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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The main of this study was to determine the influence of training and development on employee’s job performance in public sector in Tanzania. The specific objectives of this study were, first to explore the effects of training need assessment on the employee’s job performance in public sector in Tanzania, second to examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania and third to determine the effects off the job training method on the employee’s job performance in public sector in Tanzania. The study adopted descriptive research design, sample size of 100 respondents were selected using simple random sampling technique, data was collected using questionnaires and analyzed  descriptive statistics and regression analysis. The findings of the Training Needs Assessment (TNA) reveal a positive perception among employees regarding the value and impact of the training interventions in the Tanzanian public service.  Moreover, the findings of the study revealed that to a large extent, the methodology of On-the-Job Training (OJT) helps in improving employee performance in the public sector of Tanzania.  Furthermore, the results of the research study shows that the impact of Off-the-Job Training (OJT) on employee performance in the public sector of Tanzania is progressive. Therefore, the study recommends that to further improve job efficiency, it is advisable for organizations to consider the integration of training interventions into departmental and organizational strategies. Moreover, organizations need to develop and implement formal OJT programs designed specifically for the precise jobs.  Furthermore, organizations should also introduce routine evaluations of staff training where training plans are designed to fill their skill deficits in order to maximize these advantages.
Keywords: Training and development, Employees job performance, Public sector.
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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 section presents the background of the study, detailed statement of the problem, research objectives both general and specific objectives, research questions, significance of the study, scope of the study, and organization of the study.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Human resource training and development are a global trend in organizations due to their objectivity, strategic positioning, and direct contribution to company goals and objectives (Nmadu et al, 2022). Employee training and development are critical components of a complete human resource management (HRM) strategy that aims to maximize the workforce's skills and abilities while cultivating a culture of continuous improvement (Arulsamy et al, 2023). Training and development have become standard practices in most organizations' human resources departments, owing to its relevance to employee performance (Mobarak et al, 2019). According to Alnawfleh (2020), training and development programmes account for 30% of employee performance. In the same vein, Otoo et al. (2019) observed that human resource training and development had an impact on both organizational and individual performance.
Employees are considered as the most valuable asset of every organization because the success or failure of any organization is mainly supported by its employees’ performance (Kuruppu et al, 2021). The nature and scope of employees' performance and productivity have been the primary focus of the majority of the literature on human resources management (Nassary, 2020). The institutions survival, competitive advantages, and performance in the world depend on the ability of workforce (Kazim, et al, 2017). Training and development of employees is seen as a key factor in achieving organizational goals and objectives (Bababjide, 2020). Training imparts a specific skill to do a particular job while development deals with general enhancement and growth of individual skill and abilities through conscious and unconscious learning (Ahmad and Moharken, 2018). The result of training is visible in a very short period whereas development is viewed as a result of longer-term organizational objectives and goals (Gourikar, 2020).
Performance can be seen from various points of view depending on the objectives of each organization, for example for profit, and also depending on the form of the organization itself (e.g., public, private, social or religious business organizations) (Santi, 2020).Training and development programs are perceived as effective in enhancing the competence of employees as well as in increasing organizational productivity  (Tieng’o and Leonard, 2023; Mohd and Bulengela, 2024). 
Human capital theory and reinforcement theory furnish a compelling theoretical basis for understanding how training and development impacts on an employee’s job performance with respect to operational organizations(.Noe, 2017).  Performance can be seen from various points of view depending on the objectives of each organization, for example for profit, and also depending on the form of the organization itself (e.g., public, private, social or religious business organizations) (Santi, 2020). 
Tanzania, like most other African countries, must provide its employees with training; therefore, systemic and sector-specific training improvements have been implemented (Samwel, 2018). In regard of the relationship between training, employee performance, and organizational performance, some recent empirical research has been conducted to show that there is a correlation between human resource training and development on employee performance and organizational performance; notable among them is the recent study of (Mdhlalose, 2020), who reported that training and development has a positive impact on employee performance. Gerald (2018) concluded that, on-the job training, training design and training and development had all a significant effect on the performance of employee in the organization. Therefore, the purpose of this study is to determine the impact of training and development on employee’s job performance in public sector in Tanzania. 
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Notwithstanding of size a company's most significant asset is its people because they are the true measure of its competency or performance (Srivastava and Pathak, 2019). A highly educated workforce is essential to ensuring that the workplace is staffed with valuable and appropriate individuals (Islam et al., 2021). Therefore, having access to excellent human resources is crucial for adjusting to these changes (Sudiarti and Juliarsa, 2020). Human resource development uses training and development initiatives as a tool to improve employees' skills and expertise. (Heathfield, 2020). The public sector is getting plenty of criticism for providing poor performance and service (Fernandes and Fresly, 2017). Inadequate training and development can result in subpar job output from employees and insufficient supply of basic utilities like potable water, hygienic conditions, enough medical care, dependable power, and easily navigable road systems (Hee et al, 2019).
Tanzania's public sector organizations have faced challenges in enhancing employee productivity even when providing training to employees (Licombe, 2018). This prompts the concerns of why employee performance does not increase in spite of training and why training does not always yield the desired effects. These conundrums have spurred scholars to carry out investigations to evaluate the efficacy and influence of on-the-job trainings on the performance of employees in public organizations. Previous research work has revealed that training can lead to significant improvements in employees’ performance, knowledge and skills related to their current tasks (Landa, 2018; Isa et al., 2023). Nonetheless, there is a need for further studies focusing specifically on how various dimensions of training and development such as training needs assessment, on-the-job versus off-the-job training methods affect employee performance within Tanzania’s public service. The various elements that affect the selection of training methods should be carefully taken into account when designing training programs (Halawi, 2018). Employee training is seen as a crucial component of an organization's performance management system (Husys, 2018).  According to Mawunyo (2020), one of the main strategies for enhancing an organization's intellectual property is through training. Nonetheless, public organizations in Tanzania continue to perform poorly in spite of the several initiatives done by the government to enhance the performance of public sectors, such as including funding for training programs in their yearly budget each year (URT, 2018). Despite the positive association between employee performance and training and development, little is understood about this significant relationship. (Licombe, 2018). Therefore, the purpose of this study is to determine the impact of training and development on employee’s job performance in public sector in Tanzania.
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
The general objective of this study was to determine the impact of training and development on employee’s job performance in public sector in Tanzania.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
The specific objectives of this study were;

i. To explore the effects of training need assessment on the employee’s job performance in public sector in Tanzania.

ii. To examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania

iii. To determine the effects off the job training method on the employee’s job performance in public sector in Tanzania.

1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
This study intended to answer the following research questions
i. To what extent does training need assessment influence employee’s job performance in public sector in Tanzania?
ii. To what extent does on the job training influence employee’s job performance in public sector in Tanzania?

iii. To what extent does off the job training influence employee’s job performance in public sector in Tanzania?
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The research helps the policymakers in understanding the efficacy of the public sector training and development programs, thus enabling them to plan and implement policies that promote continuous learning as well as development of skills which enhance job performance. Moreover, evaluating the influence of training and development on job performance will help policymakers allocate resources more effectively.  
The findings of this research can shed more light on the correlation between public sector job performance and training as well as development in other public sectors within the same developing countries. Furthermore, the findings of this study served as the point of references for future studies.
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The study's focus was on public sector entities functioning in Tanzania's Dar es Salaam Region, with a narrow geographic scope. The study collected primary data from employees of these organization and other relevant parties so as to analyze them and draw conclusions about training and development’s impact on employee’s job performance that work in the Dar es Salaam Region respectively using appropriate research methods and statistical tools.
1.8 Organization of the Study TC "1.8 Organization of the Study" \f C \l "1"  
This dissertation was organized in to five chapters, chapter one presents This chapter presents background to the problem as well as detailed statement of the problem, research objectives both general and specific objectives, research questions, scope of the study and significance of the study. Chapter two presents’ details about theoretical review and empirical review of various studies that are relevant to the topic under consideration, theoretical review discussed theory that guide the study, the empirical review presents views of other researcher on the variables of the study as guided by the purpose of the study, research gap analysis and conceptual framework of the study. Chapter three presents the methodology that was used in conducting this research. Chapter four presents’ data analysis and discussion of findings and chapter five presents conclusion and recommendation.
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" 
This chapter will contain the details about theoretical review and empirical review of various studies that are relevant to the topic under consideration, theoretical review will discuss theory that guide the study, the empirical review will present views of other researcher on the variables of the study as guided by the purpose of the study, conceptual definition, research gap analysis, conceptual framework of the study and theoretical framework.
2.2 Conceptual Definitions TC "2.2 Conceptual Definitions" \f C \l "1" 
2.2.1 Training TC "2.2.1 Training" \f C \l "1" 
Training is the process of teaching individuals with specific skills, knowledge, and competencies in order to increase their performance and productivity within their current work duties (Arulsamy et al, 2023). Employee training may be described as actions carried out by a company to improve the capacity of its personnel to perform services effectively and efficiently (Ndidi and Moses, 2021). Training at the highest level is a series of procedures targeted at continually illuminating employees' knowledge and abilities, as well as organizational structures, which includes the training itself (Sri Dhurgah et al., 2018; Huang, 2019; Alnawfleh, 2020). In this study training is a systematic process designed to enhance employees' knowledge, skills, attitudes, and competencies to improve their performance in specific tasks or roles within an organization. It focuses on enabling individuals to acquire or refine job-related abilities that align with organizational goals and requirements.
2.2.2 Development TC "2.2.2 Development" \f C \l "1" 
Development is a process that prepares people for new tasks and responsibilities by enhancing their capacities to reason, judge, talk, and act in demanding and controlled situations. For development to occur, there should be a focus on enhancing an individual’s person-hood as well as readiness for high level work. This can occur through targeted tasks, job rotation, coaching, mentoring and leadership development programs (Arulsamy et al, 2023). Mentorship, coaching, job rotation and formal education are examples of developmental activities utilized according to Dessler (2019). I this study, development refers to a long-term, continuous process of enhancing an individual's knowledge, skills, abilities, and overall potential to prepare them for future roles and responsibilities. Unlike training, which focuses on specific tasks or immediate needs, development is broader in scope and emphasizes personal and professional growth to support career advancement and organizational success.
2.2.3 Employee Job Performance TC "2.2.3 Employee Job Performance" \f C \l "1" 
The quality of work done by an employee is largely influenced by the training they receive (Alnawfleh, 2020; Karim et al, 2019; Rodriguez and Walters, 2017; Sandamali et al, 2018). According to Sila (2014), job performance is defined as the ability of an employee to accomplish tasks as well as their inclination to performing these duties adequately and fast. Girwichai et al (2020) work performance comprises how someone goes about it, what he or she attains, the importance of the activity in relation to organization goals, and the outcomes. Employee performance refers to where employee is able to accomplish his duties as well as achieving tasks effectively (Arulsamy et al, 2023). In this study, employee Job Performance refers to the extent to which an employee effectively fulfills their job responsibilities, achieves organizational goals, and contributes to the success of their team or organization. It encompasses the quality, quantity, and timeliness of work performed, as well as an individual's ability to meet or exceed job expectations.
2.2.4 Training Need Assessment TC "2.2.4 Training Need Assessment" \f C \l "1" 
According to Garba (2019), Training Needs Assessment is the process of detecting gaps in an organization's workers' skills and knowledge and developing relevant training solutions to fill these gaps. According to Elnaga and Imran (2013), this assessment mechanism is an essential component of every training program. Manman and Aminu (2014) emphasize the need of understanding training requirements for training programs to have a good impact on a business. A Training Needs Assessment allows a corporation to properly allocate resources and target areas that will improve employee growth, morale, and overall performance (Isa et al, 2023). In this study, Training Need Assessment (TNA) is the systematic process of identifying the gap between an employee's current skills, knowledge, and performance levels and the requirements needed to achieve desired organizational goals. It helps determine whether training is necessary, what type of training is required, and who should be trained.
2.2.5 On the Job Training TC "2.2.5 On the Job Training" \f C \l "1" 
On-the-job training is a practical technique to obtaining new competences and abilities required for a job in a genuine, or nearly actual, working environment. It is frequently used to learn how to utilize certain tools or equipment in a real-world, virtual, or training setting (Andreev, 2021). According to Ezigbo (2011), on-the-job training is meant to ensure that the worker learns better ways of providing services in the course of his usual tasks through the intervention of a supervisor. This implies that the method ensures that an employee can practice learning even while working (Ndidi and Moses, 2021). In this study, On-the-Job Training (OJT) refers to a hands-on training approach where employees learn skills, tasks, and responsibilities by performing their actual job duties under the guidance of a supervisor, trainer, or experienced colleague. It occurs in the work environment and emphasizes practical learning tailored to the specific requirements of the job.
2.2.6 Off the Job Training TC "2.2.6 Off the Job Training" \f C \l "1" 
Off-the-job training is an aspect of instruction that is done for a certain amount of time at a location other than the real workplace. This strategy allows employees to study in groups, meet new people, and receive training from professionals and subject matter experts (Barker, 2018). In comparison to on-the-job training, off-the-job training requires a lot of money because it is conducted outside the office. The primary focus of off-the-job training is to improve the experiences, skills, knowledge and competencies of the trainee in occupational fields that are different from their workplace and work situations (Ndidi & Moses, 2021). In this study, Off-the-Job Training refers to training programs conducted outside the employee's regular work environment. It focuses on theoretical learning, skill development, or knowledge acquisition in a controlled setting, such as classrooms, workshops, or online platforms. This method allows employees to focus entirely on the training process without the distractions of their regular job duties.
2.3 Theoretical literature review TC "2.3 Theoretical literature review" \f C \l "1" 
2.3.1 Human Capital Theory TC "2.3.1 Human Capital Theory" \f C \l "1" 
Becker (1993) created the theory which approved the recommendation of investing in staff training and development. Human capital is transportable, but unlike labor, land and modified capital, it cannot be moved (Becker, 1996). The theory states that prior to making rational judgments, people weigh the benefits and drawbacks of investing in their education and skills. According to this theory, organizations that provide training and education to their employees are likely to develop a much more skilled workforce.  Human capital theory largely dwells on qualifications and other kinds of qualifications as a gauge of human capital. 
The theory states that prior to making rational judgments, people weigh the benefits and drawbacks of investing in their education and skills. It is based on the assumption that individuals will choose the course of action that will most economically maximize their future gains. According to this theory, organizations that provide training and education to their employees are likely to develop a much more skilled workforce. They argue that training and education can be described as investments in human capital which resembles investments in tangible assets like real estate or money. This theory also advises individuals to allocate money for the purpose of education or becoming skilled with a view of enhancing their productive capacity as well as increase what they earn in future. From that viewpoint, education and training provides people with a basic understanding of many diverse jobs while human capital shall be transferred across different settings through acquired knowledge and skills.

