivated is via exercise. An employee sent to training by a company will undoubtedly be inspired to work hard. According to Advance Team Concepts, a training company with headquarters in the USA, trained staff members are better able to be empowered and perform at a high level, which also encourages them since it increases their feeling of ownership, confidence, and willingness. 
The key to a company's success, regardless of size, is having a team of dedicated, motivated employees. In a similar vein, productivity declines when individuals lose their motivation. Their output and creativity decline, making them less valuable to the company (All Business.com). Every firm has always realised the benefits of training. Employee incentive to perform improves with training, which boosts organisational Performance. According to the original Elton Mayo experiment conducted in Chicago between 1927 and 1932, the mere knowledge that an organisation has paid attention to individuals (employees) motivates them to do better at their jobs. For instance, imagine that a management trainee has received specific training demonstrating how much the company values that individual. Knowing they are on the right path to success will inspire them to work more diligently and effectively. According to the reasoning presented thus far, training is crucial in encouraging employees to perform at a higher level. Additionally, workers must always be motivated to guarantee that production is not compromised.
2.4.1 Firm Performance Measurement
Some sectors may be more relevant to some performance criteria than others. The industry and business-specific environment should be considered the measurements to evaluate co The process of measuring a company's success is not without difficulties. Accountancy-based metrics may be somewhat manipulated, making it difficult to compare them over time or across firms. When part-time labour is common, and measurements need to be comparable, they must consider the number of hours worked because many metrics may not always accurately reflect the quality of a product or service (Page et al., 2006).  Page et al. (2016) also created a set of core business performance indicators applicable to all industries to facilitate benchmarking and comparison across sectors.
2.5 Challenges Facing Training Implementation 

The value of human capital in human resource development practice, its training and technical training, and its communication and linguistic capacity begins with the practice of human resource development. Organisations and human resource development professionals face numerous challenges in managing and providing successful training and development, particularly in the globalising environment and the current technological revolution. Human resource development and its stimulation are often cited as essential components of effective human resource development strategies. However, shortcomings in encouraging training efficacy in companies with successful human resource training and development challenge development, management, and execution. The changing demographics of the workforce are also seen to impact human resource development strategies, along with the organisation's human resources techniques and investments in HR training & development.
An organisation's energy or human resources is essential in human resource development. They are regarded as the driving force behind organisational Performance due to their skills, knowledge, and experience. Schmidt & Lines, 2002; Harrison & Kessels, 2004; Becker, 1975; Schmidt & Lines; For businesses to compete successfully in a global economy, it has also been suggested that they must hire employees who are sufficiently skilled and trained and offer them access to lifelong learning (Nadler & Wiggs, 1986; Chalofsky & Reinhart, 1988; Nadler & Nadler, 1989; O'Connell, 1999; Streumer et al., 1999; Low, 1998; Harrison, 2000; SadlerSmith et al., 2000). However, some of the issues businesses and employers face today prevent successful leadership, staff development, and management in the global market (Shim, 2001; Lloyd, 2002; Budhwar et al., 2002; Bates et al., 2002).
According to the research, there is a dearth of technical professionals who can manage companies' extensive, specialised human resource development functions (Bing et al., 2004). (Eidgahi., 1995; Buyens et al., 2001; Garavan et al., 2002). For instance, Budhwar et al. (2002) claimed that the lack of human resource development practitioners in Oman was a significant barrier to the region's attempts to develop human resources. According to Kerr and McDougall (1999), challenges arise from managers' lack of experience and expertise in HR T&D. A few authors claim that human resource development specialists play a significant role in their ability to learn and grow others into specialists (Wright et al., 1999; Eichinger&Ulrich, 1998; Chermack et al., 2003).
2.6 Theoretical Reviews
 This section presents the theories concerning training 
2.6.1 Cognition Situated learning Theory
Paul Duguid, John Seely Brown, and Allan Collins' developed the study of situated learning, also known as situated cognition, as an educational approach. They attacked the separation of knowledge and practice in their work, Situated Cognition and the Culture of Learning. Ideas from various disciplines, including anthropology, psychology, sociology, and cognitive science, are the foundation of situated learning. Situated cognition is a theoretical approach to human learning that supports the idea that learning occurs when an individual is doing something. 
Situated cognition has been positioned as an alternative to information processing theory. It promises to complete the symbolic-computation approach to cognition, as information processing theory neglects conscious reasoning and thought (Wilson and Myers 2000). Cognition Situated learning is among the most significant aspects of the scenistic technique is the situated learning idea. Theoretically, the training materials we develop or employ, like scenarios, essentially place the learner in the context of their operating environment. The technique begins with this content, followed by identifying topics and situations with which the student is acquainted and engaged. Situated learning is based on circumstances in which trainees are often involved, according to Anderson et al. (1996). The trainees' situational skills are intended to be applied in similar cases. Training materials are shared and, to a certain degree, actively developed by trainees who collaborate to find and fix problems.
2.6.2 Constructivism and Experiential Learning Theory

