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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study assessed the influence of training and development on employee’s performance a Case of Tanzania immigration service department- Ruvuma region. The study was guided by three objectives; to examine whether skills enhancement has played a role in improving employee’s performance at Tanzania Immigration Service Department, to assess the contribution of employee engagement in employee performance at Tanzania Immigration Service Department and to determine the influence of talent retention over employee performance at Tanzania Immigration Service Department. The study adopted positivism philosophy that applied quantitative research approach in which it has employed a cross-sectional research design. The targeted population in this study was for 80 Immigration officers of Ruvuma region.  And the sample size was 67 immigration officers in which 64 responded. Primary data collection methods were Questionnaires. Descriptive statistics, factor analysis, and multiple regression analysis were applied for data analysis of this study. Where first variable is positive and significant. For second objective variable is positive and significant Likewise, for third objective, the variable is positive and significant. The results revealed that, the provision of these trainings enhances the employee’s performance. The study concludes that, training has been useful with its core objective of employee’s performance. The study recommends; Better employees and organization services, is caused by Skills enhancement, belongingness due to employee’s engagement and maintaining of organization objectives through talent retention.  
Keywords: Skills Enhancement, Talent retention and Employees engagement.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Overview TC "1.1 Overview" \f C \l "1" 
This chapter presents the background of the study, a statement of the research problem, research objectives which include the general and specific research objectives, research questions which include general and specific research questions, significance of the research and the scope of the research. In addition, the chapter describes the limitations and organization of the study.
1.2 Background to the Study TC "1.2 Background to the Study" \f C \l "1" 
Training and development is the most basic function of human resources management. It is the systematic application of formal processes to help people to acquire the knowledge and skills necessary for them to perform their jobs satisfactorily (Armstrong & Taylor, 2020). These activities have become widespread human resource management practices in organizations worldwide (Hughes et al., 2019). 

Employee performance is the process by which an organizational leader, managers and supervisors to monitors and evaluates the work of the employees. A successful performance management strategy is often continuous, meaning that managers have numerous opportunities to correct and reward team members. Employee performance to an organization has different significances like It helps with goal setting, it allows better engage within a team, it can improve productivity, it helps establish transparency, it can help employees make improvements, it helps recognize the high performers (Ruttledge & Cathcart, 2019).
According to Bhattarai, (2019) Training and development of Employees and performance in Nepal Rastra Bank’ the study aimed to investigate the effect of training and development on employee performance. The questionnaire was formed based on empirical literature. This research engaged convenience sampling technique for selecting the respondents. The independent variable that has been used in this research is training plan, training design, training method and training evaluation. The dependent variable has been used in this research is employee performance. Research was conducted and the number of respondents is 100 employees at Nepal Rastra Bank. The result shows that all independent variables have significant relationship on employee performance. Future researchers are recommended to focus on other business sectors-and moreover explore the employee performance based on the training and development.
Employees are the most precious asset for any organization in building up or destroying its reputation and profitability. Some of the factors that determine the performance of employees are training and development of employees, organizational policies, working situations, job satisfaction, and interactions within the organization. Thus, training is one of the most effective tools to enhance the employee performance (Afroz, 2018; Garavan et al., 2020).
In Tanzania, Samwel (2018) conducted a study in Geita, Shinyanga and Mara on the “impact of employee training on the performance of the Drilling Companies.” The study used a survey research design supported with the quantitative method research approach. Methods for data collection were questionnaires; data were analyzed using descriptive statistics such as frequencies and percentages and results were presented using tables. The findings unveiled that, employee training had a significant and positive effect on the performance of the drilling companies because after their studies employees became competent and self-motivated staff, and provided quality services and product to the customers/clients; furthermore, they felt as part of the company and this made them stay longer with the companies. It was recommended that, there was a need for drilling companies to develop proper and effective training and development procedure which would guide them in implementing training policies.
For the last few years, the ministry of home affairs in Tanzania has taken several initiatives like training of employees, promotions, integrating services to Information and Communication Technology and collective participation with other security and defenses agencies in fostering performance and efficiency in Tanzania Immigration service department (United Republic of Tanzania [URT], 2023). Among other initiatives, the focus was to improve performance through staff training and development (URT, 2023).
Tanzania Immigration Service Department (TISD) is one of the fast-growing entity within the ministry of home affairs in Tanzania, the priority is on employees training and development. The increasing blooming in the department both large and small requires competent personnel. As a result, the training academy play a vital role in providing competent manpower needs to both employees at both levels. It focuses on all academic and research disciplines to enhance the performance of employees. Although each staff or employee has got its own defined duties and responsibilities, their performance determines the accomplishments of the goal of the training college (Muganyizi, 2018).
Akter (2021) Published the Impact of Training and Development on Employee Performance and Productivity has explained the influence of training on employee performance focused on the private sector and companies that are profit-oriented and foreign countries. Therefore, limited studies are conducted in the case of Immigration Service Department. Some studies show human resource management is not given attention and there are problems with training. However, there is an importance in improving employee’s performance in organization for the efficiency of technologists in the academic institution and organization. Hence, this study focused on investigating the influence of training and development of employee’s performances in Tanzania immigration service department in order to lower problems that are associated with low or absence of training like misconducts, underperformance and incompetent. 
The independent variable that is used in this research is Skills enhancement, employee engagement and talent retention. The dependent variable has been used in this research is employee performance. Employee’s performance depends on a variety of factors. But the most important thing in employee performance is training. Today training is a very important factor in the business world because training enhances the efficiency and effectiveness of both employees and the organization (Alipour, 2019).
This study used Human Capital theory proposed by Schultz (1961) and developed extensively by Becker (1964) who classified expenditures on human capital as investment rather than consumption. Human capital can be defined as knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production. Human capital theory suggests that education or training raises the productivity of workers by imparting useful knowledge and skills, hence raising workers‟ future income by increasing their lifetime earnings.
The theory tries to assess the influence of training and development on employee performance in Tanzania immigration service department.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Training and development play a crucial role in enhancing the performance of employees within an organization. As an organization continue to evolve and adapt to changing market dynamics, investing in the growth and skill development of employees has become a strategic imperative (Bhattarai, 2019). This study explored the significant influence that training and development initiatives have on employee performance and the overall success of a company. The rapid development in technologies, education, population, change of policies, environment, need of provision of quality and standard service has necessitated investigating the role or influence of training and development in employee’s performance in Tanzania immigration services department (Ruttledge & Cathcart, 2019).
It is apparent that increasing requirements of services offered by Tanzania immigration services department influences training and development of the employees for the better performance. In response to this situation, the Immigration service department was established by the immigration Act Cap 54 as revised in 2016. The Act took a number of measures including establishment of immigration posts, placing emphasis on using modern technologies like e-Immigration. Other similar efforts were formulated including preparation of training policy, the adoption of ICT for border, internal operations and joint operations efforts to curb misconducts and corruption. Despite of these efforts there is absence of trained or skilled personnel to offer services in some places within the country, these calls for more study to assess whether the immigration training programs have adequately addressed the problem and can manage achieving the desired goals of ensuring services are evenly distributed at the required standard (Van Riemsdijk & Basford, 2022).
In fact, changes in technology, environment, work systems and management style requires human resource to possess abilities, skills and knowledge to cope with those changes. it is only through training that requirement can be met. Although there is little real support for training as a major contributor to achieve corporate goals. however, these interventions were considered inadequate to deal with challenges noted above, the rate of employee’s underperformance caused by inadequate training and development programs is observed to have increased year after year, at the same time the immigration service’s reform program has continue to incorporate training as one of its efforts in increasing efficiency in service delivery and control (Nzowa, 2020; Walters & Rodriguez, 2017).  
In view of the above, this study therefore seeks to examine the influence that training and development program brings in improving the performance of employees in Tanzania immigration service department so as to increase efficiency as intended.
1.4 Objective of the Study TC "1.4 Objective of the Study" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
The general objective of the study was to investigate the influence of training and development in employee’s performance in Tanzania immigration service department.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
i. To determine whether skills enhancement has played a role in improving employee’s performance at Tanzania immigration service department.
ii. To determine the contribution of employee engagement on employee performance at Tanzania immigration service department.
iii. To determine the influence of talent retention on employee performance at Tanzania immigration service department
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
1.5.1 Specific Research Questions TC "1.5.1 Specific Research Questions" \f C \l "1" 
The specific research questions that were used in this study are as follows:

i. What is the role of skills enhancement on improving employee’s performance in Tanzania immigration service department?
ii. What is the contribution of employee engagement on employee’s performance at Tanzania immigration service department? 
iii. What is the influence of talent retention on employee’s performance in Tanzania immigration service department?
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
This study was conducted at Tanzania Immigration Service Department-Ruvuma Region to investigate the influence of training and development on employee’s performance. The study is of much value to various groups of people including the department, the training committee and Employees of TISD, the Management of the Government of the United Republic of Tanzania, and scholars. Therefore, the study will be posted on the Open University Website whereby lecturers and students will use the research as a source of reference. Also, the scholars can use the research findings to identify gaps and uncover areas that they can use for further studies. 

Moreover, the knowledge generated may assist organizations, policy maker, academicians and all interested individuals to realize importance of training and development in organization performance. The study may reveal the importance of training and development in improving organization performance and help the top management to be flexible to permit employees for further training. This study is an empirical literature to other researchers who are interested in the area of study. Furthermore, the study may provide useful insights of the impact of training and development in improving the performance in Tanzania immigration service department.
TISD is working closely with the Government of the United Republic of Tanzania. The Ministries will benefit from the research by formulating training programs that will enhance an individual’s motivation for training that will increase morale at the workplace. Finally, the findings of this study will be useful in providing the necessary information/feedback to employees of TISD and Government of the United Republic of Tanzania on the importance of training programs at the workplace. However, the research is for the fulfillment of submission to the Open University of Tanzania (OUT) for a Master of Human Resource Management award.
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The scope of this study was limited to the influence of training and development in employee performance in Tanzania Immigration Service department particular in Ruvuma region. Training of employees in Ruvuma region has been specifically selected because it is an area or region bordering Tanzania and Malawi and Tanzania against Mozambique. Therefore, it is possible to find competent personnel in immigration matters providing services to large population from both countries. That is why the study is directed to the area to determine how training and development of employees will provide a better and quality services.
1.8 Organization of the Study TC "1.8 Organization of the Study" \f C \l "1" 
This study has five chapters; Chapter one presents the introduction, background of the study, statement of the problem, research objectives, research questions, significance of the study, scope and study limitations. Chapter two presents the definitions of key terms, a theoretical literature review which explains when the theory developed, by whom and what are the assumptions/statements of the theory; a conceptual framework review which explains the researcher's thoughts on the study; and an empirical review. 
Chapter three presents the research methodology. The subsections include research design, research area, study population, sample design/sample size, data collection techniques and data analysis methods. As well, the validity and reliability of the study, and ethical considerations are provided. Chapter four provides data presentation, analysis, and discussion on data obtained from the research based on the research objectives. Chapter five provides summary of study findings, conclusion, and recommendations of the study based on the research objectives. Also, the chapter gives suggestions for further research on the subject matter. 

