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ABSTRACT TC "ABSTRACT" \f C \l "1" 
Staff training is recognized as crucial element in attaining organization goals by enhancing employees’ skills, ability, competence, which later increasing their performance in work. However, achieving employee training goals and objectives is a big challenge for many institutions in local government in Tanzania. As todays, there are some local governments suffer in terms of performance regardless the provision of training to their public servants. This study aimed to examine the impact of training on public servant’s performance using a case of Karatu district. This study specifically addressed the influence of attention, retention and motivation on the performance of public servants. The study employed a survey research design following a quantitative approach. 340 questionnaires were distributed to public servants. The study employed descriptive analysis and multiple linear regression to analyze the data. It was found that all attention, retention and motivation are significantly influencing the performance of public servants. This implies that the government should continue to offer different kind of benefits including provision of training results as this would eventually improve employees’ performance.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
BACKGROUND OF THE STUDY TC "BACKGROUND OF THE STUDY" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This section covers the introduction of the key concepts of the topic understudy. In fact, the chapter introduces issues related to impact of training on public servants performance. Furthermore, this chapter will briefly explain the statement of the problem, research objectives, research questions as well as significance of the study. Moreover, in the end, this section will provide a brief summary of the whole chapter. 
1.2 Background of Information TC "1.2 Background of Information" \f C \l "1"  
The current era of globalization has created many changes in public sectors in the world (Darmawan et al., 2021). The organizations have faced with competitive environment and technological developments that are increasingly modern and sophisticated at the local and global level (Harian and Irfan, 2020). In this case, organizations, including public sectors are expected to have the right strategy through creativity and innovation because of the needed changes in operations for improving performance (Darmawan et al., 2021). However, amongst the employed strategies is through training of employees for better performance (Suglono et al., 2021). Employee’s performance has been proven at a global level to be a vital role in supporting the organization’s success (Febrina, 2020). In developed countries training plays a significant role in economic development and employees’ performance. For example, in Oman, training is delivered to employees as an important tool for updating skills, knowledge, abilities and competencies needed to work effectively. However, in developing countries including India, used to adopt these lessons from developed countries to manage an organization through emphasizing on training for competent personnel (Sanyal & Hisam, 2021).
In Sub-Saharan African countries, training is seen as a crucial key for performance of private and public sectors. In Zimbabwe, the government has developed a special department for human resources training which is responsible for training of public servants (Shonhiwa, 2020). In South Africa, provision of training is increasingly done to facilitate public servants to become more skilled, proficient, inventive, innovative, agile and use information effectively for high performance in more efficient manner(Nkosi, 2020).
In Tanzania, many organizations of both public and private sectors engage in providing training of staff for adding value to its key resources which their servants employ in work (Molla and Mitra, 2022). Furthermore, it has become necessary for public sectors to provide long and systematic training programs for their servants.  This is because every aspect and activity of an organization involves people (Balozi and Aman, 2020). Moreover, it is important to note that as other developing countries, Tanzania has also a huge public sector, employing the highest number of human resources with different skills (Karia et al., 2021). This means, most of the people in Tanzania depend on the public sector’s organizations for obtaining different public services, therefore possession of adequate, current and professional knowledge and technical skills are needed for quality performance (Molla and Mitra, 2022). In order to achieve the goal, the government is always obliged to take adequate steps to make sure that public servants obtain the needed knowledge and skills (Balozi and Aman, 2020). According to Simpasa, (2021), the government spends much money on training as a proper strategy to improve their public servants’ performance. 
Training programs that emphasize practical, job-specific skills such as in-service training, on-the-job learning, and leadership development have been shown to significantly enhance public servants’ performance. According to (Tieng’o & Leonard, 2020), such training initiatives in Bukoba Municipal Council improved service delivery by equipping employees with relevant competencies and fostering a results-oriented work culture. Similarly, Saidu et al., (2019) argue that structured training interventions, including workshops and conferences, contribute to increased efficiency and accountability in public sector organizations by aligning employee capabilities with institutional goals. 
Like in other districts, Karatu operates local gatherings to discuss practical and exchange views to uptake public servants’ performance in local governments. This has forced the local government to build capacity to servants’ cadre (Dijk, 2020). Important initiatives have been implemented to reflect the establishment and training policy of 1995 which needs government institutions to enhance workers’ performance for quality delivery of public services (Msuya, 2021). Moreover, like in other countries, Karatu also has grouped the training for employees into seven types which include; induction, basic, specialized, extended, special groups, leadership, development program and counterpart training.
Moreover, studies like (Dijk, 2020; Hanaysha & Hussain, 2020; Walker, 2021) have shown that the duration of training ranged from half day to three years depending on type of training. This means, studies have been done on how the training is delivered to public servants. However, a little has been done on the impact of delivered training on public servants performance. Therefore, this study is very essential because it is for highlighting the outcome of training on public servants’ performance. In this it will be very easy to determine to what extent training has improved public servants’ performance, 
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Staff training is recognized as crucial element in attaining organization goals by enhancing employees’ skills, ability, competence, which later increasing their performance in work (Msuya, 2021). However, achieving employee training goals and objectives is a big challenge for many institutions in local government in Tanzania. As todays, there are some local governments suffering in terms of performance regardless the provision of training to their public servants (Samwel, 2020). As scholars like Mosoma and Changale, (2022) explain that the local governments despite devoting funds for training programs in annual budget every year, they still face poor performance. 
The performance of public servants in Karatu District has remained inconsistent, undermining the effectiveness of service delivery and public trust in local governance. If this issue is not addressed, it may lead to continued inefficiencies, reduced citizen satisfaction, and stagnation in socio-economic development at the district level. Several factors contribute to this problem, including inadequate attention to employee needs, poor retention strategies, and low motivation levels among staff (Mosha & Rwabishugi, 2021). 

Although the Tanzanian government has implemented various training programs aimed at enhancing public sector performance, such efforts often lack alignment with specific performance drivers like attention, retention, and motivation (Tieng’o and Leonard, 2020). Existing studies have primarily focused on general training impacts without disaggregating the influence of these individual factors, particularly within the context of Karatu District. This study seeks to fill that gap by examining how attention, retention, and motivation when integrated into training programs affect public servants’ performance, thereby contributing new insights to the discourse on human resource development in local government authorities.
1.4 General Research Objective TC "1.4 General Research Objective" \f C \l "1" 
General objective of this study is to examine the impact of training on public servants performance, a case of Karatu district. 
1.4.1 Specific Research Objectives TC "1.4.1 Specific Research Objectives" \f C \l "1" 
i. To examine the influence of attention on performance of public servants in Karatu district.

ii. To examine influence of retention on performance of public servants in Karatu district. 

iii. To examine influence of motivation on the performance of public servants in Karatu district. 
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
i. What is the influence of attention on performance of public servants in Karatu district?

ii. What is the influence of retention on performance of public servants in Karatu district?

iii. What is the influence of motivation on performance of public servants in Karatu district? 
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1"  