In order to better understand how different individuals learn, David Kolb (1984) devised a theory that combined reflection with their actual emotional experiences. For him, conceptual analysis and ultimate comprehension are the primary cognitive processes of reflection. Kolb held the view that experience learning is a cycled process marked by tension and conflict. The confrontation of real experience, reflective observation, abstract conceptualization, and subsequent active experimentation leads to the acquisition of new information and abilities.
 According to a constructivist learning viewpoint, there isn't necessarily a single best technique to increase knowledge and abilities (Jonassen, 1994). Given that it emphasises understandable real-world functions in organisational contexts, constructivism or training design, in this instance, is ideally suited to the situated and scientistic methodologies. It is necessary to identify, exhibit, and grasp the numerous performance facets while developing talents in a particular setting (Jonassen, 1994). It will enable individuals and organisations to identify performance gaps and weaknesses in a specific skill area. This kind of engaging social interaction ought to hasten the learning process. The interdisciplinary, experiential learning theory draws on psychology, philosophy, sociology, anthropology, and cognitive sciences to achieve a deeper understanding of the learning process. It is founded chiefly on constructivism (Carver, 1996) in the learning process (Carver, 1996). 
2.6.3 Transformative Learning Theory 

Combining transformative learning with scenographic approaches encourages students to actively shape the subject matter and practical applications of learning activities. Many students will welcome the option of being empowered and actively participating in decision-making. Personal dedication and professional happiness are essential components of this kind of empowered learning (Bryman et al., 1996). Marcinelli (1997) examined employee creativity and discovered the potential for taking chances and making choices that benefit motivation and productivity. Using judgment, delegation, and involvement in decision-making is a key component of transformative and delivery learning styles.
2.7 Empirical Literature Reviews 

Under empirical studies, relevant studies done outside and in Tanzania by other researchers were critically reviewed to impart the researcher with ample knowledge and understanding of issues related to the topic understudy."
2.7.1 Empirical Literature Review Worldwide

Mansoor et al. (2015) studied the impact of training and development on organisation performance with the mediating role of intention to quit as human resource quality cost in Pakistan. For the data collection objectives, the salary-based workers of the firms with 5 to 250 employees have been chosen using the stratified sample approach. Out of the 600 surveys that were sent out, 290 were returned, and 278 of them were utilised in the research. The desire of workers to leave the companies was shown to be a positive mediator of the link between training and development and organisational Performance. 
The positive correlation may be caused by various other variables, such as inflation and the death of employment possibilities in Pakistan.(Karimi & Nejad, 2018) researched the impact of organisational training on Ahwaz Oil Company employees' work satisfaction and individual Performance in Iran. All of the Ahwaz Oil Company personnel, who at the time of the research was estimated to number 800, made up the statistical population of this study. 
The stratified random sampling technique with proportionate volume was used to choose this sample size from the statistical population, and the samples were selected appropriately. It should be mentioned that the 61-item standard questionnaire used in this research for data collection included answers based on a five-point Likert scale. Inferential tests like the normal test and path analysis were run on the research data. The study's findings demonstrated that work satisfaction and organisational education standards had a favourable and substantial impact on employees' Performance in the society under investigation.
2.7.2 Empirical Literature Review in Africa

In Nigeria, Ogohi (2018) researched the impact of training on organisational Performance. Given that the sum of individual Performance will ultimately result in organisational Performance, the study aims to determine the influence that training has on employee performance. Three hundred four respondents that were chosen using the structured questionnaire method of Taro Yamane sample size selection were the data source. The acquired data was treated with descriptive and inferential approaches to test developed hypotheses. The research found a considerable impact on employee skill, knowledge, and ability obtained via training on production. Additional research has shown that training affects employees' loyalty to the company.
Quadros & Misango (2017) studied the benefits of training on organisational performance, particularly on AGGREKO International in Nairobi, Kenya. The researcher adopted a case study design. The questionnaire created to capture the study's goals served as the research instrument. For the research, a sample size of 80 workers was utilised. The statistical techniques used to analyse the data were quantitative, and the results were shown as pie charts, bar graphs, percentages, and frequency tables. The results showed that 93.8% of managers had seen a noticeable improvement since the start of training using OE training tools, and 100% of workers felt that they had benefitted from Orange Excellence (OE) training tools. The research concluded that training provided by organisations gave workers the tools to succeed in the workplace by delivering high-quality services quickly.
2.7.3 Empirical Literature Review in Tanzania

