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ABSTRACT

The aim of the study was to examine the impact of training on performance of mining companies in Tanzania focusing on Bulyanhulu Gold Mine Company Ltd. The objectives of the study were to: examine the effect of employee technical skills training, employee compliance training, employee safety training and employee development training on performance of Bulyanhulu Gold Mine. The study employed Resource-Based View (RBV) Theory, positivist philosophy, explanatory research design, and quantitative approach to measure the specific entity of interest at Bulyanhulu Gold Mine Company. A simple random sampling technique was employed to select 139 respondents. Data were collected through self-administered questionnaires. Descriptive statistics using mean, standard deviation, frequencies and percentage were employed. Inferential statistics using correlational and regression analysis was used using ordinary least squares. Findings show that, employee technical skills training, employee compliance training and employee development training have a positive and significant effect on the performance of Bulyanhulu Gold Mine Company. On the other hand, findings showed that, employee safety training has a negative and significant effect on the performance of Bulyanhulu Gold Mine Company. It is recommended that, management should prioritize creating a supportive environment through employee training to enhance employee morale and motivation.
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CHAPTER ONE

INTRODUCTION

1.1 
Chapter Overview

This chapter presents the background of the study, statement of the problem, objectives of the study, significance, scope as well as organization of the study.

1.2 
Background of the Study

Considering the rapidly evolving global landscape and intensified competition, training has emerged as an imperative for private and public organisations striving to thrive in the fiercely competitive global arena (Asriadi, 2024). Consequently, organisations and management teams must embrace diverse training practices and methods attuned to the organisation's culture and structure, available resources, individual attributes, and the requisites of teams, groups, and departments (Hasibuan & Rialdy, 2024). 

The company would not be able to function without its personnel. An organization's success or failure is directly tied to the efforts of its employees (Wildan, 2023). Consequently, it is crucial for business heads to recognize the value of training and development in boosting employee performance and evaluating workers (Wambui & Nambuswa, 2024). In today's global market, an organization's competitive edge is based on its superior capabilities, expertise, and skills. Employee knowledge, skills and abilities must be continuously developed through continuous training, increasing their qualifications, and thus increasing their productivity (Flegl, Depoo, & Alcázar, 2022).

The importance of employee technical skills training, development training, and safety training on performance across various industries is paramount for several reasons, including enhanced productivity, improved quality, reduced errors, increased innovation, and a safer work environment (Arulsamy et al., 2023). Technical skills training equips employees with the specific knowledge and abilities needed to perform their job functions effectively, especially in rapidly evolving technological landscapes (Ruswanto et al., 2024). 

Development training, on the other hand, focuses on broader professional growth, fostering leadership, problem-solving, and communication skills that contribute to overall organizational effectiveness and employee retention (Jaffu, 2023). Employee safety training is crucial for minimizing workplace accidents, ensuring compliance with regulations, and protecting the well-being of the workforce, which in turn reduces absenteeism and associated costs (Chezue & Mbuti, 2023). Collectively, these training initiatives lead to a more competent, engaged, and secure workforce, directly impacting an organization's bottom line and competitive advantage (Aktar, 2023).

In the manufacturing sector, companies like General Electric in the United States have invested heavily in technical skills training to adapt to automation and digital transformation, leading to increased efficiency and product quality (Dhaliwa, 2020). The agricultural sector in Brazil benefits significantly from technical training in modern farming techniques, improving crop yields and sustainability. Companies like Petrobras invest in extensive safety training for their oil and gas operations to mitigate high-risk environments, which is critical for preventing accidents and environmental disasters (Daniëls, 2021).   

In Japan, the automotive industry, exemplified by Toyota, is renowned for its continuous technical skills training and "Kaizen" (continuous improvement) philosophy, which directly contributes to its high-quality production and efficiency (Kim, 2021). The IT and software services sector in India heavily relies on development training for upskilling the vast workforce and fostering leadership (Zakaria & Suhadah, 2025).  

In the oil and gas industry in Nigeria, technical skills training is vital for local content development and ensuring operational efficiency and safety in complex exploration and production activities (Okikiola & Oluwayimika, 2022). The mining sector in Ghana benefits from technical training to improve extraction techniques and resource management (Niraula & Niroula, 2022). The manufacturing sector and the burgeoning tech industry in Kenya require continuous technical skills training to adopt new technologies and improve productivity (Wambui & Nambuswa, 2024). Development training supports the growth of local talent and entrepreneurship (Ibua et al., 2023).

In Tanzania, miners are diversifying investments and exploring alternative livelihood strategies including technological trainings due to challenges in gold extraction. For instance, the mining sector, particularly gold mining, heavily relies on technical skills training for safe and efficient extraction processes (Pedersen et al., 2021). Companies like Barrick Gold (through its subsidiary North Mara Gold Mine) invest in training local employees on operating heavy machinery, geological surveying, and processing techniques to improve productivity and reduce operational costs (Kinyondo & Huggins, 2020). Furthermore, safety training is a non-negotiable aspect, with rigorous protocols and regular drills to prevent accidents in a high-risk environment. This includes training on personal protective equipment (PPE) usage, emergency response, and hazard identification, significantly reducing injury rates and ensuring compliance with national mining safety regulations (Mrisha, 2021).

Grounded in the Resource-Based View (RBV) theory, the study examined the impact of employee training on performance of Bulyanhulu Gold Mine Company Ltd. Based on the facts above, little is known on the extent employee training impacts performance of Bulyanhulu Gold Mine Ltd Tanzania which was the focus of this study.Top of Form
1.3 
Statement of the Problem

Artisanal and small-scale mining training centers in Tanzania face mixed results due to service demand misunderstandings and institutional tensions (Kinyondo & Huggins, 2020). The challenges in the gold mining sector are limited to training initiatives despite political stability and recent gas discoveries (Wambura, 2025).  

The mineral wealth for lasting economic development is attributed to information asymmetry and insufficient management structures, compounded by limited skills training for employees (Kinyondo & Huggins, 2019). Health and safety issues in mining industry is characterized by inadequate training, lack of protective gear, outdated mining technology, and unsafe practices, result in significant human and property losses (Kiowi, 2022).

Gold mining in Singida faces health and safety issues due to inadequate employee training leading to loss of lives and property (Chezue & Mbuti, 2023). These challenges, also were observed in Bulyanhulu, reflect deficiencies in limited technical skills, supervision issues, and the absence of standard operating procedures (Mboera et al., 2021). Based on the foregoing notable gap, it was imperative to assess the impact of employee training on the performance of Bulyanhulu Gold Mine Company Limited in the Geita Region, Tanzania.

1.4 
Objectives of the Study

1.4.1 
General Objective

To examine the impact of employee training on the performance of Bulyanhulu Gold Mine Company Limited in Geita, Tanzania.

1.4.2
Specific Objectives

i. To determine the impact of employee technical skills training on performance of Bulyanhulu Gold Mine Company Limited.

ii. To examine the impact of employee development training on performance Bulyanhulu Gold Mine Company Limited.

iii.  To analyze the impact of employee compliance training on performance of Bulyanhulu Gold Mine Company Limited.

iv.  To examine the influence of employee safety training on performance of Bulyanhulu Gold Mine Company Limited.

1.5 
Significance of the Study

The study significantly impact the mining industry by enhancing workplace safety through improved employee safety training, leading to cost savings and enhanced safety protocols. Additionally, it supports employee retention and talent attraction, critical in skill-dependent industries, ensuring compliance with safety regulations and bolstering the company's reputation. Academically, it contributes to understanding related fields while offering practical guidance for mining companies to optimize training programs and safety measures for improved performance.
1.6 
Scope of the Study

The research was carried out in Bulyanhulu Gold Mine Company Limited in the Geita Region. It was conducted within six month. The participants of this study were operational staff, managers, HR and compliance personnel, supervisors and safety     officers. RBV was used by this study to assess how training programs impacted production, efficiency, retention, employee engagement, job satisfaction, safety, and sustainability practices, thereby enhancing the firm's competitive advantages. It provided a flexible framework for analyzing a firm's strategic capabilities and resources to maintain a competitive edge.

1.7
Organization of the Study

 This dissertation consists of five chapters. Chapter one provides the general introduction of the study. Chapter aligns with literature review while chapter is about research methodology. Chapter four is about findings and discussions while chapter five is about the summary of the findings, conclusion and recommendations.

CHAPTER TWO

LITERATURE REVIEW

2.1 
Chapter Overview 

The chapter presents the definitions of concepts, theoretical and empirical literature reviews, research gap and conceptual framework. 

2.2 
Definition of Key Terms

2.2.1 
Employee Technical Skills Training 

According to Hayudini (2021), technical skills are the specialized knowledge and expertise required to perform specific tasks and use specific tools and programs in real world situations. Diverse technical skills are required in just about every field and industry, from IT and business administration to health care and education.
2.2.2 
Employee Compliance Training

According to Su et al. (2018), employee compliance training involves instructing employees on laws, regulations, and ethical standards for adherence and legal risk reduction. Effectiveness is crucial for the "Employee Compliance Training" variable, with factors like legal incentives, employee understanding, and training design, as highlighted by Hess (2019), contributing to its impact on mining company performance.

2.2.3 
Employee Development Training 

Training is defined as the act of increasing the knowledge, skills, and abilities of an employee for doing a particular job. Organizations invest in training to make sure employees can perform their jobs effectively. A vast amount of research supports the fact that training is positively and directly related to organizational performance (Garavan, et al., 2020). Even when the right person has been selected, they may need training in how your company does things. Lack of training can result in loss of productivity, loss of customers, and poor relationships between employees and managers. It can also result in dissatisfaction, which means retention problems and high turnover. All of these consequences can have an impact on direct costs to the organization. In fact, a study performed by the American Society for Training and Development (ASTD) found that 41 percent of employees at companies with poor training, planned to leave within the year, but in companies with excellent training, only 12 percent planned to leave (Branham, 2005). Thus, training can be considered as an investment in employees that is central to an organization’s health.
2.2.4 
Employee Safety Training 

According to OSHA (2021), a safety training program is a structured approach designed to educate employees about workplace safety practices and protocals. These programs can cover a wide range of topics, from fire safety to ergonomics, depending on the industry and specific job roles within a company. Roughton et al. (2019) emphasize its effectiveness in addressing organizational constraints and transferring job knowledge. This aligns with Bulyanhulu Gold Mine's focus on safety training for immediate applicability in tasks.

2.3 
Theoretical Literature Review 

This study was crafted on the Resource-Based View (RBV) theory.

2.3.1 
Resource-Based View Theory

The Resource-Based View (RBV) theory was developed by Barney in 1991 is widely employed in business management and accounting (Rishi, Dwivedi, & Ghosal, 2022). This theory evaluates the influence of employee training on mining company performance, focusing on internal resources, particularly the trained workforce. RBV assesses how training programs impact key variables such as production, efficiency, retention, employee engagement, job satisfaction, safety, and sustainability practices, thereby enhancing the firm's competitive advantages. It provides a flexible framework for analyzing a firm's strategic capabilities and resources to maintain a competitive edge.

The theory proposed that, the HRM should use its own internal resources by formulating a diversification strategy in order to create improved productive opportunities and competitive advantages (de Moura & Saroli, 2021). According to Davis and Simpson (2017), internal resources include: Physical capital (buildings, machinery, stock) and financial capital (investments, cash reserves, operating capital); others are human capital (employee’s knowledge, qualifications, skills and experience) and corporate capital (trademarks, patents, systems). Similar views were identified by Silva and Oliveira (2020) who argued that, RBV method examines assets, expertise, capabilities, and intangible assets, including the company’s internal resources and determines its strategic advantage. It is on this argument that, an organisation need to create and retain her competitive human resources, use the same for advantageous and improved performance.

The theory has been criticized for its weaknesses that, competitive advantage occurs only when situations of resource heterogeneity (different resources across firms) and resource immobility only exist; but when the situation fails, the organisation become faced with a considerable cost burden in developing, acquiring or using it (Lubis, 2022). According to Gerhart and Feng (2021), the theory possesses a strong bias toward quantitative methods research approaches suggesting that, the findings may not be fully understood until qualitative methods research approaches are also included in the study.

This theory, despite its weaknesses, has been appropriate to this study because, in order to retain skillful and competent employees in any organisation, employee training should be employed if the organisation intends to improve its productivity and quality services (Eva, 2018; Rahmany, 2018). In this study, RBV guides the examination of how employee training influences mining company performance by analyzing the impact of a trained workforce on key performance variables. Despite its valuable insights, RBV lacks practical guidance for managers in resource identification and development. It also overlooks challenges related to resource mobility and assumes resource heterogeneity and immobility, which may not universally apply across industries and contexts.
2.4 
Empirical Literature Review 

2.4.1 
Employee Technical Skills Training on Performance of Mining Companies 

Wyganowska and Bańka (2023) utilized mixed methods to investigate the effects of training and safety measures on efficiency in Poland's mining sector, highlighting inadequate training and outdated technology as safety concerns. They recommend improving training programs and access to protective gear, concluding that strict safety protocols enhance operational efficiency. While informative, the study lacks detailed methodological information and sample size details. Nonetheless, its mixed methods approach and practical recommendations are notable strengths.