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
The key concepts in this study are as reflected in the background information and statement of the problem. This chapter presents the definitions of key terms; theoretical literature review which explains when was a theory developed, by whom and what are the assumptions / statements of the theory; a conceptual framework review which explains the researcher’s thought on the study; and an empirical review. 
2.2 Definitions of Concepts and Terms TC "2.2 Definitions of Concepts and Terms" \f C \l "1"  

2.2.1 Training Programs TC "2.2.1 Training Programs" \f C \l "1" 
Word and Sowa (2017) defined training as a work-related learning experience aimed at knowledge and skill advancement for the purposes of improving awareness, expertise, performance and organizational impact. Training, as cited by Noe and Hollenbeck, (2019). refers to a planned effort by a company to facilitate the learning of job-related competencies, knowledge, skills, and behaviors by employees. The goal of training is for employees to master the knowledge, skills and behaviors emphasized in training and apply them to their day-to-day activities. Further, Noe and Hollenbeck, (2019) commented that training has impressive record of influencing performance. 
Generally training program is the planned sequence and combination of activities designed to equip employees with knowledge and skills to become better professionals. Each training program is aimed at achieving specific business goals depending on the purposes. 
2.2.2 Training and Development TC "2.2.2 Training and Development" \f C \l "1" 
Training refers to a planned effort by organization to facilitate employees learning of job related competencies. These competencies include knowledge, skills or behaviors that are critical for successful job performance (Noe, 2010). Training and development is defined as a learning process in which people acquire knowledge, skills, experience and attitude that they need to perform their job well for the achievement of their organization goals and individual goals. (Ngirwa, 2005). Generally training is the process of increasing the knowledge and skills for doing a particular job. It is an organized procedure by which people learn knowledge and skills for a definite purpose.
2.2.3 Skills Enhancement TC "2.2.3 Skills Enhancement" \f C \l "1" 
Employee Enhancement/development is a process of improving employees’ existing competencies and skills and developing newer ones to support the organization’s goals (Arulsamy, Singh, Kumar & Bajaj, 2023). Skills enhancement as the structured process designed to help employees acquire the skills they need to become more autonomous and effective (Shenoy & Shailashri, 2023).. These skills may be entirely new, or they may represent an extension of know- how already applied on a day-to-day basis.
Generally, Skills enhancement includes the provision of opportunities and knowledge for the client (Employees) to develop and strengthen the necessary skills 
to gain, maintain and advance in a chosen area.
2.2.4 Employees Engagement TC "2.2.4 Employees Engagement" \f C \l "1" 
Robinson et al (2004) defined employee’s engagement as a positive attitude held by the employee towards the organization and its value. An engaged employee is aware of business context and works with colleagues to improve performance within the job for the benefit of an organization. According to Gallup Organization defined Employees engagement as the involvement with and enthusiasm for work this was cited by Dernovsek (2008) that likens employee’s engagement to a positive employee’s emotional attachment and employee’s commitment. Generally, employee engagement is the level of enthusiasm and dedication a worker feels toward their job. Engaged employees care about their work and about the performance of the company, and feel that their efforts make difference.
2.2.5 Employees Retention TC "2.2.5 Employees Retention" \f C \l "1" 
According to Mathimaran and Kumar (2017), is a systematic effort an employer creates in order to foster an environment that motivates employees to remain employed by the organization. In this study, job retention will mean keeping skillful and competent employees with the company or organization. Employee retention is defined as an organizations ability to retain its employees. It can also be called as a process, in which the resources are motivated and encouraged to stay in an organization for a longer period of time for the sustainability of the organization (Hytter, 2007). 
Generally, employee’s retention is the ability of an organization to retain its employees and ensure sustainability. Employees retention also includes both strategies taken to ensure the employees are comfortably working in an organization for a very long period of time and enable an organization achieve its objectives.
2.2.6 Employee Performance TC "2.2.6 Employee Performance" \f C \l "1" 
Employee performance as described by Imran and Tanveer (2015), is the set of employee behavior, results, and outcomes that come after completing the job tasks using certain competencies and that are measured through different metrics. Employee performance according to Gibson et. Al, (1985) is the degree of success in carrying out their duties and abilities to achieve the intended purpose. Generally, employee’s performance includes how well a person executes their job duties and responsibilities, many companies assess their employee’s performance on an annual or quarterly basis to define certain areas that need improvement and to encourage further success in areas that are meeting or exceeding expectations.
2.3 The Types of Training on Employee’s Performance TC "2.3 The Types of Training on Employee’s Performance" \f C \l "1" 
Ngari (2015) explained Organizations must invest in training and development to enhance staff skills. The types of training offered can have different costs and benefits to an organization. There are three main types of training carried out at the workplace which are Induction, On-the-job (Short-term training), Off-the-job (Long-term training). All these three have major impact if an organization does not apply to its employees.
2.3.1 Induction TC "2.3.1 Induction" \f C \l "1" 
Induction refers to the training offered to new employees when they join an organization (Mchete & Shayo, 2020). The advantage of this training is that employees settle quickly into the job, employees will be aware of the important health and safety issues before starting the job, and employees will understand who the main person is in the organization (Mchete & Shayo, 2020).  
2.3.2 On – the-Job (Short-Term Training) TC "2.3.2 On – the-Job (Short-Term Training)" \f C \l "1" 
This is a training that is undertaken at workplace. Organization can carry out several different types of on-the-job training (Lin & Hsu, 2017). Most of this type of training is short-term trainings such as: Coaching, online training. Advantage of this training is specific to the company’s needs, work in not interrupted by staff attending training courses out of the office and not expensive, and employee feels more at ease (Lin & Hsu, 2017).
2.3.3 Off-the Job (Long-Term Training) TC "2.3.3 Off-the Job (Long-Term Training)" \f C \l "1" 
This is a training that is undertaken outside the workplace. This training can take place at different locations such as colleges or training centers (Bush, 2018). Most of this type of training is long-term training, conference/seminars that are conducted by a training centre (Bush, 2018). Also, most of the time these are evening programs or distance learning. Advantage of this type of training is the higher quality training usually delivered by experts and presence of higher levels of concentration as there are less interruptions. 
2.4 Theoretical Literature Review TC "2.4 Theoretical Literature Review" \f C \l "1" 
This study focused on the theories that are relevant to training. This theory is Human Capital Theory.
2.4.1 Human Capital Theory TC "2.4.1 Human Capital Theory" \f C \l "1" 
Human Capital theory was proposed by Schultz (1961) and developed extensively by Becker (1964) who classified expenditures on human capital as investment rather than consumption. Human capital can be defined as knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production. Human capital theory suggests that education or training raises the productivity of workers by imparting useful knowledge and skills, hence raising workers‟ future income by increasing their lifetime earnings (Becker, 1964). In Becker’s view, human capital is similar to "physical means of production", e.g., factories and machines: one can invest in human capital (via education, training) and one's outputs depend partly on the rate of return on the human capital one owns. Thus, human capital is a means of production, into which additional investment yields additional output. Human capital is substitutable, but not transferable like land, labor, or fixed capital.
As human capital (trained employees from Tanzania Immigration service department) being a physical means of production since they are provided with education and health that will enable them actively participation in production and influences the organizational performance like Preservation of peace and security, Issuing of passport and other travelling documents, Issuing visa and resident permits, Facilitating the process of application of citizenship, Allow exit and entry within the united republic of Tanzania. Employees and capital equipment are both factors of production.
Strengths of human capital theory include Economic growth, High levels of human capital correlate with higher levels of GDP. Employee morale, when workers are better trained and more productive, it also benefits their morale and mental health. Higher income levels, one of the most significant advantages of human capital theory is that it can lead to higher income levels for workers. The Human capital theory doesn’t have only strengths as explained above it also have the critiques or limitation. It is flawed, overly simplistic and confounds labor with capital. The theory fails the test of realism due to weaknesses of method, such as the use of a single theoretical lens and closed system modelling, inappropriate application of mathematical tools, and multi-variety analysis of interdependent variables.
Human capital theory imposes a single linear pathway on the complex passage between heterogeneous education and work, and cannot explain how education augments productivity, or why salaries have become more unequal, or the role of status. The justification of using Human Capital theory in training and development of employees it encompasses knowledge, skills, attitudes, aptitudes, and other acquired traits contributing to production. Human capital theory suggests that education or training raises the productivity of workers by imparting useful knowledge and skills, hence raising workers‟ future income and production.

2.5 Empirical Literature Review TC "2.5 Empirical Literature Review" \f C \l "1" 
2.5.1 Influence of Skills Enhancement on Employee Performance TC "2.5.1 Influence of Skills Enhancement on Employee Performance" \f C \l "1" 
Bukhari and Iraqi (2021) from Pakistan investigates the effects of skills enhancement via training and development programs for soft skills on the performance of hospital employees. In order to gather data for their study, physicians, nurses, and other paramedical staff members answered questionnaires. The results showed that skills enhancement have positive and significant effect on employees' performance. In order to improve employee performance and help the health sector in Karachi meet post-COVID-19 criteria, the report advises that the sector focus more on staff training and development, teamwork and collaboration, and stress management.

Farooq and Aslam (2011) from Pakistan investigate the influence of skills enhancement on performance of employees. Their study used primary data collected using questionnaires. Finding depicts the positive correlation between training mainly skills enhancement and employee performance. Thus, we can predict from this finding that it is not possible for the firm to gain higher returns without skills enhancement or development, and it can only happen when firm is able to meet its employees’ job related needs in timely. Likewise, Sultana (2012), conducted in telecom sector of Pakistan, states the R² as .501 which means that 50.1% of variation in employee performance is brought by skills enhancement. Further, the T-value was 8.58 that explain skills enhancement is good predictor of employee performance.

Shenoy and Shailashri (2023), conducted a literature review to examine government activities for skill enhancement, actions performed by higher education institutions, and the corporate sector's involvement in skill enhancement. In their study they employed a survey of the literature that they gathered from a number of secondary sources, including websites, research papers, and news items. The findings indicate that skills enhancement positively associated with employee’s performance. This implies that, skills enhancement associated with increase employee’s performance.

Yimam, (2022) from Ethiopia examines how employee performance in a technology-focused academic institution is affected by skill enhancement. Regression analysis of the 316 administrative staff members of Bahir Dar University collected data for their study using a cross-sectional survey and a quantitative methodology. The findings indicate that improving employees' skills has a considerable significant impact on their performance. Ultimately, the study suggested that in order to improve the performance of Bahir Dar University's administrative staff, particularly the technology institutions, human resource management should work to improve the calibre and scope of the training programme and appropriately implement the four stages of the systematic training processes. 

Sudanese researchers Hanafi and Ibrahim (2018) investigate how improving one's abilities affects customer service. They employed a quantitative and cross-sectional approach in their investigation. Additionally, convenient sampling was used in their study to choose Sudanese telecom firms' clients. Research has shown that improving one's skills directly and significantly improves service performance. In the service industry, employee skills are essential for improved performance. Supervisors must focus more on staff competencies to guarantee effective service delivery. 

In Africa, Vincent, (2020) from Nigeria examine whether skills enhancement has played a role in improving employee’s performance, the study examined the effect of skills enhancement on worker job performance. His investigation founds the significance of skills enhancement on employee’s performance. Those included quick economic expansion, raise of political steadiness and reduction of poverty. His research conclude on the training is irreplaceable in rising the worker’s productivity. It doesn’t merely improve staffs creatively, likewise offers the chance to almost study their responsibilities and achieve further proficiently. His study suggested that training packages supposed to be non-stop foundation and not for institution is challenged with teething troubles. 

Tanzanian researchers Mugasa, Marwa, Oyaro, and Kibirango (2022) from Mwanza region investigate the impact of skills management on employee work performance. They employed quantitative methods and a correlational research methodology in their investigation. 22 banks were employed in the study, and 149 respondents were chosen at random. A questionnaire was used to collect data. The results show that financial institutions in the Mwanza Region have a high degree of skill management implemented, and that there is a strong positive correlation between skill management and employee job performance. The P-Value was 0.000 < 0.05 level of significance, indicating that the study hypotheses were rejected and that there is a significant association between employee work performance and skills management techniques. The study found a substantial positive correlation between employee job performance and skills management. The study suggested that in order to improve employees' job performance, the government should control the terms and conditions that financial institutions set for their employees. It also suggested that financial institutions should keep up their implementation of skills management practices, such as employee development initiatives, training needs assessments, and rewards, as these have a significant impact on employees' job performance.

In Tanzania, Muganyizi, (2018) examined the effect of training on workforce performance in Tanzania immigration unit. The study employed random technique to choose about 57 employees as sample. In data gathering, interview guide and questionnaires employed. Outcome exposed that major kinds of training existing to workforce at Immigration section are on the job and off the job trainings. Further, outcomes establish that as results of workers training commitment has enhanced, services delivery improved and client gratification has been recognized to rise. Likewise, the overall workforce performance has enhanced due to actual workers training. The study different from this based on the sample, theory and approach. This study will increase sample size, will use both quantitative and qualitative approach and additional variable of training duration and number of times attended training.

2.5.2 Influence of Employee Engagement on Employee Performance TC "2.5.2 Influence of Employee Engagement on Employee Performance" \f C \l "1" 
Zahro, Ayi, and Nova (2022) from Indonesia examine how work satisfaction functions as an intermediary variable in the relationship between employee engagement and performance in expeditionary enterprises. Their study made use of quantitative research and information gathered from 201 employees via questionnaires. The results demonstrate that, through job happiness, employee engagement significantly affects employee performance. This suggests that job satisfaction affects employee performance because it makes workers feel engaged, which leads to higher levels of employee engagement. This is to ensure that performance-related factors like employee engagement and satisfaction can be preserved and even enhanced.

