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[bookmark: _Toc143197128]ABSTRACT
The general objective of this study was to assess the impacts of training and development on employee performance in the local government case of the Magu district council. This study employed the human capital theory and a case study design was used the targeted population is 600 employees working from different departments and the sample size of this study was 86 respondents. In this study, data obtained through both primary and secondary Data was analyzed using Statistical Package for Social Science (SPSS), this method was used to analyze data from quantitative research. In this study, quantitative data collected from the field were presented using tables, frequencies and percentages. Thus, the overall results of this study indicate that employees who have soft and hard skills are likely to perform, unlike an employee who has no skills. From the findings of this study, it is shown that skill development of any sort has effects on employee performance. This study established that training and development programs help employees of the organization to have a good attitude towards their employment. It also helps employees to have the proper behaviours required by the institution in undertaking certain roles. Also, it was established that training and development encourage employee knowledge since the workplace is full of new developments day by day hence through training and development employee knowledge is enhanced. The study also concludes that procedures and methods for knowledge management on job performance and satisfaction. Job happiness is significantly impacted by information sharing, knowledge retention, codification, and customization strategies. Managers are recommended to use knowledge management initiatives in their business to boost knowledge worker productivity and workplace morale. Lastly, the findings of this study demonstrated a statistically significant connection between employee skills and performance. This study recommends more provision of training and development to the employees since the tasks of bringing development to the citizens require higher commitment, higher capacity and various problem-solving techniques hence more training and development is highly recommended. Also, the study recommends changes like training and development given to reflect the real-world problem that citizen faces such as the adoption of technological development in service provision. Also, it was recommended that employees who received training and development programs must demonstrate the skills, and knowledge received from the respective training while ensuring that they improve their attitudes towards their employment and ensure that they conduct themselves in good behaviour when providing service to citizens in their localities. 
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[bookmark: _Toc128912300][bookmark: _Toc143197132]CHAPTER ONE

1.0 [bookmark: _Toc128912301][bookmark: _Toc143197133]INTRODUCTION

[bookmark: _Toc128912303][bookmark: _Toc143197134]1.1   Background of the Study
Training and development refer to the continued efforts of an institution to boost the performance of its employees (Mwenda, 2018). Institutions aim to train and develop employees by using an array of education methods and programs (Rebeca, 2020). Even though the terms training and development are used interchangeably, there is a couple of difference between the two concepts (Shuibin, et, al 2020). The difference is related to the scope of their application, training program comes with very precise and measured goals such as learning how to perform a particular procedure with accuracy and how to operate a piece of machinery (Abu and Constantinovits, 2021). 

Universally training and development for employees have become important as economies continue with major shifts and adaptation to changing work environments (Abu Daqar and Constantinovits, 2021). Recently the organizational ability to effectively train develop up skill its employees is considered essential to maintaining a competitive advantage (Al-Omari, et al 2020). Those organizations that cannot, or will not invest in employee training and development will become stepping stones to success for those who commit to effective employee training and development programs (Bhatti, et al 2021). In developed countries where there is the development of technology and other organization systems which are regularly used, improved capability, skills and knowledge of the gifted workforces are needed to enhance a critical source of competitive advantages thus training and development have been employed to very important aspect to organizational and its effectiveness (Zemburuka, and Dangarembizi, 2020). Despite various attempts to equip employees with various required knowledge, skills and abilities to the employees, the incredible performance of employees has not been fully realized because most of the organization has failed to have a customer satisfaction strategy, manage capital and ensure brand awareness (Mohammed and May 2022). 

In Tanzania, various studies have shown that even though organizations have been implementing employee training and development still it has been hard to realize business performance outcomes through increased productivity (Mwenda, 2018). There are inadequate management skills among managers and heads of departments, tremendous increase in production costs, low profitability and poor employee morale leading to poor (Rebeca, 2020). Therefore, it is important to conduct this research to assess specific determinants of employee training and development programs and their significance to employee performance. 

Training and development programs are one of the basic and important activities in public institutions which desire to achieve their goals and objectives and better performance of individual employees. Training and development program implementation is said to motivate employees to work hard for the organization's concern. Magu districts fail to implement training programs according to what they have arranged in their strategic plan. Also, there has been considerably poor performance of employees ranging from late office attendance, the decline in employee morale as well inadequate services provision which causes chaos to the citizens and residents of Magu district. Therefore, it is important to research to assess the impacts of training and development on employee performance in the Magu district. 

[bookmark: _Toc128912304][bookmark: _Toc143197135]1.2  Statement of the Problem
[bookmark: _Hlk128923199]Employee training and development are very significant and they have been identified to enhance and improve working morale, and attitudes of the employees towards performance of work (Landa, 2018). According to research studies which have been conducted on the impacts of employee training and development in different parts of the world, it was revealed that Zemburuka, and Dangarembizi (2020) established a positive relationship between training and development with employee performance. 

The way the workforce interacts with other federal departments around the nation has improved as a result of improved employee performance, it has also been found. Additionally, training design, training needs assessment, training delivery style, and training evaluation, according to Mohammed and May (2022), have a considerable favourable impact on employees' performance. Employees struggle to perform Training and Development effectively and efficiently because they are not well-informed about a clearly defined training policy, according to Shuibin et al. (2020).  Also, the findings of these studies did not employ statistical analysis tests in determining the effects of training and development. Also, most of these studies failed to analyze the determinants of employee training and development and test them to show the direct relationship between variables (Mwenda, 2018; Rebeca, (2020). Therefore, this study is conducted to assess the impacts of employee training and development on the employee’s performance by assessing the employees' training and development model namely human capital development and employing its determinants in determining the existing relationship between aspects of the theory and their effects on employee performance. 

[bookmark: _Toc128912305][bookmark: _Toc143197136]1.3   Research Objectives
This study is guided by both general and specific objectives described as follows; 

[bookmark: _Toc128912306][bookmark: _Toc143197137]1.3.1   General Objective
The general objective of this study was to assess the impacts of training and development on employee performance in the local government case of the Magu district council. 

[bookmark: _Toc128912307][bookmark: _Toc143197138]1.3.2   Specific Objectives
This study was conducted to address the following specific objectives 

i. To examine the effect of attitude on employee performance in the Magu District Council.
ii. To assess the roles of employees’ behaviour on employee performance in the Magu District council.
iii. To assess the effects of employees’ knowledge on employee performance in the Magu district.
iv. To find out the effects of employee skills on the employees’ performance in the Magu district council.

[bookmark: _Toc128912308][bookmark: _Toc143197139]1.4   Research Question
[bookmark: _Toc129789510][bookmark: _Toc131856025]This study aims to respond to the following research questions

[bookmark: _Toc143197140]1.4.1   General Research Question
[bookmark: _Toc129789512][bookmark: _Toc131855698][bookmark: _Toc131856027]What are the impacts of training and development on employee performance in the local government case of the Magu district council?

[bookmark: _Toc143197141]1.4.2   Specific Research Questions
This study, focused on major four specific objectives to meet the demand of this study as follows:- 
i. What are the effects of attitude on employee performance in the Magu District Council?
ii. What are the roles of employees’ behaviour on employee performance in the Magu District council? 
iii. What are the effects of employees’ knowledge on employee performance in the Magu district council? 
iv. [bookmark: _Toc128912309]What are the effects of skills on the employee’s performance in the Magu district council? 

[bookmark: _Toc143197142]1.5   Significance of the Study
The findings of this study will assist the local government council administration to know the values which should be contained in their training and development programs. This will enhance the provision of training and development programs which are specifically centered on improving skills, knowledge, and employees’ attitudes towards their day-to-day duties and responsibilities. The study helps in the formulation of policies and regulatory framework for the presence of compulsory training and development programs which reflect the changing nature of employment and technology to enhance more performance of employees in the real world.  

[bookmark: _Toc128912310][bookmark: _Toc143197143]1.6   Scope and Limitation of the Study
The scope of this study was on the impacts of the training and development of employee performance in local government, the study was carried on in the Magu district involving employees within the Magu district council. The study was exposed to limitations such as access to the study area, availability of respondents and data collection process. Also, the study was limited to other factors such as finance and time as the most significance resources required to wards the accomplishment of any research study. 

[bookmark: _Toc143197144]1.7   Delimitation of the study
In addressing the presumed limitation of the study, the researcher employed different techniques such as obtaining a research clearance letter which was addressed to the area where this study was conducted. Also, the researcher communicated the purpose of conducting this study so that the intended respondents and participants could be aware of it and feel free to participate without hesitations. Lastly, the researcher ensures observance of the research schedule of activities to meet the intended time frame and in case of financial challenges the researcher sough and obtain financial assistance from colleague and even family members to facilitate the timely completion of this study.

[bookmark: _Toc128912311][bookmark: _Toc143197145][bookmark: _Toc128912312]1.8   Organization of the Study
This study is organized into five chapters namely chapter one, chapter two and chapter three. Chapter One is comprised of the background to the problem, the statement of the problem, the research objectives, the research questions, the significance of the study and the scope of the study as well as the limitations and delimitation of the study. Chapter Two presents the literature review whereby different aspects such as conceptual definitions, theoretical framework, empirical literature review, research gap and conceptual framework are examined. Chapter Three examines the methodology whereby aspects of the approach, research design, study area, targeted population, sample size, sampling techniques, data collection, data analysis as well as validity, reliability as well and ethical considerations. Chapter Four deals with the research findings, presentation and discussion. Chapter five deals with a summary of findings, conclusion, recommendations as well as areas for further research. 










[bookmark: _Toc128912313][bookmark: _Toc143197146]CHAPTER TWO
2.0 [bookmark: _Toc128912314][bookmark: _Toc143197147]LITERATURE REVIEW

[bookmark: _Toc128912315][bookmark: _Toc143197148]2.1 Introduction
This chapter presents the literature review about the impacts of training and development on employee performance in the local government. The chapter presents aspects such as conceptual definitions, theoretical framework, empirical literature reviews, the research gap and conceptual framework as discussed in detail in the following subsections below. 

[bookmark: _Toc128912316][bookmark: _Toc143197149]2.2   Conceptual Definitions
[bookmark: _Toc128912317][bookmark: _Toc143197150]2.2.1 Training and development
These are educational activities within an organization that are designed to improve the job performance of an individual or group (Bell, et, al., 2017). This program typically involves advancing a worker’s knowledge and skill sets and instilling greater motivation to enhance job performance (Aguinis, et al., 2012). 

[bookmark: _Toc128912318][bookmark: _Toc143197151]2.2.2 Employee Performance
[bookmark: _Toc128912319]Employee performance signifies the efficiency level as well as productivity of individuals leading towards organizational goal attainment as the result of their positive contribution which ultimately results in the overall performance of the organization ((Mohammed & May 2022). 