Human capital theory largely dwells on qualifications and other kinds of qualifications as a gauge of human capital. On the other hand, it could miss some various useful alternative knowledge and skills acquired during the life experience or while at work or studying non-formally. Social networks generation, bias and economic identity ultimately affect people’s access to jobs and education opportunities. They significantly affect someone’s economic performance as well as how much human capital he has. People are likely to use the experience acquired throughout their professional lives; still, progress in technology and market happen quite fast thus making this knowledge outdated at some point in time meaning individuals will always have to improve what they know in order to keep up with changes.
2.3.2 Reinforcement Theory TC "2.3.2 Reinforcement Theory" \f C \l "1" 
This concept was developed by Skinner in 1938 and stressed the idea that people are motivated to act in a certain way or refrain from acting in a negative way due to the repercussions of their actions. Skinner (2013), states that people are motivated to perform or avoid certain behaviors due to past experiences that arise from these behaviors.  According to Matofari (2015), reinforcement theory states that learners are more probable to embrace a desirable behavior with benefit accruing to them post-training. It means that a trainer has to evaluate the students training lacks if he wants to know what kind of learning outcomes appeal much while others are unattractive for a learner. The theory considers that behaviors are results of the interaction between a person as well as his surroundings. It insists that behaviors arise based on the after-effects that they entail, and people relate particular actions to their consequences. According to the Reinforcement Theory, people are able to determine if they takes part in specific behaviors. This means that individuals intentionally decide on their actions based on the outcome they anticipate. Moreover, there are two types of reinforcement distinguished by the theory. Positive reinforcement involves rewarding a behavior so that it occurs again. Negative reinforcement is about removing an unpleasant stimulus so as to enhance behavior. Both kinds of reinforcement can influence behavior effectively.
Reinforcement theory centers on the environmental aspects of behavior like rewards and punishment. It doesn’t fully consider inner cognitive processes, ideas, and feelings that may also impact behavior. Furthermore, the theory works best with straightforward, basic behaviors. These should be straightforward actions with conspicuous practical results otherwise the above theory may be ineffective. Due to numerous motives and environmental contexts that constantly impact on or trigger behaviors, intricate activities carried out by human beings may not be completely understood by the above theory. Reinforcement theory maintains that people react to rewards and penalties in the same manner. People, however, differ in goals, values, and preferences, and this may affect their reaction to reinforcement. In other words, while some individuals may view something as reinforcing; others might not view it that way.
2.3.3 Justification for Using Two Theories TC "2.3.3 Justification for Using Two Theories" \f C \l "1" 
This study was guided by Human Capital Theory, and Reinforcement Theory. Employee knowledge and skill enhancement is only achievable through identification and addressing training needs as postulated by Human Capital Theory. The identification of certain areas in which employees need training is enabled by conducting a training needs assessment. Reinforcement theory is in support of the use of on-the-job training approaches because employees get instant feedback and reinforcement for the way they perform. On-the-job training is a scenario in which an employee is taught, counseled, and assessed by either his or her supervisor or a trainer and this helps organization in uprooting preferred behaviors and enhancing job performance. Additionally, Reinforcement Theory emphasizes the significance of employee participation in off-the-job training programs by providing positive reinforcement.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 Empirical Literature Review Worldwide TC "2.4.1 Empirical Literature Review Worldwide" \f C \l "1" 
Rashid et al (2020) study the relationship between on-the-job training and off-the-job training towards employee performance and to determine the strongest factor influencing employee performance among Franchise Restaurants’ staffs in Klang Valley. Data was collected using a self-administered survey questionnaire and the convenience sample technique. This survey has a total of 197 respondents. The findings indicate that training obtained both on and off the job has a significant influence on employee performance. Additionally, off-the-job training has been found to have a greater favorable influence on employee performance. The strength of Rashid et al.'s (2020) study lies in its comprehensive analysis of both on-the-job and off-the-job training methods, highlighting their combined impact on employee performance; however, its weakness is the limited generalizability due to the study's focus on a specific industry or region, which may not represent diverse organizational contexts.
Htun and Bhaumik (2022) analyze the impact of training and development on employee performance among the manufacturing sector employees working in different departments in Mandalay, Myanmar. Employee performance is the dependent variable, and training and development are the independent factors. To address the study goal, the quantitative research approach is applied. Employees in the manufacturing industry complete self-reported surveys to obtain the data. SPSS (version 25) is used to analyze the responder data. According to the findings of a recent survey, workers in the manufacturing industry have a favorable opinion of the training and development opportunities offered. The performance of the employees is then significantly improved by the training and development initiatives. The strength of Htun and Bhaumik's (2022) study is its sector-specific focus on manufacturing employees across various departments, providing detailed insights into the impact of training and development on performance; however, its weakness lies in the potential lack of broader applicability due to its geographic concentration in Mandalay, Myanmar.
Lee et al (2023) focused on the effect of training towards employee performance in a public university in Malaysia.  244 respondents' questionnaires were utilized to collect all the necessary information from original sources. This study, which employed a quantitative technique, found that technical and soft skill training, as well as induction, have a favorable effect on employee performance. The study also provided recommendations for future research on strategies related to training and development, including assisting employees in understanding the relationship between performance and training, monitoring staff performance to ensure optimal performance. The strength of Lee et al.'s (2023) study is its in-depth examination of the effect of training on employee performance within the context of a public university, offering valuable insights into the academic sector; however, its weakness is the limited scope, as focusing on a single institution may restrict the generalizability of its findings to other universities or sectors.
Achackzai et al. (2024) aims to evaluate the influence of training programs on employee performance and learning behavioral change at the General Directorate of Planning and Evaluation Department, Ministry of Education Afghanistan. The data analysis which was carried out using Microsoft Excel and SPSS, at this component included both descriptive statistics and percentage analysis so as to present the findings. Findings reveal that employees hold a positive image towards the training benefits such as increased performance, productivity, job satisfaction as well as increase in skills. It is recommended that training programs be designed to meet specific needs, there be promotion of diversity and inclusion, there be an emphasis on safety and innovation and strategies to keep employees motivated and engaged are implemented. The strength of Achackzai et al.'s (2024) study lies in its focus on the specific impact of training programs on employee performance and behavioral change in a government sector, providing context-specific insights; however, its weakness is the potential limitation in generalizability due to its focus on a single department within a particular country, which may not reflect broader trends across different sectors or regions.
Jayasuriya. (2024) identify the impact of training and development on employee performance in a selected Divisional Secretariat in Sri Lanka. The research uses quantitative techniques. The sample population is made up of two hundred and eighty-seven staff members. Out of these, one hundred employees were chosen based on stratified random sampling technique. These data were collected via a structured questionnaire, and the results were analyzed using descriptive as well as inferential statistics. The analysis of the data revealed that the training and development have a capacity to enhance the performance of employees. More emphasis needs to be placed on the training material as well as the training results. Given the absence of studies on training and development and employee performance of the Divisional Secretariats in Sri Lanka, one of the recommendations of this study is the improvement of employee performance through effective training and development of the selected Divisional Secretariat in the specific context of Sri Lanka Divisional Secretariats as a whole. The strength of Jayasuriya's (2024) study lies in its focused analysis of training and development within a specific governmental context in Sri Lanka, offering valuable insights into public sector performance; however, its weakness is the limited applicability of its findings to other sectors or countries due to its narrow geographic and institutional focus.
2.4.2 Empirical Literature Review in Africa TC "2.4.2 Empirical Literature Review in Africa" \f C \l "1" 
Gerald (2018) examine the impact of employee training and development on employee performance in institutions of higher learning with reference to USIU-Africa. Based on the study's findings, it can be said that employee performance inside the organization was significantly impacted by training design, development, and on-the-job training. The study suggests that in order to enhance employee performance, organizations and human resources management in particular should implement on-the-job training procedures. According to this study, organizations should make sure their training programs are appropriately designed to guarantee that training is provided in an efficient manner. The strength of Gerald's (2018) study is its focus on the impact of training and development within higher learning institutions, providing relevant insights for educational organizations; however, its weakness is the limited generalizability due to its focus on a single institution, USIU-Africa, which may not reflect the broader trends in other universities or educational contexts.
Nama et al (2022) investigate whether coaching and mentoring could capacitate municipal employees whose performance appraisal reveals a lack of skills to provide essential services. The survey was conducted using a cross-sectional research approach. A stratified random sample of 115 municipal employees completed a questionnaire, constituting the target population of 265 employees. Furthermore, the findings revealed that workers with training were more likely to improve service performance. To enhance performance, coaching and mentoring in particular have the potential to be applied. The investigation discovered that the municipality was not giving staff members the necessary training and growth to empower them to address subpar service performance. The strength of Nama et al.'s (2022) study is its practical focus on coaching and mentoring as solutions to address skill gaps in municipal employees, offering actionable insights for improving public service delivery; however, its weakness is the potential lack of broader applicability, as it focuses on a specific context (municipal employees) that may not translate to other sectors or settings.
Isa et al (2023) examine the connection between training and development and employee performance in the Adamawa State Ministry of Education in Yola. The study, which included 54 workers in its sample size, found that employee performance was significantly impacted by the analysis of training requirements and training techniques. Furthermore, in the Adamawa State Ministry of Education, staff performance was positively impacted by training and development. Consequently, the null hypothesis was disproved. The study came to the conclusion that determining workforce shortages requires doing an analysis of training needs. Additionally, it is recommended that the training and development initiatives in light of the new standard rather than resting on its previous successes. The strength of Isa et al.'s (2023) study lies in its detailed examination of the relationship between training and employee performance within a specific government ministry, providing valuable context for public sector performance improvement; however, its weakness is the limited generalizability due to its focus on a single state ministry, which may not reflect broader trends across other regions or sectors.
Giday & Elantheraiyan. (2023) examine the impact of training on employee performance as predicted by a training needs assessment, the availability of resources for training, and employee perceptions towards training. The findings showed that assessment of training needs and the available training resources positively impact employee performance. However, the extent to which employees view training has little implication on the levels of performance exhibited by employees. It is recommended that the HRM department of the Tigray Regional Education Bureau (TREB) should carry out a training needs assessment on the employees to be able to implement performance enhancing training programs. There is a need to improve the management and the availability of the training resources. The strength of Giday & Elantheraiyan's (2023) study is its comprehensive approach, examining multiple factors such as training needs assessment, resource availability, and employee perceptions, providing a well-rounded view of training's impact on performance; however, its weakness is the potential complexity of isolating the direct effects of each factor, which may complicate drawing clear conclusions on their individual contributions.
Beza & Satyendra. (2023) examine the effect of training on the performance of employees within the context of the public sector in Rwanda. Findings have established that there is a high correlation between employee performance and the training aspect at the Ministry of Finance and Economic Planning. Training design shows a strong relationship at 0.812 which indicates that the training design best practices contribute to the successful performance of MINECOFIN staff. Training policies correlates highly at 0.843, suggesting that the implementation of appropriate Training policies has a great effect to employee performance at the level MINECOFIN. Finally, Evaluation of trainings relations shows a correlation of 0.823, which underlines the role played by Evaluation of trainings in the employee performance at MINECOFIN. This calls for MINECOFIN to evaluate training needs for all departments; Management to give employees the opportunities to attend seminars and training courses in order to keep them active on current issues and improve their skills. The strength of Beza & Satyendra's (2023) study is its focus on the public sector in Rwanda, offering valuable insights into how training affects employee performance in this specific context; however, its weakness is the limited generalizability to other sectors or countries, as it focuses solely on the Rwandan public sector.
2.4.3 Empirical Literature Review in Tanzania TC "2.4.3 Empirical Literature Review in Tanzania" \f C \l "1" 
Landa, (2018) examining the influence of training on employees’ performance; it involved a case study design where Tanga Urban Water Supply and Sewerage Authority was selected. The results showed that Tanga UWASA hosts a number of training sessions, and staff members are strategically chosen to participate in those sessions in order to gain knowledge and skills. However, the study discovered that employee performance is significantly impacted by training. At P<0.05, this association was determined to be statistically significant. Training initiatives have helped Tanga UWASA become more competitive with respect to other water supply authorities by increasing production, efficiency, and customer satisfaction. The strength of Landa's (2018) study is its use of a case study design to provide in-depth insights into the impact of training on employee performance within a specific organization, Tanga Urban Water Supply and Sewerage Authority; however, its weakness is the limited generalizability of the findings, as it focuses solely on one organization in a particular industry.
Licombe. (2018) examine the impacts of training and development on the employee’s performance in the public sector, specifically at TTCL Head Quarters. The research was conducted using a cross-sectional design in order to assess the specific variable of interest. For this particular study, a purposive sampling method was used and data collected using self-administered questionnaires. It was established in this study that the DNDA staff members on a regular basis have been going to training and development courses which have enhanced their skills and in turn performance. In addition, the findings have indicated that periodic training and development programs to the staff help in elevating their levels of motivation, promoting teamwork that positively impacts the overall output of the organization. Further, the findings indicate that training helps to meet the skill requirements necessary to perform the job to the expectations thereby enhancing the output. The strength of Licombe's (2018) study is its focus on the impact of training and development within a specific public sector organization, TTCL Head Quarters, providing detailed insights into employee performance in this context; however, its weakness is the limited generalizability, as it focuses on a single company, which may not reflect broader trends across other public sector organizations.
Nassary (2020) examined the effect of employees training on employee’s performance in Arusha Municipality. Respondents chose short-term training programs and seminars over forums and workshops for enhancing trainee capabilities. In order to properly equip workers with high competence, the study advised that public organizations boost financial resources allocated to employees' seminars and short course training. The Arusha Municipality should periodically review its plans for the development of its human resources in order to meet the evolving needs of its clients. This way when it directs staff members for training, the goal should always be to close any gaps in knowledge or take advantage of any opportunities for growth. The strength of Nassary's (2020) study is its focus on the effect of employee training on performance within a specific local government context, providing valuable insights into municipal operations; however, its weakness is the limited generalizability, as it focuses solely on Arusha Municipality, which may not apply to other municipalities or sectors.
Festo (2021) assess the effectiveness of training on employees' performance in local government authorities based in Arusha District Council. The study's specific goal was to determine the guidelines for assessing training needs, effectiveness of training methodology and to establish the effectiveness of training evaluation mechanisms on employee performance. The research recommends that Heads of Departments and Supervisors perform an effective Training Needs Assessment (TNA) to ensure that training methodology, materials, and assessment criteria are relevant and effective for Arusha District Council workers and other stakeholders. The strength of Festo's (2021) study is its focus on assessing the effectiveness of training within the context of local government authorities, offering insights into performance improvements in Arusha District Council; however, its weakness is the limited applicability of the findings, as it is based on a single district council and may not reflect broader trends in other regions or sectors.
Wanna. (2023) assess the effect of training and development on the performance of employees in the Tanzanian local government authorities. A structured questionnaire was used for purposes of data collection. The data that was collected was analyzed using descriptive statistics and multiple regression analysis. The findings revealed that Off-Job Training positively and significantly affects employee performance. On-the-job training also positively significantly affected employee performance. The findings further indicated that Refresher Training also positively and significantly affects employee performance. The study therefore recommends more training to be conducted to improve the performance of the employees. The study therefore finds that off-job training, on-job training and refresher training all have statistically significant positive contribution to employee performance. The strength of Wanna's (2023) study is its broad focus on the effect of training and development across multiple local government authorities in Tanzania, offering valuable insights into public sector performance; however, its weakness is the potential variability in implementation and outcomes across different local authorities, which may limit the consistency of the findings.
2.5 Research Gap Analysis TC "2.5 Research Gap Analysis" \f C \l "1" 
It is clear that large-scale similar studies have been conducted in settings other than Tanzania, as evidenced by empirical evidence, such as, Rashid et al (2020), Nama et al (2022),  Lee et al (2023) and Isa et al (2023)  just to mention the few  the findings of this study cannot be generalized in Tanzania context, but when it comes to Tanzania, Landa, (2018) examining the influence of training on employees’ performance; it involved a case study design where Tanga Urban Water Supply and Sewerage Authority, this study consider only UWASA. Festo (2021) and Wanna. (2023) focused only on local government. Hence the current study intends to contribute to the body of knowledge by including various public sector in Dar es salaam region namely PSSSF, NHIF, NIC, DAWASCO, TRA and NSSF. Moreover, this study is different from previous studies in terms of methodological choice, including research design, theories used and area that the study was carried. Therefore, this study contributed to the body of knowledge by determining the impact of training and development on employee’s job performance in public sector in Tanzania.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 