Shrestha (2019), on his research on the organizational performance of public firms and employee engagement; the study was carried out in Nepal, South Asia. Thus, the relationship between employee engagement and organizational outcome was investigated in this study. This study, which included officer level personnel from 49 campuses of Tribhuvan University, employed descriptive analysis. Through the use of 115 sets of questionnaires, data was gathered. The study's conclusion was that there is a favorable correlation between employee engagement and organizational effectiveness when it comes to workforce diversity. The author goes on to say that employee engagement and organizational performance have a significant relationship. Engaged workers are able to distinguish social cues from those of others and can decide how to enhance their social skills to meet organizational objectives. 

Furthermore, in their study on the impact of employee engagement on organizational performance in the Jordanian banking sector, Mahmoud, Rana, and Obediat (2018) aimed to explore the relationship between job satisfaction for IT employees in the Jordanian banking sector and the effect of their engagement on organizational performance. Regression analysis and a quantitative research design were utilised to examine data collected via questionnaire-based surveys. The findings demonstrated that organizational success was highly impacted by IT employee engagement, with three of its dimensions—vigor, absorption, and dedication—significantly boosting performance. Additionally, it demonstrated that job satisfaction was positively and considerably impacted by IT employee involvement, with vigour having the largest impact. 

Ethiopian researchers Gede and Huluka (2024) look at how employee engagement affects organizational performance in the context of public universities. It seeks to investigate the connection between worker involvement and these institutions' overall success, with a particular emphasis on public universities. Their study combined qualitative methods with explanatory and descriptive research strategies. To choose the 365 employees in the sample, a random procedure was applied. The results of structural equation modelling show that organizational performance in higher education is significantly and favorably impacted by vigour, devotion, and absorption. The study's conclusions also show that the degree of staff involvement influences how well study institutions perform.

From Indonesia, the impact of employee engagement on employee performance is examined by Mayangsari, Yusuf, and Hardianto (2022). In order to ascertain whether the measurement can be used to present accurate and trustworthy information, this research method analyses the measuring technique (outer model). Measurements and structural models can be tested simultaneously thanks to the analysis method that makes use of partial least squares (PLS), a variance-based structural equation. Results indicate that employee performance is positively and significantly impacted by employee engagement.

Anitha, et al (2016) examines the impact of training and employee’s engagement on employee performance in Private Insurance sector in Coimbatore District in India. The result obtained was training and engagement imparted to employees of Private Insurance company in Coimbatore improve the level of their performance considering other factors such as education level and work experience. The employee performance seemed in the level of productivity after training and engagement. Effective training programs aimed at improving the employees’ performance can be given through different methods such as coaching, cooperation and participation by the subordinates.

In Africa, Okumu, Kiflemariam and Mang'unyi, (2018) from Kenya look into the influence of employee’s engagement over worker training on judiciary employee performance. Their investigation employed descriptive research design. Likewise, about 400 judiciary workers used as population of study. In sampling, stratified and random sampling employed to choose 210 sample respondents. Findings of regression show the transfer of skills has a noteworthy association with worker performance and ranked the first followed by instructional media and training resources and policies. Those aspects have a significant association with worker performance. But, association among policies and worker performance was insignificant. Finally, outcome discovered the insignificant effect of workers’ status on performance.

In Tanzania, Mpeo and Ngussa, (2018) studied the influence of training mainly employee engagement on workers' performance in higher learning institution. Their investigation used questionnaire to collect data randomly from 149 teaching and non-teaching workers. Their outcome exposed that the level of worker’s performance efficiency was relative high. Likewise, results exposed that orientation; coaching, off-job and on-job training are definitely influence job performance. 

Burhan (2018) studied the relationship between effective performance and employee engagement elements, using Agakhan Hospital in Dar es Salaam as a case study. In this study, case studies were used. The results indicate a significant difference in participation levels between various population groups. According to the report, there should be high levels of employee engagement as well as long-term contracts, professional progression, training, and development, as well as transparent management. According to the study's recommendations, management should enhance job security, employee retention, the availability of long-term and permanent contracts, enhance organizational benefits, encourage staff members to participate in various training opportunities, and maintain transparency in order to raise performance and employee engagement.

Additionally, Ngoisa's (2015) study at the Bank of Tanzania examined the elements that influence employee engagement, with the Arusha branch serving as an example. According to the study, the following general factors, in order of highest to lowest impact on employee engagement at the Bank of Tanzania: work-life balance, leadership quality, career growth and opportunity, performance management, training and development, and good relationships with coworkers. Additionally, prospects for job advancement, pay, and perks all significantly reduced the likelihood that BOT employees would consider quitting. The findings of this study suggest that additional research be done at other Tanzanian institutions, such as commercial banks, to confirm the findings about the elements influencing employee engagement.

2.5.3 Influence of Talent Retention on Employee Performance TC "2.5.3 Influence of Talent Retention on Employee Performance" \f C \l "1" 
Madurani and Pasaribu (2022) from Indonesia look on the relationship between employee retention and talent management. A sample of 140 workers from Indonesian public and private organizations (BUMN) took part in the quantitative research for their study. The results of structural equation modelling (SEM) show that talent management has a direct impact on employee retention, which is mediated indirectly by organizational justice. Nonetheless, the results provide credence to the idea that talent perception congruence can lessen the negative effects of talent management on employee retention. Future investigations may want to consider the several limitations of this work. This study also offers managerial and theoretical implications for the literature and HR practitioners in businesses assessing the effect of talent management on employee retention.

Jordanian researchers Asaad et al. (2023) look at how talent management strategies affect worker performance and retention. A questionnaire was employed in their study to gather data from 267 workers in service organisations, which included banks, travel agencies, and telecommunications companies. The results of structural models showed that pay and benefits had a major, beneficial impact on employee retention and performance. Employee performance and retention were also highly and favorably impacted by recruitment and selection processes. Employee retention and performance were also strongly and favorably impacted by training and development. The findings imply that introducing talent management techniques—which include hiring and selection, training and development, and incentives and pay can enhance worker performance and retention in Jordanian service companies.

Rawat (2022) from India, determine the influence of talent retention over employee performance. The study used a mixed research approach. Data collection methods were questionnaires, interviews, and personal observations. Data analysis was done through simple and statistical methods (means and standard deviations) and presented on tables. The findings established that, training and development programs helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff. The study recommended that, the company had to widen other categories of workers to attend short training and development programs such as seminars and workshops so as to equip them with the changing internal and external pressure they face and will help them to feel a sense of belongingness and importance to the organization. 

Rwandan researcher called Harorimana, (2022) investigate the impact of employee retention on organizational performance. They employed a mixed method and cross-sectional design in their investigation. There were 221 workers in the research sample. The results indicated a substantial correlation between alluring compensation packages and the performance of the organization, as well as a strong correlation between awards and recognition and performance. Therefore, one of the key issues facing businesses and their executives continues to be employee retention. It takes a lot of time, money, and effort to find and train a replacement due to the organization's lack of critical advanced abilities, on top of the organization's own experience. Thus, the goal of this study is to see how staff retention affects the success of the company. Key variables to concentrate on in this study are attractive compensation packages, training and development, rewards, and recognition. The variables indicate the degree to which they impact employee retention, which in turn impacts the organization's performance. 
The study conducted by Ohunakin and colleagues (2020) aims to examine the impact of talent retention methods, including job security and training and development, on the performance of employees in Nigeria's hospitality sector. 312 front-line staff members of the chosen five-star hotels in Nigeria were asked to complete a questionnaire as part of their study. The results of structural equation modelling (SEM) demonstrated the important influence that these retention tactics had on the behavioral outcomes of the workforce. This suggests that management should continuously assist employees' career advancement and financial security, particularly those in the professional sector. Gaining their undivided attention and encouraging positive behavior at work depends greatly on this. In addition to fostering knowledge transfer, strengthening the succession plan, and retaining top people, this will improve the employer brand.

Muyela and Kamaara (2021) investigate how talent management techniques affect workers' output in Kenya's civil service. To choose the respondents from the several ministry departments, their study employed a descriptive survey approach and basic random sampling. Questionnaires were employed to gather data from a sample size of 291 respondents. Results indicate that employee performance in Kenya's Ministry of Industries, Trade, and Cooperatives is positively and significantly impacted by talent retention, talent acquisition, and career development. Since talent retention practices have a favourable and considerable impact on employee performance, the report advises the ministry to concentrate on strengthening its talent retention tactics. The report concludes by recommending that the ministry improve its career development procedures because doing so will have a favourable and substantial impact on staff performance.

Kenyan researchers Lyria, Namusonge, and Karanja (2018) investigate how organisational performance of companies listed on the Nairobi Securities Exchange is impacted by talent retention. Survey research designs for correlation and description were utilised in their study. In order to choose respondents from the ten strata of NSE listed businesses, a stratified simple random sampling technique was also used. A sample size of 224 responders was selected from the listed organisations' population of 534 top managers. The findings showed that the organisational performance of all listed businesses and talent retention have a significant and favourable association. Talent retention showed a positive correlation with organisational performance. With a R squared of 0.489, it can be inferred that variations in the performance of the organisation account for 48.9% of the variations in talent retention by listed businesses. The findings also showed that the performance of the organisation may be statistically explained by talent retention.

2.6 Research Gap TC "2.6 Research Gap" \f C \l "1" 
The literatures and studies done on training and development show some elements of training and development practice without going into deep analysis to the influence of training and development on employee’s performance; also the studies were undertaken some years ago so there is a possibility that the findings they produced are outdated in the current environment. The gaps in studies done as shown above have motivated the researcher to conduct a detailed study on the influence of training and development on employees’ performance in Tanzania immigration service department using Ruvuma Region as the case of study.
There is a lack of a consensus on the influences of training and development on employee’s performance in Tanzania immigration services department in providing immigration services. For example, based on reviewed theory, there are various scholars who have highlighted determinants of the influence of training and development and willingness of immigration officers in services provision. For example, Manyisa and Aswegen (2021) states that the influence of training and willingness to work  can be affected by factors such as workload, HIV/AIDS epidemic, shift work, and long working hours. Similarly, Zou et al., (2022) highlights factors such as technologies, leadership, and good health management. However, scholars like Bulage et al., (2020) and Kigozi et al., (2020) in their studies found factors like adequate number of staff and a chronic shortage of professional staff. In this empirical review, each study has identified its own different factors, therefore, there is a need to conduct this study to identify the influence of training and development on employee’s performance in Tanzania immigration service department.
Most of the reviewed researches have little coverage on contextualized gap on the influence of training and development on employee performance in Tanzania immigration service department. Most of these studies had been done in different countries. For example, Shu-Ling (2020) in Taiwan, Bhaga (2020) in South Africa and Juma (2020) in Uganda, to mention a few. This means, in Tanzania context, there are little studies that have been done based on the influence of training and development of employee’s performance in Tanzania immigration services department. Therefore, there is a need of studying the influences of training and development on employee’s performance in Tanzania immigration service department.
2.7 Conceptual Framework TC "2.7 Conceptual Framework" \f C \l "1" 
According to Joannès, Colineaux, Guernec, Castagné, and Kelly‑Irving (2023), conceptual framework is the organisation of central ideas and concepts from theories, key findings from research, policy statements and other professional wisdom that guide the research project. Kivunja (2018) defined conceptual framework as the organised key concepts in the study which define the focus and direction for the study. Whereas, conceptual framework is a structure which the researcher believes can best explain the natural progression of the phenomenon to be studied, or the concepts, empirical research and important theories used in research, or the researcher’s explanations of how the research problem would be explored; and in a statistical perspective, the conceptual framework describes the relationship between the main concepts/or variables of a study (Adom, Hussein, &Agyem, 2018). In this study, conceptual framework will mean a detailed summary of the relationship among independent and dependent variables.
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Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1"  

Source: Researcher (2024). 
2.7.1 Skills Enhancement TC "2.7.1 Skills Enhancement" \f C \l "1" 
It involves development of certain skills sets relevant to one’s profession and one of the method for career development.it provides the opportunity and knowledge for client to develop and strengthen the necessary skills to gain, maintain and advance in a chosen area (Miao & Cao 2019). Skills enhancement is linked to employee performance as it involves a combination of ability, practice, and effort that collectively contribute to better performance outcomes. The acquisition of soft skills and the training methodology adopted significantly predict employee performance (Miao & Cao 2019). 
Moreover, the study emphasizes that dedicated effort or practice over time helps individuals turn their potential talent into outstanding performance, highlighting the importance of continuous skill development (Ibrahim, Boerhannoeddin & Bakare, 2017). Moreover, the interaction between different oriented subsystems in a high-performance work system, such as skills improvement and career development, positively impacts employee performance.
H1: Skills enhancement positively influence employees’ performance 
2.7.2 Employee Engagement TC "2.7.2 Employee Engagement" \f C \l "1" 
Refer to the employee’s commitment in helping their organization achieve its goals, it consists of the level of enthusiasm and dedication a worker feels toward their job. The research indicates that employee engagement drives performance at both the individual and organizational level. Engaged employees are more motivated, innovative, and committed to achieving company goals. They also have stronger relationships with managers, better career development opportunities, and a greater sense of belonging, all of which contribute to higher performance (Kompaso & Sridevi, 2010). Engaged employees know their responsibilities in organizational goals and motivate their co-workers to achieve those objectives. Going the extra mile at the workplace signifies a highly involved employee (Chakraborty & Ganguly, 2019).