Nduna et al. (2021) conducted a qualitative study on procurement efficiency in Zimbabwean mining firms highlights the positive impacts of training on performance. Interviews with 10 key informants reveal benefits from supplier training and eco-friendly procurement practices. Recommendations include increased recycling and use of environmentally friendly products. Strengths include a qualitative approach for in-depth insights, but weaknesses entail limited informant selection details and potential response bias.

Kinyondo and Huggins (2020) explore the effectiveness of 'Centres of Excellence' (COEs) for artisanal and small-scale gold mining in Tanzania, discussing assumptions around artisanal entrepreneurship and formalization. Their study, based on key informant interviews and a literature review, highlights mixed historical results of training centers for ASM and analyzes planned activities within the Tanzanian context. Strengths include an examination of the Tanzanian approach, insights from other African countries, and improved understanding of ASM structures. However, weaknesses include a lack of specific details about key informants and literature sources. 

This variable was hypothesized as follows: H1: Employee technical skills training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited.

2.4.2 
Employee Development Training on Performance of Mining Companies 

Dwyer et al., (2019) study on manufacturing employee turnover intentions in the Southeastern USA, utilizing random sampling, reveals significant relationships between job satisfaction, job embeddedness, and turnover intent. The findings underscore the importance of employee satisfaction and commitment in reducing turnover, highlighting the need for cost-effective recruitment strategies to address turnover intent and enhance industry success. Additionally, the study recommends further exploration of the impact of employee training on turnover rates to inform retention strategies. While the study's comprehensive approach and random sampling strengthen its validity, limited details on specific weaknesses are noted.

Cherif (2021) explored training's impact on productivity and wages in Tunisia's mining sector. Using longitudinal analysis, the study finds a significant positive effect of training on both productivity and wages. It emphasizes the importance of ongoing investment in training programs to boost productivity and ensure fair compensation. The study suggests prioritizing training initiatives in mining companies. Strengths include its unique insights into training effects in a developing country context and its use of diverse panel data techniques. Weaknesses may include limited generalizability and coverage of recent labor market changes.

In reports from 2020 and 2023, Bulyanhulu Gold Mine Company Limited invested in training for 905 employees but faced a high turnover of 910 employees due to reluctance to release staff for training and limited time. The reports aim to assess training impact, address reluctance, and enhance employee development and company performance. Using a mixed-methods approach, they highlight positive outcomes in employee development but ongoing challenges with turnover. Recommendations include a strategic approach to training integration into work schedules, acknowledging potential biases in employee interviews and reliance on internal data as limitations.

This hypothesis guided this variable: H2: Employee development training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited. 

2.4.3 
Employee Compliance Training on Performance of Mining Companies 

Kyunga (2021) examines the impact of on-the-job training and education levels on innovation in Eastern Europe and Central Asia using BEEPS 2013 survey data. The study reveals a significant positive correlation between training and innovation, emphasizing the need for increased mining employee training programs. Similarly, higher education levels among employees are associated with innovation, highlighting the importance of recruiting educated individuals. Despite rigorous analysis, limitations include regional generalization and potential variations in training effectiveness. Recommendations include enhancing on-the-job training to foster innovation.

Mamo et al. (2019) investigated the economic consequences of mining in Sub-Saharan Africa, using panel data from 3,635 districts across 42 countries (1992-2012). Their findings highlight the localized impact of mining, with night-lights increasing in mining districts, particularly with new discoveries and production expansion. The study emphasizes the need for policymakers to consider these dynamics for development. Strengths include a comprehensive dataset and the use of exogenous shocks, but limitations include challenges in fully capturing mining's complexities and limited exploration of social and environmental aspects. Recommendations include strategies to promote broader economic development, possibly through enhanced employee training programs in mining 

Landa (2018) examined the influence of training on employee performance in public mining institutions in Tanzania. The study likely concludes that training positively affects employee performance, highlighting the importance of investing in employee development programs. Recommendations may include implementing more tailored training initiatives to address specific skill gaps and improve overall performance. Strengths of the study could involve a detailed analysis of training programs and their impact on various performance metrics, while weaknesses may include potential limitations in data collection methods or sample size. The approach likely involves a quantitative analysis of training interventions and their effects on employee performance indicators.

This variable was hypothesized as follows: H3: Employee compliance training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited.

2.4.4 
Employee Safety Training on Performance of Mining Companies  

Supardi, Jumawan, and Andrian (2022) investigated participant satisfaction in mining safety training in Indonesia. They found that training providers need to improve reliability, responsiveness, and satisfaction across tangible, assurance, and empathy dimensions. Enhancing these aspects is crucial for overall participant satisfaction and training effectiveness. Recommendations include measures to improve reliability and responsiveness, as well as addressing gaps in training dimensions. The study's strengths lie in its comprehensive assessment using the Service Quality Model and Importance-Performance Analysis. However, further research is needed to validate findings in diverse contexts. Overall, the study offers valuable insights for mining safety training providers and stakeholders.

Leuenberger et al., (2021) analyzed industrial mining impacts in Sub-Saharan Africa, noting positive infrastructure upgrades alongside environmental challenges. They focused on employee training, identifying strengths and weaknesses in skill development. The study suggests refining training strategies for sustainable development, with recommendations to enhance quality. Strengths lie in comprehensive analysis, while limitations include data collection constraints. Their insights inform policymakers and industry stakeholders to improve training approaches and mining sustainability. 

Top of Form

Nkolimwa et al., (2019) utilized Structural Equation Modeling to investigate the impact of safety training on occupational health and safety practices in small-scale mining firms in Tanzania .They found that safety training positively influences Organization Safety Support (OSS) and Proactive Hazard Control (PHC), recommending enhancements in safety training to improve workplace safety practices. Strengths include the rigorous analysis using Structural Equation Modeling and the study's industry relevance focusing on small-scale mining firms. However, limitations include the specificity of findings to this context and the relatively small sample size, impacting generalizability.

The hypothesis which guided this variable was: H4: Employee safety training significantly and positively affects performance of Bulyanhulu Gold Mine Company Limited.
2.5 
Research Gap 

The research contextual gap focuses on the impact of employee compliance training on performance in the mining industry, specifically at Bulyanhulu Gold Mine in Tanzania. Competency gaps in Tanzanian mining companies, as highlighted by Panda et al., (2018), affect overall performance, emphasizing the crucial role of competency management in aligning employee skills with organizational objectives.

Theoretical gaps persist in understanding frameworks connecting employee training to engagement, retention, productivity, and job satisfaction in the mining sector, particularly at Bulyanhulu Gold Mine. Mchete's (2020) emphasis on the importance of induction training for new staff provides essential theoretical and practical knowledge for effective integration into the workplace.

Methodological gaps in mining, observed at Bulyanhulu Gold Mine Company, necessitate sophisticated data analysis techniques. Practical gaps in the mining sector, exemplified at Bulyanhulu Gold Mine Company, necessitate tailored training programs. Mrisha's (2021) insights into Tanzania's favorable mining environment, including employee trainings for potential mining companies, present a broader context for addressing practical gaps.

2.6 
Conceptual Framework

A conceptual framework explains graphically, the main theme to be studied, including the key factors that are constraints or variables and the presumed relationship among them (Miles & Huberman, 1994). This study investigates the factors that influence labor turnover in the banking industry. The conceptual framework developed illustrates the relationship existing between an individual (employee and reasons for leaving present job).

Independent variables                                                      Dependent variable

 SHAPE  \* MERGEFORMAT 



Figure 2.1: Conceptual Framework

Source: Researcher (2025)
2.7 
Research Hypotheses

 H1: Employee technical skills training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited.

H2: Employee development training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited. 

H3: Employee compliance training significantly and positively affects the performance of Bulyanhulu Gold Mine Company Limited.

H4: Employee safety training significantly and positively affects performance of Bulyanhulu Gold Mine Company Limited.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Chapter Overview 

The chapter presents, research philosophy, research approach, research design and strategy, data collection, data analysis, data cleaning and processing, validity, reliability and ethical consideration in the reflection of this study.

3.2 
Research Philosophy 

According to Patel (2015), research philosophy is a collection of scholarly consensus and shared opinions regarding how issues should be interpreted and handled in order to develop a thorough grasp of the subject. Several categories of research philosophy exist: positivist, pragmatic, and phenomenological approaches, realism and interpretivism (Patel, 2015). This study employed a positivism research philosophy. Positivism is a research philosophy that emphasizes objective measurement, empirical evidence, and the use of scientific methods to understand reality. It assumes that knowledge is derived from observable and measurable facts, making it suitable for studies that require statistical analysis and generalizability (Saunders, Lewis, & Thornhill, 2019). 
3.3 
Research Design

This study employed an explanatory research design. Descriptive research design is a method used to describe the characteristics of a population or phenomenon being studied (Kothari, 2006). It aims at providing a detailed, accurate picture of the variables or conditions as they exist at a given time. Descriptive research involves observing and documenting the aspects of a subject without manipulating any variables. Descriptive research was ideal for gaining a broad understanding of a particular phenomenon, group, or event. It helped to answer questions such as "what is happening?" or "what are the characteristics?” (Indu & Vidhukumar, 2020). This design efficiently collects diverse quantitative data on training programs, performance metrics, and employee outcomes, allowing for an in-depth analysis of industry trends and the impact of training initiatives on both performance and employee engagement.

3.4 
Research Approach 

A research approach refers to the overall strategy that a researcher adopts to integrate different components of a study in a coherent and logical manner. It provides a framework for data collection, analysis, and interpretation (Creswell & Creswell, 2018). There are three main research approaches: quantitative, which focuses on numerical data and statistical analysis; qualitative, which explores meanings, experiences, and social contexts; and mixed methods, which combines both quantitative and qualitative approaches (Saunders, Lewis, & Thornhill, 2019). This study employed a quantitative research approach because it allows for objective measurement of the research variables. 

3.5 
Area of the Study

The study was conducted at Bulyanhulu Gold Mine Company in the Geita Region due to its relevance in the mining industry, focusing on the influence of employee training on organizational performance. Data collection occurred on-site at the company, offering a rich context for studying training program impacts in a complex work environment. This collaboration provides practical insights that benefit the Tanzanian mining industry's improvement.

3.6 
Population of the Study

The study population for this research was 214 people consisting of operational staff, managers, HR and compliance personnel, supervisors and safety officers as respondents (Bulyanhulu Gold Mine Report, 2025). The table hereunder stipulates: 

Table 3.1: Population of the Study 

	Sn 
	Respondents 
	Population size

	1
	Operational staff 
	165

	2
	Managers 
	8

	3
	HR & Compliance personnel 
	12

	4
	Supervisors 
	21

	5
	Safety     officers 
	8

	 
	Total 
	214


Source: Bulyanhulu Gold Mine Report (2025)

3.7 
Sample Size and Sampling Techniques

3.7.1 
Sampling Techniques

The study utilized stratified random sampling for comprehensive insights across various employee categories. While sampling techniques like this reduce costs, considerations about sample type and size impact the generalizability and applicability of results to the entire population (Hauten, 2021). After stratifying the sample, simple random sampling was used to select respondents from each stratum. A researcher prepared tags and wrote 134 tags written YES and others NO. For any respondent who chose YES was included in the sample.

3.7.2 
Sample Size and its Calculation

In this study, a sample consists of employees, including operational staff, managers, HR and compliance personnel, supervisors, and safety officers, chosen from the larger population for data collection and analysis (Guetterman, 2020). Top of FormO'Neill (2022) introduces a sample size calculation method that leverages preliminary data samples to enhance the precision of statistical inferences. The approach led to the predetermined level of accuracy along specified level of confidence in their findings. Thus, sample size was derived from Slovin’s Formula as: n = [image: image3.png]14N (e)2



  where: n = sample size, N = population, e =probability of error 5% (0.05) assuming 95% to be the confidence level and 1= constant. In this study N= 214 while n is unknown. Therefore, from the formula above, n can be determined as follows: 
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The distribution sample is hereby highlighted in Table 3.2 as hereunder:    
Table 3.2: Sample Size Distribution

	Sn 
	Respondents 
	Population size 
	Sample size ratio 

	1
	Operational staff 
	165
	107

	2
	Managers 
	8
	5

	3
	HR & Compliance personnel 
	12
	8

	4
	Supervisors 
	21
	14

	5
	Safety     officers 
	8
	5

	 
	Total 
	214
	139


Source: Bulyanhulu Gold Mine Report (2025)

3.8
Data Collection Methods

3.8.1 
Primary Data

In this study, data were collected using primary methods. Primary methods used were questionnaires. 