[bookmark: _Toc143197152]2.2.3 Employee Attitude
It is a positive or negative display of motivation an employee shows. It can be displayed toward individual job duties, products or services, co-workers or management or the organization as a whole in the workplace (Sumona & Haider, 2020). 

[bookmark: _Toc128912320][bookmark: _Toc143197153]2.2.4 Employees Knowledge
This is an invisible lifeline in the organization, it is the familiarity experience, techniques, awareness and ability to problem solve that all effective employee possesses (Ayoubi et, al 2018). Employees should knowledge make it possible to optimize what a company knows and understands about its employees to provide them with personalized support (Nurrachman, et, al. 2019). 

[bookmark: _Toc128912321][bookmark: _Toc143197154]2.2.5 Employees Behaviours
[bookmark: _Toc128912322]This is the employee’s reaction to a particular situation at the workplace (Kumar, et, al, 2021). It is how an employee responds to specific circumstances or situations in the workplace. An employee needs to behave sensibly in the workplace not only to gain appreciation and respect from others but also to maintain a healthy work culture (Lutz, 2021). 

[bookmark: _Toc143197155]2.2.6 Employee Skills
These are transferable abilities needed by an individual to make them employable (Khemissi and Jouili 2021). Along with good technical understanding and subject knowledge, employers often outline a set of skills that they want from an employee. They are personal qualities and values that enable an employee to thrive in any workplace (Rosli et, al. 2018).

[bookmark: _Toc143197156]2.3 Theoretical Literature Review
[bookmark: _Toc131855715][bookmark: _Toc128912325]This section reviews studies which correspond to the assumptions adopted by the researcher. It reviews the literature about the research objective to show what other scholars have articulated about the research objectives formulated by the researcher. By using such aspects, the researcher expanded the knowledge and understanding of this study: and created a good room for the researcher to make this study since was aware of it. Furthermore, as presented in the subparts that follow.

[bookmark: _Toc143197157]2.3.1 Effects of Attitude on the Employee Performance
Sumona & Haider (2020) performed research with particular regard to the iron and steel sectors on employee attitude at work and its association with organizational results. In this investigation, significant employee attitude rates were found. The goal of the current study is to determine what role employers' work attitudes have in determining how committed they are to the organisation. The knowledge of the effects of employee attitudes on organizational performance was evaluated by Ogilo et al. in 2020. The employee attitude measure utilised in the study was shown to have a positive substantial influence on long-term growth and performance, as this may either boost the profitability, survival, and expansion of the organisation or cause the business to be liquidated. This indicates that attitude is responsible for performance.  
In this study by Gomathy, (2022) which examined the impacts of employees' attitudes towards their productivity jobs, it was shown that these attitudes affect the presence of innovation and creativity, which can gradually raise an organization's output. Employees who are satisfied with their work and workplace may be less inclined to quit for better opportunities, assisting organisations in reducing the productivity gap brought on by employee turnover. Employees with poor attitudes can eventually look for a better job to determine the organisation. All attitudes-related elements, according to Khan and Ghauri (2014), have a beneficial impact on employee performance. Employee performance is significantly impacted by motivation and job commitment. As a result, businesses should place a high value on their experienced staff and develop retention strategies that include competitive salaries, experience-based compensation, and experienced advancement. The organization's overall performance will improve as a result.  

[bookmark: _Toc128912326][bookmark: _Toc143197158]2.3.2 Roles of Employees’ Behaviour on the Employee Performance
Kumar, et, al (2021) indicated a favourable indirect influence of group members' higher rank mutability on employees' drive to innovate in their work practises. Finally, the study found that a focus on prevention results in a beneficial indirect effect on counterproductive conduct when performance is below expectations. According to the study, executives at all levels should be aware of how diverse reference groups both inside and outside the company pressure employees' cognition. To deal with such self-regulatory behaviour, certain measures and procedures (sensitivity training, yearly performance evaluation feedback) must be considered. 

Lutz, (2021) discovered several factors that contribute to the difficulty of achieving cohesive behaviour. The study also presents key findings about the influences of constant and variable personality characteristics, as well as environmental factors, on employee behaviour and real-world outcomes. Using an approach/avoidance model, Xu et al. (2021) evaluated the paradoxical impacts of performance pressure on employees' role behaviour. The findings demonstrate that the approach motive of self-objectification mediates the constructive indirect impact of motivation avoidance and indirect effects of performance pressure on workers' roles and behaviour. However, anxiety at work offers a reason to avoid it, which modulates the detrimental indirect impact of performance pressure on workers' in-role conduct.  

[bookmark: _Toc128912327][bookmark: _Toc143197159]2.3.3 Effects of Employees’ Knowledge on the Employee Performance
Ayoubi et, al (2018) revealed that knowledge management practises have a considerable and favourable influence on employees' job satisfaction and productivity. Job happiness is significantly impacted by information sharing, knowledge retention, codification, and customisation strategies. Managers are recommended to use knowledge management initiatives in their business to boost knowledge worker productivity and workplace morale. Employee learning, employee knowledge, and employee happiness were shown by Chanin et al. in 2021 to be important variables for employee performance. Employee happiness was also significantly impacted by employee perks and inventiveness. employee performance also had a substantial impact on career advancement.   

Nurrachman, et al (2019) wanted to examine how information sharing affected PT performance. Indonesia TamaCoketat Knowledge giving and collecting is used to gauge employee performance, and employee performance variables include job quality, quantity, knowledge of work, collaboration, dependability, initiative and collecting, and personal quality. The findings of the study showed that information sharing significantly and favourably impacts employee performance. According to Maende (2021), organisational learning, knowledge mapping, knowledge culture, and competency management collectively have a greater impact on institutional performance than the individual effects of predictor variables on employee performance. 

[bookmark: _Toc128912328][bookmark: _Toc143197160]2.3.4 Effects of Skills on the Employee’s Performance
Khemissi and Jouili (2021) had a beneficial effect on worker motivation and performance. Motivation, career development, training, and experience are a few of the elements that have been accepted. These elements are already recognised to affect employee performance. This study's findings led to the conclusion that skill development of any sort affects employee retention and performance. Skills have a considerable positive and direct influence on how well the services are performed, according to Hanafi and Ibrahim (2018). The relationship between staff competency and service performance is not significantly mediated by customer experience. For greater performance in the services industry, employee skills are essential. To achieve good service delivery, managers must pay closer attention to staff skill sets. 

Rosli et, al (2018) increase the value of soft skills and employee training to companies and human resource managers. The study also emphasises how developing soft skills improves an employee's ability to accomplish their job. Employee soft skills thereby improve employee performance, which in turn improves organisational performance. The question of whether there is a meaningful connection between soft skills and income was investigated by Fratzeska and Nancy in 2021. According to the research findings of this study, employees' contextual performance is positively impacted by their capacity to solve problems, adapt, and communicate. Additionally, it was established that employees' salaries and problem-solving abilities are associated.   

[bookmark: _Toc143197161]2.3.5 Theoretical Framework
This study will be guided by the human capital theory 
This hypothesis is predicated on the idea that formal education is crucial and essential to raising a population's level of productivity. It assumes that investing in human capital will increase economic productivity. According to this view, participation in the new global economy is dependent on training and development. This idea emphasises how education raises the degree of cognitive stock of economically valuable human capacities, which is a result of intrinsic abilities and investments in people, boosting the productivity and efficiency of employees. Human capital encompasses qualities that employers appreciate, such as loyalty and punctuality, as well as resources like education, training, intellect, skills, and health.  Intangible qualities or assets are those that aren't (or can't be) stated on a company's website.  

Applied in the context of the organization, HC theory suggests that individuals who invest in education and training will increase their skills and be more productive than those with fewer skills and so can justify higher earnings as a result of their investments in human capital. Human resources constitute the ultimate basic wealth of nations. Capital and natural resources are passive factors of production, human beings are the active agencies who accumulate capital, exploit natural resources, build social, economic and political organizations and carry forward national development.

[bookmark: _Toc128912324][bookmark: _Toc143197162]2.4 Empirical Literature Review
[bookmark: _Toc131855722]The empirical literature review critically examines and analyses various research studies which have been conducted concerning similar areas of training and development on employee performance. The chapter tries to consider different views, ideas and perceptions of different researchers from different areas such as worldwide, in Africa and Tanzania. This section is paramount in developing the knowledge gap and providing a foundation for this current research.

[bookmark: _Toc143197163][bookmark: _Toc128912329]2.4.1 Empirical Literature Review World Wide
Younas, et al. (2018) investigated the effect of training and development on worker performance in the context of Pakistan's banking industry. According to study results, training and development both improve employee performance, and development results in improved employee performance. There is a connection between employee performance, growth, and training. All predictions have come true, demonstrating that training improves employee performance (H1). Training and development both have beneficial effects on employee performance (H3) and development results in improved employee performance (H2). Businesses that invest a lot of money in training and development see a modest increase in staff productivity.

Haifa and Malak (2021) In Saudi Arabia, research was done on how training and development affected workers' performance. The methodology used for this study was a quantitative research strategy. 50 respondents who work for corporations in Saudi Arabia's private sector made up the sample population for this study. A survey questionnaire was used to gather the information. According to the findings, 62% of respondents felt that training and development is a way to improve abilities and keep up a high level of performance at work. Additionally, the findings indicated that thorough training covering all job categories is necessary to improve the organization's overall performance. Additionally, the findings demonstrated that employees believed that training in technical and soft skills was equally vital for job success. Therefore, it can be stated that training improves employees' performance and enables them to grow their skills.

Sothy (2019) performed an investigation on the effects of development and training on worker performance, using a case study of a few private secondary schools in Phnom Penh, Cambodia. 74 participants in the study's sample were gathered. According to the study's findings, staff performance benefited from training and development, which allowed the school to keep its competitive edge while also boosting work satisfaction and lowering employee turnover. Training and development gave new hires the abilities and increased competence they needed to do their positions, which helped to boost production and encouraged succession planning that was in line with school goals. The study's main hypothesis was that there is a correlation between employee performance and training and development.

Karim, et, al (2019) evaluated how training and development affected employee performance. The study's goal is to determine how training and development affect employee performance. The study discovered that employees are aware of training, are motivated by training, and perform better as a result of training and development. The research recommended that all staff members should have their training and development dynamically followed and made mandatory and that the employer should provide all workers with mandatory training programmes to boost performance. The study concluded that ongoing training and development are necessary while also considering factors such as competition, market dynamics, customer happiness, and net promoter score.

Othayman et, al (2020) recognised the difficulties in delivering training and development in the Saudi Arabian setting. Saudi Arabia is a nation that is now undergoing development as a result of both local (such as Vision 2030) and international influences. The Saudi government is working to increase the quality of its human resources and give its young people, who make up a sizable portion of the population, the most chances possible through a process known as saudization. To do this, the government is making significant investments in the field of education and training. From the standpoint of difficulties facing the implementation of training and development programmes in Saudi Arabia, many conclusions have been summarised.