H2: Employee engagement positively influence employees’ performance
2.7.3 Talent Retention TC "2.7.3 Talent Retention" \F C \L "1" 
Is the ability of an organization to retain its employees and ensure sustainability. It
considers the practices implemented to keep talented and skilled employees within the organization. It involves flexibility, investing in technology, opportunity for professional development and nurturing the employees. Talent retention is theoretically related to employee performance through various models. One key aspect is the influence of talent supported by work ties on employee retention, as highlighted by Ekhsan et al., (2022). Also, the theory of human capital emphasizes that investing in employee development and education enhances human capital, leading to improved retention (Ekhsan et al., 2022). Moreover, the resource-based theory suggests that employees who feel valued and useful are more likely to stay with a company, reducing retention issues. 
H3: Talent retention positively influence employees’ performance
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
This chapter covered the methodology and techniques underlying this particular study. Specifically, it consisted of research design, area of the study, and unit of analysis, target population, determination of sample size and sampling techniques as well as data collection methods and analysis techniques.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
A research paradigm is a way of examining social phenomena from which particular understands of these phenomena can be gained and explanations attempted (Saunders, 2019). Researcher adopted positivism philosophy because researcher undertake in a value-free way so as to be independent of the data and maintain an objective stance when studying the influence of training and development on employee performance in Tanzania immigration Service Department- A Case of Ruvuma region. 
This study employed Positivism research paradigm. Paradigm is the term used to describe use is the term used to describe an approach to the study of society that relies specifically on scientific evidence, such as experiments and statistics, to reveal a true nature of how society operates. Moreover, in positivism studies the role of the researcher is limited to data collection and interpretation through objective approach and the research findings are usually observable and quantifiable. In addition to that, in positivism studies the researcher is independent from the study and there are no provisions for human interests within the study. As a general rule, positivist studies usually adopt the deductive approach. Studies with positivistic paradigm are based purely on facts and consider the world to be external and objective (Gauarag, 2009).

3.3 Research Approach TC "3.3 Research Approach" \f C \l "1"  
This study employed a quantitative method research approach. This approach is relevant to the chosen positivistic research paradigm because with this approach, the current researcher intends to make relationships between or among the variables (Park, Konge, &Artino, 2020) on the effect of job retention strategies on employee performance in Tanzania immigration service department. A case of Ruvuma regional immigration service department will be presented in form of numbers. 
3.4 Research Design TC "3.4 Research Design" \f C \l "1"  

This study has employed a cross-sectional research design, in which according to (Bryman and Bell (2016) the cross-sectional research design is also known as social survey design. In reflection to the cross-sectional design, in this study data will be collected at once. This kind of research design is employed because it always saves time and fund during data collection; this means a researcher will be able to collect data of many variables for not more than one period of time. In addition, the study has employed a quantitative approach in data collection. The main reason for using a quantitative approach is to obtain data in numeric form which can easily allow developing a statistical test for relationship between variables. Indeed, this approach emphasizes the transforming of data quantities and the models of statistics for purposes of measuring and analyzing data.
3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
The study was conducted at Ruvuma Region which is one of the thirty-one regions found in the united republic of Tanzania. The region comprises of the five districts which are Tunduru, Namtumbo, Songea, Mbinga and Nyasa. The region is also bordered to the north by Morogoro Region, to the northeast by Lindi Region, to the east by the Mtwara Region, the west by Lake Nyasa with Malawi country and to the North West by Njombe Region. The regional capital is Songea Municipal. According to the 2022 Census report the region has a population of people 1,848,794.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1" 
The target population in this study is for Immigration officers of Ruvuma region.  Moreover, Ruvuma region has a total of 80 Immigration officers. In this study the following categories of immigration officers has been considered in the population. 

Table 3.1: Population Distribution TC "Table 3.1: Population Distribution" \f T \l "1" 
	S/N
	Category
	Population 

	1.
	Senior immigration officers
	09

	2.
	Intelligent and investigations sections,
	24

	3
	Permit and passport sections
	19

	4.
	General duties
	28

	
	Total
	80


Source: Researcher, (2024).
3.7 Sample and Sampling Techniques TC "3.7 Sample and Sampling Techniques" \f C \l "1" 
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
The sample size in this study is obtained by using the Yamane’s formula for calculating sample size. Therefore, in order to reach to the applicable sample size, 
the following calculation has been done. 

Yamane’s formula
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Whereas: 



n = Sample size






N = Population

e = Probability of error (0.05), assuming 95% confidence level, and with a precision of 5%.
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n= 67.

Thus, a sample size has involved a total of 67 Immigration officers in a description of 08 Senior immigration officers. 20 Intelligent and investigations sections, 16 Permit and passport sections, and 23 General duties.
Table 3.2: Sample Size TC "Table 3.2: Sample Size" \f T \l "1"  

	S/N
	Category
	Target Population
	Sample
	Percentage

	1.
	Senior immigration officers
	09
	7
	8.75%

	2.
	Intelligent and investigations sections,
	24
	21
	26.25%

	3.
	Permit and passport sections
	19
	15
	18.75%

	4.
	General duties
	28
	24
	30%

	TOTAL
	80
	67
	83.75%


Sources: Researcher (2024).
3.7.3 Sampling Techniques TC "3.7.3 Sampling Techniques" \f C \l "1" 
This study used probability sampling technique known as simple random sampling. This is the type of sampling also known as equal chance sampling or probability sampling in which every item (Officers from Immigration office of Ruvuma region) in the population has as equal chance of inclusion in the sample (Kothari, 2011). Simple random was used to select the required total number of 67 employees from Immigration office of Ruvuma region for quantitative analysis as provided for by Saunders and Townsend (2016). 
Due to the equal chance of selection, simple random sampling was used in this investigation. Each employee of the Ruvuma region's Immigration office has an equal chance of being chosen, guaranteeing an impartial and representative sampling of the community. Secondly, this method is simple to comprehend and use. For researchers who are new to sampling or have limited resources, simple random sampling is a common option since it is a simple method that is easy to learn and use. Furthermore, this method provides impartial inference and precise population characteristic estimate. In order to draw unbiased conclusions and accurately estimate population characteristics, simple random sampling is necessary for drawing population-wide generalisations.

3.8 Unit of Analysis TC "3.8 Unit of Analysis" \f C \l "1" 
The unit of analysis of this study was for all Immigration Officers at Ruvuma region because are the Officers responsible for service delivery and are the ones use to involve in day to day activities in both districts found in Ruvuma region. Also Ruvuma region is the hub through which three countries use to interact these are Malawi through lake Nyasa border, Mozambique through Mkenda Border and Tanzania. According to Kothari and Gauvay (2019), the object on which generalizations are based is the unit of study, which can be an entity, an agency, a community, or a geographical region.
3.9 Data Collection Methods TC "3.9 Data Collection Methods" \f C \l "1"  

Due to the nature of this study, the primary data is required. So, this study used questionnaire to collect primary data direct from the Officers in their working station. In data collection best approach to select depends on the type of data a researcher wants to collect (Ghauri, 2005).
3.9.1 Questionnaires TC "3.9.1 Questionnaires" \f C \l "1" 
The questionnaire was applied because the researcher was able to establish a relationship with the respondents and, thus anything that is possible which might seem to be ambiguous to the respondents. A questionnaire is among the techniques of data collection in which each respondent asked to respond to the same set of questions in a pre-determined order (Saunders, 2003).
3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
Data analysis refers to the process of inspecting, cleaning, transforming, and interpreting raw data in order to extract meaningful insights and make informed decisions (Kothari, 2010). It involves various techniques and methods to uncover patterns, relationships, and trends within the data. This study used descriptive (frequency and percentage) to examine demographics characteristics of participants such as age, gender, education level and working experience. Likewise, descriptive statistics (mean and standard deviation) used to examine each statement/indicator for both dependent and independent variables.

Also, study used inferential statistics (multiple linear regression) for quantitative data to analyze the influence of skills enhancement, employee engagement and talent retention on employee performance at Tanzania immigration service department. The researcher analyzes statistically the data collected with the aid of Statistical Package for Social Sciences (SPSS).
3.10.1 Multiple Regression Model TC "3.10.1 Multiple Regression Model" \f C \l "1" 
Multiple regression analysis looks at the magnitude and direction of influence independent variables of skills enhancement, employee engagement and talent retention on dependent variable of employee performance at Tanzania immigration service department. Multiple regression analysis, the estimates of the regression coefficients (slope and intercept) obtained using the method of ordinary least squares (OLS) (Wooldridge, 2015). Multiple regression used first to identify significant factors among a set of independent variables (potential key factors) have a statistically significant impact on the dependent variable (employees’ performance). Also, multiple regression provides a quantitative assessment of the relationships between the independent variables and the dependent variable. This is particularly useful to measure the strength and direction of these relationships. 

3.10.2 Empirical Model TC "3.10.2 Empirical Model" \f C \l "1"  
The dependent variable is employee’s performance while independents variables of skills enhancement, employee engagement and talent retention. The regression model as follows: 
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 stand for residual/ error term 
3.10.3 Algebraic Sign of Parameters TC "3.10.3 Algebraic Sign of Parameters" \f C \l "1" 
The condition of the algebraic sign of parameters in a regression model is important for understanding the nature and strength of the relationship between the independent variable(s) and the dependent variable. A positive sign indicates that there is a positive relationship between the independent variable(s) and the dependent variable. This means that as the value of the independent variable(s) increases, the value of the dependent variable also increases. A negative sign of parameter indicates that there is a negative relationship between the independent variable(s) and the dependent variable. This means that as the value of the independent variable(s) increases, the value of the dependent variable decreases.

3.10.4 Model Assumptions TC "3.10.4 Model Assumptions" \f C \l "1"  
The Gauss Markov postulates the certain set of assumptions for the ordinary least squares (OLS) estimate. When the assumptions are met results are the best linear unbiased estimate (BLUE) as supported by Greene (2011); Wooldridge, (2010). The six (6) assumptions were tested include linearity in parameters, expected value of the error term is zero for all observations, homoscedasticity: serial correlation, endogeneity and multicollinearity: There is no exact co linearity between the X variables. This means that, independent variable shouldn’t correlate themselves. 

