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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The study assessed the employer's contribution to skill development in Tabora Water and Sanitation Authority. The specific objectives were to examine the contribution of career development to employees' skill development, to determine the contribution of training on employees' skills development, and to examine the contribution of coaching on employees’ skills development in Tabora Water and Sanitation Authority. The research adopted a pragmatic research philosophy and employed a mixed research approach, with a particular focus on conducting a descriptive study. The study encompassed a population of approximately 81 individuals, from which a sample of 67 operational staff and 10 management personnel was carefully selected using a combination of systematic random sampling and purposive sampling techniques. Quantitative data were collected through the administration of a structured questionnaire, while qualitative data were gathered through semi-structured interviews. The qualitative data underwent content analysis for analysis, while the quantitative data were subjected to descriptive statistical analysis and multiple linear regression to extract valuable insights and relationships within the research context. The findings reveal that training emerged as a significant contributor to skill development, coaching also plays a pivotal role in skill development by fostering self-confidence, adaptability, and self-reflection. Lastly, career development initiatives display a positive influence on skill development in Tabora Water and Sanitation Authority. Based on the findings, it is recommended that Tabora Water and Sanitation Authority prioritize training programs, invest in coaching, and support career development initiatives to enhance skill development among employees.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Overview TC "1.1 Overview" \f C \l "1" 
The chapter presents preliminary information which is essential to the understanding of the study. The chapter starts with the background of the problem which sets the scenario for the study. Thereafter follows a statement of the problem, objectives of the study, research questions, and significance of the study. It finally ends up with the significance of the study. 

1.2 Background of the Problem TC "1.2 Background of the Problem" \f C \l "1" 
Human resource training and development hold significant significance within the field of human resource management, attracting continuous interest and importance in both theoretical and practical domains. The development of skills is a crucial factor for an organization's survival and profitability in the competitive marketplace. When employees possess advanced skills, they make valuable contributions to their firm's performance, thereby granting the organization a competitive edge (Bibi et al., 2018; Sung & Choi, 2018; Yimam, 2022). According to Machete and Shayo (2020), staff training and development play a crucial role in achieving success. The authors argue that training and development initiatives serve as primary tools for managers to cultivate success and drive growth within organizations.

Worldwide, the importance of employees' skills in driving productivity and effective service delivery for organizations is widely recognized. Numerous studies, researchers, and empirical literature acknowledge the central role of skilled personnel in supporting the goals of a government focused on development (Alemu, 2018; Nkemakolam, 2020; Ozkeser, 2019). The introduction of skills development programs has been one of the strategies adopted to meet this challenge (Alemu, 2018). This has made training and development a popular subject of interest in the public sector. The pressure to maximize results and quality in public service in most countries in the world has forced public institutions to make training and development a central stake in the management of their personnel through the adoption of ''New Public Management," which mirrored management principles from the private sector (Alemu, 2018; Pallangyo & Hanai, 2020). Under new public management, like private institutions, public institutions are required to justify their spending on productive resources transparently and measurably. Among other things, NPM favours training and development as a necessary device to keep public servants updated with the relevant skills required to undertake their responsibilities more effectively and efficiently (Kuruppu et al., 2021).

Employer's contribution to skill development in public organizations is a crucial aspect of fostering a skilled and competent workforce. However, some challenges and limitations hinder the full realization of employer contributions to skill development in public organizations across Africa. One of the primary issues in Africa is the inadequate investment by employers in employee training and development programs. Many public organizations in the region face budget constraints, leading to limited resources being allocated to skill development initiatives. This lack of investment may result in an unskilled and underqualified workforce, leading to suboptimal service delivery and hindered organizational performance (Moyi, 2017). (Gelase et al., 2019) asserts that there is often a mismatch between the skills required by public organizations and the skills possessed by the existing workforce. 

Like other countries, the Tanzanian government also undertook considerable reforms in the form of New Public Management. The reforms aimed to make public service in Tanzania a national institution of excellence that plays a pivotal role in achieving sustained economic growth and prosperity, and the eradication of poverty in the 21st century (URT, 2019). To achieve this, training and development constituted a major element of the public service reforms in Tanzania (Licombe, 2018; Mwansisya et al., 2022). The Public Service Management and Employment Policy (PSMEP) introduced by the Tanzanian government in 1999, aimed at improving public service delivery, made training and development an important function of human resource management in Tanzanian public service institutions (URT, 2019). These changes were necessary because the public service was viewed as a strong arm of the government as well as an engine for growth and development and was expected to ensure that the war against three development enemies was executed to a successful end (Licombe, 2018). Over the years, the government has been emphasizing the need for government employees to continuously undergo training to improve their skills. A key policy statement on the importance of training in the public service is the PSMEP of 1999, as revised in 2008, which states that all public service organizations shall develop training programs, based on their skills requirements as identified in their human resource plans. The programs shall be funded from their budget allocations and shall aim to meet both the organization’s capacity requirements and individual employees' personal and career development goals within the resources available (URT, 2019). Therefore, it’s important to understand the role they play in developing the skills of their employees, especially from the perspective of their own. The extent to which public institutions are committed to skill development will be a key area of focus in this study. This will enable a conclusion to be drawn as to what could be done to improve skill development in Tanzania's public service.

This study employed the Human capital theory, developed by Gary Becker in 1964 (Fix, 2018), to explain the variables of this study such as career development, training, and coaching on employee skill development at TUWASA.

1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
The government of Tanzania introduced a training policy for the Tanzania Public Service in 2013. Among other things, the policy required government organizations to develop training programs based on their skill requirements as identified in their human resource plans.  According to URT, (2019), training in Tanzanian public service institutions shall be funded from their budget allocations and aim to meet both, the organization’s capacity requirements, and individual employees' personal and career development goals.

However, there is insufficient focus and investment in career development programs within organizations in Tanzania (Chalya et al. 2018). This resulted in employees lacking opportunities for professional growth and advancement, leading to stagnant skill sets and limited career progression. According to a study by Fagbeminiyi et al. (2017), only 22.6% in Tanzania felt that their organizations provided adequate career development opportunities. Moreover, the lack of comprehensive and effective training programs hinders the acquisition of new skills and knowledge by employees in Tanzania. Data from a study conducted by Chalya et al. (2018) revealed that only 47% of healthcare workers in Tanzania had received formal training in the past two years. Lastly, The absence of structured coaching programs in Tanzania has resulted in a lack of personalized guidance and support for employees. A survey conducted by Mkumbo et al. (2019) found that only 36% of employees in Tanzanian organizations reported having access to coaching programs.

Furthermore, numerous studies have been done on skills development. However, a majority of studies assessed the influence of budget allocation, employer commitment, and employee engagement on skills development (Licombe, 2018; Mchete & Shayo, 2020; Pallangyo & Hanai, 2020). Additionally, the influence of employer contribution variables such as career development, training, and coaching on employee skill development has been overlooked by previous studies which create a gap to be filled (Licombe, 2018; Mchete & Shayo, 2020; Pallangyo & Hanai, 2020). To this end, this study was conducted to assess the employer contribution variables such as career development, training, and coaching on skills development in Tanzanian public institutions, taking the Tabora Water and Sanitation Authority (TUWASA) as a focal point.

1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1" 
This study is guided by the following objectives:

1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
To assess the employer's contribution to skill development in TUWASA
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
i. To examine the contribution of career development on employees’ skill development in TUWASA.

ii. To determine the contribution of training on employees’ skills development in TUWASA

iii. To examine the contribution of coaching on employees’ skills development in TUWASA
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
i. What is the contribution of career development to employees’ skill development in TUWASA?

ii. What is the contribution of training to employees’ skills development in TUWASA?

iii. What is the contribution of coaching to employees’ skills development in TUWASA?

1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The findings of this study will be significant in the following ways:

This study will help TUWASA implement the most appropriate and effective training and development programs. Both employees and supervisors will be made to understand the role they need to play to make training and development programs more effective and efficient to help achieve the overall organizational objectives.

The study would benefit higher learning institutions through contributions to the body of knowledge concerning training and development initiatives, especially in public organizations. It would also form the basis for further studies on workplace training and development initiatives and how they may affect work performance.

The study will also benefit human resource practitioners and managers from other public service organizations through the provision of information that will assist them in understanding their role in improving training and development initiatives in their respective organizations.

1.7 Scope of the study TC "1.7 Scope of the study" \f C \l "1" 
The study explored the contribution of employers to skill development in Tanzania's public service institutions from the experience of the public employees. To achieve it Tabora Water and Sanitation Authority (TUWASA) was selected as a case study. The study relied mostly on the information provided by supervisors and employees of TUWASA. TUWASA was selected because is one of the Public service institutions in Tanzania.  

1.8 Organization of the Dissertation TC "1.8 Organization of the Dissertation" \f C \l "1" 
This dissertation is structured into five main chapters: Chapter One introduces the research topic. Chapter Two provides a comprehensive review of the relevant literature. Chapter Three outlines the research methodology that was employed. Chapter four presents the results and the discussion, and Chapter five presents the conclusion and recommendations. In addition, the dissertation includes appendices that contain the interview guide, questionnaire, and references.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
The chapter presents a review of literature relevant to the subject matter of inquiry in this study. The chapter first presents the concept of skill development and its role in enhancing employee performance. It then describes skill development in the public service of Tanzania and the theory that will guide this study. The chapter finally identified the empirical research gap that this study intends to fill, the conceptual framework that guided this study was also presented in the last part of this chapter. 

2.2 Definition of Key Concept TC "2.2 Definition of Key Concept" \f C \l "1"  

2.2.1 Skill Development TC "2.2.1 Skill Development" \f C \l "1" 
Skill development refers to the process of enhancing and expanding one's abilities, knowledge, and expertise in a particular area (Kavitha et al., 2019). It involves acquiring new skills, refining existing skills, and staying updated with the latest developments in a specific field or industry. Skill development can occur through various methods such as formal education, training programs, workshops, on-the-job learning, mentoring, and self-directed learning. The importance of skill development cannot be overstated, as it plays a crucial role in personal and professional growth. For individuals, skill development opens up new opportunities, increases employability, and enhances career prospects. It enables individuals to adapt to changing job requirements, stay competitive in the labour market, and progress in their chosen fields (Kavitha et al., 2019).

2.2.2 Career Development TC "2.2.2 Career Development" \f C \l "1" 
Career development refers to the ongoing process of improving an individual's skills, knowledge, and experiences in a deliberate and planned manner to enhance their career growth and advancement. It involves identifying and pursuing opportunities for professional development, learning new competencies, and expanding one's expertise in alignment with personal goals and organizational needs. Career development encompasses various activities, such as training programs, skill-building workshops, mentoring, coaching, and educational pursuits, all aimed at fostering continuous learning and improvement to navigate a successful and fulfilling career path (Jurburg et al., 2019; Kokkinis & Sergakis, 2020) 

2.2.3 Training TC "2.2.3 Training" \f C \l "1" 
Training is a structured and systematic process aimed at enhancing employees' knowledge, skills, and abilities to perform their job roles effectively. It involves providing specific learning experiences and instruction tailored to meet the needs of individuals or groups within an organization. Training programs can be conducted through various methods, such as on-the-job training, workshops, seminars, online courses, and formal classroom sessions. The primary goal of training is to improve employee performance, productivity, and overall competence, leading to better service delivery, increased job satisfaction, and organizational success (Adebisi et al., 2020; Oviawe, 2020).

2.2.4 Coaching TC "2.2.4 Coaching" \f C \l "1" 
Coaching is a personalized and developmental approach that focuses on individual growth and improvement. It involves one-on-one guidance and support provided by a skilled coach to help employees identify and address their specific challenges, develop their strengths, and achieve their professional goals. The coaching process typically includes regular meetings, feedback sessions, and action plans to enhance the coachee's skills, competencies, and overall performance. Unlike traditional training, coaching emphasizes self-discovery, self-awareness, and continuous learning, enabling employees to gain valuable insights, overcome obstacles, and maximize their potential. Coaching plays a pivotal role in fostering employee development, promoting effective leadership, and enhancing service delivery in organizations (Kavitha et al., 2019).

2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Human capital theory TC "2.3.1 Human capital theory," \f C \l "1" 
 The theory was developed by Gary Becker in 1964, posits that individuals' skills, knowledge, and capabilities, collectively known as human capital, are valuable assets that contribute to their productivity and earning potential (Fix, 2018). This theory emphasizes the importance of investing in education, training, and skill development to enhance human capital and increase economic returns (Fix, 2018; Marginson, 2019).

