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ABSTRACT
The study aimed to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Specifically; To examine the effect of mentoring implementation on employee performance at TANESCO, determine the effect of job rotation on employee performance at TANESCO and to determine the effect of coaching on employee performance at TANESCO. This study was an explanatory research design and the study employed questionnaire as tool for data collection. Quantitative data analysed with the help of SPSS, also, the study used inferential analysis, which included correlation coefficient, and multiple regression, to determine the strength between independent variables and the dependent variable of the study. The findings showed that integrating mentoring and job rotation into on-the-job training programs at TANESCO yields substantial benefits employee performance. By investing strategically in mentoring, job rotation, and effective coaching, TANESCO enhances employee performance.  The study concludes that there is a positive relationship between mentoring, job rotation, coaching, and employee performance. Mentoring implementation was found to be significantly associated with  employee performance. Similarly, job rotation and coaching showed links to increase in employee performance.The study recommend that management should prioritize creating a supportive environment through mentoring implementation.
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CHAPTER ONE

INTRODUCTION

1.1 
Overview  

This chapter comprises of background information of the study, statement of the problem, objectives of the study, research questions also significance of the study and organization of the study. 

1.2 
Background of the Study 

The efficiency of the organization in the production of goods and delivery of services depends on availability of well-trained employees (Ngailo, 2019). With the aid of training and development programs, organizations can create a skilled and competent workforce that maintain a high level of competency and thrive in a dynamic business environment (Rahman, 2022). Training ensures that employees have the required qualifications in terms of job knowledge, skills, abilities and understanding (Afroz, 2018). 

Globally, high employee performance increases productivity, innovation, and finally, economic growth. It leads to better quality goods and services, increased exports, and higher GDP (Brahat 2019). Through increased productivity and economic growth, employee performance contributes to improved living standards, poverty reduction, and better access to education and healthcare. Organizations with high-performing employees gain a competitive edge in the global market (Nawarathna, Abeykoon & Harshani, 2021). They can respond faster to changing needs, adapt to new technologies, and attract top talent (Adnyani & Dewi, 2019). 

Several earlier researches in this field justified that training employees using whatever programme by the organization has something special to do with improving employees’ efficiency at work. Afroz (2018) reported that the more the employees got training, the more their efficiency in service delivery were becoming effective. Similarly, Enga (2017) asserted that employees’ contributions in delivering the services that customers wanted from the organization were improved as the result of the implementation of certain training programmes and tools by the organization.

In Africa; increased productivity leads to more job creation, addressing unemployment and underemployment, particularly among young people. A growing and young population presents a vast potential workforce (Enga, 2017). High employee performance is crucial to harness this potential and drive Africa's economic and social development. African economies are increasingly integrating into the global market (Umi, 2018). High employee performance helps businesses compete effectively and attract foreign investment. Kilungwe (2017) argued that every organization must have a goal to be achieved in a specific period. To achieve this goal, the corporation must be able to maintain its survival in business competition; the corporation cannot rely only on the sophistication of current technology and infrastructure without having a support from reliable human resources (Kilungwe, 2017).

 In Tanzania; achieving Tanzania's ambitious Vision 2030 goals of becoming a middle-income country requires substantial improvements in employee performance across all sectors. Improved employee performance may lead to higher wages, increased domestic income, and poverty reduction (Mwajombe, 2017). Tanzania faces a skills gap, with graduates often lacking the practical skills required by employers (Ngailo, 2019). On-the-Job training can bridge this gap and equip the workforce with relevant skills. 

A significant portion of Tanzania's workforce operates in the informal sector, where formal training is limited (Ngailo, 2019). On-Job-Training can provide valuable skills development in this sector. Transforming Tanzania into an industrialized economy needs a skilled and productive workforce (Umi, 2018). Ngailo (2019) defines on the job training as the process whereby employees are trained and developed while they are working on their jobs example adding new skills to the employees about how to purchase items online without going to the market this may help the procurement department consume less time in their activities.  Brahat (2019), explains the importance of on the job training and explains on how the organization with benefit from the training given to employees. 

The Social Cognitive Career Theory (SCCT) proposes that career success is influenced by cognitive and social factors like beliefs, attitudes, and social interactions. It suggests that on-the-job training in the public sector can improve employee performance by enhancing knowledge, skills, self-efficacy, and social support. SCCT is valuable in career counseling across industries due to its focus on these cognitive and social aspects. However, it may not fully address individual differences or organizational culture's role in shaping performance. Despite this, SCCT's emphasis on culture and self-efficacy remains relevant in professional development.

Despite the importance of on the job training programs in enhancing employee’s performance, little is known about their effectiveness in the public sector in Tanzania. TANESCO has taken steps to invest in training and development programs to improve employee performance and enhance service delivery customer (Brahat, 2019).  However, few studies such as that of Ngailo (2019), Brahat (2019), and Ngowi (2020), have explored the impact of training employee performance in the Tanzania public sector in general and TANESCO in particular. This research aimed to fill this gap by exploring the effectiveness of on the job training on employee performance in TANESCO.

1.3  
Statement of the Problem 

In recent years, TANESCO has taken steps to invest in training and development programs to improve employee performance and enhance service delivery customer (Ngowi, 2020). Training is an “opportunity” for learning and it is accomplished by providing employees with opportunities to learn how to perform more effectively and by preparing them for any changes in their job (Shin, Kim, Yeoung & Kang, 2019). 

TANESCO like many other organizations is used to train its employees for improving their efficiency in service delivery among the training programmes include on-the-job training (Ngowi, 2020).  In the context of TANESCO, on the job training programs have been implemented to enhance employee skills and knowledge. The company has a program that is designed in the specific period yearly to make sure every year the employees are adding new skills through mentoring, coaching and job rotation with the help of trainers and mentors (Ngowi, 2020). 

The objective of these programs is to enhance employee performance and productivity. According to TANESCO’s annual report (2021), the company has recorded an increase in employee productivity and performance after the implementation of various training programs. On-the-job training is a crucial aspect of employee development in the public sector in Tanzania, and it has been shown to positively impact on employee performance (Nassary, 2020).

Despite the importance of on-the-job training programs in enhancing employees’ skills and knowledge, it is necessary to understand whether such programs are effective in improving employment performance of TANESCO (Ngowi, 2020). On-the-job training program in organization such as TANESCO may not be addressing the specific skills and knowledge gaps needed by employees to perform their jobs effectively (Nassary, 2020). On the Job Training methods at TANESCO might be outdated or unsuitable for adult learners, hindering knowledge retention and application. Also, On-the-Job programs may not be aligned with TANESCO's strategic objectives and performance expectations (Nassary, 2020).

Moreover, training may not be paired with adequate support and opportunities for employees to practice and apply their newly acquired skills. Employees may lack motivation to participate in on-job-training programs due to various factors, leading to lower engagement and hindering potential benefits (Nassary, 2020). In the public sector, specifically in the Case of TANESCO, there was a need to investigate the effectiveness of its On-on the- Job training programs on employment performance, the problem to be addressed in this study was to examine the effectiveness of on-the-job training programs on employment performance at TANESCO.
1.4 
Research Objectives 

1.4.1 
General objectives 

This study aimed to assess the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. 

1.4.2 Specific Objectives 

i. To examine the effect of mentoring implementation of on-the-job training programs on employee performance at TANESCO 

ii. To determine the effect of job rotation on job training programs on employee performance at TANESCO.

iii. To determine the effect of coaching on employee performance at TANESCO

1.5
 Significance of the Study

1.5.1 
To Academics and Scholars 

The results of this study offered important new perspectives on how well on-the-job training programmes can raise employee performance in the public sector, which is critical for the growth of the nation. The results of this study should provide future researchers, academicians, and scholars with a solid basis for their investigations into on-the-job training programmes and their potential to improve employee and organisational performance.

1.5.2 Policy Makers 

The results of the study aids in the development of pertinent policies that prioritise the implementation of on-the-job training programmes and ensure that these programmes are created with the goal of enhancing worker productivity and performance. The on-the-job training programme helped organisations boost productivity, cut down on errors, and enhance overall performance in the public sector by assisting with policies that would further provide staff with practical, hands-on training. 

1.5.3 To Researcher 

The results of this study would be useful to the researcher since they pertain to administration, which emphasises the efficient use of human resources. The researcher would be able to apply pertinent on-the-job training programmes at his place of employment, maximising the use of human resources in his organisation. Additionally, study would satisfy a portion of the requirements needed to be awarded the institute's Master's degree.

1.5.4 Management of TANESCO

This study is important to the Management of TANESCO, because it would look at how on-the-job training affects employee performance at Tanzania Electric Supply Company (TANESCO). The results of the study would shed light on the significance of on-the-job training courses, which ensure that employees have the skills and knowledge necessary to perform their duties effectively. Additionally, the findings would motivate the management to fund these projects in order to help employees at TANESCO become more productive by helping them get used to new technologies. 

1.6 Scope of the Study 

The scope of this study encompassed an examination of the impact of on-the-job training on employee performance within the public sector, with a specific focus on Tanzania Electric Supply Company (TANESCO) headquartered in Dar es Salaam. Utilizing the Social Cognitive Career Theory (SCCT) as a guiding framework, the research  researched into the cognitive and social factors influencing career success and training effectiveness. The study employed an explanatory research design and target a sample of 70 employees through random and purposive sampling methods. 

1.7
Organization of the Study

This disertation cover three chapters, the first chapter comprises background information of the study, statement of the problem, objectives of the study, research questions also significance of the study and organization of the study. The second chapter consist of a definition of key terms, a theoretical literature review, an empirical literature review, a research gap and a conceptual framework. The third chapter includes research methodology which includes research philosophy, research approach, research design and strategy, area of the study, population of the study, sample and sampling techniques, data collection methods, data collection tools, data analysis, variables and measurement procedures, validity, reliability and ethical consideration. The fourth Chapter, presents and discuss findings from the data collection tools in relation to specific objectives of the study as well as the relevance of the findings with those from Literature. The fifth chapter consists of summary of the study, conclusion and recommendation orginating from the study findings and discussion. 
CHAPTER TWO

LITERATURE REVIEW

2.1   Overview 

This chapter consists of definition of key terms, theoretical literature review, empirical literature review, research gap and conceptual framework. 
2.2
Definition of Concepts

2.2.1 
On-the-Job Training 

On the job training refers to the form of learning that takes place within the actual job environment. It involves acquiring knowledge abilities and skills, especially for performing a specific job effectively. On-The-Job training can include various methods such as mentorship, shadowing, Job rotation and Coaching (Ngowi, 2020). In the context of the study on the job training refers to all forms of education or transferring of skills to the employee while performing their day to day activities within the organization.

2.2.2     Coaching 

One kind of on-the-job training that involves training employees under a supervisor or an experienced staff member is called coaching. Workers can ask questions and get explanations and feedback on their tasks in this direct training method (Nawarathna et al., 2021).  In the context of the study coaching is defined as advice and support offered by an experienced guide to less experienced staff.

2.2.3 Job Rotation 

Job rotation is the process of alternating all employees between different roles regularly so they can learn new skills and gain exposure to different divisions within the firm.  Rotating jobs is another way to break up tedious work (Nassary, 2020).  In the context of the study, job rotation is when workers systematically swap between jobs within a team or company. 

2.2.4 Mentoring

A senior or more experienced individual (the mentor) is tasked with serving as a junior or trainee's advisor, counsellor, or guide in the employee training method known as mentoring. The mentor bears the responsibility of offering assistance and evaluations to the individual under their supervision (Kaaya, 2021). In the context of the study job mentoring entails assigning a knowledgeable coach to supervise a worker's educational journey. Unlike in on-the-job training, the mentor or coach gives guidance and instruction without carrying out the employee's work (Kaaya, 2021).

2.2.5 Employee Performance 

Employee performance refers to the, efficiency, effectiveness and productivity with which an employee fulfils their job responsibilities within the organization (Shin et al., 2019). In this study, employee performance refers to the ability of employees to continuously fulfil duties and responsibilities in alignment with set forth TANESCO objectives. 
2.3
Theoretical Literature Review 

2.3.1 The Social Cognitive Career Theory (SCCT) 

The Social Cognitive Career Theory (SCCT) was developed by Robert M. Lent, Brown and Hackett in 1994. This theory proposes that an individual's career success is influenced by their cognitive and social factors, such as their beliefs, attitudes, and social interactions (Kaaya, 2021).

According to the SCCT, on-the-job training programs can improve employee performance in the public sector by increasing their knowledge, skills, and self-efficacy. Additionally, the theory suggests that social support from colleagues and supervisors can also enhance the effectiveness of training programs (Nassary, 2020). Also, the explicit focus of Social Cognitive Career Theory (SCCT) is on culture and how it shapes interests, belief systems, and career decisions (Wang & Lent, 2022).

One limitation of the SCCT is that it may not account for all individual differences in career development, and may not apply to all work settings. Additionally, the theory does not specifically address the role of organizational culture or management practices in shaping employee performance (Nawarathna et al., 2021).

In this study, researcher used the SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can improve employee performance in the public sector. 

2.4
Empirical Literature Review 

2.4.1 The Effect of Mentoring Implementation on Employee Performance 

Nawarathna et al. (2021), assessed the impact of ‘employee on the Job Training on the performance of production assistants in Noritake Lanka (Pvt) Ltd. Matale, Sri Lanka. Finding revealed that on-the-job training has a significant impact on employee performance. Correlation analysis shows that on-the-job training has a strong positive relationship on employee performance. As a significant factor, this would mean that it is very significant to pay a high attention regarding the on-the-job training methods, because it directly affects to the performance of the employees in addition to that proper and well-structured on-the-job training are required to meet with the desired outcomes of the organization. 

Yusuf et al. (2023), aimed: first, to explore the influence of training needs analysis and training methods on employee performance, and second, to investigate the relationship between training and development and employee performance in Nigeria. The study revealed that both training needs analysis and training methods had a noteworthy impact on employee performance (R2 = 0.89; F (2, 51) =205.993, P<0.05). Additionally, training and development had a positive influence on employee performance in the Adamawa State Ministry of Education (R2 = 0.67; Beta =0.817, p<0.05). As a result, the null hypothesis was rejected. The study concluded that conducting training needs analysis is crucial in identifying workforce gaps. Furthermore, the Adamawa State Ministry of Education in Yola is advised not to rest on its past accomplishments but to increase its training and development activities in light of the new norm.

Nassary (2020), examined the effect of employee training on employee’s performance in Arusha Municipality. The study observed that training have strong effect on employees’ performance. This was indicated by the fact that respondents regarded positively with strength the relationship of training and job performance. Training strategies was another investigation in this study. Short courses training and seminars were more preferred to respondents than forum and workshops for building capability of the trainees. The study recommended that public institutions should increase financial resources allocations to employees’ short course training and seminars to adequately equip workers with high capability. Because of inconclusive findings of authors the following hypothesis is developed: 

H1:Mentoring implementation has positive effects on employee job performance at TANESCO

2.4.2 The Effect of Job Rotation on Employee Performance

Kanapathipillai & Azam, (2020) aimed to discover if training impacts job performance and job satisfaction which are two crucial variables that leads to the telecommunication company’s survival and growth in Malaysia. The analysis shows that training is statistically significant and has a strong relationship with job performance and job satisfaction. The hypothesis depicted that training programs conducted in the telecommunication companies have a significant relationship with job performance and job satisfaction of the employees. 

Yimam (2022), assessed and investigated the impact of training on employees’ performance in the technology focused academic institution. Results showed that training design, training needs assessment, training delivery style and training evaluation have significant positive effect on employees’ performance. Finally, the study recommended that human resource management should engage in increasing the qualities and quantities of the training program and properly apply the four phases of the systematic training processes to increase the performance of administrative employees of Bahir Dar University, especially the technology institutions.

Ngowi (2020) involved making an evaluation of employees training programme in improving work efficiency focusing on the Tanzania Electric Supply Company Ltd (TANESCO) as the case study. The finding results indicated that the planned factors specifically desire to move into new technology or enter into new businesses were the most influential factors of employees training in the company followed by unplanned factors specifically preparing employees for replacement of the resigned, died or ill employee and an anticipated factor such as expected retirement of jobholders and foreseeable change of technology. Effects of training on employees’ efficiency included equipping employees with knowledge, skills and abilities needed to meet deadlines and exposing employees into new ways or best practices of accomplishing work timely. Therefore, the researcher recommends that in order the company to improve efficiency of employees specifically in the provision of the timely services to clients, the training programmes must be devised by including customer service courses into training programmes. Because of inconclusive findings of authors the following hypothesis is developed: 

H2: Job rotation has positive effects on employee job performance at TANESCO

2.4.3 The Effect of Coaching on Employee Performance

Karim (2019), determined the impact of training and development programs on employee performance Bangladesh. Hypotheses were tested through multiple regression analysis. From the findings it has found that Orientation Training (OT), Career Development Training (CDT), and Environment, Health & Safety Training (EHST) have significant impact on Employee Performance (EP) while there has no significant relation between Job Training (JT) and Employee Performance (EP). Eventually, this study was concluded by providing few recommendations for organisational implication 

Mvuyisi & Mbukanma (2023), assessed the effectiveness of On-The-Job training on the performance of employees, focusing on the Integrated Tertiary Software Users at Walter Sisulu University in South Africa. Participants were employees from the Registrar’s division within Walter Sisulu University, and students and a sample of twelve participants were purposefully selected. Data were analyzed using Atlas ti, version 9. Training and employee motivation were seen as the essential elements of increasing employee performance in this technology-infused University. It has been discovered that development programs directly influence organizational effectiveness, advancement, and development is critical for an effective organization.

Nnko & Tieng’o (2022), assessed the effects of human resource training on employee performance at AICC. This study has found that training methods have significant effect on employee performance (t= 6.937, p= .000 ≤ .05). This study found that human resource training policy has significant effect on employee performance (t= 13.665, p= .000 ≤ .05). Based on study findings, this study concludes that human resource training methods, training policy and training resources have significant effects on improvement of employee performance at AICC. This study recommends that AICC should implement training programmes to improve employee performance. Because of inconclusive findings of authors the following hypothesis is developed: 

H3:Coaching has positive effects on employee job performance at TANESCO

2.5 
Research Gap

Studies on employee training and employee performance have been carried out throughout the world. The essence of training employees has been highly valued by many organizations and governments around the world. However, despite the efforts made by previous researchers, there were still several gaps in the aspect of training and its impact on employee performance. Such gaps include; 

In context; Many studies have been conducted in different countries with much emphasis on the impact of job training on employees and organization performance study such as those of Nmadu et al., (2021), Mvuyisi & Mbukanma (2023), Ali et al., (2018), but they have failed short to explore the facets of on job training and the effect it has on the employee performance leaving a context gap. Thus, this study filled the context gap by assessing training provided to employee but focus was on the effect of on job training and it facets towards the employee performance

Theoretical gap: Previous studies such as that of Marijani et al., (2023), Ngowi (2020), Gebrehiwot & Elantheraiyan (2023), with their emphasis on training and its impact on organization performance, have failed short to provide a strong foundation for the establishment of the relationship between the Social Cognitive Career Theory (SCCT) and on job training. Considering on job training aims at promoting career growth leaving a theoretical gap. Thus, this study filled the theoretical gap by considering the relevance of SCCT on evaluating the effect of on job training on employee performance. 