Lyimma (2019) conducted a study on the effectiveness of training programs on job performance in the private sector in Tanzania, a case study of Halotel Tanzania, in whereby 100 respondents participated. The research revealed that the methods employed by Halotel Tanzania to teach staff members include on-the-job training, coaching/mentoring, lecture training, group discussion and tutorial training, film and video training, as well as case study training. The research comes to the further conclusion that the training program impacts both individual and organisational Performance. According to the report, human resources managers should frequently educate their staff members, and regular evaluations should be conducted to verify that training initiatives are receiving favourable feed
Samwel (2018) conducted a study on the impact of employee training on organisational Performance, a case study of drilling companies in Geita District, Shinyanga, and Mara Regions in Tanzania. Two hundred nineteen participants were chosen for the study's sample size utilising basic random selection methods with a purpose. The questionnaire given to the respondents served as the data collection method. Descriptive statistics were used to examine the data, and tables were used to show the findings. According to the study, staff training significantly affects how well drilling businesses operate. However, the study's findings revealed that drilling businesses lack efficient procedures for training and development
.
2.8 Research Gap
 Based on the mentioned above theoretical and empirical literature, it is clear that this topic has been the subject of several studies. The question after this analysis is why Training is one of the HR. Functions that firms most disregard, and the study's conclusions and recommendations filled the gap.
2.9 Conceptual  Framework
A conceptual framework presents the major topic to be explored visually, together with the important constraints or variables and their assumed relationships (Miles & Huberman, 1994). The effects of staff training on business performance are examined in this research. The created conceptual framework shows the link between independent and dependent variables. An essential component of every organisation is its workforce. Employee performance is key in determining whether an organisation succeeds or fails. As a consequence, businesses are spending a lot on educating personnel. This research analyses the important factors linked to job training and business success. 
The researcher has created a model explaining the connection between staff performance variance and employee training (learning staff, skill development, self-esteem, and perceptions). Employers' performance will have an impact on how effectively an organisation operates. The suggested model was created following an analysis of previous research labelling as part of several training programs and staff performance. We created the suggested model, which explains the connection between employee performance and training.
Independent Variables                                       

Dependent Variable



Figure 2.1: Conceptual Framework
Source : Literature Review
The model suggested that employees' output and performance as a consequence of the training program are comparable to the training program's influence on those workers' performance. The effectiveness of an organisation will also be impacted by employee performance. Employee learning: Employee learning is the process of obtaining skills via an engaging learning experience for employers. It is an attitude of self-worth. Employer training will improve an employee's abilities (Dixon 1999). The skilled employee accelerates the growth of the organisation or the particular firm.
Skills Growth: Growing the amount or capability of an employee's talents is referred to as skill growth. Skills may be developed via training, instruction, and learning. An individual may gain the necessary skills through regular job experience, interactions with coworkers, and training offered by the organisation.
Self-Directed: Each employee's capacity for learning affects how well the staff develops. How to learn to develop: What is the purpose of learning a worker? If an employee is motivated to learn, he will engage in more activities, such as attending seminars, workshops, and other training sessions, whether at work or on the go. This will result in staff training, which will be followed by performance.

Employee Attitude and Behavior: An employee's attitude and behaviour pertain to how they react. The importance of training programs and professional growth will depend on the attitude and conduct of the employee chosen in various seminars and training sessions. The worker will pick up new abilities that will help him perform better.

Delegation: When managers can work, they also wish to boost output. Employees will do tasks that are simple for them. This will increase worker productivity and assist in achieving the organisation's objectives.
Employee Performance: An employee's performance is comparable to their staff's output and performance from their staff's development. The efficiency of the organisation will be impacted by personnel performance.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter discusses the research design, approaches, study areas, population, sample size, sampling strategies, data gathering tools, and techniques, including data presentation and analysis methods. The chapter also addresses ethical issues.
3.2 Research Philosophy

Kothari (2017) defined research philosophy as a viewpoint on the methods used to collect, analyse, and apply data regarding a topic. Research philosophy is connected to assumptions, knowledge, and the nature of the investigation. It deals with a certain method of knowledge development. This issue has to be addressed because different researchers may hold different beliefs on the nature of knowledge and truth, and philosophy enables us to comprehend these beliefs. This study employed positivist philosophy because developed hypotheses were tested, and results were interpreted. According to positivists, reality is stable and can be viewed and described objectively, that is, without interfering with the phenomena being researched (Ryan, 2018). 
3.3 Research Design 
According to Kothari (2017), the research design is the connecting thread between each component of the research endeavour. It contains every component of the research study. It is the design of the study. Research design is known to set up data collection and processing in a way that combines relevance to the study goal with productivity economy. 

The study employed a case study research design as the focus of the study. A case study is an in-depth analysis or assessment of a current occurrence utilising a variety of sources of information in the context of real-world events (Yin, 2013). Case study research design is especially helpful when the phenomena of interest are of a wide and multifaceted character and is thus best examined within the context in which it happens. Using several examples is a valuable source of knowledge (Creswell, 2013)
3.4 Population and Area of the Study
According to Pandey & Pandey (2021), the population is the group of people from whom a statistical sample is taken in statistics. Therefore, a population is any collection of people with anything in common. In other words, The entire group of people or objects to which the researcher wishes to generalise the study findings. The targeted population for this study was all workers at Mtibwa Sugar Company Ltd in Turiani, Morogoro
3.5 Sampling Technique and Sample Size
3.5.1 Sample Size

According to Mishra & Alok (2022), sample size refers to the number of participants or observations included in a study. It includes the number of items selected from the universe to constitute a sample. According to Mtibwa Sugar Company's profile, there are 5000 employees in the industry. Some are contract employees and some are permanent  The following formula by Msabila & Nalaila (2013) was used to determine the sample size. The sample size is then;
 n = N /1+N (e)2      where n = sample size, N= population size,  e=level of precision

n = 5000/1+ 5000 (0.1)2    where N=5000, e =0.1      

n=5000/1+ 50

n=5000/51

n=99  Approximately 100

The sample size of 100 was taken by this study as shown in the distribution sampling framework in Table 2.1 
Table 2.1: Sampling Distribution