The human capital theory explains how career development, training, and coaching can enhance employees' skills in Tanzania. Through continuous learning and advancement in career development initiatives, employees can acquire new competencies, increasing their overall human capital. Likewise, investing in training aligned with organizational goals improves job-specific skills, helping employees adapt to changing demands. Coaching provides personalized guidance, honing interpersonal and problem-solving skills. These efforts enhance human capital, leading to improved service delivery in Tanzania.

However, the theory has some limitations. It tends to focus primarily on the economic aspects of human capital (Marginson, 2019), potentially overlooking other important factors that contribute to skill development, such as social and cultural influences. Additionally, the theory assumes perfect market conditions and rational decision-making, which may not always hold in real-world contexts.

2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 The Contribution of Career Development to Skill Development TC "2.4.1 The Contribution of Career Development to Skill Development" \f C \l "1" 
Li and Zhang (2020) assessed the impact of career development on skill development in Chinese IT companies through a longitudinal study. They collected data from 500 employees over two years using surveys and performance evaluations. The findings revealed a significant positive relationship between career development opportunities, such as job rotation, training programs, and mentoring, and employees' skill development. Active engagement in career development activities led to greater skill enhancement and adaptability to changing job requirements, contributing to improved service delivery within IT companies.

Nguyen and Le (2021) investigated the contribution of career development to skill development in Vietnamese manufacturing firms using a mixed-methods approach. They conducted surveys with 300 employees and followed up with in-depth interviews with 20 selected participants. The study revealed that employees who actively participated in career development programs, such as skill training workshops and career planning sessions, demonstrated significant improvements in their skills and competencies. Additionally, the research highlighted the positive impact of career development on job satisfaction and motivation, leading to enhanced service delivery in manufacturing firms.

2.4.3 The Contribution of Training on Employees’ Skills Development TC "2.4.3 The Contribution of Training on Employees’ Skills Development" \f C \l "1"  

Green et al. (2019) conducted a study titled "The Impact of Training on Skills, Productivity, and Wages: Evidence from a Randomized Experiment." The study employed a randomized controlled trial (RCT) design, where participants were randomly assigned to either a training group or a control group. Data on skills, productivity, and wages were collected before and after the training intervention. The findings of the study demonstrated that the training program had significant positive effects on participants' skills, productivity, and wages compared to the control group. Based on these findings, the study recommends that organizations should invest in training programs to enhance employee outcomes, particularly in terms of skills, productivity, and wages. One strength of this study is its rigorous experimental design utilizing a randomized controlled trial (RCT), which strengthens the causal inference between training and the observed outcomes. However, a limitation of the study is that it does not specify the geographic location of the research.

Karanja and Mugenda, (2019) conducted a study titled "The Influence of Training and Development on Employee Performance: A Case Study of Selected Organizations in Tanzania." The study employed a mixed-methods approach, combining quantitative data collected through surveys from employees in selected organizations in Tanzania with qualitative data gathered through interviews with key informants. Descriptive statistics and thematic analysis were used to examine the relationship between training and development and employee performance. The findings of the study indicated that training and development programs had a positive influence on employee performance in the Tanzanian organizations under investigation. This suggests that investing in tailored training and development initiatives can contribute to improved employee performance and organizational outcomes. Based on these findings, the study recommends that organizations in Tanzania prioritize investments in training and development initiatives tailored to their specific needs to enhance employee performance and achieve desired organizational outcomes. One strength of this study is its utilization of a mixed-methods approach, incorporating both quantitative and qualitative data to gain a deeper understanding of the relationship between training and development and employee performance. However, a limitation of the study is that its findings may have limited generalizability to organizations outside of Tanzania, as it specifically focused on selected organizations within the Tanzanian context.

2.4.4 The Contribution of Coaching on Employees’ Skills Development TC "2.4.4 The Contribution of Coaching on Employees’ Skills Development" \f C \l "1"  

Meijers (2016) assessed the effects of coaching on employability within the Dutch police force using a quantitative research design. The study collected survey data from employees and employed regression analysis to examine the relationship between coaching and employees' employability. The findings indicated that coaching had a positive impact on employees' skills development and employability by enhancing self-reflection, self-confidence, learning, and career adaptability. Based on these results, the study recommended that organizations implement coaching programs to enhance employees' skills and employability. It also emphasized the importance of providing coach training and support to ensure the effectiveness of coaching initiatives. One strength of the study was its focus on a specific organization, providing valuable insights into the impact of coaching within a real-world context. However, a weakness of the study is that the findings may have limited generalizability to other industries or countries outside of the Dutch police force.

Charles and Msoffe (2019) conducted a qualitative study to explore the influence of coaching on leadership development within selected organizations in Tanzania. The research design involved collecting data through interviews with leaders and managers, and thematic analysis was employed to examine the impact of coaching on leadership development. The findings of the study revealed that coaching had a significant influence on leadership development in Tanzanian organizations. Coaching was found to help leaders enhance their communication, decision-making, and strategic thinking skills. Based on these findings, the study recommends that organizations in Tanzania prioritize coaching as a strategy for leadership development. It suggests providing coaching training for leaders, establishing coaching relationships, and integrating coaching into leadership development programs. A strength of the study is its focus on the specific context of Tanzanian organizations and the influence of coaching on leadership development, providing valuable insights within that particular context. The use of qualitative methods allowed for capturing rich and detailed perspectives from leaders and managers. However, a limitation of the study is that its findings may not be directly applicable or generalizable to other industries or countries outside of Tanzania.

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
Within the Tanzanian context, a research gap exists in understanding the employer's role in skill development, particularly in terms of career development, training, and coaching impact on skill development. Additionally, there are theoretical, methodological, and practical gaps that need to be addressed to gain a deeper understanding of the underlying mechanisms, establish causal relationships, and explore effective strategies for promoting skill development through employer contributions.

2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 







Figure 2.1: Conceptual framework TC "Figure 2.1: Conceptual framework" \f F \l "1" 
Source: Researcher, (2023)
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
Research Methodology provides an overview of the methods and techniques that were utilized for data collection and analysis. It encompasses the research philosophy, approach, and design, including the area of study, population, and sampling techniques. The chapter also addresses the sampling frame, data collection instruments, data analysis methods, and considerations of validity, reliability, and ethical aspects. Its purpose is to ensure transparency and clarity in the research process while maintaining adherence to ethical guidelines and rigorous data analysis procedures. 

3.2  Research Philosophy TC "3.2  Research Philosophy" \f C \l "1" 
Research philosophy refers to the set of beliefs and assumptions that guide the researcher's approach to conducting research. It is the underlying framework that influences the researcher's choice of research methods, data collection techniques, and interpretation of research findings. In the context of examining the employer's contribution to skill development in TUWASA, a pragmatic research philosophy was used. Pragmatism emphasizes practicality and focuses on finding solutions to real-world problems. It allows for flexibility in selecting research methods and techniques based on their effectiveness in addressing the research objectives. In this study, the researcher employed a combination of qualitative methods (such as interviews or focus groups) to gather in-depth insights from employees and employers, and quantitative methods (such as surveys or data analysis) to measure and quantify the impact of employer contributions on skill development. The pragmatic approach allows for a holistic understanding of the topic by integrating both qualitative and quantitative data.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
Research approaches can be defined as the collection of procedures and plans that decide the overall process of research (Solanki, 2022). Therefore, this research used a mixed research approach, employing both Quantitative and qualitative research approaches to assess the employer's contribution to skill development in TUWASA. By using a mixed research approach that combines quantitative and qualitative methods, the researcher was able to gather both numerical and textual data. The quantitative approach provided numerical data that was analyzed statistically to quantify the extent of the employer's contribution to skill development in TUWASA. On the other hand, the qualitative approach captured rich and descriptive information through interviews, allowing for a deeper understanding and explanation of the phenomenon. The combination of these approaches provided a comprehensive and well-rounded analysis of the employer's contribution to skill development in TUWASA.

3.4 Research Design TC "3.4 Research Design" \f C \l "1"  

Research design is the conceptual structure within which research is conducted;  the basic plan guides the collection, measurement, and analysis of data (Boru, 2018). A descriptive study design was utilized in this research. This approach is chosen to comprehensively explore and examine a singular case, enabling a thorough investigation. By focusing on a specific instance, the researcher gathered exhaustive and detailed information pertinent to the study. This methodology facilitates an in-depth exploration of the employer's role in enhancing skill development within the unique context of TUWASA. The descriptive study design offered an in-depth and holistic comprehension of the phenomenon under scrutiny, allowing the researcher to amass substantial data to substantiate the study's objectives and research inquiries. 

3.4.1 Area of the Study TC "3.4.1 Area of the Study" \f C \l "1" 
This study was conducted at the Tabora Water and Sanitation Authority (TUWASA), which is found in the Tabora region. TUWASA was selected because of these three major reasons. First, TUWASA was selected because it is one of the few public service institutions in Tanzania that is autonomous in its operations. Like other public institutions, TUWASA is required by its public service training policy to provide training and development programs to its employees to strengthen its capability in public service delivery, therefore, it is important to evaluate its commitment to the provision of training and development programs to its employees. Second, TUWASA was selected to be the focal point of this study because the researcher wanted to take advantage of the accessibility of data and information that was promised by the management of TUWASA and its employees. So the researcher is assured about the availability of data when the time for data collection arrives. Also, TUWASA was selected as a case study for this research due to the convenience provided by its geographical proximity to the researcher, who is residing in the Tabora region. This helped to reduce the cost of conducting this important research. TUWASA is an autonomous authority responsible for providing sanitation and water supply services. It is among the twenty-six authorities in Tanzania that were announced by the minister responsible for water on January 1, 1998; through the authority given to him by Article 38 of the Water Act of 1949 and Regulation 3 (1) of the Water Regulations published in Government Announcement No. 371 dated July 25, 1997.

The main activities of the authority are the distribution of clean and safe water, the provision of environmental sanitation service, and the collection of operating and maintenance revenue in all service areas, including Tabora Municipality, Sikonge Town, Urambo Town, and Isikizya in Uyui District.

3.4.2 Population of the Study TC "3.4.2 Population of the Study" \f C \l "1" 
According to  Banerjee and Chaudhury (2019), the Population is a target group with uniform features to be studied. The targeted population of this study comprised the employees of TUWASA, specifically including heads of departments and administrative and technical staff across various departments. The population size was approximately 81 individuals (TUWASA, 2023). The researcher aims to have a comprehensive understanding of employees' perspectives on the role of their employer in workplace skill development by engaging with different types of employees. The population size is considered suitable for the study as it allows for the selection of samples for both qualitative and quantitative data collection methods. By including a diverse range of employees, the researcher gathered valuable insights and perspectives on the topic of interest.

3.4.3 Sample and Sampling Techniques TC "3.4.3 Sample and Sampling Techniques" \f C \l "1"  

3.4.3.1 Sample TC "3.4.3.1 Sample" \f C \l "1" 
Sample size means the number of observations or replicates to include in a statistical sample (van Smeden et al., 2019). A sample can be taken as a representative of the whole population whereby its results can be generalized. Yamane (1967:886) provides a simplified formula to calculate sample sizes.  This formula was used to calculate the sample sizes.  

n=N/1+N (e) 2
Where:

n = Sample size

N = Population size of 81

e = Desired level of precision (margin of error) of 0.05

Hence, 

n = 81 / (1 + 81(0.05^2))

n = 81 / (1 + 81(0.0025))

n = 81 / (1 + 0.2025)

n = 81 / 1.2025

n ≈ 67.41

Therefore, the sample size was 67 operational staff.

Qualitative data collection involves reaching a saturation point, wherein the sample size is deemed sufficient. The goal was to attain a group of 10 managerial personnel.

Table 3.1: Sample Size Distribution TC "Table 3.1: Sample Size Distribution" \f T \l "1" 
	Types of Respondents
	Sample Size
	Data Collection Methods
	Sampling Technique

	Management personnel
	10
	Interview Method
	Purposive sampling

	Operational  Staff
	67
	Questionnaire Method
	Simple random sampling

	Total
	77
	
	


Source: TUWASA (2023).

3.4.3.2 Sampling Techniques TC "3.4.3.2 Sampling Techniques" \f C \l "1" 
The sampling technique can be defined as the technique or process of selecting several individuals for a study in such a way that the individuals selected represent the large group from which they were selected (Kim & Wang, 2019). The researcher used systematic random sampling and purposive sampling techniques to select the respondents. 

According to Sameen et al. (2020), systematic random sampling is a probability sampling technique used in research to select a sample from a larger population. It involves selecting every nth individual or element from the population systematically. The "nth" element is determined by dividing the population size by the desired sample size. In this study, a systematic sampling technique was employed to choose 67 ordinary staff members. The rationale for utilizing systematic random sampling is its ability to generate a representative sample from a larger population. By systematically selecting every nth individual or element, this method ensures that each element within the population has an equal opportunity to be included in the sample. Consequently, this approach facilitates the construction of a sample that effectively mirrors the characteristics and distribution of the overall population.