Methodological and Practical gap: Scholars such as Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023), have carried out studies in the field of training and the impact it poses to the employee performance, however, they have focused on different research design including cross-sectional design.Therefore, this study was conducted in Tanzania and adopted another research design to further elaborate the effect of on job training on the employee performance.

2.6 
Conceptual Framework

The conceptual framework in research refers to a theoretical structure or an outline that support a study in doing reflections on the problem under investigation (Ngowi 2020). The conceptual framework model for the effects of on the job training programmes on employee performance in public sector in Tanzania.

   Independent Variables                                                      Dependent Variable 






Figure 2.1:
Conceptual framework 
Source: Researcher through Literature review (2024)

2.6 
Relationship of Variables

2.6.1
 Mentoring 

A vital element of mentoring is trust. In addition to developing a relationship based on mutual respect and trust, the mentor should provide the mentee with a safe and encouraging atmosphere. Knowledge and expertise: In the mentee's field or area of interest, the mentor should possess pertinent knowledge and expertise. Creating a culture of open communication and offering helpful criticism can also be helpful in managing changes. Mentoring being part of on job training aligns with SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can achieve desired outcome.
2.6.2 
Job Rotation 

Job rotation is the practice of employees in a team switching jobs regularly. The enhancement of the employee experience is its primary goal. On the other hand, job enrichment and expansion aim to enhance employees' personal qualities and credentials in alignment with the organization's strategy. The goal of job rotation is to lessen workplace monotony and redundancy. Workers are allowed to gain firsthand experience in a variety of work functions. Being exposed to a variety of job roles within an organization inspires superior performance. Job rotation being part of on job training align with SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can achieved desired outcome.

2.6.3 
Coaching 

Remember that the foundation of the coaching process is the idea that asking questions is a better strategy for coaching than telling. A smart coach resist giving the person a lot of instructions and instead put more of their attention into listening, posing thoughtful questions, promoting self-discovery, and pushing the client to grow. Communication skills are the most crucial abilities in coaching. An effective coach can provide criticism, listen intently, pose pertinent questions, and act in a suitable nonverbal manner. Coaching being part of on job training align with SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can achieved desired outcome.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
 Overview

The third chapter includes research philosophy, research approach, research design and strategy, area of the study, population of the study, sample and sampling techniques, data collection methods, data collection tools, data analysis, variables and measurement procedures, validity, reliability and ethical consideration. 
3.2
Research Philosophy 

Research philosophy is categorized into three categories which include positivistic, pragmatism and phenomenology approach (Ngailo, 2019).  This study adopted a positivism research philosophy, because Positivists argue that reality is stable and could be observed and described from an objective viewpoint rather than subjective or one’s perception.

3.3
Research Approach 

A research approach is the procedure selected by the researcher to collect, analyse, and interpret data (Saunders et al., 2019). Study adopted quantitative research approach; the Quantitative Research Approach is a multi-strategy in the center including an interpretive, naturalistic way to deal with its topic. It includes the considered use and assortment of assortment of exact materials, contextual analysis, individual experience, astute, biography meet observational, chronicled interactional, and visual writings that portrays standard and tricky minutes and implications in people lives (Rahman, 2022). 

3.4
Research Design and Strategy

The research strategy for this study involves adopting an explanatory research design to investigate the effectiveness of on-the-job training programs in enhancing employee performance within the public sector, with a specific focus on Tanzania Electric Supply Company (TANESCO) in Dar es Salaam. Based on the nature of this study, it falls in the quantitative continuum. The researcher used an explanatory research design. A technique called explanatory research was created to look at a phenomenon that hasn't been thoroughly examined or explained. Its primary goal was to give specifics about where to locate a limited quantity of information. 

 3.5
Area of the Study

The study was carried out at the Dar as Salaam headquarters of Tanzania Electric Supply Company (TANESCO). Using Tanzania Electric Supply Company (TANESCO) as the area of study for this research offers several scientific justifications. Firstly, TANESCO represents a significant entity within the public sector, particularly in the energy industry of Tanzania. As a major provider of electricity, TANESCO plays a crucial role in the country's infrastructure and economy. Therefore, studying the effectiveness of on-the-job training within TANESCO can provide valuable insights into improving employee performance in a sector critical to national development. Secondly, TANESCO's Dar es Salaam headquarters serves as a centralized location where various departments and functions are coordinated. Conducting the study at this headquarters ensured access to a diverse pool of employees with different job roles, experiences, and training needs. 

3.6
Target Population of the Study


A target population is a large population of interest to the researcher from which the sample respondents is drawn (Kilungwe, 2017). The population of this study  comprised 70 employees  of Tanzania Electric Supply Company (TANESCO). The source of population of the study was the Human Resource Office of TANESCO-Dar es salaam.

3.7
Sample and Sampling Techniques

3.7.1
Sampling technique

Sampling technique refers to a process of selecting a number of individuals for the study in such a way that the individuals selected to represent the largest group from which they were selected (Kumar, 2017). For the purpose of this study, simple random sampling technique and purposive sampling were used to select the sample size from the population size. The random sampling was done by randomly distributed of the questionnaires to the respondents who are the employee of Tanzania Electric Supply Company. Purposive sampling  also used in the study to choose study participants. Specifically, only TANESCO employees working in the company's head office in Dar es Salaam were chosen, leaving out TANESCO employees who work at the company's regional and district offices in Dar es Salaam. 

3.7.2
Sample Size 

Sampling is defined as the process of obtaining information about an entire population by examining only a part of it (Rahman 2022). To obtain sample size used mathematical formula to know the relevant number to represent the population of then thereafter purposely selected the department which mostly provided reliable data. The sample size for this study  computed by using the formulae by Yamane (1967) as follows:
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Sample size = 60

Therefore, sample size for the study was 60 employees of TANESCO.

3.8 
Data Collection Methods

In the course of carrying out the research, one method was employed which was primary data collection. 

3.8.1
Primary Data

Primary data are first-hand information data collected by the researcher using a questionnaire and supplemented by interviews (Brahat 2019). Selection of the most appropriate method depended on the type, nature, and surrounding circumstances of each respondent. The researcher employed questionnaire method of data collection while in the field. 

3.9
Tool used to Collect Data

3.9.1
Questionnaire

Researcher used structured questionnaire containing closed ended questions adhering to the Likert scale format allowing the respondents to show their level of agreement in between the five point- Likert scale namely, Strong agree, agree, disagree, strong disagree and neutral. Questionnaire were used since they are the easiest method for data collection and distributed by researcher to respondents and collected once filled. 
3.10
Data Processing 

The collection and conversion of data into information that is useful is known as data processing. Correct data processing is crucial to avoid any unwanted effects on the final result, or data output. This is typically done by a data scientist or team of data scientists (Kothari 2014). Therefore, after data collection, data were arranged cleaned to remove all irrelevant information obtained from the field. Then after data were coded and entered into a Statistical package for social science for analysis purposes.

3.11
Data analysis 

Quantitative data analysis technique refers to interpretation and presentation of study findings in numerical form (Kumar, 2017). Quantitative data obtained from the data collected from questionnaires were subjected to the descriptive statistics analysis such as frequencies and percentages by using Statistical Package for Social Science (SPSS) and present them in simple tables.

Also, the study used inferential analysis, which included correlation coefficient, and multiple regression, to determine the strength between independent variables and the dependent variable. The correlation coefficient (r) denotes the strength and direction of the association. SPSS used to determine the association. 

The multiple regression created by this study looked like this:

 Y= β0 + β1x1 + β2 x2 + β3 x3 +ε
Where: 

Y = Employee performance     β0 = Constant

β1,=  is the coefficient of Mentoring,  β2, ,=  is the coefficient of Job Rotation,  β3  = ,=  is the coefficient of Coaching 

ε = Error Term

Regression assumption test

The data were tested to see if its quality fits the basic assumptions for using regression analysis (Kumar, 2017). This study tested the quality of data by using Normality test, Multiple linearity and outliers.

Normality test

To test the normality of the data, the Shapiro-Wilk test was employed, which evaluates whether the sample data come from a normally distributed population (Kumar, 2017). This test conducted to confirm the normal distribution of the research data. The null hypothesis (H0)  assert that the data are normally distributed, while the alternative hypothesis (H1) suggested otherwise. If the p-value is less than the chosen significance level (e.g., 0.05), the null hypothesis was rejected, indicating non-normality in the data. Conversely, if the p-value is greater than the significance level, the null hypothesis was not rejected, suggesting that the data may be normally distributed.

Linearity test

Making scatterplots and then visually examining the scatterplots for linearity is the best method for verifying the linear relationships (Saunder et al., 2019). The analyst used statistical software, SPSS, to modify the data or do a non-linear regression if the relationship seen in the scatterplot is not linear.

Outliers 

Outlier detection is a crucial first step in many data mining tasks. The goal of this outlier identification procedure is to identify the parameters among hundreds of parameters that are affected by outlier tools (Muhammad, 2016). There are several techniques for locating outliers. Finding potential outliers is important for the reasons that follow. An anomaly could indicate inaccurate data. For example, it's possible that improper coding of the data or improper conduct of an experiment occurred (Muhammad, 2016). As a result, the study applied outlier detection to confirm the information gathered.

Multicollinearity, VIF, and Tolerance Analysis

According to (Hair Adnyani & Dew,2019) multicollinearity is the phenomenon that occurs when independent variables in a model have a high degree of correlation with one another. This can make it more difficult to understand regression coefficients and compromise the validity of the model. The diagnostic metrics that was utilised to evaluate multicollinearity are tolerance and the Variance Inflation Factor (VIF).

The VIF for a predictor variable  calculated as:

VIF=1−/1-R​

where 2Rj2​ represents the coefficient of determination for the regression of Xj​ on all other predictor variables. High VIF values (typically above 10) indicate that the variance of the coefficient estimates for Xj​ is inflated due to correlations with other independent variables.

Tolerance, on the other hand,  calculated as:

​T=1−Rj2​

Tolerance values closer to zero indicate higher levels of multicollinearity, suggesting that the predictor variable shares a substantial amount of variance with other independent variables.

3.12 
Variable and Measurement Procedures.

Measurement refers to the expression of variable into numbers; measurements adopted in this study are categories into
3.12.1 
Nominal Scale 

A nominal scale is a measurement of scale, in which numbers serve as “labels” or “tags” only, aim to identify or classify an object Afroz (2018). In this study nominal scale used for identifying and categorizing gender of the respondents whereby categorized as male = 1 and female = 2, study  employed these two measurements of scale because study  included both male and female respondents, in order to avoid mixing data, the researcher identified respondents according to their gender.

3.12.2 
Ordinal Scale

Ordinal scale involves rank events in order numbers assigned preserve the order relationship (rank) and the ability to distinguish between elements according to a single attribute and element. Saunders et al., (2019) ordinal numbers are assigned to the order, such as first, second and third and so on, under this dissertation study a Likert scale of 1 up to 5 used, where 1=strongly disagree, 2=disagree, 3=neutral,4=agree and 5=strongly agree these Likert scale employed so as to influence respondents to contribute their view.

Thus, this study used both nominal scale and ordinal scale.

3. 1: Variable and Measurement

	Variables
	Indicator
	Sources
	Measurement

	Mentoring Implementation
	•Create a safe and Supportive environment

•Trust and mutual respect

•Knowledge 

• Experience
	Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023),
	Ordinal Scale-Likert Scale 

	Job Rotation 


	· Enrich the employee experience

· Job enlargement

· Job enrichment

· Personal strengths and qualifications
	Marijani et al., (2023), Ngowi (2020), Gebrehiwot & Elantheraiyan (2023),
	Ordinal Scale-Likert Scale

	Coaching 


	· The right questions

· Listening

· Encouraging self-discovery

· Challenging staff to learn and achieve
	Nmadu et al., (2021), Mvuyisi & Mbukanma (2023), Ali et al., (2018),
	Ordinal Scale-Likert Scale

	Employee performance
	· Employee productivity 

· Targets achievement

· Service delivery 

· Accomplishment of tasks on time
	Mbukanma (2023), Ali et al., (2018), Shin et al., (2019), Nawarathna et al., (2021),
	Ordinal Scale-Likert Scale


Source:Researcher (2024)

3.13  Validity

Validity is concerned with whether the findings are real about what they appear to be about (Saunders et al., 2019). This shows whether the means of measurements are accurate and whether they are actually measuring what they were intended to measure. In this study, the researcher ensured that the items within the measure were adequately captured by the domain of the construct being studied, that is content validity and use reasonable judgment to ensure that the measure was indeed related to the construct being studied, that is face validity.

3.14 Reliability

Reliability is the extent to which data collection methods yield consistent results (Kothari, 2014). Prior to running a regression analysis, the researcher performed the following tests, reliability test. This is usually performed to avoid false regression results from being obtained. Reliability of the data collection instrument evaluated through Cronbach’s Alpha which measures the internal consistency. Cronbach’s Alpha value is widely used to verify the reliability of the construct. When Cronbach's alpha is greater than 0.6, it denotes that the internal consistency of the scale's items is poor. Conversely, when Cronbach's alpha is greater than 0.7 and less than 0.8, it denotes acceptable internal consistency. Finally, when Cronbach's alpha is greater than 0.8 and less than 0.9, it denotes good internal consistency (Saunders et al., 2019).  

3.15 
Ethical Consideration

Permission to conduct this study was obtained from relevant authorities. These included permission from Tanzania Electric Supply Company (TANESCO) and written permission from the Directorate Postgraduate Studies of the Open University. In addition to that the respondents was assured of the confidentiality of the information that provided to the researcher.

CHAPTER FOUR

FINDINGS AND DISCUSSION
4.1 
Overview 

This chapter presented the results and findings derived from the data analysis in alignment with the study's objectives. The primary objectives of the study was to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO.
4.2
 Respondents’ Demographic Characteristics

4.2.1 
Gender of Respondents

Gender of respondents were categorized into two major genders which are female and male, whereby respondents were asked  to highlight their gender type. This question was developed to allow researcher to identify group of respondents with respect to their gender also understand whether Tanzania Electric Supply Company Limited employ both people from two major genders. Findings for the question is presented in Table 4.1.

Table 4.1:
Gender of Respondents

	Gender
	Frequency
	Percent

	
	Female
	28
	46.7

	
	Male
	32
	53.3

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.1 showed that 28(46.7%) of respondents were female and 32(53.3%) of respondents were male. Finding revealed that, there were a greater number of male respondents compared to the number of female respondents. This implies that despite male respondents having a great number of participants but the organization and the study were not biased towards a single gender. TANESCO also are trying to fill the gap between male and female in employment, which is a good sign of progress towards achieving organization and employee’s development.

Finding are in line with Smith (2008), who argued that the gender gap in participation between female and male respondents can be explained by both males and females having equal interest in participating, which is mostly determined by the rate of availability in a given organization.

4.2.3
Academic Qualifications

The level of education was considered a significant factor since it determines the level of judging and understanding of respondents concerning the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Findings for the question is presented in Table 4.2.

Table 4.2:
Academic Qualifications

	Academic qualifications
	Frequency
	Percent

	
	Certificate
	8
	13.3

	
	Diploma
	13
	21.7

	
	Bachelor's degree
	28
	46.7

	
	Master’s degree
	11
	18.3

	
	Total
	60
	100.0


Source: Field data   (2024)

Finding from Table 4.2 Showed that 8(13.3%) of respondents hold certificate, 13(21.7%) of respondents hold diploma, 28(46.7%) of respondents hold bachelor degree and 11(18.3%) of respondents hold master’s degree. Finding revealed that, respondents involved in the study were of different education level Therefore, most respondents possessed an education level from the certificate level to master’s degree who have enough and sufficient knowledge and can provide necessary information about the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO, and accomplish  the study's objectives. 

The findings are consistent with Mojo et al., (2017), who contended that an employee's excellent knowledge of various organizational daily activities increases with education level. This ensures organizational performance and helps the organization achieve its goals when the employee participates in the study because they can provide dependable data.

4.2.3 
Working Experience

Respondents were requested to indicate the number of years they have been working with TANESCO so as to determine their working experience and understanding their capability in performing their duties with the organization. Findings for the question is presented in Table 4.3.

Table 4.3: 
Working Experience

	Working experience
	Frequency
	Percent

	
	1 -5 years
	13
	21.7

	
	6 - 10 years
	16
	26.7

	
	11 years and above
	31
	51.7

	
	Total
	60
	100.0


Source: Field data   (2024)

Finding from Table 4.3 Showed that 13(21.7%) of respondents had 1-5 years of working experience, 16(26.7%) of respondents had 6-10 years of working experience and 31(51.7%) of respondents had 11years of working experience and above. Findings revealed that the level of working experience influences both organizational goals and attainment of study objectives. Understanding and effectively utilizing the diverse skills and perspectives that come with varied career stages can greatly enhance the achievement of these goals. By strategically managing talent across different experience levels, organizations can foster a culture of innovation and collaboration, thereby advancing both their operational objectives as well as streamline the the attainment of  research aims.

Finding correlate with Joyce (2014), who argues that findings regarding the distribution of respondents based on their years of working experience emphasize the importance of adopting a strategic approach to talent management that embraces diversity, encourage collaboration, and promotes continuous learning. By leveraging the diverse skills, perspectives, and contributions of employees at different career stages, organizations can cultivate a culture of innovation, and organization performance.

4.3 
Data Analysis in Relation to Specific Objectives

4.3.1
 Mentoring Implementation 

Implementing mentoring within on-the-job training programs at TANESCO can enhance employee performance by nurturing skill development, career advancement, and increased engagement. Mentoring allows employees to learn directly from experienced colleagues, gaining practical knowledge and improving job-related skills. This personalized guidance not only supports career growth but also boosts confidence and motivation among employees, leading to higher levels of productivity and job satisfaction.

Additionally, mentoring facilitates effective problem-solving and decision-making abilities, contributing to overall organizational effectiveness. By creating a supportive environment where learning and development are prioritized, TANESCO can expect a more capable and committed workforce, finally improving operational outcomes and employee retention. Therefore several questions were raised in regard to mentoring implementation and findings are presented here under; 

Bottom of Form

4.3.1.1
Creating a Safe and Supportive Environment 

Creating a safe and supportive environment in mentoring, especially when integrated with on-the-job training programs, is essential for enhancing employee performance. This environment nurtures trust, encourages open communication, and facilitates constructive feedback between mentors and mentees. By encouraging such a supportive culture, mentees feel empowered to explore new skills and approaches, leading to increased confidence and competence in their roles. Thus a question with regard to creating a safe and supportive environment was raised. Findings are presented in Table 4.4.

