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[bookmark: _Toc211845539]ABSTRACT
This study examines the impact of training and development on employee performance at the National Social Security Fund (NSSF) in Tanzania. The study, grounded in the Human Capital Theory, assesses the effectiveness of training processes, methods, and resources in enhancing employee performance, particularly in service delivery, ethical behavior, and motivation. Using a quantitative design, survey data were collected from 199 NSSF employees and analyzed through descriptive and inferential statistics, including regression models. Findings revealed that training methods and resources significantly influence employee performance (β = 0.412, p < 0.01; β = 0.368, p < 0.05), while training processes showed a weaker positive effect (β = 0.215, p < 0.10). Interactive methods such as workshops and on-the-job training yielded greater performance improvement than structured processes. Adequate training resources, especially modern materials and digital tools, were also critical for enhancing outcomes. The model explained 62.3% of the variance in employee performance (R² = 0.623), supporting the theory that investment in human capital improves productivity. The study recommends NSSF strengthen interactive and role-specific training, invest in modern resources, and refine processes through feedback and employee participation. Policymakers should prioritize training budgets and standardize frameworks across the public sector. Future research should assess long-term training impacts and use mixed methods for deeper insight.

Keywords: Training and Development, Training Process, Training Methods, Training Resources, Employee Performance, Social Security.

TABLE OF CONTENTS
CERTIFICATION	ii
COPYRIGHT	iii
DECLARATION	iv
ACKNOWLEDGEMENTS	v
ABSTRACT	vi
LIST OF TABLES	xi
LIST OF FIGURE	xii
LIST OF ACRONMYS AND ABBREVIATIONS	xiii
CHAPTER ONE	1
INTRODUCTION	1
1.1 	Overview	1
1.2 	Background to the Study	1
1.3 	Statement of the Problem	4
1.4 	Objective of the Study	6
1.4.1 	General Research Objectives	6
1.4.2 	Specific Research Objectives	6
1.5 	Research Questions	6
1.5.1 	General Research Question	6
1.5.2 	Specific Research Questions	6
1.6 	Significance of the Study	7
1.7 	Scope of the Study	8
1.8 	Organization of the Dissertation	9
CHAPTER TWO	11
LITERATURE REVIEW	11
2.1 	Overview	11
2.2 	Definition of Key Terms	11
2.2.1 	Training and Development	11
2.2.2 	Social Security Fund	11
2.2.3 	Training Processes	12
2.2.4 	Training Methods	12
2.2.5 	Training Resources	13
2.2.5 	Employee Performance	13
2.3 	Theoretical Literature Review	14
2.3.1 	Human Capital Theory	14
2.4 	Empirical Review	16
2.4.1 	Training Processes on Employee Performance	16
2.4.2 	Training Methods on Employee Performance	18
2.4.3 	Training Resources on Employee Performance	19
2.5 	Research Gap	21
2.6 	Conceptual Framework	22
2.6.1 	Independent Variable	23
2.6.2 	Dependent Variable	23
2.6.3 	Operationalization of Variables	24
2.6.4 	Intervening Link	25
2.7 	Conceptual Framework	25
CHAPTER THREE	26
RESEARCH METHODOLOGY	26
3.1 	Overview	26
3.2 	Research Philosophy	26
3.3 	Research Approach	26
3.4 	Research Design and Strategy	26
3.5 	Area of Study	27
3.6 	Study Population	28
3.7 	Sample Size and Sampling Techniques.	28
3.7.1 	Sample Size	28
3.7.2 	Sampling Techniques	30
3.8 	Measurement of Variables	30
3.9 	Types of Data Used	33
3.10 	Data Collection Methods	33
3.11 	Data Processing and Analyses	34
3.11.1 	Data Cleaning Process	34
3.11.2 	Descriptive Statistical Analysis	35
3.11.3 	Inferential Statistical Analysis	35
3.12 	Validity and Reliability of the Data	37
3.12.1 	Validity	37
3.12.2 	Reliability of the Data	38
3.13 	Ethical Considerations	38
CHAPTER FOUR	39
FINDINGS AND DISCUSSION OF THE FINDINGS	39
4.1 	Overview	39
4.2 	Presentation of Findings	39
4.2.1 	Response Rate	39
4.2.2 	Socio - Demographic Information of the Respondents	39
4.2.3 	Descriptive Analysis	42
4.2.3.1 	Training Process on Employee Perfomance	42
4.2.3.2 	Training Methods on Employee Perfomance	45
4.2.3.3 	Training Resources on Employee Performance	47
4.2.4 	Regression Analysis	49
4.3 	Discussion of Findings	51
4.3.1 	Training Process on Employee Performance	51
4.3.2 	Training Methods on Employee Performance	52
4.3.3 	Training Resources on Employee Performance	52
4.4 	The Relationship between Theories and Study Findings	53
CHAPTER FIVE	54
CONCLUSION AND RECOMMENDATIONS	54
5.1 	Overview	54
5.2 	Conclusion	54
5.3 	Recommendations	54
5.3.1 	Recommendations of Study Findings	54
5.3.1.1 	Recommendation to NSSF Management	55
5.3.1.2 	Recommendation to Policy Makers	55
5.3.2 	Recommendations for Further Studies	56
5.4 	Limitations of the Study	56
REFERENCES	57
APPENDICES	64
[bookmark: _Toc181005804][bookmark: _Toc211845540]LIST OF TABLES
Table 2.1: Operationalization of the Study Variables	24
Table 3.1: Categorical Distribution of the Study Population	28
Table 3.2: Variables and their Measurements	32
Table 4.1: Response Rate	39
Table 4.2: Socio - Demographic Characteristics of the Participants	41
Table 4.3: Descriptive Statistics for Responses on Training Process	43
Table 4.4: Descriptive Statistics for Responses on Training Methods	46
Table 4.5: Descriptive Statistics for Responses on Training Resources	48
Table 4.6: SPSS Output on Coefficients of the Variables	49
Table 4.7: SPSS Output on Model Summary	50
Table 4.8: SPSS Output on ANOVA	51