Figure 2.1: Conceptual Framework of the Study TC "Figure 2.1: Conceptual Framework of the Study" \f F \l "1" 
Source: Author, (2024)
2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1"  
2.7.1 Training Need Assessment and Employees Job Performance TC "2.7.1 Training Need Assessment and Employees Job Performance" \f C \l "1" 
Training Needs Assessment (TNA) is the process of methodically identifying and 
measuring the gaps in workers' knowledge, skills, and competences required to perform their job duties efficiently (Noe, 2017). Dan et al. (2020) highlighted the needed human resource needs using the ethical process, identified the area of need for human resources, and developed training programs to assist refocus its personnel's energy to produce superior-world-class public service. According to Arucy and Juma (2018), training that is tailored to the needs of the person and the firm leads to enhanced job commitment, productivity, and collaboration. According to Aljhany and Hmdan (2020), procedures including assessing training results, determining employees' requirements, offering equitable training opportunities, and making resources available to staff members would assist them in staying informed about policy. 
2.7.2 On the Job Training and Employees Job Performance TC "2.7.2 On the Job Training and Employees Job Performance" \f C \l "1" 
On-the-job training is essential to improve the overall working performance of employees with poor academic credentials who are directly working in a severe labor shortage (Abdullahi et al., 2018). Relevant training activities and programs enhance staff performance and service delivery (Hee et al, 2019). According to Durham (2017) indicated that employee performance inside a company is positively impacted by coaching. Additionally, coaching might help companies increase production, maximize benefits, and cut expenses (Shem and Ngussa, 2015).
2.7.3 Off the Job Training and Employees Job Performance TC "2.7.3 Off the Job Training and Employees Job Performance" \f C \l "1" 
Employees that participate in off-the-job training do so in a setting that differs from their actual workplace (Rashid et al., 2020). According to Raheja (2015), there are a few key differences between on-the-job training and the workplace: study materials are given, learning takes precedence over performance, and there is room for expression. Conferences are one kind of off-the-job training technique that is seen to be a conventional and straightforward style of education (Raheja, 2015). Ndidi and Moses (2021) employee performance might be improved by both on-the-job and off-the-job training, and employee skill development and training act as a source of motivation for staff members. The study's findings indicated a positive but small relationship between employee performance and off-the-job training.
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 presents the methodology that was used in carrying out this study, including, research design, area of the study, target population, sample size, sampling design, data collection methods, validity and reliability, data analysis and expected results as illustrated below.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
According to Saunders et al. (2016), research philosophy is a set of beliefs and assumptions about the generation of knowledge. The researcher explains the main presumptions and interprets their perspective on the world in the research philosophy. According to Saunders et al. (2016), there are five main philosophies in business and management: interpretivism, postmodernism, positivism, pragmatism and critical realism. This study was conducted in the paradigm of positivist research, which is an epistemological perspective. It uses natural scientific approaches to look at social reality and beyond.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
Deductive and inductive approaches to research can be classified into two primary categories (Saunders et al, 2019). Moreover, there is a third research methodology known as abduction that oscillates between deduction and induction (Bryman & Bell, 2015). Therefore, this study approach was abductive because it is concerned with the generation of new ideas and theories based on the data, as well as examining previously researched phenomena from various perspectives and already existing theories that are consistent with the abductive approach, which combines the concepts of deduction and induction.
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The research design is the overall plan or strategy that outlines the approaches, processes, and strategies that was used to gather and analyze data for a research project (Creswell and Creswell, 2018). Despite the possibility of using other designs, this study employed a descriptive survey research design. The use of this design was predicated on the fact that the study was carried out over a particular period of time and that participants was selected from a variety of employees of selected public sector.
3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
The study took place in Dar es Salaam region. Numerous public sector organizations in Dar es Salaam require efficient training and development programs.  Furthermore, the city’s public sector organizations which are confronted with diverse workforce and multiple challenges constitute a productive ground through which the impact of training programmes can be understood. This study offered useful details about the efficacy of training initiatives and assist in pinpointing areas that require improvement to guarantee public sector employees work at their best.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1" 
Kothari (2014) define population as a universe comprising of elements from where some of them are selected as a sample to represent the universe in the study. The target population of this study was all public sectors in Tanzania particular in Dar es Salaam region, namely PSSSF, NHIF, NIC, DAWASCO, TRA and NSSF from each public sector selected 23 employees were selected.
Table 3.1: Population Distribution TC "Table 3.1: Population Distribution" \f T \l "1" 
	Category of Population
	Population
	Percentage 

	Management 
	37
	27%

	Administrative Staff
	45
	33%

	Finance staff
	25
	19%

	Procurement/auditing /IT
	28
	21%

	Total
	135
	100%


Source: Field Data,  2024
3.7 Variable and Measurement Procedures TC "3.7 Variable and Measurement Procedures" \f C \l "1" 
This study used the Likert scale to allow respondents to select the most appropriate answer for each question presented on the questionnaires. 
Table 3.2: Variable and Measurement Procedures TC "Table 3.2: Variable and Measurement Procedures" \f T \l "1" 
	Variable Name
	Measurement / Proxy
	Source and Years

	Dependent variable
	Employee Job Performance
	5 Point Likert Scale
	Rashid et al (2020)

	Independent variables
	Training Need Assessment
	5 Point Likert Scale
	Aljhany and Hmdan (2020),

	
	On-Job Training
	5 Point Likert Scale
	Gerald (2018) Rashid et al (2020)

	
	Off-Job Training
	5 Point Likert Scale
	Gerald (2018) Rashid et al (2020)


Source: Literature Reviews
3.8 Sampling Design and Sample Size TC "3.8 Sampling Design and Sample Size" \f C \l "1" 
3.8.1 Sampling Design TC "3.8.1 Sampling Design" \f C \l "1" 
The two sampling techniques are probability and non-probability. Probability sampling is a method of selecting samples at random from a population, giving each element the same chance to be chosen (Cash et al. 2022). Non-probability refers to a sampling approach in which components are selected by the investigator (Cash et al. 2022). This study used probability sampling techniques which is simple random sampling technique. This method is chosen because it gave all participants an equal probability of inclusion in the sample. 
3.8.2 Sample Size TC "3.8.2 Sample Size" \f C \l "1" 
A sample is a small proportion of the population that is selected for observation and analysis (Baltes & Ralph, 2022). Therefore, a sample of 100 public sector of employees from public sector were chosen to discuss the relationship between continuous dependent variables and continuous independent variables. The sample size for this study was obtained using the Fisher (1990) formula as shown below;         
n =                N
                (1 + Ne^2) Where; n is the required sample size; N is the target population and e is the significance level (5%)

               n =              135
                         (1 + 135*0.05^2)  

 n =      100
Therefore, the sample size for this study was 100.  
Table 3.3: Sample Distribution TC "Table 3.3: Sample Distribution" \f T \l "1"  
	Category of respondents
	Sample Size
	Percentage (%)

	Management 
	21
	21%

	Administrative Staff
	32
	32%

	Finance staff
	24
	24%

	Procurement/auditing /IT
	23
	23%

	Total
	100
	100%


Source: Researcher Concept 
3.9 Methods of Data Collection TC "3.9 Methods of Data Collection" \f C \l "1" 
3.9.1 Primary Data TC "3.9.2 Primary Data" \f C \l "1" 
Primary data are those collected from own experience. Primary data is more trustworthy, real, and impartial since it has not yet been disseminated. Primary data is more reliable than secondary data since it has not been changed or tampered with by humans. There are few primary data sources, and it might be difficult to obtain data from them owing to a lack of collaboration or a paucity of personnel. Primary data sources include surveys, questionnaires, experiments, observations, and interviews (Kabir, 2016).
3.10 Data Collection Tools TC "3.10 Data Collection Tools" \f C \l "1" 
3.10.1 Questionnaire TC "3.10.1 Questionnaire" \f C \l "1" 
Since the researcher needs raw data acquired directly from respondents and the essential data has yet to be gathered, the study relied on primary data for data collections. The questions were asked using self-administered questionnaires that include both structured and semi-structured questions. According to (Hulland et al, 2018) information obtained from questionnaires is free from bias and researcher influence and thus accurate and valid data was gathered.