[bookmark: _Toc143197164]2.4.2 Empirical Literature Review in Africa
Zemburuka & Dangarembizi (2020) evaluated how Namibia Defence Force (NDF) employees performed at Okahandja after receiving training and development. To choose a sample of 100 employees from a population of 500, the study used a descriptive research approach. The association between training, development, and employee performance was established using correlation analysis. According to the study, staff training and development and NDF performance are positively correlated. Additionally, it showed that employee performance improved how the NDF personnel collaborated with other federal agencies around the nation. To prioritise its training and development (T&D) programmes based on the training budget and prevent haphazard cost-cutting, the NDF should undertake the following.

Mohammed & May (2022) in an academic institution with an emphasis on technology, looked into how training affected workers' performance. A cross-sectional survey was employed in this study's quantitative methodology to gather information from a sample group of administrative staff members at Bahir Dar University in Ethiopia. The findings demonstrate that training design, needs assessment, delivery method, and evaluation all significantly improve workers' performance. To improve the performance of administrative staff at Bahir Dar University, the study's final recommendation was that human resource management raise the quality and quantity of the training programme and correctly implement its four stages. 

Shuibin, et, al (2020) examined the respondents' demographics, key elements in resolving performance issues, non-Training and Development management practises that impact employee productivity, and suggestions for how Training and Development may be applied in the GES. To collect data from respondents, the researchers employed questionnaires as their instrument. The study did identify a gap, however, employees' lack of familiarity with a clearly defined training policy makes it challenging for GES to undertake training and development effectively and efficiently. The study consequently suggests that GES management and staff should have a well-defined training policy.

Ateya & Maende (2018) evaluated the creation of programmes for agriculture and livelihood in Kenya's Busia County. All 112 workers of PALWECO Busia County were the target group for the study, which used a descriptive research approach. Charts and tables were used to display the results. The results showed that employee performance was significantly impacted by training need assessments, training delivery strategies, and training evaluation. Employee training substantially explains up to 61.0% of the improvement in employee performance overall. It was suggested that PALWECO enhance their employee training programme following the current advances in education and technology to provide employee training using a pertinent strategy similar to employee characteristics.

[bookmark: _Toc143197165]2.4.3 Empirical Literature Review in Tanzania
Landa, (2018) studied how training affected workers' performance. Tanga Urban Water Supply and Sewerage Authority (Tanga UWASA) was chosen as the case study organisation. Stratified A sample of 71 respondents for the study was chosen using random sampling and purposeful sampling methods. According to the findings, Tanga UWASA sponsors several training courses, and its staff members are carefully chosen to enrol in them to gain knowledge and abilities. On the other hand, the study discovered that training had a big impact on worker performance. P 0.05 was used to determine the statistical significance of this association. The person will operate at a higher degree of efficiency the more training they receive. Training programmes helped Tanga UWASA gain a competitive edge over other water supply authorities by increasing production, efficiency, customer happiness, and all of the aforementioned factors.

Mwenda, (2018) used the Shinyanga municipal council as a case study in a research to evaluate the impact of employee training on the effectiveness of local government bodies in Tanzania. Seventy-four (74) questionnaires were delivered to respondents during the data-collecting process, which also included interviews. The study's findings indicate that most respondents are aware of the value of training in their ability to do their jobs. The timing of the training, however, is a concern since it depends on the funding available to the local government authority; this is one of the difficulties they confront while organising training events for their staff. The report therefore suggests that the Local Government Authorities have training programmes and strategies for training employees that they will be able to implement even when funds are low.

Rebeca, (2020) examined the effect of employee training on employee performance in Arusha Municipality. Purposive, probability and simple random sampling techniques were used to choose the sample of 80 respondents, and they completed the questionnaire, which was then evaluated by a public sector expert. The study found that training significantly affects workers' performance. This was demonstrated by respondents' strong favourable opinions of the link between training and work performance. In this study, training methodologies were also examined. Respondents chose short courses and seminars over forums and workshops for developing the trainees' capacity. To appropriately equip workers with high competence, the research advised that public organisations boost financial resources allocated to employees' short course training and seminars.

Gipson (2019) the NBC bank in Mwanza city as a case study to examine the effect of training and development (T&D) practises on organisational performance in the Tanzanian banking sector. 75 workers from three NBC bank branches in Mwanza city were interviewed for the study using a self-administered structured questionnaire. The survey also discovered that although employees receive on-the-job training in a variety of ways, they prefer mentoring, coaching, and job rotation since these techniques assist them in developing the knowledge and skills necessary to successfully do their particular daily activities. Employees reported that T & D programmes had enhanced their competencies and skills.

Khamis, (2019) studied how training affected employee performance in the context of the Zanzibar Social Security Fund. The findings showed that the ZSSF is committed to providing many types of training, including coaching training, orientation training, and work training. All of these actions were taken to give staff members the knowledge and abilities they need to perform the main responsibility of the ZSSF, which is to provide service to members (retirees) and those still employed. Additionally, the findings showed that occasionally the ZSSF has issues that interfere with the training timetable. These issues were a lack of money, a lack of time, and favouritism. Finally, the outcomes demonstrated that the training provided at the ZSSF has enhanced record-keeping and customer service.

[bookmark: _Toc143197166]2.5 Research Gap
[bookmark: _Toc128912330]From these studies, it was established that employee training and development are very significant and that they have been identified to enhance and improve working morale, and attitudes of the employees towards the performance of work (Landa, 2018). Mohammed and May (2022) found that training design, training needs assessment, training delivery style, and training evaluation all significantly improved workers' performance. Employees are not well-informed about a clearly defined training policy, which makes it challenging for GES to perform training and development effectively and efficiently, according to Shuibin et al. (2020). Despite the benefits of training and development, it became clear that the majority of this research was not carried out (Mohammed & May 2022). In the Magu district, their recommendations cannot be implemented reflecting the real situation of the Magu district. Therefore, this study is conducted to fill this gap by assessing the training and development on specific aspects such as employee behaviours, attitude, knowledge and skills on the performance of the employees.

[bookmark: _Toc143197167]2.6 Conceptual Framework
The conceptual framework is used to show the variables and the relationship which exists between them. A conceptual framework is an analytical tool with several variations and contexts. 






Independent Variables 
Employee Attitude  
· Personality 
· Perception 
· Motivation 


Employees’ behavior  
· Work pressure 
· Personal traits 
· Commitment 


	Dependent Variable
Employees’ knowledge  
· Quality of work 
· Quantity of work 
· Cooperation 

Employees’ Performance




Employees’ skills
· Hard skills 
· Soft skills 
· Skills transfer








[bookmark: _Toc143197106]Figure 2. 1 Conceptual Framework 
Source; Researcher (2023)

In the conceptual framework, there are two research variables namely independent variables and the dependent variable. The independent variables are such as employee attitude which is determined by Personality, Perception and Motivation. Another variable is Employees’ behavior which is determined by Work pressure, Personal traits and Commitment. Another variable is Employees’ knowledge which is determined by the Quality of work, Quantity of work and Cooperation and the last independent variable is Employees’ skills which is determined by Hard knowledge Soft knowledge and skills sharing. The dependent variable is employee performance; therefore, this conceptual framework presents the predetermined relationship between the independent and the dependent variables. 
[bookmark: _Toc128912331][bookmark: _Toc143197168]CHAPTER THREE
[bookmark: _Toc128912332][bookmark: _Toc143197169]3.0  RESEARCH METHODOLOGY

[bookmark: _Toc128912333][bookmark: _Toc143197170]3.1 Introduction
This chapter presents the methodology to be employed in conducting this study, methodology is made up of components such as the research approach, the research design and the area of study. Moreover, the chapter deals with the study population, the sample size and sampling techniques. Also, there are data collection methods, validity and reliability, data analysis as well as ethical considerations. 

[bookmark: _Toc128912335][bookmark: _Toc143197171]3.2 Research Design
Research design refers to the overall plan or strategy that a researcher develops to answer a specific research question or achieve particular research objectives. it outlines the structure and methods that were used to gather analyzed data to draw meaningful conclusions and make valid inferences. Different research designs are depending on the nature of the research objective that the researcher wants to achieve. This study employed a case study research design. A case study design involves an in-depth and detailed examination of a single individual, group, organization, event or phenomenon. Case study design are often used when the researcher wants to gain a comprehensive understanding of a particular subject within its real-life context. This design allows the researcher to explore issues, unique situations and contextual factors that may no bet be easily captured through other researcher designs. 

[bookmark: _Toc128912336][bookmark: _Toc143197172]3.3 Study Area
This study was conducted in the Magu District Council (MDC) located in Mwanza Region. This place has been selected because it has been implementing a five years strategic planning. Magu District Five Years Strategic Plan 2011/2012 – 2015/2016, 2016/2017 – 2019/2020 which among other goals was to empower the human resource to enhance better provision of services to the residents. One of the major moves taken to empower human resources was through the provision of training and development programs to the district council employees. Thus, it was important to assess the impacts of this training and development on the performance of the employees 

[bookmark: _Toc128912337][bookmark: _Toc143197173]3.4 Targeted Population
This is the specific group of individuals or subjects that the researcher aims to study and gather data from, to answer their research question or objectives. population is carefully chosen based on the research objectives and the characteristics that are relevant to the study. Normally selecting a population of the study is crucial for the validity and generalizability of research findings. Researchers often use various criteria to define and identity the targeted population such as familiarity with the study area. the population of Magu district is 416,133 (NBS, 2012). Also, the Magu district council supervises and manages more than 600 employees working from different departments and different designations, these employees have been receiving training and development. Thus, the targeted population of this study was 600 people from which the sample for this study was calculated. 


[bookmark: _Toc143197174]3.5   Sampling Design 
[bookmark: _Toc143197175]3.5.1 Research Sample 
Research sample means the number of individuals or units that are selected and included in a research study for data collection and analysis. The sample size represents a subset of the research population that the researcher is interested in studying. The size of the sample is an important consideration in research design as it can impact the reliability, validity and generalizability of the research findings. Proper selection of sample size involves a balance between obtaining enough data to make meaningful conclusions and managing the practical constraints of time, resources and feasibility.  


N = Population 
n = Sample Size 
e2 Precision Level 

n = 85.7 
Therefore, in this study, the sample size was 86 respondents 




[bookmark: _Toc143197093]Table 3. 1 Sample Size Determination
	Respondents
	F
	(%)
	Techniques of Selecting Sample 
	Method of Collecting Data 

	Head of the human resource
	1
	1.2
	Purposive sampling
	In-depth Interview

	Head of departments
	6
	7
	Purposive sampling
	In – Interview

	Staff members and other officials
	79
	91.8
	Convenient sampling technique
	Questionnaire

	Total 
	86
	100
	


Source; Researcher (2023) 

[bookmark: _Toc128912339][bookmark: _Toc143197176]3.5.2 Sampling Technique
This involves methods that were employed by the researcher in selecting a subset (Sample) of individuals or items from a larger population. the goal of sampling is to gather information about the entire population without having to study or analyze every single element within it. Proper sampling techniques are crucial for common for obtaining accurate and representative results. In this study, convenient sampling techniques and purposive sampling techniques were employed. 