[bookmark: _Toc181005805][bookmark: _Toc211845541]LIST OF FIGURE
Figure 2.1: Conceptual Framework of the Study	25





















[bookmark: _Toc181005806]
[bookmark: _Toc211845542]LIST OF ACRONYMS AND ABBREVIATIONS
	ANOVA
	- Analysis of Variance

	ATD
	- Association for Talent Development

	CSC
	- Civil Service College

	DV
	- Dependent Variable

	IV
	- Independent Variable

	NSSF
	- National Social Security Fund

	OUT
	- Open University of Tanzania

	PSSSF
	- Public Service Social Security Fund

	SPSS
	- Statistical Package for the Social Sciences

	VIF
	- Variance Inflation Factor

	ZSSF
	- Zanzibar Social Security Fund









xii


[bookmark: _Toc184910802][bookmark: _Toc211845543]CHAPTER ONE
[bookmark: _Toc184910803][bookmark: _Toc211845544]INTRODUCTION
1.1. [bookmark: _Toc114669742][bookmark: _Toc149669051][bookmark: _Toc163988505][bookmark: _Toc184910804][bookmark: _Toc62760774][bookmark: _Toc211845545]Overview
This chapter introduces the background of the study, states the problem, outlines the objectives and research questions, and explains the significance, scope, and organization of the dissertation.

1.2. [bookmark: _Toc114669743][bookmark: _Toc149669052][bookmark: _Toc163988506][bookmark: _Toc184910805][bookmark: _Toc211845546]Background to the Study
[bookmark: _Toc184910806]Training and development are globally recognized as fundamental drivers of employee performance and organizational success (Aslichah, Krishernawan, & Widaningsih, 2024). Across sectors, organizations invest heavily in training initiatives to enhance employee capabilities, boost job satisfaction, and strengthen retention. The Association for Talent Development (ATD) reported that companies worldwide spent an average of USD 1,200 per employee on training programs in 2022, underscoring the substantial global commitment to workforce productivity (ATD, 2022).

In the public sector, training and development play an equally critical role in improving service delivery, promoting ethical conduct, and enhancing employee motivation and satisfaction. Empirical evidence worldwide shows that well-designed training programs enable public employees to meet performance expectations, uphold ethical standards, and sustain motivation and job satisfaction (Lamsal & Gupta, 2022; Saleem, Qadeer, Mahmood, Ariza-Montes, & Han, 2020). For instance, Singapore’s Civil Service College (CSC) has established comprehensive training programs that continually upgrade the skills of public servants to meet evolving governance needs. These initiatives have led to improved service delivery, increased citizen satisfaction, and a reduction in unethical behavior through the cultivation of a culture of integrity (Choy & Sedlacek, 2022).