3.8.2 
Data Collection Tools

Structured questionnaires were used for data collection. The structured questionnaires probed respondents on mining job performance. Structured questions ensured consistency and enable statistical analysis to explore the impact of training programs on employee outcomes (Musayeva, 2022). Closed ended questions were used to measure respondents’ biographical data and the 5 point likert scale statements was used to measure objectives.

3.9 
Variables and Measurement Procedures

According to Saunders et al. (2019) variable is a distinct characteristic or feature whereupon data have been collected. The study incorporated regression assumptions to validate the training's impact on performance of mining companies accurately. Each variable's measurement using ordinal, scale, or ratio scale is detailed in Table 3.3.

Table 3.3: Variables and Measurements

	Variable
	Type of variable 
	Measurement and regression 
	Scale of Measurement  (Code and Value )  

	Gender 
	Categorical 
	Nominal 
	1=Male 2=Female 

	Educational level 
	Categorical 
	Norminal 
	Multiple responses eg 0=1, 2,3,4,etc 

	Age 
	Continous 
	Ratio
	

	Questions 4-10 
	Indedependent  
	Ordinal/ratio
	

	Employee Compliance Training
	Independent 
	Ordinal
	5 Point likert scale 

	Employee Development Training
	
	Ordinal
	5 Point likert scale 

	Employee Technical Skills Training
	
	Ordinal
	5 Point likert scale 

	Employee Safety Training
	
	Ordinal
	5 Point likert scale 

	Gold mine Company Performance
	Dependent 
	Ordinal
	5 Point likert scale 


Source: Researcher (2025)

3.10 
Validity and Reliability of Research Instruments

3.10.1 
Validity

Ensuring the validity of the study is paramount. To achieve this, comprehensive content validity was established for the survey instrument used in data collection. Expert reviews and pilot testing was conducted to confirm that the questions effectively measure the intended constructs related to employee training, and company performance. This process strengthens the study's foundation, allowing for accurate assessments of the impact of training programs at Bulyanhulu Gold Mine Company.

3.10.2
Reliability

Reliability of the study's measurements was ensured through test-retest reliability assessments and internal consistency checks using techniques like Cronbach's alpha. Any value between 0.7 about and above was allowed. Any question which obtain below this figure was deleted. By consistently applying this method, the study aimed to maintain the stability and dependability of its data, which is crucial for drawing reliable conclusions.

3.11 
Data Cleaning and Processing 

During data collection, a rigorous error-checking process was reviewed. Responses for inconsistencies or outliers was checked to maintain data integrity at Bulyanhulu Gold Mine Company Ltd. For missing data, systematic imputation techniques was applied to preserve data reliability. In data analysis preparation, variables was coded and scaled for compatibility with SPSS, facilitating quantitative analysis of relationships between employee training and performance, satisfaction, and retention rates.

3.12 
Data Analysis 

Data analysis process is crucial for understanding the relationship between various variables (Smith et al., 2020). The study utilized SPSS version 23 for processing quantitative data, including running regression analysis. Descriptive statistical analysis was employed to analyze responses from closed-ended questions and 5 point likert scale questions.

3.13 
Multiple Regression Analysis 

This quantitatively assessed how the training variables impact Gold mine performance. The Ordinary Least Squares linear regression equation was used as follows: 

CGMP = β0 + β1ETS + β2EDT+ β3ECT + β4EST +µ

PCGM- Performance of Bulyanhulu Gold Mine Company Ltd

Where:

 β0 is constant 

 β1 to β4 is coefficient of variables

µ is the residual error of the regression

[image: image13.png]



3.14 
Regression Assumptions

A fundamental regression equation often takes into account the assumptions of Ordinary Least Square (OLS) regression. To make sure the data fit the criteria for analysis and the objectives of the regression analysis, the essential assumptions were investigated. The Ordinary Least Square's five fundamental assumptions were studied (Green, 2018; Park, 2011). Multicollinearity, homoscedasticity, outlier, linearity, and normality are a few of them.

3.14.1 
Linearity Assumption

Regression can only take place if the relationships between the independent variables are linear. The mean value of the outcome variables follows a straight line for each increment of the predictor. This assumption was confirmed by using P-P graphs to show where they fall along the diagonal line. 

3.14.2
Normality Assumption 

The regression residuals, or disparities between observed and predicted values, must have a normally distributed distribution for the linear regression model to work. The histogram was used to examine for normality. It should be possible to see the bell-shaped distribution of residuals, showing a normal distribution of residuals with a mean around 0 and an SD near 1. 

3.14.3
Outlier Assumption

The assumption underlying regression is that residual values outside of histogram 3 are outliers. This is supported by Tabachnick and Fidell (2007), who assert that any number beyond the range of |3| is an outlier. Outliers typically skew estimates for metrics like mean. The sum squares may be altered by outliers to make them appear like outliers.  

3.14.4
Homoscedasticity Assumption 

Regression makes the assumption that the variance of the error term is constant over all possible independent variable values. Plotting the standardized residuals (often referred to as scatter plots) vs. the predicted values will show if points are distributed rectangularly and equally across all values of the independent variables. It is homoscedastic data.   

3.14.5
Multicollinearity Assumption

Multiple regressions make the assumption that the data are not multicollinearity and that the independent variables do not significantly correlate with one another. The Variance Inflation Factor (VIF) values were used to check for multicollinearity. Potential remedies include identifying the causes of the multicollinearity threat and removing them using a VIF mean cuff threshold of 5 (Craney & Surles, 2002).

3.15 
Ethical Consideration

It is critical to examine ethical considerations not only to preserve respondents' rights but also to ensure the integrity of the study. The study maintained ethical standards by obtaining authority letter from the Open University of Tanzania and Bulyanhulu Gold Mine Company Ltd, securing informed consent, ensuring participant anonymity. When humans are utilized as study subjects, significant care must be taken to ensure that neither the persons' rights nor the value of the research are jeopardized (Toni, 2007). Ethical concern is particularly important in research. In this study, ethical problems such as informed permission, privacy and secrecy, researcher responsibility, and anonymity will be addressed in order to assure successful research. This study applied ethical methods to reduce biasness, consequently, the names and identities of the respondents will not be released. Also, the researcher observed, defended and respected right of the respondents during data gathering.

CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 
Chapter Overview 

This chapter presents the results and findings derived from the data analysis in alignment with the study's objectives. The primary objectives of the study was to examine the the impact of employee training on performance of Bulyanhulu Gold Mine Company Ltd.

4.2 
Response Rate

Out of 139 distributed questionnaires only 134 (96.4%) were returned.
4.3 
Demographic Characteristics of Respondents

4.3.1 
Gender of Respondents

Gender of respondents were categorized into two major genders which are female and male, whereby respondents were asked to highlight their gender type. This question was developed to allow researcher to identify group of respondents with respect to their gender also understand whether Bulyanhulu Gold Mine, Tanzania. Findings for the question is presented in Table 4.1. According to the findings in Table 4.1, the workforce is predominantly male (76.1%), which aligns with the industry trend where mining jobs are physically demanding and often male-dominated. Female employees (23.9%) indicate growing gender diversity in the company. These results reveal that, this study involved both sexes. This indicates that, the study has managed to bridge the gender gap comply with the affirmative action taken by the government to ensure gender parity. This enabled the researcher to get different opinions from different sexes on the impact of employee training on the performance of Bulyanhulu Gold Mine Company Limited.

4.3.2 
Age Distribution of Respondents

Findings in Table 4.1 indicates that the majority of employees are in the 30–39 age group (33.6%), indicating an experienced but still youthful workforce. The 20–29 age group (29.9%) represents younger employees entering the workforce. Employees aged 50 and above (14.2%) are fewer, suggesting a relatively younger workforce. These results revealed that, most participants in this study were grown up enough capable of furnishing information regarding this study.
4.3.3 
Educational level of Respondents

Findings in Table 4.1 indicate that diploma holders (26.1%) and bachelor’s degree holders (22.4%) form the largest education group, indicating a well-trained workforce. Employees with primary (6.7%) and secondary education (11.2%) suggest that some operational staff might not have advanced formal education. A small percentage (1.5%) hold a PhD, possibly in specialized managerial or technical roles. This implies that, the majority have a maximum education capable to provide information of the study under scrutiny.
4.3.4
Job Role Distribution

Operational staff (44.8%) make up the largest proportion, which is expected in a mining company where most employees work on-site.Managers (14.9%) and Supervisors (18.7%) represent leadership roles overseeing mining operations. HR & Compliance (11.2%) and Safety Officers (10.4%) ensure workplace policies, safety regulations, and legal compliance. These results indicate that, the majority have a working experience over 10 years capable of providing information on the study under investigation.

Table 4.1 Demographic Characteristics of Respondents
	Variable
	Option
	Frequency
	Percent

	 Gender
	Male
	102
	76.1

	
	Female
	32
	23.9

	
	Total
	134
	100

	Age
	Below 20
	5
	4

	
	20 – 29
	40
	30

	
	30 – 39
	45
	34

	
	40 – 49
	25
	18

	
	50 – 59
	15
	11

	
	60+
	4
	3

	
	Total
	134
	100

	Educational Level
	Doctorate (PhD)
	2
	15

	
	Master’s Degree
	8
	6

	
	Postgraduate Diploma
	10
	7.5

	
	Bachelor’s Degree
	30
	22.4

	
	Diploma
	35
	26.1

	
	Certificate
	35
	23

	
	Secondary education
	14
	10.4

	
	Total
	134
	100

	Job Role
	Operational Staff
	60
	44.8

	
	Manager
	20
	14.9

	
	HR & Compliance
	15
	11.2

	
	Supervisor
	25
	18.7

	
	Safety Officer
	14
	10.4

	
	Total
	134
	100


Source: Field data (2025)

4.4 
Data Analysis in Relation to Specific Objectives

4.4.1 
Employee Skill Training on Performance of Bulyanhulu Gold Mine Company Ltd

According to the findings in  Table 4.2, the perception of respondents regarding whether employee technical skills training has significantly improved productivity in our mining company, most respondents (73.88%) agree or strongly agree that technical skills training has improved productivity, showing a positive impact of training on performance. Only a small percentage (3.73%) strongly disagree, suggesting broad agreement with this statement.Regarding the statement that I feel more confident in performing my job tasks after receiving technical skills training, the majority (79.85%) agree or strongly agree, indicating that training has effectively boosted confidence among employees.Only 2.99% strongly disagree, further supporting the positive perception of confidence enhancement. 

The statement  that technical skills training has positively impacted the efficiency of our mining operations was backed up with the perception that 75.37% of respondents agree or strongly agree that technical skills training has improved operational efficiency.Again, there’s minimal disagreement (4.48%), signaling that most employees recognize the operational benefits of the training.The quality of work has improved since implementing technical skills training programs: about 74.63% agree or strongly agree with this statement, indicating that employees observe improved work quality.This result is consistent with the other positive responses, suggesting that the training also addresses quality improvements in work outcomes. Regarding whether technical skills training has helped to adapt to changes in technology and equipment in the mining industry, a strong majority (80.59%) feel that the training helps them adapt to technological advancements and equipment changes, which is crucial for the mining industry’s evolving demands. A minimal percentage (2.24%) strongly disagree, showing general consensus on the relevance of the training for adapting to industry changes. Finding correlate with Ngowi (2020), who argues that skill training, open communication and constructive feedback contribute significantly to employee productivity. 
Table 4.2: The Influence of Employee Technical Skill Training on Performance of Bulyanhulu Gold Mine Company

	S/N
	Statement
	1
	2
	3
	4
	5

	1
	Employee technical skills training has significantly improved productivity in our mining company.
	5 (3.73%)
	10 (7.46%)
	20 (14.93%)
	45 (33.58%)
	54 (40.30%)

	2
	I feel more confident in performing my job tasks after receiving technical skills training.
	4 (2.99%)
	8 (5.97%)
	15 (11.19%)
	40 (29.85%)
	67 (50.00%)

	3
	Technical skills training has positively impacted the efficiency of our mining operations.
	6 (4.48%)
	9 (6.72%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	4
	The quality of work has improved since implementing technical skills training programs.
	4 (2.99%)
	11 (8.21%)
	19 (14.18%)
	48 (35.82%)
	52 (38.81%)

	5
	Technical skills training has helped me adapt to changes in technology and equipment in the mining industry.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)


Source: Field data (2025)

4.4.2 
Employee Compliance Training on Performance of Bulyanhulu Gold Mine Company Ltd

Table 4.3 presents the information as it was generated from the study.