[bookmark: _Toc128912340][bookmark: _Toc143197177]3.6.1 Convenient Sampling Technique
Convenient sampling is a non-probability sampling technique where the researcher selects a sample based on the ease of access and convenience. It’s a relatively straightforward method, but it can introduce bias into the sample size because it may not accurately represent the entire population. convenient sampling is often used when time, cost and resources are limited.  There were employees from various departments in the Magu District Council. The use of this technique helped the researcher to have only the respondents who were ready to appear and participate in the data collection process. Hence it allowed availability and accessibility to data which are valid and reliable. 

[bookmark: _Toc128912341][bookmark: _Toc143197178]3.6.2 Purposive Sampling Techniques
The purposive Sampling technique is a non-probability sampling technique used in research to select specific individuals or groups intentionally based on certain characteristics or qualities.  Purposive sampling technique to select respondents from the administration, head of the department and units available at Magu District Council. This method was used because management officials are responsible for ensuring the management of the work done by other employees and so they knew the value of training and development of employees to their job performance. Through purposive sampling, the researcher could select respondents' heads of departments and the heads of the Human resources office believed to have special insights in matters related to employee training and development and employee performance. 

[bookmark: _Toc143197179]3.6 Methods of Data Collection 
[bookmark: _Toc128912343][bookmark: _Toc143197180]3.6.1 Primary Data
Primary data are original data which were directly obtained from the field, these data are collected from the targeted area of the study by providing questionnaires to the different individuals working in Magu District Council since they can provide fresh information which has the original character on the impacts of training and development to the performance of employees. For this study, primary data was collected through questionnaires and interviews which are clearly described in the following subsections. 

[bookmark: _Toc143197181]3.6.2 Secondary Data
These are existing data that have already been published in reports, books and the internet (Kothari, 2012). Secondary data for this study was obtained from human resource management reports and manuals which provide for different guiltiness about human resource management in district councils. Also, the researcher reviewed various studies related to the training and development of employees and made a comparison of the data which was obtained from other sources to derive a conclusion. 

[bookmark: _Toc143197182]3.7 Tools of Data Collection 
[bookmark: _Toc143197183]3.7.1 Data Collection Tools
This is a data collection technique in which each person is asked to respond to some set of questionnaires in a predetermined order. This method covers a wide range of areas and it responds in a short time, it minimizes costs and has no bias on both sides. This applied to the employees and workers of the Magu District Council. Questionnaires are normally employed to collect quantitative data. In this study, the researcher employed a Likert scale questionnaire which contains Five Ratings from 1 – 5 meaning Strongly disagree – strongly agree. In the data collection process questionnaire will be administered to 79 respondents. 


[bookmark: _Toc128912345][bookmark: _Toc143197184]3.7.2 In-depth Interview
The interview involves face-to-face communication between the researcher and the participants focusing on the subject matter. This involves the exchange of words where the researcher asks questions and the participants respond to them while the researcher takes a record of what has been responded to. The interview ensured higher reliability of the data collected from the participants because it involved interaction between the interviewee and interviewer. The interview was successful since the participant only responded to the researcher's questions. The interview in this study was semi-structured, and to make the process more fruitful, the researcher prepared interview guide questions. These questions allowed the researcher to learn more about the study and also provided space for the respondents to ask questions about the research questions, which helped to gather accurate data. As a result, 7 participants in this study heads of several departments as well as the human resource office were interviewed. 

[bookmark: _Toc143197185]3.8 Validity and Reliability of Data Collection Tools 
[bookmark: _Toc143197186]3.8.1 Validity of Data  
[bookmark: _Toc410241319][bookmark: _Toc463035020][bookmark: _Toc463035128][bookmark: _Toc505421332][bookmark: _Toc128912350]Validity is the extent to which findings from data analysis accurately reflect the phenomena being studied. Therefore, it concerns how precisely the study's data collection captured the study's variables.  The questionnaire was created and sent to the supervisors for cross-checking and evaluation of the dependence on the content to test the validity of the research tools. The pre-testing of the questionnaires through a pilot study revealed that they were good to go and did not require modification because the respondents who took part in the data collection procedure found them to be straightforward. The pilot study's feedback was used to ensure that the main study's goals were met. 

[bookmark: _Toc143197187]3.8.2 Reliability of Data 
According to Koul (2003), the capacity of a test to consistently provide the same findings when repeated measurements are done of the same subject under the same circumstances is referred to as the test's reliability. Reliability refers to the requirement that, at least in theory, a different study or the same study on a different occasion should be able to replicate the original piece of the study and achieve comparable evidence or results, with the similar or same study population. According to Kothari (2004), a reliability value of 0.7 or above qualified the instruments for use in the study. Finding out whether the data-gathering tools were practical was the goal of this.
[bookmark: _Toc143197094]Table 3.2 Reliability Test 
	Variables 
	No of Items
	Cronbach's Alpha

	EP
	5
	.885

	EA
	6
	.716

	EB
	6
	.780

	EK
	5
	.887

	ES
	7
	.768


Source; Field Data (2023)

According to Table 3.2, the results show that the value of Cronbach’s Alpha coefficient was .885. This value is ≥ 0.7 as the acceptable value of reliability. Therefore, since the value obtained on reliability tests is higher the researcher could proceed to other statistical analyses of data. Reliability allows to study of the properties of measurement scales and the items that compose the scale hence helps to avoid further analysis (Malhotra, 2009). 

[bookmark: _Toc143197188]3.9 Data Analysis Strategy 
Kombo and Tromp (2006) claim that the analysis of data entails the computation of indices and measurements to establish the reliability of the data and then make any conclusions clear. In the sense that the subject is investigated utilising a variety of ways, it is an exercise in integrating several methodologies. It should be emphasised that investigating the same issue utilising several methodologies complements one another and leads to a deeper understanding of the issues at hand, as argued by (Burgess, 2004). Statistical Package for Social Science (SPSS) was used to analyse the data, and it was utilised to analyse data from quantitative research. In this study, tables, frequencies, and percentages were used to show quantitative data that had been gathered from the field. for analysing numerical data.

Y = a + B1X1 + B2X2 + B3X3 + ɛ ………………………eq1
EP = a + B1EA+ B2EB + B3EK+ B4ES+ ɛ ………………………eq1
Whereby;
EP 	=	Employee Performance 
EA 	=	Employees Attitude 
EB	=	Employees Behavior 
EK	=	Employees Knowledge 
ES	=	Employees Skills 
Y 	=	Dependent variable 
a 	=	Constant 
ɛ 	=	Error term 

[bookmark: _Toc143197189]3.10  Ethical Considerations 
 Research ethics refers to the moral principles and guidelines that govern the conduct of research involving human subjects, animals and the environment. It ensures that researcher uphold a high stand of in standard of integrity and responsibility in their work, prioritize the wellbeing and rights and subjects and maintain the credibility and validity of scientific findings. In conducting this research, the researcher observed ethical considerations such as integrity since the researcher observed all requirements of obtaining permission for data collection and also the researcher obtained respondents informed consent. Moreover, the researcher ensured the privacy and confidentiality of the information and those who provided it. Ethical considerations are crucial in every stage of the research process from data collection, analysis, and interpretation of findings. Thus, adhering to research ethics ensures that research contributes positively to society while upholding the dignity and rights of all involved parties. 




[bookmark: _Toc143197190]CHAPTER FOUR

[bookmark: _Toc143197191]4.0   FINDINGS AND DISCUSSIONS

[bookmark: _Toc143197192]4.1 Chapter Overview
[bookmark: _Hlk128917547]In this study, data was collected through a Likert scale questionnaire administered to 100 respondents who are employees from various departments of the district council. In conducting this study, a quantitative technique whereby aspects such as descriptive statistics, inferential statistics and multiple regression analysis were performed. Furthermore, this study was guided by human capital development theory. First, the response rate, then demographic characteristics and lastly findings based on the research objective and lastly the researcher examined the relationship between research variables. 

[bookmark: _Toc143197193]4.2 Response Rate 
This is the proportion of people who took part in a study versus those who were approached to do so. Converse et al. (2008) make the case that the survey response rate should be determined by dividing the number of returned questionnaires by the entire sample that was first delivered to the survey. The response rate for this study was 99% because the researcher initially supplied 79 questionnaires to the respondents but only 75 were successfully received while correctly filled. Therefore, data analysis was conducted based on 80 respondents. 


[bookmark: _Toc143197194]4.2 Demographic Characteristics of The Respondents
These are a set of characteristics or qualities that respondents who filled out questionnaires possess. In this study, social economic characteristics factors considered were age, gender, education level and occupation and working experience as shown in Table 4.1.

[bookmark: _Toc143197095]Table 4.1 Demographic Characteristics of the Respondents
	[bookmark: _Hlk138754228]Characteristics 
	Category
	Frequency
	%

	Gender 
	Males
	49
	65.3

	
	Females
	26
	34.7

	
	
	
	

	Age 
	20 to 30
	25
	33.3

	
	31 to 40
	23
	30.7

	
	41 to 50
	15
	20.0

	
	51+
	12
	16.0

	
	
	
	

	Education Level
	Master’s Degree
	6
	8.0

	
	Bachelor Degree
	24
	32.0

	
	Diploma
	25
	33.3

	
	Certificate
	14
	18.7

	
	Technical Education
	6
	8.0

	
	
	
	

	Occupation 
	Office Attendant
	11
	14.7

	
	Education Department
	13
	17.3

	
	Health Department
	9
	12.0

	
	Community Development
	28
	37.3

	
	Agriculture
	9
	12.0

	
	Others
	5
	6.7

	
	
	
	

	Respondents Experience 
	1 - 5 Years
	25
	33.3

	
	6 - 10 years
	27
	36

	
	11+ Years
	23
	30.7


Source; Field Data (2023)

Table 4.1 revealed the following finding, on the gender of the respondents it was revealed that of 75 respondents who participated in this study 65.3% were male while 34.7% were female respondents. Despite the difference in the participation level, the research managed to avoid bias among the respondents during the data collection process. 

Table 4.1 also shows that 33.3% of them aged between 20 – 30 years, also 30.7% of them aged between 31 – 40 years. On the other hand, 20.0% of them were aged 41 – 50 years while only 16.0% of them were aged 51 years and above. The overall results in this area show that respondents in the age range of 31 to 40 years effectively participated. The age level depicts the maturity level of the respondents which also helps to understand the nature of questions being asked by the researcher. 