Table 4.4:
Creating a Safe and Supportive Environment

	Response
	Frequency
	Percent

	
	Strongly Disagree
	1
	1.7

	
	Disagree
	7
	11.7

	
	Neither agree nor disagree
	14
	23.3

	
	Agree
	22
	36.7

	
	Strongly Agree
	16
	26.7

	
	Total
	60
	100.0


Source : Field data   (2024)

Finding from Table 4.4 showed that 1(1.7%) of respondents strongly agreed, disagreed  7(11.7%) of respondents disagreed, 14(23.3%) of respondents neither agreed nor disagreed, 22(36.7%) of respondents agreed and 16(26.7%) of respondents strongly agreed. Finding revealed that, integrating mentoring with on-the-job training programs at TANESCO can be profound for both the organization and its employees. By providing a safe and supportive environment through mentoring enhances employee morale and motivation, thereby potentially reducing turnover rates and increasing retention.

 Also, the development of employees' skills and confidence through personalized guidance and practical experience can lead to improved job performance and productivity. Moreover, by transferring knowledge and expertise from experienced mentors to mentees, TANESCO build a more knowledgeable and capable workforce, capable of adapting to industry challenges and driving innovation within the organization. Therefore, investing in mentoring and on-the-job training as strategic initiatives is important since, it  benefit both individual career growth and contribute to the long-term success and sustainability of TANESCO.

Finding correlate with Ngowi (2020), who argues that mentoring relationships characterized by trust, open communication and constructive feedback contribute significantly to mentee development. These supportive environments are crucial as they foster learning, skill acquisition,  personal and orgarnisation  growth.
4.3.1.2
Trust and Mutual Respect

Trust and mutual respect between a mentor and mentee play a crucial role in the success of on-the-job training programs, particularly in enhancing employee performance at organizations like TANESCO. When there is trust, mentees feel secure in seeking guidance, sharing concerns, and taking risks in their learning and development process. This trust nurtures an environment where mentees are more receptive to feedback and guidance from their mentors, leading to accelerated skill development and increased job competence. Moreover, mutual respect ensures that interactions are constructive and supportive, which is essential for mentees to feel valued and motivated to excel in their roles. A question aiming to understand the essence of trust and mutual respect was raised . Findings are presented in Table 4.5.

Table 4.5:
Trust and Mutual Respect between Mentor and Mentee

	Response
	Frequency
	Percent

	
	Strongly Disagree
	3
	5.0

	
	Disagree
	9
	15.0

	
	Neither agree nor disagree
	10
	16.7

	
	Agree
	22
	36.7

	
	Strongly Agree
	16
	26.7

	
	Total
	60
	100.0


Source: Field data   (2024)

Finding from Table 4.5 showed that 3(5.0%) of respondents strongly disagreed, 9(15.0%) of respondents disagreed, 10(16.7%) of respondents neither agreed nor disagreed, 22(36.7%) of respondents agreed and 16(26.7%) of respondents strongly agreed.  Finding revealed that, establishing trust and mutual respect between mentors and mentees in on-the-job training programs holds profound implications for employee performance. When these relationships are nurtured, mentees feel supported in their professional development, leading to increased motivation and job satisfaction. 

This positive dynamic adopts a conducive environment for learning and skill acquisition, where mentees are more inclined to seek guidance and feedback, accelerating their growth and adaptation to job roles. Moreover, trust and mutual respect contribute to a solid organizational culture, promoting collaboration and alignment with organizations strategic objectives. Therefore, investing in these relationships through effective mentoring enhances individual performance and strengthens the organization's performance .

Finding align with Nawarathna et al., (2021), who emphasises the significance of trust in mentoring relationships, highlighting that when mentees perceive their mentors as trustworthy and supportive, they are more likely to experience positive outcomes such as increased job satisfaction and career success.
4.3.1.3 Knowledge of Mentors 

The knowledge level of mentors is crucial in mentoring programs integrated with on-the-job training at TANESCO, as it directly impacts the effectiveness of employee performance. Mentors with high levels of expertise and experience can provide valuable insights, guidance, and practical knowledge that significantly enhance mentees' skills and job performance. Their deep understanding of industry-specific challenges, best practices, and technical proficiency enables mentees to learn quickly and apply knowledge effectively in their roles. The question with regard to knowledge of mentors was asked and respondents were requested to share their level of agreement of with the presented statement. Finding are presented in Table 4.6.

Table 4.6: Knowledge of Mentors

	Response
	Frequency
	Percentage

	
	Strongly Disagree
	2
	3.3

	
	Disagree
	3
	5.0

	
	Neither agree nor disagree
	9
	15.0

	
	Agree
	27
	45.0

	
	Strongly Agree
	19
	31.7

	
	Total
	60
	100.0


Source: Field data   (2024)

Finding from Table 4.6 showed that 2(3.3%) of respondents strongly disagreed, 3(5.0%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 27(45.0%) of respondents agreed and 19(31.7%) of respondents strongly agreed. Finding revealed that, the knowledge level of mentors in on-the-job training programs at the organization has crucial implications for employee performance and organizational success. Mentors with high expertise can effectively impart specialized skills and industry insights to mentees, accelerating their learning curve and enhancing job proficiency. High-knowledge mentors serve as role models, inspiring mentees to strive for excellence. Furthermore, their ability to transfer critical skills ensures organizational flexibility and operational effectiveness.

Finding correlate with Yusuf et al., (2023), who highlights that mentors' knowledge and expertise significantly impact the effectiveness of mentoring relationships. Mentors who possess high levels of subject matter knowledge are better equipped to provide relevant guidance and support, which enhances mentees' learning and skill development.

4.3.1.4 Experience as the Differentiating Factor 

By pairing experienced mentors with less experienced employees, these programs facilitate the transfer of critical skills and knowledge essential for job proficiency. Mentors guide mentees through practical tasks and impart organization-specific insights and best practices. This structured approach improves employee competence and confidence also provide a culture of continuous learning and development within the organization. A question regarding the experience of mentors was raised and respondents were asked to share their level of agreement. Findings are presented in Table 4.7.
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Table 4.7:
 Experience is the Differentiating Factor

	Response
	Frequency
	Percent

	
	Strongly Disagree
	6
	10.0

	
	Disagree
	7
	11.7

	
	Neither agree nor disagree
	5
	8.3

	
	Agree
	29
	48.3

	
	Strongly Agree
	13
	21.7

	
	Total
	60
	100.0


Source : Field data   (2024)

Finding from Table 4.7 Showed that 6(10.0%) of respondents strongly disagreed, 7(11.7%) of respondents disagreed, 5(8.3%) of respondents neither agreed nor disagreed, 29(48.3%) of respondents agreed and 13(21.7%) of respondents strongly agreed. Finding revealed that, implementing mentoring and on-the-job training programs at TANESCO are profound. These initiatives lead to a more skilled and capable workforce, as employees benefit from the expertise and guidance of experienced mentors. This improved skill set translates directly into enhanced job performance, efficiency, and quality of work delivered by employees. 

As employees become more proficient and confident in their roles, they are likely to feel more engaged and motivated, leading to higher job satisfaction and retention rates. Moreover, by investing in employee development through mentoring and training, organization position itself as an employer of choice, attracting top talent and nurturing future leaders from within. Therefore, these programs contribute to immediate improvements in performance and cultivate a sustainable advantage by building a skilled and motivated employee. Finding correlate with Nassary (2020), who highlighted that mentoring programs contribute significantly to job satisfaction, organizational commitment, and career success.

Bottom of Form

4.3.1.5 Mentoring is Essential in Instilling up-to-date Skills 

Mentoring is essential in organizations in instilling up-to-date skills and enhancing employee performance. Mentors, typically experienced professionals within the organization, play a crucial role in transferring knowledge and best practices to less experienced employees. This process ensures that employees are equipped with current and relevant skills necessary to excel in their roles. By implementing mentoring alongside on-the-job training programs, Organization effectively bridge the gap between theoretical knowledge and practical application within their specific work environment. A question regarding essentials of mentoring was raised, respondents were asked to share their level of agreement. Findings are presented in Table 4.8;

Table 4.8 Mentoring is Essential in Instilling up-to-date Skills in Employees

	Response
	Frequency
	Percent

	
	Strongly Disagree
	3
	5.0

	
	Disagree
	8
	13.3

	
	Neither agree nor disagree
	14
	23.3

	
	Agree
	23
	38.3

	
	Strongly Agree
	12
	20.0

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.8 Showed that 3(5.0%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 14(23.3%) of respondents neither agreed nor disagreed, 23(38.3%) of respondents agreed and 12(20.0%) of respondents strongly agreed. Finding revealed that, implementing mentoring and on-the-job training programs holds profound implications for employee performance and organizational effectiveness. 

These initiatives ensure that employees receive up-to-date skills and knowledge essential for their roles, thereby enhancing productivity and the quality of services provided. Mentoring adopts a supportive learning environment where experienced mentors transfer valuable insights and best practices to mentees, accelerating their professional growth and skill development. Therefore, investing in mentoring and training, TANESCO strengthens its workforce's capabilities and positions itself for sustained success.

Finding correlate with Wang & Lent (2022), emphasize that mentoring relationships facilitate skill development, career advancement, and job satisfaction among employees. Their study emphasizes the importance of mentors in providing guidance and support, which directly contributes to improved performance and professional growth.

4.3.1.6 Ineffective Mentoring Implementation 

Ineffective implementation of mentoring undermine the intended benefits of on-the-job training programs and fail to enhance employee performance at organizations like TANESCO. When mentoring relationships lack structure, commitment, or alignment with organizational goals, mentees may not receive adequate guidance or support to develop essential skills. This result in a disconnect between theoretical learning and practical application in real work settings. Effective mentoring requires clear objectives, regular feedback, and active engagement from both mentors and mentees to ensure that knowledge transfer and skill development are optimized. A question was raised and findings are presented in Table 4.9.

Table 4.9: Ineffective Mentoring Implementation

	Response
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	9
	15.0

	
	Neither agree nor disagree
	4
	6.7

	
	Agree
	23
	38.3

	
	Strongly Agree
	19
	31.7

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.9 showed that 5(8.3%) of respondents strongly disagreed, 9(15.0%) of respondents disagreed, 4(6.7%) of respondents neither agreed nor disagreed, 23(38.3%) of respondents agreed and 19(31.7%) of respondents strongly agreed. Finding revealed that, the implications of ineffective mentoring implementation on the effectiveness of on-the-job training programs at organization are substantial. Since without well-structured and purposeful mentoring, there is a risk that employees may not fully integrate theoretical knowledge into practical skills required for their roles. This gap can lead to inefficiencies, reduced productivity, and lower quality of work performed by employees. 

Also, ineffective mentoring may result in decreased employee morale and motivation, as mentees may feel unsupported or uncertain in their professional development. This could lead to higher turnover rates and difficulties in retaining skilled employees, impacting organizational stability and continuity. Therefore, ensuring that mentoring programs are implemented effectively is crucial for maximizing the benefits of on-the-job training, developing employee growth, and enhancing organizational performance and success.

Finding correlate with Kaaya (2021), who highlights that effective mentoring facilitates skill development and knowledge transfer, which are essential outcomes of training initiatives. Mentoring ensures that employees not only acquire job-specific skills but also understand how to apply them effectively in their roles.
4.3.2 Job Rotation on Job Training Programs

Job rotation involves moving employees through different positions within the organization, exposing them to various roles, tasks, and responsibilities. This approach enhances employee development by broadening their skill set, deepening their understanding of different functions within the organization and promote adaptability and flexibility. Job rotation as part of training programs result in employees acquiring a comprehensive understanding of the organization's operations, improving their problem-solving abilities, and increasing their overall efficiency and effectiveness in their roles. Therefore several questions were raised in regard to job rotation on job training programs and findings are presented here under; Top of Form
4.3.2.1 Job Rotation Enrich the Employee Experience 

Job rotation enriches the employee experience by exposing them to diverse roles and responsibilities, directly enhancing their performance levels through several key mechanisms. By rotating through different positions, employees gain a broader skill set and a deeper understanding of the organization's operations, which increases their versatility and adaptability in handling various tasks. This enriched experience boosts their confidence and improves their problem-solving abilities as they encounter different challenges and scenarios. A question regarding the enrichment of employee experience through job rotaton was raised and finding are presented in Table 4.10

Table 4.10:  Job Rotation Enrich the Employee Experience

	Response
	Frequency
	Percent

	
	Strongly Disagree
	4
	6.7

	
	Disagree
	7
	11.7

	
	Neither agree nor disagree
	8
	13.3

	
	Agree
	20
	33.3

	
	Strongly Agree
	21
	35.0

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.10 showed that 4(6.7%) of respondents strongly disagreed, 7(11.7%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed, 20(33.3%) of respondents agreed and 21(35.0%) of respondents strongly agreed. Finding revealed that, implementing job rotation within job training programs are profound and far-reaching.  Job rotation enriches the employee experience by providing them with diverse skills and knowledge across different roles within the organization. This enhances individual competency and creates a more versatile workforce capable of adapting to changing organization needs and demands. 

Also, by exposing employees to various functions, job rotation cultivates a deeper understanding of organizational processes and interdependencies, promoting a complete approach to problem-solving and decision-making. Therefore, job rotation as part of training programs enhances individual performance and strengthens organizational performance and employee satisfaction.
Finding correlate with Kanapathipillai & Azam (2020), who argues that job rotation enriches employees by exposing them to diverse skills and knowledge across different roles, thereby increasing individual competency and adaptability to organizational changes.

4.3.2.2 Job Enlargement 
Job enlargement through job rotation within job training programs enhances employee competence and performance by diversifying their skills and knowledge across various roles within the organization. This approach allows employees to develop a comprehensive understanding of different job functions and operational processes, which improves their adaptability and problem-solving capabilities. A question was raised with regard to job enlargement and findings are presented in Table 4.11.
Table 4.11:  Job Enlargement

	Response
	Frequency
	Percent

	
	Strongly Disagree
	7
	11.7

	
	Disagree
	5
	8.3

	
	Neither agree nor disagree
	6
	10.0

	
	Agree
	23
	38.3

	
	Strongly Agree
	19
	31.7

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.11 showed that 7(11.7%) of respondents strongly disagreed, 5(8.3%) of respondents disagreed, 6(10.0%) of respondents neither agreed nor disagreed, 23(38.3%) of respondents agreed and 19(31.7%) of respondents strongly agreed.

Finding revealed that, by diversifying employees' skills and knowledge through job enlargement via rotation, organization cultivate a more adaptable and capable workforce. This adaptability translates into enhanced problem-solving abilities and decision-making skills among employees, stemming from their deeper understanding of organizational processes and interdependencies. Therefore, these benefits contribute to improved organizational performance, innovation, and efficiency, positioning organization to effectively navigate evolving organization demands and achieve sustained success.

Finding correlate with Yimam (2022), who emphasize that job rotation allows employees to acquire a broader range of skills and knowledge across different functions or departments. This diversification makes employees more adaptable to changing roles and responsibilities within the organization. The benefits of job rotation extend to organizational performance and innovation. 

4.3.2.3 Job Enrichment 

Job enrichment, as facilitated by job rotation, plays a crucial role in enhancing employee performance through its dual focus on broadening skill sets and deepening organizational understanding. By rotating employees across different roles, Organization cultivates a versatile workforce capable of adapting to varied tasks and nurtures a comprehensive view of operational interdependencies. Furthermore, job enrichment through rotation sustains high levels of employee engagement by offering continuous learning and development opportunities, which are essential for maintaining motivation and driving innovation within the organization. Findings with regards to the job enrichment are presented  presented in Table 4.12.
Table 4.12:  Job Enrichment

	Response
	Frequency
	Percent

	
	Strongly Disagree
	4
	6.7

	
	Disagree
	8
	13.3

	
	Neither agree nor disagree
	11
	18.3

	
	Agree
	20
	33.3

	
	Strongly Agree
	17
	28.3

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.12 showed that 4(6.7%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 11(18.3%) of respondents neither agreed nor disagreed, 20(33.3%) of respondents agreed and 17(28.3%) of respondents strongly agreed.Finding revealed that, job enrichment through job rotation has shown to enhance employee performance by broadening skill sets and deepening organizational understanding. This approach enriches employees' practical knowledge and problem-solving abilities, integrating formal training with hands-on experience to effectively translate theoretical learning into practical application.This continuous exposure to new challenges and responsibilities keeps employees engaged and promotes a culture of innovation, where diverse perspectives and skill sets contribute to ongoing improvements within the organization.

Finding correlate with Ngowi (2020), who suggests that factors such as job enrichment, which involve giving employees more responsibility and opportunities for achievement, recognition, and personal growth, are critical in motivating employees and enhancing their performance.

4.3.2.4 Personal Strengths and Qualifications 

Job rotation enhances personal strengths and qualifications of employees by exposing them to a variety of roles and responsibilities within the organization. By continuously challenging employees with new roles, job rotation approach boosts their confidence and competence and sustains high levels of motivation and engagement. Findings are presented in Table 4.13.

Table 4.13:
Personal Strengths and Qualifications

	Response
	Frequency
	Percent

	
	Strongly Disagree
	6
	10.0

	
	Disagree
	9
	15.0

	
	Neither agree nor disagree
	8
	13.3

	
	Agree
	16
	26.7

	
	Strongly Agree
	21
	35.0

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.13 showed that 6(10.0%) of respondents strongly disagreed, 9(15.0%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed, 16(26.7%) of respondents agreed and 21(35.0%) of respondents strongly agreed. Finding revealed that,  engaging employees in diverse roles and responsibilities, job rotation enhances their skill sets, deepens their understanding of the organization, and boosts overall performance. Moreover, job rotation supports talent retention by offering career advancement prospects and facilitating knowledge transfer across different departments. As a strategic tool, job rotation strengthens operational flexibility and prepares the workforce for future leadership roles, ensuring sustainable success in the organization.

Finding correlate with Kanapathipillai & Azam (2020), who emphasizing that job rotation can enrich jobs by increasing skill variety and task identity, leading to higher job satisfaction and motivation. This enrichment enhances employees' capabilities and contributes to improved performance.

4.3.2.5 Effective Job Rotation 

By participating in job rotation, employees gain valuable cross-functional experience that not only develops their capabilities but also prepares them for future leadership roles. Moreover, job rotation integrates with job training programs to enhance employee performance. Investing in job rotation and training, enhances employee performance and also strengthens organizational performance.Findings are  presented in Table 4.14.

Table 4.14:
Effective Job Rotation

	Response
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	10
	16.7

	
	Neither agree nor disagree
	8
	13.3

	
	Agree
	15
	25.0

	
	Strongly Agree
	22
	36.7

	
	Total
	60
	100.0


Source: Field data  (2024)

Finding from Table 4.14 showed that 5(8.3%) of respondents strongly disagreed, 10(16.7%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed, 15(25.0%) of respondents agreed and 22(36.7%) of respondents strongly agreed.Finding revealed that, by strategically rotating employees across different roles and providing them with structured training, enhances employee potentials by broadening their skill sets and deepening their understanding of the organization's operations. This approach prepares employees for diverse responsibilities and  adopts a culture of continuous learning and adaptation. Furthermore, the flexibility gained from a versatile workforce strengthens  ability to respond agilely to changes and challenges. Overall, investing in effective job rotation and training programs enhances individual capabilities and strengthens organizational flexibility.