Table 4.3: The Influence of Employee Compliance Training on Performance of Bulyanhulu Gold Mine Company

	 S/N
	Statement
	1
	2
	3
	4
	5

	1
	Compliance training has increased my awareness of safety regulations and procedures in the workplace.
	5 (3.73%)
	10 (7.46%)
	20 (14.93%)
	45 (33.58%)
	54 (40.30%)

	2
	I feel confident in my ability to adhere to company policies and procedures after completing compliance training.
	4 (2.99%)
	8 (5.97%)
	15 (11.19%)
	40 (29.85%)
	67 (50.00%)

	 3
	Compliance training has improved communication and transparency within our mining company.
	6 (4.48%)
	9 (6.72%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	4
	Compliance training has helped me identify and mitigate potential risks in mining operations.
	4 (2.99%)
	11 (8.21%)
	19 (14.18%)
	48 (35.82%)
	52 (38.81%)

	5
	Regular compliance training enhances my ability to handle emergency situations effectively.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)


Source: Field data (2025)
4.4.3 
Employee Development Training on Performance of Bulyanhulu Gold Mine Company Ltd

Employee performance and organizational performance are intricately linked to the skills and knowledge employees possess, which are nurtured through continuous employee training programs in public or private sector organizations like Bulyanhulu Gold Mine Company. In the context of Bulyanhulu Gold Mine Company, where operational excellence in mining operation is paramount, continuous training ensures that employees remain adept at handling technical challenges, adhering to safety standards, and meeting service delivery expectations. By consistently investing in training, Bulyanhulu Gold Mine Company enhances individual employee performance and strengthens overall organizational performance. Findings are presented in Table 4.4.
Table 4.4: The Influence of Employee Development Training on Performance of Bulyanhulu Gold Mine Company

	S/N
	Statement
	1
	2
	3
	4

	Employee development training has increased my commitment to staying with the company.
	6 (10.0%)
	6(10.0%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	I feel valued by the company because of the opportunities provided through development training.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)

	Development training has positively influenced my decision to continue working for this mining company.
	6 (4.48%)
	9 (6.72%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	The company's investment in my professional growth has strengthened my loyalty to the organization.
	4 (2.99%)
	11 (8.21%)
	19 (14.18%)
	48 (35.82%)
	52 (38.81%)

	Employee development training programs have contributed to a positive work environment and culture.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)


Source: Field data (2025)

4.4.4 
Employee Safety Training on Performance of Bulyanhulu Gold Mine Company Ltd 

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

Table 4.5: The Influence of Employee Safety Training on Gold Mine Performance 

	 
	 S/N
	Statement
	1
	2
	3
	4

	1
	Employee safety training has increased my awareness of potential hazards in the mining industry.
	6 (3.73%)
	9(7.46%)
	21 (14.93%)
	44 (33.58%)
	54 (40.30%)

	2
	I feel more confident in my ability to identify and mitigate safety risks after completing safety training.
	5 (2.99%)
	7 (5.97%)
	15 (11.19%)
	40 (29.85%)
	67 (50.00%)

	3
	Safety training has positively impacted the overall safety culture within our mining company.
	7 (4.48%)
	8(6.72%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	4
	The safety training provided by the company has improved my job performance
	4 (2.99%)
	11 (8.21%)
	19 (14.18%)
	48 (35.82%)
	52 (38.81%)

	5
	I believe that safety training is essential for preventing accidents and injuries in the workplace.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)


Source: Field data (2025)

4.5 
Inferential Statistics 

4.5.1 
Reliability Test

The study tested for the consistency of scale that was used to measure the variables. The reliability statistics in Table 4.6 indicate the reliability analysis results using Cronbach's Alpha for a scale of 5 items and 6 items.

Table 4.6:  Reliability Test Results

	Particular
	N of Items
	Cronbach's Alpha

	Skill Training
	5
	.829

	Compliance Training
	5
	.789

	Development Training
	5
	.876

	Safety Training
	5
	.768

	Gold mine company performance
	6
	.789


Source: Field data (2025)

Results from SPSS, Table 4.6 showed that, the four variable had a Cronbach’s Alpha of above 0.7. Cronbach Alpha for the five items, which included skill training, compliance training, development training, safety training and Bulyanhulu Gold Mine Company Ltd were above 0.7. This indicated that the internal consistency was acceptable and implied the data were reliable enough to allow procession to further analysis. 

4.5.2 
Correlations

The study used correlation analysis to examine how mentoring implementation, job rotation, and coaching related to employee performance. Pearson's r coefficients were used to measure these relationships, where coefficients close to +1 indicate a strong positive correlation, and those near -1 indicate a strong negative correlation. A coefficient near 0 suggests a weak relationship. The significance level (p < 0.05) determined whether these correlations were statistically significant, highlighting which variables influence employee performance the most. See Table 4.7 for detailed findings.
Table 4.7: Correlation Analysis

	
	ST
	CT
	DT
	ST
	GM performance

	Skill training(ST)
	Pearson Correlation
	1
	.368**
	.485**
	.482**
	.649**

	
	Sig. (2-tailed)
	
	.004
	.000
	.001
	.000

	
	N
	134
	134
	134
	134
	134

	Compliance Training(CT)
	Pearson Correlation
	
	1
	.523**
	.421**
	.508**

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

	
	N
	134
	134
	134
	
	134

	Development training(DT)
	Pearson Correlation
	
	.523**
	1
	
	.818**

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

	
	N
	134
	134
	134
	
	134

	Safety training(ST)
	Pearson Correlation
	.486**
	.523**
	.345
	1
	.817**

	
	Sig. (2-tailed)
	.001
	.000
	.001
	
	.001

	
	N
	134
	134
	134
	
	134

	Gold Mine Performance
	Pearson Correlation
	.649**
	.508**
	.818**
	
	1

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

	
	N
	134
	134
	134
	
	134

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


Source: Field data (2025)

Table 4.7 displays the results of Pearson's correlation analysis for skill training, compliance training, development training and safety training in relation to gold mine performance. Skills training shows a strong positive correlation (Pearson's r = 0.649), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This indicates that changes in skills training are significantly associated with changes in Gold mine Performance.

Compliance training demonstrates a positive correlation (Pearson's r = 0.368), also with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This suggests that changes in compliance training are significantly related to changes in the performance of Bulyanhulu Gold Mine Company Ltd. Development training reveals a positive correlation (Pearson's r = 0.485), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This implies that changes in development training are significantly associated with changes in the performance of Bulyanhulu Gold Mine Company Ltd.

In summary, the study finds that increases or decreases in skills training, compliance training, development training and safety training correspondingly affect the performance of Bulyanhulu Gold Mine Company Ltd., with all correlations being statistically significant.
4.6 
Regression Analysis 

The statistical method of regression is used to create models and examine the relationship between dependent and independent variables. Its goal is to ascertain how closely two or more variables are related. Three assumptions of multiple linear regression models were assessed for variables, including, multicollinearity and normality of the variables.

4.6.1 
Normality test

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

Table 4.8:  Tests of Normality

	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Skill Training Employee 
	.119
	130
	.036
	.977
	130
	.002

	Compliance training
	.227
	130
	.000
	.877
	130
	.000

	Development training
	.130
	130
	.013
	.920
	130
	.001

	Safety training
	(.138)
	130
	
	
	
	

	Gold mine Company performance
	.166
	130
	.000
	.927
	130
	.001

	a. Lilliefors Significance Correction


Source: Field data (2025)

The study assessed the normality of the dependent variable, which was the Gold mine Company Performance affected by skills training, compliance training, development training, and safety training; both the Kolmogorov-Smirnov and Shapiro-Wilk tests were conducted. The normality test results indicated that the data for the employee skills training. Employee compliance training, employee development training and employee safety training influences Gold mine Employees’ Performance adopted as the Dependent variable were normally distributed. This was evident by the p-values obtained from both the Kolmogorov-Smirnov and Shapiro-Wilk tests, which were less than the level of significance (α = 0.05), with values of p> 0.001.

4.6.2
Multicollinearity Test

Multicollinearity in regression analysis occurs when predictor variables are highly correlated, reducing their uniqueness and independence in the model. This correlation complicates model fitting and interpretation. Researchers commonly use the variance inflation factor (VIF) to identify multicollinearity, which measures the strength of correlation between predictor variables. A VIF value between 1 and 5 indicates moderate correlation, which may not greatly affect the analysis. Higher VIF values suggest stronger correlations that could potentially impact the reliability of regression results and may require corrective measures. As presented in Table 4.9;

Table 4.9:  Collinearity Statistics-VIF and Tolerance

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	
	
	
	

	
	Employee skill training
	.598
	1.672

	
	Employee compliance training
	.571
	1.751

	
	Employee development training
	.683
	1.464

	
	Employee safety training
	.685
	1.461


a. Dependent Variable: Performance of Bulyanhulu Gold Mine Company Ltd

Source: Field data (2025)

The VIF values for the predictor variables are as follows: employee skill training: 1.672, employee compliance training: 1.751, employee development training and employee safety training: 1.464 and 1.461 respectively. None of these VIF values exceed 5, indicating that multicollinearity was not an issue in the regression model.

4.7 
Regression Outputs, Model Summary, Analysis of Variance and Coefficient 

The study focused on examining how employee skill training, employee compliance training, employee development training and employee safety training impacted the performance of Bulyanhulu Gold Mine Company Ltd through regression analysis. This method was chosen to investigate the relationships between these independent variables and the dependent variable. The regression output provided comprehensive insights into these relationships:

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

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

4.7.1 
Regression Analysis on Employee Skills Training

Table 4.10: Model Summary for Employee Skill Training Vs Gold mine Company Performance

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

	1
	.649a
	.601
	.60.0
	.52113

	a. Predictors: (Constant), Employee Skill Training


Source: Field data (2025)

Tables 4.10, the results show R = 0.649, this implies that there is a strong positive correlation between employee skill training and the performance of Bulyanhulu Gold Mine Company Ltd. The R-squared value of 0.601 shows that, about 60.1% of changes in performance of Bulyanhulu Gold Mine Company Ltd. are explained by employee skills training, while .52.1% is captured by the error term. This implies that the model has a good fit.
Table 4.11: Analysis of Variance for Employee Skill Training Vs Performance of Bulyanhulu Gold Mine Company Ltd

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11.476
	1
	11.476
	42.256
	.000b

	
	Residual
	15.752
	132
	.272
	
	

	
	Total
	27.227
	133
	
	
	

	a. Dependent Variable: Gold mine Company Performance 

	b. Predictors: (Constant), Employee Skill Training 


Source: Field data (2025)

The results in Table 4.11, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 42.256 and its associated probability value of .000 (F = 42.256, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.12: Coefficients for Employee Skill Training Vs Gold mine Company Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.887
	.438
	
	2.022
	.048

	
	Employee Skill Training 
	.761
	.117
	.649
	6.500
	.000

	a. Dependent Variable: Gold mine Company_performance


Source: Field data (2025)

From the findings obtained in Table 4.12, it is demonstrated that there is positive and significant relationship between Employee skill training and the performance of Bulyanhulu Gold Mine Company Ltd as supported by (B = 0.761 and p-value = .000). This further implies a unit change in Employee skill training, on average, increased Gold mine performance by 0.761.

4.7.2 
Regression Analysis on Employee Compliance Training

Table 4.13: Model Summary for Employee Compliance training Vs Gold mine Company Performance

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

	1
	.574a
	.329
	.318
	.56116

	a. Predictors: (Constant), Employee Compliance Training


Source: Field data (2025)

Tables 4.13, the results show R = 0.574, this implies that there is a strong positive correlation between employee compliance training and the performance of Bulyanhulu Gold Mine Company Ltd. The R-squared value of 0.329 shows that, about 32.9% of changes in performance are explained by employee compliance training, while .56.1% is captured by the error term. This implies that the model has a good fit.
Table 4.14: Analysis of Variance for Employee Compliance Training Vs Gold mine company Performance
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	8.963
	1
	8.963
	28.462
	.000b

	
	Residual
	18.265
	133
	.315
	
	

	
	Total
	27.227
	134
	
	
	

	a. Dependent Variable: Gold mine company_performance

	b. Predictors: (Constant), Employee Compliance_training


Source: Field data (2025)

The results in Table 4.14, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 28.462 and its associated probability value of .000 (F = 28.462, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.15: Coefficients for Employee Development Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.920
	.342
	
	5.617
	.000

	
	Employee development training
	.489
	.092
	.574
	5.335
	.000

	a. Dependent Variable: Goldmine Company_performance


Source: Field data (2025)

From the findings obtained in Table 4.15, it is demonstrated that there is positive and significant relationship between Employee development training and Goldmine Company performance as supported by (B = 0.489 and p-value = .000). This further implies a unit change in employee development training, on average, increased the performance of Bulyanhulu Gold Mine Company Ltd by 0.489.

4.7.3 
Regression Analysis on Employee Development Training

Table 4.16: Model Summary for Employee Development Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd

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

	1
	.818a
	.670
	.664
	.39366

	a. Predictors: (Constant), Employee development training


Source: Field data (2025)

Tables 4.16, the results show R = 0.818, this implies that there is a strong positive correlation between employee development training and the performance of Bulyanhulu Gold Mine Company Ltd. The R-squared value of 0.670 shows that, about 67.0% of changes in the performance of Bulyanhulu Gold Mine Company Ltd are explained by employee development training, while 39.3% is captured by the error term. This implies that the model has a good fit.