Moreover, 8.0% had a master’s level of education, and 32.0% had a bachelor's degree. Also, it was revealed that 33.3% had a diploma level of education, while 18.7% had a certificate level, not only that but 8.0% of the respondents had technical education. Therefore, based on the level of education that the respondents have the highest level was a bachelor's degree. The level of education was assessed because it allows us to determine the level of understanding of the respondents who participated in this study. 

Also, it shows that 14.7% of the respondents are office attendants from different departments, also 17.3 % of them were officials from the education department, in the same vein 12.0% of the respondents were from the health department, while 37.3% of the respondents were from the community development, moreover, there were 12.0% of the respondents who were from agriculture department while 6.7% were from other occupations within Magu district council. Therefore, it can be established from this study there was the distribution of the respondents from different occupational categories to enable a good level of inclusion in the data collection process. 

Regarding the respondents' work history, it was discovered that out of the 75 respondents who took part in the study, 33.3% had experience working for the Magu district council for one to five years, 36% had experience working there for six to ten years, and 30.7% had experience working there for eleven years or more. 

According to the study's conclusions based on the social demographic characteristics of the respondents (Table 4.1), the respondents were able to fall into different categories, have varying levels of education, work in various departments, and have varying levels of experience. This enabled the researcher to collect research data from the respondents with different levels of understanding about the effects of training and development programs on the performance of employees in the Magu district council. The value of social economic characteristics was also pinpointed by Creswell, (2012), who pinpointed that social – economic characteristics of the respondents help the researcher to determine the ability of the respondents to understand questions being asked by the researchers and the nature of the response provided. Also, it helps the researcher to ensure that the information collected for research purposes and valid and can be relied upon. 

[bookmark: _Toc143197195]4.3 Descriptive Statistics
[bookmark: _Toc143197196]4.3.1 Effects of Employee Attitude on Employee Performance
Enhancing employees' attitudes towards their jobs is the main goal of employee training and development programmes. Therefore, a Likert scale questionnaire with levels of evaluation such as 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = highly agree was used to determine the impact of attitude on the employee's performance. Descriptive statistics with Mean and Standard deviation were used to present the results, as shown in Table 4.2.

[bookmark: _Toc143197096]Table 4. 2 Descriptive Statistics for Employees' Attitude on Employee Performance 
	Employees Attitude
	Mean
	SD

	[bookmark: _Hlk138332889]Attitude encourages employee motivation
	3.77
	1.086

	It encourages employee work morale
	3.66
	1.326

	Attitude encourages employees to work under minimum supervision
	3.80
	1.136

	Employs can be self – regulated in task performance
	3.87
	1.054

	Observe the timely completion of tasks assigned
	3.77
	1.086

	The employee can provide high value to the work assigned
	3.97
	1.106

	It encourages a good flow of chain of command
	3.96
	1.368


Source; Field Data (2023)

The study's findings demonstrate that workers' attitudes help to motivate them, with a mean score of 3.77 and a standard deviation of 1.086. The average score for employees' attitudes that boost employee morale was 3.66, with a standard deviation of 1.326. With a mean of 3.80 and a standard deviation of 1.136, attitude encourages workers to work with less supervision. Employers have the ability to self-regulate how tasks are completed; the task has a mean of 3.87 and a standard deviation of 1.054. 
Employees' attitudes influence whether tasks are completed on time, with a mean of 3.77 and a standard deviation of 1.086; whether they can add value to the work they are assigned; and whether they promote good chain of command flow, with a mean of 3.96 and a standard deviation of 1.368. The standard deviation number over 1 in the overall means value indicates that it is near the mean, which is 3.83, and the overall standard deviation, which is 1.166. These findings show that the value standard deviation is larger, which means that it is closer to the mean value, according to the distribution of the answer throughout the sample size. 

In an interview with the administrative staff of the Magu District Council, it was highlighted that training and development assist workers in managing responsibilities either alone or in teams by depending on a deeper comprehension of procedures and clearly stated objectives.  

The participant was noted pinpointing the following;
“………Training and development aid government organisations in attracting and keeping top people, boosting morale and work satisfaction while boosting output and performance. Additionally, organisations with engaged, committed staff have decreased absence rates and improved performance. [Participant, A, 2023].

The findings obtained through interview suggests that training and development of employees enhance employee performance since it boosts productivity, reduce employee turnover and improve organizational culture. Moreover, training and development are important for employer and employers because they help in pursuing career development in human resources

[bookmark: _Toc143197197]4.3.2 Effects of Employee Behaviour on Employee Performance
Programmes for employee training and development are also offered to help employees behave better at work. Therefore, the Likert scale was used to assess the association between employee conduct and its five degrees of agreement: 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. According to Table 4.3, the data were reported using descriptive statistics with Mean and Standard Deviation.

[bookmark: _Toc143197097]Table 4.3 Descriptive Statistics for Employees' Behaviour on Employee Performance 
	Employees’ Behavior
	Mean
	SD

	[bookmark: _Hlk138406275]It encourages employers trust to the employees
	4.08
	1.318

	It encourages a high level of cooperation among employees
	3.80
	1.136

	It easily facilitates management practices in institutions
	3.87
	1.054

	It can facilitate team work for effective task performance
	3.77
	1.086

	It encourages the confidentiality of official information
	3.66
	1.326

	It increases employees’ level of productive
	3.65
	1.486

	It can assist the institution to increase its competitive advantage
	3.94
	1.359


Source; Field Data (2023)

[bookmark: _Hlk138406454]The impacts of employee conduct on performance are shown in Table 4.4, with a mean value of 4.08 and a standard deviation of 1.318. This table focuses on promoting employers' faith in the workers. Additionally, employee behaviour promotes a high degree of employee collaboration, with a Mean of 3.80 and a Standard Deviation of 1.136, while employee conduct that makes management practises in the institutions simple to implement has a Mean of 3.87 and a Standard Deviation of 1.054. Additionally, encouraging teamwork for efficient task execution was discovered to have a Mean of 3.77 and a Standard Deviation of 1. 086. Increasing staff productivity has a Mean value of 3.65 and a Standard Deviation Value of 1.486 while encouraging the secrecy of official information has a Mean value of 3.66 and a Standard Deviation Value of 1.326. It can help the institution improve its competitive advantage, which received a score of 3.94 and 1.359 standard deviations. According to the study's findings, the global mean was 3.82 and the global standard deviation was 1.25. This indicates that the sample size's response's response distribution was fairly near to the mean. In an interview with the administrative staff of the Magu District Council, it was highlighted that training and development assist workers in managing responsibilities either alone or in teams by depending on a deeper comprehension of procedures and clearly stated objectives. 
“……. Training and development programs improve employees' performance and equip team members with the tools they need to help an organization meet long-term and short-term goals. The courses given can include everything from human relations to safety, security, conflict resolutions, goal setting and adoption of technology…. [Participant B, 2023]. 
Based on the findings obtained through interviews it can established that the training and development program provides a host of benefits to the employees of Magu District Council. When an employee is introduced to certain training, his/her mind tends to be equipped with new knowledge, skills, attitudes and behaviours which are necessary for undertaking certain duties and responsibilities.
[bookmark: _Toc143197198]4.3.3 Effects of Employee’s Knowledge of Employee Performance
The study also established the association between employee performance and understanding of the job as a component of training and development programmes. A Likert scale questionnaire with five levels of ratings—1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree—was used to gather data on this feature. According to Table 4.4, the data were reported using descriptive statistics with means and standard deviation.

[bookmark: _Toc143197098]Table 4.4 Effects of Employee Knowledge on Employee Performance 
	Employees’ Knowledge
	Mean
	Std. D

	[bookmark: _Hlk138407166]Knowledge makes employees feel self-motivated
	3.77
	1.086

	Knowledge helps Employees to become flexible
	3.66
	1.326

	Accessibility and proper resource use
	3.65
	1.486

	It improves the ability to compose most basic tasks required
	3.94
	1.359

	Observation of procedures for task completion
	3.77
	1.086

	Knowledge is essential for employee retention
	3.66
	1.326

	Helps employees to always provide positive feedback
	3.65
	1.486


Source; Field Data (2023)
Table 4.5 showed that factors like knowledge, which has a mean of 3.77 and a standard deviation of 1.086, and flexibility, which has a mean of 3.66 and a standard deviation of 1.326, as well as accessibility to and proper resource use, also had mean values of 3.65 and a standard deviation of 1.486. Additionally, improving one's capacity to compose the majority of basic tasks required honed writing skills, which had a mean of 3.65 and a standard deviation of 1.4. With a mean of 3.66 and a standard deviation of 1.326, knowledge is crucial for employee retention, and with a mean of 3.65 and a standard deviation of 1.486, knowledge enables workers to constantly give positive feedback. Overall results demonstrate a mean of 3.72 and a standard deviation of 1.307, indicating a stronger correlation between the factors influencing employees' knowledge. 

In an interview with the administrative staff of the Magu District Council, it was highlighted that training and development assist workers in managing responsibilities either alone or in teams by depending on a deeper comprehension of procedures and clearly stated objectives. Employees will spend less time figuring out how to complete tasks since they are knowledgeable about the abilities needed for their position. 
The results obtained through interviews about employee attitude it was noted that; 
“……Employee attitude is one of the important of employee performance since it takes employees a positive attitude towards his/her job to perform it correctly. An employee's attitude is a good or negative indication of their level of motivation. ……….” [Participant C, 2023]

Based on the findings obtained through interviews it can established that the training and development program provides a host of benefits to the employees of Magu District Council. When an employee is introduced to certain training, his/her mind tends to be equipped with new knowledge, skills, attitudes and behaviours which are necessary for undertaking certain duties and responsibilities. The findings obtained through interview suggests that training and development of employees enhance employee performance since it boosts productivity, reduce employee turnover and improve organizational culture.
 
[bookmark: _Toc143197199]4.3.4 Effects of Employees' Skills on Employee Performance
Employees can acquire skills through training and development as well; hence, this study explores the connection between employee performance and skills. Data on this topic was gathered using a Likert scale questionnaire, which has five degrees of agreement: 1 for "Strongly Disagree," 2 for "Disagree," 3 for "Neutral," 4 for "Agree," and 5 for "Strongly Agree." According to Table 4.6, the data were reported using descriptive statistics. 