This study is very important to the government of Tanzania because the obtained findings will offer key areas of training which may be considered to impact public servants’ performance in a positive way. Simply, the recommendations of this study will be very essential to decision makers (government) to consider knowledge developed by this study in their practices for efficiency of public service delivery in different public institutions.  Moreover, the knowledge developed in this study could be used as a source of information by Karatu district and individuals interested in searching for further facts and cultivate more new knowledge for the benefit of the district and the nation in general. This means, the study could be used as a catalyst for change within the study area. 
Finally, this study will be of significance to the beneficiaries at different levels which also include academicians who will obtain knowledge on issue concerned to the topic in question and become aware with the needs for completion of the research. In this case, the study could enable academicians to be awarded with a degree as they are needed to conduct researches, this study will offer them empirical materials and methodologies to apply in research. 
1.7 Study Area TC "1.7 Study Area" \f C \l "1" 
This study will be located at local government specifically in Karatu district. The local government in Karatu district is selected because it deals with different activities such as health provision, procurement, community development activities, engineering activities which comprise public servants with different technical and supporting skills which are very crucial in attaining the government goals. Additionally, on the Karatu Strategic Planing Matrix of 2022, it is highlighted that planning and establishment and training of employees had been  improved in the year of 2022 (URT, 2022). Therefore, it is from this aspect, the Karatu district has been selected to see whether delivered trainings have impacted the public servants’ performance. 
1.8 Chapter Summary TC "1.8 Chapter Summary" \f C \l "1" 
This chapter introduces the introduction of the study. The chapter also covers the statement of the problem, research objectives, research questions as well as significance of the study. Additionally, chapter two covers definition of key terms. The chapter also covers theoretical as well as empirical literature that guiding this study. Additionally, this chapter also provides a clear research gap and conceptual framework guiding this study. In the end, a brief chapter summary has been provided. Chapter three covers research strategies, issues related to population, sample size, sampling design, measurement procedures, data collection as well as data analysis methods for this study. Besides, chapter four presents the findings. Furthermore, chapter five discusses about the obtained findings. Lastly, it is chapter six which covers about conclusions and recommendations. 
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1" 
This section covers definitions of key terms. The chapter also describes theoretical literature review which guides the study. It is also in this chapter where the justification of the chosen theory is stated clearly. Additionally, this section also offers for empirical literature, research gap and finally the conceptual framework showing variables to study. 
2.2 Definitions of Key Terms TC "2.2 Definitions of Key Terms" \f C \l "1" 
2.2.1 Definition of Training TC "2.2.1 Definition of Training" \f C \l "1" 
Ferreira(2020) Defines training as a learning process in which people obtain or acquire knowledge, skills, experience, and attitudes that are needed in performing jobs well to attain the organizational goals. Moreover, training is variously defined in a narrow as well as in a broad sense. For example, according to Aguinis and Kraiger(2021) training refers as the act of improving competencies over the long term. Additionally, Kraiger(2020) defines training as the act of providing an individual with opportunity to learn what he/she needs in order to perform their jobs more effectively. In this study, whenever the word training is used, it refers to provision of skills and knowledge to public servants for intention of updating them with skills, competences, and makes them innovative to improve their performance. 
2.2.2 Definition of Public Servants TC "2.2.2 Definition of Public Servants" \f C \l "1" 
The public servant is someone directly employed by the state and/or might be local 
government, but state or federal government, so directly on the payroll. In fact, public service is seen as the core of public government and public servants are those directly employed by one of the levels of government (Dickinson and Sullivan, 2020). However, in this study, public servants mean all employees under government payroll in Karatu district. 
2.2.3 Definition of Performance TC "2.2.3 Definition of Performance" \f C \l "1"  

According to Lamas(2021) performance is simply as an output terms referred to achievement of quantified objectives. This means, performance is a matter not only what people achieve but how they achieve it. Moreover, high performance results from appropriate behavior and effective use of the required knowledge, skills, and competencies. However, whenever the word performance is used in this study, it means, the output of work done which can be measured to determine whether is it as per organization’s goal or not. 
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Social Learning Theory TC "2.3.1 Social Learning Theory" \f C \l "1"  

This study will employ the social learning theory to develop some variables understudy. The Social Learning Theory was initiated by Albert Bandura in 1977. The theory describes about the importance of observing, modelling, and imitating the behaviours, attitudes and emotional reactions of others. In fact, the theory emphasizes on learning by observing and modelling.  
The theory was originated from behaviourism, however nowadays the social learning theory involves some ideas of cognitivists and consequently it has been re-named as social cognitive learning. Social learning theory also considers the environmental and cognitive drivers that interact in order to impact human learning and behavior. Moreover, the theory states clearly that a person or individual can learn from one another, including such concepts as observational learning, imitation, and modelling (Habibu, 2020). Additionally, the theory describes that learning can take place through three methods which include; indirect experience, oral persuasion, and physiological situations. Moreover, modelling to apply in learning could depend on the scenario in which individual see someone’s behaviours, embrace and implement them as his, support the learning process as well as psychological situations and the perspective process. 
The social learning theory also learning involves imitation which occurs between the behavior (stimulus) and imitating or not (response). Moreover, there are four mediational processes proposed in the theory. These mediational processes include; attention, retention, reproduction, and motivation. Attention refers to pay attention to the behaviours and its consequences. Retention is how well behavior is remembered. Reproduction refers to ability to perform behavior that the model has demonstrated. Finally, motivation is the will to perform the behavior. 
2.3.2 Strength of Social Learning Theory TC "2.3.2 Strength of Social Learning Theory" \f C \l "1"  

 According to Jarche(2021) the social learning theory has strengths. Its strengths comprise of its flexibility in explaining the differences in a person’s behaviours or learning, for example, when there is a change in a person’s environment, the person behavior may also change. The theory also allows for different models of learning.  
2.3.3 Weaknesses of Social Learning Theory TC "2.3.3 Weaknesses of Social Learning Theory" \f C \l "1" 
However, the weakness of the theory is when it neglects the importance of accountability in ones’ actions. As the theory indicates that individual’s behavior and actions are determined by society, not by how an individual handles or processes information (Jarche 2021). 

2.3.4 Justification for Choosing a Selected Theory TC "2.3.4 Justification for Choosing a Selected Theory" \f C \l "1" 
The Social Learning Theory has been selected to be applied in this study because it describes about the concept of learning which the key concept for training processes is. Moreover, the theory has linked the concept of learning to person’s performance. Of course, the theory provides an idea of how training can be provided to persons and how can lead to changes in particular in performance. Furthermore, other scholars have also applied this theory in their studies. For example, Habibu(2020) employed the social learning theory to determine the effect of training and development on employees’ performance in CRDB Bank, in Tanzania. 
2.4 Empirical Literature TC "2.4 Empirical Literature" \f C \l "1" 
2.4.1
Influence of Attention on Employees Performance TC "2.4.1
Influence of Attention on Employees Performance" \f C \l "1" 
Nugroho and Hapzi, (2022) conducted a study through a literature review on the effect of division of work and workload on work effectiveness and its impact on employee performance. Through library research (literature review) method, the authors highlighted that work effectiveness and employee performance is through paying attention to the division of labour of each member of the organization, as well as increasing workload. Others include,  paying attention to compensation given to employees and paying attention for employees’ performance, which increases division of labour, details activities, workload assigned, proper placement of employees, and assessment of work results. 
Pracoyo et al., (2022) conducted a study on determinants of employee performance, the mediating role of job satisfaction. Through the quantitative research approach, the study found that leaders in organizations pay attention to employees personnel such as the need to develop, reward and advice. In addition, the study found that attention of employees on job performance is emphasized by leaders through provision of training which keeps employees with ability and skills to implement all programs in the organization. 
2.4.2 Influence of Retention on Performance TC "2.4.2 Influence of Retention on Performance" \f C \l "1"  
Nguyen(2021) conducted a study on employee retention, do training and development, job satisfaction and job performance? The author highlights that employee retention is amongst the key aspects of human resource management in corporations. The study involved variables such as training and development, employee performance, job satisfaction, and employee retention. Thereafter, the study found that training influences employees’ retention, however retention of employees and leaders was also found to be a determinant of employees’ job performance in organization. 
Isa, (2021) conducted a study based on training and employee retention in microfinance institutions in Rukingiri district in Uganda. In methodology, the study employed a cross-sectional and correlational research design. The study found that retention of employees for job performance had been affected by lack of long-term plan for training, lack of on-the-job training, inaccurate training need analysis, discrepancy between the provided training and job skills, and sending inappropriate persons to the training programs. 
2.3.3 Influence of Motivation on Performance TC "2.3.3 Influence of Motivation on Performance" \f C \l "1" 
Nasution and Priangkatara (2022) conducted a study on work discipline and work motivation on employee performance. In their study, the authors considered variables of motivation which include compensation, moral support, financial motivation, enjoyment of work, and punishment for making mistakes. Thereafter, the study found that work motivation has a significant effect on employee performance. Then together, work discipline and work motivation have a moderate influence on employee performance. 
Yohanes(2020) conducted a study on the effect of motivation on employees’ performance in public sector in Ethiopia. The study involved variables like reward, recognition, promotion, job security, salary, training, fringe benefit, and working environment. The Pearson correlation coefficient analysis was used. The study found that all motivational factors have a significant positive relationship with employee performance. In addition, the study found that the identified motivation factors encourage employees to perform in the most effective way. 