Table 4.17: Analysis of Variance for Employee Development Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	18.239
	1
	18.239
	117.699
	.000b

	
	Residual
	8.988
	133
	.155
	
	

	
	Total
	27.227
	134
	
	
	

	a. Dependent Variable: Performance of Bulyanhulu Gold Mine Company Ltd

	b. Predictors: (Constant), Employee development training


Source: Field data (2025)

The results in Table 4.17, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 117.699 and its associated probability value of .000 (F = 117.699, p = 0.000), that was found to be significant at 5% level of significance. 
Table 4.18: Coefficients for Employee Development Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.905
	.263
	
	3.444
	.001

	
	Employee development training
	.765
	.070
	.818
	10.849
	.000

	a. Dependent Variable: Performance of Bulyanhulu Gold Mine Company Ltd


Source: Field data (2025)

From the findings obtained in Table 4.18, it is demonstrated that there is positive and significant relationship between Employee development training and the performance of Bulyanhulu Gold Mine Company Ltd as supported by (B = 0.765 and p-value = .000). This further implies a unit change in Employee development training, on average, increased the performance of Bulyanhulu Gold Mine Company Ltd by 0.765.

Table 4.19: Model Summary for Employee Safety Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd

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

	1
	.649a
	.421
	.412
	.52113

	a. Predictors: (Constant), Employee Safety Training


Source: Field data (2025)

Tables 4.19, the results show R = 0.649, this implies that there is a strong positive correlation between Employee Safety training and the performance of Bulyanhulu Gold Mine Company Ltd. The R-squared value of 0.421 shows that, about 42.1% of changes in the performance of Bulyanhulu Gold Mine Company Ltd are explained by Employee safety training, while .52.1% is captured by the error term. This implies that the model has a good fit.

Table 4.20: Analysis of Variance for Employee Safety training Vs the Performance of Bulyanhulu Gold Mine Company Ltd
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11.476
	1
	11.477
	42.246
	.000b

	
	Residual
	15.752
	133
	.271
	
	

	
	Total
	27.228
	134
	
	
	

	a. Dependent Variable: Performance of Bulyanhulu Gold Mine Company Ltd

	b. Predictors: (Constant), Employee Safety Training 


Source: Field data (2025)

The results in Table 4.20, confirm that the overall regression model is significant for the data, and this was captured by the ANOVA (F-statistic) value of 42.256 and its associated probability value of .000 (F = 42.246, p = 0.000), that was found to be significant at 5% level of significance. 

Table 4.21: Coefficients for Employee Safety Training Vs the Performance of Bulyanhulu Gold Mine Company Ltd

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.887
	.437
	
	2.023
	.047

	
	Employee Safety Training 
	.763
	.118
	.638
	6.400
	.000

	a. Dependent Variable: Performance of Bulyanhulu Gold Mine Company Ltd


Source: Field data (2025)

From the findings obtained in Table 4.21, it is demonstrated that there is positive and significant relationship between employee safety training and the performance of Bulyanhulu Gold Mine Company Ltd  as supported by (B = 0.763 and p-value = .000). This further implies a unit change in employee safety training, on average, increased the performance of Bulyanhulu Gold Mine Company Ltd by 0.763.
4.8 
Summary of Hypotheses Testing

In order to achieve the general objective of the study, three hypotheses were formulated which either could be accepted or rejected. Additionally, the statistical tests were determined to assess the validity of the specific objectives. The results in Table 4.22 indicated that, three hypotheses were accepted. The regression model showed that, employee skills training positively and significantly influenced the Goldmine Company performance (X1= 0.142, p=0.024<0.05). This hypothesis was accepted. Employee compliance training statistically and positively influenced the performance of Bulyanhulu Gold Mine Company Ltd (X2=0.105, p=0.032<0.05). This hypothesis was accepted too. Employee development training positively and significantly influenced the performance of Bulyanhulu Gold Mine Company Ltd (X3 = 0.053, p=0.041<0.05). This hypothesis was accepted Employee Safety training positively and significantly influenced the performance of Bulyanhulu Gold Mine Company Ltd (X4 = -0.052, p=0.039<0.05). This hypothesis was rejected.

Table 4.22: Summary of hypotheses testing

	Hypothesis
	Model
	Coefficient P-value
	Conclusion

	 H1: Employee skills training has a positive and significant effect on the performance of Bulyanhulu Gold Mine Company Ltd.
	Multiple linear regression model
	p=0.024<0.05
	Accepted H1

	H2: Employee compliance training has a positive and significant effect on the performance of Bulyanhulu Gold Mine Company Ltd.
	Multiple linear regression model
	p=0.032<0.05
	Accepted H2

	H3: Employee Development training has a positive and significant effect on the performance of Bulyanhulu Gold Mine Company Ltd.
	Multiple linear regression model
	p=0.041<0.05
	Accept  H3

	H4: Employee safety training has a negative although significant effect on the performance of Bulyanhulu Gold Mine Company Ltd.
	Multiple linear regression model
	p=0.039>0.05
	Rejected  H4


Source: Data analysis (2025)

4.9 
Discussion of the Findings

This section presents the discussions related to the findings; the fundamental goal of this study was to examine the effects of training on performance of goldmine companies. The study based on examining the effects of employee skills training, compliance training, development training and employee safety training on the performance of Bulyanhulu Gold Mine Company Ltd. To achieve this goal, four specific objectives were established to guide this study. These four objectives were the study based on examining the effects of employee technical skills training, employee compliance training, employee development training and employee safety training on performance of Bulyanhulu Gold Mine Company Ltd.

4.9.1
Discussion Based on Demographic Characteristics 

Firstly, the research sought to examine the effects of employee training on the performance of Bulyanhulu Gold Mine Company Ltd. The study based on examining effects of employee technical skills training, compliance training, employee development training and employee safety training on performance of Bulyanhulu Gold Mine Company Ltd. The research initially reveals the age distribution of the respondents and the findings suggest that younger individuals (aged 18-34) are more inclined to do mining jobs, aligning with the notion that younger generations are more energetic

Older individuals (35-64 years) may require more assistance with mining. The prevalence of younger workers is linked to their involvement in business and using their energy in doing mining activities. This correlate with the study of Khomba (2021) whose findings have shown that young adults were the majority workers in mining. This could be because young people are the ones who are most likely to be energetic.

Regarding education, the study found that individuals with secondary and post-secondary education were more inclined to do mining jobs, indicating that educational background significantly impacts the mining job. This suggests that the educational level can affect the willingness to work on mining effectively. As observed from the results, the majority of the respondents were knowledgeable about how to deal with gypsum mines activities.This corresponds with the study by Magambe (2019) who studied on factors affecting the sustainable livelihood of miners in Nigeria.  

4.9.2 
Employee Technical Skills Training on the Performance of Bulyanhulu Gold Mine Company Ltd 
Regression Coefficient for employee skill training, (X1): β = 0.142, p-value = 0.024. The positive and statistically significant p-value (p < 0.05) indicates that employee skill training, is a significant predictor of the performance of Bulyanhulu Gold Mine Company Ltd. As employee technical skills training increases, the performance of Bulyanhulu Gold Mine Company Ltd. also increases. This implies that the employee technical skills training plays a crucial role in enhancing the performance of Bulyanhulu Gold Mine Company Ltd. Employee technical skills training, provide miners employees with the necessary tools to improve and expand their operations. These training can be used to increase production, thereby contributing to a more stable and sustainable company performance. The alternative hypothesis (H1) that employee technical skills training has a positive and statistically significance effect on Goldmine company performance is accepted (since p = 0.024, which is less than 0.05). Therefore, it is concluded that employee technical skills training significantly positively influences the performance of Bulyanhulu Gold Mine Company Ltd. Several studies have consistently found a positive relationship between employee technical skills training and company performance. The results of the current study indicate that employee technical skills training positively influences the company performance, as shown by the positive coefficient and statistical significance of p < 0.05. Munyati (2014) in a study on miners in Zimbabwe found that employee skills training is one of the most significant predictors of a company performance. The research suggested that increased technical skills training for employees allowed company to invest in better labour improvement and their income sources, all of which contributed to more company performance. Akinbobola and Atolagbe (2017) conducted a study on small-scale miners in Nigeria, highlighting that employee skill training  significantly contribute to increased company productivity and overall business growth Their findings show that employee skills enables miners to improve their mining techniques and adopt new technologies, which directly impacts the company performance.

However, some studies argue that employee skills training may not always be a guarantee for company performance, especially if the skill training is not applied effectively or does not address the root problems of the miners. Bates and Rains (2012), in their research on small-scale mining communities in Ghana, found that availability of skills training is necessary but insufficient for company performance. They argue that lack of slills among employees can lead to poor working skills and hence low production, which may not result in long-term business success. This suggests that, while employee skills training is crucial, its effective utilization is just as important.

4.9.3 
Compliance Training on the Performance of Bulyanhulu Gold Mine Company Ltd

Regression Coefficient for Employee compliance training (X2): β = 0.005, p-value = 0.032.Although the coefficient for employee compliance training is small, employee compliance training remains a significant predictor of performance of Bulyanhulu Gold Mine Company Ltd (p < 0.05). The positive value of β (0.005) indicates that as employee compliance training (skills, education, training) increases, so does the likelihood of a Goldmine company performance. This implies that the investment in employee compliance training  through training can significantly improve the workers’ ability to manage their skills effectively, improve productivity, and adapt to changing market conditions.  Employee compliance training  provides employees with the knowledge and abilities necessary for decision-making and problem-solving, which are essential for good performance of gold mine company.The alternative hypothesis (H2) that Employee compliance training has positive and statistically significance effect on Gold mine performance is accepted (since p = 0.032, which is less than 0.05). Thus, employee compliance training is a statistically significant positive predictor of the performance of Bulyanhulu Gold Mine Company Ltd. The positive impact of employee compliance training on Goldmine company performance is widely supported in the literature. The current study shows that employee compliance training significantly improves the performance of Bulyanhulu Gold Mine Company Ltd, as indicated by the positive and significant effect of β = 0.005 and p = 0.032. Gibbon et al. (2010) in a study on the impact of training and education on miners in Sierra Leone found that improving compliance training through training programs and education significantly enhanced the performance of Bulyanhulu Gold Mine Company Ltd. Their research showed that well-trained miners were more efficient, made better decisions regarding their mining operations, and were more adaptive to market changes, resulting in improved financial returns and overall goldmine company performance. Moreover, Miller et al. (2014) also emphasized the role of compliance training for employees. They found that employees with higher levels of education or technical training were able to optimize their mining processes and gain better economic outcomes and contribute to Goldmine company performance. This supports the finding in the current study that compliance training plays a crucial role in achieving good company performance.

There are some contrasting studies that indicate that employee compliance training while important, may not be as significant as other factors, such as access to employee skill training, safety training and development training. Sweeney and Neff (2018) examined employee skills in several regions and found that despite having higher levels of training, poor skills training and development training were the primary barriers to improving company performance. This implies that employee compliance training alone may not be sufficient without the necessary employee skill training and development training.

4.9.4 
Employee Development Training on the Performance of Bulyanhulu Gold Mine Company Ltd

Regression Coefficient for Employee Development Training (X3): β = 0.054, p-value = 0.041. The negative and statistically significant coefficient for employee development training (β = 0.054) implies that as the amount of employee development training increases, the performance of Bulyanhulu Gold Mine Company’s result, as one would expect a positive relationship between employee development training. 

 The alternative hypothesis (H3) that employee development training has positive effect on the performance of Bulyanhulu Gold Mine Company Ltd  is accepted (since p = 0.041, which is less than 0.05). Therefore, employee development training is a statistically significant positive predictor of the performance of Bulyanhulu Gold Mine Company Ltd. The current study found a positive relationship between employee development training and the performance Bulyanhulu Gold Mine Company Ltd. On the other hand, many studies have found that employee development training, is a strong negative factor in goldmine company performance.

4.9.5 
Employee Safety Training on the Performance of Bulyanhulu Gold Mine Company Ltd
Regression Coefficient for Employee Safety Training (X4): β = -0.049, p-value = 0.042. The negative and statistically significant coefficient for employee development training (β = -0.049) implies that as the amount of Employee Development Training increases, the performance result of Bulyanhulu Gold Mine Company Ltd, as one would expect a positive relationship between Employee Development Training. 
 The alternative hypothesis (H4) that employee safety training has negative effect on the performance of Bulyanhulu Gold Mine Company Ltd is rejected (since p = 0.042, which is less than 0.05). Therefore, Employee Safety Training is a statistically significant negative predictor of the performance of Bulyanhulu Gold Mine Company Ltd. The current study found a negative relationship between employee safety training and the performance Bulyanhulu Gold Mine Company Ltd. On the other hand, many studies have found that employee safety training is a strong positive factor in the performance of Bulyanhulu Gold Mine Company Ltd.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 
Chapter Overview  

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

5.2 
Summary of the Main Findings 

Specifically, the study examined the effect of employee technical skills training programs, employee compliance training programs, employee development training and employee safety training on Goldmine company’s performance. 