3.11 Data Analysis TC "3.11 Data Analysis" \f C \l "1" 
Descriptive statistics refers to the methods used to summarize and describe the features of a dataset, providing an overview of key characteristics without drawing conclusions or making predictions. It includes measures such as the mean, median, mode, standard deviation, variance, and frequency distributions, which help to simplify large volumes of data into understandable forms. Descriptive statistics are essential in any research as they allow researchers to identify patterns, trends, and central tendencies within the data. For example, researchers might use measures like the mean to determine the average value of a dataset or use standard deviation to understand the variability of the data (Field, 2018). Descriptive statistics are typically the first step in data analysis, as they help researchers get a quick and broad understanding of the data before moving on to more complex analyses.

To perform descriptive statistics, researchers begin by organizing the data in a systematic manner. This can be done using tools like spreadsheets or statistical software (e.g., SPSS, R, or Python). Descriptive measures such as the mean or median can be calculated, and visual representations, such as histograms or boxplots, may be created to offer a clearer understanding of the data distribution (Pallant, 2020). These methods are relatively simple but crucial in providing an overview of the data, offering insights that guide subsequent, more detailed analyses, such as inferential statistics or regression analysis.
Regression analysis is a powerful statistical method used to examine the relationship between one dependent variable and one or more independent variables. The primary goal is to model the relationship between the variables in a way that can help make predictions or identify causal relationships. For instance, linear regression can be used to predict a dependent variable (e.g., employee performance) based on one or more independent variables (e.g., training hours or job satisfaction). Regression analysis is essential in fields like economics, social sciences, and business, as it helps researchers and practitioners understand how various factors influence an outcome (Kutner et al., 2015).

To conduct regression analysis, the first step is to collect data for both dependent and independent variables. After ensuring that the data meets necessary assumptions (e.g., linearity, independence, and normality), researchers use statistical software like SPSS, R, or Stata to calculate the regression equation. The analysis typically provides coefficients that show the strength and direction of the relationships, as well as statistical significance (i.e., p-values) to determine if the relationships are meaningful. Researchers can then interpret these results to make predictions or test hypotheses about the impact of one variable on another (Field, 2018). However, it is important to recognize potential limitations, such as multicollinearity or omitted variable bias, which can influence the accuracy and validity of the regression model (Hair et al., 2019).
 The following multiple regression function was adopted.
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3.12 Reliability and Validity of Data TC "3.12 Reliability and Validity of Data" \f C \l "1" 
3.12.1 Reliability of Data TC "3.12.1 Reliability of Data" \f C \l "1" 
Reliability is the extent to which a measure is error-free, constant through time, and applicable to various scale items (Sekaran and Bougie, 2013). SPSS version 25 was used to produce the values for Cronbach’s α. The reliability of the Likert scale was tested in this study using Cronbach's Alpha as a criterion. A reliability coefficient of α > 0.7 is regarded sufficient.
3.12.2 Validity of Data TC "3.12.2 Validity of Data" \f C \l "1" 
Validity is the extent to which the study's instrument and criteria actually measure what they are supposed to (Sekaran and Bougie, 2013). To establish validity in this study, sample questionnaires will be provided to the researcher supervisors. Furthermore, peer review was used to detect research shortcomings and biases, as well as give vital comments to improve the study's validity.
3.13 Ethical Consideration TC "3.13 Ethical Consideration" \f C \l "1" 
Ethics in research is relevant to attain objective research rather than subjective research. Honesty, objectivity, morality, prudence, transparency, respect for intellectual property, confidentiality, responsible publication, responsible management, respect for colleagues, social responsibility, anti-discrimination, integrity, credibility, and protection of data, are some of the ethical values of scientific researchers (Pranas et al., 2018). An introduction letter was requested from the open university of Tanzania Post Graduate Department to introduce the researcher at the outset and before visiting the sampled public sector office. The responses and information submitted remained anonymous throughout the study and afterward, it also stated in an introduction section of the questionnaire. The privacy of the participants was respected, confidentiality all information collected during the study was handled confidentially and permission from the participants was obtained for all information to be shared publicly while concerning voluntary participation no participants were forced to take part in the research and participants were free to withdraw from the research at any moment.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDINGS AND DISCUSSION TC "FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter shows how the data collected was analyzed. Presentation, analysis and interpretation of the findings based on the specific research objectives and questions set out in chapter one.  The objectives of this study were threefold. First to explore the effects of training need assessment on the employee’s job performance in public sector in Tanzania, second to examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania and third to determine the effects off the job training method on the employee’s job performance in public sector in Tanzania.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
The questionnaires were distributed to 100 Management, administrative staff, finance staff and procurement, auditing and IT staff within the public sector namely PSSSF, NHIF, NIC, DAWASCO, TRA and NSSF. For these, 100 questionnaires were distributed from which 82 questionnaires were collected given the response rate of 82 per cent, this shows good response rate from the participant of the study. According to Hardigan et al., (2016) a return rate of 50% is acceptable to analyze and publish, 60% is good and above 70% is rated very good. The researcher contacted the respondents by email and phone calls before the raw data collecting begun and encouraged them to complete the questionnaires, resulting in the response rate was really high.

Table 4.1: Response Rate TC "Table 4.1: Response Rate" \f T \l "1" 
	 
	Frequency
	Percent

	Valid
	Returned
	82
	82.0

	
	Unreturned
	18
	18.0

	
	Total
	100
	100.0


Source; Field Data, (2024)

4.3 Demographic Characteristics TC "4.3 Demographic Characteristics" \f C \l "1" 
This section delves into the demographics of the respondents. The gender, age, and level of academic education of the respondents are all depicted in this section. The respondents' demographic characteristics are important in the study for a variety of considerations. These characteristics give useful information on the participants' origins, experiences, and viewpoints, which can have a substantial impact on research outcomes and interpretation.

Table 4.2: Demographic Characteristics TC "Table 4.2: Demographic Characteristics" \f T \l "1" 
	Demographic
	Frequency
	Percentage

	Gender
	
	

	Male
	49
	59.8

	Female
	33
	40.2

	Ages
	
	

	25 – 35 Years
	25
	28.0

	35 – 45 Years
	30
	36.6

	45- 50 Years
	21
	25.6

	50 Years and above
	8
	9.8

	Education
	
	

	Diploma
	32
	39.0

	First University Degree
	30
	36.6

	Master’s Degree
	20
	24.4

	Working Experience
	
	

	Less than 2 Years
	8
	9.8

	3 – 5 Years
	30
	36.6

	6 – 10 Years and Above
	44
	53.7

	Frequency of Training Program
	
	

	Only Once
	24
	29.3

	Twice
	13
	15.9

	Several Time
	40
	48.8

	Never
	5
	6.1

	Methods of Facilitation at Training
	
	

	Lecture
	26
	31.7

	Case Study
	8
	9.8

	Seminar
	41
	50.0

	Group Excise
	7
	8.5


Source; Field Data (2024)
4.3.1 Gender of Respondents TC "4.3.1 Gender of Respondents" \f C \l "1" 
The gender distribution of the participants in this research on the impact of training and development on employee job performance in the public sector of Tanzania tells important facts. Out of the 82 respondents, 49, which is 59.8%, were males and 33 constituting 40.2% were females. Such distribution shows that there are more male respondents, which may also explain the possible gender imbalance expected in the Tanzania population especially in the public sector employment. It is vital to comprehend this gender distribution in order to successfully analyze the results of the study. The significant majority of male respondents suggest that the training and development opportunities available in the region are gendered, with men receiving the greater share. This observation is consistent with the existing body of knowledge, which tends to emphasize the higher engagement of males than females in the globalizing sectors of formal employment in Tanzania while educating women, for instance, poses challenges like lack of professional advancement (URT, 2024).
4.3.2 Age of Respondents TC "4.3.2 Age of Respondents" \f C \l "1" 
The respondents were asked to indicate their age bracket. Table 4.2 revealed that 28.0 percent of the respondents indicated 25 -35 years, 36.6 percent indicated 35 -45 years, 25.6 percent indicated 45-50 years and 9.8 percent represents respondents of the age 50 years and above. There was a large variation in ages of participants, with a median age range for respondents was 35-45 years and 25-35 years. The age distribution indicates an understanding of the requirement for differently designed training programs necessary for each above age group. Younger workers may need some entry level skills, mid-career people may need an advanced training to improve their leadership skills. With the few older workers, this raises issues regarding succession plans; hence, companies ought to think about ways in which the experiences of older human resources can be utilized while training younger ones for future positions. It is also worth noting that training and development process, when age-based programs are offered to employees according to their specific needs and stage in the career ladder, has the potential to improve job performance of all the age groups.
4.3.3 Level of Academic Qualification TC "4.3.3 Level of Academic Qualification" \f C \l "1" 
The respondents were asked to indicate their highest level of academic qualification. According to the distribution of qualifications, 39% of the respondents possess a Diploma, 36.6% hold a first university degree, and 24.4% possess a Master’s degree. This shows that there is a considerable number of employees who possess diplomas and first degrees and indicates that education at the base level is common among public sector employees in the region. The majority of those with diplomas presents the idea that available positions in the public sector do not necessitate advanced education and this could restrict high job performance which is usually exhibited by individuals with higher qualifications. Existing studies show that academic qualifications might improve job performance but this is not an absolute; other variables such as motivation, training, and work environment are as important (Stoffberg et al, 2023). Additionally, its noted that the rare 24.4% of Master’s degrees as indicated might point towards obstacles to further education which can be such as costs and availability of advanced training. Consequently, this may limit the potency of the public sector in exploiting its talents in offered services and innovation.
4.3.4 Working Experience TC "4.3.4 Working Experience" \f C \l "1" 
The respondents were asked to indicate their working experience. The data presented in relation to the working experience of public service employees in Tanzania shed light on the age structure of the workforce as well. Out of 82 participants, the majority 53.7% of the respondents have work experience that ranges between 6 to 10 years translating to a rather stable workforce with a considerable length of service. Most of the individuals in this category are likely to have considerable institutional experience and knowledge, which, if put into consideration through training and development programs, can improve performance. On the other hand, only 9.8% of the employees are individuals with up to 2 years of service, thus indicating that new entrants are in a small number. This may mean that there will be difficulties in knowledge transfer and mentoring since there will probably be few personnel available to help the newcomers.
Employees with 3 to 5 years of experience accounting for 36.6% of the workers can be positioned in such a way that they connect the older and the younger generation of workers, thus encouraging sharing of experiences which in turn boosts the performance of the team. The consequences of these results are of great importance in regard to the training and development areas. However, they may be ‘forced’ to vary the nature of their programs as there are different sets of requirements among these groups. For instance, the older employees may require a different kind of training, that is, superior training in the areas of leadership and strategies, while younger employees may need the basic training aimed at developing them. 
In conclusion, the public service sector in Tanzania can maximize its human capital in pursuit of its objectives by making sure that its training programs suit the different levels of experiences of its employees. This synergy is also very important in ensuring that an environment exists where learning cannot only take place, but is just overexerted, which in turn improves performance, over that of job that is being done currently.
4.3.5 Frequency of Training Program TC "4.3.5 Frequency of Training Program" \f C \l "1" 
The respondents were asked to indicate the number of frequencies of training program participated in one year. The results presented in Table 4.6 depict the rate at which employees engage in the training program within the public sector in Dar es Salaam, Tanzania. Out of the 82 respondents, a considerable number, 48.8 percent indicated that they “attended” training programs “several times” during the year, demonstrating a high level of active ongoing training. This shows that a lot many employees appreciate the importance of being engaged in training given that job enhancement and modification of one’s working environment is an on-going exercise. On the other hand, 29.3% of the survey participants reported being trained only once, whilst 15.9% attended trainings a second time. This distribution points out that although most are actively involved in training, there is a significant proportion who appears not to be adequately trained. With 6.1% of all respondents indicating that they have never taken a course or program to the best of their knowledge, there is concern about the risk of skills deficit and productivity among the employees in the public sector.
4.3.6 Methods of Facilitation at the Training TC "4.3.6 Methods of Facilitation at the Training" \f C \l "1" 
The respondents were asked to indicate the method of facilitation during the training. Table 4.7 reveals information concerning the ways in which employees in Dar es Salaam, Tanzania’s public sector are facilitated during training sessions. Use of Seminars was the most commonly used method, where 50% of the respondents showed in favor of it, followed by Lectures (31.7%). This shows that more participants tend to prefer formats which allow interaction and discussions rather for than the conventional way of teaching through explaining things in lectures. The percentage of the employees that preferred seminars was significantly high which goes to show that at the very least, participants appreciate chances to interact actively with trainers and fellow participants.
Training seminars are usually interactive and, in most cases, employees are allowed to give their insights as well as the practical use of the content taught in the training which helps in improving comprehension and retention of the information taught (Nyoni, 2024). Of the various training methods, lectures were the most dominant but their effectiveness probably is not high as that of the methods that are more participatory. A relatively low percentage of the case studies (9.8%) indicates that this method is under-appreciated, even though it is capable of offering practical understanding using real-life instances. Even though it transcends knowledge, cases can also be pragmatic and help employees assess situations that are applicable to their work settings (Gwahula & Innocent, 2021).
The low percentage of group exercises (8.5%) raises the issue on team building and application of knowledge gained in training in practice. Such activities can assist in improving working and problem-solving skills which are very essential in public sectors where more teamwork is expected (Mohd & Bulengela, 2024). The information presented also supports the argument on the need for diversity in methodological approaches to training in public sector organizations. Given the nature of most public sector jobs that encourage collaboration among workers to facilitate completion of given tasks, it may be important to focus on more interactive methods in training such as workshops or group activities because they will enhance job performance. This is because workers might be more interested and confident in using the skills learnt in their jobs (Nyoni, 2024). In addition, having different training approaches will help in addressing particular learning types which is key to improving the employee as well as the organization.
4.4 Reliability Test TC "4.4 Reliability Test" \f C \l "1" 
The reliability is uttered as a coefficient between 0 and 100. The higher the coefficient, the more reliable is the test. To verify the reliability of the instrument Cronbach’s Alpha was used to test the reliability of the anticipated constructs. On the base of reliability test it was made-up that the scales used in the study were reliable to detain the construct. According to (Konateke and Yılmaz 2022) and (Prebble et al, 2022) a value greater than 0.600 is acceptable. Table 4.8 shows the reliability of the constructs.
Table 4.3: Reliability Test TC "Table 4.3: Reliability Test" \f T \l "1" 
	Variable
	No. of Items
	Cronbach’s Alpha
	Comment