	Category of the Respondent
	Sample  Size
	Percentage (%)

	Human resources Managers
	5
	5

	Heads of departments
	5
	5

	Other employees
	90
	90

	Total
	100
	100


Source: Field Data, 2021
3.5.2 Sampling Techniques

This study involved both simple random sampling and  purposive sampling techniques.
3.5.2.1 Simple Random Sampling

"With simple random sampling, any combination of the population to be studied's subjects has an equal chance of being chosen (Taherdoost, 2016). This method was adopted to choose the personnel who will be a part of the research. This method is suitable for the research since the sample was free of bias, and there were no classification errors. 
3.5.2.2 Purposive Sampling

Purposive sampling is a strategy that includes choosing a certain universe unit on purpose to create a sample that reflects the whole universe (Kothari, 2017). This method is used because it is rapid and inexpensive to choose a sample, and findings from the analysis of a purposefully selected sample have tolerably high reliability (ibid). Key informants from Mtibwa Sugar Company, including the human resource manager, and heads of departments, were chosen using this method. Since they supply more information following their roles, these authorities are crucial to the research.
3.6 Sources of Data

Primary data and secondary data are the two types of data sources. Primary data are the first-hand details that a researcher directly obtains from respondents through interviews, observation, and survey techniques (Gupta & Gupta, 2022). Secondary data are information that has already been written about and is gathered by researchers via reading a variety of written materials related to the study's topic (Punziano & Delli Paoli, 2021). These include a variety of written materials, both published and unpublished, including printed materials like books, journals, reports, newspapers, articles, and internet sources. The research included both primary and secondary data gathering techniques.
3.7 Data Collection Methods and Instruments

3.7.1 The Questionnaire 

The written questions or statements relating to the study's goals were used in this carefully constructed instrument to gather data from the respondents. This tool allowed the researcher to gather reliable and accurate data while also saving time since a large sample could be included in the study quickly, particularly when personal administration and on-the-spot collection were used.
3.7.2 The Interview

The researcher and respondents converse verbally during the interview. The primary benefit of an interview is that it may assist in mitigating certain issues with surveys and has a higher response rate than a questionnaire (Pandey & Pandey, 2021). To get more data for the study, the researcher interviewed ten respondents, five heads of departments and five other respondents.

3.7.3 Documentary Review

Reading multiple excerpts from books, periodicals, newspapers, and other vocal materials, whether spoken or written, is the process of conducting a documentary review (Taherdoost, 2016). According to Gall et al. (200), employing this strategy has the benefit that the material included inside is free or almost free and, therefore, serves a significant portion of the researcher's budget in terms of finances and time.
3.8 Data Analysis 

Data analysis is reviewing the information gathered during an experiment or survey and drawing conclusions and judgments (Warsanga & Barnos, 2021). Data analysis using both quantitative and qualitative methods. The coding of numerical, non-numeric, and non-numerical responses on survey data, the use of SPSS software to run frequency procedures for detecting data entry errors, the creation of data summary statistics, and the computation of the analysis of variance, a statistical method for examining differences between groups on some dependent variables were all components of quantitative data analysis. Three interactive steps were included in qualitative data analysis: data reduction, data visualisation, and generating and confirming findings. The following two operations coding and establishing proportions—were used in each of the three components. To verify or test hypotheses developed during the early stage of the study as well as to draw a final generalisation and conclusion, data obtained were processed, analysed, presented, and interpreted using statistical techniques.
3.9 The Validity and Reliability of the Study

In the study design, validity and reliability are the two key control variables (Mohajan, 2017; Yin, 2013). In this research, reliability, and validity are also significant factors. Therefore, the researcher's results must be credible and genuine. Any researcher seeking high-quality research should consider validity and reliability while planning a study, conducting an analysis, and presenting the findings.
3.9.1 Validity

Validity is an instrument's capacity to measure what it was intended to measure (Kumar, 2011).  Mohajan (2017) defined validity as the extent to which a researcher has measured the variables he set out to assess. Similar to this, validity, according to Yin (2013), is the degree to which an empirical measure accurately captures the essence of the studied topic. As Kothari (2017) mentioned, validity was accomplished in this research with various methods. The first step is to carefully craft the questions and pre-test the questionnaires to ensure that they are understandable and that any potential issues are discovered early on, allowing for the easy identification of remedies. Second, the data were edited to find and correct any mistakes or omissions made while recording the data. The goal is to achieve consistency, precision, and completeness.
3.9.2 Reliability