Finding correlate with Shin et al., (2019), who propose in their Job Characteristics Model that job rotation can enrich jobs by increasing skill variety and task identity, which leads to higher motivation and job satisfaction among employees. This enrichment of job roles through rotation ensures that employees are continually challenged and engaged, contributing to their personal growth and development.

4.3.2.6
Absence of Job Rotation 
The absence of job rotation in the public sector often leads to increased work stress and decreased employee performance due to the repetitive nature of roles and limited opportunities for skill development and career advancement. Without exposure to different tasks and responsibilities, employees may feel stagnant in their roles, leading to reduced motivation and job satisfaction. Findings are  presented in Table 4.15.

Table 4.15:  Absence of Job Rotation

	Response
	Frequency
	Percent

	
	Strongly Disagree
	4
	6.7

	
	Disagree
	11
	18.3

	
	Neither agree nor disagree
	6
	10.0

	
	Agree
	21
	35.0

	
	Strongly Agree
	18
	30.0

	
	Total
	60
	100.0


Source: Field data  (2024)

Finding from Table 4.15 showed that 4(6.7%) of respondents strongly disagreed, 11(18.3%) of respondents disagreed, 6(10.0%) of respondents neither agreed nor disagreed, 21(35.0%) of respondents agreed and 18(30.0%) of respondents strongly agreed. Finding revealed that, the absence of job rotation in the public sector often results in increased work stress and decreased employee performance. This is primarily due to the repetitive nature of roles and the limited opportunities for skill development and career advancement. However, findings reveal that implementing job rotation integrated with structured training programs holds significant implications for both organizational effectiveness and employee development.

Finding correlate with Ngowi (2020), who emphasizes the critical role of training and development programs in improving employee performance and satisfaction, highlighting that structured training combined with job rotation can significantly enhance employee capabilities and career satisfaction.
4.3.3 
Coaching on Employee Performance 

The effect of coaching on employee performance at TANESCO involves assessing how coaching interventions impact various aspects of employee productivity, skill development, and overall job effectiveness within the organization. Coaching typically entails one-on-one sessions where a trained coach works closely with an employee to set goals, provide feedback, and develop strategies for improvement. It also involves understanding how coaching enhances communication, leadership skills, and problem-solving abilities among employees. Therefore several questions were raised in regard to coaching on employee performance and findings are presented here under; 

Top of Form
4.3.3.1  The Right Questions Asked during the Coaching 
The effectiveness of coaching programs hinges significantly on asking the right questions during coaching sessions. Effective coaching involves asking probing questions that encourage employees to reflect, analyze their performance, and identify areas for improvement. These questions can focus on clarifying goals, understanding challenges, exploring solutions, and setting actionable steps for development. By guiding employees through these reflective processes, coaches help them gain insights into their strengths and weaknesses, develop new skills, and overcome obstacles that hinder performance. Findings are  presented in Table 4.16.
Table 4.16 :
The Right Questions
	Response
	Frequency
	Percent

	
	Strongly Disagree
	4
	6.7

	
	Disagree
	2
	3.3

	
	Neither agree nor disagree
	9
	15.0

	
	Agree
	26
	43.3

	
	Strongly Agree
	19
	31.7

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.16 showed that 4(6.7%) of respondents strongly disagreed, 2(3.3%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 26(43.3%) of respondents agreed and 19(31.7%) of respondents strongly agreed. Finding revealed that, asking the right questions during coaching sessions holds profound implications for both individual employee development and organizational effectiveness. By guiding employees to reflect on their performance and goals, effective coaching questions enhance self-awareness and accountability. 

This process empowers employees to identify areas for improvement and develop actionable plans to enhance their skills and contributions within the organization. Moreover, probing questions that encourage critical thinking and problem-solving skills enable employees to navigate challenges more effectively, finally improving decision-making and operational outcomes. Finding correlate with Nawarathna et al., (2021), in their seminal work on coaching, emphasizes the importance of asking powerful questions that stimulate reflection and insight. They suggests that well-crafted questions can facilitate deeper understanding and encourage individuals to explore new perspectives and possibilities.

Top of Form

Bottom of Form

4.3.3.2 Listening is Best Attribute in Coaching 

Listening is a fundamental attribute in coaching that significantly enhances its effectiveness, especially in instilling intended skills and improving employee understanding and performance. Effective coaching begins with active listening, where coaches attentively engage with employees to understand their perspectives, challenges, and goals. By listening attentively, coaches demonstrate empathy and create a supportive environment where employees feel valued and understood. Moreover, through active listening, coaches can provide relevant feedback and guidance that resonates with employees, facilitating their development and contributing to enhanced job effectiveness and overall performance.Findings are  presented in Table 4.17.
Table 4.17:
 Listening is Best Attribute in Coaching

	Response
	Frequency
	Percent

	
	Strongly Disagree
	3
	5.0

	
	Disagree
	8
	13.3

	
	Neither agree nor disagree
	9
	15.0

	
	Agree
	27
	45.0

	
	Strongly Agree
	13
	21.7

	
	Total
	60
	100.0


Source : Field data  (2024)

Finding from Table 4.17 showed that 3(5.0%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 27(45.0%) of respondents agreed and 13(21.7%) of respondents strongly agreed. Finding revealed that, emphasizing listening as a fundamental attribute in coaching. Active listening during coaching sessions fosters a deeper understanding of employees' perspectives, challenges, and aspirations, enabling coaches to provide personalized guidance and support.

 By listening attentively, coaches can identify specific skill gaps and development opportunities that align with both individual career goals and organizational objectives.  Finding correlate with Shin et al., (2019), effective coaching involves listening deeply to understand the coachee's perspective and facilitate self-discovery. This process builds trust and rapport, which are essential for open communication and constructive feedback
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4.3.3.3 Encouraging Self-discovery 

Encouraging self-discovery is a crucial attribute in coaching that significantly enhance employee performance. This approach involves guiding employees to explore their own strengths, weaknesses, values, and aspirations through thoughtful questioning and reflection. By encouraging self-discovery, coaches empower employees to identify their unique talents and potential, which may have been previously unrecognized or underutilized. This process boosts self-confidence and promotes a sense of ownership and accountability in employees for their professional development. Findings are presented in Table 4.18.
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Table 4.18:
Encouraging Self-discovery

	Response
	Frequency
	Percent

	
	Strongly Disagree
	10
	16.7

	
	Disagree
	4
	6.7

	
	Neither agree nor disagree
	9
	15.0

	
	Agree
	20
	33.3

	
	Strongly Agree
	17
	28.3

	
	Total
	60
	100.0


Source: Field data (2024)

Finding from Table 4.18 showed that 10(16.7%) of respondents strongly disagreed, 4(6.7%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 20(33.3) of respondents agreed and 17(28.3%) of respondents strongly agreed. Finding revealed that,  guiding employees to explore their strengths, values, and career aspirations, coaching promotes a deeper understanding of personal motivations and professional goals. 

Self-discovery enables employees to identify specific areas for skill enhancement and growth, developing a culture of continuous learning and improvement. As employees become more self-aware and proactive in their development, they contribute to a more resilient and innovative organizational environment. Therefore, encouraging self-discovery through coaching enhances individual performance and job satisfaction but and  strengthens organizational performance.

Finding correlate with Karim (2019), who emphasizes that coaching is fundamentally about facilitating self-discovery and personal growth. He argues that coaches should empower individuals to explore their own potential and goals through reflective questioning and active listening, thereby fostering intrinsic motivation and commitment to improvement.

4.3.3.4 Challenging Staff to Learn and Achieve 

Challenging staff to learn and achieve is a fundamental aspect of coaching that influence employee awareness, experience, and performance. This coaching approach involves setting ambitious goals, pushing employees outside their comfort zones, and encouraging continuous improvement. By challenging employees, coaches stimulate a mindset of growth and development, motivating individuals to expand their skill sets and knowledge base. Findings are presented in Tabla 4.19
Table 4.19:
Challenging Staff to Learn and Achieve

	Response
	Frequency
	Percent

	
	Strongly Disagree
	3
	5.0

	
	Disagree
	6
	10.0

	
	Neither agree nor disagree
	14
	23.3

	
	Agree
	24
	40.0

	
	Strongly Agree
	13
	21.7

	
	Total
	60
	100.0


Source: Field data (2024)

Finding from Table 4.19 showed that 3(5.0%) of respondents strongly disagreed, 6(10.0%) of respondents disagreed, 14(23.3%) of respondents neither agreed nor disagreed, 24(40.0) of respondents agreed and 13(21.7%) of respondents strongly agreed. Finding revealed that, setting ambitious goals and pushing employees beyond their current capabilities, coaching cultivates a culture of continuous improvement and innovation. This approach increases employee engagement and motivation also fosters the development of critical skills and competencies essential for success in the energy sector. 

As employees are challenged to acquire new knowledge and experience, they become more adaptable and capable of addressing complex challenges. By nurturing a workforce that embraces challenges and strives for excellence, coaching ensures that organization remains competitive and capable of delivering high-quality services. Finding correlate with Mvuyisi & Mbukanma (2023), who emphasize that challenging goals lead to higher performance when accompanied by appropriate feedback and support, which are core components of effective coaching. Also, setting specific and challenging goals motivates individuals to exert effort and enhance their performance.

4.3.3.5 Employee is Effectively Coached 

When employees are effectively coached as part of on-the-job training, their performance undergoes significant enhancement, leading to increased reliability and competence within the organization. Effective coaching during training ensures that employees learn new skills and understand how to apply them effectively in their roles. Findings are presented in Table 4.20.

Table 4.20: Employee is Effectively Coached

	Response
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	5
	8.3

	
	Neither agree nor disagree
	10
	16.7

	
	Agree
	20
	33.3

	
	Strongly Agree
	20
	33.3

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.20 showed that 5(8.3%) of respondents strongly disagreed, 5(8.3%) of respondents disagreed, 10(16.7%) of respondents neither agreed nor disagreed, 20(33.3) of providing tailored guidance and support, coaching enhances employee performance by equipping them with the necessary skills and knowledge to excel in their roles. This targeted approach improves job proficiency and task execution and also fosters reliability and consistency in employees' work.

 Moreover, coaching during training promotes a culture of continuous learning and engagement, enhancing employee satisfaction and retention. As employees feel valued and supported through coaching, they are more motivated to contribute effectively to goals, eventually strengthening the organization's capability. Finding correlate with Nnko & Tieng’o (2022), who highlight that coaching interventions during training enhance skill acquisition and job performance by providing personalized guidance and feedback. They suggest that effective coaching improves employee learning outcomes and facilitates the application of new skills in real-world contexts.
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4.3.3.6  Ineffective Coaching 

Ineffective coaching can have detrimental effects on employee performance in the public sector. When coaching fails to provide meaningful guidance, support, or feedback, employees may struggle to develop the necessary skills and confidence to perform their roles effectively. This lack of support can lead to decreased motivation, confusion about job expectations, and a sense of disconnection from organizational goals. Findings are presented in Table 4.21.

Table 4.21:  Ineffective Coaching

	Response
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	9
	15.0

	
	Neither agree nor disagree
	9
	15.0

	
	Agree
	24
	40.0

	
	Strongly Agree
	13
	21.7

	
	Total
	60
	100.0


Source: Field data (2024)

Finding from Table 4.21 showed that 5(8.3%) of respondents strongly disagreed, 9(15.0%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 24(40.0) of respondents agreed and 13(21.7%) of respondents strongly agreed. Finding revealed that, when coaching fails to provide adequate guidance and support, employees may experience decreased morale and engagement, leading to a decline in overall productivity and performance quality. Moreover, ineffective coaching may contribute to higher turnover rates as employees seek opportunities where they can receive better support and development. 

This turnover disrupts continuity and increases recruitment costs and strains organizational resources. Therefore, the absence of effective coaching hampers employee growth, innovation, and organizational effectiveness, highlighting the critical need for investing in comprehensive coaching programs that foster employee development and enhance performance. Finding correlate with Mvuyisi & Mbukanma (2023), who emphasize that ineffective coaching can lead to decreased employee motivation, job satisfaction, and performance outcomes. They argue that when coaching lacks clarity, consistency, or relevance to employees' needs, it fails to inspire improvement or address performance gaps effectively.

4.4 
Job Training Programs on Employee Performance 

On-the-job training programs have effects on employee performance in the public sector in Tanzania, particularly within organizations like TANESCO. These programs are designed to enhance employees' job-related skills, knowledge, and competencies while they perform their duties. Specifically at TANESCO, on-the-job training ensures that employees are well-equipped to handle the complexities of the energy sector, including technical operations, customer service, and safety protocols. By providing practical, hands-on learning experiences, these programs improve employee effectiveness, productivity, and efficiency in their roles. 

4.4.1 
Employee Productivity 

Employee productivity experiences a notable enhancement through engagement in on-the-job training programs such as coaching and job rotation, especially within public sector organizations in Tanzania. These training initiatives are designed to equip employees with the necessary skills, knowledge, and competencies directly applicable to their roles. Findings are presented in Table 4.22.
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Table 4.22:  Employee Productivity

	Response
	Frequency
	Percent

	
	Strongly Disagree
	3
	5.0

	
	Disagree
	7
	11.7

	
	Neither agree nor disagree
	10
	16.7

	
	Agree
	23
	38.3

	
	Strongly Agree
	17
	28.3

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.22 showed that 3(5.0%) of respondents strongly disagreed, 7(11.7%) of respondents disagreed, 10(16.7%) of respondents neither agreed nor disagreed, 23(38.3) of respondents agreed and 17(28.3%) of respondents strongly agreed. Finding revealed that, enhancing employees' skills and knowledge directly relevant to their roles, these programs bolster competence and adaptability within the workforce. Engaged in meaningful training, employees become more motivated and satisfied, leading to higher retention rates and reduced turnover.

 Moreover, these programs align individual growth with organizational objectives, ensuring organization remains agile and capable of delivering reliable energy services to the public while fostering a competitive edge in the sector. Finding correlate with Marijani et al., (2023), who discuss how coaching enhances employee learning and development, leading to improved job performance and job satisfaction. They argue that coaching interventions effectively support skill acquisition and behavioral change, ultimately contributing to enhanced organizational effectiveness.

4.4.2 Targets Achievement 

On-the-job training programs play a crucial role in enhancing employee performance within public sector entities like TANESCO (Tanzania Electric Supply Company). By imparting specific skills and competencies directly related to their roles, these programs enable employees to operate more effectively and efficiently. In TANESCO's context, where reliable electricity supply is paramount, such training ensures staff are well-equipped to handle technical challenges, maintain infrastructure, and improve service delivery. Therefore, these factors contribute significantly to TANESCO's ability to meet its targets in service provision and operational excellence.Findings are  presented in Table 4.23.

Table 4.23: Targets Achievement

	Response
	Frequency
	Percent

	
	Disagree
	9
	15.0

	
	Neither agree nor disagree
	8
	13.3

	
	Agree
	20
	33.3

	
	Strongly Agree
	19
	31.7

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.23 showed that 9(15.0%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed , 20(33.3%) of respondents agreed and 19(31.7%) of respondents strongly agreed. Finding revealed that, the positive relationship between training and performance emphasizes the importance of continued investment in employee development to sustain operational excellence and service reliability. This suggests that allocating resources towards structured training initiatives can yield substantial returns in terms of improved service delivery, reduced operational costs through enhanced efficiency, and heightened employee satisfaction and retention. Finding correlate with Marijani et al., (2023),who found in their study that training programs significantly enhance job performance by improving employees' skills, knowledge, and abilities. This improvement is particularly crucial in public sector organizations where service delivery and operational efficiency are key goals.
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4.4.3 Accomplishment of Tasks on Time 

Accomplishing tasks on time hinges on employees' competence and skills, which are nurtured through effective on-the-job training programs in public sector organizations. These training programs are designed to equip employees with the specific knowledge and capabilities required to execute their responsibilities efficiently. Therefore, the relationship between effective on-the-job training programs and timely task accomplishment highlights their fundamental role in enhancing employee performance and organizational effectiveness within public sector entities. Findings are  presented in Table 4.24

Table 4.24:  Accomplishment of Tasks on Time

	Response
	Frequency
	Percent

	
	Strongly Disagree
	7
	11.7

	
	Disagree
	6
	10.0

	
	Neither agree nor disagree
	10
	16.7

	
	Agree
	17
	28.3

	
	Strongly Agree
	20
	33.3

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.24 showed that 7(11.7%) of respondents strongly disagreed, 6(10.0%) of respondents disagreed, 10(16.7%) of respondents neither agreed nor disagreed, 17(28.3) of respondents agreed and 20(33.3%) of respondents strongly agreed. Finding revealed that, equipping employees with updated skills and knowledge, these programs enable timely task accomplishment and adherence to operational deadlines, crucial for maintaining reliable electricity supply. 

Additionally, effective training contributes to cost savings through reduced errors and optimized processes, while also promoting employee motivation and job satisfaction. Finding correlate with Gebrehiwot & Elantheraiyan (2023), found in their research that training programs significantly improve job performance by enhancing employees' skills and capabilities. This improvement directly correlates with better task management and timely completion, which are critical in organizations where operational deadlines impact service reliability.

4.4.4 Service Delivery is of High Quality 

Service delivery of high quality hinges on the skills and competencies that employees acquire through on-the-job training programs in public sector organizations like TANESCO. By enhancing employees' skills through training, improve service delivery by reducing downtime, addressing maintenance issues efficiently, and enhancing overall customer satisfaction. Findings are  presented in Table 4.25.Top of FormBottom of Form
Table 4.25:  Service Delivery is of High Quality

	Responses
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	5
	8.3

	
	Neither agree nor disagree
	4
	6.7

	
	Agree
	25
	41.7

	
	Strongly Agree
	21
	35.0

	
	Total
	60
	100.0


Source: Field data (2024)

Finding from Table 4.25 showed that 5(8.3%) of respondents strongly disagreed, 5(8.3%) of respondents disagreed, 4(6.7%) of respondents neither agreed nor disagreed, 25(41.7) of respondents agreed and 21(35.0%) of respondents strongly agreed. Finding revealed that, equipping employees with necessary skills and knowledge through training, ensure higher service quality, leading to improved reliability in electricity supply and enhanced customer satisfaction. 