	Employee’s job performance
	4
	0.855
	Accepted

	Training need assessment
	4
	0.770
	Accepted

	On-Job Training
	4
	0.785
	Accepted

	Off-Job Training
	4
	0.888
	Accepted


Source; Field Data, (2024)
4.5 Descriptive Analysis TC "4.5 Descriptive Analysis" \f C \l "1" 
Descriptive analyses were employed to present descriptive scores for each of the variables utilized in the survey. The sample and observations are summarized using descriptive statistics. The calculation of statistical measures such as mean and standard deviation is included in descriptive analysis in this study. As an output, a total of 16 items questions with a specific mean score were obtained. For each question, a five-point Likert scale ranging from "Strongly Disagree" to "Strongly Agree" was utilized, with 1 representing "Strongly Disagree (SD)," 2 representing "Disagree (D)," 3 representing "Neutral (N)," 4 representing "Agree (A)," and 5 representing "Strongly Agree (SA)." These numbers are used to examine data in terms of frequencies and aggregation for research questions and variables.
4.5.1 Descriptive Statistics for Training Need Assessment TC "4.5.1 Descriptive Statistics for Training Need Assessment" \f C \l "1" 
In this section the study sought to determine the to explore the effects of training need assessment on the employee’s job performance in public sector in Tanzania. Dichotomies questionnaire was employed. The responses were rated on a five Likert scale. Descriptive statistics such as percentage, mean and standard deviation were used to summarize the responses a presented in Table 4.9. From the questionnaire majority of the respondent’s 38.8. percent of the respondents unanimously agreed with the argument that workers attend trainings that are in line with departmental requirements and organizational goals, whereas 37.6 percent strongly agreed with the statement, 14.1% where undecided and 1.2%, 4.7% disagree with the argument. The results from the questionnaire indicate a significant consensus among employees regarding the alignment of training programs with departmental and organizational goals. 
This implies that there is a favorable perspective on the use of training for improving the quality of work done, this agree with the human capital theory which asserts that training and developing employees is an investment that pays off in terms of better skills and enhanced output from those trained. The findings suggest that, employees appreciate training in relation to their duties, which strengthens the belief in the effectiveness of this theory in performing education and skills training for performance improvement. In line with other similar studies, it has been observed that there is a positive correlation between training and job performance in the sense that training enhances job-related competencies which increases efficiency and effectiveness levels in public service jobs (Nyoni, 2024). This suggests that skills are more useful to employees when it calls for training meaning that skills in relation to requirements of the organization will lead to better performance.
On the other hand, majority of the respondents 44.7% of the respondents unanimously strongly agreed with the argument that training needs assessment helped me in determining my job-specific training requirements., whereas 32.9% simply agreed with the with the statement, while 9.4% are undecided, 4.7% disagree and 4.7% strongly disagreed. The findings show that out of those sampled, 44.7% of the participants strongly affirmed that the training needs assessments carried out in their respective institution adequately pinpointed job-specific training requirements. This is an indication that there is a substantial appreciation of the need for customized training programs in activism in order to improve performance of workers. 
The Human Capital Theory assumes that individuals or organizations that invest in education and training expect to receive in return enhanced productivity and performance on the job. Becker (1964) views education and training as necessary inputs for the increase in the productive capacity of a worker. The affirmativeness of respondents reinforces this supposition, especially when it is articulated that employees who consider their training relevant and useful tend to perform their duties better. As it is postulated, effective training programs are not simply concerned with the increase of individual competencies but in the long run help in the achievement of the organization’s goals by creating a more competent labour force (McCracken et al., 2017). It is apparent from the data collected that quite a number of respondents, 32.9%, thought that these assessments served a purpose. This implies that when training is perceived as meaningful, employees learn and practice the skills thus improving their performance on the job.
More so respondents were asked if training needs assessments have resulted in relevant and focused possibilities for training. 51.8% of the respondents unanimously strongly agreed with the argument, whereas 27.1% simply agreed with the with the statement, while 8.2% are undecided, 3.5 % disagree and 5.9% strongly disagreed.  51.8% of the respondents strongly agreed and 27.1% agreed that individual training needs assessments made it possible to get targeted training opportunities, it can be concluded that the vast majority look towards TNAs as a solution to improving work performance. 
Human capital theory states that training and developing workers will attract investments in the future as they will enhance productivity and performance. The high percentage of the respondents who support this statement makes it reasonable to argue that conducting proper needs assessment allows an organization to design appropriate training programmes to fill identified skill gaps.Furthermore, the low proportions of undecided (8.2%), disagree (3.5%) and strongly disagree (5.9%) responses indicate a general agreement on the role of TNAs in developing effective training programs. This implies that although there might be some doubts or awareness deficit in a few, the overwhelming sensitivity is positive. Institutions that embrace TNAs are bound to see improved employee performance as they develop interventions which are relevant to the employees’ specific needs (Wambura, 2023).
Additionally, 47.1 percent of respondents strongly agreed with the statements that the training needs assessment has increased my job knowledge and abilities, while 28.2 percent simply agreed with the argument, 9.4 percent of the respondents were undecided and 7.1 percent disagree whilst 4.7 percent respondents unanimously strongly disagree with the argument. 47.1% of the respondents expressed strong agreement regarding the notion that their job-related skills have significantly improved due to training needs assessment, which shows a clear appreciation of effectiveness of the training. 
This is consistent with the Human Capital Theory, which states that all investments made in training employees would lead to the acquisition of higher skills that transcends individual employees to the organization as a whole. In this theory, increasing the knowledge of the employees through training is viewed as an added advantage as it helps to increase the worth of the employees in the external labor market and internal organization performance.
The majority of those interviewed support the fact that training is beneficial; however, there are concerns for organizations employing such training that its contents and practices should complement the actual work and career development of the employees. This can help improve the morale of the employees ensuring that they do not waste efforts on training programs that are unlikely to yield any positive results hence promoting an environment of continuous improvement in Tanzania public service institutions. 
Table 4.4: Descriptive Statistics for Training Need Assessment TC "Table 4.4: Descriptive Statistics for Training Need Assessment" \f T \l "1" 
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Mean
	Std. Deviation

	Workers attend trainings that are in line with departmental requirements and organizational goals.
	(32)37.6%
	(33)38.8%
	(12)14.1%
	(1)1.2%
	(4)4.7%
	4.0732
	1.01569

	Training needs assessment helped me in determining my job-specific training requirements.
	(38)44.7%
	(28)32.9%
	(8)9.4%
	(4)4.7%
	(4)4.7%
	4.1220
	1.09308

	Training needs assessments have resulted in relevant and focused possibilities for training.
	(44)51.8%
	(23)27.1%
	(7)8.2%
	(3)3.5%
	(5)5.9%
	4.1951
	1.13789

	The training needs assessment has increased my job knowledge and abilities.
	(40)47.1%
	(24)28.2%
	(8)9.4%
	(6)7.1%
	(4)4.7%
	4.0976
	1.15052