3.10.5 Data Processing TC "3.10.5 Data Processing" \f C \l "1" 
Data processing occurs when data is collected and translated into usable information’s, usually performed by data scientists or team of data scientists (Vaughan, 2021). Data processing involves several key steps to ensure the quality and reliability of the data being analyzed. This includes error checking, handling missing data, and coding. First in error check study handling statistical outliers. Identifying and handling statistical outliers is important to ensure data quality and accuracy. Likewise, researcher conducted routine data audits helps in identifying and rectifying errors in existing datasets. Moreover, in data processing of the study dealing with missing data by perfume data removal to address missing data issues. Likewise, study preventing missing data by using strategies like limiting follow-ups, minimizing data collected, using data validation techniques, and offering incentives to help prevent missing data.
In addition, in data processing study performed data standardization that involves converting data to a common format, unit, or scale for consistency and compatibility. Also, study conduct automated data cleaning and data quality checks. Performing data quality checks involves a detailed examination of the dataset to uncover irregularities, anomalies, outliers, or gaps. Also, study used statistical analysis and visual tools helps in revealing hidden patterns or inconsistencies in the data.
3.11 Description and Measurement of Variables TC "3.11 Description and Measurement of Variables" \f C \l "1" 
In this research consists dependent variable of employee performance and three independent variables namely: skills enhancement, employee engagement and talent retention. The researcher used ordinal scale of five-point Likert scale. Measurement serves the purpose of facilitating comparisons and interpretations of variables. Table 3.3 display the description and measurement of variables. 
Table 3.3: Description and Measurement of Variables TC "Table 3.3: Description and Measurement of Variables" \f T \l "1" 
	Variable
	Description
	Measurement
	Expected results

	Employee performance 
	
	Five points Likert scale
1= Strongly agree
2= Agree 
3=Neutral
4=Disagree
5= Strongly disagree
	

	Skills enhancement (SE)
	SE increases good human relationship in an organization

SE enables the organization to become competitive

SE improves the organization’s services to customers

SE improves quality of the organization’s products

SE helps the organization to set performance standards (fair and achievable)

SE motivates an employee to work for a long time with the same company
	Five points Likert scale
1= Strongly agree
2= Agree 
3=Neutral
4=Disagree
5= Strongly disagree
	Positive (+)

	Employee’s engagement (EE)
	EE enables employees to grow their academic professions and gain new expertise

EE encourages an employee to stay longer with the same organization

EE enhances the quality of work in an organization

EE increases expertise in any a certain field of work

EE creates a strong belongingness to the organization

EE ensures transparency and fairness in an organization
	Five points Likert scale
1= Strongly agree
2= Agree 
3=Neutral
4=Disagree
5= Strongly disagree
	Positive (+)

	Talent retention (TL)
	TL associated with increased productivity

TL makes committed to contributing my best efforts to the success of the department

The availability of opportunities for professional growth and development positively impacts my overall job performance

I feel satisfied with my current job at the Tanzania Immigration Service Department

TL contributing in improvement in market competitiveness

Clear career advancement opportunities within the organization positively influence my commitment and performance.
	Five points Likert scale
1= Strongly agree
2= Agree 
3=Neutral
4=Disagree
5= Strongly disagree
	Positive (+)


Source: Researcher, (2024).
3.12 Validity of Data TC "3.12 Validity of Data" \f C \l "1" 
Validity is the ability of data collection instruments to measure what they intended to measure (Taherdoost, 2016). In order for an instrument to be considered valid, the content selected must be relevant to the need established (Daud, Khidzir, Ismail, & Abdullah, 2018). The validity of the instruments, in this study, will be established by the use of content and face validity by consulting the expertise of the supervisor, researcher’s fellow students, academicians and piloting. The opinions and ideas from the supervisor, fellow students and some academicians will assist the researcher to improve the instruments before they are used in a real data collection session (Mohajan, 2017). The trustworthiness of qualitative data will also be observed through credibility, transferability, dependability and conformability before data collection (Denzin &Linkoln, 2018).
3.13 Reliability of Data TC "3.13 Reliability of Data" \f C \l "1" 
Reliability is the ability of instruments to yield accurate and consistent results when administered at different times by independent researchers (Creswell & Creswell, 2018). The pilot test has been conducted to determine the reliability of the instrument after getting feedback from expertise regarding content/face validity of the instruments. The participants in pilot study were required to answer the questionnaires and be allowed to provide any pertinent comments or feedback, marking spelling errors, grammatical clarity, vague sentences, and any related suggestions to improving and enhance the quality of instruments. Using a reliability for this study calculation, mean reliability coefficient estimations for Cronbach Alpha were calculated with a significance level of p 0.05. A number between 0.7 and 1.0 shows a good consistency of items used in the questionnaire. The Cranach Coefficient is used to evaluate instrument reliability and determine the strength of the items included in the questionnaire (Mugenda, 2013).
The reliability statistics results for all four variables are presented in the table 3.4. The Cronbach's alpha for skills enhancement, employee engagement, talent retention and employee performance was each 0.709, 0.879, 0.759 and 0.833. The findings suggest that the scale has a high degree of internal consistency for this particular population. It should be noted that social science research considers a consistency coefficient of 0.70 or above to be "acceptable." The findings imply that multiple-question surveys using the Likert scale have a trustworthy questionnaire instrument.

Table 3.4: Reliability Statistics TC "Table 3.4: Reliability Statistics" \f T \l "1" 
	Variable 
	Cronbach's Alpha
	Internal consistency 

	Skills enhancement
	0.709
	Acceptable 

	Employee engagement
	0.879
	Good

	Talent retention
	0.759  
	Acceptable 

	Employees Performance
	0.833
	Good 


Source: Researcher, (2024).

3.14 Ethic Consideration TC "3.14 Ethic Consideration" \f C \l "1" 
The ethical considerations in this research were addressed by adhering to the Code of Ethics for Research as is provided by Open University. In addition, the following was implemented: The researcher firstly obtained a letter from Open University for introduction to the Regional Immigration Office at Ruvuma. Permission to conduct the research was requested to Regional Immigration Officer and the permission to distribute questionnaires to Officers within Ruvuma region. Informed consent was obtained from all the participants prior to administering the questionnaires. 
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESEARCH FINDINGS, ANALYSIS  AND DISCUSSION
 TC "RESEARCH FINDINGS, ANALYSIS  AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
This chapter is hereby to present, analyze and discuss the study findings with respect to the data collected. Data analysis brings order, structure and meaning to the collected data. The main aim of data analysis is to answer study objectives and help to determine the relationship among study variables. Analysis in this study is based on specific objectives of the study and it used both descriptive, factor analysis and inferential analysis, while discussion of the finding was based main objective of this study which was to assess the influence of training and development on employee performance in Tanzania Immigration Service Department: A case of Ruvuma region. 
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
From the proposed number of questionnaires (67), only 64 respondents returned the completed questionnaires. This makes a response rate of 95.52%, which is very good response rate, as shown in Table 4.0. Therefore, a response rate of 95.52% for the questionnaire is considered excellent. This is in line with Baruch (2000), who proposed that a response rate of 50 percent, 60 percent, and 70 percent is adequate, good, and excellent respectively. 

Table 4.1: Response Rate TC "Table 4.1: Response Rate" \f T \l "1" 
	Return status 
	Frequency 
	Percent (%)

	Questionnaire return 
	64
	94.26%

	Questionnaire not return
	3
	5.74%

	Total for questionnaire  
	67
	100.0%


Source: Data Analysis, (2024)
4.3 Sample Description of the Respondents TC "4.3 Sample Description of the Respondents" \f C \l "1"  
This section establishes a comprehensive grasp of the respondent's background information, including their gender, age, level of education, and employment history. Using descriptive statistics like frequency and percentage, the data is displayed. Table 4.1 display the gender distribution of participants. Finding indicated that, 54.7% of participant from Tanzania immigration service department in Ruvuma region were male while 45.3% of participants were female. Finding implies majority of participant from Tanzania immigration service department were male as supported by mean value of 0.5469.
Moreover, finding from Table 4.1 indicates that, 26.6% of participants belong to age group range from 20 to 30 years; 43.8% belong to 31-40 years; 20.3% belong to age group of 41-50 years. Further, 9.4% belong to age group 51 years and above. Based on these percentages, it can be inferred that the majority of participants belong to the age group of 31.40 years, with 43.8% of the total participants falling within this range. 
The second-largest group is the age group of 20-30 years, with 26.6% of participants. This implies that most participants belong to the age group of 31-40 year. Researchers find it valuable to explore the characteristics, behaviors, or responses of participants within the 31-40 age group, as they constitute the majority. This demographic could be crucial in shaping the outcomes or conclusions of the study. Likewise, results from Table 4.1 demonstrate the education level attained by the respondents. Out of the 64 participants, 12.5% had a Certificate, 21.9% had a Diploma, 48.4% had a Bachelor degree, and 17.2% had a Postgraduate (postgraduate diploma, master’s level and Doctor of Philosophy). The highest proportion of participants (48.4%) had a Bachelor's degree, while the lowest proportion of respondents (12.5%) had a certificate respectively.
Moreover, Table 4.1, indicates that highest sample of employees (12.50%) have been working in Tanzania immigration service department for 1-5 years. The second group (25.0%) have been working for 6-10 years, 32.8% have been working for 11-16 years, while 29.0% for more than 17 years. The table displays that there is a relatively even distribution of employees across different interval of years in working experience thus there is no interval year that is dominant. Despite that, the biggest percentages of employees have been working in Tanzania immigration service department for 11-16 years.

Table 4.2: Sample Distribution TC "Table 4.2: Sample Distribution" \f T \l "1" 
	S/N
	Variable 
	Category 
	Frequency 
	Percent (%)

	1
	Gender 
	Male 
	35
	54.7

	
	
	Female
	29
	45.3

	2
	Age group 
	20-30 years
	17
	26.6

	
	
	31-40 years
	28
	43.8

	
	
	41-50 years
	13
	20.3

	
	
	Above 51 years
	6
	9.4

	3
	Education level 
	Certificate
	8
	12.5

	
	
	Diploma
	14
	21.9

	
	
	Bachelor degree
	31
	48.4

	
	
	Postgraduate
	11
	17.2

	4
	Work experience
	1-5 Years
	8
	12.5

	
	
	6-10 Years
	16
	25.0

	
	
	11-16 Years
	21
	32.8

	
	
	Above 17 years
	19
	29.7


N=64

Source: Field Data Analysis, (2024).
This section it also present result of descriptive  statistics of both independent and dependent variables. Mean value, standard deviation, minimum and maximum value was used interpretation of findings for descriptive statistics as discussed in following subsection. 
4.3.1 Descriptive Statistics of Skills Enhancement TC "4.3.1 Descriptive Statistics of Skills Enhancement" \f C \l "1" 
Descriptive statistics (mean, standard deviation, minimum and maximum score) of skills enhancement were computed. Findings from Table 4.2 indicated that Skills enhancement improves the employee’s and organization services to customers scored highest (M=3.6250, S.D= 1.22798) followed by skills enhancement motivates an employee to work for a long time with the same company (M=3.5625; S.D=1.27086). Also, skills enhancement increases good human relationship in an organization score third (M=3.5313, S.D=1.25949). In addition, finding for last statement for skills enhancement is Skills enhancement improves quality of the organization’s products that score (M= 3.4375; S.D=1.23282). Finding implies that, mean that above 3 indicates most of participants were on agree side.
Table 4.3: Descriptive Statistics of Skills Enhancement TC "Table 4.3: Descriptive Statistics of Skills Enhancement" \f T \l "1" 
	Skills Enhancement
	Min
	Max
	Mean
	Std. Dev

	Skills enhancement improves the organization’s services to customers
	1.00
	5.00
	3.6250
	1.22798

	Skills enhancement motivates an employee to work for a long time with the same company
	1.00
	5.00
	3.5625
	1.27086

	Skills enhancement increases good human relationship in an organization
	1.00
	5.00
	3.5313
	1.25949

	Skills enhancement enables the organization to become competitive
	1.00
	5.00
	3.5000
	1.33333

	Skills enhancement helps the organization to set performance standards (fair and achievable)
	1.00
	5.00
	3.4844
	1.20833

	Skills enhancement improves quality of the organization’s products
	1.00
	5.00
	3.4375
	1.23282


N=64

Source: Field Data Analysis, (2024)
4.3.2 Descriptive Statistics of Employee’s Engagement TC "4.3.2 Descriptive Statistics of Employee’s Engagement" \f C \l "1" 
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for employee engagement (Table 4.3). Findings show that employee’s engagement creates a strong belongingness to the organization scored highest (M= 3.6250, S. D= 1.39728); followed by employee’s engagement enhances the quality of work in an organization (M= 3.6094, S.D 1.31677). Moreover, employee’s engagement encourages an employee to stay longer with the same organization scored (M= 3.5469, S.D=1.36777). In addition, employee’s engagement enables employees to grow their academic professions and gain new expertise which scored last (M= 3.4687, S.D= 1.33296). Finding implies that, mean that above 3 indicates most of participants were on agree side.
Table 4.4:Descriptive Statistics of Employee’s Engagement TC "Table 4.4:Descriptive Statistics of Employee’s Engagement" \f T \l "1" 
	Employees engagement 
	Min
	Max
	Mean
	Std. Dev

	Employee’s engagement creates a strong belongingness to the organization
	1.00
	5.00
	3.6250
	1.39728

	Employee’s engagement enhances the quality of work in an organization
	1.00
	5.00
	3.6094
	1.31677

	Employee’s engagement encourages an employee to stay longer with the same organization
	1.00
	5.00
	3.5469
	1.36777

	Employee’s engagement increases expertise in any a certain field of work
	1.00
	5.00
	3.5156
	1.36849

	Employee’s engagement ensures transparency and fairness in an organization
	1.00
	5.00
	3.4844
	1.44741