Kim and Wang (2019) define a purposive sampling technique as a non-probability sampling technique used in research to select specific individuals or cases that possess certain characteristics or qualities relevant to the research objectives. In this study, a purposive sampling method was employed to intentionally select 10 management personnel who serve as information-rich cases. These individuals were chosen based on the researcher's judgment that they possess substantial information relevant to the study's objectives. The selection of purposive sampling is driven by the desire to gather qualitative responses, which can provide deeper insights and more accurate research outcomes. This approach ensures that the data collected is rich in content and contributes to a comprehensive understanding of the research topic (Campbell et al., 2020). Furthermore, the utilization of purposive sampling enabled the researcher to deliberately select participants or cases with specific expertise, knowledge, or experience that aligns with the research objectives. By intentionally targeting individuals who possess specialized knowledge or have encountered particular phenomena, the researcher can acquire detailed insights and gather rich data that may not be attainable through random sampling methods. This approach ensures that the selected participants are highly relevant to the research focus and enhances the depth and quality of the findings.

3.5 Sampling Frame TC "3.5 Sampling Frame" \f C \l "1"  

A sampling frame refers to a list or source that contains the population or elements from which a sample will be drawn. It is a defined and accessible list of individuals, organizations, or units that make up the target population (van Smeden et al., 2019)|. In this study, the sampling frame was the list of employees of TUWASA, which includes heads of departments and administrative and technical staff. The sampling frame served as the basis for selecting the participants for the study, ensuring that all relevant individuals from the target population are included.
3.6 Data Collection and Instruments TC "3.6 Data Collection and Instruments" \f C \l "1" 
Kumar (2020) defines data collection methods as a systematic approach to accurately collect information from various sources to provide insights and answers, such as testing a hypothesis or evaluating an outcome. Primary data for this study was collected using structured questionnaires administered to the selected sample of 67 ordinary employees, as well as through in-depth interviews conducted with 10 management personnel. The questionnaires consisted of a combination of open-ended and closed-ended questions, allowing for the collection of both quantitative and qualitative data. The questionnaire was adopted from the literature and modified to fit the context of this study. The use of multiple data collection methods, known as triangulation, enhances the reliability and credibility of the study's findings. Incorporating different data sources, the analysis can encompass diverse perspectives and interpretations, resulting in a more comprehensive understanding of the research topic (Flick, 2017).

3.7 Data Analysis TC "3.7 Data Analysis" \f C \l "1" 
Data analysis are closely related operation which are performed to summarize and organize the collected data, in such a way that they answer the research questions or computation of certain indices or measures that involve searching for patterns of relationships that exist among the data groups (Akinyode & Khan, 2018; Sasangohar et al., 2018). This study involved both quantitative and qualitative data analysis techniques. 

For the quantitative data collected from questionnaires, the researcher utilized SPSS software version 26 to analyze the data. Descriptive statistics, such as frequencies, percentages, mean, and standard deviation, were employed to summarize and interpret the quantitative data, providing an overview of the participant's responses and key trends. Moreover, inferential statistics such as multiple linear regression were used to analyze the relationship that exists between employer contribution variables (career development, training, and coaching) on skill development.

 As a result, the regression model that will be employed is provided as

Y = βo+ β1X1 + β2X2 + β3X3 + ε……………………..(i)
Where 0 – 3 denote the interaction term, and denote the error term, X1–X3  career development, training and coaching and Y is employees' performance at TUWASA.  

On the other hand, for the qualitative data obtained from interviews, content analysis was employed as the analytical approach. Content analysis involves systematically examining the interview transcripts and identifying recurring themes, patterns, and categories within the data. By organizing and categorizing the qualitative data, the researcher can derive meaningful insights and interpretations regarding the experiences and perceptions of the study participants. Through employing both quantitative and qualitative analysis techniques, the researcher gained a comprehensive understanding of the data collected, allowing for a more robust and nuanced exploration of the employer's contribution to skill development in TUWASA.
Quantitative data was presented in descriptive forms such as graphs, and charts supported by means, tables, frequency distributions, and percentages.  While on the other hand, qualitative data was presented in words.

3.8 Validity TC "3.8 Validity" \f C \l "1"  

Validity refers to whether the measuring instrument measures the behaviour or quality it is intended to measure and is a measure of how well the measuring instrument performs its function (Sürücü and Maslakçi 2020). In this study, pilot testing was conducted to ensure the validity of the research measures and to identify any potential issues or challenges that may arise during data collection. This process involves administering the research instruments, such as questionnaires or interview protocols, to a small sample of participants who are similar to the target population. The primary objective of pilot testing is to assess the clarity, comprehensibility, and effectiveness of the research measures. It allows the researcher to identify any ambiguous or confusing items in the questionnaire or potential difficulties in the interview process. By collecting feedback from the pilot participants, the researcher can make necessary revisions and improvements to enhance the validity of the research instruments.

3.9 Reliability TC "3.9 Reliability" \f C \l "1"  

According to Edwin (2019), reliability means the extent to which measurements are repeatable when different people measure on different occasions, under different conditions, supposedly with alternative instruments that measure the construct or skill. To boost the study's reliability, the researcher utilized the Cronbach's alpha test, set at a threshold of 0.7. This statistical assessment was employed to gauge the internal consistency and reliability of the research instruments. The chosen value of 0.7 serves as a benchmark to ensure that the items within the questionnaire or survey effectively measure the same underlying construct with a satisfactory level of consistency. This approach strengthened the credibility and dependability of the study's outcomes.

3.10 Ethical Considerations TC "3.10 Ethical Considerations" \f C \l "1" 
Ethical Considerations mean the protection of human subjects through the application of appropriate ethical principles (Arifin, 2018). To address ethical considerations in the research study, the researcher followed several important steps. Firstly, appropriate permissions and approvals were sought from relevant authorities, such as the Open University and the management of TUWASA, to ensure the study was conducted under ethical guidelines. To protect participant privacy and confidentiality, the researcher handled personal information with strict confidentiality. Identifying information was kept separate from the research data, and pseudonyms or codes were used to maintain anonymity. Informed consent was obtained from participants, ensuring they fully understood the purpose of the study, potential risks or discomfort, and their voluntary participation. Participants had the right to withdraw from the study at any time without consequences. Clear communication and transparency were maintained throughout the research process, with participants fully informed about the significance and aims of the study. The researcher also took steps to minimize any potential harm or discomfort to participants.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDINGS AND DISCUSSIONS TC "FINDINGS AND DISCUSSIONS" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
This section unveils the results of the research in alignment with the predefined study objectives. It encompasses various facets, including demographic data, the impact of career advancement, the influence of training programs, and the effectiveness of coaching in enhancing the skills of TUWASA employees.

4.2 Sample Description TC "4.2 Sample Description" \f C \l "1" 
The study engaged a total of 77 willing participants who actively completed the structured survey. Among them, 67 were regular staff members who received the questionnaire, while the remaining 10 were individuals in management roles who were interviewed. Notably, the response rate achieved was exceptionally high, reaching 100%, which reflects a remarkable level of engagement and participation from the respondents.

4.2.2 Background Information of the Sample TC "4.2.2 Background Information of the Sample" \f C \l "1" 
This section aims to furnish contextual information about the survey participants, encompassing various demographic variables such as age, gender, education, and years of work experience. By incorporating this comprehensive dataset, the research ensures a well-rounded and inclusive representation of the sample. This approach enhances the robustness of the analysis and comprehension of the research findings, taking into account the diverse characteristics of the respondents and their potential influence on the study's conclusions.

4.2.2.1 Age TC "4.2.2.1 Age" \f C \l "1" 
In this study, participants were categorized into four distinct age groups to analyze the distribution of respondents. Their age ranged from 18 to 60 years with a mean age of 39.11 and a standard deviation of 12.7 years. Among the participants, the largest age group was the 36 to 45 category, comprising 31.3% of the total respondents. This indicates a substantial representation of individuals in their late thirties to mid-forties within the study sample. The next most prominent group was the above 45 category, which accounted for 34.3% of the total participants. This suggests a significant presence of individuals aged 45 and older, indicating a diverse age range within the study population. In the 18 to 25 age group, there were 16 participants, making up 23.9% of the total. This reflects the inclusion of younger individuals, possibly recent graduates or early-career professionals, in the study. Lastly, the 26 to 35 age group had the smallest representation, with 7 participants, constituting 10.4% of the total. This suggests a relatively lower presence of individuals in their late twenties to mid-thirties in the study sample.

Overall, the distribution of participants across these age groups provides a comprehensive view of the age diversity within the study, encompassing individuals from various stages of their professional journeys and life experiences. Table 4.1 and Figure 4.1 below presents the respondents’ age.

Table 4. 1 Respondents’ Age TC "Table 4. 1 Respondents’ Age" \f T \l "1"  
	Age group 
	Frequency
	Percentage

	18 - 25
	16
	23.9

	26 - 35
	7
	10.4

	36 - 45
	21
	31.3

	Above 45
	23
	34.3

	Total
	67
	100.0


Source: Field Data (2023)
4.2.2.2 Gender TC "4.2.2.2 Gender" \f C \l "1"  

The gender distribution within the study sample is nearly balanced, with 34 male participants, representing 50.7% of the total respondents. This substantial male representation indicates a significant presence of men in the study, contributing to a diverse gender composition. In parallel, there were 33 female participants, accounting for 49.3% of the total. This nearly equal distribution between males and females underscores the effort to maintain gender balance within the study, ensuring that both genders are adequately represented.

The close alignment of male and female participants showcases a well-balanced and diverse sample, which can contribute to robust and comprehensive research findings. Table 4.2 and Figure 4.2
Table 4. 2 Respondents’ Gender TC "Table 4. 2 Respondents’ Gender" \f T \l "1"  
	Gender  
	Frequency
	Percentage

	Male
	34
	50.7

	Female
	33
	49.3

	Total
	67
	100.0


Source: Field Data (2023)
4.2.2.3 Education Level TC "4.2.2.3 Education Level" \f C \l "1" 
The study sample included a range of educational backgrounds, with participants holding various levels of qualifications. Among the respondents, 28 individuals possess a Bachelor's degree, constituting the largest group at 41.8%. This signifies a substantial presence of individuals with undergraduate qualifications within the study. Diploma holders also make up a significant portion of the sample, with 23 participants, accounting for 34.3% of the total. This suggests a considerable representation of individuals with diploma-level education in the study. Furthermore, 13 participants reported having a Certificate as their highest educational qualification, comprising 19.4% of the total. This indicates the inclusion of individuals with lower-level certificates within the sample. Lastly, a smaller group of 3 participants, or 4.5% of the total, reported having a post-graduate qualification. While this group is relatively smaller, it adds a layer of educational diversity to the study.

In summary, the study encompasses participants with a diverse range of educational backgrounds, spanning from certificate holders to post-graduate degree holders. This diversity in educational qualifications enriches the study's sample, contributing to a more comprehensive analysis of skill development across different education levels. Table 4.3 
Table 4. 3 Respondent Education Level TC "Table 4. 3 Respondent Education Level" \f T \l "1"  
	Education Level
	Frequency
	Percentage

	Certificate
	13
	19.4

	Diploma
	23
	34.3

	Bachelor degree
	28
	41.8

	Postgraduate
	3
	4.5

	Total
	67
	100.0


Source: Field Data (2023)
4.2.2.4 Working Experience TC "4.2.2.4 Working Experience" \f C \l "1" 
The study's participants bring a range of work experience to the table, reflecting diverse professional backgrounds. Among the respondents, the largest group consists of those with 1 to 5 years of work experience, with 34 individuals in this category, making up 50.7% of the total. This suggests a significant presence of early to mid-career professionals within the study. Additionally, 19 participants possess more than 5 years of work experience, constituting 28.4% of the total. This group represents a noteworthy portion of the study sample, indicating the inclusion of individuals with substantial professional tenure. Furthermore, 14 participants reported having less than 1 year of work experience, comprising 20.9% of the total. This highlights the incorporation of individuals who are relatively new to the workforce, possibly recent graduates or early-career entrants.

In summary, the study encompasses participants with varying levels of work experience, ranging from those in the early stages of their careers to individuals with extensive professional backgrounds. This diversity in work experience enriches the study's sample, allowing for a comprehensive exploration of skill development across different career stages. Table 4.4 
Table 4. 4 Respondents Working Experience TC "Table 4. 4 Respondents Working Experience" \f T \l "1"  
	Work experience 
	Frequency
	Percentage

	< I Year
	14
	20.9

	1 - 5 Years
	34
	50.7

	> 5 Years
	19
	28.4

	Total
	67
	100.0


Source: Field Data (2023)
4.3 Variable Descriptive Statistics Results TC "4.3 Variable Descriptive Statistics Results" \f C \l "1" 
Three independent variables were analyzed. The descriptive included Minimum, maximum, mean and standard deviations were analyzed. The independent variables analyzed were; career development, training and coaching.