Source; Field Data, (2024)
4.5.2 Descriptive Statistics for on-the-Job Training TC "4.5.2 Descriptive Statistics for on-the-Job Training" \f C \l "1" 
In this section the study sought to examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania. The responses were rated on a five Likert scale. Descriptive statistics such as percentage mean and standard deviation were used to summarize the responses a presented in Table 4.10. From the questionnaire majority of the respondent’s 44.7 percent of the respondents unanimously strongly agreed with the argument that training received while on the job has the potential to boost employee performance and contribute to the success of the firm, whereas 27.1 percent agreed with the statement, 16.5% where undecided and 1.2%, 7.1% disagree with the argument. 
From the findings of the study, the participants were almost unanimous in their views on the role of on-the-job training (OJT) as a performance enhancing factor to employees in the public sector of Tanzania. With 44.7% of the respondents strongly agreeing with the statement that OJT enhances performance and the additional 27.1% of them who agreed to it, there appears to be a majority opinion about related training methods being of importance OJT natural good performance and works better. A mean score of 4.0 and a standard deviation of 1.16 mean that a majority of the respondents had positive perceptions towards OJT but there is a small sized cohort that remains neutral.
According to the Human Capital Theory, putting resources in the training of employees is expected to pay off with increased productivity and performance. The unanimous support of the respondents on this theory is indicative that OJT prepares employees for the job by giving them the necessary skills and knowledge, thus making them more productive on the job. Studies back this up, stating that properly implemented training schemes have the ability to bring about positive changes in job performance and even job satisfaction (Halim et al, 2023). The results presented in this paper further emphasize the point that companies that use OJT are those who will enjoy better results since the employees will be more capable and motivated.
On the other-hand most 45.9 percent of the respondents agreed and 32.9 percent simply strongly agreed with the argument that on-the-job training has given me more confidence in executing work responsibilities, 8.2% where undecided and 3.5%, 5.9% disagree with the argument. The data show that 45.9% of the respondents agreed, and 32.9% of them strongly agree. In turn, OJT increased the respondents’ confidence in performing their work duties with an average score of 4.1 and standard deviation of 1.11. This indicates that there is an overall acceptance of OJT by the majority of employees with a significant percentage feeling capable doing their work. In the light of Human capital theory, it can be argued that OJT is a skill and capability enhancing training program for employees for which productivity and performance are dividends. It also explains that the programs introduced to an employee through OJT enhance the skills of the employee making him or her more valuable to the organization and propelling the employee up the job hierarchy. Since training involves the practical performance of work while gaining experience and this in turn builds confidence to an employee enabling him her to perform job duties effectively without struggle, the study finds that a huge number of participants reported to felt able in their respective work roles.
Moreover, 41.2 percent of respondents strongly agreed with the statements that the on-the-job training has helped me perform more efficiently and successfully, while 37.6 percent simply strongly agreed with the argument, 8.2 percent of the respondents were undecided and 4.7 percent disagree whilst 4.7 percent respondents unanimously strongly disagree with the argument. Based on the study’s findings, 41.2% of the respondents indicated strongly that OJT has improved their performance, while 37.6% simply agreed. Hence, it can be implied that training is perceived positively in terms of enhancing work performance. However, there is an existence of a slightly less significant majority of 8.2% who are undecided, 4.7% who disagree, and 4.7% who strongly disagree, showing that there are those who may not see OJT as an advantage. Similarly, the mean score of 4.0 while the standard deviation is 1.07 suggest a more positive attitude to OJT, but the standard deviation indicates that respondents’ experiences may not be the same.
These findings are consistent with Human Capital Theory, which holds that investing in employee training improves individual capabilities, resulting in better performance outcomes. According to Human Capital Theory, education and training boost an individual's productivity by providing them with the essential skills and knowledge, which is especially significant in public sector situations where service delivery is critical (Tarimo, 2017; Lameck, 2023). This notion is supported by the significant agreement among respondents, since increased abilities gained through OJT are likely to transfer into greater work performance. Furthermore, 47.1 percent of respondents strongly agreed with the statements that on-the-job training has improved my overall job satisfaction, while 31.8 percent simply strongly agreed with the argument, 8.2 percent of the respondents were undecided and 3.5 percent disagree whilst 5.9 percent respondents unanimously strongly disagree with the argument. The results show that 47.1% of the respondents strongly believe that OJT has improved their overall job satisfaction, while 31.8% just agreed. This implies that there are very few negative perceptions of OJT among the employees as their mean of responses stands at 4.1 and standard deviation of 1.12 shows that the response is favorable but there is room for diverse opinion. It is however noteworthy that according to the Human Capital Theory, training of employees is an input that translates to improved skills, productivity and job satisfaction.
This notion is supported by the large proportion of respondents who agree that on-the-job training (OJT) is advantageous, indicating that employees' skills and competences are being effectively enhanced through training programs. Effective training correlates with increased productivity and quality of work, as demonstrated in earlier studies, including those carried out in Tanzanian public organizations. These findings support the idea that investing in human capital yields significant returns for both employees and organizations (Tarimo, 2017; Lameck, 2023). The findings are further explained by Reinforcement Theory, which emphasizes the importance of rewards in influencing behavior. Positive feedback from on-the-job training (OJT) can act as a kind of reinforcement, encouraging employees to take on more responsibility. The high proportion of respondents (78.9% combined agreement) who identify gains in job satisfaction suggests that OJT may reinforce good work-related behaviors and attitudes, hence improving performance results. The 8.2% who are uncertain, 3.5% who disagree, and 5.9% who strongly disagree replies should be noted since they show that not all employees are pleased about OJT. This difference might be attributable to factors such as a shortage of training resources or a mismatch between training content and job requirements, as revealed in previous research focusing on challenges encountered by Tanzania public sector training programs (Lameck, 2023).
Table 4.5: Descriptive Statistics for On-Job-Training TC "Table 4.5: Descriptive Statistics for On-Job-Training" \f T \l "1" 
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Mean
	Std. Deviation

	Training received while on the job has the potential to boost employee performance and contribute to the success of the firm.
	(20)28.2%
	(38)53.5%
	(6)8.5%
	(5)7.0%
	(2)2.8%
	4.0976
	1.1643

	On-the-job training has given me more confidence in executing work responsibilities.
	(18)25.4%
	(39)54.9%
	(4)5.6%
	(4)5.6%
	(6)8.5%
	4.1341
	1.1195

	On-the-job training has helped me perform more efficiently and successfully.
	(48)67.6%
	(22)31.0%
	(1)1.4%
	(0)0.0%
	(0)0.0%
	4.0976
	1.0727

	On-the-job training has improved my overall job satisfaction.
	(29)40.8%
	(24)33.8%
	(8)11.3%
	(6)8.5%
	(4)5.6%
	4.1463
	1.1235


Source; Field Data, (2024)
4.5.3 Descriptive Statistics for off the Job-Training TC "4.5.3 Descriptive Statistics for off the Job-Training" \f C \l "1"  
In this section the study sought to determine the effects off the job training method 
on the employee’s job performance in public sector in Tanzania. The responses were rated on a five Likert scale. Descriptive statistics such as percentage were used to summarize the responses a presented in Table 4.11. From the questionnaire majority of the respondent’s 45.9 percent of the respondents unanimously strongly agreed with the argument that training received on off the job training has improved my capacity to collaborate with coworkers, whereas 32.9 percent simply agreed with the statement, 8.2% where undecided, 3.5 % disagree with the argument and 5.9% strongly disagree. Results indicate that employees in the public sector in Tanzania have a positive view of off-the-job training as 45.9% of them strongly agree that such training helps in improving their teamwork skills. This is in line with the tenets of Human Capital Theory where an organization invests in employee training, increases their skills and productivity which in turn favors the organization. A mean score of 4.1 (with the understanding that the higher the score, the more the agreement) and a standard deviation of 1.11 tend to depict a general agreement on the benefits of off the job training, and that employees become more efficient and effective in performing their work after the training given.
Reinforcement Theory expounds on these findings by positing that acknowledging and rewarding good collaborative behavior can lead to higher job performance. The high proportion of respondents who are both supportive of and appreciate the utility of off-the-job training can be considered as a motivating factor or positive reinforcement to those employees. These positive responses will encourage them to interact more with their colleagues which increases and improves the interaction at the workplace. This theory reiterates the fact that people are more likely to engage in behaviors which are positively rewarded, therefore creating a setting in which teamwork is appreciated and efforts made in collaboration are recognized and rewarded. 
Moreover, 37.6 percent of respondents strongly agreed with the statements that the overall level of job satisfaction has increased as a result of my off-the-job training, while 38.8 percent simply agreed with the argument, 14.1 percent of the respondents were undecided and 1.2 percent disagree whilst 4.7 percent respondents unanimously strongly disagree with the argument. Research findings suggest that off-the-job training plays a vital role to enhance employee job performance in Tanzania’s public sector. In addition, 76.4% of the respondents either strongly agreed or agreed that off-the-job training improved their work satisfaction level, as per the collected data, with a mean rating of 4.0 and a standard deviation of 1.01. This indicates that most participants viewed training in a positive light when it came to its effects on work satisfaction. This is in line with the Human Capital Theory, which postulates that investments made in training employees enhances their skills and leads to productivity gains that are ultimately helpful to the organization (Tarimo, 2017).
According to Reinforcement Theory, positive feedback can be considered as a reinforcement of the behavioral tendencies towards training programs. Those employees whose training is perceived as attended likely will be enrolled in such programs encouraging individual and organizational enhancement cycles. The considerable percentage of respondents (94.1%) who agreed with the statement indicates that most respondents value off-the-job training, where it is suggested that such positive experiences can encourage further participation in professional development activities (Mbunda et al, 2023).
On the other-hand most 51.8 percent of the respondents strongly agreed and 27.1 percent simply strongly agreed with the argument that through off-the-job training, my ability to solve problems at work has increased, 8.2% where undecided, 3.5% disagree and 5.9% strongly disagree with the argument. 51.8% of respondents were strongly convinced of the statement that their problem-solving skills in the workplace were enhanced as a result of participating in off-the-job training, and 27.1% of the respondents agreed with this. The average mean score of 4.1 and a standard deviation of 1.13 demonstrate that the respondents were in very strong agreement with the assertion regarding this training approach. Human Capital Theory has supported that any training towards employees will increase their abilities and productivity which is of importance to any organization. In this regard, the high level of agreement observed among the respondents can be seen that off the job training does summon the employees with relevant capabilities hence increasing their productivity on the intended jobs. This is consistent with results from other studies which showed that the implementation of training focused programs resulted in advances in the performance levels of the employees (Mbunda et al., 2023). Off-the-job training enhances problem-solving capacities and, in turn, builds a more productive workforce, which is very necessary for the efficiency of the public sector in Tanzania.
Furthermore, 38.8 percent of respondents agreed with the statements that off-the-job training has enhanced my motivation to excel in my career, while 37.6 percent strongly agreed with the argument, 14.1 percent of the respondents were undecided and 1.2 percent disagree whilst 4.7 percent respondents unanimously strongly disagree with the argument. The fact that 38.8% of the respondents tend to agree and 37.6% strongly agree that off-the-job training fosters their desire to perform better at work indicates that people have a positive view on such a training method. The mean score of 4.0 with a standard deviation of 1.01 indicates that the respondents were in agreement that this training method had some positive aspects.
The Human Capital Theory suggests that when employers invest in hiring or training of a person, that will enhance the skills and productivity of the individual and hence will be an advantage to the organization and to the individual. In this regard, off-the-job learning is an important human capital investment because it provides employees with new skills that are relevant to the firm’s objectives. This, indeed, is what the theory claimed as the respondents suggested motivation seen to be on the rise which could lead to better performance in job and promotion opportunities (Nyoni, 2024). The fact that a relatively small number of respondents were uncertain about (14.1%) or disagreed with (5.9%) its effectiveness demonstrates a strong belief in the effectiveness of the training. This indicates that considering more organized off-the-job training programs, as a part of human resource development strategies, would help public sector institutions in Tanzania to create an environment that promotes learning and improvement, consistency with personal career and organizational needs (Nyoni, 2024).

Table 4.6: Descriptive Statistics for off the Job-Training TC "Table 4.6 Descriptive Statistics for off the Job-Training" \f T \l "1" 
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Mean
	Std. Deviation

	Training received on off the job training has improved my capacity to collaborate with coworkers.
	(39)45.9%
	(28)32.9%
	(7)8.2%
	(3)3.5%
	(5)5.9%
	4.1341
	1.11955

	The overall level of job satisfaction has increased as a result of my off-the-job training.
	(32)37.6%
	(33)38.8%
	(12)14.1%
	(1)1.2%
	(4)4.7%
	4.0732
	1.01569

	Through off-the-job training, my ability to solve problems at work has increased.
	(44)51.8%
	(23)27.1%
	(7)8.2%
	(3)3.5%
	(5)5.9%
	4.1951
	1.13789

	Off-the-job training has enhanced my motivation to excel in my career.
	(32)37.6%
	(33)38.8%
	(12)14.1%
	(1)1.2%
	(4)4.7%
	4.0732
	1.01569