This, in turn, strengthens TANESCO's reputation and adopts positive relationships with stakeholders. Additionally, effective training contributes to operational efficiency by reducing errors and optimizing processes, thereby potentially lowering costs and improving resource utilization. Finding correlate with Ngamsan et al., (2023), emphasized in their research that training programs lead to better service quality by equipping employees with the necessary knowledge and skills to handle customer inquiries and service requests efficiently. This enhances overall customer satisfaction and loyalty.
4.4.5 Motivation Among Employees 

Motivation among employees is closely tied to their proficiency, which is cultivated through effective on-the-job training programs in public sector organizations. These training initiatives are designed to impart employees with the specific skills and knowledge required to perform their roles effectively and efficiently. In the context of TANESCO, where reliable electricity supply and operational efficiency are critical, motivated employees equipped with comprehensive training are more likely to demonstrate higher job satisfaction, engagement, and commitment. This, in turn, directly enhances organizational performance by contributing to improved service delivery, reduced errors, and enhanced productivity. Findings are presented in Tabla 4.26.

Top of Form

Bottom of Form

Table 4.26: Motivation Among Employees

	Response
	Frequency
	Percent

	
	Strongly Disagree
	5
	8.3

	
	Disagree
	8
	13.3

	
	Neither agree nor disagree
	10
	16.7

	
	Agree
	20
	33.3

	
	Strongly Agree
	17
	28.3

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.26 showed that 5(8.3%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 10(16.7%) of respondents neither agreed nor disagreed, 20(33.3) of respondents agreed and 17(28.3%) of respondents strongly agreed. Finding revealed that, the effects of on-the-job training programs in public sector organizations such as TANESCO highlight their key role in enhancing employee motivation and organizational performance. By equipping employees with essential skills and knowledge through training, TANESCO can adopt higher levels of engagement and job satisfaction among its workforce. Motivated employees are more likely to demonstrate increased productivity and efficiency in their roles, leading to improved service delivery and operational effectiveness. 

This collective enhancement in employee motivation and performance strengthens TANESCO's ability to meet customer expectations and enhances its reputation as an employer of choice in the public sector in Tanzania. Finding correlate with Ngowi (2020), established in his research that investments in training and development programs lead to higher levels of employee satisfaction and commitment, which in turn enhance organizational performance. This research provides empirical evidence of the positive impact of training on motivation and performance in public sector organizations.

4.4.6 Employee and Organization Performance 
Employee performance and organizational performance are intricately linked to the skills and knowledge employees possess, which are nurtured through continuous on-the-job training programs in public sector organizations like TANESCO. In the context of TANESCO, where operational excellence in electricity supply is paramount, continuous training ensures that employees remain adept at handling technical challenges, adhering to safety standards, and meeting service delivery expectations. By consistently investing in training, TANESCO enhances individual employee performance and strengthens overall organizational performance. Findings are  presented in Table 4.27.

Top of Form

Bottom of Form

Table 4.27: Employee Performance and Organization Performance

	Response
	Frequency
	Percent

	
	Strongly Disagree
	6
	10.0

	
	Disagree
	6
	10.0

	
	Neither agree nor disagree
	7
	11.7

	
	Agree
	21
	35.0

	
	Strongly Agree
	20
	33.3

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 4.27 showed that 6(10.0%) of respondents strongly disagreed, 6(10.0%) of respondents disagreed, 7(11.7%) of respondents neither agreed nor disagreed, 21(35.0) of respondents agreed and 20(33.3%) of respondents strongly agreed. Finding revealed that, continuous training ensures that employees acquire and maintain the necessary skills and knowledge to perform their roles effectively, which directly enhances their competence and capability within TANESCO. This, in turn, contributes to improved service delivery, reduced errors, and enhanced operational efficiency. Moreover, investing in training programs demonstrates TANESCO's commitment to employee development, leading to higher levels of motivation, engagement, and job satisfaction among staff. These motivated employees are essential in driving organizational performance by increasing productivity, nurturing innovation, and maintaining a positive organizational culture. Finding correlate with Kaaya (2021),who focused on the public sector context and found that training programs improve employee performance by equipping them with necessary skills and knowledge. This contributes to organizational effectiveness and efficiency, which is critical for organizations in delivering reliable services.
4.5
Inferential Statistics 

4.5.1 
Pre Liminary Test

4.5.1.1 Reliability Test

The study tested for the consistency of scale that was used to measure the variables. The Reliability Statistics in Table 4. Indicate the reliability analysis results using Cronbach's Alpha for a scale of 4.28 items.

Table 4.28:  Reliability Statistics

	Cronbach's Alpha
	N of Items

	.829
	4


Source : Field data (2024)

Results from SPSS, Table 4.28 showed that, the four variable had a Cronbach’s alpha of .829. Cronbach alpha for the four items, which included Mentoring implementation, Job rotation, Coaching and Employee Performance were above 0.7. This indicated that the internal consistency was acceptable and implied the data were reliable enough to allow procession to further analysis. 

4.5.1.2
Correlations

The study used correlation analysis to examine how mentoring implementation, job rotation, and coaching related to employee performance. Pearson's r coefficients were used to measure these relationships, where coefficients close to +1 indicate a strong positive correlation, and those near -1 indicate a strong negative correlation. A coefficient near 0 suggests a weak relationship. The significance level (p < 0.05) determined whether these correlations were statistically significant, highlighting which variables influence employee performance the most. See Table 4.29 for detailed findings.

Table 4.29:  Correlation Analysis

	
	Mentoring implementation
	Job_rotation
	Coaching
	Employee performance

	Mentoring implementation
	Pearson Correlation
	1
	.368**
	.485**
	.649**

	
	Sig. (2-tailed)
	
	.004
	.000
	.000

	
	N
	60
	60
	60
	60

	Job rotation
	Pearson Correlation
	.368**
	1
	.523**
	.508**

	
	Sig. (2-tailed)
	.004
	
	.000
	.000

	
	N
	60
	60
	60
	60

	Coaching
	Pearson Correlation
	.485**
	.523**
	1
	.818**

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

	
	N
	60
	60
	60
	60

	Employee performance
	Pearson Correlation
	.649**
	.508**
	.818**
	1

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

	
	N
	60
	60
	60
	60

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


Source:Field data (2024)

Table 4.29 displays the results of Pearson's correlation analysis for Mentoring implementation, Job rotation, and Coaching in relation to Employee Performance. Mentoring implementation shows a strong positive correlation (Pearson's r = 0.649), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This indicates that changes in Mentoring implementation are significantly associated with changes in Employee Performance.

Job rotation demonstrates a positive correlation (Pearson's r = 0.368), also with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This suggests that changes in Job rotation are significantly related to changes in Employee Performance. Coaching reveals a positive correlation (Pearson's r = 0.485), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This implies that changes in Coaching are significantly associated with changes in Employee Performance.
In summary, the study finds that increases or decreases in Mentoring implementation, Job rotation, and Coaching correspondingly affect Employee Performance, with all correlations being statistically significant.
4.5.2 Regression Analysis 

The statistical method of regression is used to create models and examine the relationship between dependent and independent variables. Its goal is to ascertain how closely two or more variables are related.

4.5.2.1 Test of Assumptions of Multiple Linear Regression Model

Four assumptions of multiple linear regression models were assessed for variables, including, multicollinearity, outliers, linearity, and normality of the variables.

4.5.2.2 Normality test

The normality of the variables was assessed through the Shapiro-Wilk test, a statistical method used to determine whether data follows a normal distribution.

Table 4.30:  Tests of Normality
	
	Kolmogorov-Smirnova

	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Mentoring implementation
	.119
	60
	.036
	.977
	60
	.002

	Job Rotation
	.227
	60
	.000
	.877
	60
	.000

	Coaching
	.130
	60
	.013
	.920
	60
	.001

	Employee Performance
	.166
	60
	.000
	.927
	60
	.001

	a. Lilliefors Significance Correction


Source:Field data (2024)

The study assessed the normality of the dependent variable, which was the Employee Performance affected by Mentoring implementation, Job Rotation and Coaching; both the Kolmogorov-Smirnov and Shapiro-Wilk tests were conducted. The normality test results indicated that the data for the Mentoring implementation, Job Rotation and Coaching influences Employee Performance adopted as the Dependent variable were normally distributed. This was evident by the p-values obtained from both the Kolmogorov-Smirnov and Shapiro-Wilk tests, which were less than the level of significance (α = 0.05), with values of p> 0.001.

4.5.2.3 Linearity

In this study, the researcher examined how the dependent variable, Employee Performance, is influenced by Mentoring implementation, Job Rotation, and Coaching. The analysis involved testing the linearity assumption among these independent variables using a scatterplot function in SPSS. This method allowed for a visual inspection of the scatterplot to detect any deviations from linearity or observable patterns.

Figure 4.1: Scatter Plot (Overlay)
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Source : Field data (2024)

The scatterplot in Figure 4.1 clearly showed a linear trend among the variables where Employee Performance is affected by Mentoring implementation, Job Rotation, and Coaching. The diagonal line running from the bottom left to the top right indicated a direct relationship between these factors. Upon visual inspection, there were no notable deviations from linearity observed in the scatterplot. This finding supports the assumption of linearity among these variables, affirming the appropriateness of using linear regression analysis to further investigate their relationships.
4.5.2.4 Outliers 

Identifying outliers in SPSS is crucial for reliable analysis as they can distort results. This involves using descriptive statistics to understand distributions and detect outliers based on mean, standard deviation, skewness, and kurtosis. Visual tools like histograms and boxplots aid outlier identification. Statistical measures such as z-scores quantify deviations from the mean. Advanced techniques like Mahalanobis distance assess distances from the dataset centroid, and Cook’s distance identifies influential points in regression. These methods ensure accurate data analysis by effectively managing outliers. As presented in Table 4.31.

Table 4.31:  Residuals Statistics
	
	Minimum
	Maximum
	Mean
	Std. Deviation
	N

	Predicted Value
	1.6988
	4.8587
	3.7028
	.59023
	60

	Std. Predicted Value
	-3.395
	1.958
	.000
	1.000
	60

	Standard Error of Predicted Value
	.048
	.163
	.085
	.028
	60

	Adjusted Predicted Value
	1.5653
	4.8612
	3.7031
	.59382
	60

	Residual
	-1.02897
	.53321
	.00000
	.33632
	60

	Std. Residual
	-2.981
	1.545
	.000
	.974
	60

	Stud. Residual
	-3.130
	1.605
	.000
	1.012
	60

	Deleted Residual
	-1.13426
	.60140
	-.00028
	.36307
	60

	Stud. Deleted Residual
	-3.414
	1.629
	-.008
	1.036
	60

	Mahal. Distance
	.166
	12.119
	2.950
	2.730
	60

	Cook's Distance
	.000
	.251
	.020
	.042
	60

	Centered Leverage Value
	.003
	.205
	.050
	.046
	60

	a. Dependent Variable: Employee_Performance


Source: Field data (2024)

Table 4.31 provides key insights into the regression analysis of the dependent variable "Employee Performance" and its residuals. A critical metric highlighted is the Mahalanobis distance, which validates the regression model by considering the covariance structure of the data. This distance measures how far each observation is from the centroid in multivariate space. The mean Mahalanobis distance of 2.950, ranging from 0.166 to 12.119, shows significant variability among observations. This suggests that while many observations cluster closely around the centroid, outliers or distant observations influence the overall model fit.

4.5.2.5 Multicollinearity Test

Multicollinearity in regression analysis occurs when predictor variables are highly correlated, reducing their uniqueness and independence in the model. This correlation complicates model fitting and interpretation. Researchers commonly use the variance inflation factor (VIF) to identify multicollinearity, which measures the strength of correlation between predictor variables. A VIF value between 1 and 5 indicates moderate correlation, which may not greatly affect the analysis. Higher VIF values suggest stronger correlations that could potentially impact the reliability of regression results and may require corrective measures. As presented in Table 4.32;

Table 4.32:  Collinearity Statistics-VIF and Tolerance
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Mentoring implementation
	.598
	1.672

	
	Job Rotation
	.571
	1.751

	
	Coaching
	.683
	1.464


a. Dependent Variable: Employee_Performance
Source : Field data (2024)

The VIF values for the predictor variables are as follows: Mentoring implementation: 1.672, Job Rotation: 1.751, and Coaching: 1.464. None of these VIF values exceed 5, indicating that multicollinearity was not an issue in the regression model.

4.5.2.6
Regression Outputs, Model Summary, Analysis of Variance and Coefficient 

The study focused on examining how mentoring implementation, job rotation, and coaching impact employee performance through regression analysis. This method was chosen to investigate the relationships between these independent variables and the dependent variable. The regression output provided comprehensive insights into these relationships:

In the Model Summary section, the Pearson correlation coefficient (R) was highlighted, indicating the strength and direction of the linear relationships observed between the variables. Additionally, the coefficient of determination (R-squared, R²) assessed the goodness of fit of the model, quantifying the proportion of variation in the dependent variable explained by the independent variables. The ANOVA section evaluated the overall significance of the model through the F-statistic. This statistical test assessed the variability within the regression model and provided support for determining the significance levels of the relationships examined.

Moreover, the Coefficients section presented the coefficients associated with each independent variable. These coefficients quantified the magnitude and significance of their impact on the dependent variable. The direction of the relationship was indicated by the sign of each coefficient, while the corresponding p-values determined whether these relationships were statistically significant. This comprehensive analysis helped in testing research hypotheses, providing insights crucial for interpreting the findings within a confidence interval framework. As presented and discussed here under;

4.5.2.7
Regression Analysis on Mentoring implementation
Table 4.33:
Model Summary for Mentoring Implementation Vs Employee Performance

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

	1
	.649a
	.421
	.412
	.52113

	a. Predictors: (Constant), Mentoring implementation


Source:Field data (2024)

Tables 4.33, the results show R = 0.649, this implies that there is a strong positive correlation between Mentoring implementation and Employee performance. The R-squared value of 0.421 shows that, about 42.1% of changes in Employee performance are explained by Mentoring implementation, while .52.1% is captured by the error term. This implies that the model has a good fit.

Table 4.34: Analysis of Variance for Mentoring Implementation Vs Employee Performance

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11.476
	1
	11.476
	42.256
	.000b

	
	Residual
	15.752
	58
	.272
	
	

	
	Total
	27.227
	59
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), Mentoring implementation


Source:Field data (2024)

The results in Table 4.34, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 42.256 and its associated probability value of .000 (F = 42.256, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.35:  Coefficients for Mentoring Implementation Vs Employee Performance
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.887
	.438
	
	2.022
	.048

	
	Mentoring_implementation
	.761
	.117
	.649
	6.500
	.000

	a. Dependent Variable: Employee_performance


Source: Field data (2024)

From the findings obtained in Table 4.35, it is demonstrated that there is positive and significant relationship between Mentoring implementation and Employee performance as supported by (B = 0.761 and p-value = .000). This further implies a unit change in Mentoring implementation, on average, increased Employee performance by 0.761.

4.5.2.2.8 Regression Analysis on Job rotation

Table 4.36: Model Summary for Job Rotation Vs Employee Performance

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

	1
	.574a
	.329
	.318
	.56116

	a. Predictors: (Constant), Job_rotation


Source: Field data (2024)

Tables 4.36, the results show R = 0.574, this implies that there is a strong positive correlation between Job rotation and  Employee performance. The R-squared value of 0.329 shows that, about 32.9% of changes in Employee performance are explained by Job rotation, while .56.1% is captured by the error term. This implies that the model has a good fit.

Table 4.37:  Analysis of Variance for Job Rotation Vs Employee Performance
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.963
	1
	8.963
	28.462
	.000b

	
	Residual
	18.265
	58
	.315
	
	

	
	Total
	27.227
	59
	
	
	

	a. Dependent Variable: Employee_performance

	b. Predictors: (Constant), Job_rotation


Source: Field data (2024)

The results in Table 4.37, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 28.462 and its associated probability value of .000 (F = 28.462, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.38:  Coefficients for Job Rotation Vs Employee Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.920
	.342
	
	5.617
	.000

	
	Job_rotation
	.489
	.092
	.574
	5.335
	.000

	a. Dependent Variable: Employee_performance


Source: Field data (2024)

From the findings obtained in Table 4.38, it is demonstrated that there is positive and significant relationship between Job rotation and Employee performance as supported by (B = 0.489 and p-value = .000). This further implies a unit change in Job rotation, on average, increased Employee performance by 0.489.

4.5.3 
Regression Analysis on Coaching
Table 4.39:  Model Summary for Coaching Vs Employee Performance

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

	1
	.818a
	.670
	.664
	.39366

	a. Predictors: (Constant), Coaching


Source: Field data (2024)

Tables 4.39, the results show R = 0.818, this implies that there is a strong positive correlation between Coaching and  Employee performance. The R-squared value of 0.670 shows that, about 67.0% of changes in Employee performance are explained by Coaching, while .39.3% is captured by the error term. This implies that the model has a good fit.

Table 4.40:  Analysis of Variance for Coaching Vs Employee Performance
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	18.239
	1
	18.239
	117.699
	.000b

	
	Residual
	8.988
	58
	.155
	
	

	
	Total
	27.227
	59
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), Coaching


Source: Field data (2024)

The results in Table 4.40, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 117.699 and its associated probability value of .000 (F = 117.699, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.41: Coefficients for Coaching Vs Employee Performance
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.905
	.263
	
	3.444
	.001

	
	Coaching
	.765
	.070
	.818
	10.849
	.000

	a. Dependent Variable: Employee_performance


Source: Field data (2024)

From the findings obtained in Table 4.41, it is demonstrated that there is positive and significant relationship between Coaching and Employee performance as supported by (B = 0.765 and p-value = .000). This further implies a unit change in Coaching, on average, increased Employee performance by 0.765.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1
Overview  

This chapter consists of overview, summary of the main findings of the study, conclusions  and recommendations of the study.

5.2
Summary of the Main Findings of the Study
The study aimed to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Specifically; to examine the effect of mentoring implementation of on-the-job training programs on employee performance at TANESCO, determine the effect of job rotation on job training programs on employee performance at TANESCO and determine the effect of coaching on employee performance at TANESCO. This study employed explanatory research design and  employed questionnaire  as tool for data collection. Quantitative data were analyzed with the help of SPSS, also, the study used inferential analysis, which include correlation coefficient, and multiple regression, to determine the relationship between independent variables and the dependent variable of the study.

Findings revealed that, integrating mentoring with on-the-job training programs at TANESCO holds profound benefits for both employees and the organization. By creating a supportive environment through mentoring, employee morale and motivation can be enhanced, potentially reducing turnover rates and increasing retention. Personalized guidance and practical experience provided by mentors contribute to improved job performance and productivity among mentees. Moreover, knowledge transfer from experienced mentors builds a more knowledgeable workforce capable of adapting to organization challenges and driving innovation within TANESCO. Investing strategically in mentoring and on-the-job training initiatives provide individual career growth and contributes to the long-term success and sustainability of the organization by nurturing a skilled and motivated workforce committed to organizational objectives. Thus, these integrated programs play a great role in enhancing employee performance and organizational effectiveness at TANESCO. Furthermore Mentoring implementation shows a strong positive correlation (Pearson's r = 0.649), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This indicates that changes in Mentoring implementation are significantly associated with changes in Employee Performance.