With a reliability value of Cronbach's Alpha 0.874, the reliability test demonstrates that the results of this study are reliable for the survey participants. This alpha coefficient indicates that the items' internal consistency is comparatively high. It should be mentioned that most social science research scenarios consider a reliability coefficient of 0.70 or higher acceptable. According to Taber (2018), a factor loading of more than 0.50 was deemed extremely important. In the measurement model's confirmatory factor analysis, every factor loading value was more than 0.76. Additionally, the composite build reliabilities varied from 0.87 to 0.94. 
The composite interpretation is comparable to that of Cronbach's alpha, except that it considers the real factor loadings instead of assuming that each item is equally weighted in the composite load determinant. The average retracted variance ranged from 0.69 to 0.82, significantly over the suggested 0.50 standard, indicating that the hypothesised variables explained more than half of the variation in the items (Schrepp, 2020). The degree to which one idea and its indicators differ from another concept and its indicators is measured by discriminant validity. The inter-construct correlations should be less than the square root of the average variance retrieved from each construct, according to (Ravinder & Saraswathi, 2020)
3.10 Ethical Issues

A set of moral principles known as ethics concerns how closely research practices correspond to societal, legal, and professional commitments (Bhattacherjrr, 2012). The two guiding principles of anonymity and secrecy were used in this. This investigation considered ethical concerns by requesting authorisation from the appropriate authorities. Every responder received information regarding the study's aim, importance, and advantages. The names of the respondents were not included in the surveys to ensure privacy and anonymity. Accordingly, the researcher respected the freedom of each responder to freely choose whether or not to engage in the study, following the concept of self-determination."
CHAPTER FOUR
RESEARCH FINDINGS AND DISCUSSION

4.1 Introduction

The study's results are presented in this chapter. The overall features and profile of the respondents are first described, including their gender, age, and work title. Additionally, it highlights the respondents' statistical outcomes. This chapter is divided into three sections: an introduction, findings based on the study's goals, and a discussion of the findings. The data findings were collected from sampled employees of Mtibwa Company Limited. 
A sample of 100 was selected, representing 100% of the total population. The study was guided by three specific objectives, which were; to examine the techniques used to provide training to employees at Mtibwa Sugar Company Limited; to examine the effect of the training design on firm Performance at Mtibwa Sugar Company Limited, and to assess challenges facing the implementation of training at Mtibwa Sugar Company Limited
4.2 Demographic Characteristics of Respondents
This part presents the demographic characteristic of the respondent of the study, including age, gender, sex, educational attainment and work position of Mtibwa Company employees, as presented in Table 4.1

Table 4.1: Demographic Profile of the Respondent

	Gender
	Number
	Per cent

	Male
	62
	62

	Female
	38
	38

	Age group

	18-30
	32
	32

	30-40
	42
	42

	40-55
	14
	14

	Above 55
	12
	12

	Education Level

	Secondary Education
	10
	10

	Certificate
	22
	22

	Ordinary diploma
	24
	24

	Bachelor Degree
	34
	34

	Masters
	10
	10

	Working experience
	
	

	0-5 year
	24
	24

	5-10 year
	46
	46

	> 10 years
	30
	30

	Total
	100
	100


Source: Research Data (2022)
4.2.1 Gender 
The researcher wanted to know the gender distribution of the respondents as this could help to indicate the equal representation of the respondents in the study by gender. The findings show that 62 respondents (62%) were male, and 38 (38%) were female. It reveals that men are the bread earners of the family and are the ones who participate in income generation activities more than women. Also, men dominate the industrial sector, characterised by heavy and tough work. García-González et al. (2019) stipulated that in order to balance the responses from the survey participants, it is better to consider the gender balance between males and females.
4.2.2 Age of the Respondent
The researcher also wanted to know the respondent's age group as this could help to determine informants' experience in the sugar industries while rating the company's performance. The findings in Table 4.1 show that 42 respondents (42%) were aged between 30 and 40 years old. Also, 32 respondents (32%) were between 18 – 30 years old, while 14 (14%) were aged 40 - 55 years old. Lastly, those aged 55 years old and above were 10 (10%). The findings imply that research has considered all age groups in order to have a balance of ideas from respondents of different ages. The findings are supported by  Calafato & Paran (2019), who argued that it is important to consider age when collecting information. Age can change a person's perspective and attitude; therefore, the best research is the one that takes thoughts from different age groups
4.2.3 Level of Education 

The researcher wanted to know the respondents' level of education and educational background concerning the company's training program. The findings revealed that 34 respondents (34%) attained a bachelor's degree, while 24 (24%) attained an ordinary diploma. Furthermore, 22% have an ordinary certificate, 10 respondents (10%) have secondary education, and 10 respondents (10%) have a master's education. In social research, education is an important factor in presenting ideas. Earlier literature believes that a person with a high level of education can have a wider understanding of a matter, but that does not make a person with a low level of education not understand the relevant matter. Therefore, to bring a balance of ideas, it is better to consider respondents from all educational groups, as argued by Marcinkowski & Reid (2019)
4.2.4
Work Experience of Respondents
The researcher wanted to know how long the respondents have worked in the company. The study found that 46 respondents (46%) have worked at Mtibwa Sugar company for 5 – 10 years. It also shows that 30 respondents (30%) have working experience for more than 30 years, while 24 respondents (24%) have a working experience between 0 – 5 years. The working experience of a has a great opportunity to increase his knowledge and knowledge on various issues that are going on in the workplace (Zhang et al., 2020). Therefore, this study has included employees with long-term and long-term experience to bring quality data related to the effects of training on employee and firm performance.
4.3 Techniques used to provide Training to Employees

The objective of this study was to identify the method utilised by the private sector to train employees. The study results revealed that Mtibwa Sugar Company uses an assessment of training requirements, a design for the training program, implementation of the training, and evaluation of the training to deliver training to its workers. 
4.3.1 Training Needs Assessment

The survey findings gathered during the interview with the HR managers responsible for the training preparation mentioned training need assessment as the first technical step they follow to provide training to employees. 