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

Also finding revealed that, implementing training at Bulyanhulu Gold Mine Company Ltd has been revealed to have profound and multifaceted benefits. Development training enriches employees' skills and knowledge by exposing them to diverse roles within the organization, thereby enhancing individual competency and adaptability to changing organizational needs. Further more compliance training demonstrates a positive correlation (Pearson's r = 0.368), also with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This suggests that changes in compliance training are significantly related to changes in the performance of Bulyanhulu Gold Mine Company Ltd.

Effective safety training skills sessions at Bulyanhulu Gold Mine Company have profound implications for both individual employee development and organizational effectiveness. By emphasizing listening and encouraging self-discovery through coaching, Bulyanhulu Gold Mine Company Ltd can create a supportive environment where employees feel valued and motivated to achieve their fullest potential. This approach enhances individual performance and job satisfaction also strengthens organizational flexibility, innovation, and overall performance in the dynamic energy sector. Safety training skills reveals a positive correlation (Pearson's r = 0.485), with a statistically significant relationship (Sig (2-Tailed) = .000 < .05). This implies that changes in safety skills training are significantly associated with changes in goldmine company performance.

5.3 
Conclusions

The study highlighted the positive correlations observed between employee technical skills training, employee compliance training, employee development training and employee safety training on goldmine company performance. Employee technical skills training was found to be significantly and positively associated with improvements in company’s performance. Similarly, compliance and development training showed links to changes in company performance. Employee safety training showed a negative effects on company’s performance. Integrating these training into on-the-job employee training programs at Bulyanhulu Gold Mine Company Ltd has proven highly beneficial. Mentoring creates a supportive environment that boosts morale, reduces turnover, and enhances retention rates. 

Employee safety training exposes employees to diverse risks and how to mitigate such risks.These initiatives foster individual growth and strengthen Bulyanhulu Gold Mine Company's organizational innovation and operational efficiency in Tanzania's energy sector. 
5.4 
Recommendations

5.4.1 
To Management of Bulyanhulu Gold Mine Company Ltd

The study recommends that management should prioritize creating a supportive environment through employee skills training to enhance employee morale, motivation, and retention.  Similarly, implementing compliance training would enrich employees' skills and deepen their understanding of organizational processes, enhancing problem-solving capabilities and decision-making. Management should invest strategically in these initiatives to nurture a skilled workforce aligned with Bulyanhulu Gold Mine Company's long-term objectives, ensuring sustained growth and competitiveness in Tanzania's mining sector.

5.4.2 
To Policy Makers

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

5.4.3
To Academics and Scholars

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

5.5 
Limitations and Delimitations

This study, while offering valuable perceptions into the impact of training programs on goldmine company performance at Bulyanhulu Gold Mine Company, is subject to certain limitations and delimitations that should be recognized.
5.5.1 
Limitations
The sample size utilized in this study, although carefully selected, may not fully represent the diversity of the entire Bulyanhulu Gold Mine Company’s workforce. A larger and more varied sample could yield more comprehensive and statistically important findings.The study primarily relies on questionnaires and for data collection, which may introduce potential biases, such as social desirability bias or recall bias, as well as subjective interpretations from respondents. These factors may impact the reliability and objectivity of the data gathered.

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

5.5.2
Delimitations

The study focused exclusively on Bulyanhulu Gold Mine Company Ltd and did not explore other private sector organizations. The study was conducted within a specific timeframe and may not capture changes in variables over time.While the study examined the impact of employee skill training,compliance training.development training and safety training,  on gold mine company performance, other factors influencing performance, such as organizational culture, leadership style, and employee demographics, were not explicitly investigated.

5.6 
Areas for Further Studies

Given the findings and limitations of this study, several areas for further research can be identified: Comparing the effectiveness of on-job training programs in different public sector organizations to identify best practices. Assessing the financial implications of implementing and maintaining on-job training programs to determine their overall return on investment. Exploring employees' perceptions of the effectiveness of different on-job training methods and their impact on job satisfaction and motivation. Conducting longitudinal research to examine the long-term effects of employee training on company’s performance. Investigating the role of leadership in creating a supportive environment for on-job training and its impact on employee development.
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APPENDICES

Appendix 1: Key literature reviewed for readers understanding 

	Sn 
	Author 
	Title
	Year
	Country 
	Methodology (Data analysis)  
	Main findings
	 Recommendations    
	Conclusion 
	Strenghts and Weakness 

	
	
	
	
	
	
	
	
	
	
	

	1
	Wyganowska, M., & Bańka, P.
	A new approach to the organization of mining personnel training - the direction of Geoengineering and Raw Materials Extraction at the Faculty of Mining, Safety Engineering and Industrial Automation.
	2023
	Poland 
	Approach: Qualitative and quantitative approaches   Population: Mining personnel and students at the Faculty of Mining, Safety Engineering, and Industrial Automation.
	Lack of proper training contributes to health and safety problems.                       Inadequate protective gear and outdated technology are identified as issues.
	Implement comprehensive training programs for mining employees.           Improve access to and utilization of proper protective gear
	The study concluded that strict adherences safety of empleyees  positively impact the operational efficiency in production  
	Strengths: Published in a reputable journal, Geoengineering and Raw Materials Extraction focus adds to the field's diversity. Weakness: Lack of detailed information on methodology, sample size, and specific findings.
	

	2
	Nduna, T., Mawonde, D., & Nyoni, J. 
	
	2021
	Zimbabwe
	Qualitative research approach.      Interviews with 10 key informants in mining companies.
	Positive effects on procurement efficiency from supplier training, whole life cycle costing, and procurement of recyclable and environmentally friendly products.
	Encourage increased recycling of purchased products.      Promote the use of environmentally friendly products to minimize costs.
	The study concluded that specific practices positively impact procurement efficiency.
	Strengths: Qualitative approach for in-depth insights.•    Weaknesses: Limited details on the selection of key informants and potential bias in responses.
 
	

	
	
	
	
	
	Nomothetic-based content analysis for qualitative synthesis.
	Identified challenges: financial constraints, lack of expertise, coordination issues, internet connectivity, and insufficient top management support
	Strengthen coordination among departments responsible for HRIS management
	
	Weaknesses: Limited detail on specific policies and literature sources.
	

	3
	Kinyondo, A., & Huggins, C
	‘Centres of excellence’ for artisanal and small-scale gold mining in Tanzania: Assumptions around artisanal entrepreneurship and formalization. 
	2020
	Tanzania 
	Key informant interviews.
	Mixed results in the historical performance of training centers for ASM.
	Analysis of planned activities within the Tanzanian institutional and policy context.
	The article discusses the potential of COEs, analyzing their activities and implications within the Tanzanian context.
	Strengths : Exploration of the Tanzanian approach and its implications
	

	
	
	
	
	
	Literature review of experiences from other African countries.
	Improved understanding of ASM organizational and financial structures.
	Examination of implications for ASM formalization and transformation into medium-scale mining firms.
	
	Weakness: Specific details about the key informants and literature sources are not provided.
	

	4
	Pedersen, A., Nielsen, J., Friis, C., & Jønsson, J. 
	Mineral exhaustion and its livelihood implications for artisanal and small-scale miners
	2021
	Tanzania 
	Qualitative research conducted in the Geita region.
	ASM is a vital livelihood practice, especially in the Global South.
	Call for a broader sustainability discussion on ASM.
	The paper highlights the experiences of ASM miners in Geita and calls for a comprehensive approach to address the challenges posed by the exhaustion of mineral sources.
	Strengths: Focus on the experiences and livelihood implications of ASM miners.
	

	
	
	
	
	
	
	Miners in Geita experience increasing difficulty in extracting gold.
	Integration of ASM into the SDG agenda.
	
	Weaknesses:Limited information on the number of participants or specific findings from the research.
	

	5
	Skelton, A., Nattress, D., & Dwyer, R
	Predicting manufacturing employee turnover intentions
	2019
	 
	The study utilizes a random sampling method, ensuring a representative selection of individuals within manufacturing plants in the Southeastern USA.
	The results of the multiple regression analysis showed a significant relationship between job satisfaction, job embeddedness and turnover intent; and that satisfied and committed employees are less likely to plan to leave their employment.
	Invest in cost-effective recruitment.
	Addressing turnover intent is crucial for manufacturing industry success, with job satisfaction and job embeddedness identified as key factors influencing employee retention.
	Strengths:Random sampling enhances the external validity of the study's findings and Comprehensive approach, considering job satisfaction, embeddedness, and turnover intent.
	

	
	
	
	
	 
	The use of random sampling enhances the generalizability of findings to the broader population.
	
	 Implement engaging employee programs.
	
	Weaknesses: Limited information on the sample size and characteristics of participants and 
	

	6
	Simbachawene, M., & Li, X
	Does Ridge Coefficient Deliver Alpha? The Analysis of Mineral Resource Tax Performance in Tanzania
	2018
	Tanzania 
	The study analyzes the impact of mineral resource tax revenue on economic growth (GDP) in Tanzania.
	Total taxes and royalties paid by large mining companies do not significantly contribute to economic growth (GDP).
	Establishment of a well-designed resource tax model capturing economic rent significantly.
	The study concludes that the current mineral resource tax revenue does not significantly contribute to economic growth, and policymakers should implement reforms to address this issue.
	Strengths:Focus on the impact of mineral resource tax revenue on economic growth.
	

	
	
	
	
	
	
	Policymakers are recommended to improve and strengthen mining tax systems through reforms on the existing resource tax structure.
	Ensuring investors earn at least minimum returns on mining investment.
	
	Weaknesses: Limited information on the number of large mining companies studied or specific data points for individual years.
	

	
	
	
	
	
	Sample: 500 employees from various Islamic banks in Jordan.
	Social rewards exhibit the highest impact on employee retention.
	Consider a holistic approach to total rewards for improved retention
	
	Weaknesses:Potential limitations in generalizabilityand Reliance on self-reported data may introduce bias.
	

	
	
	
	
	
	Analysis: Partial least squares (PLS) and structural equation models (SEMs).
	
	
	
	
	

	7
	Cherif, N. (2021). 
	The impact of training on productivity and wages in Tunisia
	2021
	Tunisia
	Design: Longitudinal analysis of an industry panel covering all sectors of the Tunisian economy.
	Training has a positive and significant effect on both productivity and wages.
	Encourage continued investment in training programs for mutual benefits.
	The study underscores the positive impact of training on productivity and wages in Tunisia, emphasizing the need for ongoing investment in workforce development.
	Strengths: Novel contribution to understanding the effects of training in a developing country .Dual analysis of productivity and wages enhances the study's comprehensiveness.
	

	
	
	
	
	
	Data Techniques: Various panel data techniques to control for endogeneity.
	The impact on productivity is substantially higher than on wages.
	Explore strategies to balance the distribution of returns between employers and workers.
	
	Weaknesses: Potential limitations in generalizability to other contexts. The period covered (2000–2014) might not capture recent changes in the labor market dynamics.
	

	
	
	
	
	
	Data Collection: Contextual relationship definition through expert discussions from industry and academia.
	Identified parameters influencing socio-environmental impact and operational performance.
	Consider the identified lagging parameter "Health quality" for improvement strategies.
	
	Weaknesses:      Potential challenges in generalizing findings to diverse coal mining contexts.Continuous evolution in the industry might require periodic updates to the framework.
	

	8
	Na, Kyunga. 
	The Effect of On-the-Job Training and Education Level of Employees on Innovation in Emerging Markets
	2021
	Eastern Europe and Central Asia
	Data Source: BEEPS 2013 (World Bank's Business Environment and Enterprise Performance Survey).
	Significant and positive impact of on-the-job training on innovation.
	Encourage firms to offer more on-the-job training programs.
	The study provides valuable insights into the factors influencing innovation in Eastern European and Central Asian emerging markets, emphasizing the positive contributions of on-the-job training and education levels of employees.
	Strengths: Rigorous analysis using the Heckman two-stage regression model.Practical recommendations for fostering innovation in emerging markets.
	

	
	
	
	
	
	Analysis Technique: Heckman two-stage regression model.Sample Size: 10,366 firms in Eastern Europe and Central Asia
	Positive correlation between education level of employees and innovation.
	Emphasize recruitment strategies focusing on higher education levels.
	
	Weaknesses:   Generalization limited to the specific context of Eastern Europe and Central Asia.Potential variations in the effectiveness of training programs across industries.
	

	9
	Pelders, J., & Schutte, S. (2021). 
	Worker inclusion in equipment development processes in the modernizing minerals sector in South Africa
	2021
	South Africa 
	Data Collection:      In-depth interviews conducted with 20 women and 16 men across six listed mining companies.
	Evidence of tokenism in the recruitment to mining boards.
	Emphasizes the importance of a strong Board Chair and nominations committee.
	The study sheds light on the challenges and experiences of women board members in the mining industry, particularly addressing the issue of tokenism. It stresses the significance of robust leadership and recruitment practices for sustainable gender diversity on boards.
	Strengths:Use of in-depth interviews for nuanced insights.Practical recommendations for improving gender diversity.
	