Table 2.1 Summary of the Previous Related Studies TC "Table 2.1 Summary of the Previous Related Studies" \f T \l "1" 
	s/n
	Authors’ name & Year 
	Aim of the study
	Variables examined
	Data analysis methods used
	Main findings

	1
	Nugroho & Hapzi, (2022)
	Effect of division of work and workload on work effectiveness and its impact on employee performance
	Attention
	Thematic
	Increases division of labour, details activities, workload assigned, proper placement of employees, assessment of work results

	2
	Pracoyo et al., (2022)
	Determinants of employees’ performance, the mediating role of job satisfaction
	Attention
	Multiple linear regression 
	Leaders pay attention to reward, advice and develop employees

	3
	Nguyen (2021)
	Employee retention, do training and development, job satisfaction and job performance?
	Training & retention 
	correlation analysis and exploratory factor analysis (EFA)
	a positive correlation between training and  employee retention 

	4
	Isa (2021)
	training and employee retention in microfinance institutions in Rukingiri district in Uganda
	Retention
	Descriptive & correlation and regression analysis
	Retention had been affected by lack of long-term plan for training, and lack of on-the-job training.



	5
	Putro & Wening(2022)
	Effects of work stress on employee performance 
	Reproduction
	Regression 
	Emotional intelligent affects behavior of employees in work

	6
	Panchal et al., (2022)
	Impact of psychological changes in mental health on employees’ performance
	Reproductive
	Descriptive 
	Productive workers use resources and time wisely to assess success

	7
	Nasution & Priangkatara (2022)
	Work discipline and work motivation on employee performance
	Motivation
	Regression 
	Work motivation has a significant effect on employee performance

	8
	Yohanes (2020)
	Effect of motivation on employees’ performance
	Motivation 
	Pearson Correlation
	Motivational factors have a significant positive relationship with employee performance


2.5 Research Gap TC "2.5 Research Gap" \f C \l "1"  

2.5.1 Empirical Gap TC "2.5.1 Empirical Gap" \f C \l "1" 
Theoretically, there is a link between attention and employees’ performance. For instance, basing on the theoretical basis Nugroho and Hapzi, (2022) found that work effectiveness and employee performance are the products of paying attention to division of labour of each member of the organization. Pracoyo et al., (2022) found leaders in organizations pay attention to employee personnel such as to development, reward and advice, all for improving performance. Therefore, there is a need to study the influence of attention on public servants’ performance. 
Theoretically, training can influence employees’ retention which also can determine employees’ performance in organization. For example, Nguyen(2021) found that there was a correlation between training and employee retention. Moreover, Isa, (2021) found that retention of employees for performance had been affected by lack of long-term plan for training, inaccurate training need analysis, discrepancy between the provided training and job skills, and sending inappropriate persons to the training programs. Therefore, it is important to determine the influence of retention on public servants’ performance. 
Additionally, theoretically there is a relationship between reproduction and employees’ performance. For example, Putro and Wening(2022) found that emotional intelligence affects behavior of individual in overcoming problems in organization. However, Panchal et al., (2022) found that a productive workers always use resources and time and wisely assesses success in terms of growth, greater sales, and increased revenue as the sign of success in performance. In this case, it is important to study on the relationship between production and public servants performance. 
Furthermore, theoretically there is a significant between motivation and employees’ performance. Nasution and Priangkatara (2022) found that work motivation has a significant effect on employee performance. Moreover, Yohanes(2020) motivational factors have a significant positive relationship with employee performance. Therefore, it is very important to study the influence of motivation on public servants’ performance. 
2.5.2 Contextual Gap TC "2.5.2 Contextual Gap" \f C \l "1" 
Most of studies have little covered on contextualized gap of impact of training on public servants’ performance. As most of the studies have been conducted based on private organizations not public, for example, Isa(2021) in microfinance institutions, Prashanth and Veena(2021) in SMEs and Nnanna(2020) in airtel. Therefore, there is a need to conduct a study on the basis of impact of training on public servants’ performance. 
There is also a contextualized gap of impact of training on public servants’ performance in Tanzania. As most of the studies have been conducted in different countries (Aklilu, 2021; Khaddafi et al., 2021; Mohsin et al., 2020; Tannady et al., 2020). This leads to the contextual gap, as there is a little information based on impact of training on public servants’ performance in Tanzania. Therefore, there is a to conduct this study to bridge the gap.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  

The conceptual framework illustrated in Figure 2.1 outlines the relationship between key independent variables attention, retention, and motivation and their collective influence on the performance of public servants (the dependent variable). It posits that when public servants receive adequate attention through supportive supervision and engagement, are retained through appropriate incentives and career development, and are intrinsically and extrinsically motivated, their performance outcomes are likely to improve significantly. This framework provides a structured lens to assess how human resource practices affect efficiency, accountability, and service delivery within public institutions such as those in Karatu District. By isolating these three constructs, the framework guides the investigation toward understanding specific training elements that can enhance public sector effectiveness.
Figure 2.1 Conceptual Framework TC "Figure 2.1 Conceptual Framework" \f F \l "1" 
Independent variables 




Dependent variable









Source: Constructed by the Researcher 



2.7 Chapter Summary TC "2.7 Chapter Summary" \f C \l "1" 
This chapter comprises of definitions key terms, theoretical literature review, and empirical literature review. In the theoretical literature one theory known as Social Learning Theory has been described. In the empirical literature review, the three variables which guide this study have been narrated, these include; attention, retention, and motivation. Finally, the chapter is also organized to provide the conceptual framework.

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 section is broadly describing the methodology which was applied for this particular study. The chapter covers the research strategies which were applied in the study. The chapter also covers the research philosophy, study population, sample size, sample size, and sampling strategies. Furthermore, the chapter presents scope of the study, variables and measurement procedures. In addition, the chapter comprises of data collection methods, data analysis, data cleaning process, reliability, validity, and ethical consideration. Lastly, the chapter elaborates limitations of the study. 
3.2 Research Strategies TC "3.2 Research Strategies" \f C \l "1" 
This study employed a survey research design. According to Gaille, (2020) survey research design is a critical component of measurement and applied in social sciences research, it allows the researcher to seek opinion from participants and providing feedback to improve the program. This design has been selected because it is inexpensive, it allows questionnaires of self-administered, making possible to avoid in-person interviews. However, the disadvantage of this design is when some respondents choose answers before reading the questions. Furthermore, in order to avoid this challenge, a researcher emphasized on understanding the questions before answering them. In addition, this study was conducted quantitatively, where as a researcher was able to make a statistical test from collected numeric data.
3.3 Research Philosophy TC "3.3 Research Philosophy" \f C \l "1"  

This study employed a positivism as a research philosophy (Waghmare, 2021) explains that positivism is a research philosophy which adapt a scientific and  quantitative method. Therefore, in the current study, positivism applied information from participants based on different variables which can be measured and tested scientifically to develop relationship between those variables. The main advantage of positivism paradigm is that it can cover a wide range of situations in a short period of time. However, its advantage can be assuming of all types of processes can be perceived as a certain variation of actions of individuals or relationship between individuals. 
3.4 Study Population TC "3.4 Study Population" \f C \l "1" 
According to Murry et al., (2022) population is described as the complete set of individuals, moreover that group is always with a common characteristics. In this case, the current study involved all public servants in Karatu district council. Furthermore, according to the Human Resource Office of Karatu District Council (2023), currently Karatu district council has a total population of 2226 public servants. 
3.5 Sample Size TC "3.5 Sample Size" \f C \l "1"  
In this study, sample size was calculated from a total population of 2226 of public servants by using the Slovenes formula with a probability error of 0.05.

Slovenes formula


n =[image: image2.png]15N (e)?