Also finding revealed that, implementing job rotation within job training programs at TANESCO has been revealed to have profound and multifaceted benefits. Job rotation enriches employees' skills and knowledge by exposing them to diverse roles within the organization, thereby enhancing individual competency and adaptability to changing organizational needs. This approach also adopts a deeper understanding of organizational processes and inter-dependences, which enhances problem-solving capabilities and decision-making. Moreover, job rotation contributes to employee engagement and retention by providing continuous learning opportunities and career development paths, thus fostering a motivated and committed workforce aligned with TANESCO's long-term success. By diversifying employees' experiences and skill sets through job rotation, TANESCO strengthens individual performance and enhances organizational innovation, and overall efficiency, positioning the organization for sustained growth and competitiveness in the energy sector. Furth more Job rotation demonstrates a positive correlation (Pearson's r = 0.368), also with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This suggests that changes in Job rotation are significantly related to changes in Employee Performance. 

Effective coaching sessions at TANESCO have profound implications for both individual employee development and organizational effectiveness. By asking the right questions during coaching, mentors and coaches can guide employees to reflect on their performance and goals, fostering self-awareness and accountability. This process empowers employees to identify areas for improvement and develop actionable plans to enhance their skills and contributions within the organization. Moreover, probing questions that encourage critical thinking enable employees to navigate challenges more effectively and improve decision-making. By emphasizing listening and encouraging self-discovery through coaching, TANESCO can create a supportive environment where employees feel valued and motivated to achieve their fullest potential. This approach enhances individual performance and job satisfaction also strengthens organizational flexibility, innovation, and overall performance in the dynamic energy sector. Coaching reveals a positive correlation (Pearson's r = 0.485), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This implies that changes in Coaching are significantly associated with changes in Employee Performance.

Effective on-the-job training programs, such as coaching and job rotation, have been found to hold profound implications for both employee development and organizational success at TANESCO within Tanzania's public sector. These programs play a crucial role in enhancing employees' skills and knowledge directly relevant to their roles, thereby bolstering competence and adaptability within the workforce. This heightened proficiency improves operational efficiency and effectiveness also nurtures a culture of continuous learning and innovation. Engaged in meaningful training, employees at TANESCO become more motivated and satisfied, leading to higher retention rates and reduced turnover. Moreover, these programs align individual growth with organizational objectives, ensuring TANESCO remains agile and capable of delivering reliable energy services to the public while maintaining a competitive edge in the sector. Continuous investment in training is essential for sustaining operational excellence, reducing costs, enhancing service quality, and maintaining organizational success in Tanzania's dynamic energy sector. In summary, the study finds that increases or decreases in Mentoring implementation, Job rotation, and Coaching correspondingly affect Employee Performance, with all correlations being statistically significant.
5.3
Conclusions

The study highlighted the positive correlations observed between mentoring implementation, job rotation, coaching, and employee performance. Mentoring implementation was found to be significantly associated with improvements in employee performance. Similarly, job rotation and coaching showed links to changes in employee performance. Integrating mentoring and job rotation into on-the-job training programs at TANESCO has proven highly beneficial. Mentoring creates a supportive environment that boosts morale, reduces turnover, and enhances retention rates. Mentors provide personalized guidance and knowledge transfer that significantly improve job performance and productivity among mentees. 

Job rotation exposes employees to diverse roles within the organization, enhancing competencies, and promoting deeper insights into organizational processes. These initiatives foster individual growth and strengthen TANESCO's organizational innovation and operational efficiency in Tanzania's energy sector. By promoting continuous learning and improvement, these integrated training approaches ensure TANESCO's sustained success and excellence in service delivery.
5.4 
Recommendations
5.4.1
To Management of TANESCO

The study recommend that management should prioritize creating a supportive environment through mentoring to enhance employee morale, motivation, and retention. Personalized guidance from experienced mentors to improve job performance and encourage innovation and adaptability among employees. Similarly, implementing job rotation would enrich employees' skills and deepen their understanding of organizational processes, enhancing problem-solving capabilities and decision-making. Management should invest strategically in these initiatives to nurture a skilled workforce aligned with TANESCO's long-term objectives, ensuring sustained growth and competitiveness in Tanzania's energy sector.

5.4.2 To Policy Makers

Policy makers should recognize the profound benefits of mentoring and job rotation highlighted in the study and consider promoting these practices within public sector organizations like TANESCO. Encouraging the integration of mentoring could enhance employee development, reduce turnover rates, and finally improve organizational effectiveness. Job rotation should be supported as a strategy to diversify employees' skills and experiences, thereby enhancing the overall efficiency and innovation capabilities of public sector entities. Policies that incentivize and support such training initiatives would contribute to building a more strong and competent workforce, crucial for meeting the dynamic challenges of Tanzania's energy sector.

5.4.3 To Academics and Scholars

Academics and scholars should further explore and document the impact of mentoring, job rotation, and coaching on employee development and organizational performance in public sector organizations like TANESCO. Research should focus on identifying best practices, evaluating outcomes, and providing empirical evidence to support the implementation of these training strategies. Collaboration with TANESCO and similar organizations can provide valuable insights into the effectiveness of these initiatives in enhancing workforce skills, improving operational efficiency, and sustaining organizational success. By disseminating research findings and recommendations, academics can contribute to informed decision-making and policy development aimed at strengthening public sector performance in Tanzania's energy sector.

5.5
Limitations and Delimitations

This study, while offering valuable perceptions into the impact of on-job training programs on employee performance at TANESCO, is subject to certain limitations and delimitations that should be recognized.

5.5.1 Limitations
Sample size: The sample size utilized in this study, although carefully selected, may not fully represent the diversity of the entire TANESCO workforce. A larger and more varied sample could yield more comprehensive and statistically important findings.

Data collection method: The study primarily relies on questionnaires and for data collection, which may introduce potential biases, such as social desirability bias or recall bias, as well as subjective interpretations from respondents. These factors may impact the reliability and objectivity of the data gathered.

Cross-sectional design: The cross-sectional nature of the study provides a snapshot of the situation at a single point in time, which limits the ability to establish causal relationships between the variables studied. A longitudinal research design would be more effective in capturing the dynamic nature of the relationship between on-job training and employee performance over time, allowing for more definitive conclusions.

External validity: The findings of this study, while relevant to TANESCO, may have limited generalizability to other public sector organizations in Tanzania or other countries. The unique contextual factors specific to TANESCO, such as organizational culture, policies, and the socioeconomic environment, may not be applicable to other settings, thereby limiting the broader applicability of the results.

5.5.2
Delimitations
Scope: The study focused exclusively on TANESCO and did not explore other public sector organizations.

Timeframe: The study was conducted within a specific timeframe and may not capture changes in variables over time.

Variables: While the study examined the impact of mentoring, job rotation, and coaching on employee performance, other factors influencing performance, such as organizational culture, leadership style, and employee demographics, were not explicitly investigated.

5.6 
Areas for Further Studies

Given the findings and limitations of this study, several areas for further research can be identified:

Comparative analysis: Comparing the effectiveness of on-job training programs in different public sector organizations to identify best practices.

Cost-benefit analysis: Assessing the financial implications of implementing and maintaining on-job training programs to determine their overall return on investment.

Employee perceptions: Exploring employees' perceptions of the effectiveness of different on-job training methods and their impact on job satisfaction and motivation.

Longitudinal studies: Conducting longitudinal research to examine the long-term effects of mentoring, job rotation, and coaching on employee performance

Leadership role: Investigating the role of leadership in creating a supportive environment for on-job training and its impact on employee development.

Technology integration: Examining the potential of technology to enhance the effectiveness of on-job training programs.
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APPENDIXES

APPENDIX 1: QUESTIONNAIRE

Dear respondent,

My name is Daniel Seniusi Mlimila, undertaking research study on Effect of On-The-Job Training Programmes on Employees’ Performance in the Public Sector in Tanzania: Case Study of Tanzania Electric Supply Company Limited. The data collected will specially be used for academic purpose and be assured that whatever information provided will be treated with a great privacy. 
1. Respondents General Information 

1.1 Gender 

a) Female 


(    )

b) Male 


(    )

1.2. Academic qualifications

 (a)  Certificate                        (   )

 (b) Diploma                           (    )

 (c)   Bachelor's degree           (    )              


 (e)  Master’s degree               (    )

1.3. Working experience

  (a) 1 -5 years                         (    )

  (b) 6 - 10 years            
(    )

  (c) 11 years and above         
(    )           

2. Statements Representing Variables of the study.

2.1 Mentoring Implementations

Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	Mentoring Implementation
	Agreement level

	Creating a safe and supportive environment is essential in mentoring employee performance
	1
	2
	3
	4
	5

	Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance 
	1
	2
	3
	4
	5

	Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs
	1
	2
	3
	4
	5

	Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance 
	1
	2
	3
	4
	5

	Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization
	1
	2
	3
	4
	5

	Ineffective mentoring implementation does not guarantee enhanced performance of employees on job training programs 
	1
	2
	3
	4
	5


2.2 Job Rotation

Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	Job Rotation
	Agreement level

	Job rotation enrich the employee experience which directly enhance their performance level 
	1
	2
	3
	4
	5

	Job enlargement is attainable through job rotation which influences employees to be more competent and perform exceptionally 
	1
	2
	3
	4
	5

	Job enrichment is an attribute of Job rotation which promote efficiency in the performance of employees
	1
	2
	3
	4
	5

	Personal strengths and qualifications are enhanced when employee is engaged in job rotation which also leads to increased performance 
	1
	2
	3
	4
	5

	Effective job rotation maximizes employee potentials as well as enhance employee sustainability and motivation 
	1
	2
	3
	4
	5

	Absence of job rotation leads to work stress and decreased employee performance in public sector.
	1
	2
	3
	4
	5


2.3 Coaching 

Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	Coaching
	Agreement level

	The right questions asked during the coaching enhance effectiveness in the program which have influence on the performance of employees
	1
	2
	3
	4
	5

	Listening is best attribute in coaching as it instils intended skills to the employees affecting their understanding and performance 
	1
	2
	3
	4
	5

	Encouraging self-discovery is good attribute of coaching which awake the potential of employees leading to improved performance 
	1
	2
	3
	4
	5

	Challenging staff to learn and achieve is part of coaching which influence employee awareness, experience as well as enhanced level of performance in their routines
	1
	2
	3
	4
	5

	When employee is effectively coached as part of on job training, their performance is enhanced and reliability arises among the employees 
	1
	2
	3
	4
	5

	Ineffective coaching has a negative side on the performance of employees in public sector.
	1
	2
	3
	4
	5


2.4 Employee Performance 

 Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	Employee performance
	Agreement level

	Employee productivity is enhanced when their engaged in on the job training programmes i.e Coaching and Job Rotation 


	1
	2
	3
	4
	5

	Targets achievement is possible when employee have been imparted with skills and competence through on the job training programs
	1
	2
	3
	4
	5

	Accomplishment of tasks on time is possible when employee have attended effectively on the job training programs 
	1
	2
	3
	4
	5

	Service delivery is of high quality when employee have the necessary skills obtained from the on the job training programmes
	1
	2
	3
	4
	5

	There is motivation among employees since they have the necessary skills obtained in on the job training programs, this directly enhance organization performance
	1
	2
	3
	4
	5

	Employee performance and organization performance are only attainable when employees have the necessary skills and knowledge which are attainable through continuous training to the employees
	1
	2
	3
	4
	5


THANK YOU FOR YOUR PARTICIPATION

APPENDIXES

Research Schedule

Research duration from June 2023 to June 2024

	SN
	ACTIVITY
	Jun
	Jul
	Aug
	Sept
	Oct
	Nov
	Dec
	Jan
	Feb
	Mar
	Apr
	May
	Jun
	Jul
	Aug

	1
	Developing Proposal
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	2
	Submitting proposal for corrections
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	3
	Defending Proposal
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	4
	Writing Introduction chapter
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	5
	Writing Literature review chapter
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	6
	Writing Methodology chapter
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	7
	Data collection and analysis
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	8
	Completing up the report
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	9
	Submitting the report for correction
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	10
	Final submission and Defending
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


Research Budget

	Activity    
	Amount (Tshs.) 

	Proposal preparations and printing  
	280,000/= 

	Data collection        
	200,000/= 

	Travelling expenses             
	500,000/=

	Report writing and printing                                                                                                                    
	500,000/=

	Total         
	 1,480,000/= 
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THE OPEN UNIVERSITY OF TANZANIA
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Managing Director,

 Tanzania Electric Supply Company Limited (TANESCO)
P.O Box 3456,

DAR ES SALAAM.
Dear Director,
RE: RESEARCH CLEARANCE FOR MR.DANIEL SENIUSI MLIMILA REG NO: PG202085854
The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which became operational on the 1st March 1993 by public notice No.55 in the official Gazette. The Act was however replaced by the Open University of Tanzania Charter of 2005, which became operational on 1stJanuary 2007.In line with the Charter, the Open University of Tanzania mission is to generate and apply knowledge through research.To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief background, the purpose of this letter is to introduce to you Mr. Daniel Seniusi Mlimila, Reg.No: PG202085854), pursuing Master of Business Administration( MBA) We here by grant this clearance to conduct a research title “Effect of On-the-Job Training Programme on Employees’ Performance in the Public Sector in Tanzania: A Case of Tanzania Electric Supply Company Limited in Dar Es Salaam”. He will collect his data at your office from July 15th, 2024 to 18th August, 2024. In case you need any further information, kindly do not hesitate to contact the Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O.Box 23409, Dar es Salaam. Tel: 022-2-2668820.We lastly thank you in advance for your assumed cooperation and facilitation of this research academic activity
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MANUSCRIPT

Effect of On-the-Job Training Programmes on Employees’ Performance in the Public Sector in Tanzania: Case Study of Tanzania Electric Supply Company Limited Dar Es Salaam

Daniel Seniusi Mlimila, Chacha A.Matoka (PhD) and Michael J.Mwacha (PhD)

ABSTRACT
The study aimed to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Specifically; To examine the effect of mentoring implementation on employee performance at TANESCO and to determine the effect of job rotation on employee performance at TANESCO.This study was an explanatory research design and the study employed questionnaire as tool for data collection. Quantitative data analysed with the help of SPSS, also, the study used inferential analysis, which included correlation coefficient, and multiple regression, to determine the strength between independent variables and the dependent variable of the study. The findings showed that integrating mentoring and job rotation into on-the-job training programs at TANESCO yields substantial benefits employee performance. By investing strategically in mentoring, job rotation, and effective coaching, TANESCO enhances employee performance.  The study concludes that there is a positive relationship between mentoring, job rotation, coaching, and employee performance. Mentoring implementation was found to be significantly associated with  employee performance. Similarly, job rotation and coaching showed links to increase in employee performance.The study recommend that management should prioritize creating a supportive environment through mentoring implementation.

Key words: Mentoring, job rotation, coaching,employee performance

1.INTRODUCTION
The efficiency of the organization in the production of goods and delivery of services depends on availability of well-trained employees (Ngailo, 2019). With the aid of training and development programs, organizations can create a skilled and competent workforce that maintain a high level of competency and thrive in a dynamic business environment (Rahman, 2022). Training ensures that employees have the required qualifications in terms of job knowledge, skills, abilities and understanding (Afroz, 2018). 

Globally, high employee performance increases productivity, innovation, and finally, economic growth. It leads to better quality goods and services, increased exports, and higher GDP (Brahat 2019). Through increased productivity and economic growth, employee performance contributes to improved living standards, poverty reduction, and better access to education and healthcare. Organizations with high-performing employees gain a competitive edge in the global market (Nawarathna, Abeykoon & Harshani, 2021). They can respond faster to changing needs, adapt to new technologies, and attract top talent (Adnyani & Dewi, 2019). 

Several earlier researches in this field justified that training employees using whatever programme by the organization has something special to do with improving employees’ efficiency at work. Afroz (2018) reported that the more the employees got training, the more their efficiency in service delivery were becoming effective. Similarly, Enga (2017) asserted that employees’ contributions in delivering the services that customers wanted from the organization were improved as the result of the implementation of certain training programmes and tools by the organization.

In Africa; increased productivity leads to more job creation, addressing unemployment and underemployment, particularly among young people. A growing and young population presents a vast potential workforce (Enga, 2017). High employee performance is crucial to harness this potential and drive Africa's economic and social development. African economies are increasingly integrating into the global market (Umi, 2018). High employee performance helps businesses compete effectively and attract foreign investment. Kilungwe (2017) argued that every organization must have a goal to be achieved in a specific period. To achieve this goal, the corporation must be able to maintain its survival in business competition; the corporation cannot rely only on the sophistication of current technology and infrastructure without having a support from reliable human resources (Kilungwe, 2017).

 In Tanzania; achieving Tanzania's ambitious Vision 2030 goals of becoming a middle-income country requires substantial improvements in employee performance across all sectors. Improved employee performance may lead to higher wages, increased domestic income, and poverty reduction (Mwajombe, 2017). Tanzania faces a skills gap, with graduates often lacking the practical skills required by employers (Ngailo, 2019). On-the-Job training can bridge this gap and equip the workforce with relevant skills. 

A significant portion of Tanzania's workforce operates in the informal sector, where formal training is limited (Ngailo, 2019). On-Job-Training can provide valuable skills development in this sector. Transforming Tanzania into an industrialized economy needs a skilled and productive workforce (Umi, 2018). Ngailo (2019) defines on the job training as the process whereby employees are trained and developed while they are working on their jobs example adding new skills to the employees about how to purchase items online without going to the market this may help the procurement department consume less time in their activities.  Brahat (2019), explains the importance of on the job training and explains on how the organization with benefit from the training given to employees. 

Despite the importance of on the job training programs in enhancing employee’s performance, little is known about their effectiveness in the public sector in Tanzania. TANESCO has taken steps to invest in training and development programs to improve employee performance and enhance service delivery customer (Brahat, 2019).  However, few studies such as that of Ngailo (2019), Brahat (2019), and Ngowi (2020), have explored the impact of training employee performance in the Tanzania public sector in general and TANESCO in particular. This research aimed to fill this gap by exploring the effectiveness of on the job training on employee performance in TANESCO.

In recent years, TANESCO has taken steps to invest in training and development programs to improve employee performance and enhance service delivery customer (Ngowi, 2020). Training is an “opportunity” for learning and it is accomplished by providing employees with opportunities to learn how to perform more effectively and by preparing them for any changes in their job (Shin, Kim, Yeoung & Kang, 2019). 

The objective of these programs is to enhance employee performance and productivity. According to TANESCO’s annual report (2021), the company has recorded an increase in employee productivity and performance after the implementation of various training programs. On-the-job training is a crucial aspect of employee development in the public sector in Tanzania, and it has been shown to positively impact on employee performance (Nassary, 2020).This study aimed at

Assessing  the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Specifically it aimed at examining the effect of mentoring implementation of on-the-job training programs on employee performance at TANESCO and determining the effect of job rotation on job training programs on employee performance at TANESCO.

