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The research aimed to examine the Effect of training on workers’ performance in the A-to-Z textile industry. Specifically, the study aimed to analyze the impacts of on-job training initiatives on workers’ performance in the A-to-Z textile industry, to examine the role of succession planning in improving workers’ performance in the A-to-Z textile industry and how career development programs influence the improvement of workers’ performance at A-to-Z textile industry. The study employed a quantitative approach using an explanatory research design to explore causal relationships. Additionally, the study involved a stratified sample of 338 respondents drawn from the population of 2200 workers as data were collected using structured questionnaires as data was analyzed using descriptive statistics. The findings revealed that while off-job training significantly enhances job performance, problem-solving skills, and productivity in the A-to-Z textile industry, on-job training also positively impacts job efficiency and productivity but to a lesser extent. The succession planning’s effectiveness in leadership continuity and skill development is mixed with many employees showing uncertainty and negativity about its impact. The findings also showed that career development programs generally boost productivity and job performance. The study concluded that there is still a need for improved training accessibility and better-aligned programs to maximize training benefits. The study recommended that the A-to-Z textile industry should enhance off-job training by increasing its frequency and varieties and incorporating follow-up sessions. On-job training can be improved by developing structured job rotation programs and expanding personalized coaching to address specific employee needs. Succession planning should be revisited for inclusivity and transparency and career development programs need a comprehensive skills gap analysis for clear promotion pathways.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This chapter covered the background of the study, statement of the problem, research objectives, and research questions, scope of the study, significance of the study and finally organization of the study.

1.2 Background to the Study TC "1.2 Background to the Study" \f C \l "1" 
Globally, the activities of training and development have become widespread human resource management practices in organizations worldwide (Hughes et al., 2019). Thus, training is one of the most effective tools to enhance worker performance and achieve organizational goals effectively and efficiently (Garavan et al., 2020). Training is the most important component of human resource management when it comes to making the best use of human resources as they are the organization’s most important asset (Mahapatro, 2022). Training may be conducted in a variety of situations, either inside or outside of the organization. Training and development enhance knowledge and information about a specific field as well as improves networking opportunities (Wang et al. 2021). In today’s world, training is the main strategy to perform the business objectives in the world today. Training helps to improve employee and employer performance (Ruttledge & Cathcart, 2019). 

In the UK, training is seen as an important tool for improving the overall workers' performance in different sectors (Mayhew, 2020). Organizations invest in various forms of training including apprenticeships to have a positive impact on employee performance, job satisfaction, and retention rates. According to Coursera (2024), Canada places a significant emphasis on continuous learning and development to keep up with technological advancements and changing market demands. Training programs in Canada have been designed to be inclusive and accessible to ensure that employees at all levels have growth opportunities. According to Shift E-Learning (2024) In the USA, various industries understand the importance of training as companies invest in comprehensive training programs and tend to experience improved employee performance and overall organizational success. Training programs in the USA vary from on boarding for new hires to continuous professional development for experienced employees.

In South Africa, the local municipalities that neglect the training and development of workers have the potential to deliver inadequate essential services to communities Mamokhere (2020). The lack of proper training and development may lead to poor worker’ performance, as well as the inadequate provision of essential services (Hee et al., 2019). The lack of investment in training and development tied with ineffective mentoring and coaching programs aimed at nurturing graduates, as well as creating a pool of experienced technical managers, indicates that broader human resource development is overlooked (Mamokhere, 2020). In Kenya, Research conducted by Mastercard Foundation showed that proper training and development are pivotal in preparing the youth for employment which has a direct impact and affects the performance of employees in various sectors (Mastercard Foundation, 2023). The foundation’s Young Africa strategy focuses on the process of skills development to make sure that the workforce is equipped to meet the demands of the job market thereby improving service delivery. In Nigeria, the Community Health Influencers Promoters and Services (CHIPS) developed by the National Primary Healthcare Development Agency showed the importance of training community-based health workers. Such initiatives aimed to improve the ability of health workers to provide first aid care and health education which in turn improves the healthcare outcomes at the community level (Nigeria Health Watch, 2021). In Uganda, Intrahealth International’s report indicates that continuous professional development and training programs are vital for maintaining high standards of healthcare service delivery. The report suggests that health worker performance can be important to improve through structured training programs that focus on both technical and soft skills (Intrahealth International, 2013). In Rwanda, Training has been particularly important and effective for workers in different sectors. According to CHW Central (2023), well-trained workers are important in delivering essential health services, especially in rural areas as such programs’ success is attributed to the comprehensive training provided to health workers which enables them to perform their duties effectively and efficiently.

In Tanzania, worker training is crucial in the workplace and outside the workplace. The nature of labour is continually developing in a modern economy whereby people need to be flexible about where work. According to Rodrik (2018), utilizing new technology effectively through training requires the development of new work abilities. According to Misungwi (2020), Training in different employment sectors in Tanzania as training has improved employees’ skills, competencies, and job commitment leading to better job performance and organizational productivity. Similarly, another study on the Second Vice President’s office in Zanzibar showed that training and development significantly improved the performance of administrative staff emphasizing the need for continuous professional development to maintain high standards of public service delivery (Hassan, 2011).

The present globalization in Tanzania entails privatization that needs training in an open market economy, liberalization as well as advancements in Science and Technology, which has encouraged many countries to go for training their workers. Different sectors in Tanzania adjust to situation training by changing drastically how most work organizations deliver their products or services and compete effectively in the marketing surroundings (Muhammada et al. 2019). Therefore, this study intend to assess the impact of training on workers’ performance at A to Z Textile industry in Arusha District Council, Tanzania.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1"  

Even though many industries and organizations put workers into training which has been the subject of some research on the training of workers; many private and government industries still experience ineffective training. According to Mamun, (2019), training is well known as a logical practice to enhance workers’ performance in terms of knowledge, skills, and competency necessary to carry out their duties effectively within the industry; unfortunately, many industries and organizations seem to be unaware of its importance. Although many industries and organizations believe that workers’ ability to perform their duties effectively is influenced by training, very little attention has been paid to whether worker performance depends on training (Mohamed, 2013). The lack of training has led to high job turnover and poor industry and organization performance and profitability potential (Chen et al. 2020). 

In a competitive market, the private sector in Tanzania focuses on having the best practices in Human Resource Management, which contributed to the overall organizational performance. Despite the intended objectives, the private sector is not performing well (REPOA, 2008). The difficulties facing the underperforming private sector are numerous and comprehensive and include training policies (Lufunyo et al., 2017). It has been noted that a big issue in the private sector is the staffing problem in terms of numbers, skills as well as experience. The staffing problem has been effective for the private since the capacity to deliver quality services, and the overall performance is reduced. 

Consequently, investment in human resource development practices as in training can enhance human capital as an investment for organizational performance improvements (Chen et al. 2020). Many industries in Tanzania have developed well-training policies; however, factors that undermine the effective implementation of these training programs in these industries have not generally been well itemized. It is against this foundation that this study was undertaken to address the research gap and also provide an improved understanding through empirical evidence of worker training within the A-to-Z textile industry in the Arusha District Council. In this regard, the study was required to assess the impact of training on workers’ performance in the A-to-Z Textile industry in Arusha District Council. 
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1"  

This part indicates the general and specific objectives of the study.

1.4.1 General Research Objective TC "1.4.1 General Research Objective" \f C \l "1" 
The study was to assess the impact of training on workers’ performance in a case study A to Z a Textile industry in Arusha District Council.

1.4.2 Specific Research Objectives TC "1.4.2 Specific Research Objectives" \f C \l "1"  
i. To evaluate the effects of off-job training workers’ performance in the A-to-Z Textile industry.
ii. To analyze the impacts of on-the-job training initiatives on workers’ performance in the A-to-Z Textile industry.
iii. To examine the role of a succession plan in improving workers' performance in the A-to-Z Textile Industry.
iv. To assess the influence of career development programs towards improving workers’ performance in the A-to-Z Textile industry.
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
i. What are the effects of off-job training on workers' performance in the A-to-Z Textile Industry?

ii. What are the impacts of on-job training initiatives on workers' performance in the A-to-Z Textile Industry?

iii. What is the role of succession planning in improving workers' performance in the A-to-Z Textile Industry?

iv. How do career development programs influence the improvement of workers' performance in the A-to-Z Textile Industry?

1.6 Significant of the Study TC "1.6 Significant of the Study" \f C \l "1" 
This study provided proper guidelines to human resource professionals in general and A to Z Textile industry Ltd management in Arusha DC specifically in its effort to enhance training to improve workers' performance. Training and development activities are very costive and interruptive in any organization; however, the findings of this study helped in the professional management of workers’ training to cut training costs and disruptions to the industry’s operations. Training programs are intended to improve performance as well as contribute to the security, motivation, and commitment of workers in an organization (Hayes in Malekia, 2018). 

The findings of this study was used as a benchmark by policy-makers in formulating an effective workers’ training policy that work organizations can implement by being aware of the challenges and problems associated with workers’ training in work organizations. Therefore, it can help to improve policies that guide both public and private sectors to conduct training programs that can help boost the performance of workers. This study helped to generate additional knowledge about the efficiency of workers’ training. Indeed, the findings, analysis, and discussions of this study contributed to the growing body of knowledge in this area by assessing the impact of training on workers’ performance at Arusha District Council specifically at A to Z a private Textile industry. 

1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The study was conducted in the study to assess the impact of training on workers’ performance at A to Z a private Textile industry in Arusha District Council. The study area was A to Z Textile Industry Ltd at Olmoti ward in Arusha district council, Arusha region. A to Z Textile Industry Ltd began its journey in the 1960s with just a single sewing machine. Over the years, it has expanded significantly and now comprises eight industries within the group operating in the Arusha district council Arusha region. 

1.8 Organization of the Study TC "1.8 Organization of the Study" \f C \l "1" 
This dissertation was presented in six main chapters. The first chapter covered the background of the study, the statement of the problem, the objectives of the study, the research questions, the scope, the significance of the study, and the organization of the study. Chapter two gave conceptual definitions, theoretical literature review and empirical literature review, research gap, and conceptual framework. Chapter three covered the research design and approach, area of study, study population, sampling techniques and sample size, data collection methods, data analysis techniques, and ethical issues. Chapter four provided the presentation of data findings whereby the researcher provided information on the demographic information of the respondents and how their information is associated with the study. The chapter also provided findings collected during the data collection process concerning the objectives of the study. Chapter Five presented the discussion of the findings and their implications and application in real-world scenarios concerning the topic of the discussion. Chapter Six presented the summary of the study, the conclusion derived from the findings, recommendations obtained from the findings of the study, and the areas for further research studies.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
This chapter constituted conceptual definitions, a theoretical literature review, an empirical review, research gaps in the study, and lastly conceptual framework.

2.2 Conceptual Definitions TC "2.2 Conceptual Definitions" \f C \l "1" 
2.2.1 Training TC "2.2.1 Training" \f C \l "1" 
Training is the process of learning the skills necessary to perform a specific job or activity. It involves structured experiences that help individuals gain work-related knowledge, skills, and attitudes. According to Kopp (2017), training involves learning related to a present job or activity, as well as development that facilitates individual growth. In essence, training encompasses both skill acquisition and personal development. According to CIPD (2023), Training is defined as a systematic development of knowledge, skills and attitudes required by an individual to perform adequately a given task or job. According to ERIC (2023), training is defined as a planned process that is used to modify, attitude or skill behavior through learning experience to achieve effective performance in an activity or range of activities. For the purpose of this study, training is defined as a process that aims to enhance the skills, capabilities and knowledge of employees for a particular job.