	
	
	
	
	
	Analysis Technique: Thematic data analysis
	Compliance-driven appointments and informal influence by influential directors
	Advocates for sustainable recruitment practices ensuring competence and gender diversity.
	
	Weaknesses:Limited generalizability to contexts outside the studied mining companies.Potential biases in participant selection influencing the findings.
	

	10
	Mamo, N., Bhattacharyya, S., & Moradi, A. 
	Intensive and extensive margins of mining and development: Evidence from Sub-Saharan Africa
	2019
	Sub-Saharan Africa
	Data Source: Panel data from 3,635 districts across 42 Sub-Saharan African countries (1992 to 2012).
	Night-lights increase in mining districts, with significant effects associated with new discoveries and production expansion.
	Implications for policymakers to consider the localized nature of mining impacts.
	The study contributes to understanding the economic consequences of mining in Sub-Saharan Africa, emphasizing the importance of new discoveries and production expansion for local living standards.
	Strengths:Use of a comprehensive dataset covering a large number of districts.Utilization of exogenous shocks for identification.
	

	
	
	
	
	
	Measurement: Night-lights for living standards, household characteristics from Demographic and Health Surveys, and public service provisions from Afrobarometer.
	Enclave characteristics of mines, with limited spillovers to other districts.
	Highlighting the need for strategies to promote spillover effects for broader economic development
	 
	Weaknesses:Potential challenges in fully capturing the complex dynamics of mining impacts.Limited exploration of social and environmental aspects associated with mining activities.
	

	11
	Lambert, A., Jones, R., & Clinton, S. 
	Employee engagement and the service profit chain in a quick-service restaurant organization
	2021
	 
	Scope: Quick-service restaurant (QSR) context.
	Employee Engagement Link: Employee engagement significantly linked to faster service value performance times.
	Advocates for fostering employee engagement in the workplace.
	The study contributes to the understanding of the service profit chain in the QSR industry, highlighting the significant impact of employee engagement on operational, customer, and financial performance measures.
	Strengths:Use of large sample sizes.Incorporation of a new employee perception construct.
	

	
	
	
	 
	 
	Sample Size: Utilizes large sample sizes.
	Service Value Performance Link: Service value performance significantly linked to customer perception of service.
	
	
	
	

	12
	Kanapathipillai, K., & Azam, S. 
	The impact of employee training programs on job performance and job satisfaction in the telecommunication companies in Malaysia
	Malaysia
	2020
	Scope: Telecommunication companies in Malaysia.
	Impact of Training: Training is statistically significant and strongly related to job performance and job satisfaction.
	Advocates for continuous training to overcome current economic challenges.
	The study highlights the significance of training programs in telecommunication companies, showcasing their strong relationship with job performance and job satisfaction.
	Strengths:Use of a quantitative approach for empirical outcomes.Addresses a timely and relevant issue (impact of training during the Covid-19 pandemic).
	

	 
	
	
	
	
	Sample Size: 316 out of 500 formal standardized questionnaires.
	Relationship Strength: Training programs have a significant relationship with job performance and job satisfaction.
	Serves as an example for other companies in Malaysia to recognize the importance of training.
	 
	Weaknesses:Limited exploration of specific training strategies.Potential challenges in generalizing findings to other industries or regions.
	

	
	
	
	 
	 
	Data Collection: Survey procedure with formal standardized questionnaires.
	
	
	
	
	

	13
	Idris, I., Adi, K., Soetjipto, B., & Supriyanto, A. 
	). The mediating role of job satisfaction on compensation, work environment, and employee performance: Evidence from Indonesia
	2020
	Indonesia 
	Scope: State Polytechnic colleges in Indonesia.
	Work Environment Impact: Positive and significant impact of the work environment on job satisfaction and employee performance.
	Suggests a need for reevaluation or improvement in the compensation structure.
	The study delves into the dynamics of compensation, job satisfaction, work environment, and employee performance in State Polytechnic colleges. While compensation shows no direct impact, the work environment emerges as a significant factor influencing job satisfaction and employee performance.
	Strengths:Novel exploration of the mediating role of job satisfaction.Focus on a specific context (State Polytechnic colleges in Indonesia).
	

	
	
	
	
	
	Data Analysis: Partial Least Square (PLS).
	Job Satisfaction Impact: Job satisfaction influences the work environment and employee performance positively and significantly
	Highlights the importance of a conducive work environment for enhancing job satisfaction and employee performance.
	
	Weaknesses:Lack of impact of compensation on job satisfaction and employee performance may warrant further investigation.Limited generalizability beyond the specific context.
	

	14
	Cho, Y., & Choi, Y. 
	When and How Does Sustainable HRM Improve Customer Orientation of Frontline Employees? Satisfaction, Empowerment, and Communication.
	2021
	South Korea
	Theoretical Framework: Social exchange theory and self-determination theory.
	Organizational empowerment and communication act as moderators.
	Emphasizes the importance of sustainable HRM practices in enhancing employee satisfaction.
	The study contributes to the understanding of the relationships between sustainable HRM practices, employee satisfaction, and customer orientation in the hotel industry
	Strengths:Integration of social exchange theory and self-determination theory. Relevance to the specific service context of the hotel industry.
	

	
	
	
	 
	 
	Variables Examined:Sustainable HRM practices (Training, Reward, Benefit).Organizational empowerment. Employee satisfaction and Customer orientation.
	Positive relationship between employee satisfaction and customer orientation is enhanced under high organizational empowerment or communication.
	Highlights the role of organizational empowerment and communication in moderating the impact of satisfaction on customer orientation
	
	Weaknesses: Generalizability might be limited to the hotel industry. Potential need for further exploration of specific contextual factors.
	

	
	
	
	
	
	Data Analysis Tool: SPSS.Variables Examined:Job Security, Supervisor Support and Training.
	Factors impacting employee loyalty in manufacturing: Job Security.  Supervisor Support.Fringe Benefits.Team Work.Environment and Training.
	Practical Application:Managers can apply identified factors to positively influence employee loyalty and retention.
	
	Weaknesses: Findings may be limited to the context of the Tanzanian manufacturing industry. Slovin’s Formula: The use of Slovin’s formula for sampling may have limitations in representing the entire population.
	

	15
	Nkolimwa, D., Jani, D., & Dominic, T. 
	The Influence of Safety Training on the Practices of Occupational Health and Safety in Small Scale Mining Firms
	2019
	Tanzania 
	Research Approach: Employs Structural Equation Modeling (SEM).
	Safety Training (ST) positively influences the implementation of Organization Safety Support (OSS) and Proactive Hazard Control (PHC).
	Recommends enhancing safety training to improve the implementation of health and safety practices in the workplace.
	The study, utilizing Structural Equation Modeling, establishes a positive influence of safety training on the implementation of Organization Safety Support (OSS) and Proactive Hazard Control (PHC) in small scale mining firms.
	Strengths:Benefits from the use of Structural Equation Modeling for rigorous analysis. Industry Relevance: Specific focus on small scale mining firms.
	

	
	
	
	
	
	Sample Size: 297 small scale mining firms.
	
	
	
	Weaknesses: Findings may be specific to the context of small scale mining firms. Sample Size: The study's generalizability might be impacted by the relatively small sample size.
	

	
	
	
	
	
	Variables Examined:Safety Training (ST).Organization Safety Support (OSS) and Proactive Hazard Control (PHC).
	
	
	
	Limited Generalization: Findings may be specific to the context of small scale mining firms.
	


Appendix 2: Questionnaire to be used by all Respondents

 Dear respondents, I am the Masters student from Open University of Tanzania undertaking Degree of Master of Business Administration. I am hereby to conduct a research and write a report on, Effect Of Employee Training On Mining Company Performance: Insights From Bulyanhulu Gold Mine company, Tanzania. You are  among the respondent to support in this academic study which will be treated confidentially. Kindly please be cooperative to give the information as needed. 

Section A: Demographic Characteristics of the Respondents 

PUT (√) in the box of appropriate answer and write where necessary  

1. Gender 

 a) Male                              



 
             (    ) 

b) Female                             



       

 (    ) 

2.  Age  

a) Below 20                           

              

             (     ) 

b) 20-30                              



        

 (     ) 

c) 30-40                                    



              (     ) 

d) 40-50                                   



              (     ) 

e) 50-60                                   



              (     ) 

f) 60 +                                      



              (     )

3. Please indicate your level of Education 

a) Doctorate                

    


                        (     )   

b) Master’s Degree          



        
           (     ) 

c) Postgraduate Degree         




           (     ) 

d) Bachelor’s Degree             




           (     ) 

e) Diploma Degree                


                                     (      ) 

f) Certificate                                                                                         (      ) 

g) Secondary School                                                                           (      ) 

h) Primary School                                                                                (      ) 

4.  Please identity your role 

a) Operational staff   





(      )

b) A managers 






 (      )

c) HR & Compliance personnel




 (      )

d) A Supervisors 





  
 (     )

e) A safety officer






  (     )Top of Form
SECTION B 

This section intends to identify respondents opinions about the impact of employee training on Mining Company Performance . In scale of 1-5 if SD ( Strongly disagree), D (Disagree), N (Neutral) ,A (Agree) or SA (Strongly agree). Please tick in the appropriate box 
	No 
	Statements 
	1
	2
	3
	4
	5

	 
	The impact of employee technical skills training on Mining Company Performance
	 
	 
	 
	 
	 

	1
	Employee technical skills training has significantly improved productivity in our mining company.
	 
	 
	 
	 
	 

	2
	I feel more confident in performing my job tasks after receiving technical skills training.
	 
	 
	 
	 
	 

	3
	Technical skills training has positively impacted the efficiency of our mining operations.
	 
	 
	 
	 
	 

	4
	The quality of work has improved since implementing technical skills training programs.
	
	
	
	
	

	5
	Technical skills training has helped me adapt to changes in technology and equipment in the mining industry.
	
	
	
	
	

	 
	The impact of employee development training on Mining company performance
	 
	 
	 
	 
	 

	1
	Employee development training has increased my commitment to staying with the company.
	 
	 
	 
	 
	 

	2
	I feel valued by the company because of the opportunities provided through development training.
	 
	 
	 
	 
	 

	3
	Development training has positively influenced my decision to continue working for this mining company.
	 
	 
	 
	 
	 

	4
	The company's investment in my professional growth has strengthened my loyalty to the organization.
	
	
	
	
	

	5
	Employee development training programs have contributed to a positive work environment and culture.
	
	
	
	
	

	 
	The impact of employee compliance training on Mining company performance
	 
	 
	 
	 
	 

	1
	Compliance training has increased my awareness of safety regulations and procedures in the workplace.
	 
	 
	 
	 
	 

	2
	I feel confident in my ability to adhere to company policies and procedures after completing compliance training.
	 
	 
	 
	 
	 

	 3
	Compliance training has improved communication and transparency within our mining company.
	
	
	
	
	

	4
	Compliance training has helped me identify and mitigate potential risks in mining operations.
	
	
	
	
	

	5
	Regular compliance training enhances my ability to handle emergency situations effectively.
	
	
	
	
	

	 
	The impact of employee safety training on  mining company performance
	 
	 
	 
	 
	 

	1
	Employee safety training has increased my awareness of potential hazards in the mining industry.
	 
	 
	 
	 
	 

	2
	I feel more confident in my ability to identify and mitigate safety risks after completing safety training.
	 
	 
	 
	 
	 

	3
	Safety training has positively impacted the overall safety culture within our mining company.
	 
	 
	 
	 
	 

	4
	The safety training provided by the company has improved my job performance
	
	
	
	
	

	5
	I believe that safety training is essential for preventing accidents and injuries in the workplace.
	
	
	
	
	


THANK YOU FOR YOUR PARTICIPATION
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Abstract
The aim of the study was to examine the impact of employee technical skills training on performance of mining companies in Tanzania focusing on Bulyanhulu Gold Mine Company Ltd. The study employed Resource-Based View (RBV) Theory, positivist philosophy, explanatory research design, and quantitative approach to measure the specific entity of interest. A simple random sampling technique was employed to select 139 respondents out of 214 employees. Data were collected through self-administered questionnaires. Descriptive statistics using mean scores, standard deviations frequencies and percentage were employed. Simple regression analysis was used using ordinary least squares. Findings show that, employee technical skills training has a positive and significant effect on the performance of Bulyanhulu Gold Mine Company (B = 0.761 and p-value = .000). Furthermore, employee technical training helps employees adapt to technological advancements and equipment changes (80.59%), make them feel more confident in performing their job tasks after receiving technical skills training (79.85%), positively impacts the efficiency of their mining operations (75.37%), their quality of work improves since their implementing technical skills training programs (74.63%), and it significantly improves productivity in their mining company (73.88%). It is recommended that, the management should prioritize creating a supportive environment to enhance employee morale and motivation.