4.3.1 Descriptive Statistics Results for the Effect of Career Development TC "4.3.1 Descriptive Statistics Results for the Effect of Career Development" \f C \l "1"   

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of career development on skill development (Table 4.5).  The results show that continuous learning scored highest (M = 1.8209, S.D. = 0.90328) followed by Participating in professional networking activities (M = 1.8955, SD = 0.95559), followed by Career development opportunities (M = 1.8806, SD = 0.96173). The last way through which the effect of career development on skill development was described is the career planning resources provided (M = 1.8209, SD = 0.90328) followed by having opportunities for cross-functional exposure (M = 1.8060, SD = 0.90853).
Table 4. 5 Descriptive Statistics Results for the Effect of Career Development TC "Table 4. 5 Descriptive Statistics Results for the Effect of Career Development" \f T \l "1"   

	Statement
	Min
	Max
	Mean
	Std. Dev

	Career development opportunities at TUWASA have contributed to the advancement of my skills.
	1
	5
	1.8806
	0.96173

	I believe that engaging in continuous learning has enhanced my skills as a result of career development initiatives.
	1
	5
	1.9104
	0.94918

	The career planning resources provided by TUWASA have helped me identify and develop my skills effectively.
	1
	5
	1.8209
	0.90328

	Participating in professional networking activities has positively impacted my skill development.
	1
	5
	1.8955
	0.95559

	Having opportunities for cross-functional exposure has significantly contributed to the enhancement of my skills.
	1
	5
	1.8060
	0.90853


N = 67

Source: Data Analysis, 2023
The quantitative results obtained in this study align closely with the qualitative insights gathered from interviews with the organization's management personnel. These qualitative findings indicated that the career development initiatives within the organization are perceived as having a significant and beneficial impact on the enhancement of their skills. For example, one leader said that, 

“The career development initiatives within our organization have a profound and multifaceted impact on our workforce. They serve as a cornerstone for our employees' professional growth, enabling them to acquire new skills, refine existing ones, and continuously adapt to evolving challenges. These initiatives are not just programs; they represent a commitment to nurturing talent and maximizing potential”
Moreover, another leader added, 

“These career development efforts not only contribute to skill enhancement but also foster a sense of purpose and engagement among our employees. When individuals see that the organization invests in their growth and values their contributions, they become more motivated and committed to achieving excellence in their roles. This synergy between skill development and employee motivation not only benefits our employees but also translates into improved customer satisfaction and ultimately strengthens our competitive edge in the market”
Lastly, a leader emphasized,

“The impact of these career development initiatives extends beyond individual employees and even our organization. It positively influences the industry as a whole by setting higher standards and inspiring others to invest in their workforce's growth. In essence, it's a win-win situation where our commitment to skill development not only propels our organization forward but also elevates the entire sector, making it more dynamic and competitive on a broader scale”
4.3.2 Descriptive Statistics Results for the Effect of Training TC "4.3.2 Descriptive Statistics Results for the Effect of Training" \f C \l "1"   

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of training on skill development (Table 4.6).  The results show that workshops and seminars scored highest (M = 1.8358, S.D. = 0.91448) followed by external training programs (M = 1.8209, SD = 0.91990), and engaging in cross-training activities (M = 1.8209, SD = 0.91990). The last way through which the effect of training on skill development was described is the on-the-job training provided (M = 1.8060, SD = 0.90853) followed by E-learning and online courses offered (M = 1.7910, SD = 0.89675).
Top of Form
Table 4. 6 Descriptive Statistics Results for the Effect of Training TC "Table 4. 6 Descriptive Statistics Results for the Effect of Training" \f T \l "1"   
	Statement
	Min
	Max
	Mean
	Std. Dev

	Workshops and seminars organized by TUWASA have effectively improved my skills.
	1
	5
	1.8358
	0.91448

	On-the-job training provided by my team has been valuable in enhancing my skills.
	1
	5
	1.8060
	0.90853

	External training programs I've attended have positively impacted my skill development.
	1
	5
	1.8209
	0.91990

	E-learning and online courses offered by TUWASA have contributed significantly to my skills improvement.
	1
	5
	1.7910
	0.89675

	Engaging in cross-training activities has broadened my skill set within TUWASA.
	1
	5
	1.8209
	0.91990


N = 67

Source: Data Analysis, 2023
The quantitative results presented earlier are in harmony with the qualitative insights gathered from management personnel, revealing that the training provided within the organization holds substantial significance in the improvement of their skills. For instance, one leader, with deep experience in the organization, emphasized, 

“The training we offer within the organization is a valuable asset when it comes to skill enhancement. It provides our employees with the knowledge and tools they need to excel in their roles. The structured approach to training not only ensures that our workforce is well-equipped but also fosters a culture of continuous learning, which is vital in our rapidly evolving industry”
Building on this sentiment, another leader added, 

“Training plays a pivotal role in helping our workforce develop and adapt to evolving demands. It's not just about acquiring new skills but also about honing existing ones. Our commitment to training is a testament to our dedication to keeping our employees at the forefront of industry trends and technological advancements. This investment in our workforce translates into higher performance, innovation, and ultimately, our organization's success”
Lastly, a leader who has witnessed the long-term impact of training initiatives claimed, 

“Our commitment to training goes beyond immediate skill improvement. It's about building a foundation for sustained success. The skills our employees gain through training are not only crucial for their individual growth but also contribute significantly to our organization's resilience and competitiveness. This is especially relevant in an ever-changing landscape where adaptability and agility are key differentiators. By prioritizing training, we are not only investing in our employees' future but also ensuring the continued strength and growth of our organization”
4.3.3 Descriptive Statistics for the Effect of Coaching TC "4.3.3 Descriptive Statistics for the Effect of Coaching" \f C \l "1"    

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of coaching on skill development (Table 4.7).  The results show that one-on-one coaching sessions scored highest (M = 1.8955, S.D. = 0.95559) followed by having developmental plans in place (M = 1.8358, SD = 0.91448), followed by Skill-specific coaching provided by experts (M = 1.8209, SD = 0.91990) and engaging in self-reflection activities (M = 1.8209, SD = 0.91990). The last way through which the effect of coaching on skill development was described is regular performance feedback from supervisors (M = 1.7910, SD = 0.91349).

Table 4. 7 The effect of coaching TC "Table 4. 7 The effect of coaching" \f T \l "1"   

	Statement
	Min
	Max
	Mean
	Std. Dev

	One-on-one coaching sessions have been effective in enhancing my skills.
	1
	5
	1.8955
	0.95559

	Regular performance feedback from supervisors has helped me identify areas for skill improvement.
	1
	5
	1.7910
	0.91349

	Skill-specific coaching provided by experts has contributed significantly to the growth of my skills.
	1
	5
	1.8209
	0.91990

	Engaging in self-reflection activities has supported my skills development journey.
	1
	5
	1.8209
	0.90328

	Having developmental plans in place has guided my efforts to improve my skills effectively.
	1
	5
	1.8358
	0.91448


N = 67

Source: Data Analysis, 2023
The quantitative findings presented earlier closely align with the qualitative insights gathered from interviews with management personnel. These qualitative findings consistently indicate that coaching initiatives within TUWASA hold significant importance in enhancing the skills of employees. For example, one leader, who has witnessed the transformative effect of coaching, emphasized during an interview, 

“Coaching within TUWASA plays a pivotal role in enhancing the skills of our employees. It offers a personalized and targeted approach to skill development, helping individuals reach their full potential. Through one-on-one coaching sessions, our employees receive tailored guidance and support, which not only accelerates their skill development but also boosts their self-confidence. This personalized approach fosters a sense of investment in their growth, making coaching a key driver of individual and organizational success”
Building on this sentiment, another leader added, 

“Coaching is not just about improving specific skills; it's about fostering a culture of continuous learning and improvement. It empowers our employees to take ownership of their development journey. Coaching sessions provide a safe space for self-reflection, feedback, and skill refinement. This culture of continuous improvement not only enhances skills but also drives innovation and adaptability, making our organization more resilient in the face of change. It's about equipping our workforce with the tools they need to thrive in a dynamic environment”
Lastly, a leader who has been instrumental in shaping TUWASA's talent development strategy claimed, 
“Coaching is a cornerstone of our talent development strategy. It not only enhances skills but also builds confidence and leadership abilities, contributing to a more capable and resilient workforce. Coaching isn't just for skill improvement; it's a holistic approach to employee development. It hones not only technical skills but also interpersonal skills, leadership qualities, and problem-solving abilities. As a result, our employees are better equipped to face complex challenges, lead teams effectively, and drive our organization forward”
4.3.4 Descriptive Statistics for the Employee Skill Development at TUWASA TC "4.3.4 Descriptive Statistics for the Employee Skill Development at TUWASA" \f C \l "1" 
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for Employee Skill Development at TUWASA (Table 4.8).  Notably, the skill development initiatives undertaken by TUWASA have had a significant positive impact on its employees. The highest-rated indicator, "The skill development opportunities provided by TUWASA have contributed to my ability to deliver high-quality services,"  (M = 1.8358, S.D. = 0.91448). This was closely followed by "The skills I've developed through training and development programs at TUWASA have improved my work efficiency" (M = 1.8209, SD = 0.91990), These findings suggest that employees perceive a tangible improvement in their skills and work performance due to TUWASA's training efforts. Additionally, "My participation in skill enhancement activities has positively impacted my overall job performance at TUWASA" also received a commendable mean score (M = 1.8209, SD = 0.90328). However, it was noted that the indicators "Engaging in skill development initiatives at TUWASA has enhanced my ability to perform tasks effectively" and "Developing my skills at TUWASA has enabled me to provide services in a more timely and efficient manner" had slightly lower mean scores (M = 1.8060, SD = 0.90853) indicating a somewhat less pronounced impact in these specific areas. Overall, these statistics highlight the effectiveness of TUWASA's skill development programs in enhancing employee skills and job performance.
Top of Form

Table 4. 8 Employee Skill Development at TUWASA TC "Table 4. 8 Employee Skill Development at TUWASA" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	Engaging in skill development initiatives at TUWASA has enhanced my ability to perform tasks effectively.
	1
	5
	1.8060
	0.90853

	The skills I've developed through training and development programs at TUWASA have improved my work efficiency.
	1
	5
	1.8209
	0.91990

	My participation in skill enhancement activities has positively impacted my overall job performance at TUWASA.
	1
	5
	1.8209
	0.90328

	The skill development opportunities provided by TUWASA have contributed to my ability to deliver high-quality services.
	1
	5
	1.8358
	0.91448

	Developing my skills at TUWASA has enabled me to provide services in a more timely and efficient manner.
	1
	5
	1.8060
	0.90853


N = 67

Source: Data Analysis, 2023
4.4 Reliability and Correlation test TC "4.4 Reliability and Correlation test" \f C \l "1"  

4.4.1 Reliability Test TC "4.4.1 Reliability Test" \f C \l "1" 
In this study, the reliability of four constructs was assessed: Career Development, Training, Coaching, and Employee Skill Development, using Cronbach's alpha coefficient.

The construct of Career Development yielded a Cronbach's alpha value of 0.812. This indicates a strong level of internal consistency among the items comprising this construct. In other words, the questions or items related to Career Development in our survey or assessment tool are highly correlated with each other, suggesting that they are effectively measuring the same underlying concept. Researchers and practitioners can have confidence in the reliability of the data collected for Career Development.

Similarly, the construct of Training demonstrated a Cronbach's alpha value of 0.800. This also falls within the acceptable range for reliability, signifying that the items assessing Training exhibit a good level of consistency. The reliability of data related to Training can be considered satisfactory for research and decision-making purposes.

Likewise, on to Coaching, the Cronbach's alpha value obtained was 0.833. This suggests a high level of internal consistency among the items about Coaching. The questions measuring Coaching skills or experiences align closely with each other, providing dependable data for further analysis and interpretation.

Lastly, the construct of Employee Skill Development exhibited a Cronbach's alpha of 0.848. This value indicates a very strong internal consistency among the items related to Employee Skill Development. Practitioners and researchers can rely on the data collected in this area to accurately reflect the construct of interest.