Table 4.6 Descriptive Statistics for Employers' Skills on Employee Performance 
	Employee Skills
	Mean
	Std. D

	[bookmark: _Hlk138407724]It helps the employees to find alternatives to do tasks
	3.77
	1.086

	It helps to avoid dependence on team work
	3.66
	1.326

	It encourages adoptability to the new working environment
	3.65
	1.486

	Skills build confidence hence improving performance
	3.94
	1.359

	It encourages resilience among employees
	3.77
	1.086

	Skills help in problem-solving in the institutions
	3.66
	1.326

	Skills assist employees in reaching better decision-making
	3.73
	1.207


Source; Field Data (2023)

[bookmark: _Toc143197200]4.4 Effect of Employee Training and Development on Employee Performance
The researcher looked at how the independent and dependent variables related to one another in this part. Employee performance (EP) is the dependent variable in this study; the independent factors were Employee Attitude (EA), Employee Behaviour (EB), Employee Knowledge (EK), and Employee Skills ES. To ascertain the impact of knowledge and growth on employee performance, the researcher used a multiple regression analysis; however, in this case, the multiple regression analysis assumption was used. The researcher used a parametric assumption to confirm the data by data screening and detecting outliers before sending the data to multiple regression analysis. 

In an interview with the administrative staff of the Magu District Council, it was highlighted that training and development assist workers in managing responsibilities either alone or in teams by depending on a deeper comprehension of procedures and clearly stated objectives. Employees will spend less time figuring out how to complete tasks since they are knowledgeable about the abilities needed for their position. 
About employees' knowledge participants opined as follows; 
“…….serving people at the local level also needs an employee who knows that respect; this is why government at the local level has been insisting on the provision of training and development because workers must know how to identify important information and be able to disseminate them to the social groups accordingly. Employees are given training and development to equip them with knowledge of handling various aspects at workplaces….” Participant C, 2023]. 

Based on the findings obtained through interviews it can established that the training and development program provides a host of benefits to the employees of Magu District Council. When an employee is introduced to certain training, his/her mind tends to be equipped with new knowledge, skills, attitudes and behaviours which are necessary for undertaking certain duties and responsibilities. The findings obtained through interview suggests that training and development of employees enhance employee performance since it boosts productivity, reduce employee turnover and improve organizational culture. Moreover, training and development are important for employer and employers because they help in pursuing career development in human resources. 

[bookmark: _Toc143197201]4.5 Parametric Assumptions
[bookmark: _Toc143197202]4.5.1 Data Screening
Data screening is the process of checking for missing values in the questionnaires before entering them into SPSS for further analysis. Questionnaires were doubled checked it was discovered that some questionnaire was returned but had errors and missing values. Therefore, the questionnaires with errors were eliminated and thus after that process, only 95 questionnaires satisfied the requirement for data analysis steps. 

[bookmark: _Toc143197203]4.5.2 Checking for Outliers
This is another important step which checks the values within a data set that vary greatly from the other. They can either be too large or too small hence they can result in distortions of data and estimation errors as a result can cause the values to be excessively larger or small and not significant. This process enables uncovering all cases with abnormal patterns. The results obtained through SPSS showed that that no item had an extreme value hence all the variables were retained for further analysis steps. 

[bookmark: _Toc143197204]4.5.3 Linearity Test
This is another step which aimed to check the linear distribution of data, this procedure had the intention to find whether data can portray a linear relationship between independent and dependent variables. since the study aimed to run multiple regression, it becomes very important to ensure that the data falls within the category of the equation of the starting line. To ensure that the study had to run a Pearson Correlation (r) Test the results obtained were presented in Table 4.5. 

[bookmark: _Toc143197099]Table 4. 5 Pearson Correlation (r)
	
	EP
	EA
	EB
	EK
	ES

	EP
	Pearson (r) 
	1
	
	
	
	

	
	Sig. (2-tailed)
	
	
	
	
	

	
	N
	95
	
	
	
	

	EA
	Pearson (r)
	005
	1
	
	
	

	
	Sig. (2-tailed)
	.883
	
	
	
	

	
	N
	95
	95
	
	
	

	EB
	Pearson (r)
	.076
	.930**
	1
	
	

	
	Sig. (2-tailed)
	.464
	.000
	
	
	

	
	N
	95
	95
	95
	
	

	EK
	Pearson (r)
	.033
	.650**
	.625**
	1
	

	
	Sig. (2-tailed)
	.750
	.000
	.000
	
	

	
	N
	95
	95
	95
	95
	

	ES
	Pearson (r)
	.021
	.444**
	.385**
	.245*
	1

	
	Sig. (2-tailed)
	.842
	.000
	.000
	.001
	

	
	N
	95
	95
	95
	95
	95


**. Correlation is significant at the 0.01 level (2-tailed).
Source; Field Data (2023)
[bookmark: _Hlk138333245][bookmark: _Hlk138406515][bookmark: _Hlk138407366][bookmark: _Hlk138408048]The total correlation results demonstrate that there was a statistically significant correlation between employee performance and training and development at.001, which indicates a link between the independent and dependent variables. More specifically Employee Attitude was found to have (r (95)> .8883, p < .005), since the p-values were .005 it means that there is a positive and significant relationship between employees’ attitude and employee performance. On the other hand, Employee Behaviour (EB) had (r (95) < .930, p >.000), since the p-value is less than .005 it means that there is a positive and significant relationship between employee behaviour and employee performance. Furthermore, the results show that Employee Knowledge (EK) has (r (95) < .625, p, > .000), this implies that there is a positive and significant relationship between employee knowledge and employee performance. Lastly, the results show that employee skills (ES) has (r (95) < .245, p, <.001), this also shows a statistically significant relationship between employee skill and employees’ performance.

[bookmark: _Toc143197205]4.5.4  Normality Test
This is a statistical aimed to determine if the data set is well-modelled and shows a normal distribution curve. this test suggests that if the data is not normally distributed it can lead to distortion of findings and difficulty to show the significance of factors. This test can be carried out using a normal distribution curve or by skewness and Kurtosis test. In this study, the researcher used the Skewness and Kurtosis tests to test the normality of data on all indicators in the questionnaire, the results were as presented in Table 4.6. 

[bookmark: _Toc143197100]Table 4.6 Normality Test
	
	N
	Min
	Max
	Mean
	Std. D
	Skewness
	Kurtosis

	
	Stat
	Stat
	Stat
	Stat
	Stat
	Stat
	Std. E
	Stat
	Std. E

	EP
	95
	1
	5
	3.80
	1.107
	-.650
	.247
	-.725
	.490

	EA
	95
	1
	5
	3.71
	1.336
	-.999
	.247
	-.245
	.490

	EB
	95
	1
	5
	3.64
	1.480
	-.807
	.247
	-.880
	.490

	EK
	95
	1
	5
	3.93
	1.362
	-1.102
	.247
	-.183
	.490

	ES
	95
	1
	5
	3.86
	1.268
	-1.111
	.247
	.099
	.490


Source; Field Data (2023)

Table 4.9 demonstrates that all variables had normal distributions since their statistical values fell within the permitted range (Skewness-kurtosis test 3.13). Normally it is recommended that skewness and kurtosis tests should be close to plus or minus 2 and 4 and for the minimum and maximum respectively. Hence it can be established that data was normally distributed and regression analysis could be performed. 

[bookmark: _Toc143197206]4.5.5 Homoscedasticity Tests
To allow for a wide range of consistency in the distribution of mistakes among variables, this test assumed that the independent variables all had an identical variance of errors. As shown in Figure 4.1, a scatter plot of the standardised residual was used in this work to determine if the homoscedasticity tests were met.  
[image: ]
[bookmark: _Toc143197107]Figure 4.1  :  Homoscedasticity Test 
Source; Field Data 

The scatter plot of the standardised residuals for the regression analysis was found to be along a straight line, satisfying the homoscedasticity test statistically. It is asserted that because parametric statistical tests are sensitive to any differences, homoscedasticity is a crucial presumption of these tests. Biassed and skewed test findings are the outcome of samples with uneven variation.  

[bookmark: _Toc143197207]4.5.6 Autocorrelation
This is a characteristic of data in which the correlation between values of the same variables is based on related objects. It measures the degree of correlation between the same variables between them. the best method of testing autocorrelation is the Durbin - Watson test. In this study SPSS was employed to determine Durbin - Watson and the results obtained are presented in Table 4.7 as follows. 
[bookmark: _Toc143197101]Table 4.7 Autocorrelation Test
	Model 
	R 
	Rsquare 
	Adjusted R Square 
	Std. Error of the Estimate 
	Durbin -Watson 

	1
	.750a
	.602
	.571
	.945
	2.115


a. Predictors: (Constant), ES, EA, EK, EB
b. Dependent Variable: EP
Source; Field Data (2023)

According to Table 4.9, the results show that the Durbin – Watson test of autocorrelation recorded 2.115 which suggests no autocorrelation problem. In other words, the assumptions of autocorrelation of residuals were not violated because normally autocorrelation results below 1.5 or above 2.5 rises a concern. Hence this test permitted the researcher to proceed with other regression analysis steps.  

[bookmark: _Toc143197208]4.5.7 Multicollinearity Test
This is intended to measure whether variables are uncorrelated, this test recommends low autocorrelation among the independent variables to allow a clear examination of the significant effect of each dependent variable predictor. Multicollinearity was examined by checking the VIF and Tolerance values and the results obtained were presented in Table 4.8. 

[bookmark: _Toc143197102]Table 4.8 Multicollinearity Test 
	Model
	Collinearity Statistics

	         (Constant)
	Tolerance
	VIF

	1
	EA
	.482
	2.075

	
	EB
	.545
	1.834

	
	EK
	.820
	1.219

	
	ES
	.995
	1.006


a. Dependent Variable: EP
Source; Field Data (2023)

According to Table 4.10, the VIF and Tolerance rate of the independent variables depicted low multicollinearity since their coefficients were within the acceptable ranges, this is shown by the presence of low IVF and High Tolerance rates, whereby VIF ranged between 0 and 10 while tolerance value ranged from 0 to 10.

[bookmark: _Toc143197209]4.6 Multiple Linear Regression Analysis
Multiple linear regression was conducted to answer the specific research objectives to confirm the most significant factor for employee performance. The framework proposed that the relationship existed between four independent variables namely Employee Attitude (EA), Employee Behaviour (EB), Employee Knowledge (EK) and Employee Skills ES, while the dependent variable is Employee performance (EP). In this study, three tables for regression results include (i) model summary, (ii) ANOVA and (iii) Coefficient presented as shown in Table 4.11, Table 12 and Table 4.13.

[bookmark: _Toc143197103]Table 4.9 Model Summaryb
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Sig. F Change

	1
	.750a
	.602
	.571
	.645
	.000


a. Predictors: (Constant), ES, EA, EK, EB
b. Dependent Variable: EP
Source; Field Data (2023)

Table 4.11, above shows the results of the four independent variables/predictors, namely ES, EA, EK, and EB which were regressed against one dependent variable namely Employees Performance (EP). The regression (R) value abbreviated as R is 750 with a standardized error estimate of 6.45. Furthermore, the model summary depicted an R square and an adjusted square of 602 and 571 respectively. These results mean that the regression model can be explained by four indicators by 60.2% adjusted to 5.71 which is significant at .000. 
[bookmark: _Toc143197104]Table 4.10 ANOVAa Test
	Model 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	34.814
	4
	8.703
	19.744
	.000b

	
	Residual
	80.386
	90
	.893
	
	

	
	Total
	115.200
	94
	
	
	


Source; Field Data (2023)

The second explanation of the regression results is referred to as ANOVA which is used to identify interaction effect between variables, between and within the groups; hence confirming further analysis. In this study, a one-way ANOVA test was performed to relate the mean perception of the respondents to the effects of training and development on employee performance. The F-test result was 19.74 which confirmed that the relationship existed between four independent variables and the dependent variable which was significant at .000. 