Whereas: 



n = Sample size






N = Population

e = Probability of error (0.05), assuming 95% confidence level, and with a precision of 5%.
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n= 340

Therefore, this study comprised of a sample of 340 public servants in Karatu district. 
3.6 Sampling Strategies TC "3.6 Sampling Strategies" \f C \l "1" 
This study used a probability sampling strategy in particular simple random sampling to obtain public servants to involve in the study. Specifically, in simple random sampling, a lottery method was applied to obtain the participants. After getting the list of public servants from HR office, those public servants were assigned to numbers then written in piece of papers, after that those piece of papers were mixed up, then picked one by one until the required number was obtained.  According to Adwork(2015) the main advantage of probability sampling is to minimize risk of systematic bias. However, its disadvantage is a time consuming especially when sample size is large.
3.7 Scope of the Study TC "3.7 Scope of the Study" \f C \l "1" 
This study was focused at local government in Karatu district, in which the public servants were focused to provide information for this study. Karatu district was selected as a focus of the current study because due to the information provided in Karatu strategic plan matrix of 2022, provision of training had been highlighted to be conducted to improve public servants’ performance(URT, 2022). Therefore, it is possible to measure the contribution of delivered training on public servants’ performance.
3.8 Variables and Measurement Procedures TC "3.8 Variables and Measurement Procedures" \f C \l "1" 
In this study, participants were needed to indicate their views on Likert Scale ranging from 1 (strongly disagree) to 7(strongly agree). Furthermore, each independent variable had its indicators for measurement. Attention was measured by using, division of labour, details activities, workload assigned, proper placement of employees, and assessment of work results. However, retention was measured through how employees feel valued, how training offers new perspectives, improves employees’ skills, addresses employees’ weakness, and sustaining growth leadership. Lastly, motivation was measured by using reward, promotion, recognition, job security, salary, and working condition.
The dependent variable which is the public servants’ performance was measured by using the following indicators; ability to get along with others, completing tasks on time, quality performance, and achievement of goals.
3.9 Data Collection Methods TC "3.9 Data Collection Methods" \f C \l "1" 
In this study, the method of data collection involved questionnaire. Questions were arranged basing on the objectives, the study involved 340 public servants in data collection. The study opted to use questions in this quantitative study because according to Choudhury (2021), the advantages of using questionnaire in collecting quantitative information is because questionnaire is an economical way of accumulating information. Additionally, in case of rapidity, replies or responses may be received very quickly in questionnaire method. However, the major disadvantage of questionnaire is a limited response, this means to the large extent questionnaire can be applicable only to those respondents who have a considerable amount of education. Therefore, in this study questionnaire was applicable because the low education level of public servants is intended to be a certificate. Furthermore, all questions were closed-ended questions. The researcher clarified and emphasized on the purpose of the research, significant of the research, and how the research can benefit others. 
3.10 Data Analysis Methods TC "3.10 Data Analysis Methods" \f C \l "1" 
3.10.1 Data cleaning Process TC "3.10.1 Data cleaning Process" \f C \l "1" 
In order to perform data cleaning, the first stage was to remove duplicate or irrelevant information. Duplicate data can occur when a researcher combined data from different departments, therefore de-duplication was the first step to consider in data cleaning. Then, structural errors such as typos or incorrect capitalization were corrected. Thereafter, all missing data were ignored, lastly at the end of data cleaning process, data was validated to determine if they make sense or they prove or disprove the applied theory. This study considered data cleaning process because it removes errors when multiple sources of data are collected, facilitates ability to map different functions and which data are intended to do.
3.10.2 Descriptive Statistics TC "3.10.2 Descriptive Statistics" \f C \l "1"  

The quantitative data which were collected in this study were recorded, cleaned and analysed by using SPSS spreadsheets and interpreted with respect to research problems, objectives, and research questions. Descriptive statistics such as frequencies and percentage were used to generate findings for interpretation. 
3.10.3 Multiple Linear Regression TC "3.10.3 Multiple Linear Regression" \f C \l "1"  
Furthermore, in order to establish relationship between independent and dependent variables, in particular for the fourth objective, multiple linear regression was applied to develop the significant association between effect of training (attention, retention) and public servants’ performance. Moreover, the model is described as follows:

Y = βo + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + βnXn   +E
Where;

βo= constant

Y= dependent variable (public servants performance)

X1 = Attention; X2 = Retention; X3 = Motivation (independent variables)

β1 to β5  = Regression coefficients of the respective independent variable as specified above;

E =random error term
3.10.3.1 Assumption of using Multiple Regression Model TC "3.10.3.1 Assumption of using Multiple Regression Model" \f C \l "1" 
The scholars such as (Kothari, 2014; and Saunders et al., 2009) the regression model was determined to hold true if the following assumptions are met in concerning objective. 
3.10.3.2 Linearity TC "3.10.3.2 Linearity" \f C \l "1" 
There must be linear relationship between dependent and independent variables. When the model is not linear, the data under regression analysis will not reflect the relationship between the dependent variable and independent variables. Therefore, in the current study, linearity was tested and determined by using scatter plots, in which the dependent variable is on the y-axis while independent variables on the x-axis. Moreover, linearity was observed when the graph has a linear distribution observation. 
3.10.3.3 Absence of Multicollinearity TC "3.10.3.3 Absence of Multicollinearity" \f C \l "1" 
Multicollinearity  is the situation in which independent variables are not correlated, when they correlated, makes difficult for the independent variables to be the real predictor of dependent variable. Therefore, determining of multicollinearity was done by using the Variance Inflation Factor (VIF). However, the level of tolerance will be set from 0 to 1. The formula for measuring VIF is VIF=1/(1-R squared). Multicollinearity is possible in the model when R>= +-0.9; Where R squared is the coefficient of determination.
3.10.3.4 Homoscedasticity of Variances TC "3.10.3.4 Homoscedasticity of Variances" \f C \l "1"  

In this assumption, it is stated that when there is no constant of residual/error terms in the model, it results into the heteroscedasticity problem. This can affects the results of the confidence interval and thus results to poor performance of regression model. Therefore, in this study homoscedasticity was checked by using the plots of standardized values predicted by model against the standardized residuals observed. The assumption was met if the plot will have a random array of plots (absence of funnel shape).
3.10.3.5 Residuals are Normally Distributed TC "3.10.3.5 Residuals are Normally Distributed" \f C \l "1"  

The assumption highlights that when happens that the residuals are not normally distributed, the confidence interval becomes unpredictable either will give high results or low results, that affects the model performance. Therefore, in this study normally distributed was observed by using P-P plots to show fairly straight relationship of data. It is important to note that, the assumptions holds valid as if the dots lies on a very closer to the diagonal line, that this infers that the residual will be normally distributed. 
3.10.3.6 Residuals are Independent TC "3.10.3.6 Residuals are Independent" \f C \l "1" 
In order for the study to observe if individual data points are independent, the study employed to use a Durbin Watson statistics. The Durbin Watson values ranges between 0 and 4 (Saunder et al., 2012). The smaller the value, the positive residual correlation. The assumption makes clear that if the Dublin Watson Statistics is closer to 2 there is positive residual autocorrelation, whereas, if the Dublin Watson is greater than 2 there is negative autocorrelation. 
3.11 Reliability TC "3.11 Reliability" \f C \l "1" 
For reliability, test and re-test was carried out to ensure that tools are reliable. The applied tool was revised by experts including my supervisor to ascend its reliability before going to field work. In this case, the research tool was tested through pilot study to 5 respondents in order to avoid discrepancies that might happen before the actual data collection. However, in order to maintain consistency, this used Cronbach’s alphas to test reliability. According to Nunnally (1978), a Cronbach’sAlpha with value higher than 0.7 is considered as reliable in comparison with values lower than 0.7.
3.12 Validity TC "3.12 Validity" \f C \l "1" 
This study used the Content Validity Index to test the validity of instruments. According to Saunders et al., (2009) when the Content Validity Index result is above r = 0.7, this means that the tool is reliable. Therefore, the Content Validity Index result was used to determine suitability of data to consider in analysis. 