2.2.1.1 On-Job Training TC "2.2.1.1 On-Job Training" \f C \l "1" 
On-Job training is defined as a method that is used to train employees while they are performing their daily activities. On-Job training involves direct hands-on experience where employees learn by doing and by observing experienced colleagues or mentors within the actual working setup (Noe, 2017). Fischer et al., (2020) defined on-job training as a method of skill acquisition where employyees learn in the actual working environment by performing tasks under the supervision of a skilled mentor or experienced worker. Starr (2019) defined on-job training as a training method that enables employees to acquire practical knowledge, skills and competencies. For the purpose of this study, on-job training is defined as a training method that involves teaching employees how to perform their jobs while they are doing them.

2.2.1.2 Off-Job Training TC "2.2.1.2 Off-Job Training" \f C \l "1" 
Off-job training is a method that is used to train employees through practical engagement and the immediate application of skills in the workplace. Off-Job training allows workers to be able to acquire new skills or improve existing ones while performing their job duties. According to Jacob and Washington (2003), Off-Job training is important as it tackles the specific needs of the organization and its employees and ensures that the training is relevant and directly applicable. According to Ahmad and Schroeder (2019), Off0job training is defined as a structured educational experience conducted away from the workplace, often in a classroom or a specialized training facility. Kraiger (2020) added that, Off-job training involves employees undergoing formal education or training sessions outside their usual work environment. For this study, Off-Job training is defined as a training method that occurs outside the job location typically in educational institutions or dedicated training centers.

2.2.2 Workers’ Performance TC "2.2.2 Workers’ Performance" \f C \l "1" 
Workers’ performance refers to how organizational employees complete their required tasks and responsibilities, with a focus on achieving the organizational goals and objectives over a specific period (Owa, 2022). It encompasses various aspects, including productivity, quality of work, teamwork, and adherence to standards. Trian et al., (2023) defined workers’ performance as a measurable outcome that is directly linked to the behaviors and actions of employees which contribute to achieving organizational goals. Ahmad (2019) added that workers performance refers to the execution of job responsibilities and the degree to which an employee meets the expectations and standards set by the organization. Generally, workers’ performance is the degree to which employees fulfill their job roles and contribute to organizational success.

2.2.3 Succession Plan TC "2.2.3 Succession Plan" \f C \l "1" 
Succession planning is defined as a strategic process used by organizations to ensure that they have qualified candidates ready to fill key positions when they become vacant (Rothwell, 2010). A succession plan involves identifying and developing internal employees with the potential to step into leadership roles. A succession plan helps organizations to be able to sustain leadership continuity and build a talent pipeline that aligns with long-term business goals. Boerner (2015) defined succession planning as a strategic process for identifying and developing internal people with the potential to fill key leadership positions in an organization. Deane (2019) added that succession plan is the ongoing process of preparing qualified individuals to assume leadership roles as they become available. For the purpose of this study, succession plan is defined as a proactive effort of an organization to ensure critical toles are filled by competent individuals.
2.2.4 Career Development Programs TC "2.2.4 Career Development Programs" \f C \l "1" 
According to Greenhaus et al., (2010), Career development programs are organizational efforts and initiatives that are aimed at making sure that they provide employees with the skills and experiences needed for career progression. Career development programs include training, mentoring, and educational opportunities designed to help employees advance within the organization. According to Gonzalez and Smith (2023), career developmet programs are initiatives designed to facilitate the continuos professional growth of employees within an organization. Additionally, according to Watts and Christie (2021), career development programs refers to systematic processes implemented by organizations to support employees in advancing their careers. For the purpose of this study, career development programs are defined as the organized efforts by employers to help their employees to plan and achieve their career goals through various activities such as trainig, mentoring and job rotation.
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Social Learning Theory TC "2.3.1 Social Learning Theory" \f C \l "1"  
Social learning theory is to clarify and anticipate approaches that people learn from observation, touching, and experience. This theory was developed by Bandura (1977) mechanisms of attention, memory, and replications govern observational learning.  Therefore, this study adopted social learning theory to improve workers' performance by providing and equipping individuals with the necessary and targeted skills, knowledge, and competencies of the workers.  

According to Bandura (1977), this theory assumes that the best training environments can be deduced from the social learning theory. Training gives the learner a verbal model of the task when modeling it to help them accomplish their tasks. If the trainee begins to believe that the job he or she does is crucial to both the company and workers and that he or she has a large amount of control over the work results, the trainee is more likely to learn to reward oneself for successful company performance.
Through training techniques, the social learning theory has been applied to various industries, companies, and organizations. This can be applied in many businesses as well through this study many companies and industries was in a position to conduct training for their workers and supervisors so they can handle a variety of interpersonal workplace issues such as encouraging underperformers, overcoming resistance to change and resolving discrimination accusations more skilfully (Bandura, A. 1977). The theory is related to our study as it highlights the importance of learning and updating workers through training. 

In the context of this study, the strength of the theory shows the kind of learning approaches, methods, environment, and situations depend on different companies, industries, and organizations. According to this social learning theory, gaining knowledge of new abilities or behaviors is well done by way of looking at others and seeing the consequences of their behavior and experience. In addition to learning the theory is inspired through someone’s self-efficacy, someone’s judgment about whether he or she can effectively learn expertise and skills. The strength of the theory is that it shows several guidelines for the best training environments that can be deduced from the social learning theory. For instance, the theory gives the learners a verbal model of the task when modeling it to help them accomplish their tasks. 
The weakness of this theory is reactive and sometimes not proactive. The theory has justified that, the study accounts for the need of industry to value human resources through effective training to develop knowledge and skills of its workers from time to time.

2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 Effects of Off-Job Training on Workers’ Performance TC "2.4.1 Effects of Off-Job Training on Workers’ Performance" \f C \l "1" 
Kang and Sung (2021) conducted a research study aimed at assessing the Impact of Off-the-Job training on Employee performance evidence from the IT industry in the United States. The study used a quantitative approach and employee survey in the methodology as the findings showed that employees who participated in off-job training programs showed significant improvements in their job performance and skills application. The findings demonstrate the positive impacts of off-job training programs on employee performance in a developed country context.

Newmann et al., (2023) conducted a study that aimed to examine the impact of training participation on job performance through organizational support. The study drew a sample from 432 full-time employees whereby the findings suggested that employees who are engaged in off-job training programs have shown notable improvements in their job performance and skills application. The findings show the important effects of off-job training on employee performance particularly in a developed country setting.

Yohannes (2019) conducted a study on the effect of training on employee performance using a case study of commercial banks in Ethiopia as the study examined the effects of both off and on-job training on employee performance. The findings showed that off-job training significantly contributed to improved job satisfaction and employee performance. The presence of off-the-job training allowed employees to be able to gain new skills and knowledge that they could apply to their work which results in enhanced performance and job satisfaction.

Adebayo and Evans (2015) conducted a study that focused on the Nigerian telecommunications industry and examined the impact of off-the-job training on employee performance. The findings showed that employees who participate in off-job training such as formal courses, training, workshops, and seminars conducted outside the workplace significantly demonstrate higher levels of job performance, innovation, and job satisfaction. The off-job training has helped provide employees with new perspectives and a deeper understanding of industry trends, which they could apply leading to improved organizational performance.

Ndyetabura and Komba (2019) conducted a study on the effectiveness of Off-Job training on employee performance in Tanzania.  The study used a mixed approach involving surveys and interviews as the findings showed that the off-job training programs significantly improved employees’ performance, particularly in areas of customer service, operational efficiency, and job satisfaction. The findings align with the research objective of the effectiveness of off-job training programs on workers’ performance in the Tanzanian context.

Mahonge (2021) conducted a research study on off-job training that significantly enhanced employees’ job satisfaction, morale, and overall performance. The methodology used self-administered questionnaires and interviews involving 85 respondents. The findings showed that training is important including needs assessment, program planning, implementation, and evaluation. The findings also showed that off-job training is important in reducing accidents and improving time management and customer care.

2.4.2 Effects of On-Job Training Workers’ Performance TC "2.4.2 Effects of On-Job Training Workers’ Performance" \f C \l "1" 
Elnaga and Imran (2013) conducted a study focusing on the impact of on-job training on employee performance in Western countries specifically in companies. The study deployed a quantitative research methodology using a survey-based approach to gather data from employees across various industries. The findings showed that on-job training is important in enhancing employees’ skills and competencies which leads to overall improved job responsibilities and performance along with job satisfaction and reduced turnover rates. Chiang et al., (2005) conducted a study that focused on the impact of in-service training and motivation on Job performance. The study used a mixed-method approach utilizing both quantitative surveys and qualitative interviews. The findings revealed that in-service training significantly enhances employees’ job satisfaction and intention to stay with the organization. Additionally, training provided employees with the necessary skills to perform their duties more effectively leading to higher job performance and customer satisfaction.

Ngugi and Muthoni (2020) conducted a study on the Impact of On-Job training on Employee Performance in the Kenyan Hospitality Industry. The study used surveys and performance evaluation as the findings showed that on-job training initiatives such as continuous skill development, coaching, and practical workshops lead to significant improvements in employees’ performance. The findings align with the research objective of providing evidence of the effectiveness of on-job training initiatives on workers’ performance in the African context. 

Chengula (2021) conducted a research study on the effect of On-Job training on Employee Performance in the Tanzanian Manufacturing sector using a mixed method using surveys and interviews. The findings showed that on-job training initiatives such as job rotation, mentorship, and hands-on technical training, significantly improved workers’ performance. The results demonstrate the positive impact of on-job training initiatives on worker performance in the Tanzanian context, which can be applied to the A-to-Z Textile industry. 

Mwika (2021) conducted a study on the impact of on-job training on employee performance in Local Government Authorities (LGA) in Tanzania. The study used a cross-section research approach deploying surveys and interviews as the main data collection methods. The findings reveal that on-job training significantly enhances employee performance and desired productivity levels.

2.4.3 Effects of Succession Plan on Workers’ Performance TC "2.4.3 Effects of Succession Plan on Workers’ Performance" \f C \l "1" 
Groves (2020) conducted a research study aiming to examine the impact of succession planning on Employee Performance and Organizational effectiveness in the Manufacturing Sector in Germany, the study utilized a mixed-method approach using surveys and interviews. The findings showed having good succession planning significantly enhances employee performance by ensuring leadership continuity, providing career development opportunities, and fostering a culture of internal promotion. The finding shows the importance of the positive effects of succession planning on employee performance in a developed country context.

George and Krishnakumar (2023) conducted a study based on the significance of employee engagement and succession plans in the USA. The study used a mix of surveys and interviews as the main data collection tools as the findings showed that, an effective succession plan significantly improves employee engagement and organizational performance by clearing clear career paths and leadership opportunities which in turn improves motivation and retention rates. Chirchir and Koros (2021) conducted a study that focused on the influence of succession planning on staff performance using Baringo County as a case study. The study utilized descriptive research design and questionnaires and they discovered that a well-implemented succession plan affects employee performance as it ensures the presence of continuity and reduces operational disruptions.
Garf and Van Weele (2012) conducted a research study concerning the impact of succession planning on the performance of small and medium enterprises in Johannesburg. The findings used surveys and interviews revealed that a succession plan is important for sustaining business performance, especially in the face of leadership transitions.

Mosha and Buberwa (2019) conducted a study on the role of succession planning in enhancing employee performance: Evidence from Tanzania public service. The study used a quantitative approach and surveys. The findings showed that effective succession planning has led to improved employee performance by providing clear career paths that enhance job satisfaction and reduce turnover rates. The finding aligns with the research objective by providing the effectiveness of succession planning in workers' performance.

Eshiteti et al., (2013) conducted a study that aimed to examine the effects of succession planning on staff retention in Tanzania. The study utilized a survey method of data collection to target employees in the sugar industry. The findings showed that organizations that possess a robust planning framework experience higher retention rates and employee performance. The findings suggested that planning fosters a sense of security and belongingness among employees which enhances loyalty and productivity.

2.4.4 Influence of Career Development Programs on Workers’ Performance TC "2.4.4 Influence of Career Development Programs on Workers’ Performance" \f C \l "1" 
Clarke (2020) conducted a research study on the impacts of career development programs on employee performance in the IT sector in the United States. The study used a mixed-method approach including surveys and interviews. The findings showed that career development programs significantly improved employee performance as employees reported higher job satisfaction, increased motivation, and enhanced productivity.