	Employee’s engagement enables employees to grow their academic professions and gain new expertise
	1.00
	5.00
	3.4687
	1.33296


N=64

Source: Field Data Analysis, 2024
4.3.3 Descriptive Statistics of Talent Retention TC "4.3.3 Descriptive Statistics of Talent Retention" \f C \l "1" 
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for talent retention (Table 4.4). Finding show that availability of opportunities for professional growth and development positively impacts my overall job performance score first/highest (M= 3.61156, S. D=1.38004); followed by “I feel satisfied with my current job at Tanzania Immigration Service Department” scored (M= 3.5844 and S.D= 1.40286). Also, talent retention associated with increased productivity scored (M=3.5531 and S.D 1.41342). Also, talent retention contributing in improvement in market competitiveness scored mean value of 3.4906 and S.D of 1.45425. Moreover, Clear career advancement opportunities within the organization positively influence my commitment and performance scored last (M=3.2969, S.D =1.48730).
Table 4.5: Descriptive Statistics of Talent Retention TC "Table 4.5: Descriptive Statistics of Talent Retention" \f T \l "1" 
	Talent retention 
	Min
	Max
	Mean
	Std. Dev

	The availability of opportunities for professional growth and development positively impacts my overall job performance
	1.00
	5.00
	3.61156
	1.38004

	I feel satisfied with my current job at the Tanzania Immigration Service Department
	1.00
	5.00
	3.5844
	1.40286

	Talent retention associated with increased productivity
	1.00
	5.00
	3.5531
	1.41342

	Talent retention contributing in improvement in market competitiveness
	1.00
	5.00
	3.4906
	1.45425

	Talent retention makes committed to contributing my best efforts to the success of the department
	1.00
	5.00
	3.4750
	1.30323

	Clear career advancement opportunities within the organization positively influence my commitment and performance.
	1.00
	5.00
	3.2969
	1.48730


N=64

Source: Field Data Analysis, 2024.
4.3.4 Descriptive Statistics of Employee’s Performance TC "4.3.4 Descriptive Statistics of Employee’s Performance" \f C \l "1" 
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for employee performance (Table 4.5). Finding indicated that organization has good relationship between management and employees scored highest (M= 3.6406, S.D =1.32578) followed by employee commitment and engagement associate with organization values (M=3.6250, S.D = 1.31535). Also, Organization services offered is high quality scored third (M= 3.6094, S.D =1.45425). Further, my organization associated with high employee and customer satisfaction” scored fourth (M=3.5469, S.D= 1.44672). In addition, the last statement is “Does the organization practice fairness in the promotion for all workers scored” scored (M=3.5312, S.D=1.40259).
Table 4.6: Descriptive Statistics of Employee’s Performance TC "Table 4.6: Descriptive Statistics of Employee’s Performance" \f T \l "1" 
	Employee performance 
	Min
	Max
	Mean
	Std. Dev

	Organization has good relationship between management and employees
	1.00
	5.00
	3.6406
	1.32578

	Employee commitment and engagement associate with organization values
	1.00
	5.00
	3.6250
	1.31535

	Organization services offered is high quality
	1.00
	5.00
	3.6094
	1.45425

	My organization associated with high employee and customer satisfaction
	1.00
	5.00
	3.5469
	1.44672

	Training increases working morale and lowers employee turnover
	1.00
	5.00
	3.5313
	1.47969

	Does the organization practice fairness in the promotion for all workers
	1.00
	5.00
	3.5312
	1.40259


N=64

Source:  Field Data Analysis, (2024).
4.4 Regression Assumptions TC "4.4 Regression Assumptions" \f C \l "1" 
This section presents the results of specific objectives of study. First the study determines skills enhancement has played a role in improving employee’s performance at Tanzania immigration service department. Secondly study assesses the contribution of employee engagement in employee performance at Tanzania immigration service department. Likewise, study determines the influence of talent retention over employee performance at Tanzania immigration service department. In analysis, regression model was used to examine the influence of skills enhancement, employee engagement and talent retention has played a role in improving employee’s performance at Tanzania immigration service department. Before presenting main results, study first present the model assumption such as normality test, heteroskedasticity, multicollinearity, and autocorrelation.

Table 4.7: Collinearity Test TC "Table 4.7: Collinearity Test" \f T \l "1"  

	Variables
	Tolerance
	VIF

	Skills enhancement
	.240
	4.166

	Employee’s engagement
	.200
	4.991

	Talent retention
	.217
	4.604


Source: Field Data Analysis, 2024

4.4.1 Autocorrelation TC "4.4.1 Autocorrelation" \f C \l "1" 
Autocorrelation in a regression model occurs when there is a correlation between the error terms of the model. Autocorrelation can arise in time series data or in cross-sectional data when there is some form of clustering or grouping present. Autocorrelation contribute to various issues in regression analysis, such as falsely significant regression coefficients, incorrect correlations between variables, inflated t-statistics, and invalid standard errors (Gujarati & Porter, 2009). Recognizing and addressing autocorrelation is crucial for obtaining reliable results from regression models. Visual tools like scatterplots of residuals versus time and correlograms can help identify patterns representative autocorrelation in the data.

The Durbin-Watson test is a common method used to test for autocorrelation in regression analysis. This test produces a statistic ranging from 0 to 4, where values closer to 0 indicate positive correlation, values near 4 suggest negative correlation, and values around 2 imply less autocorrelation. If the Durbin-Watson test statistic falls outside the range of 0 to 4, then there is evidence of autocorrelation (Wooldridge, 2010). The value of 2.002 in this case suggests that there is no significant autocorrelation as presented in Table 4.9 of model summary. 

4.4.2 Multicollinearity TC "4.4.2 Multicollinearity" \f C \l "1"  

These subsection present results of second Gauss–Markov theorem assumption of Multicollinearity. Table 4.7 provided shows the results of a collinearity test for the variables "Skills Enhancement," "Employee's Engagement," and "Talent Retention." Collinearity refers to the degree of correlation between predictor variables in a regression model. Tolerance is a measure that indicates how well a predictor variable can be predicted by the other variables in the model. It ranges from 0 to 1, where values closer to 0 suggest high collinearity. VIF quantifies how much the variance of an estimated regression coefficient is increased due to collinearity. A VIF value greater than 10 is often considered problematic. The VIF values, although below 10, suggest low multicollinearity among the predictors. In summary, based on the collinearity test results presented in Table 4.7, there are indications of no problem of multicollinearity among the variables "Skills Enhancement," "Employee's Engagement," and "Talent Retention." 
4.4.3 Heteroscedasticity TC "4.4.3 Heteroscedasticity" \f C \l "1" 
Heteroscedasticity in a regression analysis refers to a situation where the variance of the dependent variable varies across different levels of the independent variables. This variance inconsistency can complicate the analysis as regression models typically assume equal variance across all levels of the independent variables, a condition known as homoscedasticity. Also, heteroscedasticity does not bias coefficient estimates, it reduces their precision, affecting the reliability of results. Correcting for heteroscedasticity is crucial to ensure accurate regression analysis and valid statistical inferences. 

In summary, heteroscedasticity poses challenges in regression analysis by violating the assumption of constant variance. Detecting and addressing heteroscedasticity is essential for ensuring the reliability and validity of regression models and their interpretations. In this investigation, heteroscedasticity identified using scatter plot. If the scatter plot displays a pattern, for instance a curve, it designates violation of the assumptions of homoscedasticity. Figure 4.1 show asymmetrical structure, therefore there is no problem of heteroscedasticity and variance of residual is constant for all observation. 
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Figure 4.1:Scatter Plot TC "Figure 4.1:Scatter Plot" \f F \l "1"  
Source: Field Data Analysis, 2024
4.4.4 Residuals Normality TC "4.4.4 Residuals Normality" \f C \l "1" 
Figure 4.2 present results of histogram where the residuals grouped around zero and formed symmetric bell-shaped curve. Therefore, residual is normally distributed. Likewise, observations drawn from Figure 4.3 underscore that an optimal normal p-p plot would showcase the observed residuals aligning closely with a straight line, thereby indicating that the residuals conform to a normal distribution. A Normal Probability Plot is a graphical tool used to assess whether a dataset follows a normal distribution. If the points on the plot fall approximately along a straight line, it suggests that the data is normally distributed. Deviations from a straight line indicate departures from normality. Ensuring normality is crucial for many statistical tests and models that assume a normal distribution of data. Departures from normality can impact the validity of statistical inferences. This alignment substantiates the hypothesis that the assumptions of normality for the residuals are upheld within the context of the regression model.
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Figure 4.2: Histogram TC "Figure 4.2: Histogram" \f F \l "1"  

Source: Field Data Analysis, 2024
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Figure 4.3: Normal P-P Plot for Standardized Residuals TC "Figure 4.3: Normal P-P Plot for Standardized Residuals" \f F \l "1"  

Source: Field Data Analysis, 2024

In addition, Table 4.8 shows the outcomes of two normality tests both Kolmogorov-Smirnova and Shapiro-Wilk.  In this case, the probability value for the Kolmogorov-Smirnova test is 0.200, and for the p-value for the Shapiro-Wilk test is 0.236. Generally, a probability value for less than 0.05 implies that residual not normally distributed. However, in this case, the p-values are greater than 0.05, indicating that we cannot reject the null hypothesis of normality at the 0.05 level of significance. A higher p-value (greater than the typical significance level of 0.05) suggests that there is no significant evidence to reject the null hypothesis that the residuals follow a normal distribution. Therefore, study can conclude that the standardized residuals of the regression model are normally distributed.
Table 4.8: Test for Normality TC "Table 4.8: Test for Normality" \f T \l "1" 
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Unstandardized Residual
	.082
	64
	.200*
	.976
	64
	.236

	*. This is a lower bound of the true significance.

	a. Lilliefors Significance Correction


Source: Field Data Analysis, 2024.
4.5 Multiple Regression Analysis TC "4.5 Multiple Regression Analysis" \f C \l "1"   

4.5.1 Model Summary TC "4.5.1 Model Summary" \f C \l "1" 
Table 4.9 outlines the outcomes obtained through a linear regression analysis. The R indicates the correlation coefficient representing the relationship among the variables included within the investigation/model/equation. In this particular scenario, the correlation coefficient (R) of 0.954, suggesting a positive and strong correlation between the explanatory/independent variables and dependent/outcome variable in this investigation. Moreover, R Square stands for coefficient of determination, which signifies the proportion of variance in the outcome variable that can be explained by the explanatory/independent variables. In this case, the R Square is 0.911, represent that 91.1% of the variation in " employee’s performance of Tanzania immigration service department " is explained by the explanatory variables of skills enhancement, employee engagement and talent retention. Further, adjusted R Square adjusts the R Square for the number of explanatory variables in the model. It is similar to R Square, but penalizes the addition of variables that do not suggestively progress the model's explanatory power. In this case, the Adjusted R Square is 0.907.

Table 4.9: Model Summary TC "Table 4.9: Model Summary" \f T \l "1"  

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.954a
	.911
	.907
	.30874285
	2.002

	a. Predictors: (Constant), Skills enhancement, Talent retention, Employee’s engagement

	b. Dependent Variable: Employee performance


Source: Field Data Analysis, 2024.
4.5.2 Analysis of Variance (ANOVA) TC "4.5.2 Analysis of Variance (ANOVA)" \f C \l "1"  

This subsection presents the results of ANOVA. In the provided ANOVA table for a regression model with the dependent variable "employee performance" and predictors "talent retention," "skills enhancement," and "employee's engagement," numerous main components are presented. First is Sum of Squares (SS) that explain total variability explained by the regression model which is 58.552 (See Table 4.10). Second is Mean Square (MS) that represents the average variance explained by the predictors, calculated as SS divided by degree of freedom, which is 19.517. Also, F-value of 204.750 specifies the overall significance of the regression model (See Table 4.10).

In addition, p-value of .000 suggests that at least one of the predictors significantly contributes to explaining the variance in employee performance. This also indicates the high F-statistic and low p-value in the regression row indicate that the overall regression model is statistically significant. The predictors (talent retention, skills enhancement, employee's engagement) collectively explain a significant amount of variance in Employee Performance. The low p-value suggests that at least one of the predictors has a significant impact on Employee Performance.

In conclusion, based on this ANOVA table, there is strong evidence to suggest that the combined effect of talent retention, skills enhancement, and employee's engagement significantly influences employee performance.