Source; Field Data, (2024)
4.5.4 Descriptive for Employee Job Performance TC "4.5.4 Descriptive for Employee Job Performance" \f C \l "1" 
The researcher employed a questionnaire to determine the agree or disagree with the following statements regarding the influence of training and development on employee’s job performance. Descriptive statistics such as percentage, mean and standard deviation were used to summarize the responses a presented in Table 4.12. From the questionnaire majority of the respondent’s 48.2 percent of the respondents unanimously strongly agreed with the argument that employee development and training have a significant impact on performance, whereas 29.4 percent simply agreed with the statement, 9.4% where undecided and 4.7% disagree and strongly disagree 4.7 percent with the argument. 48.2% of the respondents strongly agreed to and a further 29.4% agreed to the fact that the employee development programs are valued. 
It can be deduced from the findings that there is a mean score of 4.1 with a standard deviation of 1.10 which indicates that though the majority of the respondents view the issues in the same way, there are some differences in views especially among the neutral (9.4%) and those who disagree (9.4%). For this theory, human capital is put forth that employee training and education is an investment that develops skills, knowledge, and abilities resulting in increased job performance. This lines up with the findings of the survey where the majority of those who responded indicated that ‘training’ improves their performance. This is useful as it helps to link the theory with practice; organizations enhance the capabilities of employees by investing in human capital, but also obtain a more satisfied employee. Such a high level of agreement amongst the participants was as expected as many studies have also shown that employees who undergo training as per the study design are more productive and satisfied with their jobs (Becker, 1993).
Moreover, 45.9 percent of respondents strongly agreed with the statements that improve staff morale through training and development, while 32.9 percent simply agreed with the argument, 8.2 percent of the respondents were undecided and 3.5 percent disagree whilst 5.9 percent respondents unanimously strongly disagree with the argument. The results of the survey show that there is a strong agreement among the participants about the effectiveness of training and development in improving employee job performance. A large majority (78.8%) of the respondents be certain of, with 45.9% strongly agreeing and 32.9% agreeing, that training improves the morale of the workforce. This is also in line with Human Capital Theory, which states that every money spent on the training of workers enhances their abilities, knowledge, and output. It is Becker (1993) who states that these investments turn up not only in the development of individuals but also in the performance of the organization as a whole. 
 Mean score of 4.1 and a standard deviation of 1.13, it could be inferred that the respondents have a positive view of training and development but their view differs. Moreover, the existence of 8.2% of respondents who are undecided leave an opening for organizations to do more in educating the employees on the merits of training programs to remove any doubts or perceptions about their usefulness. However, the fact that 9.4% of the respondents expressed their disagreement or strong disagreement presents a matter of concern which requires further attention. The results confirm the importance of training and development in enhancing job performance and job satisfaction from the viewpoint of Human Capital Theory and Reinforcement Theory. Thus, it is imperative for institutions to leverage these results to create a culture of continuous learning and improvement that will be of benefit to the employees as well as the entire institution.
On the other-hand most 44.7 percent of the respondents strongly agreed and 34.1 percent agreed with the argument that employees are given the opportunity to enhance their job performance through training, 8.2 % where undecided, 4.7% and 4.7% strongly disagree with the argument. Results from the survey show that there is a high level of agreement among the respondents that training and development is beneficial for job performance. This is evident when 44.7% of the respondents complied strongly with the assertion and another 34.1% agreed that training improves job performance which is a clear majority once again appreciating the need for professional development programs. The average score of 4.1 implies a strong central tendency towards agreement as evidenced by the standard deviation of 1.08 which suggests that there is little variation amongst the responses. 
According to Human Capital Theory, the provision of training and development to employees is commensurate with the returns in productivity and performance. In Becker’s (1964) interpretation, training is a process where the staff members develop new skills that, in turn, increase their worth to the company. The results regarding the utility of training also conform to the theory in focusing on the organizations ability to develop its human resources and expecting return in form of improved job performance. This provides evidence in support of the claim that training should not be viewed as the purchase of an overhead but rather as investing in human capital that delivers consequences for the organization’s productivity.
Furthermore, 47.1 percent of respondents strongly agreed with the statements that an employee's work performance improves both effectiveness and efficiency, while 31.8 percent simply agreed with the argument, 8.2 percent of the respondents were undecided, 3.5 percent disagree and 5.9 percent strongly disagree with the argument. The results from the administered questionnaire indicate that the respondents tend to agree with the statement that training and development positively correlate with job performance. Training is beneficial in increasing both effectiveness and efficiency’ had a combined 78.9% of the respondents who agree and strongly agree with it, with 47.1% and 31.8% thereof agreeing and strongly agreeing respectively cementing the alignment with Human Capital Theory. 
As per the theory of human capital, an organization is bound to benefit in terms of increased output and better performance after making investments in training the employees. A mean score of 4.0 indicates that the respondents hold the view that training contributes to the improvement of job performance. This is in agreement with Becker’s (1993) statements that for an organization to reap from the efforts of its worker’s education and training is imperative in boosting the productivity of specific individuals. The high levels of agreement show that the employees understand the importance of skill development, which plays a crucial role in effective task performance at the workplace.
More so, the Reinforcement Theory adds to these results by underscoring positive reinforcement as a tool of behavior modification. The respondents’ strong agreement could be indicative of their experience where there was training and there were resulting positive changes in the work outcomes thus fostering the belief that reskilling is worthwhile. In this line of thought, Skinner (1953) posits that behaviors that are rewarded are more likely to be performed again; hence, enhancement of performance by employees after training makes them more prone to support the training programs. The low percentage of neutral (8.2%) and negative opinions (9.4% combined) indicates that there seems to be some doubt, but the training and development is appreciated by a large majority. This justifies a strategic investment in employee development because investing in human capital is beneficial not only for the individual performance but also for the performance of the organization as a whole.
Table 4.7: Descriptive Statistics for Employee’s Job Performance TC "Table 4.7: Descriptive Statistics for Employee’s Job Performance" \f T \l "1" 
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Mean
	Std. Deviation

	Employee development and training have a significant impact on performance.
	(41)48.2%
	(25)29.4%
	(8)9.4%
	(4)4.7%
	(4)4.7%
	4.1585
	1.10520

	Improve staff morale through training and development
	(44)51.8%
	(23)27.1%
	(7)8.2%
	(3)3.5%
	(5)5.9%
	4.1951
	1.13789

	Employees are given the opportunity to enhance their job performance through training.
	(38)44.7%
	(29)34.1%
	(7)8.2%
	(4)4.7%
	(4)4.7%
	4.1341
	1.08596

	An employee's work performance improves both effectiveness and efficiency.
	(40)47.1%
	(24)28.2%
	(8)9.4%
	(6)7.1%
	(4)4.7%
	4.0976
	1.15052


Source, Field Data, (2024)
4.6 Inferential Statistics TC "4.6 Inferential Statistics" \f C \l "1" 
4.6.1 Correlation Analysis TC "4.6.1 Correlation Analysis" \f C \l "1" 
The correlation coefficient is a measurement that varies between -1.00 and +1.00 
representing a measure of correlation which is moderate to low. Such that, -1.00 denotes a perfect inverse correlation, and +1.0 corresponds to a perfect forward correlation. Conversely, zero is reached there is no correlation between the two variables under study. The findings of correlation analysis are provided in Table 4.8 below. Analysis of the correlation shows that the variables under investigation demonstrate positive relations. In fact, variable Y correlates well with variable [image: image26.png]


 (r = 0.859), variable [image: image28.png]


 (r = 0.877), and [image: image30.png]


 (r = 0.892), all at 0.01 level of significance. In the same perspective, [image: image32.png]
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 is very well correlated with each other (r = 0.954), meaning these two are even more similar in nature while [image: image36.png]
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 (r = 0.945) and [image: image40.png]
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 (r = 0.877) is also very well correlated.
Table 4.8: Correlation Analysis TC "Table 4.8: Correlation Analysis" \f T \l "1" 
	 
	 Y
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	 Y
	Pearson Correlation
	
	.859**
	.877**
	.892**

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

	
	N
	82
	82
	82
	82

	[image: image46.png]



	Pearson Correlation
	.859**
	1.000
	.954**
	.877**

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

	
	N
	82
	82
	82
	82
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	Pearson Correlation
	.877**
	.954**
	1.000
	.945**

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

	
	N
	82
	82
	82
	82
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	Pearson Correlation
	.892**
	.877**
	.945**
	1.000

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

	
	N
	82
	82
	82
	82

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


Source: SPPS Output, (2024)
4.6.2 Regression Analysis TC "4.6.2 Regression Analysis" \f C \l "1" 
The SPSS output below shows the model summary which constitutes R, R-squared and Adjusted R-squared. It determines the strength of the relationship between employee’s job performance and explanatory variables training need assessment, on the job training and off the job training. The value of R-square is 0.823 which showed that the explanatory variables in this study can account for 82 per cent of variation in employees job performance. However, the remaining 18 percent of the disparity in employees job performance are caused by other factors that are not incorporated in this model.
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

	1
	.907a
	0.823b
	0.816
	1.28035


a. Predictors: (Constant), training need assessment, on the job training and off the job training.


b. Dependent Variable: Employees job performance
Source: SPPS Output, (2024)



The p-value is a statistical measure which indicates how important it is for an independent variable to be affecting a dependent variable. Table 4.10 gives results on the analysis of the variance (ANOVA). The results show that the overall model was statistically significant. Further the results infer that the independent variables are good predictors of employee’s job performance.

Table 4.10: ANOVA TC "Table 4.10: ANOVA" \f T \l "1" 
	Model
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	594.914
	3
	198.305
	120.969
	.000b

	
	Residual
	127.866
	78
	1.639
	
	

	
	Total
	722.780
	81
	
	
	

	a. Predictors: (Constant), training need assessment, on the job training and off the job training.


	b. Dependent Variable: Employees job performance
Source; SPPS Output, (2024)
	
	
	
	
	


Table 4.11: Regression Coefficient TC "Table 4.11: Regression Coefficient" \f T \l "1" 
	
	
	Unstandardized Coefficients
	
	Standardized Coefficients
	
	

	Model
	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	4.644
	0.712
	
	6.524
	0.000

	
	Training need assessment
	0.391
	0.146
	0.443
	2.683
	0.009

	
	On-job training
	-0.172
	0.208
	-0.202
	-0.828
	0.410

	
	Off-job training
	0.520
	0.113
	0.695
	4.590
	0.000


Source; SPPS Output, (2024)
Based on the coefficient’s values in the table above, the regression equation of the impact of training and development on employee’s job performance in public sector in Tanzania was written as follows: Employees job performance = 0.391*training need assessment + -0.172*on-job training + 0.520*off-job training.
4.7 Discussion of Regression Results TC "4.7 Discussion of Regression Results" \f C \l "1" 
The section discusses the regression results based on study's specific objectives, first to explore the effects of training need assessment on the employee’s job performance in public sector in Tanzania, second to examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania and third to determine the effects off the job training method on the employee’s job performance in public sector in Tanzania.
4.7.1 Training Need Assessment and Employees Job Performance TC "4.7.1 Training Need Assessment and Employees Job Performance" \f C \l "1" 
The regression out reveals that from the equation the study found that if the coefficient is (β = 0) employees job performance is 4.644. Training need assessment has positive and statistically significant influence employees job performance (β = 0.391, p= 0.009).  The benchmarks for comparing whether the predictors variables were significant in the model was through comparing the attained probability value and α = 0.05. If the probability value was less than α, the predictor variable was significant or else it was insignificant. Since the probability value is less than 0.05 it means that training need assessment has statistically significant influence employees job performance. 
It implies that the more effective the training need assessments, the greater the performance of the employees. The beta value does indicate a medium effect size and this means that improvement in identifying the training requirements is expected to impact task performance of employees. The fact that p-value is less than 0.05 implies that the relationship is significant in a statistical sense reinforcing the need for effective training needs assessment to enhance employee output. The findings of this study concur with Arucy and Juma (2018) revealed that training that is tailored to the needs of the person and the firm leads to enhanced job commitment, productivity, and collaboration.