Kaya and Ceylan (2014) conducted a study on the role of Career Development programs in Organizations and Organizational commitment to job satisfaction of Employees. The study used a survey as the data collection tool involving the participation of 204 respondents from various industries. The findings showed that career development programs affect job satisfaction as commitment was found to be positive and impact significantly the job satisfaction levels.

Mark and Nzulwa (2018) conducted a study on the effects of career development programs in Kenya which focused more on the National Health Insurance Fund of Kenya. The study deployed both quantitative and qualitative methods including surveys and interviews. The findings showed that career development programs significantly improve employee performance by enhancing the skills, knowledge, and job satisfaction levels of employees.

Enenifa and Akintokunbo (2020) conducted a study on the issue of workplace recreational activities and employee effectiveness in Deposit money banks in Yenogoa state in Nigeria. The study used a cross-sectional research approach as the results showed that career development programs play a crucial role in enhancing employee effectiveness by reducing job-related stress and increasing job satisfaction.
Kipesha and Msigwa (2019) conducted a study on the effect of career development programs on Employee performance in the Tanzanian Banking sector. The study used a quantitative approach involving surveys and performance evaluations of employees in several Tanzanian banks. The findings showed that career development programs significantly improved employees’ performance by providing them with the necessary skills and knowledge to perform their jobs effectively. The findings align with the research objective by providing evidence of the effectiveness of career development.

Mkisi (2019) conducted a research study that aimed to assess the contribution of career development programs towards employees’ performance. The study used a mixed-method approach as the findings showed that, career development programs have a significant contribution to the development of opportunities and skills development which will overall lead to the improvement and advancement of career development. 

Table 2.1: Summary of the Previous Related Studies TC "Table 2.1: Summary of the Previous Related Studies" \f T \l "1" 
	S/N
	Authors’ Name & Year 
	Aim of The Study
	Variables Examined
	Data Analysis Methods Used
	Main Findings

	1
	Kang & Sung (2021)
	Examine the impact of training participation on job performance through organizational support
	The Job training
	Quantitative, Sample of 432 full-time employees
	Participants in off-job training programs showed significant improvements in job performance and skills application.

	2
	Newmann et al. (2023)
	Impact of succession planning on employee performance in the Manufacturing sector in Germany 
	Succession Planning
	Mixed-Methods
	Notable improvements in job performance and skills application, highlighting the importance of off-job training in a developed country.

	3
	Yohannes (2019)
	Effect of training on employee performance in Ethiopian commercial banks
	Off-Job and On-Job Training
	Case Study
	Off-job training significantly improves job satisfaction and employee performance by providing new skills and knowledge.

	4.
	Adebayo & Evans (2015)
	Impact of off-job training on employee performance in Nigerian telecommunications
	Off-Job Training
	Surveys, Workshops, Seminars
	Employees in off-job training show higher job performance, innovation, and job satisfaction. Provides new perspectives and industry understanding.

	5
	Ndyetabura & Komba (2019)
	Effectiveness of off-job training on employee performance in Tanzania
	Off-Job Training
	Mixed Methods, Surveys, Interviews
	Significant improvements in customer service, operational efficiency, and job satisfaction.

	6.
	Mahonge (2021)
	Impact of off-job training on job satisfaction, morale, and performance in Tanzania
	Off-Job Training
	Self-administered Questionnaires, Interviews
	Enhances job satisfaction, reduces accidents, and improves time management and customer care.

	7.
	Elnaga & Imran (2013)
	Impact of on-job training on employee performance in Western companies
	On-Job Training
	Quantitative, Survey
	Enhances skills, competencies, and job satisfaction, and reduces turnover rates.

	8.
	Chiang et al. (2005)
	Impact of in-service Training and motivation on job performance
	On-Job Training
	Mixed Methods, Surveys, Interviews
	Significantly enhances job satisfaction, skills, and customer satisfaction.

	9.
	Ngugi & Muthoni (2020)
	Impact of on-job Training on employee performance in the Kenyan hospitality industry
	On-Job Training
	Surveys, Performance Evaluation
	Continuous skill development and coaching lead to significant performance improvements.

	10.
	Chengula (2021)
	Effect of on-job Training on employee performance in the Tanzanian manufacturing sector
	On-Job Training
	Mixed Methods, Surveys, Interviews
	Job rotation, mentorship, and hands-on training significantly improve performance.

	11.
	Mwika (2021)
	Impact of on-job Training on employee performance in Tanzanian local government authorities
	On-Job Training
	Cross-sectional Research, Surveys, Interviews
	On-job training enhances performance and productivity.

	12
	Groves (2020)
	Impact of succession planning on employee performance and organizational effectiveness in Germany
	Succession Planning
	Mixed Methods, Surveys, Interviews
	Enhances performance, ensures leadership continuity, provides career development, and fosters a culture of internal promotion.

	13.
	George & Krishnakumar (2023)
	Significance of employee engagement and succession planning in the USA
	Succession Planning
	Surveys, Interviews
	Improves engagement, performance, motivation, and retention through clear career paths and leadership opportunities.

	14.
	Chirchir & Koros (2021)
	Influence of succession planning on staff performance in Baringo County, Kenya
	Succession Planning
	Descriptive Research, Questionnaires
	Effective succession planning ensures continuity, reduces operational disruptions and enhances performance.

	15.
	Garf & Van Weele (2012)
	Impact of succession planning on SME performance in Johannesburg
	Succession Planning
	Surveys, Interviews
	Important for sustaining performance during leadership transitions.

	16.
	Mosha & Buberwa (2019)
	Role of succession planning on enhancing employee performance in Tanzanian public service
	Succession Planning
	Quantitative, Surveys
	Improves performance, and job satisfaction, and reduces turnover through clear career paths.

	17.
	Eshiteti et al. (2013)
	Effects of succession planning on staff retention in the Tanzanian sugar industry


	Succession Planning
	Surveys
	A robust planning framework enhances retention and performance.

	18.
	Clarke (2020)
	Impacts of career development programs on employee performance in the IT sector, USA
	Career Development Programs
	Mixed Methods, Surveys, Interviews
	Improves job satisfaction, motivation, and productivity.

	19.
	Kaya & Ceylan (2014)
	Role of career development programs and organizational commitment on job satisfaction
	Career Development Programs
	Survey
	Career development programs positively impact job satisfaction and organizational commitment.

	20.
	Mark & Nzulwa (2018)
	Effects of career development programs in Kenya’s National Health Insurance Fund
	Career Development Programs
	Quantitative and Qualitative, Surveys, Interviews
	Enhances skills, knowledge, and job satisfaction, leading to improved performance.

	21.
	Enenifa & Akintokunbo (2020)
	Workplace recreational activities and employee effectiveness in Nigerian banks
	Career Development Programs
	Cross-sectional Research
	Career development programs reduce job-related stress and increase job satisfaction.

	22.
	Kipesha & Msigwa (2019)
	Effect of career development programs on employee performance in Tanzanian banks
	Career Development Programs
	Quantitative, Surveys, Performance Evaluations  
	Significantly improves performance through skill and knowledge development.

	23.
	Mkisi (2019)
	Contribution of career development programs to employee performance in Tanzania
	Career Development Programs
	Mixed Methods
	Programs contribute to skills development and career advancement.


2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
2.5.1 Theoretical Gap TC "2.5.1 Theoretical Gap" \f C \l "1" 
While the reviewed studies have been able to provide a positive perspective on the impact of training on employee performance across various industries and regions, there is a lack of specific theoretical framework that comprehensively explains how different types of training (On-Job training and Off-Job training) interact and collectively influence workers’ performance as the evaluated studies examined the training types in Isolation and within different contexts (Kang & Sung, 2921; Groves, 2020; Clarke, 2020).

2.5.2 Knowledge Gap TC "2.5.2 Knowledge Gap" \f C \l "1" 
Despite most reviewed literature providing a wide knowledge of training and performance, there appears to be a lack of studies specifically focusing on textile organizations like the A to Z industry. Such a knowledge gap highlights the need for a research study that directly addresses the training needs, challenges, and performance outcomes within the specific industry in the specific region.

2.5.3 Contextual Gap TC "2.5.3 Contextual Gap" \f C \l "1" 
While reviewed studies have examined training and performance in global and African contexts, there has been limited research done specifically on the textile industry in Tanzania specifically in Arusha. Additionally, studies conducted in other sectors such as Banking (Kipesha & Msigwa, 2019) and hospitality (Ngugi & Muthoni, 2020) do not necessarily reflect the unique challenges and dynamics of the textile industry.
2.5.4 Methodological Gap TC "2.5.4 Methodological Gap" \f C \l "1" 
The methodological gap is highlighted by the predominant use of a quantitative approach in the reviewed research. Most reviewed studies focus on surveys with limited use of mixed-method approaches that could provide a more nuanced understanding of the impacts of training programs.


2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  
The Conceptual Framework is a theorized model identifying the classical under study and the relationships between the dependent variable and the independent variables (Mugenda and Mugenda, 2006). A dependent variable is the outcome variable that predicts what the study clarified. The conceptual framework in this study was be based on four independent variables and one dependent variable as represented in Figure 2.1 below. The study used a conceptual framework to respond to the research questions. According to this study, the Effectiveness of workers’ performance was be conceptualized as being a dependent variable while the Off-Job training, On-Job training, succession plan, and career development was conceptualized as independent variables.










Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Constructed by the researcher (2024)
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1"  

This chapter presented the research methods that enabled the researcher to collect the data required. This included the area of the study and its justification, research philosophy, research approach, research design, study population, sampling design, data collection techniques and data processing and analysis, ethical consideration, validity, reliability, and budget.

3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1"  

Research philosophy is defined as the assumption, knowledge, and nature of the study. It deals with the specific way of developing knowledge as many researchers may have different assumptions about the nature of truth and knowledge and philosophy helps us to understand their assumptions. This research study used the positivism philosophy that involves empirical testing. Positivism philosophy states that only phenomena that we can know through our senses can produce knowledge (Martelli, 2015). The concept that describes a phenomenon (Zikmund et al., 2013) is repurchasing, in the industry of training and development and the goal of this study is to assess the impact of training and development on workers’ performance.

3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A research approach is defined as a systematic method or strategy that researchers use to conduct their studies and answer their research questions. It shows the overall framework within which research is designed, executed, and analysed. For this study, the researcher used a Quantitative research approach which is based on the quantitative measure of some characteristics.  The study adopted the use of a quantitative approach as it allowed for the correction of numerical data which can be objectively measured and analysed providing the researcher with precise and reliable information about the variables under study.

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

Research Design is defined as a guide that the researcher to identify the correct methods of data collection and analysis, conditions in which the activity of research shall be carried out, and an approximation of the funds to be utilized for it (Kothari, 2014).  This study adopted an explanatory research design which is defined as a research design that aims to identify the existence of a relationship between variables and provide an understanding of the reasons or mechanisms behind certain outcomes or behaviours. The researcher used an explanatory research design because it helped to provide the identification of a causal relationship between the influences of training towards employee performance in the A to Z textile industry.

3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
The study was conducted in A-to-Z Textile Industry Ltd at Olmoti ward in Arusha district Council Arusha Region. The company offers a diverse range of textile products and services in both local and international markets. The ward where A to Z Company is located is bordered by Kisongo ward to the north and bordered by Mateves ward. The ward is administratively divided into five villages and twelve sub-villages. In the 2022 census, the ward had a total population of 13,345 including males and females. The researcher used the A to Z textile industry as an area of study as is the only Company in the Arusha Region where it having a large number of workers which enables a researcher to have a diverse pool of respondents who provided diverse and valuable information to be able to gain different perspectives concerning the objective of the study. Additionally, the researcher used the A to Z Textile Industry as an area of study because the organization possesses multiple departments and personnel which helped to gain an understanding of the importance of training in such a large company towards employee performance.