2. LITERATURE REVIEW

On-the-Job Training 

On the job training refers to the form of learning that takes place within the actual job environment. It involves acquiring knowledge abilities and skills, especially for performing a specific job effectively. On-The-Job training can include various methods such as mentorship, shadowing, Job rotation and Coaching (Ngowi, 2020). In the context of the study on the job training refers to all forms of education or transferring of skills to the employee while performing their day to day activities within the organization.

Job Rotation 

Job rotation is the process of alternating all employees between different roles regularly so they can learn new skills and gain exposure to different divisions within the firm.  Rotating jobs is another way to break up tedious work (Nassary, 2020).  In the context of the study, job rotation is when workers systematically swap between jobs within a team or company. 

 Mentoring

A senior or more experienced individual (the mentor) is tasked with serving as a junior or trainee's advisor, counsellor, or guide in the employee training method known as mentoring. The mentor bears the responsibility of offering assistance and evaluations to the individual under their supervision (Kaaya, 2021). In the context of the study job mentoring entails assigning a knowledgeable coach to supervise a worker's educational journey. Unlike in on-the-job training, the mentor or coach gives guidance and instruction without carrying out the employee's work (Kaaya, 2021).

Employee Performance 

Employee performance refers to the, efficiency, effectiveness and productivity with which an employee fulfils their job responsibilities within the organization (Shin et al., 2019). In this study, employee performance refers to the ability of employees to continuously fulfil duties and responsibilities in alignment with set forth TANESCO objectives. 
Theoretical Literature Review 

The Social Cognitive Career Theory (SCCT) 

The Social Cognitive Career Theory (SCCT) was developed by Robert M. Lent, Brown and Hackett in 1994. This theory proposes that an individual's career success is influenced by their cognitive and social factors, such as their beliefs, attitudes, and social interactions (Kaaya, 2021).

According to the SCCT, on-the-job training programs can improve employee performance in the public sector by increasing their knowledge, skills, and self-efficacy. Additionally, the theory suggests that social support from colleagues and supervisors can also enhance the effectiveness of training programs (Nassary, 2020). Also, the explicit focus of Social Cognitive Career Theory (SCCT) is on culture and how it shapes interests, belief systems, and career decisions (Wang & Lent, 2022).

One limitation of the SCCT is that it may not account for all individual differences in career development, and may not apply to all work settings. Additionally, the theory does not specifically address the role of organizational culture or management practices in shaping employee performance (Nawarathna et al., 2021).

In this study, researcher used the SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can improve employee performance in the public sector. 

Empirical Literature Review 

The Effect of Mentoring Implementation on Employee Performance 

Nawarathna et al. (2021), assessed the impact of ‘employee on the Job Training on the performance of production assistants in Noritake Lanka (Pvt) Ltd. Matale, Sri Lanka. Finding revealed that on-the-job training has a significant impact on employee performance. Correlation analysis shows that on-the-job training has a strong positive relationship on employee performance. As a significant factor, this would mean that it is very significant to pay a high attention regarding the on-the-job training methods, because it directly affects to the performance of the employees in addition to that proper and well-structured on-the-job training are required to meet with the desired outcomes of the organization. 

Yusuf et al. (2023), aimed: first, to explore the influence of training needs analysis and training methods on employee performance, and second, to investigate the relationship between training and development and employee performance in Nigeria. The study revealed that both training needs analysis and training methods had a noteworthy impact on employee performance (R2 = 0.89; F (2, 51) =205.993, P<0.05). Additionally, training and development had a positive influence on employee performance in the Adamawa State Ministry of Education (R2 = 0.67; Beta =0.817, p<0.05). As a result, the null hypothesis was rejected. The study concluded that conducting training needs analysis is crucial in identifying workforce gaps. Furthermore, the Adamawa State Ministry of Education in Yola is advised not to rest on its past accomplishments but to increase its training and development activities in light of the new norm. Because of inconclusive findings of authors the following hypothesis is developed: 

H1:Mentoring implementation has positive effects on employee job performance at TANESCO

The Effect of Job Rotation on Employee Performance

Kanapathipillai & Azam, (2020) aimed to discover if training impacts job performance and job satisfaction which are two crucial variables that leads to the telecommunication company’s survival and growth in Malaysia. The analysis shows that training is statistically significant and has a strong relationship with job performance and job satisfaction. The hypothesis depicted that training programs conducted in the telecommunication companies have a significant relationship with job performance and job satisfaction of the employees. 

Yimam (2022), assessed and investigated the impact of training on employees’ performance in the technology focused academic institution. Results showed that training design, training needs assessment, training delivery style and training evaluation have significant positive effect on employees’ performance. Finally, the study recommended that human resource management should engage in increasing the qualities and quantities of the training program and properly apply the four phases of the systematic training processes to increase the performance of administrative employees of Bahir Dar University, especially the technology institutions.

Ngowi (2020) involved making an evaluation of employees training programme in improving work efficiency focusing on the Tanzania Electric Supply Company Ltd (TANESCO) as the case study. The finding results indicated that the planned factors specifically desire to move into new technology or enter into new businesses were the most influential factors of employees training in the company followed by unplanned factors specifically preparing employees for replacement of the resigned, died or ill employee and an anticipated factor such as expected retirement of jobholders and foreseeable change of technology. Effects of training on employees’ efficiency included equipping employees with knowledge, skills and abilities needed to meet deadlines and exposing employees into new ways or best practices of accomplishing work timely. Therefore, the researcher recommends that in order the company to improve efficiency of employees specifically in the provision of the timely services to clients, the training programmes must be devised by including customer service courses into training programmes. Because of inconclusive findings of authors the following hypothesis is developed: 

H2: Job rotation has positive effects on employee job performance at TANESCO

Research Gap
In context; Many studies have been conducted in different countries with much emphasis on the impact of job training on employees and organization performance study such as those of Nmadu et al., (2021), Mvuyisi & Mbukanma (2023), Ali et al., (2018), but they have failed short to explore the facets of on job training and the effect it has on the employee performance leaving a context gap. Thus, this study filled the context gap by assessing training provided to employee but focus was on the effect of on job training and it facets towards the employee performance

Theoretical gap: Previous studies such as that of Marijani et al., (2023), Ngowi (2020), Gebrehiwot & Elantheraiyan (2023), with their emphasis on training and its impact on organization performance, have failed short to provide a strong foundation for the establishment of the relationship between the Social Cognitive Career Theory (SCCT) and on job training. Considering on job training aims at promoting career growth leaving a theoretical gap. Thus, this study filled the theoretical gap by considering the relevance of SCCT on evaluating the effect of on job training on employee performance. 

Methodological and Practical gap: Scholars such as Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023), have carried out studies in the field of training and the impact it poses to the employee performance, however, they have focused on different research design including cross-sectional design.Therefore, this study was conducted in Tanzania and adopted another research design to further elaborate the effect of on job training on the employee performance.

2.6 
Conceptual Framework

The conceptual framework in research refers to a theoretical structure or an outline that support a study in doing reflections on the problem under investigation (Ngowi 2020). The conceptual framework model for the effects of on the job training programmes on employee performance in public sector in Tanzania.

   Independent Variables                                                      Dependent Variable 




Figure 2:Conceptual framework 
Source: Authors through Literature review (2024)

Relationship of Variables

Mentoring 

A vital element of mentoring is trust. In addition to developing a relationship based on mutual respect and trust, the mentor should provide the mentee with a safe and encouraging atmosphere. Knowledge and expertise: In the mentee's field or area of interest, the mentor should possess pertinent knowledge and expertise. Creating a culture of open communication and offering helpful criticism can also be helpful in managing changes. Mentoring being part of on job training aligns with SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can achieve desired outcome.
Job Rotation 

Job rotation is the practice of employees in a team switching jobs regularly. The enhancement of the employee experience is its primary goal. On the other hand, job enrichment and expansion aim to enhance employees' personal qualities and credentials in alignment with the organization's strategy. The goal of job rotation is to lessen workplace monotony and redundancy. Workers are allowed to gain firsthand experience in a variety of work functions. Being exposed to a variety of job roles within an organization inspires superior performance. Job rotation being part of on job training align with SCCT because it provides a comprehensive framework for understanding how on-the-job training programs can achieved desired outcome.

3. METHODOLOGY
This study adopted a positivism research philosophy, because Positivists argue that reality is stable and could be observed and described from an objective viewpoint rather than subjective or one’s perception.Moreover,the Study adopted quantitative research approach; the Quantitative Research Approach is a multi-strategy in the center including an interpretive, naturalistic way to deal with its topic. It includes the considered use and assortment of assortment of exact materials, contextual analysis, individual experience, astute, biography meet observational, chronicled interactional, and visual writings that portrays standard and tricky minutes and implications in people lives (Rahman, 2022). The research design for this study was an explanatory research design.This was used to investigate the effectiveness of on-the-job training programs in enhancing employee performance within the public sector, with a specific focus on Tanzania Electric Supply Company (TANESCO) in Dar es Salaam. Based on the nature of this study, it falls in the quantitative continuum. 

Area of the Study

The study was carried out at the Dar as Salaam headquarters of Tanzania Electric Supply Company (TANESCO). Using Tanzania Electric Supply Company (TANESCO) as the area of study for this research offers several scientific justifications. Firstly, TANESCO represents a significant entity within the public sector, particularly in the energy industry of Tanzania. As a major provider of electricity, TANESCO plays a crucial role in the country's infrastructure and economy. Therefore, studying the effectiveness of on-the-job training within TANESCO can provide valuable insights into improving employee performance in a sector critical to national development. Secondly, TANESCO's Dar es Salaam headquarters serves as a centralized location where various departments and functions are coordinated. Conducting the study at this headquarters ensured access to a diverse pool of employees with different job roles, experiences, and training needs. A target population is a large population of interest to the researcher from which the sample respondents is drawn (Kilungwe, 2017). The population of this study  comprised 70 employees  of Tanzania Electric Supply Company (TANESCO). The source of population of the study was the Human Resource Office of TANESCO-Dar es salaam.

Sample and Sampling Techniques

 For the purpose of this study, simple random sampling technique and purposive sampling were used to select the sample size from the population size. The random sampling was done by randomly distributed of the questionnaires to the respondents who are the employee of Tanzania Electric Supply Company. Purposive sampling  also used in the study to choose study participants. Specifically, only TANESCO employees working in the company's head office in Dar es Salaam were chosen, leaving out TANESCO employees who work at the company's regional and district offices in Dar es Salaam. 

To obtain sample size used mathematical formula to know the relevant number to represent the population of then thereafter purposely selected the department which mostly provided reliable data. The sample size for this study  computed by using the formulae by Yamane (1967) as follows:
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Sample size = 60

Therefore, sample size for the study was 60 employees of TANESCO.

Data Collection Methods

In the course of carrying out the research, primary data collection method was employed. Primary data are first-hand information data collected by the researcher using a questionnaire and supplemented by interviews (Brahat 2019). Selection of the most appropriate method depended on the type, nature, and surrounding circumstances of each respondent. The researcher employed questionnaire method of data collection while in the field. 
Questionnaire

Researcher used structured questionnaire containing closed ended questions adhering to the Likert scale format allowing the respondents to show their level of agreement in between the five point- Likert scale namely, Strong agree, agree, disagree, strong disagree and neutral. Questionnaire were used since they are the easiest method for data collection and distributed by researcher to respondents and collected once filled. 
Data Processing and Analysis 

The collection and conversion of data into information that is useful is known as data processing. Correct data processing is crucial to avoid any unwanted effects on the final result, or data output. This is typically done by a data scientist or team of data scientists (Kothari 2014). Therefore, after data collection, data were arranged cleaned to remove all irrelevant information obtained from the field. Then after data were coded and entered into a Statistical package for social science for analysis purposes. Quantitative data analysis technique refers to interpretation and presentation of study findings in numerical form (Kumar, 2017). Quantitative data obtained from the data collected from questionnaires were subjected to the descriptive statistics analysis such as frequencies and percentages by using Statistical Package for Social Science (SPSS) and present them in simple tables.

Also, the study used inferential analysis, which included correlation coefficient, and multiple regression, to determine the strength between independent variables and the dependent variable. The correlation coefficient (r) denotes the strength and direction of the association. SPSS used to determine the association. 

The multiple regression created by this study looked like this:

 Y= β0 + β1x1 + β2 x2 + β3 x3 +ε
Where: 

Y = Employee performance     β0 = Constant

β1,=  is the coefficient of Mentoring,  β2, ,=  is the coefficient of Job Rotation,  β3  = ,=  is the coefficient of Coaching 

ε = Error Term

Regression assumption test

The data were tested to see if its quality fits the basic assumptions for using regression analysis (Kumar, 2017). This study tested the quality of data by using Normality test, Multiple linearity and outliers.

Normality test

To test the normality of the data, the Shapiro-Wilk test was employed, which evaluates whether the sample data come from a normally distributed population (Kumar, 2017). This test conducted to confirm the normal distribution of the research data. The null hypothesis (H0)  assert that the data are normally distributed, while the alternative hypothesis (H1) suggested otherwise. If the p-value is less than the chosen significance level (e.g., 0.05), the null hypothesis was rejected, indicating non-normality in the data. Conversely, if the p-value is greater than the significance level, the null hypothesis was not rejected, suggesting that the data may be normally distributed.

Linearity test

Making scatterplots and then visually examining the scatterplots for linearity is the best method for verifying the linear relationships (Saunder et al., 2019). The analyst used statistical software, SPSS, to modify the data or do a non-linear regression if the relationship seen in the scatterplot is not linear.

Outliers 

Outlier detection is a crucial first step in many data mining tasks. The goal of this outlier identification procedure is to identify the parameters among hundreds of parameters that are affected by outlier tools (Muhammad, 2016). There are several techniques for locating outliers. Finding potential outliers is important for the reasons that follow. An anomaly could indicate inaccurate data. For example, it's possible that improper coding of the data or improper conduct of an experiment occurred (Muhammad, 2016). As a result, the study applied outlier detection to confirm the information gathered.

Multicollinearity, VIF, and Tolerance Analysis

According to (Hair Adnyani & Dew,2019) multicollinearity is the phenomenon that occurs when independent variables in a model have a high degree of correlation with one another. This can make it more difficult to understand regression coefficients and compromise the validity of the model. The diagnostic metrics that was utilised to evaluate multicollinearity are tolerance and the Variance Inflation Factor (VIF).

The VIF for a predictor variable  calculated as:

VIF=1−/1-R​

where 2Rj2​ represents the coefficient of determination for the regression of Xj​ on all other predictor variables. High VIF values (typically above 10) indicate that the variance of the coefficient estimates for Xj​ is inflated due to correlations with other independent variables.

Tolerance, on the other hand,  calculated as:

​T=1−Rj2​

Tolerance values closer to zero indicate higher levels of multicollinearity, suggesting that the predictor variable shares a substantial amount of variance with other independent variables.

Variable and Measurement Procedures.

Measurement refers to the expression of variable into numbers; measurements adopted in this study are categories into. Thus, this study used both nominal scale and ordinal scale.

Table 1: Variable and Measurement

	Variables
	Indicator
	Sources
	Measurement

	Mentoring Implementation
	•Create a safe and Supportive environment

•Trust and mutual respect

•Knowledge 

• Experience
	Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023),
	Ordinal Scale-Likert Scale 

	Job Rotation 


	· Enrich the employee experience

· Job enlargement

· Job enrichment

· Personal strengths and qualifications
	Marijani et al., (2023), Ngowi (2020), Gebrehiwot & Elantheraiyan (2023),
	Ordinal Scale-Likert Scale

	Coaching 


	· The right questions

· Listening

· Encouraging self-discovery

· Challenging staff to learn and achieve
	Nmadu et al., (2021), Mvuyisi & Mbukanma (2023), Ali et al., (2018),
	Ordinal Scale-Likert Scale

	Employee performance
	· Employee productivity 

· Targets achievement

· Service delivery 

· Accomplishment of tasks on time
	Mbukanma (2023), Ali et al., (2018), Shin et al., (2019), Nawarathna et al., (2021),
	Ordinal Scale-Likert Scale


Source:Data analysis (2024)
Validity and Reliability

Validity is concerned with whether the findings are real about what they appear to be about (Saunders et al., 2019). This shows whether the means of measurements are accurate and whether they are actually measuring what they were intended to measure. In this study, the researcher ensured that the items within the measure were adequately captured by the domain of the construct being studied, that is content validity and use reasonable judgment to ensure that the measure was indeed related to the construct being studied, that is face validity.Reliability is the extent to which data collection methods yield consistent results (Kothari, 2014). Prior to running a regression analysis, the researcher performed the following tests, reliability test. This is usually performed to avoid false regression results from being obtained. Reliability of the data collection instrument evaluated through Cronbach’s Alpha which measures the internal consistency. Cronbach’s Alpha value is widely used to verify the reliability of the construct. When Cronbach's alpha is greater than 0.6, it denotes that the internal consistency of the scale's items is poor. Conversely, when Cronbach's alpha is greater than 0.7 and less than 0.8, it denotes acceptable internal consistency. Finally, when Cronbach's alpha is greater than 0.8 and less than 0.9, it denotes good internal consistency (Saunders et al., 2019).  

4. FINDINGS 

Table 2:Respondents’ Demographic Characteristics

	Variable
	Option
	Frequency
	Percent

	 Gender
	Female
	28
	46.7

	
	Male
	32
	53.3

	
	Total
	60
	100

	Educational Level
	Certificate
	8
	13.3

	
	Diploma
	13
	21.7

	
	Bachelor's degree
	28
	46.7

	
	Master’s degree
	11
	18.3

	
	Total
	60
	100

	Service user experience
	1 -5 years
	13
	21.7

	
	6 - 10 years
	16
	26.7

	
	11 years and above
	31
	51.7

	
	Total
	60
	100


Source:Data analysis (2024)
Gender of Respondents

Gender of respondents were categorized into two major genders which are female and male, whereby respondents were asked  to highlight their gender type. This question was developed to allow researcher to identify group of respondents with respect to their gender also understand whether Tanzania Electric Supply Company Limited employ both people from two major genders. Findings for the question is presented in Table 2
Finding from Table 2 showed that 28(46.7%) of respondents were female and 32(53.3%) of respondents were male. Finding revealed that, there were a greater number of male respondents compared to the number of female respondents. This implies that despite male respondents having a great number of participants but the organization and the study were not biased towards a single gender. TANESCO also are trying to fill the gap between male and female in employment, which is a good sign of progress towards achieving organization and employee’s development.

Academic Qualifications

The level of education was considered a significant factor since it determines the level of judging and understanding of respondents concerning the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO. Findings for the question is presented in Table 2
Finding from Table 2 Showed that 8(13.3%) of respondents hold certificate, 13(21.7%) of respondents hold diploma, 28(46.7%) of respondents hold bachelor degree and 11(18.3%) of respondents hold master’s degree. Finding revealed that, respondents involved in the study were of different education level Therefore, most respondents possessed an education level from the certificate level to master’s degree who have enough and sufficient knowledge and can provide necessary information about the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on TANESCO, and accomplish  the study's objectives. 