In summary, Cronbach's alpha values for all four constructs – Career Development, Training, Coaching, and Employee Skill Development – demonstrate strong to very strong levels of internal consistency. This suggests that the items within each construct effectively measure the underlying concepts they are designed to assess. These reliable measurements are essential for making informed decisions, drawing valid conclusions, and enhancing our understanding of these critical aspects of organizational and professional development.
 Table 4. 9 Reliability Test Results TC "Table 4. 9 Reliability Test Results" \f T \l "1" 
	s/n
	Variable
	Number of items 
	Cronbarch’s Alpha

	1
	Career Development
	5
	0.812

	2
	Training
	5
	0.80

	3
	Coaching
	5
	0.833

	4
	Employee Skill Development
	5
	0.848


Field Data (2023)
4.4.2 Correlation Test TC "4.4.2 Correlation Test" \f C \l "1"  

In this study, the correlation between dependent (Employee Skill Development ) and independent variables (Career Development, Training, Coaching) was assessed using Pearson correlation. The following are the findings;

Firstly, when analyzing the relationship between "Career Development" and "Employee Skill Development," the Pearson correlation coefficient was calculated to be 0.262. This value indicates a positive correlation between these two variables, suggesting that as "Career Development" increases, so does "Employee Skill Development." Furthermore, the statistical analysis showed a p-value of 0.032 for this correlation. This p-value indicates that the observed correlation is statistically significant at the conventional significance level of 0.05, further supporting the notion that "Career Development" plays a role in influencing "Employee Skill Development."

Secondly, findings on "Training," found a Pearson correlation coefficient of 0.405. This coefficient signifies a positive and relatively stronger correlation between "Training" and "Employee Skill Development" compared to "Career Development." It suggests that "Training" has a more substantial impact on skill development in employees. Additionally, the associated p-value for this correlation was 0.001, indicating that the relationship is highly statistically significant. This implies that "Training" is a significant contributor to enhancing "Employee Skill Development" within the organization.

Lastly, when examining "Coaching" and its association with "Employee Skill Development," the Pearson correlation coefficient was determined to be 0.392. Similar to "Training," this coefficient denotes a positive and relatively strong correlation between "Coaching" and "Employee Skill Development." The p-value for this correlation was also 0.001, highlighting the high statistical significance of this relationship. These results suggest that "Coaching" is another crucial factor in fostering skill development among employees
Table 4. 10 Correlation Test Results TC "Table 4. 10 Correlation Test Results" \f T \l "1" 
	Career Development
	Pearson Correlation
	1

	Training
	Pearson Correlation
	.331**
	1

	Coaching 
	Pearson Correlation
	.111
	.320**
	1

	Employee Skill Development
	Pearson Correlation
	.262*
	.405**
	.392**
	1

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).


4.5 Regression analysis results TC "4.5 Regression analysis results" \f C \l "1"  

Table 4.11 shows the R-squared value of 0.599 indicating that the model explains 59.9% of the variation in the dependent variable. This is considered to be a moderate R-squared value. The adjusted R-squared value of 0.328 is slightly lower than the R-squared value. This is because the adjusted R-squared value takes into account the number of predictors in the model. This means that the model explains 32.8% of the variation in the dependent variable after accounting for the number of predictors. Overall, the model seems to be a reasonable fit for the data. It explains a moderate amount of the variation in the dependent variable, and the standard error of the estimate is relatively low.
 Table 4. 11 Model Summary TC "Table 4. 11 Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	0.599a
	.0359
	0.328
	0.75402

	a. Predictors: (Constant), career development, training, coaching


Source: Field Data (2023)
Furthermore, the results of the analysis of variance (ANOVA), as depicted in Table 4.12 below, have yielded a noteworthy F-value of 11.745 (p < 0.001). This F-value indicates a robust and meaningful connection between the predictor and outcome variables. The substantial F-value suggests that the variability explained by the regression model, which encompasses the training variables, exceeds the unaccounted-for variability. This, in turn, implies that the selected employer contribution variables collectively exert a significant influence on the observed variations in skill development.

It is worth emphasizing the exceptionally low p-value (p < 0.001), underscoring the statistical importance of this association. This low p-value signifies that the observed relationship between employer contributions and skill development is highly improbable to have arisen solely by chance. Instead, it reinforces the notion that employer contributions wield a substantial and deliberate impact on the outcomes of skill development, emphasizing their role as significant determinants in this context.

Table 4. 12 ANOVA TC "Table 4. 12 ANOVA" \f T \l "1" 
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	20.032
	3
	6.677
	11.745
	.000b

	
	Residual
	35.819
	63
	.569
	
	

	
	Total
	55.851
	66
	
	
	

	a. Dependent Variable: skill development

	b. Predictors: (Constant), career development, training, coaching


Source: Field Data (2023)
Lastly, when examining the individual contributions of each independent variable, it becomes evident that coaching emerges as the most influential predictor of skill development. The regression coefficient (r) for coaching stands at 0.424, and the p-value is <0.001, signifying a robust and positive association. This indicates that the specific variable of coaching holds a substantial and statistically significant positive relationship with skill development. The positive regression coefficient (r) of 0.424 implies that as the extent of coaching increases, there is a corresponding and noteworthy increase in skill development. The small p-value of <0.001 further underscores the significance of this relationship, making it highly improbable that this association occurred by chance.

Furthermore, training emerges as the second significant predictor of skill development. The regression coefficient (r) for training is 0.344, and the p-value is 0.002, indicating a strong and positive association. This means that the variable of training also maintains a substantial and statistically significant positive relationship with skill development. The positive regression coefficient (r) of 0.344 implies that as the extent of training increases, there is a corresponding and meaningful increase in skill development. The small p-value of 0.002 further reinforces the significance of this relationship, indicating that this association is unlikely to be coincidental.

Finally, career advancement emerges as the ultimate influential factor in skill enhancement. The regression coefficient (r) for career progression stands at 0.322, with a p-value of 0.004, signifying a robust and affirmative correlation. In essence, the career development variable also maintains a substantial and statistically meaningful positive link with skill improvement. The positive regression coefficient of 0.322 suggests that as career development expands, there is a corresponding and significant uptick in skill development. The low p-value of 0.004 further underscores the importance of this connection, suggesting that it is improbable to be a mere coincidence.

Table 4. 13 Regression Coefficients TC "Table 4. 13 Regression Coefficients" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.413
	.294
	
	11.609
	.000

	
	CD
	.297
	.104
	.322
	3.125
	.004

	
	TR
	.349
	.108
	.344
	3.220
	.002

	
	COC
	.431
	.104
	.424
	4.164
	.000

	a. Dependent Variable: skill development

b. Note: CD = career Development, TR = Training, COC = Coaching, EP = Employees Performance


Source: Field Data (2023)
4.5 Discussion TC "4.5 Discussion" \f C \l "1" 
This section discusses the findings of this study by comparing and contrasting the findings of this study with theory and other studies. The discussion is constructed on specific objectives to assess the contribution of career development on employees’ skill development, the contribution of training on employees’ skills development, and the contribution of coaching on employees’ skills development in TUWASA.
4.5.1 The contribution of career development to employees' skill development TC "4.5.1 The contribution of career development to employees' skill development" \f C \l "1" 
The findings regarding the contribution of career development on employees' skill development in the context of TUWASA found that career development plays a crucial role in enhancing employee skill development. These findings are supported by the human capital theory used in this study which explains that through continuous learning and advancement in career development initiatives, employees can acquire new competencies, increasing their overall human capital. 

Moreover, these findings echo and align with research conducted by Li and Zhang (2020) in Chinese IT companies and Nguyen and Le (2021) in Vietnamese manufacturing firms. Li and Zhang's (2020) longitudinal study in Chinese IT companies, which gathered data from 500 employees over two years, revealed a significant positive relationship between career development opportunities and skill development. Their findings suggest that initiatives such as job rotation, training programs, and mentoring had a direct impact on enhancing employees' skills and their ability to adapt to changing job requirements. These results align with the perception among TUWASA employees that career development initiatives have a meaningful and positive influence on skill enhancement.

Similarly, Nguyen and Le (2021) investigated the contribution of career development to skill development in Vietnamese manufacturing firms using a mixed-methods approach. Their survey of 300 employees and in-depth interviews with 20 participants highlighted that active participation in career development programs, including skill training workshops and career planning sessions, led to significant improvements in skills and competencies. Furthermore, the research emphasized the positive effects of career development on job satisfaction and motivation, ultimately contributing to enhanced service delivery in manufacturing firms. These findings mirror the perception within TUWASA that career development plays a crucial role in skill enhancement and its positive impact on overall job performance.

In summary, the alignment of findings between TUWASA and the studies conducted by Li and Zhang (2020) and Nguyen and Le (2021) underscores the universal importance of career development in fostering skill development among employees. This suggests that investing in career development initiatives can yield tangible benefits in terms of skill enhancement, adaptability, job satisfaction, and overall service delivery across various organizational contexts.
4.5.2 The contribution of training on employees’ skills development TC "4.5.2 The contribution of training on employees’ skills development" \f C \l "1" 
The findings regarding the contribution of training on employees' skills development within TUWASA found that training is a crucial aspect of promoting skill development among employees. These findings complement the human capital theory applied in this study which argues that investing in training aligned with organizational goals improves job-specific skills, helping employees adapt to changing demands. 

Likewise, the findings resonate with the research conducted by Green et al. (2019) and Karanja and Mugenda (2019), shedding light on the broader significance of training programs in various contexts. Green et al. (2019) conducted a study using a randomized controlled trial (RCT) design, which is known for its rigour in establishing causal relationships. Their research demonstrated that training programs had substantial and positive effects on participants' skills, productivity, and wages compared to a control group. These findings align with the perception among TUWASA employees that the training they receive plays a meaningful role in enhancing their skills. The recommendation from the study to invest in training programs for improved employee outcomes, particularly in terms of skills and productivity, reinforces the idea that such investments can yield tangible benefits.

Karanja and Mugenda (2019) conducted a study in Tanzania, utilizing a mixed-methods approach, combining quantitative data from surveys with qualitative insights from interviews. Their research indicated that training and development programs positively influenced employee performance in the Tanzanian organizations they studied. This underscores the broader relevance of training and development initiatives in enhancing employee performance and achieving organizational objectives. The recommendation to tailor training and development to specific organizational needs aligns with the perception within TUWASA that training contributes significantly to skill development.

In summary, the alignment of findings between TUWASA and the studies by Green et al. (2019) and Karanja and Mugenda (2019) emphasizes the universal importance of training in fostering skill development and enhancing employee performance. These studies provide valuable insights into the positive impact of training programs on various outcomes, from skills and productivity to wages and performance. While they have strengths and limitations specific to their research designs and contexts, they collectively support the notion that investing in training programs can yield substantial benefits for both employees and organizations. 
4.5.3 The contribution of coaching on employees’ skills development TC "4.5.3 The contribution of coaching on employees’ skills development" \f C \l "1" 
The findings concerning the contribution of coaching on employees' skills development within TUWASA revealed that the employee's skill development depends highly on coaching initiatives. These findings align with the human capital theory used in this study which argues that coaching provides personalized guidance, honing interpersonal and problem-solving skills. These efforts enhance human capital, leading to improved service delivery in Tanzania.

Similarly, the findings resonate with research conducted by Meijers (2016) in the Dutch police force and Charles and Msoffe (2019) in Tanzanian organizations, shedding light on the broader importance of coaching across different contexts. Meijers (2016) conducted a quantitative study within the Dutch police force, examining the effects of coaching on employability. The study found that coaching had a positive impact on employees' skills development and employability by enhancing key factors such as self-reflection, self-confidence, learning, and career adaptability. These results align with the perception among TUWASA employees that coaching plays a meaningful role in enhancing their skills. The study's recommendation to implement coaching programs to enhance skills and employability reinforces the idea that coaching initiatives can yield significant benefits.

Charles and Msoffe (2019) conducted a qualitative study in Tanzanian organizations, exploring the influence of coaching on leadership development. Their research revealed that coaching significantly influenced leadership development by enhancing communication, decision-making, and strategic thinking skills among leaders. These findings emphasize the broader relevance of coaching in developing various skills, which aligns with the perception within TUWASA that coaching contributes significantly to skill enhancement. The recommendation to prioritize coaching as a strategy for leadership development and provide coaching training for leaders supports the idea that coaching can have a substantial impact in various organizational contexts.

In summary, the alignment of findings between TUWASA and the studies by Meijers (2016) and Charles and Msoffe (2019) underscores the universal importance of coaching in fostering skill development and leadership enhancement. These studies provide valuable insights into the positive impact of coaching programs on various aspects of personal and professional development. While they have strengths and limitations specific to their research designs and contexts, they collectively support the notion that investing in coaching initiatives can yield substantial benefits for both employees and organizations. 