3.6 Study Population TC "3.6 Study Population" \f C \l "1"  

The targeted population in this study is all permanently employed workers working at A-to-Z Textile Industry Ltd.  Furthermore, according to the HR Officer, A-to-Z Textile Industry Ltd has a total of 2200 permanently employed workers working in different carder. In this study, the following categories of workers have been considered in the population. 

Table 3.1: Population Distribution TC "Table 3.1: Population Distribution" \f T \l "1"  
	Participants
	Total Number

	Senior Management
	60

	Departmental Supervisors
	100

	Workers
	2040

	Total
	2200


Source: Field work (2024)
3.7 Sample and Sampling Techniques TC "3.7 Sample and Sampling Techniques" \f C \l "1" 
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
A sample size is simply a subset of the population. The model of sample arises from
 the inability of the researchers to check all the people in a given population. The sample must be representative of the population since it was drawn and it must have a good size to warrant statistical analysis. In this study, the researcher has decided to choose the desired precision ranging from 5% to 10% which is 0.05. In that thought, the sample size was calculated based on a formula/equation by Yaman (1967) as shown below;                                         

                            n   =  _____N________ 
                                         1 + N (e) 2  
Where       n = Sample size
                  N = Population to be studied
                  e = Desired precision (5 – 10%) 
Sample size (n) = Population size ___ _N_________
                                                        1+ N (e) 2
Where; the total number of staff at A-to-Z Company N = 2200
             The researcher used       e = 5%
                                               n =  
2200       



                       
1+ 2200(0.05)2
                                                n = 
2200



                     1+ 2200(0.0025)
                                                 n =   
2200
1 + 5.5
  n =   2200


                            
6.5


                            n = 338
Therefore 338 respondents had to be drawn from the selected A to Z Company to participate in this study. 

Table 3.2: Sample Size TC "Table 3.2: Sample Size" \f T \l "1" 
	Participants
	Total Number

	Senior Management
	30

	Departmental Supervisors
	58

	Workers
	250

	Total
	338


Source: Field work (2024)
3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1" 
The sampling technique is defined as a procedure used to select a subset (small part) of the total number (population) that is to be studied. Specifically, a sample is a segment of the population, selected to represent the population as a whole. For this study, the researcher used a stratified sampling technique which involves dividing a large population into smaller groups based on characteristics such as gender and age, and then randomly picking a sample from such sub-groups. The researcher conducted stratified sampling by first dividing the workforce according to job positions and departments then individuals be selected randomly select sample from each subgroup to select the final sample. 
The researcher chose stratified sampling because it ensured equal representation of diverse workforce segments and facilitate comparisons between different subgroups which also helped to enhance the validity and reliability of the study findings. In this study, stratified sampling was be used to select 338 respondents from 2200 permanent workers gave each person an equal chance of being selected. 

3.8 Data Collection Methods TC "3.8 Data Collection Methods" \f C \l "1" 
3.8.1 Questionnaire TC "3.8.1 Questionnaire" \f C \l "1" 
The tool for collecting information in this study was a structured questionnaire through the guiding questions formulated by the researcher (Polak & Green, 2019). The tool also assessed the impact of training and development on workers’ performance in the case of A to Z Company. Data was collected using a self-administered questionnaire to all selected staff, supervisors, and Senior Managers. The questionnaire was provided to all staff that were available on the day of the interview. The researcher revisited the organization to administer the questionnaire to staff who were not available during the day of the first interview. The questionnaire was written in a simple English language. The researcher used the questionnaire as the main data collection method as it helped to provide standardized and structured data allowing for an easy comparison and analysis across respondents who participated in the study. Additionally, questionnaires were be used due to their suitability for studies with large sample sizes which for the case the sample size of 338 respondents.

3.9 Data Cleaning and Processing TC "3.9 Data Cleaning and Processing" \f C \l "1" 
The data cleaning and processing was an ongoing process started at the data gathering stage, data entry, and analysis. In the data-gathering stage, to avoid errors and biases the questionnaire was translated to the Kiswahili language. At the data entry and analysis stage, the researcher first checked if the number of respondents matches the number of rows in a data set, then the entire column was checked to remove duplicates. Thereafter, the total number of columns in the spreadsheet was quickly matched to the total number of questions. However, the Statistical Package for the Social Sciences (SPSS) program was used for analysis. 

3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
In this study, data analysis involved descriptive and inferential statistics analysis. On descriptive statistics, frequencies and percentages was involved to generate findings. Questionnaires was assessed daily on the quality of data collected from participants. The data was entered into Microsoft Excel and coded. Checking for duplication, missing values, and old values was done while cross-referencing from the original questionnaires is observed. Then the data was analyzed by using (SPSS) version 26. Descriptive statistics was performed by generating frequency distribution tables, pie charts, and graphs as appropriate based on objectives.

3.11 Validity TC "3.11 Validity" \f C \l "1" 
Validity is the degree of consistency and stability that the same conclusion can be achieved by different researchers under the same data collection methods. The validity of data involves reasonableness and correctness of data. The validity test in this study intends to see if the instrument measured what it intended to measure. Piloting of instruments is of paramount importance to maintain the validity and practicability of instruments. Validity examines whether the research focus is consistent in terms of research objectives and statement problem or how truthful the research results was. To ensure validity, the measuring instruments used are based on empirical studies of similar research made on physical gender violence among married women (Kothari, 2014). 
3.12 Reliability TC "3.12 Reliability" \f C \l "1" 
Reliability refers to the consistency of the results of the assessment (Nitko, 2010). According to Omari (2011), Reliability deals with the consistency and stability of the phenomena; that means the extent of reproducibility of the results by the same instrument. Try-out and pre-testing of instruments was done by the researcher to make corrections for mistakes and identify the ambiguous and repeated questions that were unnecessary.

3.13 Ethical Consideration TC "3.13 Ethical Consideration" \f C \l "1" 
According to Sabiu et al., (2016), it is important to consider writing practices and be aware of research ethics and, it is critical to evaluate writing techniques and be conscious of research ethics. Approval to conduct the study was obtained from the Open University of Tanzania. The letter to request permission to do the study on the selected Company was obtained from the Human Resources Director of A-to-Z Company. All participants who were involved in the study should be informed of the full nature of the study and request to sign informed consent to accept participating in the study. Participation will be voluntary and every participant will be free to withdraw from the study at any time without penalty. The study did record any names of participants and instead, codes was used to maintain confidentiality.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
PRESENTATION OF FINDINGS AND DISCUSSION TC "PRESENTATION OF FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
The chapter presents the findings of the data that was obtained from the research instruments that aimed to provide information related to the objectives of the study. For this chapter the researcher provided data that aim to answer the following objectives: to evaluate the effects of off-job training workers’ performance in the A-to-Z textile industry, to analyze the impacts of on-job training initiatives towards workers’ performance in the A-to-Z textile industry, to examine the role of succession planning in improving workers’ performance at A-to-Z textile industry and how career development programs influence the improvement of workers’ performance at A-to-Z textile industry. Additionally, this chapter provided the demographic information of respondents to provide an overview of the characteristics of respondents and how are relevant to the study.

4.2 Demographic Information TC "4.2 Demographic Information" \f C \l "1" 
4.2.1 Gender Distribution TC "4.2.1 Gender Distribution" \f C \l "1" 
The findings show that 250 workers (74%) were male and the remaining 88 workers (26%) were female. The findings suggest that in industries, there is a higher rate of employment of males than females which shows a wide disparity in employment between males and females. 

4.2.2 Age Distribution TC "4.2.2 Age Distribution" \f C \l "1" 
The findings show that the majority of workers fall within the age group of 26 – 35 years of age (70% - 236), the age group that is considered to be the prime working age and in turn suggesting that they would be effective in the process of knowledge dissemination for children attending daycare studies. The findings also showed that 51 workers (15%) fall under the age group between 36 – 45 years of age, 27 workers (8%) fall under the age group of 18 – 25 years of age and the remaining 24 respondents (7%) fall under the age group of 46 – 55% years of age.

4.2.3 Education Level TC "4.2.3 Education Level" \f C \l "1" 
The findings show that most teachers who participated in the study have tertiary/University education (80% - 270) followed by those with Secondary education (20% - 68). The findings suggest that there is a high number of workers who have university/tertiary education making them knowledgeable and ideal for having proper knowledge to provide required information for the fulfillment of the study.

4.2.4 Working Experience TC "4.2.4 Working Experience" \f C \l "1" 
The findings show that there is a high number of respondents (80% - 270) who have a working experience between 2 – 6 years while 54 respondents (16%) have 6 – 10 years of working experience and the remaining 14 respondents (4%) have 0 – 1 year of working experience. The findings imply that most respondents have enough years of working experience to be able to understand the role of training in improving workers’ performance.

Table 4.1: Demographic Information TC "Table 4.1: Demographic Information" \f T \l "1"  

	Designation
	Distribution
	Frequency
	Percentage (%)

	Gender
	Male
	250
	74

	
	Female
	88
	26

	Total
	
	338
	100

	Age
	18 – 25 Years Old
	27
	8

	
	26 – 35 Years Old
	236
	70

	
	36 – 45 Years Old
	51
	15

	
	46 – 55 Years Old
	24
	7

	
	56 and above
	-
	-

	Total
	
	338
	100

	Education
	Primary Education
	-
	-

	
	Secondary Education
	68
	20

	
	Tertiary/University Education
	270
	80

	Total
	
	338
	100

	Working Experience
	0 – 1 Year
	14
	4

	
	2 – 6 Years
	270
	80

	
	6 – 10 Years
	54
	16

	
	10 Years+
	-
	-

	Total
	
	338
	100


Source: Field work (2024)
4.3 Data Findings TC "4.3 Data Findings" \f C \l "1" 
4.3.1 Training Participation TC "4.3.1 Training Participation" \f C \l "1" 
The researcher aims to determine the level of training participation within the A-to-Z textile industry as the case study. The researcher distributed the questionnaires to 338 respondents who participated in the study. The following is a summary of the findings.

Table 4.2: Training Participation TC "Table 4.2: Training Participation" \f T \l "1" 
	S/N
	Question
	Response
	Frequency
	Percentage (%)

	`1
	Have you attended/participated in any training when working at A-to-Z Textile Industry
	Yes
	180
	53.3

	
	
	No
	158
	46.7

	
	Total
	
	338
	100

	2
	If Question 1 the answer you provided is Yes, how many times which type of training that you participate in
	On-Job Training
	78
	43.3

	
	
	Off-Job Training
	102
	56.7

	
	Total
	
	180
	100

	3
	If Question 1 the answer you provided is Yes, how many times have you attended training when working at A-to-Z textile industry

	1-3 times
	124
	68.9

	
	
	4-6 times
	56
	31.1

	
	
	7-9 times
	-
	-

	
	
	10+ times
	-
	-

	
	Total
	
	180
	100

	4
	If Question 1 the answer you provided is Yes, who sponsored/financially facilitated the training that you attended while working at A-to-Z textile industry 
	Self-Sponsored
	34
	18.9

	
	
	A-to-Z Textile Industry
	124
	68.9

	
	
	Other (External Funding)
	24
	13.2

	
	Total
	
	180
	100

	5.
	If Question 1 the answer you provided is Yes, do you believe that the training you attended/provided for, has helped improve your performance
	Yes
	172
	95.5

	
	
	No
	8
	4.5

	
	Total
	
	180
	100


Source: Field work (2024)
Question 1 in Table 4.2 aimed to determine the attendance and participation in any training while working in the A-to-Z textile industry. The findings reveal that 180 respondents (53.3%) have attended some form of training while working in the A-to-Z textile industry while the remaining 158 respondents (46.7%) suggested that they did not participate in any training programs. The findings indicate that in the A-to-Z textile industry, there is a moderate level of training participation among the workforce which implies that nearly half of the employees do not receive training which shows that there is still a need to assess the barriers to training and ways to increase participation to enhance overall performance.