3.13 Ethical Consideration TC "3.13 Ethical Consideration" \f C \l "1" 
The researcher observed all the research procedures to ensure that ethical matters are adhered to. The Open University reviewed the proposal for ethical issues and for approval before data collection. After that a researcher was given the research clearance letter, and research data collection permit letter. However, permission for data collection was also sought from Karatu district. In order to consider ethical issues, the study also involved participants who agreed with consent to indicate their willingness to participate in the study.
3.14 Chapter Summary TC "3.14 Chapter Summary" \f C \l "1"  

This chapter has included research strategies, research philosophy, study population, and sample size. Moreover, the chapter also covers about sampling strategies, scope of the study, variables and measurement procedures. Further, the section has included the data collection methods, data analysis, and data cleaning. In addition, the chapter also covers reliability, validity, ethical consideration, and limitations.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DATA ANALYSIS AND FINDINGS TC "DATA ANALYSIS AND FINDINGS" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
This study intended to examine the impact of training on public servants performance, a case of Karatu district. In addition the study included three specific objectives which were; to examine the influence of attention on performance of public servants; to examine the influence of retention on performance of public servants; and to examine influence of motivation on performance of public servants. 
Therefore, this chapter highlights the obtained results in respective to main and specific objectives and assumptions that guided the whole study. Moreover, the chapter includes four sections; the first section shows the findings of 340 respondents, the section is about socio-demographic characteristics. The second section highlights the findings concerning attention as one amongst variables of this study. The third section indicates the findings of the variable retention. Lastly, the fourth section gives results based on motivation as a variable of the study. 
4.2.1 Socio-demographic Characteristics of Respondents TC "4.2.1 Socio-demographic Characteristics of Respondents" \f C \l "1"  

The study involved 340 respondents during data collection. Although the questionnaires were self-administered, all respondents filled properly and returned them to the researcher. In that case, this section indicates results of socio-demographic characteristics which include; age, gender, education and marital status. 

Age of respondents were examined and it was found that most of respondents 138(40.6%) ranged from 26-35 years old, followed by 63(18.5%) who ranged from 18-25 years old, then 60(17.6%) who were above 55 years old. In addition, 40(11.8%) ranged from 46-55 years old, and 39(11.5%) ranged from 36-45 years old. 
Besides, gender indicates that more than half 200(58.2%) of respondents were females, whereas the remained 138(40.6%) were males. Based on education level, the findings indicate that 198(58.2%) had attended to college level of education, while 142(41.8%) had attended to the university level of education. 
Furthermore, the findings of the variable marital status indicate that 156(46.2%) were married, followed by 62(18.0%) single, 60(17.6%) separated, 40(11.8%) widow/widower, and lastly 21(6.2%) divorced. Summary of demographic variables is presented in Table 4.1.
Table 4.1: Socio-Demographic Characteristics of Respondents TC "Table 4.1: Socio-Demographic Characteristics of Respondents" \f T \l "1"  

	Variable 
	Frequency (n=340)
	Percent

	Age group of respondents
	
	

	
	18-25 years
	63
	18.5

	
	26-35 years
	138
	40.6

	
	36-45 years
	39
	11.5

	
	46-55 years
	40
	11.8

	
	Above 55 years
	60
	17.6

	Gender/Sex
	
	

	
	Male
	140
	41.2

	
	Female
	200
	58.8

	Level of Education
	
	

	
	College
	198
	58.2

	
	University
	142
	41.8

	Marital Status
	
	

	
	Single
	62
	18

	
	Married
	157
	46.2

	
	Separated
	60
	17.6

	
	Widow/widower
	40
	11.8

	
	Divorced
	21
	6.2


Source: Field Data, (2023).
4.3 Inferential Analysis TC "4.3 Inferential Analysis" \f C \l "1" 
4.3.1 Reliability TC "4.3.1 Reliability" \f C \l "1"  

The study applied Cronbach’s Alpha for factor analysis to test reliability consistence of determinants in particular independent variables. Specifically, the study considered values from 0 to 1, whereas 1 was taken as the highest value of score, meaning perfect consistency. In addition, the study applied this guideline to interpret the obtained findings; the value of score of 0.90-1.0 excellent, 0.80-0.89 good, 0.70-0.79 adequate, and below 0.70 limited applicability.
The findings in Table 4.2 show that, the result on attention is 0.89 which was considered as good, retention 0.88 good and motivation 0.87 good. Therefore, all four variables show the coefficient alpha (α) which were consistency and acceptable. 
Table 4.2: Reliability Test of the Study Variables TC "Table 4.2: Reliability Test of the Study Variables" \f T \l "1" 
	Variable
	Cronbach's Alpha

	Attention
	0.86

	Retention
	0.88

	Motivation
	0.87


Source: Field Data, (2023).
4.3.2 Validity Results TC "4.3.2 Validity Results" \f C \l "1" 
All four independent variables were involved in a Kaiser-Meyer-Olkin (KMO) test to determine the suitability of data for analysis. The study considered that the KMO value of score of 0.5 and above indicating that all variables are highly beneficial and useful in the study. Findings show that the variable attention had a value of score of 0.78, retention 0.82, and motivation 0.86. These results imply that all four variables were acceptable for factor analysis. Summary of validity results is indicated in Table 4.3.
Table 4.3: Validity Test of the Study Variables TC "Table 4.3: Validity Test of the Study Variables" \f T \l "1" 
	Variable
	KMO

	Attention
	0.78

	Retention
	0.82

	Motivation
	0.86


Source: Field Data (2023).
4.3.2 Assumption of Multiple Linear Regression Model TC "4.3.2 Assumption of Multiple Linear Regression Model" \f C \l "1" 
4.3.2.1 Linearity TC "4.3.2.1 Linearity" \f C \l "1" 
The linearity in the current study was tested by scatter plots, whereas the dependent variable is on the y-axis while independent variable is on the x-axis. Besides, Figure 4.1 indicates the graph with a linear distribution in form of a linear trend line. In fact, the graph also indicates the linear is formed from bottom to left to the top right. Therefore, it is concluded that regression model has fulfilled the linearity assumption. 
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Figure 4.1: Linearity Test TC "Figure 4.1: Linearity Test" \f F \l "1" 
Source: Researcher, (2023)
4.3.2.2 Absence of Multicollinearity TC "4.3.2.2 Absence of Multicollinearity" \f C \l "1"  

In the current study multicollinearity was determined by using Variance Inflation Factor (VIF) and the level of Tolerance. In order to determine Tolerance, scores was set from 0 to 1. However, Variance Inflation Factor was determined through this formula VIF=1/(1-R2). In that case, multicollinearity was considered to be possible in this model when R>= +-0.9; where R square is the coefficient of determination. 
The coefficient output shows the VIF statistics value of score ranging from 1.024 to 1.212, this indicates that the obtained VIF values are in between 1 to 10, in fact, this implies that there are no multicollinearity symptoms between independent variables. Table 4.4 present summary of multi-collinearity results.
Table 4.4: Multicollinearity Test TC "Table 4.4: Multicollinearity Test" \f T \l "1" 
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	
	Attention
	.944
	1.044

	
	Retention
	.872
	1.114

	
	Motivation
	848
	1.024


Source: Researcher, (2023).
4.3.2.3 Homoscedasticity of Variances TC "4.3.2.3 Homoscedasticity of Variances" \f C \l "1" 
In this model, it is assumed that the error terms along the regression are equal. In this study homoscedasticity was determined by using the plots of standardized values predicted by model against the standardized residuals observed. The outcome indicates that the assumption was met because the plot shows absence of funnel shape, in fact it indicates a random array of plots. 
Besides, the diagonal dots are illustrated to be speeded up along the diagonal line, showing that data is linear no evidence of outliers. In that case, the residual dots are dispersed in a rectangular shape about zero (0), implying homoscedasticity, meaning unequal variance in data. Figure 4.2 presents results of homoscedasticity assumption.
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Figure 4.2 Homoscedasticity Test