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
CONCLUSION AND RECOMMENDATIONS TC "CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1"  

This chapter serves as the conclusion of the study's findings and offers practical recommendations derived from the research outcomes related to each objective.
5.2 Conclusion TC "5.2 Conclusion" \f C \l "1" 
The first objective of this study aimed to assess the contribution of career development initiatives on employees' skill development at TUWASA. The findings have revealed a compelling connection between career development and skill enhancement. A significant proportion of the workforce within TUWASA perceives that career development programs play a meaningful role in boosting their skills. This suggests that investing in tailored career development initiatives within the organization has a positive impact on skill development, aligning with the broader research in this field. Organizations looking to foster skill growth should prioritize and tailor career development programs to meet the unique needs and aspirations of their employees.

The second objective centred on understanding the role of training in employees' skills development. The study findings strongly support the notion that training is a critical driver of skill enhancement at TUWASA. A substantial majority of employees believe that the training they receive within the organization significantly contributes to enhancing their skills. This aligns with research indicating that training programs have a substantial positive impact on skills, productivity, and employee outcomes. Organizations should heed this evidence and invest in robust training programs, recognizing that such investments can yield tangible benefits in terms of skill development and overall workforce capabilities.

The third objective delved into the contribution of coaching to employees' skill development at TUWASA. The results of this objective resonate with the broader research on coaching, indicating that coaching holds a substantial role in fostering skill enhancement. A significant proportion of the workforce within TUWASA believes that coaching plays a meaningful role in enhancing their skills. This underscores the importance of coaching as a developmental tool, as it not only improves skills but also enhances self-confidence, adaptability, and self-reflection. Organizations should consider implementing coaching programs and providing necessary training and support to ensure their effectiveness in promoting skill development.

Lastly, the study aimed to assess the combined impact of career development, training, and coaching on skill development. The findings reveal that when these factors are considered collectively, they explain a significant portion of the variance observed in skill development at TUWASA. Coaching emerged as the most influential predictor, followed by training, while career development showed a non-significant impact. This suggests that organizations should prioritize coaching and training initiatives as integral components of their skill development strategies. While career development initiatives may have a role, their impact may be less pronounced, and organizations should tailor them to align more closely with employees' skill development needs.

5.3 Recommendations TC "5.3 Recommendations" \f C \l "1" 
Based on the research findings and the objectives of this study, several recommendations can be offered to different stakeholders;

Recommendations for TUWASA Management: TUWASA's leadership plays a pivotal role in driving organizational growth and employee development. Based on the study's findings, we recommend that TUWASA's management consider enhancing skill development within the organization, TUWASA's management should prioritize and invest in comprehensive training programs. These programs should be tailored to address the specific skill needs of employees across various departments and levels within the organization. Moreover, management should continuously assess the effectiveness of these training initiatives, seeking feedback from employees and making adjustments as necessary.

To the Government: The government should actively support and incentivize organizations like TUWASA in their endeavours to enhance employee skills through grants, tax incentives, and partnerships with training institutions. Encourage policies promoting lifelong learning and continuous skill development, while also regulating the quality of training and coaching programs to ensure efficacy. Collect and disseminate workforce skill data to inform education and training policies, promote public-private partnerships for comprehensive skill development ecosystems, and implement monitoring and evaluation mechanisms for funded programs to ensure taxpayer resources are effectively utilized. Such actions can foster a highly skilled and adaptable workforce, driving economic growth and competitiveness on a national scale.

To Policy Makers: Policymakers should actively engage in creating and endorsing policies that support skill development initiatives within organizations. These policies can include tax incentives for companies investing in employee training, creating frameworks for regulating and monitoring the quality of training and coaching programs, and facilitating partnerships between educational institutions and the private sector to ensure relevant and up-to-date skill development opportunities. Moreover, policymakers should prioritize policies that encourage a culture of lifelong learning and skills upgrading among the workforce, with an emphasis on continuous improvement and adaptability in an ever-evolving job market.

For researchers and academia: The findings of this study underscore the importance of continued exploration in the field of employee skill development. Further research is needed to delve into the nuances of career development, training, and coaching, both individually and in combination, across various industries and organizational contexts. This research should aim to provide deeper insights into the mechanisms through which these initiatives impact skill development, as well as the factors that moderate or enhance their effectiveness. Moreover, scholars should focus on longitudinal studies to track the long-term effects of skill development initiatives on individuals and organizations. Additionally, collaborative efforts between academia and industry can facilitate the translation of research findings into practical strategies for organizations seeking to optimize their skill development programs. Ultimately, ongoing research in this domain can contribute to a better understanding of how organizations can harness the potential of their workforce through skill development, fostering innovation and competitiveness.

REFERENCES TC "REFERENCES" \f C \l "1" 
Adebisi, Y. A., Umah, J. O., Olaoye, O. C., Alaran, A. J., Sina-Odunsi, A. B., & Lucero-Prisno III, D. E. (2020). Assessment of health budgetary allocation and expenditure toward achieving universal health coverage in Nigeria. International Journal of Health and Life Sciences, 6(2). https://brieflands.com/articles/jhrt-102552.html

Akanbi, P. A., & Adeyemi, T. O. (2020). Employee participation and skill development: A study of selected banks in Nigeria. International Journal of Business, Economics and Management, 7(2), 187-200
Akinyode, B. F., & Khan, T. H. (2018). Step by step approach for qualitative data analysis. International Journal of Built Environment and Sustainability, 5(3). https://ijbes.utm.my/index.php/ijbes/article/view/267

Alemu, G. (2018). Problems and challenges of Training and Development practices: Descriptive study. 7(3), 2349–6517. http://euroasiapub.org

Alves, P., Santos, V., Reis, I., Martinho, F., Martinho, D., Correia Sampaio, M., José Sousa, M., & Au-Yong-Oliveira, M. (2020). Strategic talent management: The impact of employer branding on the affective commitment of employees. Sustainability, 12(23), 9993. https://www.mdpi.com/906964

Amin, S. Bin, Rahman, S., Amin, S. Bin, & Rahman, S. (2019). The Impact of Skill Development in Bangladesh Energy Sector: A Skilled Labour Force Is a Necessity for the Energy Market Development in Bangladesh as It Will Drive Completing of Energy Projects Across the Sector. Energy Resources in Bangladesh: Trends and Contemporary Issues, 43–47. https://link.springer.com/chapter/10.1007/978-3-030-02919-7_8

Arifin, S. R. M. (2018). Ethical considerations in qualitative study. International Journal of Care Scholars, 1(2), 30–33. https://journals.iium.edu.my/ijcs/index.php/ijcs/article/view/82

Banerjee, A., & Chaudhury, S. (2019). Statistics without tears: Populations and samples. Industrial Psychiatry Journal, 19(1), 60–65. https://doi.org/10.4103/0972-6748.77642

Beheshtifar, M., & Nadi, M. (2018). The impact of employee participation on skill development in organizations. International Journal of Organizational Leadership, 7(1), 21-31.
Bibi, P., Ahmad, A., & Majid, A. H. A. (2018). The impact of training and development and supervisor support on employees retention in academic institutions: The moderating role of work environment. Gadjah Mada International Journal of Business, 20(1), 113–131. https://search.informit.org/doi/10.3316/informit.569509524542345

Boru, T. (2018). CHAPTER FIVE RESEARCH DESIGN AND METHODOLOGY 5.1. Introduction Citation: Lelissa TB (2018); Research Methodology; University of South Africa, PHD Thesis. https://doi.org/10.13140/RG.2.2.21467.62242
Campbell, S., Greenwood, M., Prior, S., Shearer, T., Walkem, K., Young, S., Bywaters, D., & Walker, K. (2020). Purposive sampling: complex or simple? Research case examples. Journal of Research in Nursing, 25(8), 652–661. https://journals.sagepub.com/doi/abs/10.1177/1744987120927206?casa_token=aMNbwJYJXvoAAAAA:LeksRPlgypMcIQLS6VUGtzA0W1kYexaUH7CX3eJv6yxOmc4ebE5TnSCPvb79uiOrqXW5tW3McF5Xow

Cao, J., & Hamori, M. (2020). How can employers benefit most from developmental job experiences? The needs–supplies fit perspective. Journal of Applied Psychology, 105(4), 422. https://psycnet.apa.org/record/2019-50366-001

Chacha, J., & Macha, R. (2023). Employee Participation and Skill Development: A Study of the Banking Sector in Tanzania. Journal of Banking and Finance Research, 41(1), 56-72.

Chen, Y., & Chen, C. (2018). The impact of perceived organizational support on employee skill development: The mediating role of supervisor support and work engagement. Journal of Business and Psychology, 33(4), 467-480.

Edwin, K. (2019). Reliability and Validity of Research Instruments Correspondence to kubaiedwin@yahoo.com. https://www.researchgate.net/publication/335827941_Reliability_and_Validity_of_Research_Instruments_Correspondence_to_kubaiedwinyahoocom

Fix, B. (2018). The trouble with human capital theory. Working Papers on Capital as Power. https://www.econstor.eu/handle/10419/181668

Flick, U. (2017). Mantras and myths: The disenchantment of mixed-methods research and revisiting triangulation as a perspective. Qualitative Inquiry, 23(1), 46–57. https://journals.sagepub.com/doi/pdf/10.1177/1077800416655827

Jansen, K. J., & van der Velde, M. (2019). The influence of HR practices on employee skill development: Examining the mediating role of perceived organizational support. Human Resource Management Journal, 29(2), 293-310.
Jurburg, D., Viles, E., Tanco, M., Mateo, R., & Lleó, Á. (2019). Understanding the main organisational antecedents of employee participation in continuous improvement. The TQM Journal, 31(3), 359–376. https://www.emerald.com/insight/content/doi/10.1108/tqm-10-2018-0135/full/html

Kamau, J., & Ondieki, G. (2021). Employee participation and skill development: A case study of the telecommunications industry in Kenya. Journal of Business and Management Sciences, 9(1), 12-24.
Kavitha, K., Latha, R., Hassan, S. N., & Thirukumaran, K. (2019). Impact of skill development training on mushroom cultivation in kanyakumari district of Tamil Nadu. Journal of Krishi Vigyan, 7(2), 144–148. https://www.indianjournals.com/ijor.aspx?target=ijor:jkv&volume=7&issue=2&article=030

Kibona, E. (2021). The Contribution of Employee Participation on Skill Development in Tanzanian Organizations: A Case Study of TANESCO. Journal of Human Resource Development, 35(3), 123-145.
Kim, J. K., & Wang, Z. (2019). Sampling techniques for big data analysis. International Statistical Review, 87, S177–S191. https://onlinelibrary.wiley.com/doi/abs/10.1111/insr.12290

Kokkinis, A., & Sergakis, K. (2020). A flexible model for efficient employee participation in UK companies. Journal of Corporate Law Studies, 20(2), 453–493. https://www.tandfonline.com/doi/abs/10.1080/14735970.2020.1735161

Kosteas, V. D., & Jha, A. (2019). The impact of perceived workplace support on employee skill development and wages. The International Journal of Human Resource Management, 30(2), 314-332.
Kumar, R. (2020). Methods of Data Collection. https://doi.org/10.13140/RG.2.2.26435.22561

Kuruppu, C. L., Kavirathne, C. S., & Karunarathna, N. (2021). The impact of training on employee performance in a selected apparel sector organization in Sri Lanka. Global Journal of Management And Business Research. https://www.researchgate.net/profile/Chalani-Kuruppu/publication/349676889_The_Impact_of_Training_on_Employee_Performance_in_a_Selected_Apparel_Sector_Organization_in_Sri_Lanka/links/61b449951d88475981df40a1/The-Impact-of-Training-on-Employee-Performance-

Licombe, L. (2018). “Examining the Impact of Training and Development on Employees Performance in Public Sector: A case of Tanzania Telecommunication Company Limited (TTCL). http://repository.out.ac.tz/2186/1/LUCY - Dissertation Final-05-02-2018.pdf

Magoma, E. M., Mayumana, M. M., & Shayo, E. H. (2022). Employee participation and skill development: Evidence from the health sector in Tanzania. African Journal of Economic Review, 10(1), 76-89.

Majaliwa, A., & Mcharo, S. (2022). Employee Participation and Skill Development: A Study of Small and Medium-Sized Enterprises in Tanzania. Small Business and Entrepreneurship Research Journal, 29(4), 230-248.
Makhokh, L., Matambanadzo, M., & Mutasa, A. (2022). Employee Participation and Skill Development: The Case of Mining Companies in Zimbabwe. African Journal of Business Management, 16(1), 12-28.
Msangi, F. (2019). The Impact of Employee Participation on Skill Development: A Case Study of the Hospitality Industry in Tanzania. Journal of Tourism and Hospitality Management, 15(1), 45-61.