Question 2 aimed to determine which type of training that the respondents have participated in. Among the 180 respondents. 78 respondents (43.3%) have undergone on-job training while the remaining 102 respondents (56.7%) have participated in off-job training. The findings showed that off-job training has been more effective and preferred than on-job training.

The third question aimed to determine the number of times that employees have attended training when working in the A-to-Z textile industry. The findings showed that the majority of respondents (124 – 68.9%) have attended training 1-3 times while 56 employees (31.1%) have attended 4 – 6 times. From the findings, it can be seen that the majority of employees lack training opportunities which might have a significant impact on the levels of workers' performance in their daily activities. Question 4 aimed to determine who sponsored or financed the training sessions for workers in the A-to-Z textile industry. The findings showed that 124 respondents (68.9%) were sponsored by the A-to-Z textile industry 34 employees (18.9%) were self-sponsored and the remaining 24 employees (13.2%) received external funding. The company's active role in sponsoring the majority of training programs reflects its commitment to employee development. However, the existence of self-sponsored training also indicates that some employees are willing to invest in their development.

The fifth question aimed to determine if the training sessions that the respondents attended have helped to improve the performance of employees who work in the A-to-Z textile industry. A high number of respondents who attended the training (172 – 95.5%) suggested that training has helped to improve their performance while the remaining 8 respondents (4.5%) did not agree that the training helped to improve their performance. The high positive response number shows that there is a consensus on the role of training in improving the overall performance of employees.

4.3.2 Impact of Off-Job Training on Workers’ Performance TC "4.3.2 Impact of Off-Job Training on Workers’ Performance" \f C \l "1" 
The first objective aimed to examine the impact of off-job training on workers’ performance in the A-to-Z Textile industry. The researcher used a questionnaire as the main data collection tool using 180 respondents who suggested that they have participated in any form of training while working in  the A-to-Z textile industry. The summary of the findings was as follows

Table 4.3: Impact of Off-Job Training on Workers' Performance TC "Table 4.3: Impact of Off-Job Training on Workers' Performance" \f T \l "1" 
	S/N
	Question
	Response
	Frequency
	Percentage (%)

	`1
	The workshops I have attended have led to a noticeable improvement in my overall job performance at A-to-Z Textile Industry
	Strongly Agree
	162
	90

	
	
	Agree
	18
	10

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Agree
	-
	-

	
	Total
	
	180
	100

	2
	The seminars facilitated by A-to-Z Textile Industry have enhanced my ability to perform my job tasks more efficiently
	Strongly Agree
	175
	97.5

	
	
	Agree
	5
	2.5

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100

	3
	Attending conferences has improved my problem-solving skills and decision-making abilities at work in the A-to-Z textile industry
	Strongly Agree
	180
	100

	
	
	Disagree
	-
	-

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100

	4
	My productivity has increased after participating in off-job training workshops
	Strongly Agree
	157
	87.5

	
	
	Agree
	23
	12.5

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100


Source: Field work (2024)

Table 4.3 shows a summary of findings concerning the impact of off-job training on workers' performance in the A-to-Z Textile industry. The first question aimed to determine if there is a noticeable improvement in employees’ performance. The findings showed that 162 employees (90%) strongly agree that the workshops they have attended have significantly improved their job performance while the remaining 18 respondents (10%) also agreed with the statement. The findings suggest that workshops are essential in the A-to-Z textile industry for enhancing employee performance.

The second question aimed to determine if seminars facilitated by the A-to-Z textile industry have enhanced employees’ ability to perform tasks more efficiently. The findings suggested that 175 respondents (97.5%) strongly agree that the seminars have significantly improved their efficiency in performing job tasks while the remaining 5 employees (2.5%) also agree. The findings highlighted the importance of seminars in improving the overall employees’ performance in the A-to-Z textile industry.

Question three aimed to determine if attending conferences has improved employees’ problem-solving skills and decision-making abilities at work in the A-to-Z textile industry. The findings showed that all 180 respondents (100%) strongly agree that attending conferences has significantly improved the employees’ problem-solving and decision-making skills. The unanimous agreement shows the exceptional value of such conferences in developing critical thinking and decision-making competencies among employees. Question 4 aimed to examine whether the productivity levels of employees have increased after participating in off-job training workshops. The findings showed that 157 respondents (87.5%) strongly agree that their productivity has increased due the participation in off-job training while the remaining 23 employees (12.5%) also agreed with the statement. The presence of a high level of agreement shows that off-job training workshops are important in boosting productivity which has a significant impact on employees’ performance.

4.3.3 Impact of On-Job Training towards Workers' Performance TC "4.3.3 Impact of On-Job Training towards Workers' Performance" \f C \l "1" 
The second objective of the study aimed to determine the impacts of on-job training on workers' performance in the A-to-Z textile industry. The researcher used a questionnaire as the main data collection tool and collected data from 180 respondents who suggested that they had participated in training while working in the A-to-Z textile industry. The summary of the findings is as follows:

Table 4.4: Impact of On-Job Training towards Workers Performance TC "Table 4.4: Impact of On-Job Training towards Workers Performance" \f T \l "1" 
	S/N
	Question
	Response
	Frequency
	Percentage (%)

	`1
	Job rotation programs I have participated in have led to a noticeable improvement in my overall job performance
	Strongly Agree
	140
	77.8

	
	
	Agree
	32
	17.8

	
	
	Neutral
	8
	4.4

	
	
	Disagree
	-
	-

	
	
	Strongly Agree
	-
	-

	
	Total
	
	180
	100

	2
	The coaching I have received at A-to-Z industry has enhanced my ability to perform my job more efficiently
	Strongly Agree
	162
	90

	
	
	Agree
	18
	10

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100

	3
	Engaging in hands-on practices has improved my problem-solving skills and decision-making abilities at work
	Strongly Agree
	151
	83.9

	
	
	Disagree
	19
	10.5

	
	
	Neutral
	10
	5.6

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100

	4
	My productivity has increased after participating in job rotation programs
	Strongly Agree
	157
	87.5

	
	
	Agree
	23
	12.5

	
	
	Neutral
	-
	-

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100


Source: Field work (2024)
Table 4.4 shows the summary of findings of data collected for the second objective of the study. The first question aimed to determine if the job rotation programs have led to a noticeable improvement in the overall job performance. The findings showed that 140 respondents (77.8%) strongly agree that job rotation programs have significantly improved their job performance. 32 respondents (17.8%) agreed with the statement while 8 respondents (4.4%) provided a neutral response. The findings showed a high level of agreement which suggested that job rotation programs have been effective in in enhancing overall job performance.

The second question aimed to determine if the coaching the employees at the A-to-Z textile industry have been provided has helped improve the ability to perform jobs more efficiently. The findings show that 162 respondents (90%) strongly agree that coaching has enhanced their job efficiency while the remaining 18 respondents (10%) agree. The findings showed an overwhelmingly positive response which suggested that coaching has been used as a tool for improving workers' performance.

Question three aimed to determine if engaging in hands-on practices has improved the problem-solving skills and decision-making abilities of employees. The findings showed that 151 respondents (83.9%) strongly agree that hands-on abilities have indeed enhanced problem-solving and decision-making skills. 19 respondents (10.5%) agreed with the statement while 10 employees (5.6%) remained neutral. The strong agreement reflects the value of hands-on practices in developing critical workplace skills and improving overall workers’ performance.

 Question four aimed to determine if productivity has increased after participating in job rotation programs. The findings showed that 157 respondents (87.5%) strongly agree that the productivity level has increased following participating in job rotation programs while the remaining 23 respondents (12.5%) agree. The findings imply that the high level of agreement indicates that job rotation programs are highly effective in boosting productivity.

4.3.4 The Role of the Succession Plan in Improving Workers' Performance TC "4.3.4 The Role of the Succession Plan in Improving Workers' Performance" \f C \l "1" 
The third objective of the study aimed to determine the role of succession in improving workers’ performance. The researcher used a questionnaire as the main data collection tool for this objective collecting data from 180 respondents who suggested that they have participated in training while working in the A-to-Z textile industry. The summary of the findings for this objective is as follows:

Table 4.5: The Role of the Succession Plan in Improving Workers' Performance TC "Table 4.5: The Role of the Succession Plan in Improving Workers' Performance" \f T \l "1" 
	S/N
	Question
	Response
	Frequency
	Percentage (%)

	`1
	The succession plan at A-to-Z Textile Industry has effectively ensured leadership continuity, leading to a noticeable improvement in my overall job performance
	Strongly Agree
	67
	37.2

	
	
	Agree
	22
	12.2

	
	
	Neutral
	17
	9.4

	
	
	Disagree
	49
	27.2

	
	
	Strongly Agree
	25
	8.8

	
	Total
	
	180
	100

	2
	The focus on developing high-potential employees through the succession plan has enhanced my ability to perform my job tasks more efficiently
	Strongly Agree
	52
	28.9

	
	
	Agree
	18
	10

	
	
	Neutral
	23
	12.8

	
	
	Disagree
	54
	30

	
	
	Strongly Disagree
	33
	18.3

	
	Total
	
	180
	100

	3
	The effectiveness of leadership continuity provided by the succession plan has improved my problem-solving skills and decision-making abilities at work
	Strongly Agree
	23
	12.8

	
	
	Disagree
	12
	6.7

	
	
	Neutral
	10
	5.6

	
	
	Disagree
	100
	55.6

	
	
	Strongly Disagree
	35
	19.4

	
	Total
	
	180
	100

	4
	The development programs for high-potential employees included in the succession plan have increased my productivity at A-to-Z Textile Industry
	Strongly Agree
	47
	26.1

	
	
	Agree
	53
	29.4

	
	
	Neutral
	22
	12.2

	
	
	Disagree
	35
	19.4

	
	
	Strongly Disagree
	23
	12.8

	
	Total
	
	180
	100


Source: Field work (2024)
Table 4.5 shows a summary of the findings of the third objective of the study. The first question aimed to determine if the succession plan at the A-to-Z textile industry ensured leadership continuity leading to a noticeable improvement in my overall job performance. The findings showed that 67 respondents (37.2%) strongly agree and 22 employees (12.2%) agree that the succession plan has effectively ensured leadership continuity thereby improving their job performance. However, 17 employees (9.4%) are neutral while 49 employees (27.2%) disagree and 25 employees (13.8%) strongly disagree. The findings showed a mixed response suggests that while a segment of employees recognizes the positive impact of the succession plan on job performance, a significant portion either disagrees or is uncertain about its effectiveness.

The second question aimed to determine if developing high-potential employees through the succession plan has enhanced my ability to perform employees’ job tasks more efficiently. The findings suggested that 52 employees (28.9%) strongly agree and 18 employees (10%) agree that the succession plan’s focus on developing high-potential employees has enhanced their job efficiency. Additionally, there is a considerable number of respondents (54 respondents, 30%) who disagreed 54 employees (30%) strongly disagreed and the remaining 23 employees (12.8%) are neutral. The findings showed that the succession plan may not be uniformly effective in improving job efficiency for all employees.

The third question has to determine the effectiveness of leadership continuity provided by the succession plan has improved my problem-solving skills and decision-making abilities at work. The findings showed that only 23 respondents (12.8%) strongly agree while only 12 respondents (6.7%) agree that the succession plan has enhanced their problem-solving and decision-making abilities. Additionally, 100 respondents (55.6%) disagreed while 35 respondents (19.4%) strongly disagreed and the remaining 10 respondents (5.6%) were neutral. The findings showed that the A-to-Z textile industry's current succession plan approach to leadership continuity may not be effectively developing employees’ problem-solving and decision-making skills.