Key words: Employee skill training, organisational performance, mining companies, Bulyanhulu Gold Mine, Tanzania  

Introduction 

Considering the rapidly evolving global landscape and intensified competition, training has emerged as an imperative for private and public organisations striving to thrive in the fiercely competitive global arena (Asriadi, 2024). Consequently, organisations and management teams must embrace diverse employee technical skills training practices and methods attuned to the organisation's culture and structure, available resources, individual attributes, and the requisites of teams, groups, and departments (Hasibuan & Rialdy, 2024). 

The company would not be able to function without its personnel. An organization's success or failure is directly tied to the efforts of its employees (Wildan, 2023). Consequently, it is crucial for business heads to recognize the value of employee technical skills training in boosting employee and organisational performance as well (Wambui & Nambuswa, 2024). In today's global market, an organization's competitive edge is based on its superior capabilities, expertise, and skills. Employee knowledge, skills and abilities must be continuously developed through continuous training, increasing their qualifications, and thus increasing organisation’s productivity (Flegl, Depoo, & Alcázar, 2022).

The importance of employee technical skills training on performance across various industries is paramount for several reasons, including enhanced productivity, improved quality, reduced errors, increased innovation, and a safer work environment (Arulsamy et al., 2023). Technical skills training equips employees with the specific knowledge and abilities needed to perform their job functions effectively, especially in rapidly evolving technological landscapes (Ruswanto et al., 2024). Collectively, these employee technical skills training initiatives lead to a more competent, engaged, and secure workforce, directly impacting an organization's bottom line and competitive advantage (Aktar, 2023).

In the manufacturing sector, companies like General Electric in the United States have invested heavily in technical skills training to adapt to automation and digital transformation, leading to increased efficiency and product quality (Dhaliwa, 2020). The agricultural sector in Brazil benefits significantly from technical training in modern farming techniques, improving crop yields and sustainability (Daniëls, 2021).   
In Japan, the automotive industry, exemplified by Toyota, is renowned for its continuous technical skills training and "Kaizen" (continuous improvement) philosophy, which directly contributes to its high-quality production and efficiency (Kim, 2021). The IT and software services sector in India heavily relies on employee training for upskilling the vast workforce and fostering leadership (Zakaria & Suhadah, 2025).  

In the oil and gas industry in Nigeria, technical skills training is vital for local content development and ensuring operational efficiency and safety in complex exploration and production activities (Okikiola & Oluwayimika, 2022). The mining sector in Ghana benefits from technical training to improve extraction techniques and resource management (Niraula & Niroula, 2022). The manufacturing sector and the burgeoning tech industry in Kenya require continuous technical skills training to adopt new technologies and improve productivity (Wambui & Nambuswa, 2024). 

In Tanzania, miners are diversifying investments and exploring alternative livelihood strategies including technological trainings due to challenges in gold extraction. For instance, the mining sector, particularly gold mining, heavily relies on technical skills training for safe and efficient extraction processes (Pedersen et al., 2021). Companies like Barrick Gold (through its subsidiary North Mara Gold Mine) invest in training local employees on operating heavy machinery, geological surveying, and processing techniques to improve productivity and reduce operational costs (Kinyondo & Huggins, 2020). 

However, artisanal and small-scale mining training centres in Tanzania face mixed results due to service demand misunderstandings and institutional tensions (Kinyondo & Huggins, 2020). The challenges in the gold mining sector are limited to employee skills’ training initiatives despite political stability and recent gas discoveries (Wambura, 2025).  

The mineral wealth for lasting economic development is attributed to information asymmetry and insufficient management structures, compounded by limited skills training for employees (Kinyondo & Huggins, 2019). These challenges, also were observed in Bulyanhulu, reflect deficiencies in limited technical skills, supervision issues, and the absence of standard operating procedures (Mboera et al., 2021). Based on the foregoing notable gap, it was imperative to assess the impact of employee technical skills training on the performance of Bulyanhulu Gold Mine Company Limited in the Geita Region, Tanzania.

Literature Review

Several studies have assessed the impact of employee technical skills training on the performance of mining companies and other organisations. Wyganowska and Bańka (2023) utilized mixed methods to investigate the effects of training and safety measures on efficiency in Poland's mining sector, highlighting inadequate training and outdated technology as safety concerns. Nduna et al. (2021) conducted a qualitative study on procurement efficiency in Zimbabwean mining firms highlights the positive impacts of training on performance. Interviews with 10 key informants reveal benefits from supplier training and eco-friendly procurement practices. Kinyondo and Huggins (2020) explore the effectiveness of 'Centres of Excellence' (COEs) for artisanal and small-scale gold mining in Tanzania, discussing assumptions around artisanal entrepreneurship and formalization. Their study, based on key informant interviews and a literature review, highlights mixed historical results of training centers for ASM and analyzes planned activities within the Tanzanian context. 

Methods and Materials
This study utilised a positivism research philosophy. From this view, the research employed a quantitative research approach supported by an explanatory design. Data were gathered through structured questionnaires and analysed using descriptive statistics and simple linear regression analysis. Stratified random sampling technique was employed while Slovin’s formula was employed to calculate sample size of 139 employees from the target population of 214 respondents. Table 1 presents the distribution of the sample size of the study.

Table 1: Sample Size Distribution

	Sn 
	Respondents 
	Population size 
	Sample size ratio 

	1
	Operational staff 
	165
	107

	2
	Managers 
	8
	5

	3
	HR & Compliance personnel 
	12
	8

	4
	Supervisors 
	21
	14

	5
	Safety     officers 
	8
	5

	 
	Total 
	214
	139


Source: Bulyanhulu Gold Mine Report (2025)

The study was conducted at Bulyanhulu Gold Mine Company in the Geita Region due to its relevance in the mining industry, focusing on the influence of employee technical skills training on organizational performance. This area was selected because Bulyanhulu Gold Mine Company Ltd is challenged with deficiencies in technical skills, supervision issues, and the absence of standard operating procedures (Mboera et al., 2021).
Additionally, the study adhered to the ethical consideration by asking consent to all respondents of the study, ensured the voluntary participation, and the anonymity and confidentiality. Further, the principle of do not harm, and the clearance and permission letters were equally observed during the study.

Moreover, quantitative data were collected using structured questionnaires and analysed using frequencies and percentages and simple regression analysis by the help of an SPSS version 28. The results were presented in a tabular form. Instruments were validated by research experts and the reliability of the Likert scale items were ensured through Cronbach’s Alpha Coefficient of 0.829 and 0.789 for Bulyanhulu Gold Mine Company’s performance.

Presentation of Findings and Discussion

Findings Presentation

This section presents the results of the study findings on the impact of employee technical skills training on the performance of Bulyanhulu Gold Mine Company Limited in the Geita Region, Tanzania. To obtain the required data, employees were provided with a five-point Likert scale to rate the statements provided. Table 2 shows the responses of the respondents on the impact of employee technical skills training on performance of Bulyanhulu Gold Mine Company Limited.
Table 2: The Influence of Employee Technical Skill Training on Performance of Bulyanhulu Gold Mine Company (n=139)

	S/N
	Statement
	1
	2
	3
	4
	5

	1
	Employee technical skills training has significantly improved productivity in our mining company.
	5 (3.73%)
	10 (7.46%)
	20 (14.93%)
	45 (33.58%)
	54 (40.30%)

	2
	I feel more confident in performing my job tasks after receiving technical skills training.
	4 (2.99%)
	8 (5.97%)
	15 (11.19%)
	40 (29.85%)
	67 (50.00%)

	3
	Technical skills training has positively impacted the efficiency of our mining operations.
	6 (4.48%)
	9 (6.72%)
	18 (13.43%)
	47 (35.07%)
	54 (40.30%)

	4
	The quality of work has improved since implementing technical skills training programs.
	4 (2.99%)
	11 (8.21%)
	19 (14.18%)
	48 (35.82%)
	52 (38.81%)

	5
	Technical skills training has helped me adapt to changes in technology and equipment in the mining industry.
	3 (2.24%)
	7 (5.22%)
	16 (11.94%)
	45 (33.58%)
	63 (47.01%)


Source: Field data (2025)

According to the findings in Table 2, 73.88% of respondents perceived that, employee technical skills training has significantly improved productivity in their mining company while 3.73% strongly disagree. 79.85% agreed that, they feel more confident in performing their job tasks after receiving technical skills training while 2.99% denied the fact. Also, 75.37% of respondents agreed that, technical skills training positively impacted the efficiency of their mining operations while 4.48% disagreed on the fact. 74.63% agreed that, their quality of work improved since their implementing technical skills training programs. Furthermore, 80.59% felt that, employee technical training helps them adapt to technological advancements and equipment changes and 2.24% disagreed.

Simple Regression Analysis

Additionally, simple linear regression analysis was computed to establish a statistically significant relationship between the independent variable and dependent variable. The p-value≤0.05 was used to measure the significance level of the association between the independent variable and the dependent variable. The simple linear regression is specified as follows: Y = βo + β1X1 + ε, where Y = dependent variable (performance of Bulyanhulu Gold Mine Company Limited), X = independent variable, βo = Y intercept, where the regression line crosses the Y axis, β1 = the partial slope for X1 on Y, X1 = employee technical skills training, and ε =residual error. The analysis is meant to show a physical way in which predictor X affects variable Y. 

Model Summary of the Variables

Table 3 provides a summary of the model, illustrating the statistical relationship between the predictors and the dependent variable. The results show R = 0.649, this implies that there is a strong positive correlation between employee skill training and the performance of Bulyanhulu Gold Mine Company Ltd. The R-squared value of 0.601 shows that, about 60.1% of changes in performance of Bulyanhulu Gold Mine Company are explained by employee skills training, while 39.9% is captured by the error term. This implies that the model has a good fit.

Table 3: Model Summary for Employee Skill Training Vs Gold mine Company Performance

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

	1
	.649a
	.601
	.60.0
	.52113

	a. Predictor: (Constant), Employee Technical Skills Training


Source: Field data (2025)

Regression Coefficients

Table 4: Regression Coefficients for Employee Skill Training Vs Gold mine Company Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.887
	.438
	
	2.022
	.048

	
	Employee Skill Training 
	.761
	.117
	.649
	6.500
	.000

	a. Dependent Variable: Gold mine Company performance


Source: Field data (2025)

From the findings obtained in Table 4, it is demonstrated that there is positive and significant relationship between employee skill training and the performance of Bulyanhulu Gold Mine Company Ltd as supported by (B = 0.761 and p-value = .000). This further implies a unit change in employee skill training, on average, increased the performance of Bulyanhulu Gold Mine Company Ltd by 0.761.

 Discussion of the Findings

The discussion in this study bases on the findings from the analysed data. They are compared and/or contrasted with the generated findings together with the previous literature. This helps to clear an in-depth understanding of how employee skill training impacted the performance of Bulyanhulu Gold Mine Company Ltd. The results from simple linear regression analysis shows that, employee technical skills training positively and significantly impacts the performance of Bulyanhulu Gold Mine Company Ltd. 

Additionally, employee technical skills training has significantly improved productivity in their mining company and they feel more confident in performing their job tasks after receiving technical skills training. Technical skills training positively impacts the efficiency of their mining operations and improves their quality of work. This finding correlates with Ngowi (2020), who argues that, skill training, open communication and constructive feedback contribute significantly to employee productivity. Also, this aligns with Nduna et al., (2021) who highlights the positive impacts of training on performance. Kinyondo and Huggins (2020) who explored that, training centers for ASM and analyzes planned activities.

Munyati (2014) in a study on miners in Zimbabwe found that employee skills training is one of the most significant predictors of a company performance. The research suggested that increased technical skills training for employees allowed company to invest in better labour improvement and their income sources, all of which contributed to more company performance. Akinbobola and Atolagbe (2017) conducted a study on small-scale miners in Nigeria, highlighting that employee skill training  significantly contribute to increased company productivity and overall business growth Their findings show that employee skills enables miners to improve their mining techniques and adopt new technologies, which directly impacts the company performance.

However, some studies argue that employee skills training may not always be a guarantee for company performance, especially if the skill training is not applied effectively or does not address the root problems of the miners. Bates and Rains (2012), in their research on small-scale mining communities in Ghana, found that availability of skills training is necessary but insufficient for company performance. They argue that lack of slills among employees can lead to poor working skills and hence low production, which may not result in long-term business success. This suggests that, while employee skills training is crucial, its effective utilization is just as important.
Conclusion 

This study concludes that, employee technical skills training impacts the performance of Bulyanhulu Gold Mine Company Ltd. Employee technical skills training was found to be significantly and positively associated with improvements in company’s performance. Integrating these training into on-the-job employee training programs at Bulyanhulu Gold Mine Company Ltd has proven highly beneficial. 
Recommendations

The study recommends that management should prioritize creating a supportive environment through employee skills training to enhance employee morale, motivation, and retention.
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