Table 4.10: ANOVA Table TC "Table 4.10: ANOVA Table" \f T \l "1"  

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	58.552
	3
	19.517
	204.750
	.000b

	
	Residual
	5.719
	60
	.095
	
	

	
	Total
	64.271
	63
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), Skills enhancement, Talent retention, Employee’s engagement


Note: *p<0.1; **p<0.05 & ***p<0.001

Source: Field Data Analysis, 2024.

4.6 Regression Coefficients TC "4.6 Regression Coefficients" \f C \l "1"  

This section present main finding of three specific objectives. For first objective that aim to examine whether skills enhancement has played a role in improving employee’s performance at Tanzania immigration service department, finding from Table 4.11 established that variable is positive (β=0.374) and statistically significant at 1% (p_value =0.000). For second objective that aim to assess the contribution of employee engagement in employee performance at Tanzania immigration service department results indicates variable employee engagement is positive (β=0.265) and significant at 1% (p_value =0.005). Likewise, for third objective that aim to determine the influence of talent retention over employee performance at Tanzania immigration service department, the variable talent retention is positive (β=0.366) and significant at 1% (p_value =0.000).

Table 4. 11: Regression Coefficient TC "Table 4. 11:
Regression Coefficient" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.016
	.039
	
	2.009
	.051**

	
	Employee’s engagement
	.265
	.090
	.263
	2.948
	.005***

	
	Talent retention
	.366
	.090
	.362
	4.064
	.000***

	
	Skills enhancement
	.374
	.097
	.370
	3.843
	.000***


Note: *p<0.1; **p<0.05 & ***p<0.001

Source: Field Data Analysis, 2024
4.7 Discussion of Findings TC "4.7 Discussion of Findings" \f C \l "1"  

The current section present discussion of finding. The study aims to investigate the influence of training and development in employee’s performance in Tanzania immigration service department. The discussion elaborates the result information as created by data and compares or contrasts the current finding with what has been discovered in previous empirical and theoretical review. The discussion based on specific research objectives which are to examine whether skills enhancement has played a role in improving employee’s performance at Tanzania immigration service department, to assess the contribution of employee engagement in employee performance at Tanzania immigration service department, to determine the influence of talent retention over employee performance at Tanzania immigration service department as presented in next subsections;
4.7.1 Skills Enhancement and Employee’s Performance TC "4.7.1 Skills Enhancement and Employee’s Performance" \f C \l "1" 
This subsection present results of first specific objective of study that aim to examine 
whether skills enhancement has played a role in improving employee’s performance at Tanzania immigration service department, finding established that variable is positive and statistically significant. The coefficient results imply that, a unit increase in skills enhancement is associated with increase employee’s performance at Tanzania immigration service department. Finding concludes that skills enhancement associated with increase employee’s performance at Tanzania immigration service department. 
Finding align with Tanzanian researchers Mugasa, Marwa, Oyaro, and Kibirango (2022) investigate the impact of skills management on employee work performance. Their results show that financial institutions in the Mwanza Region have a high degree of skill management implemented, and that there is a strong positive correlation between skill management and employee job performance. The study found a substantial positive correlation between employee job performance and skills management. 
Likewise, Shenoy and Shailashri (2023) conducted a literature review to examine government activities for skill enhancement, actions performed by higher education institutions, and the corporate sector's involvement in skill enhancement. The findings indicate that there is a talent gap between graduates' skill levels and those needed by business. To improve the skills of the workforce and students, the government has launched a lot of projects. The significance of qualified human resources, the benefits of skill development for worker performance and job satisfaction, and organizational performance are also mentioned in the study.

Similarly, finding consistence with Vincent, (2020) to examine whether skills enhancement has played a role in improving employee’s performance, he examined the effect of training and development on worker job performance. His investigation founds the significance of workforce training on organizations. Those included quick economic expansion, raise of political steadiness and reduction of poverty. His research conclude on the training is irreplaceable in rising the worker’s productivity. It doesn’t merely improve staffs creatively, likewise offers the chance to almost study their responsibilities and achieve further proficiently. His study suggested that training packages supposed to be non-stop foundation and not for institution is challenged with teething troubles.
Similarly, Yimam, (2022) from Ethiopia examined how employee performance in a technology-focused academic institution is affected by skill enhancement. Regression findings indicate that improving employees' skills has a significant favorable impact on their performance. Also, similar results presented by Sudanese researchers Hanafi and Ibrahim (2018) who investigate how improving one's abilities affects customer service. Their results shown that improving one's skill directly and significantly improves service performance. In the service industry, employee skills are essential for improved performance. Moreover, Bukhari and Iraqi (2021) from Pakistan investigates the effects of skills enhancement via training and development programmes for soft skills on the performance of hospital employees. Their finding showed that while interpersonal skills, adaptability, and work ethics have a minor effect on employees' performance, teamwork and collaboration, stress management, and training and development have a statistically significant and favorable impact.

4.7.2 
Employee Engagement and Employee Performance TC "4.7.2 
Employee Engagement and Employee Performance" \f C \l "1"  

This section presents discussion of second objective which was to determine whether employee engagement had an impact on employee’s performance at Tanzania's immigration service department. It was found that the variable is positive and statistically significant. Also, results revealed that, ceteris paribus, an increase of one unit in employee engagement is correlated with an increase in employee performance at the Tanzania Immigration Service Department. The results show that worker engagement at Tanzania's immigration service department is linked to improved worker performance. Results align with Zahro, Ayi, and Nova (2022) from Indonesia examined how work satisfaction functions as an intermediary variable in the relationship between employee engagement and performance in expeditionary enterprises. Their results demonstrate that, through job happiness, employee engagement significantly affects employee performance. This suggests that job satisfaction affects employee performance because it makes workers feel engaged, which leads to higher levels of employee engagement.
Likewise, results consistence with Shrestha, (2019), on his research on the organizational performance of public firms and employee engagement. The study was carried out in Nepal, South Asia. His study concludes that there is a significant correlation between employee engagement and organizational effectiveness when it comes to workforce diversity. Furthermore, results align with Mahmoud, Rana, and Obediat (2018) from Jordan. Their findings demonstrated that organizational success was highly impacted by IT employee engagement, with three of its dimensions vigor, absorption, and dedication—significantly boosting performance. Additionally, it demonstrated that job satisfaction was positively and considerably impacted by IT employee involvement, with vigor having the largest impact. Moreover, results align with Mayangsari, Yusuf, and Hardianto (2022) from Indonesia which exposed that, employee performance is positively and significantly impacted by employee engagement.

In addition, finding align with Mpeo and Ngussa, (2018) studied the influence of training mainly employee engagement on workers' performance in higher learning institution. Their investigation used questionnaire to collect data randomly from 149 teaching and non-teaching workers. Their outcome exposed that the level of worker’s performance efficiency was relative high. Likewise, results exposed that orientation; coaching, off-job and on-job training are definitely influence job performance. 
Likewise, in Banking sector, Kinisa, (2019) examine influence of workers’ training and development on performance at national bank of commerce located in Mwanza. His investigation employed a total of 75 workers where data collected using questionnaire and interviews with some management. His findings exposed that, even if staffs are taught during the occupation with dissimilar approaches, they have a preference on mentoring and job rotation since these approaches support them in obtaining abilities and awareness to successfully in carry out their precise everyday responsibilities. Staffs specified that T & D curricula have enhanced their abilities and competences. General, the T & D curricula enhanced workers’ performance together with organizational performance.
In addition, results align with Burhan (2018) studied the relationship between effective performance and employee engagement elements, using Agakhan Hospital in Dar es Salaam as a case study. His finding indicate a significant difference in participation levels between various population groups. According to the report, there should be high levels of employee engagement as well as long-term contracts, professional progression, training, and development, as well as transparent management.
4.7.3 Talent Retention and Employee Performance TC "4.7.3
Talent Retention and Employee Performance" \f C \l "1" 
This section presents the findings from the third particular purpose of the study, which was to as certain how employee performance at Tanzania's immigration service department was impacted by talent retention. The results showed that the variable is positive and statistically significant. Therefore, unit change in talent retention is linked to an increase employee performance at the Tanzania Immigration Service Department. Finding align with Muyela and Kamaara (2021) from Kenya investigate how talent management techniques affect workers' output in Kenya's civil service. Their results indicate that employee performance in Kenya's Ministry of Industries, Trade, and Cooperatives is positively and significantly impacted by talent retention, talent acquisition, and career development. Since talent retention practices have a favourable and considerable impact on employee performance, the report advises the ministry to concentrate on strengthening its talent retention tactics. Also, Kenyan researchers Lyria, Namusonge, and Karanja (2018) showed that the organisational performance of all listed businesses and talent retention have a significant and favourable association. Talent retention showed a positive correlation with organisational performance.

Moreover, finding conquer with Rawat (2022) conducted a study on the “impact of training and development on organizational performance.” The study used a mixed methods research approach. Data collection method were questionnaires, interviews, and personal observations. Data analysis was done through simple and statistical methods (means and standard deviations) and presented on tables. The findings established that, training and development programs helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff. The study recommended that, the company had to widen other categories of workers to attend short training and development programs such as seminars and workshops so as to equip them with the changing internal and external pressure they face and will help them to feel a sense of belongingness and importance to the organization.

Moreover, Madurani and Pasaribu (2022) from Indonesia present similar results that exposed that talent management has a direct impact on employee retention, which is mediated indirectly by organisational justice. Nonetheless, the results provide credence to the idea that talent perception congruence can lessen the negative effects of talent management on employee retention. Also, Rawat (2022) from India, determine the influence of talent retention over employee performance. The study used a mixed research approach. His findings established that, training and development programs helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff. 

Moreover, Ohunakin and colleagues (2020) from Nigeria examine the impact of talent retention methods, including job security and training and development, on the performance of employees in Nigeria's hospitality sector. Their results of structural equation modelling (SEM) demonstrated the important influence that these retention tactics had on the behavioral outcomes of the workforce. This suggests that management should continuously assist employees' career advancement and financial security, particularly those in the professional sector. 
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATION
 TC "SUMMARY, CONCLUSION AND RECOMMENDATION" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1"  
This chapter composes the summary of the entire study which exemplify in a short, key findings of the study objectives, conclusions in brief of what was the study about, recommendations based on the lesson learned and proposes area for further study.
5.2 Summary of Finding TC "5.2 Summary of Finding" \f C \l "1" 
This study was guided by the general objective which was to assess the influence of training and development on employee’s performance in Tanzania immigration Service Department - A case of Ruvuma region. In reference with this general objective, the study specifically examined the influence of Skills enhancement on employees’ performance, the influence Employee engagement on employee’s performance, and the influence of Talent retention on employee’s performance in Tanzania Immigration Service Department particularly Ruvuma as a Case Study. The study involved quantitative research design. Data were collected from employees at Ruvuma Regional Immigration Offices through distribution of the questionnaire. 
The obtained quantitative data were analyzed by descriptive statistics, factor analysis, and multiple regression analysis. The key findings of the study showed that, Skills enhancement contributed to the positive significance influence on employee’s performance in Tanzania Immigration Services department. On the other hand, results showed that employee engagement, and Talent retention have positive and statistical significant influence on employee’s performance in Tanzania Immigration Service Department, 
5.3 Conclusion TC "5.3 Conclusion" \f C \l "1"  

It can be concluded from the ensuing discussion that the trainings that TISD undertake have been planning and executing have positive effects to the department; as they have improved the work morale, improved customer care and has also improved record keeping of the members’ contribution. These trainings thus have raised the satisfaction of the customers and increase the members under the scheme. It has been also noted that the behavior of absenteeism has declined due to training; as the employees see and feel that the department growth is their growth too. Generally, the officers or employees due to training they have aligned with TISD goals of improving the department performance. This finding implies that the TISD is doing whatever possible to endure the officers have the relevant knowledge, skills and motivation to keep on highly perfection to ensure they complete with the goals. Insightful conclusion derived based on the study objectives are as follow:
5.3.1 Skills Enhancement has Played a role in Improving Employee’s Performance at Tanzania Immigration Service Department TC "5.3.1 Skills Enhancement has Played a role in Improving Employee’s Performance at Tanzania Immigration Service Department" \f C \l "1" 
Based on results of first objective, here are some recommendations for skills enhancement and improving employee performance at the Tanzania Immigration Service Department;

First study recommends for provide regular training and development opportunities for employees, focusing on areas such as capacity building, skills enhancement, and leadership development. This can help improve employee performance, motivation, and job satisfaction. Moreover, study recommend for implementing performance-linked funding mechanisms that link funding allocations to certain conditions, such as performance targets or service delivery standards. This help incentivize employees to perform at their best and improve service delivery.