The fourth question aimed to determine if the development programs for high-potential employees included in the succession plan have increased productivity in the A-to-Z textile industry. The findings suggested that 47 respondents (26.1%) strongly agree and 53 employees (29.4%) agree that the development programs for high-potential employees have increased their productivity. Additionally, 35 respondents (19.4%) disagreed, 23 respondents (12.8%) strongly disagreed and the remaining 22 respondents (12.2%) are neutral. The findings suggested that while some employees have benefited from these programs others have not seen a noticeable impact on their productivity.

4.3.5 The Influence of Career Development Programs on Improving Workers’ Performance TC "4.3.5 The Influence of Career Development Programs on Improving Workers’ Performance" \f C \l "1" 
The fourth objective of the study aimed to determine the influence of career development programs on improving workers’ performance. The researcher used a questionnaire as the main data collection tool gathering data from 180 respondents who suggested that they have participated in training while working in the A-to-Z textile industry. The following is the summary of the findings based on the objective.

Table 4.6: The Influence of Career Development Programs on Improving Workers’ Performance TC "Table 4.6: The Influence of Career Development Programs on Improving Workers’ Performance" \f T \l "1" 
	S/N
	Question
	Response
	Frequency
	Percentage (%)

	`1
	The skill gap analysis conducted at A-to-Z Textile Industry has led to a noticeable improvement in my overall job performance
	Strongly Agree
	87
	48.3

	
	
	Agree
	42
	23.3

	
	
	Neutral
	17
	9.4

	
	
	Disagree
	34
	19

	
	
	Strongly Agree
	-
	-

	
	Total
	
	180
	100

	2
	The promotion pathways outlined in the career development programs have enhanced my ability to perform my job tasks more efficiently.
	Strongly Agree
	52
	28.9

	
	
	Agree
	18
	10

	
	
	Neutral
	23
	12.8

	
	
	Disagree
	54
	30

	
	
	Strongly Disagree
	33
	18.3

	
	Total
	
	180
	100

	3
	Access to development resources provided by the A-to-Z Textile Industry has improved my problem-solving skills and decision-making abilities at work
	Strongly Agree
	77
	42.8

	
	
	Disagree
	69
	38.3

	
	
	Neutral
	10
	5.6

	
	
	Disagree
	24
	13.3

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100

	4
	My productivity at A-to-Z Textile Industry has increased after participating in career development programs
	Strongly Agree
	107
	59.4

	
	
	Agree
	53
	29.4

	
	
	Neutral
	20
	11.2

	
	
	Disagree
	-
	-

	
	
	Strongly Disagree
	-
	-

	
	Total
	
	180
	100


Source: Field work (2024)
Table 4.6 shows a summary of the findings of the fourth objective of the study. The first question aimed to determine if the skill gap analysis conducted at the A-to-Z textile industry has led to a noticeable improvement in my overall job performance. The findings showed that 87 respondents (48.3%) strongly agree while 42 respondents (23.3%) agree that the skill gap analysis has improved their job performance. Additionally, 17 respondents (9.4%) remained neutral and 34 employees (19%) disagreed. The findings indicate the potential for improving the scope or accuracy of the skill gap analysis to ensure it benefits a broader range of employees and more effectively targets areas that need development.

The second question aimed to determine if the promotion pathways outlined in the career development programs have enhanced my ability to perform my job tasks more efficiently. The findings showed that 52 employees (28.9%) strongly agree and 18 employees (10%) agree that the promotion pathways have enhanced their efficiency. However, a larger portion of the workforce either disagreed (54 employees, 30%) or strongly disagreed (33 employees, 18.3%) with 23 employees (12.8%) being neutral. The findings showed that while some employees find that promotion pathways are beneficial, many others either do not see them as helpful or feel excluded from these opportunities.

The third question aimed to determine if access to development resources provided by the A-to-Z textile industry has improved employees’ problem-solving skills and decision-making abilities at work. The findings showed that 77 employees (42.8%) strongly agreed and 69 employees (38.3%) agreed that access to development resources has improved their problem-solving and decision-making abilities. Additionally, 24 employees (13.3%) disagreed and 10 employees (5.6%) were neutral. The findings showed a positive agreement that suggests that development resources are effective in enhancing critical skills for most responses but there is still a need to address the concerns of those who do not feel similarly benefited.

The fourth question aimed to determine if the productivity in the A-to-Z textile industry has increased after participating in career development programs. The findings showed that 107 employees (59.4%) strongly agreed and 53 employees (29.4%) agreed that their productivity has increased due to career development programs. The findings suggested that 20 employees (11.2%) provided a neutral response. The findings showed an overwhelmingly positive response indicating that the career development programs are highly effective in boosting productivity the neutral responses suggest that there may be room to make these programs even more impactful for all employees. 

4.4 Discussion of Findings TC "4.4 Discussion of Findings" \f C \l "1"  

The chapter discusses the findings and data that have been collected in the field. The chapter discusses specifically the results based on the following objectives: to evaluate the effects of off-job training workers’ performance at the A-to-Z textile industry, to analyze the impacts of on-job training initiatives towards workers’ performance at A-to-Z textile industry, to examine the role of succession planning in improving workers’ performance at A-to-Z textile industry and how career development programs influence the improvement of workers’ performance at A-to-Z textile industry. The general findings of the study suggest that off-job training, on-job training, and career development programs have been viewed to have a positive impact and effect on the improvement of workers’ performance in the A-to-Z textile industry. However, the findings showed that the succession plans and strategies that have been implemented in the A-to-Z textile industry have not been effective in improving the workers’ performance in the A-to-Z textile industry.

4.4.1 Training Participation TC "4.4.1 Training Participation" \f C \l "1" 
The first question aimed to determine if the respondents have participated in training when working in the A-to-Z textile industry. The findings revealed that only 53.3% of the respondents have attended some form of training. The results showed that there is a moderate level of training participation within the country as a nearly split between those who attended and those who have not attended showed that there might be possible barriers to training access. The findings imply that training participation might be influenced by various factors such as availability, relevance, time, and individual motivation. According to Noe et al., (2014), training programs are essential in making sure that employees can keep up with changing job demands and improve their overall performance. The absence of training participation in the A-to-Z textile industry suggests a need to reassess the company’s training strategies to make sure that there is broader access to training.

The second question aimed to determine the type of training that the respondents who suggested that they have participated in training, have participated in. The findings revealed that the majority of respondents (56.7%) have participated in off-job training and the remaining 43.3% have undergone on-job training. The findings suggested that in the A-to-Z textile industry, there is a higher preference for the effectiveness of off-job training within the organization as off-job training in most cases provides a more structured and focused environment that is free from all the workplace distractions which allows employees to focus more on the training sessions. Aguinis and Kraiger (2009) show the importance of both training types but emphasize that the effectiveness of off-job training can be more effective in developing new skills that require more dedication to resource consciousness.

Concerning the question that aimed to determine the frequency of training provided at the A-to-Z textile industry, the majority of respondents (68.9%) have attended training 1-3 times while the remaining respondents (31.1%) have attended 4-6 times. From the findings, it can be implied that the employees at the A-to-Z textile industry have not been successful in providing regular training for their employees which might affect the quality of workers’ performance as training is essential to update the knowledge and skills that would overall improve their knowledge and skills. Tannenbaum and Yukl (1992) argue that frequent and continuous training is necessary for fostering a culture of learning within organizations.

Concerning the question that aimed to determine the sponsorship of training, the findings revealed that 68.9% of training programs are sponsored by the company while 18.9% are self-sponsored and 13.2 are funded externally. The findings reflect the company’s role in supporting employee development and making sure that the employees can get the much-needed knowledge and skills that would help bolster their overall workers’ performance. Additionally, the existence of self-sponsored training shows that employees also understand the significance of training in improving their overall performance making the employees feel the need to invest in their development to also cover the gaps in the company’s offering concerning training. The findings are complimented by Salas et al., (2012) who suggested that employer-sponsored training is a key factor in influencing employees to be able to take their assigned role effectively.

Question five aimed to determine the impact of training on performance as the findings revealed that, the majority of respondents (95.5%) of the respondents who attended training believe that training has indeed improved their overall performance showing a positive correlation between training and enhanced job performance. The findings imply that in the growth of an organization, training is essential to making sure that employees improve their ability to work in their assigned positions and roles and overall positively affect the general worker's performance in an organization. The findings are justified by the work of Saks et al., (2007) who suggested that training is an important predictor of job performance and career success.

4.4.2 Impact of Off-Job Training on Workers' Performance TC "4.4.2 Impact of Off-Job Training on Workers' Performance" \f C \l "1" 
The first objective of the study aimed to determine the impacts of off-job training on workers' performance as the researcher used data from 180 respondents who suggested that they had attended training sessions while working in the A-to-Z textile industry. The first question of the objective aimed to determine the improvement of overall job performance through workshops. The study revealed that 90% of the respondents strongly agree and 10% agree that the workshops the respondents attended led to an overall improvement in their job performance in the A-to-Z textile industry. The high level of agreement shows that not only in the A-to-Z textile industry but in any organization, workshops are considered to be an effective tool for improving the overall performance of employees. Workshops are essential in improving practical skills and knowledge that can be used and applied but employees in different roles which results in the overall effectiveness of an individual employee and the organization as a whole. The findings are complemented by the findings made by Saks and Burke (2012) who suggested that workshops as a form of structured training contribute to the development of job-specific skills and competencies which leads to overall performance growth of employees.

Regarding the question that aimed to determine if there is an enhancement of task efficiency through seminars within the A-to-Z textile industry has enhanced the ability of employees to perform their duties, the findings suggested that there was an overwhelming agreement (97.5%) agree and (2.5%) agreed that seminars indeed enhance their ability to perform the job more effectively. In an overall context, the findings imply that in any organization, seminars are considered to be an essential training instrument that can be used to improve the performance of employees as seminars help to provide detailed knowledge and skills to employees through theoretical context and hands-on practice that would help to bolster the exchange of knowledge and the introduction of best practices. The findings are complimented by the findings made by Noe (2020) who suggested that seminars are particularly effective for developing the critical thinking and problem-solving skills necessary for efficient job performance.

Regarding the question that aimed to determine if there is an improvement in problem-solving and decision-making skills through conferences, the findings showed that 100% of the respondents strongly agree that attending conferences has indeed improved the respondents’ problem-solving skills and decision-making abilities to the A-to-Z textile industry. Having a unanimous agreement shows that conference attendance in an organization is important for employees as it can be used as a tool for enhancing critical thinking and strategic decision-making among employees. Additionally, conferences are useful as they impact new ideas, trends, and strategies that employees can use to elevate their work performance. Similarly, according to Baldwin and Ford (2013), conferences are effective in fostering innovation and improving decision-making capabilities.

For the fourth question which aimed to determine if there was an increase in productivity through off-job training workshops, the findings showed that 87.5% of respondents strongly agree and 12.5% agree that their productivity has increased after participating in off-job training workshops. The findings suggested that in an organization, workshops are considered to be highly effective in boosting employee productivity as off-job training allows employees to learn in an environment free from the pressures of their daily tasks which will help to lead to overall better learning of new skills and knowledge. The findings are complemented by the findings made by Arthur et al (2003) which confirm that participating in workshops as off-job training is important in increasing productivity and job performance.

4.4.3 Impact of On-Job Training on Workers' Performance TC "4.4.3 Impact of On-Job Training on Workers' Performance" \f C \l "1" 
The second objective of the study aimed to determine the impacts of on-job training on workers' performance as the researcher used data from 180 respondents who suggested that they had attended training sessions while working in the A-to-Z textile industry. The first question aimed to determine if there is an improvement in overall job performance through job rotation programs as the findings showed that the majority of respondents (77.8%) strongly agree while 17.8% agree that job rotation enhanced job performance while the remaining 4.4% remain neutral. The high level of agreement suggests that when an organization can effectively create a good job rotation program scheme, job rotation would be an instrumental tool to ensure that in an organization there is a share and transfer of knowledge between employees which is essential to make sure employees are updated with knowledge and skills that would help to overall increase the performance of employees. Similarly, the findings are complemented by the findings made by Campion et al., (1994) would suggested that job rotation is essential as part of the training program scheme in an organization as it helps to enhance the employees’ versatility and knowledge leading to overall improved job performance.