Mwakatobe, R. (2018). Employee Participation and Skill Development in the Public Sector in Tanzania. Public Administration Research, 12(2), 87-105.
Marginson, S. (2019). Limitations of human capital theory. Studies in Higher Education, 44(2), 287–301. https://www.tandfonline.com/doi/abs/10.1080/03075079.2017.1359823

Mchete, T., & Shayo, F. (2020). The role of induction training on performance of new employees at workplace: Case study of the open university of Tanzania. http://repository.tia.ac.tz/handle/123456789/76

Mohd, I. H., Julan, J., & Besar, T. B. H. T. (2020). Strategic training and development: the impact on employees’ performance. Journal of International Business, Economics and Entrepreneurship, 5(2), 80–84. https://myjms.mohe.gov.my/index.php/JIBE/article/view/14246

Mwansisya, T., Mbekenga, C., Isangula, K., Mwasha, L., Mbelwa, S., Lyimo, M., Kisaka, L., Mathias, V., Pallangyo, E., Edwards, G., Mantel, M., Konteh, S., Rutachunzibwa, T., Mrema, S., Kidanto, H., & Temmerman, M. (2022). The impact of training on self-reported performance in reproductive, maternal, and newborn health service delivery among healthcare workers in Tanzania: a baseline- and endline-survey. Reproductive Health, 19(1), 143. https://doi.org/10.1186/s12978-022-01452-4

Nkemakolam. (2020). Effects of Training on Employee Performance : a Case Study on Airtel Networks Limited , Abuja By Nkemakolam Samuel Nnanna Department of Business Management Faculty of Management and Social Sciences Baze University , Abuja July 2020 Declaration. July, 61. https://portal.bazeuniversity.edu.ng/student/assets/thesis/20201203111357529257077.pdf

Noorazem, M. S., Rahim, R. A., & Kassim, N. (2019). Employee participation and skill development: A study of manufacturing companies in Malaysia. International Journal of Economics, Commerce and Management, 7(1), 11-19.

Ngowi, J. (2020). Employee Participation and Skill Development in the Manufacturing Sector in Tanzania. International Journal of Business and Management Studies, 8(2), 78-92.
Onyango, J., & Wanyoike, D. M. (2020). Effects of training on employee performance: a survey of health workers in Siaya County, Kenya. Expanding Horizons. https://www.researchgate.net/profile/James-Onyango-4/amp

Oviawe, J. I. (2020). Strategies for funding technical vocational education and training for achieving sustainable national development in Nigeria in a post-oil boom economy. Vietnam Journal of Education, 4(2), 1–10.

Ozkeser, B. (2019). Impact of training on employee motivation in human resources management. Procedia Computer Science, 158, 802–810. https://doi.org/https://doi.org/10.1016/j.procs.2019.09.117

Pallangyo, W. A., & Hanai, A. E. (2020). The Influence of Training and Development on Employee Retention: Empirical Evidence from Banking Industry in Tanzania. International Journal of Political Science (IJPS), 11. https://www.joseheras.com/pdfs/ijps/v6-i1/3.pdf

Powell, D. M., & Breitkreuz, R. S. (2018). Enhancing skill development through organizational commitment: The role of perceived organizational support and employee engagement. Journal of Vocational Behavior, 105, 122-133.

Sameen, M. I., Pradhan, B., Bui, D. T., & Alamri, A. M. (2020). Systematic sample subdividing strategy for training landslide susceptibility models. Catena, 187, 104358. https://www.sciencedirect.com/science/article/pii/S0341816219305004

Sasangohar, F., Peres, S. C., Williams, J. P., Smith, A., & Mannan, M. S. (2018). Investigating written procedures in process safety: Qualitative data analysis of interviews from high risk facilities. Process Safety and Environmental Protection, 113, 30–39. https://www.sciencedirect.com/science/article/pii/S0957582017303130

Solanki, K. (2022). What is Research Approaches ? | Meaning and Types of Research Approaches. In Top4u. https://www.toppers4u.com/2022/01/what-is-research-approaches-meaning-and.html

Sung, S. Y., & Choi, J. N. (2018). Effects of training and development on employee outcomes and firm innovative performance: Moderating roles of voluntary participation and evaluation. Human Resource Management, 57(6), 1339–1353. https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.21909

SÜRÜCÜ, L., & MASLAKÇI, A. (2020). Validity and Reliability in Quantitative Research. Business & Management Studies: An International Journal, 8(3), 2694–2726. https://doi.org/10.15295/bmij.v8i3.1540

URT. (2019). Training policy for the Tanzania public services. 1–24. https://www.utumishi.go.tz/uploads/Public_Service_Training_Policy_2013-min-min.pdf

van Smeden, M., Moons, K. G. M., de Groot, J. A. H., Collins, G. S., Altman, D. G., Eijkemans, M. J. C., & Reitsma, J. B. (2019). Sample size for binary logistic prediction models: beyond events per variable criteria. Statistical Methods in Medical Research, 28(8), 2455–2474. https://journals.sagepub.com/doi/pdf/10.1177/0962280218784726

Wang, D., & Lee, K. (2020). Enhancing employee skill development through high-performance work systems: The roles of perceived organizational support and work engagement. Human Resource Development Quarterly, 31(4), 395-422.
Yimam, M. H. (2022). Impact of training on employees performance: A case study of Bahir Dar university, Ethiopia. Cogent Education, 9(1), 2107301. https://www.tandfonline.com/doi/abs/10.1080/2331186X.2022.2107301



APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix I: The questionnaire

Dear respondent, I am Shio, Lilian Julian, a student of Master of Human Resource Management at Open University in Tanzania. I am investigating the Employer's Contribution On Skill Development In Tanzania Public Service Institutions: The Experience Of Tabora Water And Sanitation Authority (TUWASA). You are kindly invited to provide your answers for each question of the questionnaire to the best of your knowledge. Your answers will be kept strictly confidential and for academic purposes only.

Section 1: Demographic Information

1. What is your age? ……………

2. What is your sex?

a) Male

b) Female 

3. What is your academic qualification?

a) Certificate 
b) Diploma 
c) Bachelor degree
d) Postgraduate

e) Other ………………………………

4. How long have you been working in your current position?

a) Less than a year

b) 1 – 5 years

c) More than 5 years 

Section 2: Career Development
5. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Career development opportunities at TUWASA have contributed to the advancement of my skills.
	
	
	
	
	

	I believe that engaging in continuous learning has enhanced my skills as a result of career development initiatives.
	
	
	
	
	

	The career planning resources provided by TUWASA have helped me identify and develop my skills effectively.
	
	
	
	
	

	Participating in professional networking activities has positively impacted my skill development.
	
	
	
	
	

	Having opportunities for cross-functional exposure has significantly contributed to the enhancement of my skills.
	
	
	
	
	


Section 3: Training

6. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Workshops and seminars organized by TUWASA have effectively improved my skills.
	
	
	
	
	

	On-the-job training provided by my team has been valuable in enhancing my skills.
	
	
	
	
	

	External training programs I've attended have positively impacted my skill development.
	
	
	
	
	

	E-learning and online courses offered by TUWASA have contributed significantly to my skills improvement.
	
	
	
	
	

	Engaging in cross-training activities has broadened my skill set within TUWASA.
	
	
	
	
	


Section 4: Coaching
7. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	One-on-one coaching sessions have been effective in enhancing my skills.
	
	
	
	
	

	Regular performance feedback from supervisors has helped me identify areas for skill improvement.
	
	
	
	
	

	Skill-specific coaching provided by experts has contributed significantly to the growth of my skills.
	
	
	
	
	

	Engaging in self-reflection activities has supported my skills development journey.
	
	
	
	
	

	Having developmental plans in place has guided my efforts to improve my skills effectively.
	
	
	
	
	


Section 5: Employee Skill Development
8. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Engaging in skill development initiatives at TUWASA has enhanced my ability to perform tasks effectively.
	
	
	
	
	

	The skills I've developed through training and development programs at TUWASA have improved my work efficiency.
	
	
	
	
	

	My participation in skill enhancement activities has positively impacted my overall job performance at TUWASA.
	
	
	
	
	

	The skill development opportunities provided by TUWASA have contributed to my ability to deliver high-quality services.
	
	
	
	
	

	Developing my skills at TUWASA has enabled me to provide services in a more timely and efficient manner.
	
	
	
	
	


Appendix II: The Interview Guide

1. What do you know about employee skill development?

2. What is your role in employee skill development?

3. What skill development programs do you currently offer in TUWASA?

4. In your opinion, what is the contribution of training on skills development in TUWASA?
5. In your opinion, what is the contribution of coaching on skills development in TUWASA?

6. In your opinion, what is the contribution of career development on employees’ skills development in TUWASA?

7. What do you recommend to improve the quality of skill development programs for employees in TUWASA?
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ABSTRACT 
The study aimed to examine the relationship between training and skill development of employees. The study was conducted at the Tabora Water And Sanitation Authority (TUWASA). A descriptive research design was used in this study. The study population included technical staff across various departments in TUWASA. The sample size was 67 from the total population of 81 who were selected using a purposive sampling technique. The questionnaire was used to collect data. The multiple linear analysis was used to analyse quantitative data collected from participants. Findings show that the independent variables explain 38.2% of the variance in the dependent variable (skill development). The best predictor of the dependent variable is on-job training which has having regression coefficient of r = 0.575; p <0.001. Another was cross-training with a regression coefficient of r = 0.457; p = 0.001, and off–job training with a regression coefficient of r = 0.423; p <0.001.E–learning was not statistically significant, as it does not have a significant contribution in explaining the dependent variable (p = 0.938). Henceforth, TUWASA should continue prioritizing and expanding its on-the-job training programs, given their substantial positive impact on skill development.
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INTRODUCTION

Human resource training holds significant significance within the field of human resource management, attracting continuous interest and importance in both theoretical and practical domains. The development of skills is a crucial factor for an organization's survival and profitability in the competitive marketplace. When employees possess advanced skills, they make valuable contributions to their firm's performance, thereby granting the organization a competitive edge (Bibi et al., 2018; Sung & Choi, 2018; Yimam, 2022). According to Mchete and Shayo (2020), staff training plays a crucial role in achieving success. The authors argue that training and development initiatives serve as primary tools for managers to cultivate success and drive growth within organizations.

Worldwide, the importance of employees' skills in driving productivity and effective service delivery for organizations is widely recognized. Numerous studies, researchers, and empirical literature acknowledge the central role of skilled personnel in supporting the goals of a government focused on development (Alemu, 2018; Nkemakolam, 2020; Ozkeser, 2019). The introduction of skills development programs has been one of the strategies adopted to meet this challenge (Alemu, 2018). This has made training and development a popular subject of interest in the public sector. The pressure to maximize results and quality in public service in most countries in the world has forced public institutions to make training and development a central stake in the management of their personnel through the adoption of ''New Public Management," which mirrored management principles from the private sector (Alemu 2018, Pallangyo and Hanai 2020). Under new public management, like private institutions, public institutions are required to justify their spending on productive resources transparently and measurably. Among other things, NPM favors training and development as a necessary device to keep public servants updated with the relevant skills required to undertake their responsibilities more effectively and efficiently (Kuruppu et al., 2021).

Like other countries, the Tanzanian government also undertook considerable reforms in the form of New Public Management. The reforms aimed to make public service in Tanzania a national institution of excellence that plays a pivotal role in achieving sustained economic growth and prosperity, and the eradication of poverty in the 21st century (URT, 2019). To achieve this, training and development constituted a major element of the public service reforms in Tanzania (Licombe, 2018; Mwansisya et al., 2022). The Public Service Management and Employment Policy (PSMEP) introduced by the Tanzanian government in 1999, aimed at improving public service delivery, made training and development an important function of human resource management in Tanzanian public service institutions (URT, 2019). These changes were necessary because the public service was viewed as a strong arm of the government as well as an engine for growth and development and was expected to ensure that the war against three development enemies was executed to a successful end (Licombe, 2018). 

Over the years, the government has been emphasizing the need for government employees to continuously undergo training to improve their skills. A key policy statement on the importance of training in the public service is the PSMEP of 1999, as revised in 2008, which states that all public service organizations shall develop training programs, based on their skills requirements as identified in their human resource plans. The programs shall be funded from their budget allocations and shall aim to meet both the organization’s capacity requirements and individual employees' personal and career development goals within the resources available (URT, 2019). Therefore, it’s important to understand the role they play in developing the skills of their employees, especially from the perspective of their own. The extent to which training contributes to skill development was a key area of focus in this study. This enabled a conclusion to be drawn as to what could be done to improve skills through training in Tanzania's public service.