Source: Researcher, (2023)
4.3.2.4 Residuals are Normally Distributed TC "4.3.2.4 Residuals are Normally Distributed" \f C \l "1" 
The normally distributed was determined by using P-P plots to indicate fairly straight relationship of the collected data. Besides, it is common that, the assumptions hold valid as if the dots lie on a very closer to the diagonal line that infers that the residual will be normally distributed. In the current study the standardized residuals are normally distributed as scatters fall on or tightly close to the normal distribution line. Summary of residual and data normality is presented in Figure 4.3.
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Figure 4.3: Normally Distributed TC "Figure 4.3: Normally Distributed" \f F \l "1" 
Source: Researcher, (2023)
4.3.3 Multiple Linear Regression Analysis Results TC "4.3.3 Multiple Linear Regression Analysis Results" \f C \l "1" 
In order to determine the relationship between the impact of training (attention, retention, and motivation) and public servants’ performance, the study applied a multiple linear regression to regress the mentioned variables. The three independent variables were involved which are; attention of public servants, retention of public servants, and motivation of public servants. However, one dependent variable was involved, this is the public servants’ performance. It is important to note that before regressing, all data were converted to dummy variables as ‘0’ or ‘1’ (0,1). The obtained outcomes are illustrated in Table 4.5, Table 4.6, and Table 4.7.
4.3.3.1 Model Summary TC "4.3.3.1 Model Summary" \f C \l "1"  

The results in Table 4.5 indicate the characteristics of the used model. The R-value is 0.962 which is greater than 0.4 this which is needed for further analysis for correlation between dependent and independent variables, in fact this value is excellent. 
Furthermore, the total variation for dependent and variable that could be explained by independent variables is shown through the R-square. It is important to note that a value of greater than 0.5 indicates that the model is effective enough to determine the relationship between variables. In this case, the R-square value in the current study is 0.926 which is equal to 92.6% which excellent for determining relationship. 
Moreover, in order to show the generalization of the results, the Adjusted R-square is considered. This shows the variation of the sample results from the population in multiple regression. In fact, it is required to have a difference between R-square and Adjusted R-square minimum. In this case, the value of Adjusted R-square is 0.925, which is not far off from 0.926, this means it is good. 
Table 4. 5: Model Summary TC "Table 4. 5: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.962a
	.926
	.925
	.336

	a. Predictors: (Constant), Attention, Retention, Motivation

	b. Dependent Variable: Public Servants’ Performance


4.3.3.2 ANOVA Results TC "4.3.3.2 ANOVA Results" \f C \l "1"  

 The analysis of variance (ANOVA) outcome which is also known as model fit results, in which the considered value of score are the F-statistics and its associated sig. indicates that F-statistics is 1.0473, p=0.002<0.05. In that case, these findings indicate that model’s hypothesis has an influence that affects public servants’ performance, implying that the model has the power to predict public servants’ performance. Summary of ANOVA results is indicated in Table 4.6.
Table 4.6: ANOVA Results TC "Table 4.6: ANOVA Results" \f T \l "1"  

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	472.762
	4
	118.191
	1.0473
	.002b

	
	Residual
	37.826
	335
	.113
	
	

	
	Total
	510.588
	339
	
	
	

	a. Dependent Variable: Public Servant’s Performance

	b. Predictors: (Constant), Attention, Retention, Motivation


4.3.3.3 Regression Analysis Coefficient Results TC "4.3.3.3 Regression Analysis Coefficient Results" \f C \l "1"  

The coefficients results show the impact of training in particular in creating of retention, and motivation positively predict public servants’ performance. However, the coefficient of the variable attention indicates negative predict public servants’ performance. Specifically, the influence of retention was found positively, statistically and significantly related to public servants’ performance (B = .051***, p = .000<0.05). Motivation variable was found to be positively, statistically and significantly related public servants’ performance (B = .864***, p = .000<0.05). However, the variable attention was found to be negatively, statistically and significantly related to public servants’ performance. 
Besides, multicollinearity statistics indicate tolerance figures ranging from 0.848 to 0.944 while Variance Inflation Factors (VIFs) ranged from 1.044 to 1.114. These figures imply that multicollinearity is not suspected amongst the independent variables. 
Table 4.7: Regression Analysis Coefficient Results TC "Table 4.7: Regression Analysis Coefficient Results" \f T \l "1"  

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.096
	.066
	
	1.455
	.147
	
	

	
	Attention
	-.096
	.038
	-.092
	-2.562
	.011
	.944
	1.044

	
	Retention
	.051
	.032
	.048
	1.599
	.000
	.872
	1.114

	
	Motivation
	.864
	.043
	.820
	20.181
	.000
	848
	1.024

	a. Dependent Variable: Public Servants’ Performance


4.4 Discussion of Findings TC "4.4 Discussion of Findings" \f C \l "1" 
This part outlines in detail the results which have been described in this chapter. This part therefore, compared the outcome of the current study with the past studies of the same phenomenon in the theoretical and empirical understanding. Besides, it also presents the discussion of findings relating to the impact of training on public servants’ performance.
4.4.1 The Influence of Attention on Performance of Public Servants TC "4.4.1 The Influence of Attention on Performance of Public Servants" \f C \l "1"  

The findings indicate that attention to public servants as the impact of training has significant influence performance of public servants. The findings imply that public servants in Karatu district need to attend training for making them attentive for improving performance. Kahunga (2016) comments that training increases attention to employees to improve performance. In addition, attention to employees leads to practicing of division of labour, and assessment of work results which are all of influence on employees’ work performance. 
There are also studies which describe why attention to employees is needed for servants’ performance, for example, Arifin et al., (2019) highlight that training is for facilitating managers or leaders to pay attention to the division of labour, as well as paying attention to compensation given to employees, actually this distribution has a positive effect on employees performance. In reflective to the current study, this implies that attention as a product of training guaranteeing that public servants including the managers or leaders in Karatu district are facilitated to improve their working performance. Besides, Pracoyo et al., (2022) in their study found that training enables leaders to pay attention to employees personally such as a need for reward which makes them working hard to improve their performance. This means, attention has a positive influence on employees’ performance because it makes them with a comfort, motivation and welfare to devote their time and energy optimally to achieve the organization goals.
The obtained results confirm the Social Learning Theory that learning by observing and modelling creates behaviours, attitudes and emotional reactions of others. The employees in organizations have some wants which sometimes comprise a need for training. Furthermore, it is through training in which employees are kept attentive to improve performance. In line with other conducted studies, the theme of impact of training has been drawn to influence employees’ performance. 
4.4.2 The Influence of Retention on Performance of Public Servants TC "4.4.2 The Influence of Retention on Performance of Public Servants" \f C \l "1" 
The findings revealed that retention have significant influence on public performance. Moreover retention comes as an impact of employees’ training. The findings indicated that retention is amongst the key aspects of public servants’ performance. It is through training on retention public servants feel valued, improving their skills, and being offered with new perspectives. In fact, the results show the significant of training on retention of both employees and leaders for performance in the Karatu district council.
Furthermore, in line with the study conducted by Isa (2021), training had been found to create employees retention in the organization later contributes to employees’ job performance. The author used the obtained findings to link the impact of retention as the product of training to employees’ job performance. This is, it is through training employees are retained and automatically forced to remain in the organization while gaining more ability to perform well in workplaces. Similarly, Torlak and Kuzey (2019) found that employee retention is one of the elements to consider in attaining high performance of employees, this is because it improves satisfaction, quality of service delivery and efficiency. 
Besides, the obtained findings in the current study reveal that public servants’ performance in Karatu district council is associated with the ability of the organization to retain public servants since high retention results to talented public servants with high ability of performing well in work. For example, in the study conducted in Kenya, the author obtained that training making employees to be retained in the organization, moreover retention is very crucial and significant to employees’ performance (Sang, 2021). This implies that when public servants in Karatu district council are trained to improve their skills, they are motivated to remain working in the district then they improve their performance.
4.4.3 The Influence of Motivation on Performance of Public Servants TC "4.4.3 The Influence of Motivation on Performance of Public Servants" \f C \l "1" 
The findings show that motivation has significant influence on performance of public servants in Karatu district council. In that case, the findings indicate that public servants in the study area need to be motivated in order to work effectively for high performance in the working place. The highlighted needed motivation include; reward, promotion, recognition, job security, salary, and working environment. All these motivational factors are proven to have contribution on performance of public servants in Karatu district. Furthermore, in the same line, in the study conducted by Yohanes (2020) on the effect of motivation on employees’ performance in public sector, the author found that one of the most important contributor for high performance in public sector is motivation. 
Besides, the result clearly presupposes that the more the public servants are motivated, the higher their level of input into work hence increases performance. Furthermore, staff could do much better than their current performance. In addition, Appiah (2011) indicated the relationship between motivation and performance. If an individual is highly motivated, he will perform better, in turn, better performance may lead to a sense of achievement and result in greater motivation. 