Regarding the question that aimed to determine if there is any enhancement of job efficiency through coaching, the findings showed that 90% of respondents strongly agree and 10% agree that coaching significantly enhanced their job efficiency. The findings suggest that coaching provides one-to-one and hand-to-hand experience between employees which helps to improve workers' performance by providing personalized guidance and allowing an opportunity for employees to provide on-time feedback from their experience which is useful to improve the overall performance of employees and the organization as a whole. The findings are complemented by the findings made by Ellinger and Keller (2003) who suggested that coaching helps employees to be able to refine their skills and overcome job-related challenges.

The third question aimed to evaluate whether engaging in hands-on practices improved the problem-solving skills and decision-making abilities of employees. The findings revealed that 83.9% of respondents strongly agree and 10.5% agree that hands-on practices have enhanced these critical skills with only 5.6% remaining neutral. The findings imply that engaging with hands-on experiences and practices is essential for the improvements of employee performance as it allows for live interactions between the trainee and trainer allowing an immediate sharing of knowledge, skills, and experience which has a positive impact on problem-solving and decision-making skills. A study by Kolb (1984) supports such findings as he emphasized that hands-on experience is a key factor in the experiential learning process, leading to improved problem-solving and decision-making.

The fourth question aimed to determine whether productivity increased after employees participated in job rotation programs, the findings showed that 87.5% of respondents strongly agree and 12.5% agree that their productivity has increased following participation in job rotation programs. This high level of agreement indicates that job rotation is important in boosting productivity by allowing employees to gain diverse experiences and become more adaptable. The findings are complemented by the findings made by Orpen (1994) showed that job rotation can lead to significant productivity by motivating employees and reducing monotony.

4.4.4 The Role of the Succession Plan in Improving Workers' Performance TC "4.4.4 The Role of the Succession Plan in Improving Workers' Performance" \f C \l "1" 
The third objective of the study aimed to determine the role of a succession plan in improving workers’ performance as the researcher used data from 180 respondents who suggested that they had attended training sessions while working in the A-to-Z textile industry. The first question aimed to assess whether the succession plan in the A-to-Z textile industry effectively ensured leadership continuity leading to a noticeable improvement in job performance. The findings indicated that 37.2% of respondents strongly agree and 12.2% agree that the succession plan has positively influenced their job performance. However, 9.4% of respondents are neutral, 27.2% disagree and 13.8% strongly disagree with the statement. 
From the mixed results that were obtained, the findings imply that in developing a succession plan, some employees are likely to benefit from the leadership continuity while some may disagree with such plans. For an organization, to benefit from a good succession plan, an organization is supposed to create a succession plan that is inclusive to make sure that all the employees will be likely to benefit from such plans. According to Rothwell (2015), an organization is supposed to develop effective succession planning that would not only result in leadership continuity but also enhance overall organizational performance.

The second question focused on whether the development of high-potential employees through the succession plan has enhanced job efficiency. The findings revealed that 28.9% of respondents strongly agree and 10% agree that their job efficiency has improved due to the succession plan. However, there are a significant number of respondents (30%) who disagreed, 18.3% strongly disagreed and 12.8% remained neutral. Such a division of responses suggests that the effectiveness of a succession plan is not universal as it might work in another organization and fail in another. From the findings, it can be seen that there is a need to diversify a systematic succession plan that would help to develop high-potential employees in an organization which would help overall to improve the job performance of employees. According to Groves (2007), successful succession plans should include development programs that align employee capabilities and organizational needs to enhance efficiency.

The question aimed to determine if leadership continuity provided by the succession plan has improved employees’ problem-solving and decision-making abilities. The findings suggested that 12.8% of respondents strongly agree and 6.7% agree that the succession plan has enhanced these critical skills. However, a high number of respondents (55.6%) disagreed and 19.4% strongly disagreed while the remaining 5.6% remained neutral. The findings implied that the succession plan currently applied in the A-to-Z textile industry has not been effective in developing problem-solving and decision-making skills among employees. From the findings, also it can be seen that a good succession plan is essential in helping enhance problem-solving and decision-making skills and the management of an organization should make sure that the succession plan that would be developed would also include good problem-solving and decision-making skills. The findings align with the findings made by Conger (2007) who suggested that succession plans should include targeted leadership development initiatives to cultivate such skills.

The fourth question aimed to determine whether the development programs for high-potential employees included in the succession plan have increased productivity in the A-to-Z textile industry. The findings suggested that 26.1% of respondents strongly agree and 29.4% agree that these programs have boosted the respondents’ productivity. The findings also showed that 19.4 disagreed 12.8% strongly disagreed and 12.2% remained neutral. The findings indicate that while some employees have experienced productivity gains, others have not seen a noticeable impact which reflects a disparity in the effectiveness of the development programs. The findings are complemented by the findings made by Charan et al., (2011) who suggested that successful development programs should tailored to the needs of high-potential employees to maximize productivity.

4.4.5 The Influence of Career Development Programs towards Improving Workers’ Performance TC "4.4.5 The Influence of Career Development Programs towards Improving Workers’ Performance" \f C \l "1" 
The fourth objective of the study aimed to determine the influence of career development programs on improving workers’ performance as the researcher used data from 180 respondents who suggested that they had attended training sessions while working in the A-to-Z textile industry. The first question aimed to assess whether the skill gap analysis conducted in the A-to-Z textile industry has led to a noticeable improvement in overall job performance. The findings showed that the majority of respondents (48.3%) strongly agree and 23.3% agree that skill gap analysis has positively impacted their job performance. However, there were some respondents (9.4%) who provided a neutral response and 19% who disagreed. From the findings, it can be noted that although the majority of respondents agreed that skill gap analysis has been beneficial to the majority of employees, there is still a significant portion that does not see the benefit of skill gap analysis to the overall improvement of the organization. From such findings, it can be identified that there is a need for organizations to create a thorough skill gap analysis that would be critical to make sure that it creates a training program that would fit every need of the employees to enable them to gain necessary skills and knowledge that would overall improve the performance of the organization. 
Cappelli (2008) suggested that skill gap analysis if effectively conducted can be instrumental to help in employee development. The second question aimed to determine if the promotion pathways outlined in the career development programs have enhanced employees’ ability to perform their job tasks more efficiently. The findings showed that 28.9% of respondents strongly agree and 10% agree that the promotion pathways have improved their job efficiency. However, the findings also showed a high majority of respondents (30%) strongly disagreed 18.3% of respondents disagreed and 12.8% remained neutral. The division of findings suggested that while some employees find the promotion pathways are beneficial, some employees do not see them as helpful which leads them to feel excluded from such opportunities. 
In light of such findings, it is instrumental to make sure that an organization provides a clear channel of communication to the employees indicating them on the promotion pathways to help employees to be aware and act accordingly which in turn helps to bolster the overall workers’ performance in an organization. The findings are complemented by the findings made by Hall and Moss (1998) who suggested that clear and accessible promotion pathways can enhance employee motivation and performance. Regarding the question that aimed to evaluate if the access to development resources provided by the A-to-Z textile industry improved employees’ problem-solving skills and decision-making abilities at work. The findings showed that 42.8% of respondents strongly agree while 38.3% agree that access to development resources has enhanced these skills. The findings also showed that 13.3% disagreed and 5.6% suggested a neutral response. 
The overwhelming majority of respondents show that having streamlined developmental resources is effective in enhancing critical skills to improve the overall workers’ performance of the organization. Similar findings were suggested by Noe (2017) who supported the idea that access to development resources is crucial for building problem-solving and decision-making capabilities which in turn improves overall job performance. Regarding the question that aimed to determine whether productivity in the A-to-Z textile industry has increased after participating in career development programs. The findings showed that the majority of respondents (59.4%) strongly agreed and 29.4% agreed that their productivity has increased due to such programs with only 11.2% providing a neutral response. 
Such response suggested that career development programs are highly effective in boosting productivity and the management of an organization should make sure that they create development programs that would achieve such a goal. Similarly, the findings are similar to the findings of the study by McCauley and Hezlett (2001) who suggested that career development programs are essential in driving employee productivity and overall organizational success.

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1" 
The chapter provides the summary of the study along with the summary of the findings from the objectives of the study. Additionally, the chapter provides a conclusion and recommendations according to the findings of the study and areas for further studies.

5.2 Summary TC "5.2 Summary" \f C \l "1" 
The study aimed to discuss the impact of training on workers' performance using the A-to-Z textile industry as a case study of the study. Specifically, the study aimed to discuss the following specific objectives: to evaluate the effects of off-job training workers’ performance in the A-to-Z textile industry, to analyze the impacts of on-job training initiatives towards workers’ performance at A-to-Z textile industry, to examine the role of succession planning in improving workers’ performance at A-to-Z textile industry and how career development programs influence the improvement of workers’ performance at A-to-Z textile industry. The general findings of the study suggest that off-job training, on-job training, and career development programs have been viewed to have a positive impact and effect on the improvement of workers’ performance in the A-to-Z textile industry. However, the findings showed that the succession plans and strategies that have been implemented in the A-to-Z textile industry have not been effective in improving the workers’ performance in the A-to-Z textile industry.
5.3 Implications of the Findings TC "5.3 Implications of the Findings" \f C \l "1" 
5.3.1 Impact of Off-Job Training on Workers' Performance TC "5.3.1 Impact of Off-Job Training on Workers' Performance" \f C \l "1" 
The findings of the study implied that off-job training methods like workshops, seminars and conferences have a significant role in improving workers’ performance. The findings imply that there is a need for organizations to initiate and implement such strategies as they are important in enhancing employees’ skills and productivity.
The findings imply that any organization including A-to-Z textile industry could further improve performance of both individual employees and organization as a whole by increasing the frequency of these trainings and customizing them to make sure that they meet specific needs of employees. Integrating follow-up sessions or mentoring could also help sustain the benefits of such programs. Additionally, the findings imply that, in order for organizations to bolster the performance of its workers, there is a need for more investment to be focused in off-job training so as to ensure that such  programs are regularly updated and aligned with organizational goals.
5.3.2 Impact of On-Job Training on Workers’ Performance TC "5.3.2 Impact of On-Job Training on Workers’ Performance" \f C \l "1" 
The findings of the study implied that on-job training methods such as job rotation, coaching and hands on practices were found to be highly effective with significant improvements in problem-solving, decision-making and overall job performance. 
Additionally, the findings implied that, on-job training methods not only improve the skills of both individual workers and organization collectively but also helps to boost motivation and reduce job monotomu which is important to improve and maintain high employee morale and productivity.
Furthermore, The findings implied that companies like A-to-Z textile industry should consider expanding on-job training programs so as to ensure they are well-structured and regularly evaluated for effectiveness which could lead to sustained productivity gains and a more adaptable organizational performance.
5.3.3 The Role of a Succession Plan in Improving Workers' Performance TC "5.3.3 The Role of a Succession Plan in Improving Workers' Performance" \f C \l "1" 
The findings implied that, in moost organizations like A-to-Z textile industry, current and applied succession planning has not been universally effective which leads to mixed benefits as some employees benefits while others do not.
The findings also implied that, there is a critical need for the organizations like A-to-Z textile industry to develop a more comprehensive succession plan that would align with the needs of a employees as having a well-designed succession plan is essential to ensure leadership continuity and enhance overall performance by preparing employees for future roles. Additionally, the findings highlighted the need for regular review and update of succession plans to make sure that they are inclusive and effective in fostering leadership and development across all levels of the organization.
5.3.4 The Influence of Career Development Programs in Improving Workers’ Performance TC "5.3.4 The Influence of Career Development Programs in Improving Workers’ Performance" \f C \l "1" 
The findings implied that career  development programs are instrumental in improving workers’ performance particularly in areas like problem solving and decision making. However, the benefits of career development programs are not visible to all employees as some do not perceive the benefits of such programs suggesting that that there is still a gap in inclusiveness and effectiveness of such programs. In a broader context, the findings of the study imply that it is important to conduct regular skill gap analysis so as to be able to adjust the training programs accordingly and ensure that career development programs are impactful and contribute to the overall growth and success of the organization.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
5.4.1 Impact of Off-Job Training on Workers' Performance TC "5.4.1 Impact of Off-Job Training on Workers' Performance" \f C \l "1" 
Conclusively, it can be concluded that off-job training has impacted positively the workers' performance in the A-to-Z textile industry as through off-job training, the organization was able to apply different training methods such as workshops, conferences and seminars which has been indicated to be effective for the organization to improve the workers’ performance. The consistently positive feedback from respondents across different training formats suggests that the A-to-Z Textile Industry’s current training strategy is robust and beneficial. 
However, to maximize the impact of these programs, the company could consider increasing the frequency and variety of workshops, tailoring seminars to specific needs, ensuring regular conference participation, and integrating off-job training with follow-up sessions or mentoring. This approach would likely sustain and further amplify the productivity and performance gains observed, ensuring that employees continue to develop the skills necessary for the industry’s success.
5.4.2 Impact of On-Job Training on Workers’ Performance TC "5.4.2 Impact of On-Job Training on Workers’ Performance" \f C \l "1" 
From the findings, it is concluded that there is a strong positive influence of various on-job training methods including job rotation, coaching, and hands-on practices on employee performance. The high level of agreement on the effectiveness of on-job training methods such as job rotations and coaching shows how such training methods have been instrumental tools for knowledge transfer and skill enhancement among employees, fostering versatility and overall job performance. Furthermore, the study revealed that engaging in hands-on practices significantly improved employees' problem-solving and decision-making abilities, with 83.9% of respondents strongly agreeing and 10.5% agreeing. 
Hands-on practices enable live interaction between the trainee and trainer, facilitating immediate knowledge transfer and skill development, which are essential for enhancing critical skills. Additionally, job rotation was found to increase productivity, with 87.5% of respondents strongly agreeing that their productivity improved following participation in job rotation programs. This indicates that job rotation not only boosts productivity by providing diverse experiences but also motivates employees and reduces monotony.