"First of all, we always conduct a training needs assessment which helps us identify performance requirements, knowledge, skills and abilities needed by the organisation. The output from the assessment makes us know what exactly the company's needs are at the right time". He said 

The findings are supported by Al-Khaled & Chung (2019), who stated that the strategic, tactical, and operational levels are the three organisational levels at which training and development requirements and needs can be met (Bell & Kozlowski, 2008). The strategic level is essentially where needs and requirements are said to be defined by senior management by taking into consideration organisational mission, goals, strategies, and challenges that need to be handled (Elnaga & Imran, 2013). When determining needs and requirements, middle management is stated to take into account the need for development in terms of coordinating and cooperating between various organisational units
4.3.2 Planning a Training Program
 The findings also show that, after the training needs assessment, the second step of the techniques used is a Planning of a training program
"We use the training need assessment result to plan for the coming training program by looking at the availability of training plan and determining overall objectives of training. It helped the company develop a useful training program focusing on its technical demand." He explained one of the key informants during the interview

Guan & Frenkel (2020) argued that the provision of training must be based on the plans of the institution in order to bring about effective implementation. This step helps the management to know where they will get the funds to conduct the training, the type of training, the trainers and the right time to conduct the training.
4.3.3 Implementation of Training

The findings explore that the third technique used by the Mtibwa Sugar Company to provide training to the employees is by starting to implement the training. This step is vital as they state to prepare, Training module, quality of activities, materials and learners' participation. Every type of training has its module, quality of activities, and different participants. Lyimma (2019) argued a methodical, step-by-step methodology should be used to develop an efficient training program for staff. Stand-alone training programs (including one-off events) frequently fall short of participant expectations and company goals. With today's workforce becoming more remote, the requirement for efficient, ongoing training that may be provided online is extremely crucial.
4.3.4 Evaluation of Training 

The findings also confirm that the last technique the company uses to provide training to an employee is by undergoing evaluation of training. The key informant stated that they conducted an assessment purposively to know if achieving objectives and have desired effect on the organisation. According to Magogo (2020), the training evaluation provides in-depth feedback on the benefits of the training initiatives and their efficiency in reaching organisational objectives. 
Examining the intended outcomes of training programs aids management in better comprehending and identifying skill gaps. It also assists the company in analysing the efficiency of training tools and other resources, identifying problems, and improving training programs' general procedures. It also determines the essential leadership skills for solving complex issues, encouraging ongoing change in professional development, and evaluating the participants' entire training experience.
4.4 The Effect of the Training Programs the Employees' Performance
This objective was to ascertain how much training programmes impacted the firm and employees' Performance. The amount to which workers' Performance has improved as a result of business training programs was assessed using a five-point Likert scale. The average response mean and standard deviation were used to examine the data.
Table 4.2: Influence of the Training Programs on Employees' Performance 

	Statement
	Mean
	STD

	The availability of training programs affects an employee's skill growth by raising their skill inventory level.
	4.2
	0.7521

	The availability of the training encouraged workers' learning by enabling them to gain information via curiosity.
	4.31
	0.72048

	The availability of training programs has increased employees' desire to learn, therefore Self-Directed learning
	4.24
	0.767

	The availability of training has assisted workers in learning new skills, which has enhanced their attitudes and actions.
	4.36
	0.77225

	The availability of training has aided managers in giving workers responsibility for completing tasks, and workers will focus on tasks that are easier for them to do.
	4.16
	0.82536

	Average
	4.254
	0.767436


Source: Field Survey, (2022)
4.3.1 Effect of the Training Program on Skill Growth

The results of the survey, shown in Table 4.2, indicate that most respondents agreed with the assertion that the availability of training programs influences an employee's ability to grow in terms of skill (mean=4.2, SD=0.7521). It showed that training must be provided to raise an employee's skill inventory level. Training and coaching make it possible to develop skills, and as a result, an employee's work performance will be impacted by their skill level. Chen et al. (2004), who stated that it is all about developing the talents that seem essential for achieving organisational objectives, validated the results. Training programs may also assist the employees in reducing stress or dissatisfaction brought on by their work 
4.3.2 Effect of the Training Program on Employees' Learning