4.7.2 On-Job Training and Employees Job Performance TC "4.7.2 On-Job Training and Employees Job Performance" \f C \l "1" 
Moreover, the study revealed that on-job training has negative and statistically insignificant influence employees job performance (β = -0.172, p= 0.410).  The benchmarks for comparing whether the predictors variables were significant in the model was through comparing the attained probability value and α = 0.05. If the probability value was less than α, the predictor variable was significant or else it was insignificant. Since the probability value is greater than 0.05 it means that on-job training has statistically insignificant influence employees job performance. The findings, however, indicate that the weak relationship between on-the-job training and job performance is not a strong enough basis to make any conclusions from it. Meaning that the introduction of on-the-job training programmes may not achieve the desired improvement of employees’ performance. Hence, it is imperative for organizations to assess their training approaches and execute different strategies for employee growth. The findings of this study are inconsistent with the findings by Gerald (2018) revealed that employee performance inside the organization was significantly impacted by on-the-job training.
4.7.3 Off-Job Training and Employees Job Performance TC "4.7.3 Off-Job Training and Employees Job Performance" \f C \l "1" 
Furthermore, the study revealed that off-job training has positive and statistically significant influence employees job performance (β = 0.520, p= 0.000).  The benchmarks for comparing whether the predictors variables were significant in the model was through comparing the attained probability value and α = 0.05. If the probability value was less than α, the predictor variable was significant or else it was insignificant. Since the probability value is less than 0.05 it means that off-job training has statistically significant influence employees job performance. This implies that workers who take part in any training away from their usual work setting show a considerable increase in the performance measures. The large effect size suggests that off-job training is not only helpful but also necessary in acquiring skills and competencies that improve job performance. Hence organizations should put resources in off-job training strategies to enhance employee development and performance. The findings of this study are in line with the findings by Rashid et al (2020) indicate that training obtained both on and off the job has a significant influence on employee performance. Additionally, off-the-job training has been found to have a greater favorable influence on employee performance.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATION TC "SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATION" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
This chapter present the key findings presented in chapter four, conclusion drawn based on such findings and recommendation and there to this chapter will thus be structured in to summary of the findings, implication of the findings, conclusion, recommendations, limitation of the study and areas for further research.
5.2 Summary of the Main Findings TC "5.2 Summary of the Main Findings" \f C \l "1" 
The findings of the study show that training needs assessments are well-thought of by most of the public sector employees in Tanzania. A large number of the respondents 51.8% agreed that these assessments lead to relevant training opportunities, with a mean score of 4.1951. Furthermore, 44.7% maintained that the assessments in question were able to determine their training needs that were focused on specific jobs, with a mean of 4.1220. Also, 47.1% noted that there were improvements to knowledge and skills gained from conducting these assessments, with a mean of 4.0976. The evidence presented stipulates that training needs assessments are an effective way of ensuring that training meets the relevant concerns of the departments and the organizations, hence making the training beneficial in improving performance.
The effects of OJT (On-the-Job Training) on the employees’ performance was found to have a significantly positive impact. The majority of the respondents, 81.7%, believed in the importance of training and recommended that OJT has performance and work efficiency value. Additionally, training helped, with 80.3% feeling that they had adequate confidence to perform their duties. Job satisfaction levels also improved with a mean score of 4.15 which also implies that OJT is beneficial in enhancing job satisfaction. The findings imply that useful OJT is essential in raising both the performance and contentment of employees in government institutions in Tanzania.
Moreover, results show that employees’ engagement in off-the-job training influenced various measures of performance positively. For instance, 45.9% of respondents strongly agreed that such training improved their teamwork abilities, while 51.8% expressed that they become better imagers. Job satisfaction also increased, with 37.6% indicating that they were satisfied at the job level because of off the job training. The mean scores for these statements lied between 4.0732 to 4.1951, with standard deviations of 1.01569 and 1.13789 connoting more positive than negative views regarding the effectiveness of the training on the performance outcomes.
The findings of the survey reveal that employees are in agreement that investments made in training and development positively impact their work performance. The statement regarding the benefit of capacity increase in this case employee encouragement had the highest mean rating (4.20) closely followed by how training positively affects performance (4.16). Majorities of those questioned were of the opinion that training improves job performance opportunities (mean of 4.13) as well as increases both effectiveness and efficiency (mean of 4.10). The variations in the responses which were low showed that a lot of participants agreed with the proposition purposefully because it is regarded as valuable. 
5.3 Implications of the Findings TC "5.3 Implications of the Findings" \f C \l "1" 
Findings from the descriptive statistics concerning the training needs assessment (TNA) indicated that TNA positively influenced the job performance of public sector employees in Tanzania. The majority of the respondents were of the opinion that training in relation to the objectives of the department enhances their work skills, which suggests that a well conducted TNA enhances the on-the-job knowledge and skills. The high mean scores for almost all statements reveal that the employees have a strong belief that TNA aids in provision of relevant training. Therefore, there is need for public sector institutions to emphasize the systematic conduct of TNA processes for the purpose of improving organization performance and enhancing service delivery.
The results show that on-the-job training improves the performance of employees in the Tanzanian public service. Most of the respondents were in strong support of the argument that such training improves efficiency, confidence, and satisfaction in their work as reflected in high means scores (4.0976 to 4.1463) and low standard deviations (1.0727 to 1.1643). This indicates that training initiatives are regarded as having a favorable effect which calls for the public sector organization to make provision for training as well as do it properly. Further improvement of such training provision, will assist in enhancing employee performance as well as the success of the organization in line with the wider objectives of career advancement in the sector.
The results of the study show that off-the-job training has a positive effect on the employees' performance in the public sector of Tanzania. Many of the respondents indicated that there were improvements in teamwork, and problem-solving skills, while also expressing better satisfaction with their work with mean scores above 4, which indicates a good view about the effectiveness of the training. 
Moreover, the high number of employees who reported being more motivated to perform better also give credence to this kind of training. This shows that off the job training is worthwhile as it enhances the skills of the employees as well as their satisfaction which in turn improves the performance of the organization and retention of employees within the public institutions.
The data provide evidence that all employees are in agreement that training and development had an effect on their job performance. With more than 48 % of the population emphasizing that such activities are effective on performance, there is need for organizations to implement more regular training programs in an attempt to increase effectiveness and efficiency. The high mean scores explain that both concerning training aspects, employees rate raising morale and job performance most highly. Therefore, enhancing via development programs for instance will have positive effects on the employees and eventually there will be an improvement on their performance thus the organization benefits. 

5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
Human resource training and development are a worldwide trend in organizations due to their objectivity, strategic positioning, and direct contribution to company goals and objectives. Employee training and development are critical mechanisms of a complete human resource management strategy that aims to maximize the employees’ skills and abilities while cultivating a culture of continuous improvement. Training and development have become standard practices in most organizations' human resources departments, owing to its relevance to employee performance. Tanzania, like most other African countries, should provide its employees with training; therefore, systemic and sector-specific training improvements have been implemented.
The main of this study was to determine the influence of training and development on employee’s job performance in public sector in Tanzania. The findings of the training needs assessment (TNA) reveal a positive perception among employees regarding the value and impact of the training interventions in the Tanzanian public service. To a large extent, training is supposed to be within the capacity of the department and improves skills tailored to specific jobs, as demonstrated by high means scores (4.07 to 4.19) on statements. This implies that in the assessment of training needs TNA assists in determining training that is aimed at enhancing performance on the job. In conclusion, the findings highlight the necessity of undertaking comprehensive training needs assessment in order to ensure that the training programs are appropriate for meeting both the organizational objectives and the personnel development of the employees.
Moreover, the findings of the study revealed that to a large extent, the methodology of on-the-Job Training (OJT) helps in improving employee performance in the public sector of Tanzania. Most of the respondents (81.1%) indicated that on the job training enhances their performance and helps the organization achieve its goals with a mean score of 4.10. 
In addition to that, 80.3% expressed that they OJT made them more capable to carry out their duties comfortably and this is illustrated by a mean score of 4.13. It is also worth mentioning that almost 67.6% have confidence in that OJT leads to better productivity while 74.6% had better job satisfaction experienced mean scores over 4.14. All of these, therefore, reinforce the claim that OJT is useful in developing skills and improving job performance of workers.
Furthermore, the results of the research study show that the impact of off-the-job training on employee performance in the public sector of Tanzania is progressive. Most of the respondents and 45.9% argued to the strongest support, affirmed that they were able to work better with their fellow workmates thus the training promotes teamwork. Further, there were 37.6% who felt overall job catharsis level increased because of off- job training, 51.8% accepted that there were improved abilities to solve problems though differences were noted. The mean scores given for these statements (which varied from 4.0732 to 4.1951) and the resultant low standard deviations demonstrate that there was a widespread consensus among the employees concerning the usefulness of off-the-job training in improving job performance and job satisfaction of the employees.
5.5 Recommendation of the Study TC "5.5 Recommendation of the Study" \f C \l "1" 
The findings suggest that employees working in the public sector of Tanzania have a positive perception towards Training Needs Assessment (TNA), the average ratings being between 4.07 and 4.19. To further improve job efficiency, it is advisable for organizations to consider the integration of training interventions into departmental and organizational strategies. There should also be regular mechanisms for feedback to determine the relevance and effectiveness of the training. Also, increasing the level of employee engagement in the process of TNA will assist in focusing the training on peculiar job needs and thus maximize the effect on knowledge and skill acquisition. Training outcomes will further be evaluated on a regular basis to promote and maintain performance improvement.
The findings of the study indicate that on-the-job training OJT is a productive method of enhancing the productivity of employment in the public sector of Tanzania. The mean high mean score indicating that employees are of the view that the OJT increases their self-esteem efficiency and job satisfaction in general. Therefore, in order to improve these outcomes, it is recommended that organizations need to develop and implement formal OJT programs designed specifically for the precise jobs. This must also involve regular assessment and interactions with supervisors to reinforce the acquired training and address any skills deficits. Also, maintaining a regime where employees can narrate their experiences and concerns is prospective to enhance teamwork and improvement which will lead to enhanced output and lowered turnover rates. The results obtained in the course of this study indicate that off-the-job training is an important determinant of employee performance within the Tanzanian public sector. This is informed by the fact that, high mean scores with regard to improved relationships at work, job satisfaction, the ability to resolve challenges and motivational strategies, all posit that such training techniques are effective, hence, the result. 
Therefore, organizations should also introduce routine evaluations of staff training where training plans are designed to fill their skill deficits in order to maximize these advantages. Moreover, to help sustain the high performance and commitment of the employees, organizations should foster a conducive culture for learning and development. In addition, it is advisable to put in place a system that allows for regular assessment of the effectiveness of the training program.
5.6 Limitations of the Study TC "5.6 Limitations of the Study" \f C \l "1" 
The scope of the current study was limited to the primary data obtained on determine the influence of training and development on employee’s job performance in public sector in Tanzania. Moreover, the use of self-administered questionnaires introduce bias as the respondents provide socially desirable responses rather their true opinions.
5.7 Area for Further Studies TC "5.7 Area for Further Studies" \f C \l "1" 
The scope of the current study was limited to the primary data obtained on determine the influence of training and development on employee’s job performance in Public sector in Tanzania. Therefore, for the further research study could expand this scope by increasing the sample size of the study.
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APPENDICES TC "APPENDICES" \f C \l "1" 
THE IMPACT OF TRAINING AND DEVELOPMENT ON EMPLOYESS JOB PERFORMANCE IN PUBLIC SECTOR IN TANZANIA

Dear, Respondent


I am current working on the research project on the impact of training and development on employee’s job performance in public sector in Tanzania. Supervised at the Open University of Tanzania. The enclosed questionnaire is the most important aspect of the study, and I would appreciate your help in completing it. The quiz is designed to elicit responses from your personal experience. Answering it should take between 10 and 15 minutes. Your contributions are critical to the study's success. On the questionnaire, your name and address will be kept entirely private.

Thank you for your Cooperation



Yours faithfully

Lilian Alex Mushi

SECTION ONE; GENERAL INFORMATION

To answer the following questions please tick in the empty box as appropriate;

Please tick to indicate your gender;

a) Male                                                               (        )                      

b) Female                                                           (        )

Please tick one answer to indicate your highest education level achieved;

a) Diploma                                                          (       )

b) First university degree                                    (       )

c) Masters and above                                     (       )

Age of Respondent Please tick the appropriate box

a)  25 – 35 years                                              (      )

b) 35 -45 years                                                (      )

c) 45 – 50 years                                              (      )

d) 50 and above years                                     (      )

Please tick one answer to indicate working experience;

a) 2 years or less                                            (     )  

b) 3 to 5 years                                                (      )   

c) 6 to 10 years                                               (      )

What is the frequency of training program you have participated in one year?

a) Only Once                                                   (     )  

b) Twice                                                          (      )   

c) Several Time                                               (      )

d)  Never                                                          (      )

What are the methods of facilitation at the training you have attended? 

a) Lecture                                                        (     )  

b) Case Study                                                 (      )   

c) Seminar                                                       (      )

d) Group Excise                                               (      )
SECTION TWO
Objective No 1; to access the effects of training needs assessment on the employee’s job performance in public sector in Tanzania.

Use the Scale below

Where 5; Strongly Agree, 4; Agree, 3; Neutral, 2; Disagree, 1; Strongly Disagree

	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Training Needs assessment
	
	
	
	
	

	Workers attend trainings that are in line with departmental requirements and organizational goals.
	
	
	
	
	

	Training needs assessment helped me in determining my job-specific training requirements.
	
	
	
	
	

	Training needs assessments have resulted in relevant and focused possibilities for training.
	
	
	
	
	

	The training needs assessment has increased my job knowledge and abilities.
	
	
	
	
	


SECTION THREE

Objective No 2; to examine the effects of on-the-job training on the employee’s job performance in public sector in Tanzania

Use the Scale below

Where 5; Strongly Agree, 4; Agree, 3; Neutral, 2; Disagree, 1; Strongly Disagree

	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	On the Job Training
	
	
	
	
	

	Training received while on the job has the potential to boost employee performance and contribute to the success of the firm.
	
	
	
	
	

	On-the-job training has given me more confidence in executing work responsibilities.
	
	
	
	
	

	On-the-job training has helped me perform more efficiently and successfully.
	
	
	
	
	

	On-the-job training has improved my overall job satisfaction.
	
	
	
	
	


SECTION FOUR

Objective No 3; to determine the effects of off the job training on the employee’s job performance in public sector in Tanzania.

Use the Scale below

Where 5; Strongly Agree, 4; Agree, 3; Neutral, 2; Disagree, 1; Strongly Disagree

	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Off the Job Training
	
	
	
	
	

	Training received on off the job training has improved my capacity to collaborate with coworkers.
	
	
	
	
	

	The overall level of job satisfaction has increased as a result of my off-the-job training.
	
	
	
	
	

	Through off-the-job training, my ability to solve problems at work has increased.
	
	
	
	
	

	Off-the-job training has enhanced my motivation to excel in my career.
	
	
	
	
	


SECTION FIVE: EMPLOYEES JOB PERFORMANCE

Use the Scale below to indicate the level to which you agree or disagree with the following statements regarding employees Job Performance

Where 5; Strongly Agree, 4; Agree, 3; Neutral, 2; Disagree, 1; Strongly Disagree

	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Employees Job Performance
	
	
	
	
	

	Employee development and training have a significant impact on performance.
	
	
	
	
	

	Improve staff morale through training and development
	
	
	
	
	

	Employees are given the opportunity to enhance their job performance through training.
	
	
	
	
	

	An employee's work performance improves both effectiveness and efficiency.
	
	
	
	
	


THANKS FOR YOUR COOPERATION
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