At the regional level, African countries have increasingly recognized the value of employee training and development in improving public sector performance. Studies across the continent confirm that capacity-building programs significantly enhance efficiency, ethical behavior, and employee motivation (Nor, 2023; Laing, 2021). A notable example is Kenya’s Ministry of Public Service, Youth, and Gender Affairs, which implemented structured training programs combining workshops, seminars, and on-the-job learning. These efforts led to measurable improvements in employee efficiency and service delivery (Kamau & Oluoch, 2022). Similarly, in Ethiopia, training interventions in public institutions have shown a positive relationship with improved employee performance metrics (Asfaw, Argaw, & Bayissa, 2015).

In Tanzania, despite the government’s recognition of training as a tool for improving public sector performance, challenges such as inefficiency, unethical practices, and low motivation persist in many institutions (Mohd & Bulengela, 2024; Senkoro, 2021). These shortcomings have hindered the effective delivery of essential public services, including education, healthcare, and social welfare areas crucial to national development. Within this context, social security institutions such as the National Social Security Fund (NSSF) and the Public Service Social Security Fund (PSSSF) play a vital role in safeguarding workers’ welfare. NSSF, which primarily serves private-sector employees and informal workers, provides benefits such as pensions, maternity support, and unemployment insurance, while PSSSF caters mainly to public servants (NSSF, 2024; PSSSF, 2024). Delivering these services effectively demands a competent, motivated, and ethically grounded workforce attributes that are fostered through effective training and development programs.

However, NSSF has faced recurring challenges that may stem from weaknesses in its training initiatives. Previous studies and reports highlight inefficiencies in service delivery, unethical practices, and low employee motivation, which compromise the organization’s ability to meet beneficiary needs (Pessa, 2023; Gumbo, 2018; Senkoro, 2021). To address these issues, NSSF has introduced various training programs aimed at enhancing employee skills, promoting ethical conduct, and aligning staff competencies with institutional reforms. For instance, the NSSF (2020) newsletter reported that employees had undergone a series of training sessions designed to equip staff with the skills and knowledge necessary to adapt to policy and structural changes intended to improve service delivery. Despite these efforts, the effectiveness of NSSF’s training and development programs in improving employee performance remains insufficiently evaluated.

Therefore, this study seeks to assess the effectiveness of NSSF’s training and development programs in enhancing employee performance. Specifically, it examines the role of training processes, methods, and resources in addressing challenges related to service delivery, ethical behavior, and motivation. Grounded in Human Capital Theory, the study posits that structured and well-implemented training programs can equip employees with the competencies required to deliver high-quality services, uphold ethical standards, and sustain motivation within the workplace.

1.3. [bookmark: _Toc211845547]Statement of the Problem
The National Social Security Fund (NSSF) plays a crucial role in Tanzania’s socio-economic system by providing social protection to private-sector employees and informal workers. To effectively fulfill this mandate, the institution depends on a skilled, ethical, and motivated workforce capable of ensuring efficient service delivery. However, in recent years, NSSF has faced persistent challenges, including inefficiencies in service delivery, unethical practices, and low employee motivation factors that collectively undermine its operational performance and public credibility (Pessa, 2023; Gumbo, 2018; Senkoro, 2021).

Inefficiencies in service delivery remain a key concern, manifested through delays in processing and disbursing member benefits. Retirees and other beneficiaries often experience prolonged waiting periods caused by procedural bottlenecks, errors, and limited employee competencies (Chao & Mhango, 2024). These inefficiencies not only diminish public confidence but also erode the institution’s reputation for reliability. Furthermore, ethical lapses such as corruption, mismanagement, and fraud have compounded operational challenges. Reports indicate a 20% rise in fraud cases in the Tanzanian public sector over recent years, further straining NSSF’s credibility and other public institutions in general (Transparency International, 2022). Equally concerning is the issue of low employee motivation, largely attributed to inadequate and inconsistent training opportunities. Studies have shown that insufficient training negatively affects employee performance, resulting in job dissatisfaction, low productivity, and high turnover. For example, Onyango and Wanyoike (2020) found that public sector employees in Kenya who underwent regular training reported higher motivation and improved performance. While similar studies in Tanzania are limited, anecdotal evidence suggests a comparable situation at NSSF (Senkoro, 2021).