Table 4.2 also reveals the findings, which demonstrate that most replies (mean=4.31, SD=0.72048) agreed with the assertion that the provision of training contributed to the employee's acquisition of information via the desire to learn, supporting workers learning. It was shown that offering training increases workers' willingness to learn more. It is a mindset that is anxious to learn more. Employee competence will grow due to employee learning (Dixon 1999). The skills and talents are beneficial to the output and Performance of employees. These results support research by Bramley (1991) that found that training is necessary for firms to accomplish the following: new employee orientation, where training gives recruits a chance to learn about their new employer and pick up job-specific skills. Usually, factual learning and skill development are combined in this.
4.3.3 Effect of the Training Program on Job Satisfaction and Self-Directed
According to survey results, training programs affect workers' self-directed growth in most cases. After the majority's conclusion, it was argued that the availability of training programs had increased employees' desire to learn, leading to Job Satisfaction and Self-Directed growth (mean=4.24, SD=0.767). The results suggest that employees are now eager to learn. It would result in employee training, followed by employee job performance.
This research supports the claims made by (Dave, 2016), who claimed that by substituting efficient and effective work-related habits with conventionally ineffective ones, training increases job satisfaction and is self-directed and leads to better Performance on the job. A planned intervention referred to as "training", is one that aims to improve a person's specific work performance (Lyimma, 2019)
4.3.4 Effect of the Training Program on Employee's Attitude and Behaviors

The study's goal was to determine if offering training programs impacted workers' attitudes and behaviour. The findings showed that most replies (mean= 4.36, SD=0.77225) agreed with the statement that training programs helped workers gain new skills that changed their attitudes and actions. It indicates that after the training, the attitudes and behaviours of the staff have improved. When an employee is selected to attend different seminars and training sessions, their attitude and behaviour will determine how seriously training and development programs are treated. A responsive employee will learn new skills that will boost their Performance.
The results are consistent with Harrison's (2000) research, which discovered that learning via training increases employee performance, a crucial element in achieving business objectives. Implementing training programs, however, may address performance challenges, including closing the gap between expectations and actual service delivery by hiring staff that exhibit positive attitudes and behaviours.
4.3.5 Effect of the Training Program on Commitment
Additionally, this research sought to determine how training programs affected commitment, and Employee performance may be improved if supervisors provide them with the freedom to carry out their duties. The findings demonstrate that most respondents agreed with the assertion that supervisors could permit workers to complete tasks because of the training they had received (Mean = 4.16, SD = 0.82536). The results suggest that managers may also improve Performance by giving workers the power they need to complete a job. Employees will execute tasks that are easier for them to achieve. It will help the firm reach its objectives and improve employee work performance.
According to Al-Jammal (2015), delegating is one of the modern managerial practices that stand out for its role in boosting employee engagement levels. An employee's Performance improves when the incentive is increased. On an organisational level, it increases productivity, inventiveness, competitive advantage, and speed in efficiently completing tasks. According to Dave (2016), several factors might influence a manager's decision to delegate, but the major one is to help their subordinate gain confidence and compete
4.4 Challenges Facing Implementation of Training at Mtibwa Sugar Company Limited
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Figure 4.1: Challenges Facing Implementation of Training Program

Source: Field Survey, (2022)

Descriptive statistics were used to analyse the challenges Mtibwa Sugar Company Limited faced due to training. Significant obstacles to the successful implementation of training in the research region were found to be five different elements. Inadequate training programs, a lack of employee engagement and management support, exorbitant training expenditures, and a poor return on investment are a few.
4.5.1 Inadequate Training Programs prepared by the company
A training program aids workers in their present responsibilities by helping them learn specialised information or abilities. Figure 4.1 demonstrates that 18% of respondents thought training programs were insufficient. The firm only provides a small number of training programs and manages them. Workplace safety and labour regulations, for example, are among the required courses for workers under labour laws. High-level executives get the most of the training, whereas lower-level employees receive no training.
4.5.2 Lack of Employee Interest 
Even while employee interests might vary greatly, they often revolve around treating employers fairly, pursuing one's career goals, and managing labour organisation demands in light of requests from outside the working organisation. As shown in Figure 4.1, 29% of respondents mentioned that employees showed little interest throughout the execution of training programs. According to Samwel (2018), employees don't recognise the benefits of training courses for their success. If they think the material will be dull or of little use, other workers may leave sessions early or skip the lessons altogether.
4.5.3 Lack of Management Support 

The findings in figure 4.1 1it have shown that 18% of the respondents mentioned poor management support as a challenge that hinders the provision of training to workers in the Mtibwa sugar factory. Management support determines the link between potential success and failure in the development and implementation. Usually, management is responsible for ensuring that its employees receive regular training to increase their skills and keep up with the speed of the world's competitive market. The findings are supported by Ngassa (2020), who also found that poor management support hinders the training program's provision to employees.
4.5.4 Excessive Costs of Training 

The expense of training covers the time spent on each course or conference module and the actual materials produced or utilised for training. Since a person always takes time away from work for training, the total is determined. Figure 4.1's findings demonstrate that 21% of respondents said high training expenditures impact how well training is implemented. Providing training to employees always takes a lot of money to conduct training or send employees to training. It has been a challenge in the training program development. The finding is in line with Elnaga & Imran (2013), who also found that the cost of conducting training programs is a significant barrier to providing training to employees. 
4.5.4 Organisational Culture 

Findings presented in Figure 4.1 shows that 13% of the respondent stated that Mtibwa Sugar Company Limited's organisational culture hinders the employees' implementation of the training. Most of the employees at the company are working on factory and farm operations, and the organisation believes their work does not need too much training. Nikpour, (2017) asserted that the training program's provision to employees highly depends on the organisation's culture.
CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Introductions
The chapter presents a summary of the findings, the conclusion of the study, and the study recommendations.
5.2 Summary of the Findings