5.4.3 The Role of a Succession Plan in Improving Workers' Performance TC "5.4.3 The Role of a Succession Plan in Improving Workers' Performance" \f C \l "1" 
Conclusively, the role of succession planning in improving workers' performance in the A-to-Z Textile Industry highlights the mixed effectiveness of the current succession plan. While some employees have benefited from leadership continuity and improved job performance, others have not experienced the same positive impact, revealing that the existing succession plan lacks inclusivity and fails to universally enhance employee performance. This indicates a need for the organization to develop a more comprehensive and inclusive succession plan that ensures all employees, regardless of their current role or potential, can benefit from it. An effective succession plan should be designed to foster leadership continuity while also aligning employee development with organizational needs to enhance overall performance.

5.4.4 The Influence of Career Development Programs in Improving Workers’ Performance TC "5.4.4 The Influence of Career Development Programs in Improving Workers’ Performance" \f C \l "1" 
The study on the influence of career development programs in the A-to-Z Textile Industry reveals a general positive impact on workers' performance, though some gaps remain. The findings indicate that skill gap analysis and access to development resources have significantly enhanced job performance and critical skills like problem-solving and decision-making for most employees. However, a notable portion of respondents did not perceive the benefits, suggesting the need for more comprehensive and inclusive training programs. To fully leverage the potential of career development, the organization must refine its skill gap analysis and ensure that the training programs meet the diverse needs of all employees, thereby fostering overall organizational improvement.

5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
Based on the findings of the study, the researcher has recommendations that can be used to improve the overall effectiveness of training toward workers’ performance.

5.5.1 Impact of Off-Job Training on Workers' Performance TC "5.5.1 Impact of Off-Job Training on Workers' Performance" \f C \l "1" 
The A-to-Z textile industry should increase the frequency and variety of off-job training workshops to ensure that they are tailored to address specific skills and knowledge gaps identified within the workforce. Such an aspect helped to further enhance the effectiveness of such programs toward job performance and productivity. The A-to-Z textile industry should implement follow-up sessions or mentoring programs after off-job training workshops to reinforce the skills learned and ensure long-term retention and application in the workplace which can help sustain productivity improvements over time.

5.5.2 Impact of On-Job Training on Workers' Performance TC "5.5.2 Impact of On-Job Training on Workers' Performance" \f C \l "1" 
The A-to-Z textile industry is supposed to develop and implement structured job rotation programs that are well-coordinated and inclusive which ensured that all employees benefited from the knowledge and skill transfer that such programs offer. This helped in enhancing overall job performance and employee adaptability. Additionally, the company should expand its coaching initiatives to provide personalized, one-on-one guidance that addresses specific employee needs. This approach improved job efficiency by helping employees overcome individual challenges and refine their skills more effectively.

5.5.3 The Role of the Succession Plan towards Workers’ Performance TC "5.5.3 The Role of the Succession Plan towards Workers’ Performance" \f C \l "1" 
The A-to-Z textile industry should revisit its current succession planning strategy to make it more inclusive and transparent. Such an action included a broader range of employees in the succession process and communicate the criteria and benefits as the company can improve their overall job performance. Additionally, the organization can integrate specified leadership development programs within its succession planning to enhance critical skills such as problem-solving and decision making which ensured that future leaders are well-prepared to meet the challenges of their roles.

5.5.4 The Influence of Career Development Programs towards Workers’ Performance TC "5.5.4 The Influence of Career Development Programs towards Workers’ Performance" \f C \l "1" 
The A-to-Z textile industry should conduct a more comprehensive skill gap analysis to make sure that career development programs are fully aligned with the diverse needs of its workforce. This helped in creating more effective training programs that cater to all employees thus maximizing job performance improvements.

The company should establish clear and accessible promotion pathways, coupled with transparent communication to ensure all employees are aware of and can actively participate in these opportunities. This enhanced job efficiency, motivation, and productivity across the organization.

5.6 Limitation of the Study TC "5.6 Limitation of the Study" \f C \l "1" 
One limitation of the study was the potential for selection bias due to an unrepresentative sample of employees. To overcome this, the study employed a stratified random sampling technique, ensuring that participants were selected from various departments, roles, and experience levels within the A-to-Z Textile Industry. This approach helped capture a diverse range of perspectives, making the findings more generalizable across the organization.

Another limitation was the reliance on self-reported data, which can introduce biases such as social desirability. To address this, the study supplemented self-reported data with objective performance metrics, such as productivity levels and quality of work assessments. By triangulating these data sources, the study aimed to provide a more accurate and balanced view of the impact of training programs on employee performance.

5.7 Areas for Further Studies TC "5.7 Areas for Further Studies" \f C \l "1" 
· Future research could explore the long-term impact of customized off-job training programs on employee performance and productivity. Specifically, studies could investigate how different industries or job roles benefit from tailored training and the best practices for implementing such programs effectively.

· Further studies could examine the development and implementation of comprehensive job rotation models that maximize employee versatility and knowledge transfer. Research could focus on identifying the optimal duration, frequency, and scope of job rotation programs across different organizational contexts.

· Research could be conducted on how to design and implement more inclusive succession planning strategies that effectively engage and develop a broader range of employees. Studies might also investigate the impact of transparent succession planning on employee morale and retention.

· Future studies could focus on the role of targeted leadership development programs within succession planning. Research could assess the effectiveness of such programs in enhancing critical skills like problem-solving and decision-making, and their overall impact on organizational leadership continuity.
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix I: Questionnaire for Data Collection
Introduction 
Dear respondents, 

I am Godfrey Amoni, a student at Open University of Tanzania pursuing a Master’s Degree in of Human Resources Management (MHRM). To fulfil the requirements of this degree, I’m undertaking a dissertation entitled “The impact of training on workers’ performance:  a case of A-to-Z Textile Industry in Arusha District Council”.  I kindly request you to fill this questionnaire to enable me to achieve the objectives of the study. All information you will provide is voluntary and shall be treated with ultimate confidentiality.
Instructions
Tick the appropriate answer option or fill in the blank space provided
Section A: Demographic Information
1. What is your Gender?

a. Male

b. Female

2. What is your Age?

a. 18 - 25 years

b. 26 - 35 years

c. 36 - 45 years

d. 46 - 55 years

e. 56 years +

3. What is your Academic Qualification?

a. Primary School Education

b.  Secondary School Education

c. Tertiary/University Education

4. Years of Work Experience:

a. 0 - 5 Years

b. 6 - 10 Years

c. 11 Years +

5. What is your Designation …………………………….
Section A: Training Participation
1. Have you attended/participated in any training when working at A-to-Z Textile Industry?
a. Yes
b. No
2. If Question 1 the answer you provided is Yes, how many times which type of training that you participated in?
a. On-Job Training
b. Off-Job Training
3. If Question 1 the answer you provided is Yes, how many times have you attended training when working at A-to-Z textile industry
a. 1 – 3 times
b. 4 – 6 times
c. 7 – 9 times
d. 10+ times
4. If Question 1 the answer you provided is Yes, who sponsored/financially facilitated the training that you attended while working at A-to-Z textile industry?
a. Self-Sponsored
b. A to Z Textile Industry
c. Other (External) Sponsor
5. If Question 1 the answer you provided is Yes, do you believe that the training you attended/provided for, has helped improve your performance?
a. Yes
b. No
Section B: Off Job Training
The following part is a section of questions that are provided to respondents in order to fulfill the objectives of the study. The answers will be multiple choice Questions.
1. The workshops I have attended have led to a noticeable improvement in my overall job performance at A-to-Z Textile Industry
A. Strongly Agree
B. Agree
C. Neutral
D. Disagree
E. Strongly Disagree
2. The seminars facilitated by A-to-Z Textile Industry have enhanced my ability to perform my job tasks more efficiently
A. Strongly Agree
B. Agree
C. Neutral
D. Disagree
E. Strongly Disagree
3. Attending conferences has improved my problem-solving skills and decision-making abilities at work at A-to-Z textile industry
A. Strongly Agree
B. Agree
C. Neutral
D. Disagree
E. Strongly Disagree
4. My productivity has increased after participating in off-job training workshops
A. Strongly Agree
B. Agree
C. Neutral
D. Disagree
E. Strongly Disagree
Section C: On-Job Training
1. Job rotation programs I have participated in have led to a noticeable improvement in my overall job performance

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

2. The coaching I have received at A-to-Z industry has enhanced my ability to perform my job more efficiently

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

3. Engaging in hands-on practices has improved my problem-solving skills and decision-making abilities at work

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

4. My productivity has increased after participating in job rotation programs

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

Section D: Succession Plan
1. The succession plan at A-to-Z Textile Industry has effectively ensured leadership continuity, leading to a noticeable improvement in my overall job performance.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

2. The focus on developing high potential employees through the succession plan has enhanced my ability to perform my job tasks more efficiently.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

3. The effectiveness of leadership continuity provided by the succession plan has improved my problem-solving skills and decision-making abilities at work

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

4. The development programs for high potential employees included in the succession plan have increased my productivity at A-to-Z Textile Industry.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

Section E: Career Development
1. The skill gap analysis conducted at A-to-Z Textile Industry has led to a noticeable improvement in my overall job performance.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

2. The promotion pathways outlined in the career development programs have enhanced my ability to perform my job tasks more efficiently.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

3. Access to development resources provided by A-to-Z Textile Industry has improved my problem-solving skills and decision-making abilities at work.

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree

4. My productivity at A-to-Z Textile Industry has increased after participating in career development programs

A. Strongly Agree

B. Agree

C. Neutral

D. Disagree

E. Strongly Disagree
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