Despite NSSF’s efforts to implement various training and development programs (NSSF, 2020), the persistence of inefficiencies, unethical practices, and low motivation suggests that these initiatives may not be achieving their intended outcomes. More critically, little is known about how the specific dimensions of training such as the processes, methods, and resources employed contribute to employee performance within NSSF. This gap limits the organization’s ability to design and implement training strategies that effectively enhance productivity, ethical conduct, and service quality.

Therefore, this study seeks to fill this gap by examining the effectiveness of NSSF’s training and development programs in improving employee performance. By focusing on training processes, methods, and resources, the study aims to generate empirical evidence that can inform more effective human resource development practices and strengthen performance within Tanzania’s social security sector.  


1.4. [bookmark: _Toc184910807][bookmark: _Toc211845548]Objective of the Study
1.4.1. [bookmark: _Toc184910808][bookmark: _Hlk170910332][bookmark: _Toc211845549]General Research Objectives
[bookmark: _Hlk158554466][bookmark: _Hlk160679622][bookmark: _Hlk158352508][bookmark: _Hlk170915163]The general objective of this study is to assess the impact of training and development on employee performance in the National Social Security Fund (NSSF) in Tanzania.

1.4.2. [bookmark: _Toc184910809][bookmark: _Toc211845550]Specific Research Objectives
i. [bookmark: _Hlk170914907][bookmark: _Hlk170926115]Assess the effect of training processes used on the performance of NSSF employees.
ii. Evaluate the effect of training methods used on the performance of NSSF employees.
iii. Investigate the effect of training resources used on the performance of NSSF employees.

1.5. [bookmark: _Toc184910810][bookmark: _Toc211845551]Research Questions 
1.5.1. [bookmark: _Toc184910811][bookmark: _Toc211845552]General Research Question
The general research question of the study is: What is the impact of training and development on employee performance in the National Social Security Fund (NSSF) in Tanzania?

1.5.2. [bookmark: _Toc184910812][bookmark: _Toc211845553]Specific Research Questions 
i. How does the training process used affect the performance of NSSF employees?
ii. What is the effect of training methods used on the performance of NSSF employees?
iii. How do training resources used influence the performance of NSSF employees?

1.6. [bookmark: _Toc184910813][bookmark: _Toc211845554]Significance of the Study 
This study holds significant academic, practical, and policy implications, contributing to the understanding and improvement of employee training and development in Tanzania’s public sector, particularly within the National Social Security Fund (NSSF). From an academic perspective, the study addresses a critical knowledge gap in the existing literature on training and development in Tanzania’s public institutions. While various studies have explored general human resource practices, few have specifically examined the interplay of training processes, methods, and resources and their distinct impact on employee performance. By grounding the study in Human Capital Theory, it adds to the theoretical discourse on how targeted investments in employee training can translate into improved service delivery, ethical behavior, and motivation. The study’s findings serve as a reference for future research on training and development in similar institutional contexts across Sub-Saharan Africa.

Practically, the study offers actionable insights for NSSF management and other stakeholders. By identifying the effectiveness of current training processes, methods, and resources, it provides a foundation for redesigning and optimizing training programs to better align with organizational goals and employee needs. Improved training programs enhances service delivery efficiency, promote ethical behavior, and foster employee motivation, ultimately improving the experiences of NSSF beneficiaries. Furthermore, this study guides other public and private organizations in designing effective training interventions tailored to their specific operational challenges.

For policymakers, the study offers critical insights into resource allocation and policy formulation. Policymakers can use the findings to prioritize investments in training and development initiatives that yield the greatest impact. The study’s evidence-based recommendations can support the development of national policies aimed at strengthening the human resource capacities of public institutions, thereby enhancing the overall effectiveness of Tanzania’s public sector.

The beneficiaries of this study extend beyond the immediate stakeholders at NSSF. Enhanced employee performance translates into improved service quality, timeliness, and accountability in the delivery of social security services. Beneficiaries, including retirees, informal workers, and other vulnerable groups, will experience fewer delays, reduced incidences of corruption, and greater trust in the institution. Additionally, the broader Tanzanian community and government will benefit from a more efficient and transparent social security system, which is critical for fostering social welfare and economic stability. 

1.7. [bookmark: _Toc184910814][bookmark: _Toc211845555]Scope of the Study 
Conceptually, this study is confined to assessing the impact of training and development on employee performance within the National Social Security Fund (NSSF) in Tanzania. Specifically, it focuses on three dimensions of training and development training processes, training methods, and training resources and how these influence employee performance in terms of efficiency, ethical behavior, and motivation. The study is grounded in Human Capital Theory, which posits that strategic investment in employee knowledge and skills enhances organizational productivity and performance.