This study was conducted with the main objective of examining the effect of the training program on the firm's Performance, taking Mtibwa Sugar Company Limited as a case study. The study was guided by three specific objectives, which were; to examine the techniques used by Mtibwa Sugar Company Limited to provide training to its employees; to know the effect of the training and development on the firm's Performance, and finally, to examine the challenges that hinder the implementation of the training and development program for the employees of Mtibwa Sugar Company Limited. A sample size of 100 respondents was used to represent all employees, while simple random and purposive samplings were used. 
The data was collected through a questionnaire and analysed through SPSS version 24. The following is the summary of the findings; The research sought to discover the method utilised by the private sector to train workers. The survey results showed that Mtibwa Sugar Company Limited evaluates training requirements, a strategy for a training program, implementation of the training, and evaluation of the training to deliver training to its workers. The research also sought to determine how training initiatives affected workers' Performance. According to the study, the training program impacts skill development, employee learning, and self-direction. Not just that, but also the attitude, conduct, and delegating of employees. Together, these factors gauge an employee's growth, which affects how well they perform at work.

Finally, the study highlighted five significant roadblocks to the efficient implementation of training in the research field. These include the firm's inadequate training programs, the lack of employee interest, management support, the high cost of training, and the culture of the business.
5.3 Conclusion 
In light of the above summary, the study concluded that training need assessment, developing training, implementing a training program, and evaluating the program were the techniques utilised by the organisation to train workers. The research also found that the training program impacted how healthy workers performed regarding their capacity to acquire new skills, their ability to be self-directed, their attitude and conduct, and their ability to delegate. The barriers to adopting employee training and development include training programs, a lack of employee engagement, management support, a high cost of training, and the corporate culture.
5.4 Recommendation 

Based on the findings, this study draws the following recommendation\

i. A continuous evaluation of the training programs is required to assess the influence on employee performance inside the organisation. It is advised that external auditors examine to provide more uniformity and transparency to assessment results. 
ii. The corporate culture of training departments should value and supports knowledge exchange. It could be provided by staff/training supervisors meeting with their employees weekly or monthly to talk about their worries and challenges in solving issues. They might register and inform other staff members of the fixes for these issues. 
iii. Encourage a collaborative work atmosphere where administrative barriers between workers are eliminated. This fosters a culture where achievement, hard effort, and originality are valued more than employee seniority or status. It is important to assess employees' and management's training requirements thoroughly. 
iv. It is crucial to identify participative needs to address the requirements of both employees and employers. The evaluation would provide performance standards for employees. Create training guidelines that will aid CEOs in improving their approach to relationship-building and human resource management.

5.5 Area for the Further Study
The effect of training on employee performance is the explicit emphasis of this study. Further research is advised to determine how training programs might be strategically created and aligned with corporate objectives to attain the required Performance since the strategy and policies were not recorded.
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APPENDICES

Appendix I: Questionnaire  

Instructions: The purpose of this study is to examine the impact of employee training on firm performance of manufacturing industries in Tanzania; a case of Mtibwa Sugar Company. Please answer all questions to the best of your ability. There is no right or wrong answer. What matters is your personal opinion. The survey should take approximately 15 minutes. Please rate the extent to which you agree with each statement below by placing a tick or circle around the numeric value corresponding to your personal opinion on one option for each statement. This study is strictly for academic research and confidentiality shall be observed.   

SECTION A: INTRODUCTION INFORMATION 

1. What is sex of respondents

1. Male [       ]

2. Female [      ] 

2. How long have you being working in banking industry? 

1. 1-5 years       [          ] 

2. 6 – 10 years [     ] 

3. 11 – 15 years [      ] 

4.   Above 15 years [         ]

3. What is the level of your education status? 

1. Secondary [    ]

2. Certificate  [     ]

3. Diploma [     ] 

4.  Bachelor degree [      ]

5.  Masters   [       ]

6. Others please mention.............

7. Identify Techniques Used To Provide Training To Employees

8. What are the challenges facing implementation of training at Mtibwa Sugar Company Limited

9. On a scale of 1 to 5, indicate the extent to which you agree with the following statements about the influence of the training program to the employee performance
Key: 5-Strongly Agree 4-Agree 3-Not Sure 2-Disagree 1-Strongly Disagree

	Statement
	1
	2
	3
	4
	5

	The availability of training programs affects an employee's skill growth by raising their skill inventory level.
	
	
	
	
	

	The availability of the training encouraged workers' learning by enabling them to gain information via curiosity.
	
	
	
	
	

	The availability of training programs has increased employees' desire to learn, therefore Self-Directed learning
	
	
	
	
	

	The availability of training has assisted workers in learning new skills, which has enhanced their attitudes and actions.
	
	
	
	
	

	The availability of training has aided managers in giving workers responsibility for completing tasks, and workers will focus on tasks that are easier for them to do.
	
	
	
	
	


TRAINING AND DEVELOPMENT


Skills Growth


Employee Learning


Self-directed


Employees Attitude and Behavior’s


Commitment/Delegation 





FIRM PERFORMANCE





Performance