Additionally, research is advised for job advancement and promotion. Establish policies for career growth and promotion that are equitable, transparent, and give top priority to efficiency, performance, and career development. Employees may be encouraged to do their best work and grow in their careers by doing this. The report concludes by recommending the implementation of regular methods for monitoring and evaluating the effectiveness and impact of skill enhancement and capacity building efforts. This can assist in determining areas that require improvement and guarantee that activities are in line with the aims and goals of the organisation.
5.3.2 Contribution of Employee Engagement in Employee Performance at Tanzania Immigration Service Department TC "5.3.2 Contribution of Employee Engagement in Employee Performance at Tanzania Immigration Service Department" \f C \l "1" 
The recommendations below were made in light of the findings of the second goal, which examined the connection between higher employee performance and employee engagement at the Tanzania Immigration Service Department: Enhancing employee engagement programmes is recommended by the first study. Organise and carry out extensive employee engagement initiatives with the goal of fostering a happy and satisfying workplace. This may involve implementing programmes aimed at boosting staff engagement, drive, and commitment. A workers decision-making empowerment programme was recommended by the second research. Give workers a voice in organisational decision-making to increase their sense of engagement and worth. Better performance may result from a greater sense of ownership over duties and obligations. In addition, study suggest for encourage professional development. Support employees in their professional growth by providing opportunities for further education, skill development, and career advancement. This can increase engagement and performance levels.

5.3.3 Influence of Talent Retention Over Employee  Performance at Tanzania Immigration Service Department TC "5.3.3 Influence of Talent Retention Over Employee  Performance at Tanzania Immigration Service Department" \f C \l "1" 
Employee performance at the Tanzania Immigration Service Department can be greatly improved by increasing talent retention. These are some suggestions designed to help retain talent and improve overall job performance. Competitive Compensation and Benefits were recommended by the first study. Make sure that perks and pay are commensurate with the area and industry. In order to stay abreast of inflation and market trends, you might think about performing regular compensation reviews. 
A planned career development programme with training, workshops, and mentorship opportunities is also recommended by the research. Encourage staff members to grow within the company and pick up new skills. Provide opportunities for promotion and lateral moves together with well-defined professional advancement tracks. Acknowledge and honour staff members who perform well and have promise. In addition, study recommend for encourage open communication and feedback channels. Actively listen to employee concerns and address them promptly to prevent dissatisfaction and disengagement.
5.4  Implication of the Study TC "5.4  Implication of the Study" \f C \l "1" 
5.4.1 Implication to the Senior Immigration Officers TC "5.4.1 Implication to the Senior Immigration Officers" \f C \l "1" 
This research may provide insights to the Senior Officers to enhance the employee performance of their subordinates mainly Junior Officers. 
5.4.2 Implication to the Immigration Officers TC "5.4.2 Implication to the Immigration Officers" \f C \l "1" 
Findings imply that officers need to make sure that they increase commitment whenever the employer complies with Training and development to motivate them. They may use a feedback mechanism to show their employer that they are satisfied or dissatisfied with their jobs.
5.5 Recommendation TC "5.5 Recommendation" \f C \l "1" 
5.5.1 Skills Enhancement on Employee’s Performance at Tanzania immigration Service Department TC "5.5.1 Skills Enhancement on Employee’s Performance at Tanzania immigration Service Department" \f C \l "1" 
Finding show that skills enhancement associated with increase employee performance. The report makes the following recommendations for funding thorough employee development and training programmes: The results emphasise how crucial it is to give staff members the abilities, know-how, and competences they need to do their jobs well. Employee performance can be improved by ongoing training and development opportunities that give workers the cutting-edge abilities in communication, decision-making, problem-solving, and emotional intelligence. Furthermore, research indicates that improving one's abilities ought to be a component of a more comprehensive high-performance work system that incorporates a range of HR procedures, including performance management, career development, and employee engagement. This all-encompassing strategy can enhance worker creativity and productivity.

5.5.2 The Contribution of Employee Engagement on Employee Performance at Tanzania immigration Service Department TC "5.5.2 The Contribution of Employee Engagement on Employee Performance at Tanzania immigration Service Department" \f C \l "1" 
Finding show that employee engagement associated with increase employee performance. Based on the search results, here are the key recommendations for how employee engagement is associated with increased employee performance. First study suggested for implement regular one-on-one meetings between managers and employees to facilitate two-way communication. This allows for discussing goals, providing feedback, and addressing concerns. Also, study suggest for ensure organizational goals and plans are communicated clearly so employees can align their own objectives. In addition, study recommend for dedicate time to discuss career goals, skills, and development plans with employees at least twice per year.
5.5.3 The Influence of Talent Retention on Employee Performance TC "5.5.3 The Influence of Talent Retention on Employee Performance" \f C \l "1"  

Finding show that talent retention associated with increase employee performance. Based on the findings that talent retention is associated with increased employee performance, the following recommendations were made. First study recommends for Foster a Positive Work Environment. Create a culture that values employee well-being, work-life balance, and job satisfaction to increase retention rates. Recognize and reward employees for their achievements and contributions to boost morale and loyalty. In addition, study suggested for Enhance Communication and Feedback. Establish open and transparent communication channels to address concerns, provide feedback, and ensure employees feel heard and valued. Finding suggested for define clear career progression paths and provide opportunities for growth and advancement within the organization to retain top talent.

Deriving from the above research findings, analyses, discussions and conclusions from the specific objectives, the following recommendations were made with regards to the influence of training and development on employee’s performance – A Case of Ruvuma region. Based on the findings and conclusion drawn above, the following are recommendations for actions to the management of TISD and the Training Committee which works hand in hand with the Executive Office for their action, and for further studies.
The Department has to recommend on the increase of Creativity through more investment in Skills Enhancement, the Development of Skills, Knowledge and attitude among the employees that will provide an outstanding behavior of performances Styles that later will guarantee an achievement of organizational goals.

Through the study Objectives of employee engagement, it leads to the occurrence of employees Job morale and autonomy where by the participation of employees in their assigned day to day activities in relation to their job description will be high through an engagement done to employees. Not only the above explained the study also recommend the importance of maintenance of professionals in an organization that later improves organizational competitive advantage, efficiency and effectiveness in performances. On top of the recommendation based on the study objectives the other recommendations are:

5.5.4 Use of training Program as a Rewarding Tool TC "5.5.4 Use of training Program as a Rewarding Tool" \f C \l "1" 
As per research findings in skills enhancement the study revealed that few employees agreed that they attended a training program assuming that they gained a salary increase and/or promotion after the training. The study recommends that the TISD should use a training program as a reward tool to encourage more employees to attend training for employee benefits and the organization. We human beings need to be recognized after hard work. The TISD should consider promoting and pay increase when an employee completes a training program. This will encourage more employees to look for career growth within the Mission. The Mission will have employees who are capable, competent, and confident enough to perform work. This self-confidence will result in good employee’s performance and then achievements of both individual objectives and the Mission objectives in general will be realized. 
5.5.5 Provide an Opportunity for all Employees to Attend Training TC "5.5.5 Provide an Opportunity for all Employees to Attend Training" \f C \l "1"  
The findings of the study revealed that few respondents/employees attended training. The study recommends that the TISD should follow-up closely and make sure all employees participate fully and gain knowledge, skills, and ability from the training program of their choice to meet training objectives. The TISD should ensure that the training program is considered important since it improves employee’s performance. 

The findings revealed that majority of respondents agree that allocation of more funds, having training policy, support from management for training effectiveness, training needs assessment, having a competent training officer, choosing a right trainee, choosing a right trainer and motivation leads to training successful which has impact in employee’s performance improvement.
5.5.6 Area for Further Studies TC "5.5.6 Area for Further Studies" \f C \l "1"  

This study investigated the influence of training and development in employee’s performance in TISD. This warrants the need for further similar studies to be conducted on other national and international organizations, donors, local organizations, governments, and agencies with a large sample size to explore the relationship between the two variables of training programs and employee’s performance.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX I: QUESTIONNAIRE FOR ALL IMMIGRATION OFFICERS.
Dear Respondents,

My name is Jamal Abdalah, MHRM student at the Open University of Tanzania. I am carrying out research titled, “The Influence of Training and Development on Employees Performance: A Case of Tanzania Immigration Services Department-Ruvuma Region.” It is for partial fulfillment of the requirements of Master of Human Resource Management. You are therefore requested to fill this questionnaire and the information given will be confidential and will only be used for academic purposes. Your contribution to this study is highly valued and appreciated.

Part A: Demographics Features of Participants

1. Please indicates your gender

a) Male 


[
]

b) Female


[
]

2. Please indicates your age group

a) 20-30 years

[
]

b) 31-40 years

[
]

c) 41-50 years

[
]

d) Above 51 years
[
]

3. What your education level attained?

a) Certificate


[
]

b) Diploma


[
]

c) Bachelor degree

[
]

d) Postgraduate


[
]

4. What it’s your working experience in this organization?

a) 1-5 Years

[
]

b) 6-10 Years

[
]

c) 11-16 Years

[
]

d) Above 17 years
[
]

Part B: The Influence of Training and Development on Employees Performance
Question No. 1. Is there any contribution of employees’ skills enhancement to the employee’s performance in Tanzania immigration service department particular in Ruvuma Region?

KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	It makes an employee to be very effective at work
	
	
	
	
	

	2.
	It makes an employee to be very active at work
	
	
	
	
	

	3.
	It rectifies employee bad work habits and behaviors
	
	
	
	
	

	4.
	It increases good human relationship in an organization
	
	
	
	
	

	5.
	It enables the organization to become competitive
	
	
	
	
	

	6.
	It increases the organization’s productivity
	
	
	
	
	

	7.
	It improves the organization’s services to customers
	
	
	
	
	

	8.
	It improves quality of the organization’s products
	
	
	
	
	

	9.
	It enables the organization to get increased earnings
	
	
	
	
	

	10.
	It places employee in a task he/she is best suited for
	
	
	
	
	

	11.
	It helps the organization to set her performance standards (fair and achievable)
	
	
	
	
	

	12.
	It motivates an employee to work for a long time with the same company
	
	
	
	
	


Question No. 2. Does promotion of employee’s engagement affect the employee’s performance in Tanzania immigration service department particular in Ruvuma Region?

KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	It maintains the morale of an employee
	
	
	
	
	

	2.
	It enables employees to grow their academic professions and gain new expertise
	
	
	
	
	

	3.
	Employee skills increase with job promotion
	
	
	
	
	

	4.
	It improves  higher productivity of the organization
	
	
	
	
	

	5.
	It encourages an employee to stay longer with the same organization
	
	
	
	
	

	6.
	Employee promotion enhances the quality of work in an organization
	
	
	
	
	

	7.
	Job promotion increases expertise in any a certain field of work
	
	
	
	
	

	8.
	It creates a strong belongingness to the organization
	
	
	
	
	

	9.
	It ensures transparency and fairness in an organization
	
	
	
	
	


Question No. 3. What do you think are the indicators of employee’s retention over employee’s performance in Tanzania immigration service department particular in Ruvuma Region?

KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Responses

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	Increased productivity
	
	
	
	
	

	2.
	Improved quality products
	
	
	
	
	

	3.
	On time delivery of goods to customers
	
	
	
	
	

	4.
	Enhanced positive customer satisfaction
	
	
	
	
	

	5.
	Improved market competitiveness 
	
	
	
	
	

	6.
	Increased profitability
	
	
	
	
	


Question No. 4. Please rates the following based on employee’s performance in Tanzania immigration service department 

KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree=1

	
	Responses

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	Organization has good relationship between management and employees
	
	
	
	
	

	2.
	Employee commitment and engagement associate with organization values
	
	
	
	
	

	3.
	Organization services offered is high quality
	
	
	
	
	

	4.
	My organization associated with high employee and customer satisfaction
	
	
	
	
	

	5.
	Training increases working morale and lowers employee turnover
	
	
	
	
	

	6.
	Does the organization practice fairness in the promotion for all workers
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2; The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1%'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 1¥January 2007.In line with the Charter,
the Open University of Tanzania mission is to generate and apply knowledge through
research.

3. 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. Jamal Abdalah Reg. No
PG202101427), Ppursuing Master of Human Resource Management (MHRM). We here
by grant this clearance to conduct a research titled “The Influence of Training and
Development on Employees Performance: A Case of Tanzania Immigration
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