Geographically, the study is limited to the operations of the NSSF Headquarters in Dar es Salaam, which serves as the central administrative and operational hub of the institution. This location was purposefully selected because it accommodates a large concentration of employees across various departments, many of whom have participated in training programs. Consequently, the data obtained from this setting provide a representative understanding of the organization’s training and development practices and their overall impact on employee performance.

Methodologically, the study adopts a quantitative research approach, employing structured questionnaires as the primary data collection instrument. The focus was on training programs implemented within the past five years (2020–2024) to ensure a recent and contextually relevant assessment of their effectiveness. The chosen timeframe allows for the evaluation of ongoing reforms and capacity-building initiatives aimed at improving employee performance and service delivery within the NSSF.

1.8. [bookmark: _Toc184910815][bookmark: _Toc211845556]Organization of the Dissertation
The study is organized in five chapters. Chapter one has presented the background to the research problem, the statement of the problem, the research objectives and the research questions. Additionally, the significance of the study and a highlight on the scope of the study. Chapter two presents the literature review, exploring relevant theories and empirical studies to establish a theoretical foundation and identify gaps. Chapter three contains a description of the research methodology and procedure while findings of the study and discussion of findings are presented in chapters four. Chapter five presents the conclusion and recommendations of the study.


















[bookmark: _Toc184910816][bookmark: _Toc211845557]CHAPTER TWO
[bookmark: _Toc184910817][bookmark: _Toc211845558]LITERATURE REVIEW
2.1. [bookmark: _Toc184910818][bookmark: _Toc211845559]Overview
This chapter covers the definitions of key terms, the theoretical review, the empirical review, the research gap, and the conceptual framework of the study.

2.2. [bookmark: _Toc184910819][bookmark: _Toc211845560]Definition of Key Terms
2.2.1. [bookmark: _Toc184910820][bookmark: _Toc211845561]Training and Development
Training and development refer to organizational efforts to enhance employees' skills, knowledge, and competencies. Armstrong and Taylor (2014) define training as a planned process to develop knowledge, skills, and attitudes through learning experiences to achieve specific organizational objectives. Development, on the other hand, is broader and focuses on long-term personal and professional growth (Noe, 2017). Goldstein and Ford (2002) emphasize that training addresses immediate job requirements, while development prepares employees for future roles. For this study, training and development are defined as structured programs initiated by NSSF to equip employees with the skills, knowledge, and competencies necessary to improve their performance, enhance service delivery, promote ethical behavior, and boost motivation. This definition aligns with Armstrong and Taylor’s (2014) emphasis on achieving specific organizational objectives. 

2.2.2. [bookmark: _Toc184910821][bookmark: _Toc211845562]Social Security Fund
Social security fund is a concept that can be interpreted in many different ways. Barr (2012) notes that in the United States, it refers to retirement pensions; in the United Kingdom, it refers to the entire system of cash benefits; and in mainland Europe (in accordance with the practice of the International Labor Organization), it refers to all cash benefits plus health care. Social security funds are systems designed to provide financial protection during periods of unemployment, disability, retirement, or other life contingencies. Gillion (2000) highlights its role in poverty alleviation and promoting social equity. In Tanzania, the National Social Security Fund (NSSF) provides services such as pensions, maternity benefits, and unemployment assistance to private and informal sector workers (NSSF, 2024). For this study, a social security fund refers to the structured services and benefits provided by NSSF to its beneficiaries to ensure financial stability and social protection.

2.2.3. [bookmark: _Toc211845563]Training Processes
Training processes encompass the sequence of activities undertaken to design, implement, and evaluate training programs. Armstrong and Taylor (2014) describe these processes as a cycle that includes needs assessment, curriculum design, delivery, and evaluation. Goldstein and Ford (2002) argue that effective training processes are iterative and involve continuous feedback for improvement. This study adopts Armstrong and Taylor’s (2014) definition of training processes, focusing on the structured steps used by NSSF to design and execute training programs to improve employee performance.

2.2.4. [bookmark: _Toc211845564]Training Methods
Training methods refer to the approaches used to deliver training content and facilitate learning. Dessler (2013) categorizes training methods into on-the-job methods (e.g., mentoring, job rotation) and off-the-job methods (e.g., workshops, simulations, e-learning). Goldstein and Ford (2002) emphasize that the choice of method should align with organizational objectives and employee needs to maximize effectiveness. For this study, training methods refer to the specific approaches NSSF uses to deliver training content to its employees, including workshops, on-the-job training, and e-learning, to address performance gaps and enhance competencies.