[bookmark: _Toc138758720][bookmark: _Toc143197105]Table 4.11 Regression Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.839
	.452
	
	4.069
	.000

	
	EA
	.292
	.105
	.353
	2.781
	.005

	
	EB
	.065
	.089
	.087
	.733
	.001

	
	EK
	.286
	.079
	.351
	3.614
	.000

	
	ES
	.311
	.077
	.331
	.057
	.003


a. Dependent Variable: EP
Source Field Data 2023

The summary of the coefficient table above can be recorded on the following equation for easy interpretation. 
Y = 1.839 + 0.292EA + 0.65ED + .286EK + 0.311ES ε. 
The regression equation shows that if other factors remain constant, each independent variable explains the dependent variable based on the values of the unstandardized Beta coefficient and Sign Value.  

[bookmark: _Toc143197210]4.7 Discussion of Major Findings 
This section discusses the key research results based on the examination of the study data and earlier findings presentation. To identify what the research findings give for each purpose and the link between the findings thus acquired and findings from other academics in comparable situations as described below, the discussion of important research findings is made based on the study objectives. 

[bookmark: _Toc143197211][bookmark: _Hlk138410149]4.7.1 Effect of Attitude on the Employee Performance
In this research objective, the researcher assessed the existing relationship between employees’ attitudes toward employee performance. The research findings obtained based on the descriptive statistic in Table 4.3 shows that employees’ attitude was determined by aspects such as attitude encourages employee motivation, encourages employee work morale attitude encourages employees to work under minimum supervision, employees can be self–regulated in task performance, observe timely completion of tasks assigned, the employee can provide high value to the work assigned, and also it encourages the good flow of chain of command. 

The overall means value is the value standard deviation is above 1 which shows that it is close to the Mean is 3.83 and the overall standard deviation is 1.166, which means that there was a clear distribution of the responses over the sample size, something which confirms the relationship between employees’ attitude and employee performance. Furthermore, the results obtained through correlation analysis (Table 4.8), show that the overall correlation results show that the relationship between independent and the dependent variables was .001, meaning that there was a statistically significant relationship between training and development or employee performance. More specifically Employee Attitude was found to have (r (95)> .8883, p < .005), since the p-values were .005 it means that there is a positive and significant relationship between employees’ attitude and employee performance. From the regression coefficient, it was depicted that EA (Beta = 0.353, p<.005) which means that with the 1 unit increase in Employee Attitude, employee’s performance increased by 29.2 which is statistically significant.

These results support those of Ogilo et al. (2020), who emphasise the importance of comprehending how employee attitudes affect organisational success. The employee attitude measure utilised in the study was shown to have a positive substantial influence on long-term growth and performance, as this may either boost the profitability, survival, and expansion of the organisation or cause the business to be liquidated. This shows that attitude is responsible for performance. In this study, it was found that workplace attitudes have an impact on the presence of innovation and creativity, which can result in a gradual increase in an organization's productivity. Additionally, Gomathy (2022) noted that employees' attitudes have effects on work productivity. Employees who are content with their employment and environment may not be very likely to turn out for other employment opportunities.

[bookmark: _Toc143197212]4.7.2 Roles of Employees’ Behaviour on the Employee Performance
Employee training and development programs are also provided to improve employee behaviours at working places. The results obtained through descriptive statistics (Table 4.4) show that employee behaviour is related to employee performance because it encourages employers' trust in the employees, encourages a high level of cooperation among employees, easily facilitates management practices in the institutions, can facilitate teamwork for effective task performance, moreover, it encourages confidentiality of official information, it increases employees’ level of productive and also it can assist the institution to increase its competitive advantage. The results of this study show that the overall mean was 3.82 and the overall standard deviation is 1.25. 

Based on the results obtained through correlation analysis (Table 4.7) it can be established that Employee Behaviour (EB) had (r (95) < .930, p >.000) since the p-value is less than .005 which means that there is a positive and significant relationship between employee behaviour and the employee performance. On the other hand, the results obtained through regression coefficients (Table 4.13) show that Employee Behaviour (EB) has (Beta .087, p> .001). the regression analysis also depicts that a 1 unit increase in Employee Behaviour leads to an increase in employees’ performance by .065. From the general findings of this study, it can be established that where employees have good behaviours it implies that their performance also increases in the organization. These findings are positively supported by Kumar, et, al (2021) revealed a positive indirect effect from employees’ higher status behaviour in the group towards innovative work behaviour through promotion focus motivation. 

At last, the study identified that performance lower than expected has a positive indirect impact on counterproductive behaviour via prevention focus. The study recommends that leaders at different levels should understand that various reference groups inside and outside the organization pressurize employees’ cognition. Therefore, certain steps and policies (sensitive training, annual performance appraisal feedback) must be taken into consideration to handle such self–regulatory behaviours. Lutz, (2021) study established several reasons why it is difficult to obtain a coherent behaviour. The study further reports on main insights about the effects of stable and variable personal traits, and situational conditions on employee behaviour and practical consequences. 

[bookmark: _Toc143197213]4.7.3 Effects of Employees’ Knowledge on the Employee Performance
This study determined the existing relationship between employee knowledge as a component of training and development programs on employee performance. The results obtained through descriptive statistics (Table 4.6) show that employees' knowledge as one component of training and development has an impact on the performance of employees because knowledge makes the employee feel self-motivated, knowledge helps employees to become flexible, knowledge ensures accessibility and proper resource use,  also it improves the ability to compose most basic tasks required, observation to procedures for task completion, knowledge is essential for employee retention while it also helps employees to always provide positive feedback. Furthermore, according to correlation analysis Table 4.7, the results show that employee Knowledge (EK) had (r (95) < .930, p >.000), since the p-value is less than .005 it means that there is a positive and significant relationship between employee behaviour and the employee performance. Meanwhile, through regression coefficients (Table 4.13), it was shown that Employee Behaviour (EB) has (Beta = .351, p> .000), also it can be established that the increase in employees’ knowledge leads to a .286 increase in employee performance. 

The findings of Ayoubi et al. (2018), which revealed that knowledge management procedures and techniques have a large and favourable influence on job satisfaction and work performance, are likewise consistent with our findings. Job happiness is significantly impacted by information sharing, knowledge retention, codification, and customisation strategies. Managers are recommended to use knowledge management initiatives in their business to boost knowledge worker productivity and workplace morale. Employee learning, employee knowledge, and employee pleasure were shown by Chanin et al. (202) to be important determinants of employee performance. Employee happiness was also significantly impacted by employee perks and inventiveness. employee performance also had a substantial impact on career advancement.
 
[bookmark: _Toc143197214]4.7.4 Effects of Employee Skills on the Employees’ Performance
The last objective of this study determine the relationship between skills and employees’ performance. The results obtained through descriptive statistics (Table 4.6) show that employees' skills help them employees to find an alternative to tasks, avoid dependence on teamwork, encourage adaptability to the new working environment, skills build confidence hence improve performance, encourage resilience among employees, skills help in problem-solving in the institutions and skills assists employees to reach better decision making. The findings of this study show that the determinants of the effects of employees’ skills are effective in assessing employee performance. Through correlations analysis (Table 4.7) results show that employee skills (ES) has (r (95) < .245, p, <.001), this also shows a statistically significant relationship between employee skill and employees’ performance. The results obtained through regression coefficients depict that Employee Skills (ES) had (Beta = .311, p>.003). 

Additionally, the results show that a 1-unit improvement in employee skills results in a.331% rise in employee performance. As a result, the overall results of this study indicate a considerable and favourable correlation between employee skills and performance. Khemissi and Jouili (2021), who concluded from this study that skills development of any sort has effects on employee performance and employee retention, provide strong support for these findings. The question of whether there is a meaningful connection between soft skills and income was investigated by Fratzeska and Nancy in 2021. The study's research findings showed that employees' contextual performance is positively impacted by their capacity to solve problems, adapt, and communicate. Additionally, it was established that employees' salaries and problem-solving abilities are associated.









[bookmark: _Toc143197215]CHAPTER FIVE

[bookmark: _Toc143197216]5.0   SUMMARY CONCLUSION AND RECOMMENDATIONS

[bookmark: _Toc143197217]5.1 Chapter Overview
This chapter summarizes research findings and offers a conclusion based on those findings, as well as recommendations and topics for more research, which are covered in the subsections below. 

[bookmark: _Toc143197218]5.2  Summary of the main Findings  
This subsection presents a summary of the major research findings based on the specific research objectives as follows. 

[bookmark: _Toc143197219]5.2.1  Effect of Attitude on the Employee Performance
The research findings obtained show that employees’ attitude encourages employee motivation, it encourages employee work morale attitude encourages employees to work under minimum supervision, employees can be self–regulated in task performance, observe timely completion of tasks assigned, the employee can provide high value to the work assigned, and also encourages the good flow of chain of command. Furthermore, the results obtained through correlation analysis and regression analysis, it was depicted employees’ attitude positively and significantly affects employee performance. Furthermore, it was noted that attitude is responsible for performance, as the employee attitude measure used in the study was found to have a positive significant effect on long-term growth and performance as this can increase profitability, and survival and lead to a gradual increase in the productivity of an organization.

[bookmark: _Toc143197220]5.2.2  Roles of Employees’ Behavior on the Employee Performance
The research findings obtained from this study generally provide that employee behaviours affect employee performance. This was established through descriptive statistics and multiple regression which both despite a positive and significant relationship between employee behaviour and employee performance. More specifically it was established that employee behaviour encourages the employer's trust in the employees, encourages a high level of cooperation among employees, easily facilitates management practices in the institutions, can facilitate teamwork for effective task performance, moreover, it encourages confidentiality of official information, increases employees’ level of productivity and also it can assist the institution to increase its competitive advantage. The findings obtained also depicted that employees’ higher status behaviour in the group towards innovative work behaviour through promotion focus motivation. The study further reports on main insights about the effects of stable and variable personal traits, and situational conditions on employee behaviour and practical consequences. 

[bookmark: _Toc143197221]5.2.3  Effects of Employees’ Knowledge on the Employee Performance
From the general research findings, it can be established that employees' knowledge truly affects employees performance because normally if a person knows it makes him/her makes the employee feel self-motivated, also knowledge helps employees to become flexible, and knowledge ensures accessibility and proper resource use,  also it improves the ability to compose most basic tasks required, observation to procedures for task completion, knowledge is essential for employee retention while it also helps employees to always provide positive feedback. More research findings depict that employee knowledge positively and significantly affects employee performance because knowledge enhances management processes and approaches which ultimately increase job satisfaction and work performance, the findings obtained also show that employee learning and employee knowledge encourage employee satisfaction which also increases.