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION TC "SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1" 
The chapter presents the summary of the findings, and conclusion. Furthermore, the chapter gives detailed explanation about study implication, and practical implication, and recommendation. Additionally, the study presents limitation and area for further study. 
5.2 Summary of the Study Findings TC "5.2 Summary of the Study Findings" \f C \l "1" 
The results show that attention is among of the impact of training on performance of public servants in Karatu district council. Most of the public servants agreed that provided training keeps them attentive to improve their performances in work. It is through attention the public servants are able to undergo division of labour, details activities, proper placement of employees, and assessment of work results. 
The study found that retention is among the impacts of training which results to better performance of public servants in Karatu district council. Moreover, retention as the impact of training is measured through the tendency of employees to feel valued, offers a new perspective to employees, and improves employees’ skills, addressed employees’ weakness, and sustaining growth leadership. 
Furthermore, the findings show motivation as the impact of training which causes good performance of public servants. Public servants in Karatu district council can perform well when they are motivated through; reward, promotion, recognition, job security, salary, and good working environment. 

5.3 Implications of the Study TC "5.3 Implications of the Study" \f C \l "1" 
5.3.1 Implication for Policy Makers TC "5.3.1 Implication for Policy Makers" \f C \l "1" 
Based on these findings, several key implications emerge for policymakers aiming to enhance public service performance in Karatu District and similar contexts. First, the strong link between training and attention suggests that training programs should be designed not only to transfer knowledge but also to cultivate focus, task clarity, and accountability among public servants. Policymakers should prioritize training modules that emphasize structured work processes, role clarity, and performance monitoring. This would enable more effective division of labor, better employee placement, and improved evaluation of outcomes ultimately leading to more responsive and efficient public service delivery.
Second, the role of retention as a training outcome highlights the importance of embedding long-term employee development strategies within public sector human resource policies. When training makes employees feel valued and supported, it reduces turnover and fosters institutional memory. Policymakers should therefore invest in continuous professional development, mentorship programs, and career progression pathways that reinforce employee commitment. This approach not only enhances individual performance but also contributes to organizational stability and leadership continuity.
Lastly, the impact of training on motivation underscores the need for a holistic approach to workforce development. Training should be complemented by tangible incentives such as promotions, recognition schemes, and improved working conditions. Policymakers must ensure that training is not perceived as a standalone intervention but as part of a broader motivation strategy that includes both intrinsic and extrinsic rewards. By aligning training with motivational drivers, public institutions can cultivate a more engaged, productive, and service-oriented workforce.
5.3.2 Implication for Academic in Terms of Theory Development TC "5.3.2 Implication for Academic in Terms of Theory Development" \f C \l "1" 
For the case of theoretical contribution, the current study has filled the gap as shown by Habibu (2020) who gives detailed explanation about Social Learning Theory by Albert Bandura in 1977. The theory describe the importance of observing, modelling and imitating behaviours, attitudes and emotional reactions, this means the theory is describing about learning. Therefore, this study used the idea of Social learning theory which has been used in different studies for evaluating the impact of training on employees’ performance. 
Besides, with regard to social learning theory, the study has tested the variables attention, retention, reproduction and motivation as the product of training which result to performance of public servants.  Moreover, this study is an additional to studies that have been conducted to the field of training and employees’ performance. As it has been highlighted by Habibu(2020) that social learning theory can be used to determine the effect of training and development on employees performance. The theory describes an idea of how training can be provided to persons and how can lead to changes in particular in performance. Furthermore, all variables were found to reflect in the theory and they were all found to be important on public servants’ performance.
6.3.3 Practical Implication TC "6.3.3 Practical Implication" \f C \l "1"  

With the proven advantages of using the impact of training like attention, retention, reproduction and motivation (Nguyen, 2021; Nugroho & Hapzi, 2022; Putro & Wening, 2022) different arguments are concerned with how the impacts of training can contribute to performance. Besides, when trainings are planned and provided to public servants, those trainings can change those individuals towards good performance in their job. This means, employees can be emotionally imparted with knowledge to overcome problems, the ability to undergo retention, and increasing of productivity, where all these have significance on performance. 
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1"  

The study broadly concludes that training is a fundamental driver of enhanced attention among public servants, which in turn significantly contributes to improved performance within Karatu District Council. Attention, in this context, refers to the focused engagement and conscientiousness with which employees approach their tasks qualities that are fostered through well-structured training programs. When public servants are exposed to relevant and practical training, they develop a sharper understanding of their roles, responsibilities, and institutional objectives. This heightened awareness enables more effective division of labour, facilitates thorough task execution, and ensures employees are strategically placed according to their skills and departmental needs. Furthermore, attention cultivated through training also supports consistent monitoring and assessment of work outcomes, which is essential for accountability and continuous improvement. In essence, training does more than transfer knowledge, it shapes workplace behavior, nurtures professionalism, and creates the foundation for a culture of performance excellence in the public service sector.
The study broadly concludes that employee retention, as a key outcome of effective training, plays a vital role in enhancing the performance of public servants within Karatu District Council. Training programs that are thoughtfully designed and consistently implemented contribute to creating an environment where public servants feel valued, supported, and invested in. When employees recognize that their institution is committed to their growth by offering opportunities to expand their knowledge, address performance gaps, and explore new perspectives, they are more likely to remain with the organization over the long term. This sense of loyalty not only reduces turnover but also preserves institutional knowledge, strengthens team cohesion, and fosters a stable work culture essential for sustained service delivery. Furthermore, retention driven by training cultivates leadership continuity and capacity-building at various administrative levels, ensuring that the district’s public service system remains resilient, adaptive, and responsive to community needs. As such, embedding retention-focused strategies within training initiatives is not just a human resources tactic, but a strategic imperative for public sector performance improvement.
The study broadly concludes that motivation, as a key outcome of effective training, plays a pivotal role in enhancing the performance of public servants in Karatu District. Training initiatives that are thoughtfully designed not only build technical competencies but also serve as powerful motivational tools by signaling institutional investment in employees’ growth and well-being. When public servants are motivated through mechanisms such as fair rewards, timely promotions, public recognition, job security, competitive salaries, and supportive working environments, they are more likely to demonstrate commitment, innovation, and accountability in their roles. Motivation cultivated through training fosters a sense of purpose and belonging, which in turn drives higher levels of engagement and productivity. Moreover, a motivated workforce contributes to a positive organizational culture, reduces absenteeism, and enhances the quality of public service delivery. Therefore, integrating motivational strategies into training programs is essential for building a resilient, high-performing public sector that can effectively respond to the needs of the community.
5.5 Recommendation and Conclusion TC "5.5 Recommendation and Conclusion" \f C \l "1"  

5.5.1 Recommendation on the Influence of Attention on Performance of Public   

         Servants TC "5.5.1 Recommendation on the Influence of Attention on Performance of Public" \f C \l "1" 
The government should make sure that public servants are kept with attention to perform their work effectively all the time. This can be done through providing both in-job and out-job training. 
5.5.2 Recommendation on the Influence of Retention on Performance of Public  

         Servants TC "5.5.2 Recommendation on the Influence of Retention on Performance of Public" \f C \l "1" 
The district council management of Karatu should support the public servants to retain in the district council. This should be done by providing them with training which makes them feel valued, and improve their skills for effective performance.
5.5.3 Recommendation on the Influence of Reproduction on Performance of  

          Public Servants TC "5.5.3 Recommendation on the Influence of Reproduction on Performance of" \f C \l "1" 
The study also recommends that the Karatu district council should emphasize and facilitate each department to provide training as the motivation of public servants to undergo effective performance in working place.
5.6 Limitations and Areas for Further Studies TC "5.6 Limitations and Areas for Further Studies" \f C \l "1"  
This study was done in Karatu district, however in Tanzania currently there are 31 regions which are divided into 184 districts. This means, selecting only one district for this study may not represent all population of public servants in Tanzania. Therefore, this study recommends for future studies should be done in other districts to increase the demographic representation of the population of public servants. 
This study was done quantitatively whereas only low and middle public servants were involved in determining the impact of training on public servants performance. However, exclusion of heads of departments and senior management level may lead to lack of some detailed information. Therefore, the study recommends for future qualitative studies which should be based on obtaining detailed information from head of departments and senior managers. 
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix 1: Questionnaire

IMPACT OF TRAINING ON PUBLIC SERVANTS PERFORMANCE: A CASE OF KARATU DISTRICT

This research study gathers data on the impact of training on public servants performance in Karatu district. The selected respondents are the public servants in Karatu district.