The findings are consistent with Mojo et al., (2017), who contended that an employee's excellent knowledge of various organizational daily activities increases with education level. This ensures organizational performance and helps the organization achieve its goals when the employee participates in the study because they can provide dependable data.

Working Experience

Respondents were requested to indicate the number of years they have been working with TANESCO so as to determine their working experience and understanding their capability in performing their duties with the organization. Findings for the question is presented in Table 2
Finding from Table 2 Showed that 13(21.7%) of respondents had 1-5 years of working experience, 16(26.7%) of respondents had 6-10 years of working experience and 31(51.7%) of respondents had 11years of working experience and above. Findings revealed that the level of working experience influences both organizational goals and attainment of study objectives. Understanding and effectively utilizing the diverse skills and perspectives that come with varied career stages can greatly enhance the achievement of these goals. By strategically managing talent across different experience levels, organizations can foster a culture of innovation and collaboration, thereby advancing both their operational objectives as well as streamline the the attainment of  research aims.

Data Analysis in Relation to Specific Objectives

Mentoring Implementation 

Implementing mentoring within on-the-job training programs at TANESCO can enhance employee performance by nurturing skill development, career advancement, and increased engagement. Mentoring allows employees to learn directly from experienced colleagues, gaining practical knowledge and improving job-related skills. This personalized guidance not only supports career growth but also boosts confidence and motivation among employees, leading to higher levels of productivity and job satisfaction.

Additionally, mentoring facilitates effective problem-solving and decision-making abilities, contributing to overall organizational effectiveness. By creating a supportive environment where learning and development are prioritized, TANESCO can expect a more capable and committed workforce, finally improving operational outcomes and employee retention. Therefore several questions were raised in regard to mentoring implementation and findings are presented here under; 

Bottom of Form

Knowledge of Mentors 

The knowledge level of mentors is crucial in mentoring programs integrated with on-the-job training at TANESCO, as it directly impacts the effectiveness of employee performance. Mentors with high levels of expertise and experience can provide valuable insights, guidance, and practical knowledge that significantly enhance mentees' skills and job performance. Their deep understanding of industry-specific challenges, best practices, and technical proficiency enables mentees to learn quickly and apply knowledge effectively in their roles. The question with regard to knowledge of mentors was asked and respondents were requested to share their level of agreement of with the presented statement. Finding are presented in Table 3
Table 3:Knowledge of Mentors

	Response
	Frequency
	Percentage

	Strongly Disagree
	2
	3.3

	Disagree
	3
	5

	Neither agree nor disagree
	9
	15

	Agree
	27
	45

	Strongly Agree
	19
	31.7

	Total
	60
	100


Source:Data analysis (2024)

Finding from Table 3 showed that 2(3.3%) of respondents strongly disagreed, 3(5.0%) of respondents disagreed, 9(15.0%) of respondents neither agreed nor disagreed, 27(45.0%) of respondents agreed and 19(31.7%) of respondents strongly agreed. Finding revealed that, the knowledge level of mentors in on-the-job training programs at the organization has crucial implications for employee performance and organizational success. Mentors with high expertise can effectively impart specialized skills and industry insights to mentees, accelerating their learning curve and enhancing job proficiency. High-knowledge mentors serve as role models, inspiring mentees to strive for excellence. Furthermore, their ability to transfer critical skills ensures organizational flexibility and operational effectiveness.

Finding correlate with Yusuf et al., (2023), who highlights that mentors' knowledge and expertise significantly impact the effectiveness of mentoring relationships. Mentors who possess high levels of subject matter knowledge are better equipped to provide relevant guidance and support, which enhances mentees' learning and skill development.

Bottom of Form

Mentoring is Essential in Instilling up-to-date Skills 

Mentoring is essential in organizations in instilling up-to-date skills and enhancing employee performance. Mentors, typically experienced professionals within the organization, play a crucial role in transferring knowledge and best practices to less experienced employees. This process ensures that employees are equipped with current and relevant skills necessary to excel in their roles. By implementing mentoring alongside on-the-job training programs, Organization effectively bridge the gap between theoretical knowledge and practical application within their specific work environment. A question regarding essentials of mentoring was raised, respondents were asked to share their level of agreement. Findings are presented in Table 4

Table 4: Mentoring is Essential in Instilling up-to-date Skills in Employees

	Response
	Frequency
	Percent

	Strongly Disagree
	3
	5

	Disagree
	8
	13.3

	Neither agree nor disagree
	14
	23.3

	Agree
	23
	38.3

	Strongly Agree
	12
	20

	Total
	60
	100


Source : Field data  (2024)

Finding from Table 4 Showed that 3(5.0%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 14(23.3%) of respondents neither agreed nor disagreed, 23(38.3%) of respondents agreed and 12(20.0%) of respondents strongly agreed. Finding revealed that, implementing mentoring and on-the-job training programs holds profound implications for employee performance and organizational effectiveness. 

Job Rotation on Job Training Programs

Job rotation involves moving employees through different positions within the organization, exposing them to various roles, tasks, and responsibilities. This approach enhances employee development by broadening their skill set, deepening their understanding of different functions within the organization and promote adaptability and flexibility. Job rotation as part of training programs result in employees acquiring a comprehensive understanding of the organization's operations, improving their problem-solving abilities, and increasing their overall efficiency and effectiveness in their roles. Therefore several questions were raised in regard to job rotation on job training programs and findings are presented here under; Top of Form
Job Rotation Enrich the Employee Experience 

Job rotation enriches the employee experience by exposing them to diverse roles and responsibilities, directly enhancing their performance levels through several key mechanisms. By rotating through different positions, employees gain a broader skill set and a deeper understanding of the organization's operations, which increases their versatility and adaptability in handling various tasks. This enriched experience boosts their confidence and improves their problem-solving abilities as they encounter different challenges and scenarios. A question regarding the enrichment of employee experience through job rotaton was raised and finding are presented in Table 5

Table 5:  Job Rotation Enrich the Employee Experience

	Response
	Frequency
	Percent

	
	Strongly Disagree
	4
	6.7

	
	Disagree
	7
	11.7

	
	Neither agree nor disagree
	8
	13.3

	
	Agree
	20
	33.3

	
	Strongly Agree
	21
	35.0

	
	Total
	60
	100.0


Source : Field data (2024)

Finding from Table 5 showed that 4(6.7%) of respondents strongly disagreed, 7(11.7%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed, 20(33.3%) of respondents agreed and 21(35.0%) of respondents strongly agreed. Finding revealed that, implementing job rotation within job training programs are profound and far-reaching.  Job rotation enriches the employee experience by providing them with diverse skills and knowledge across different roles within the organization. This enhances individual competency and creates a more versatile workforce capable of adapting to changing organization needs and demands. 

 Job Enrichment 

Job enrichment, as facilitated by job rotation, plays a crucial role in enhancing employee performance through its dual focus on broadening skill sets and deepening organizational understanding. By rotating employees across different roles, Organization cultivates a versatile workforce capable of adapting to varied tasks and nurtures a comprehensive view of operational interdependencies. Furthermore, job enrichment through rotation sustains high levels of employee engagement by offering continuous learning and development opportunities, which are essential for maintaining motivation and driving innovation within the organization. Findings with regards to the job enrichment are presented  presented in Table 6.
Table 6:  Job Enrichment

	Response
	Frequency
	Percent

	Strongly Disagree
	4
	6.7

	Disagree
	8
	13.3

	Neither agree nor disagree
	11
	18.3

	Agree
	20
	33.3

	Strongly Agree
	17
	28.3

	Total
	60
	100


Source : Field data  (2024)

Finding from Table 6 showed that 4(6.7%) of respondents strongly disagreed, 8(13.3%) of respondents disagreed, 11(18.3%) of respondents neither agreed nor disagreed, 20(33.3%) of respondents agreed and 17(28.3%) of respondents strongly agreed.Finding revealed that, job enrichment through job rotation has shown to enhance employee performance by broadening skill sets and deepening organizational understanding. This approach enriches employees' practical knowledge and problem-solving abilities, integrating formal training with hands-on experience to effectively translate theoretical learning into practical application.This continuous exposure to new challenges and responsibilities keeps employees engaged and promotes a culture of innovation, where diverse perspectives and skill sets contribute to ongoing improvements within the organization.

Finding correlate with Ngowi (2020), who suggests that factors such as job enrichment, which involve giving employees more responsibility and opportunities for achievement, recognition, and personal growth, are critical in motivating employees and enhancing their performance.

 Effective Job Rotation 

By participating in job rotation, employees gain valuable cross-functional experience that not only develops their capabilities but also prepares them for future leadership roles. Moreover, job rotation integrates with job training programs to enhance employee performance. Investing in job rotation and training, enhances employee performance and also strengthens organizational performance.Findings are  presented in Table 7
Table 7:Effective Job Rotation

	Response
	Frequency
	Percent

	Strongly Disagree
	5
	8.3

	Disagree
	10
	16.7

	Neither agree nor disagree
	8
	13.3

	Agree
	15
	25

	Strongly Agree
	22
	36.7

	Total
	60
	100


Source: Field data  (2024)

Finding from Table 7 showed that 5(8.3%) of respondents strongly disagreed, 10(16.7%) of respondents disagreed, 8(13.3%) of respondents neither agreed nor disagreed, 15(25.0%) of respondents agreed and 22(36.7%) of respondents strongly agreed.Finding revealed that, by strategically rotating employees across different roles and providing them with structured training, enhances employee potentials by broadening their skill sets and deepening their understanding of the organization's operations. This approach prepares employees for diverse responsibilities and  adopts a culture of continuous learning and adaptation. Furthermore, the flexibility gained from a versatile workforce strengthens  ability to respond agilely to changes and challenges. Overall, investing in effective job rotation and training programs enhances individual capabilities and strengthens organizational flexibility.

Finding correlate with Shin et al., (2019), who propose in their Job Characteristics Model that job rotation can enrich jobs by increasing skill variety and task identity, which leads to higher motivation and job satisfaction among employees. This enrichment of job roles through rotation ensures that employees are continually challenged and engaged, contributing to their personal growth and development.

Inferential Statistics 

Reliability Test

The study tested for the consistency of scale that was used to measure the variables. The Reliability Statistics in Table 8. Indicate the reliability analysis results using Cronbach's Alpha for a scale of 4.28 items.

Table 8:  Reliability Statistics

	Cronbach's Alpha
	N of Items

	.829
	4


Source : Field data (2024)

Results from SPSS, Table 8 showed that, the four variable had a Cronbach’s alpha of .829. Cronbach alpha for the four items, which included Mentoring implementation, Job rotation, Coaching and Employee Performance were above 0.7. This indicated that the internal consistency was acceptable and implied the data were reliable enough to allow procession to further analysis. 

Correlations

The study used correlation analysis to examine how mentoring implementation, job rotation, and coaching related to employee performance. Pearson's r coefficients were used to measure these relationships, where coefficients close to +1 indicate a strong positive correlation, and those near -1 indicate a strong negative correlation. A coefficient near 0 suggests a weak relationship. The significance level (p < 0.05) determined whether these correlations were statistically significant, highlighting which variables influence employee performance the most. See Table 9 for detailed findings.

Table 9:  Correlation Analysis

	
	Mentoring implementation
	Job_rotation
	Coaching
	Employee performance

	Mentoring implementation
	Pearson Correlation
	1
	.368**
	.485**
	.649**

	
	Sig. (2-tailed)
	
	.004
	.000
	.000

	
	N
	60
	60
	60
	60

	Job rotation
	Pearson Correlation
	.368**
	1
	.523**
	.508**

	
	Sig. (2-tailed)
	.004
	
	.000
	.000

	
	N
	60
	60
	60
	60

	Employee performance
	Pearson Correlation
	.649**
	.508**
	.818**
	1

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

	
	N
	60
	60
	60
	60

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


Source:Field data (2024)

Table 9 displays the results of Pearson's correlation analysis for Mentoring implementation, Job rotation, and Coaching in relation to Employee Performance. Mentoring implementation shows a strong positive correlation (Pearson's r = 0.649), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This indicates that changes in Mentoring implementation are significantly associated with changes in Employee Performance.

Job rotation demonstrates a positive correlation (Pearson's r = 0.368), also with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This suggests that changes in Job rotation are significantly related to changes in Employee Performance. Coaching reveals a positive correlation (Pearson's r = 0.485), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This implies that changes in Coaching are significantly associated with changes in Employee Performance.

In summary, the study finds that increases or decreases in Mentoring implementation, Job rotation, and Coaching correspondingly affect Employee Performance, with all correlations being statistically significant.
Regression Analysis 

The statistical method of regression is used to create models and examine the relationship between dependent and independent variables. Its goal is to ascertain how closely two or more variables are related.

Test of Assumptions of Multiple Linear Regression Model

Four assumptions of multiple linear regression models were assessed for variables, including, multicollinearity, outliers, linearity, and normality of the variables.

Normality test

The normality of the variables was assessed through the Shapiro-Wilk test, a statistical method used to determine whether data follows a normal distribution.

Table 10:  Tests of Normality
	
	Kolmogorov-Smirnova

	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Mentoring implementation
	.119
	60
	.036
	.977
	60
	.002

	Job Rotation
	.227
	60
	.000
	.877
	60
	.000

	Employee Performance
	.166
	60
	.000
	.927
	60
	.001

	a. Lilliefors Significance Correction


Source:Field data (2024)

The study assessed the normality of the dependent variable, which was the Employee Performance affected by Mentoring implementation, Job Rotation and Coaching; both the Kolmogorov-Smirnov and Shapiro-Wilk tests were conducted. The normality test results indicated that the data for the Mentoring implementation, Job Rotation and Coaching influences Employee Performance adopted as the Dependent variable were normally distributed. This was evident by the p-values obtained from both the Kolmogorov-Smirnov and Shapiro-Wilk tests, which were less than the level of significance (α = 0.05), with values of p> 0.001.

Regression Analysis on Mentoring implementation
Table 11:
Model Summary for Mentoring Implementation Vs Employee Performance

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

	1
	.649a
	.421
	.412
	.52113

	a. Predictors: (Constant), Mentoring implementation


Source:Field data (2024)

Tables 11, the results show R = 0.649, this implies that there is a strong positive correlation between Mentoring implementation and Employee performance. The R-squared value of 0.421 shows that, about 42.1% of changes in Employee performance are explained by Mentoring implementation, while .52.1% is captured by the error term. This implies that the model has a good fit.

Table 12: Analysis of Variance for Mentoring Implementation Vs Employee Performance

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11.476
	1
	11.476
	42.256
	.000b

	
	Residual
	15.752
	58
	.272
	
	

	
	Total
	27.227
	59
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), Mentoring implementation


Source:Field data (2024)

The results in Table 12, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 42.256 and its associated probability value of .000 (F = 42.256, p = 0.000), that was found to be significant at 5% level of significance. 

Table 13:  Coefficients for Mentoring Implementation Vs Employee Performance
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.887
	.438
	
	2.022
	.048

	
	Mentoring_implementation
	.761
	.117
	.649
	6.500
	.000

	a. Dependent Variable: Employee_performance


Source: Field data (2024)

From the findings obtained in Table 13, it is demonstrated that there is positive and significant relationship between Mentoring implementation and Employee performance as supported by (B = 0.761 and p-value = .000). This further implies a unit change in Mentoring implementation, on average, increased Employee performance by 0.761.

Regression Analysis on Job rotation

Table 14: Model Summary for Job Rotation Vs Employee Performance

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

	1
	.574a
	.329
	.318
	.56116

	a. Predictors: (Constant), Job_rotation


Source: Field data (2024)

Tables 14, the results show R = 0.574, this implies that there is a strong positive correlation between Job rotation and  Employee performance. The R-squared value of 0.329 shows that, about 32.9% of changes in Employee performance are explained by Job rotation, while .56.1% is captured by the error term. This implies that the model has a good fit.

Table 15:  Analysis of Variance for Job Rotation Vs Employee Performance
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.963
	1
	8.963
	28.462
	.000b

	
	Residual
	18.265
	58
	.315
	
	

	
	Total
	27.227
	59
	
	
	

	a. Dependent Variable: Employee_performance

	b. Predictors: (Constant), Job_rotation


Source: Field data (2024)

The results in Table 15, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 28.462 and its associated probability value of .000 (F = 28.462, p = 0.000), that was found to be significant at 5% level of significance. 

Table16:  Coefficients for Job Rotation Vs Employee Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.920
	.342
	
	5.617
	.000

	
	Job_rotation
	.489
	.092
	.574
	5.335
	.000

	a. Dependent Variable: Employee_performance


Source: Field data (2024)

From the findings obtained in Table 16, it is demonstrated that there is positive and significant relationship between Job rotation and Employee performance as supported by (B = 0.489 and p-value = .000). This further implies a unit change in Job rotation, on average, increased Employee performance by 0.489.

5.CONCLUSIONS AND RECOMMENDATIONS

The study highlighted the positive correlations observed between mentoring implementation, job rotation,and employee performance. Mentoring implementation was found to be significantly associated with improvements in employee performance. Similarly, job rotation  showed links to changes in employee performance. Integrating mentoring and job rotation into on-the-job training programs at TANESCO has proven highly beneficial. Mentoring creates a supportive environment that boosts morale, reduces turnover, and enhances retention rates. Mentors provide personalized guidance and knowledge transfer that significantly improve job performance and productivity among mentees. 

Job rotation exposes employees to diverse roles within the organization, enhancing competencies, and promoting deeper insights into organizational processes. These initiatives foster individual growth and strengthen TANESCO's organizational innovation and operational efficiency in Tanzania's energy sector. By promoting continuous learning and improvement, these integrated training approaches ensure TANESCO's sustained success and excellence in service delivery.
The study recommend that management should prioritize creating a supportive environment through mentoring to enhance employee morale, motivation, and retention. Personalized guidance from experienced mentors to improve job performance and encourage innovation and adaptability among employees. Similarly, implementing job rotation would enrich employees' skills and deepen their understanding of organizational processes, enhancing problem-solving capabilities and decision-making. Management should invest strategically in these initiatives to nurture a skilled workforce aligned with TANESCO's long-term objectives, ensuring sustained growth and competitiveness in Tanzania's energy sector.

Policy makers should recognize the profound benefits of mentoring and job rotation highlighted in the study and consider promoting these practices within public sector organizations like TANESCO. Encouraging the integration of mentoring could enhance employee development, reduce turnover rates, and finally improve organizational effectiveness. Job rotation should be supported as a strategy to diversify employees' skills and experiences, thereby enhancing the overall efficiency and innovation capabilities of public sector entities. Policies that incentivize and support such training initiatives would contribute to building a more strong and competent workforce, crucial for meeting the dynamic challenges of Tanzania's energy sector.
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