Nevertheless, there is insufficient focus and investment in training programs within organizations in Tanzania (Chalya et al. 2018). This resulted in employees lacking opportunities for professional growth and advancement, leading to stagnant skill sets and limited career progression. According to a study by Fagbeminiyi et al. (2017), only 22.6% in Tanzania felt that their organizations provided adequate career development opportunities. Moreover, the lack of comprehensive and effective training programs hinders the acquisition of new skills and knowledge by employees in Tanzania. Data from a study conducted by Chalya et al. (2018) revealed that only 47% of healthcare workers in Tanzania had received formal training in the past two years. 

Furthermore, numerous studies have been done in Tanzania. However, a majority of studies assessed the influence of budget allocation, employer commitment, and employee engagement on skills development (Licombe, 2018; Mchete & Shayo, 2020; Pallangyo & Hanai, 2020). Additionally, the influence of training variables such as on-job training, off-job training, e-learning, and cross-training on employee skill development has been overlooked by previous studies which creates a gap to be filled (Licombe, 2018; Mchete & Shayo, 2020; Pallangyo & Hanai, 2020). To this end, this study will be conducted to assess the relationship between training and skills development in Tanzanian public institutions, taking the Tabora Water and Sanitation Authority (TUWASA) as a focal point
LITERATURE REVIEW

Skill Development

Skill development refers to the process of enhancing and expanding one's abilities, knowledge, and expertise in a particular area (Kavitha et al., 2019). It involves acquiring new skills, refining existing skills, and staying updated with the latest developments in a specific field or industry. Skill development can occur through various methods such as formal education, training programs, workshops, on-the-job learning, mentoring, and self-directed learning (Kavitha et al., 2019).

On – Job Training

On-the-job training (OJT) refers to a method of employee development where individuals acquire new skills, knowledge, and competencies while actively engaged in their regular work responsibilities. Unlike formal classroom training or off-site workshops, on-the-job training takes place within the actual work environment, allowing employees to learn by performing tasks, observing experienced colleagues, and gaining hands-on experience (Adebisi et al., 2020).

Off – Job Training

Off-the-job training refers to employee development programs and learning activities that take place outside the regular work environment. Unlike on-the-job training, where learning occurs while performing actual work tasks, off-the-job training involves training sessions, workshops, or educational programs conducted away from the workplace. This type of training is often designed to provide employees with theoretical knowledge, new skills, or insights that can be applied to their roles (Oviawe, 2020).

E-Learning

E-learning, short for electronic learning, refers to the use of electronic technologies, primarily the Internet, to deliver educational content and facilitate learning. This form of learning leverages digital tools, platforms, and resources to provide a flexible and interactive educational experience. E-learning can take various forms, including online courses, webinars, virtual classrooms, and digital resources (Sulistyan, 2020)
Cross - Training

Cross-training is a strategic approach to employee development, involving the training of individuals in tasks or skills beyond their primary job responsibilities. This practice aims to create a versatile workforce capable of handling diverse roles within an organization. By providing employees with opportunities to acquire additional skills, organizations benefit from increased flexibility, improved teamwork, and heightened adaptability to changing business needs. Cross-training not only reduces skill gaps within teams but also contributes to enhanced productivity, employee engagement, and effective succession planning (Jurburg et al., 2019; Kokkinis & Sergakis, 2020)
The Human capital theory
Human capital theory, developed by Gary Becker in 1964, posits that individuals' skills, knowledge, and capabilities, collectively known as human capital, are valuable assets that contribute to their productivity and earning potential (Fix, 2018). This theory emphasizes the importance of investing in education, training, and skill development to enhance human capital and increase economic returns (Fix, 2018; Marginson, 2019).

The human capital theory provides a framework for understanding how various training methods contribute to enhancing employees' skills in Tanzania. Both on-job and off-job training initiatives foster continuous learning, enabling employees to acquire new competencies and thereby increasing their overall human capital. Investment in e-learning aligned with organizational goals is emphasized, as it enhances job-specific skills and helps employees adapt to evolving demands. Cross-training, with its personalized guidance, is recognized for honing interpersonal and problem-solving skills, further contributing to the development of human capital. Ultimately, these training efforts collectively lead to improved service delivery in Tanzania, aligning with the principles of human capital theory.

The strength of the human capital theory lies in its comprehensive framework for understanding the value and development of human resources within an organization. By emphasizing the investment in employee education, training, and skill development, the theory recognizes that individuals are valuable assets whose capabilities can be enhanced over time. It highlights the importance of continuous learning, adapting to new technologies, and acquiring job-specific skills to increase overall human capital. Moreover, the theory provides a strategic perspective, linking individual skills and knowledge to organizational productivity and success.

However, the theory has some limitations. It tends to focus primarily on the economic aspects of human capital (Marginson, 2019), potentially overlooking other important factors that contribute to skill development, such as social and cultural influences. Additionally, the theory assumes perfect market conditions and rational decision-making, which may not always hold in real-world contexts.

Empirical Literatures

Green et al. (2019) conducted a study titled "The Impact of Training on Skills, Productivity, and Wages: Evidence from a Randomized Experiment." The study employed a randomized controlled trial (RCT) design, where participants were randomly assigned to either a training group or a control group. Data on skills, productivity, and wages were collected before and after the training intervention. The findings of the study demonstrated that the training program had significant positive effects on participants' skills, productivity, and wages compared to the control group. Based on these findings, the study recommends that organizations should invest in training programs to enhance employee outcomes, particularly in terms of skills, productivity, and wages. One strength of this study is its rigorous experimental design utilizing a randomized controlled trial (RCT), which strengthens the causal inference between training and the observed outcomes. However, a limitation of the study is that it does not specify the geographic location of the research.

Karanja and Mugenda,(2019) conducted a study titled "The Influence of Training and Development on Employee Performance: A Case Study of Selected Organizations in Tanzania." The study employed a mixed-methods approach, combining quantitative data collected through surveys from employees in selected organizations in Tanzania with qualitative data gathered through interviews with key informants. Descriptive statistics and thematic analysis were used to examine the relationship between training and development and employee performance. The findings of the study indicated that training and development programs had a positive influence on employee performance in the Tanzanian organizations under investigation. This suggests that investing in tailored training and development initiatives can contribute to improved employee performance and organizational outcomes. Based on these findings, the study recommends that organizations in Tanzania prioritize investments in training and development initiatives tailored to their specific needs to enhance employee performance and achieve desired organizational outcomes. One strength of this study is its utilization of a mixed-methods approach, incorporating both quantitative and qualitative data to gain a deeper understanding of the relationship between training and development and employee performance. However, a limitation of the study is that its findings may have limited generalizability to organizations outside of Tanzania, as it specifically focused on selected organizations within the Tanzanian context. 
The Conceptual Framework – here expected to be one IV and one DV

The conceptual framework explains the relationship between the dependent variable and independent variable of this study. The dependent variable is the skill development composed of the following indicators:  effectiveness, efficiency, improved job performance, quality service delivery, and timely service delivery, all these indicators are determined by the training which is composed of several indicators including training, off-job training, e-learning and crosstraining.
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Figure 1: Conceptual Framework of the study.
Source: (Researcher, 2023)

Research Hypothesis

H1: On-job training positively influences skill development

H2: Off-job training positively influences skill development

H3: E-learning positively influences skill development

H4: Cross-training positively influences skill development

METHODS

This study was conducted at the Tabora Urban Water and Sanitation Authority (TUWASA), which is found in the Tabora region. A quantitative research approach and a descriptive research design were used in this study. The study population of this study comprised the employees of TUWASA, specifically including heads of departments and administrative and technical staff across various departments. The sample size was 67 from the total population of 81 who were selected using a simple random sampling technique. The questionnaire was used to collect data. Descriptive statistics and linear regression were used to analyze quantitative data collected from participants to decode their meaning.

To enhance validity and reliability, Pre-testing of the data collection tools (to make sure questions are clear and the flow is acceptable) was done and adjusted to fit the context of this study. Proper works of literature were reviewed and internal citations were made. Moreover, a Cronbach alpha test at a significance level of more than 0.7 was applied to test for reliability.
RESULTS
The study aimed to find out if there is any relationship between employee training and skill development in TUWASA. The relationship was determined using multiple linear regression. The dependent variable was skill development, while the independent variables were training indicators such as on-job training, off-job training, e-learning, and cross-training.

Findings show that the independent variables explain 38.3% of the variance in the dependent variable (skill development). The best predictor of the dependent variable is on-the-job training, which has having regression coefficient of r = 0.575; p <0.001. Another was cross-training with a regression coefficient of r = 0.457; p = 0.001, and off–job training with a regression coefficient of r = 0.423; p <0.001. E-learning was not statistically significant, as it does not have a significant contribution in explaining the dependent variable (p = 0.938) as presented below;

Table 4. 1 Model Summary 

	

	Model
	R
	R Square
	AdjustedR Square
	Std. Error of the Estimate

	1
	0.648a
	0.420
	0.383
	0.72265

	a. Predictors: (Constant), on-job training, off-job training, e-learning, cross-training


Table 4. 2 Analysis of variances 

	Model 
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	23.473
	4
	5.868
	11.237
	<0.001

	Residual
	32.378
	62
	.522
	
	

	Total
	55.851
	66
	
	
	


a. Dependent Variable: skill development

b. Predictors: (Constant), on-job training, off-job training, e-learning, cross-training

Table 4. 3 Regression coefficients

	Model 
	Unstandardized coefficients
	Unstandardized coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	(Constant)
	1.254
	0.342
	
	3.663
	0.001
	0.570
	1.939

	On-job training
	0.582
	0.120
	0.575
	4.831
	<0.001
	0.823
	0.341

	Off-job training
	0.423
	0.101
	0.423
	4.199
	<0.001
	0.222
	0.625

	E-learning
	0.009
	0.109
	0.008
	0.078
	0.938
	0.210
	0.227

	Cross training
	0.457
	0.126
	0.457
	3.627
	0.001
	0.205
	0.708


a. Dependent Variable: skill development

The data were analysed by multiple regressions. The regression model was better (Adjusted R Square= 38.3), and the overall relationship was significant (F = 11.237, p<0.001). With other variables held constant, skill development was positively related to on-job training, off-job training, and cross-training. The results show that skill development was high for every increase in on–the–job training, 0.423 for every increase in off–job training and 0.457 for every increase in cross-training.

The findings regarding the relationship effect of training on employees' skills development within TUWASA underscore the critical role of training programs in promoting skill enhancement. These results posit that investing in training aligned with organizational goals enhances job-specific skills and facilitates employee adaptation to changing demands. This perspective resonates with the research conducted by Green et al. (2019) and Karanja and Mugenda (2019), highlighting the broader significance of training initiatives in various contexts. Green et al. (2019) conducted a rigorous randomized controlled trial (RCT) study, demonstrating that training programs had substantial and positive effects on participants' skills, productivity, and wages compared to a control group, reaffirming the perception among TUWASA employees that training significantly enhances their skills. The recommendation to invest in training programs for improved employee outcomes, particularly in terms of skills and productivity, aligns with the idea that such investments yield tangible benefits. Similarly, Karanja and Mugenda's (2019) research in Tanzania, utilizing a mixed-methods approach, found that training and development programs positively influenced employee performance in the organizations they studied, emphasizing the broader relevance of training and development initiatives in enhancing employee performance and achieving organizational objectives. The recommendation to tailor training and development to specific organizational needs aligns with TUWASA's perception that training plays a crucial role in skill development.

CONCLUSION AND RECOMMENDATIONS 

In conclusion, this study reveals a strong positive relationship between skill development and on-the-job training, off-job training, and cross-training within the organization. The findings demonstrate substantial skill development gains associated with each form of training, with on-job training having the highest impact (0.575), followed by cross-training (0.457), and off-job training (0.423). These results underscore the significance of diverse training approaches in fostering skill enhancement, highlighting the potential for organizations to strategically invest in and optimize training initiatives for the benefit of their workforce and overall performance.

Based on the findings of this study, several recommendations emerge for TUWASA and similar organizations aiming to enhance skill development among their employees. Firstly, TUWASA must continue prioritizing and expanding its on-the-job training programs, given their substantial positive impact on skill development. Additionally, investing in off-job training initiatives and cross-training opportunities should also be emphasized to provide employees with a well-rounded skill development experience. Secondly, the organization should consider tailoring these training programs to align closely with specific job roles and the evolving demands of the industry. Furthermore, TUWASA should regularly assess the effectiveness of its training efforts, gathering feedback from employees to ensure the relevance and quality of the training programs. Lastly, fostering a culture of continuous learning and skill development should be encouraged, motivating employees to actively engage in training opportunities and stay updated with industry best practices, ultimately contributing to the organization's overall success and competitiveness.

The model in this study explains 38.3 of the variances in this study. Therefore, 61.7 variance still needed to be explained, future research could include other variables to promote the importance and understanding of training and skill development, particularly at TUWASA.
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