[bookmark: _Toc143197222]5.2.4  Effects of Employee Skills on the Employees’ Performance
The research findings obtained in this study show that employees' skills help employees to find an alternative to tasks, help to avoid dependence on teamwork, encourage adaptability to the new working environment, skills build confidence hence improve performance, encourage resilience among employees, skills help in problem-solving in the institutions and skills assists employees to reach better decision making. The findings of this study show that the determinants of the effects of employees’ skills are effective in assessing employee performance, the research findings further show that skills development of any kind has impacts on employee performance since it increases problem-solving, adaptability and communication positively affects employee contextual performance. 

[bookmark: _Toc143197223]5.3  Implication of the Study 
Training and development are integral to human resources management the findings of this study have the following implications. 


[bookmark: _Toc143197224]5.3.1  Implication to the Administration
The findings of this study imply the administration of the Magu District Council to ensure effective and regular conduct of training and development programs for its employees since Training and development programs can help employees build strengths and address deficiencies identified in their performance reviews. These reviews often recommend knowledge or skill on which an employee should focus for improvement and training and development efforts can help the employee to meet that need. Training and development programs also can help employees discover areas in which they could use additional education opportunities and support. 

[bookmark: _Toc143197225]5.3.2  Implication to the Employees
Employees are the engine of any organization; hence their productivity is another area where the importance of training and development can be seen. Employees who take part in effective training and development programs work more efficiently. To evaluate the effectiveness of their employee development and training organizations can performance measures. 

[bookmark: _Toc143197226]5.4  Conclusion 
From the findings of this study it can be concluded that attitude supports employee motivation and work morale also supports employees working with little supervision, being self-reliant in their task performance, and completing tasks on time hence adding value to the work as well as supporting a smooth chain of command. The study concludes that employees' attitudes positively and significantly impact employee performance in the findings of correlation analysis and regression analysis. Also, it has a positive and significant impact on long-term performance as this has the potential to increase productivity. 

The findings of this study also concluded that employee behaviours positively and significantly correlated to employee performance and conduct. The study concludes that employee behaviour promotes employer trust in workers which then provides high levels of employee cooperation and easy facilitation of management practises in institutions. It further facilitates teamwork for efficient task assessment and promotes the confidentiality of official information. The study also concludes that employee behaviour boosts workers' productivity while helping with greater standing in the organisation tended to exhibit creative work behaviours through promotion focus motivation.

The study also concludes that procedures and methods for knowledge management on job performance and satisfaction. Job happiness is significantly impacted by information sharing, knowledge retention, codification, and customization strategies. Managers are recommended to use knowledge management initiatives in their business to boost knowledge worker productivity and workplace morale. It is also concluded that employee learning and employee knowledge increase employee performance. Employee knowledge skills were also significantly leading to increases in employee perks and inventiveness, the study concludes that employee skills also had a substantial impact on the career advancement of the respective employee. Thus, it can be established that the value of an employee’s knowledge directly affects the performance of the employee. 
Lastly, the findings of this study demonstrated a statistically significant connection between employee skills and performance. Thus, the overall results of this study indicate that employees who have soft and hard skills are likely to perform, unlike an employee who has no skills. From the findings of this study, it is shown that skill development of any sort has effects on employee performance. 

From the general research findings obtained through research-specific objectives, this study established that training and development programs help employees of the organization to have a good attitude towards their employment. It also helps employees to have the proper behaviours required by the institution in undertaking certain roles. Also, it was established that training and development encourage employee knowledge since the workplace is full of new developments day by day hence through training and development employee knowledge is enhanced. Also, the study affirms that training and development encourage the development of new skills both hard and soft which are needed by the employee to undertake certain roles as assigned by the management.  Therefore, it can be established that training and development have a positive and significant effect on the performance of employees. 

[bookmark: _Toc143197227]5.5  Recommendations
This study recommends the following; 
Magu District Council have realized the importance and the role of training and development program as it increases the organization’s staff efficiency, skill and productivity. Therefore, this study recommends more provision of training and development to the employees since the tasks of bringing development to the citizens require higher commitment, higher capacity and various problem-solving techniques hence more training and development is highly recommended.  

Furthermore, the study recommends changes like training and development given to reflect the real-world problem that citizen faces such as the adoption of technological development in service provision. This will enable the provision of more relevant training and development programs to cater for the needs of society. 

The findings of this study also recommend that employees who received training and development programs must demonstrate the skills, and knowledge received from the respective training while ensuring that they improve their attitudes towards their employment and ensure that they conduct themselves in good behaviour when providing service to citizens in their localities. 

[bookmark: _Toc143197228]5.6  Limitation and Delimitation of the Study 
The researcher managed to collect appropriate and compulsory information that answered the research questions. However, the findings were affected by some limitations. The study used questionnaires and interviews as the data collection methods. Some respondents did not answer all questions, this caused the researcher to miss important information because their questionnaires were rejected. 
In the interview method of collecting data some of the interviewees never wanted to be recorded, so the researcher had to take note of their responses something which consumed a lot of time. On the other hand, there were challenges such as financial constraints because the study was conducted in a rural area hence going to the field and returning would require financial facilitation. Also, this study was limited by time factor because data collection, data analysis and presentation of findings require much time so the researcher had to use day to night time and even weekends to make sure that every activity planned is accomplished within the prescribed timeframe. 

[bookmark: _Toc143197229]5.7  Suggested Area for Further Study 
After having conducted this study, the researcher recommends further study to be conducted in the following areas. Firstly, an analysis of the roles of the administration in the facilitation of the training and development programs for the employees in government authorities in Tanzania. This study will provide a detailed analysis of the position and roles that the administration has in ensuring the provision and implementation of the training and development program for the employees. 

Secondly, an assessment of the employee's perception towards training and development programs, this study will reflect on the training and development programs to the employee and obtain suggestions from them on how to improve training and development programs.  

Lastly, in examination of the challenges facing training and development programs, this study will assess the factors affecting the implementation of training and development programs. This study will create an understanding of how to improve training and development programs and ultimately ensure employee performance. 
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[bookmark: _Toc143197108]Appendix I   : Questionnaires to The Employees of Magu District Council
I am ANTHONY MAGESE, a student at the Open University of Tanzania, I am conducting a research study titled “Impacts of the Training and Development on the Employee’s Performance in the Local Government; A Case of Magu District Council” This study is conducted in partial fulfilment of the requirement of the degree of Master of Human Resource Management. This questionnaire intends to collect relevant data from the respondents who are ready to participate. Information collected will be used for academic purposes only and thus shall be treated with due confidentiality. Feel free to participate and in the event, you wish not to participate you can decline at any time.
Demographic Characteristics of the Respondents 
1. Gender of the Respondents 
a) Male 	[   ]
b) Female	[   ]
2. Age of the Respondents 
a) 20 – 30 	[   ]
b) 31 – 40 	[   ]
c) 41 – 50 	[   ]
d) 51+ 	[   ]
3. Education Level 
a) Master's degree		[   ]
b) Bachelor’s Degree		[   ]
c) Diploma 			[   ]
d) Certificate 			[   ]
e) Technical education 	[   ]
4. Occupation 
a) Office Attendant 		[   ]
b) Education Department	[   ]
c) Health Department 	[   ]
d) Community development [   ]
e) Agriculture 		[   ]
f) Others specify …………………………
5. Working Experience 
a) 1 – 5 years 	[   ]
b) 5 – 10 Years 	[   ]
c) 10 Years. 		[   ]
The Likert scale below contains a statement about the impacts of training and development on employee performance. Kindly respond to these statements by ticking on the level of agreement 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. 
	S/N 
	 Employees Attitude
	1
	2
	3
	4
	5

	ET1
	attitude encourages employee motivation 
	
	
	
	
	

	ET2
	It encourages employee work morale 
	
	
	
	
	

	ET3
	Attitude encourages employees to work under minimum supervision 
	
	
	
	
	

	ET4
	Employs can be self–regulated in task performance 
	
	
	
	
	

	ET5
	Observe the timely completion of tasks assigned 
	
	
	
	
	

	ET6
	The employee can provide high value to the work assigned 
	
	
	
	
	

	ET7
	It encourages a good flow of chain of command 
	
	
	
	
	

	
	Employees’ Behavior 
	
	
	
	
	

	EB1
	It encourages employers trust to the employees  
	
	
	
	
	

	EB2
	It encourages a high level of cooperation among employees 
	
	
	
	
	

	EB3
	It easily facilitates management practices in institutions 
	
	
	
	
	

	EB4
	It can facilitate teamwork for effective task performance 
	
	
	
	
	

	EB5
	It encourages the confidentiality of official information 
	
	
	
	
	

	EB6
	It increases employees’ level of productive 
	
	
	
	
	

	EB7
	It can assist the institution to increase its competitive advantage
	
	
	
	
	



	S/N
	Employees’ Knowledge
	1
	2
	3
	4
	5

	EE1
	Knowledge makes employees feel self-motivated 
	
	
	
	
	

	EE2
	Knowledge helps Employees to become flexible  
	
	
	
	
	

	EE3
	Accessibility and proper resource use 
	
	
	
	
	

	EE4
	It improves the ability to compose most basic tasks required
	
	
	
	
	

	EE5
	Observation of procedures for task completion 
	
	
	
	
	

	EE6
	Knowledge is essential for employee retention
	
	
	
	
	

	EE7
	Helps employees to always provide positive feedback 
	
	
	
	
	

	
	Employee Skills 
	
	
	
	
	

	ES1
	It helps the employees to find alternatives to do tasks 
	
	
	
	
	

	ES2
	It helps to avoid dependence on teamwork 
	
	
	
	
	

	ES3
	It encourages adaptability to the new working environment 
	
	
	
	
	

	ES4
	Skills build confidence hence improving performance 
	
	
	
	
	

	ES5
	It encourages resilience among employees 
	
	
	
	
	

	ES6
	Skills help in problem-solving in the institutions 
	
	
	
	
	

	ES7
	Skills assist employees in reaching better decision-making 
	
	
	
	
	







[bookmark: _Toc143197109]Appendix II : Interview Guide Administrative Officials

1. What is your perception of training and development?
2. What are the strategies employed to provide training and development? 
3. What are the reasons for the provision of training and development?
4. What are the effects of training and development on employee knowledge?
5. What is the effect of training and development on employee skills?
6. What are the effects of training and development on employee attitude? 
7. What are the effects of training and development on employee behaviours? 
8. What challenges face training and development among employees?
9. What should be done to improve employee performance after the provision of training and development? 
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