SECTION A: DEMOGRAPHIC INFORMATION 

Personal details 

1. Age

i. 18-25 years






ii. 26-35 years

iii. 36-45 years

iv. 46-55 years

v. Above 55 years 

2. Your gender/sex is……..

i. Female

ii. Male

3. Your marital status is………..

i. Single

ii. Married

iii. Separated

iv. Widow/widower

v. Divorced

4. Your highest level of education is…….

i. College

ii. University

iii. Others (specify)…………

SECTION B: INFORMATION RELATED TO INFLUENCE OF ATTENTION ON PUBLIC SERVANTS’ PERFORMANCE

Please tick (√) in the appropriate box on the statement along, as your response regarding the influence of attention on public servants performance. The ratings are on the following scale, 1=Strongly disagree, 2=Slightly disgaree,3=Disagree,4=Neither agree nor disagree;5 =agree; 6= Slightly agree; 7=Strongly agree
A. Influence of attention on public servants performance 
	SN
	Statement
	1
	2
	3
	4
	5
	6
	7

	5.
	Through provided training, my leaders pay attention on division of labour
	
	
	
	
	
	
	

	6.
	I used to pay attention on details activities as per provided training
	
	
	
	
	
	
	

	7.
	I always be attention on assigned workload as I have been trained to do.
	
	
	
	
	
	
	

	8.
	Leaders in our organization pay attention on proper replacement of employees
	
	
	
	
	
	
	

	9.
	I used to asses my work results 
	
	
	
	
	
	
	


Note; 1=(Strongly disagree),2=(Slightly disagree),3=(Disagree),4=(Neither agree nor disagree);5 =(agree) 6= Slightly agree,) 7=(Strongly agree)
SECTION C: INFLUENCE OF RETENTION ON PUBLIC SERVANTS’ PERFORMANCE 

Please tick (√) in the appropriate box on the statement along, as your response regarding the influence retention of public servants performance. The ratings are on the following scale, 1=Strongly disagree, 2=Slightly disgaree,3=Disagree,4=Neither agree nor disagree;5 =agree; 6= Slightly agree; 7=Strongly agree
B. Influence of  retention on public servants performance

	S/N
	Statement
	1
	2
	3
	4
	5
	6
	7

	10.
	Training makes public servants feel valued.
	
	
	
	
	
	
	

	11.
	Training offers public servants for new perspectives 
	
	
	
	
	
	
	

	12.
	Training improves employee skills in our organization
	
	
	
	
	
	
	

	13.
	It is in training where our organization addresses for public servants’ weakness. 
	
	
	
	
	
	
	

	14.
	Training always sustaining growth leadership in our organization
	
	
	
	
	
	
	


Note; 1=(Strongly disagree),2=(Slightly disagree),3=(Disagree),4=(Neither agree nor disagree);5 =(agree) 6= Slightly agree,) 7=(Strongly agree)
SECTION D: THE INFLUENCE OF REPRODUCTIVE ON PUBLIC SERVANTS’ PERFORMANCE

Please tick (√) in the appropriate box on the statement along, as your response regarding the influence of reproduction on public servants’ performance. The ratings are on the following scale, 1=Strongly disagree, 2=Slightly disgaree,3=Disagree,4=Neither agree nor disagree;5 =agree; 6=  Slightly agree; 7=Strongly agree
C. Influence of Reproduction on Public Servants’ Performance

	S/N
	Statement 
	1
	2
	3
	4
	5
	6
	7

	15.
	I always being emotionally intelligence to perform best in working
	
	
	
	
	
	
	

	16.
	I have a behavior of overcoming problems while in working area
	
	
	
	
	
	
	

	17.
	It is not easy to get frustrated in working areas because we have been well trained
	
	
	
	
	
	
	

	18.
	Through training, I  have been imparted with ability to control stress in working area
	
	
	
	
	
	
	

	19.
	I use recourses and time wisely for high performance in my working area
	
	
	
	
	
	
	


Note; 1=(Strongly disagree),2=(Slightly disagree),3=(Disagree),4=(Neither agree nor disagree);5 =(agree) 6= Slightly agree,) 7=(Strongly agree)
SECTION E: THE INFLUENCE OF MOTIVATION ON PUBLIC SERVANTS’ PERFORMANCE

Please tick (√) in the appropriate box on the statement along, as your response regarding the influence of motivation on public servants’ performance. The ratings are on the following scale, 1=Strongly disagree, 2=Slightly disgaree,3=Disagree,4=Neither agree nor disagree;5 =agree; 6=  Slightly agree; 7=Strongly agree

D. Influence of Motivation on Public Performance

	S/N
	Statement 
	1
	2
	3
	4
	5
	6
	7

	20.
	I am proud to be working at this organization because I have rewarded for being achievement
	
	
	
	
	
	
	

	21.
	My organization provides fair promotions opportunities 
	
	
	
	
	
	
	

	22.
	I receive adequate recognition for doing job well
	
	
	
	
	
	
	

	23.
	Because of I have job security ,I feel proud my work
	
	
	
	
	
	
	

	24.
	The salary, I receive is appropriate for the work I do
	
	
	
	
	
	
	

	25.
	My superior provides an environment in which I feel safe and secure
	
	
	
	
	
	
	


Note; 1=(Strongly disagree),2=(Slightly disagree),3=(Disagree),4=(Neither agree nor disagree);5 =(agree) 6= Slightly agree,) 7=(Strongly agree)
SECTION E: PUBLIC SERVANTS’ PERFORMANCE 

please tick (√) in the appropriate box on the statement along, as your response regarding public servants’ performance. The ratings are on the following scale, 1=Strongly disagree, 2=Slightly disgaree,3=Disagree,4=Neither agree nor disagree;5 =agree; 6=  Slightly agree; 7=Strongly agree
E. Public servants’ performance 

	S/N
	Statement
	1
	2
	3
	4
	5
	6
	7

	26.
	I have ability to get along with others
	
	
	
	
	
	
	

	27.
	I used to complete my tasks on time
	
	
	
	
	
	
	

	28.
	I used do my tasks with quality performance
	
	
	
	
	
	
	

	29.
	I used to achieve my goals. 
	
	
	
	
	
	
	

	30.
	My performance is better than that of my colleagues with similar qualifications
	
	
	
	
	
	
	

	31.
	I am satisfied with my performance because it’s mostly good
	
	
	
	
	
	
	


Note; 1=(Strongly disagree),2=(Slightly disagree),3=(Disagree),4=(Neither agree nor disagree);5 =(agree) 6= Slightly agree,) 7=(Strongly agree)

Attention


Division of labour


Details activities


Workload assigned 


Proper placement of employees


Assessment of work results 











Public servants’ performance 


Ability to get along with others


Completing tasks on time


Quality of performance


Achievement of goals





Training on retention 


Makes employee feel valued


Offers a new perspectives 


Improves employees skills


Addresses employees’ weakness


Sustaining growth leadership





Motivation 


Reward 


Promotion


Recognition 


Job security


Salary


Working environment 