2.2.5. [bookmark: _Toc211845565]Training Resources
Training resources include the materials, tools, and facilities required to deliver effective training programs. According to Dessler (2013), resources encompass instructional materials, financial investments, trainers, and technological tools. Armstrong and Taylor (2014) highlight the importance of resource adequacy in ensuring training effectiveness and employee engagement. In this study, training resources refer to the tools, materials, and infrastructure provided by NSSF to support its training programs, including budgets, trainers, technology, and physical facilities. This definition aligns with Dessler’s (2013) emphasis on the critical role of resource availability in training success.

2.2.6. [bookmark: _Toc184910825][bookmark: _Toc211845566]Employee Performance 
Employee performance refers to the extent to which employees fulfill job responsibilities and contribute to organizational goals. Siddiqui and Siddiqui (2014) define it as the quality and quantity of work achieved by an employee. Pavan and Aparanji (2023) highlight its measurement through productivity, adherence to deadlines, and job quality. Kiruja and Mukuru (2013) emphasize that high performance in public organizations ensures timely service delivery and promotes customer satisfaction. For this study, employee performance refers to the measurable outcomes of improvements in service delivery efficiency, adherence to ethical standards, and job satisfaction among NSSF employees following their participation in training programs. This definition aligns with Kiruja and Mukuru’s (2013) focus on performance outcomes in public institutions.

2.3. [bookmark: _Toc184910826][bookmark: _Toc211845567]Theoretical Literature Review
2.3.1. [bookmark: _Toc184910828][bookmark: _Toc211845568]Human Capital Theory 
Human Capital Theory, extensively developed by economists Gary Becker and Theodore Schultz in the 1960s, posits that investments in education, training, and skill development enhance the productivity and capabilities of individuals, thereby leading to greater economic returns for both individuals and organizations (Reder, 1967; Melton, 1965). This theory views human skills and knowledge as a form of capital similar to physical or financial capital, emphasizing that such investments yield dividends in the form of improved performance, efficiency, and innovation.

The theory operates under several key assumptions. First, it assumes that individuals and organizations invest in education and training with the expectation of future benefits, such as increased productivity and higher earnings. Second, it highlights that the primary outcome of these investments is enhanced economic productivity, benefiting both employees and employers. Third, the skills and knowledge acquired through training are considered transferable and applicable across various contexts and roles. Finally, the theory posits that employees with greater skills and education contribute more significantly to organizational success than those without (McLean & Kuo, 2014).

Human Capital Theory identifies several variables that are central to its application. Investments in training (i.e., the processes, methods and resources used) represent the independent variables, while the outcome, employee performance is the dependent variable. One of the primary strengths of Human Capital Theory is its ability to provide a strong economic justification for investing in employee training by demonstrating clear links to organizational productivity and profitability. It also informs workforce development policies, emphasizing education and training as critical drivers of economic growth. Furthermore, the theory’s adaptability across diverse fields, including human resource management, public administration, and education, highlights its broad utility (McLean & Kuo, 2014). 

However, the theory is not without its criticisms. It has been argued that its narrow focus on economic returns overlooks non-economic benefits such as social equity, cultural enrichment, and personal well-being (Marginson, 2019). Additionally, it simplifies the relationship between education, training, and productivity, failing to account for external factors like job market dynamics and organizational barriers (Tan, 2014). 

The theory’s applicability is also highly context-dependent, with varying effectiveness across different industries, cultures, and socio-economic conditions. The relevance of Human Capital Theory to this study lies in its ability to explain how training processes, methods, and resource allocation influence employee performance within the National Social Security Fund (NSSF). The theory provides a framework for understanding how investments in employee capacity-building initiatives can lead to improved service delivery, strengthened ethical conduct, and heightened motivation factors that directly contribute to NSSF’s operational efficiency and institutional credibility. 

Generally, Human Capital Theory provides a robust foundation for this research, aligning its principles with the study’s objectives to assess the impact of training and development on employee performance at NSSF. Its emphasis on the economic and practical benefits of training makes it a pertinent theoretical framework for addressing the research problem.

2.4. [bookmark: _Toc184910829][bookmark: _Toc211845569]Empirical Review
2.4.1. [bookmark: _Toc184910830][bookmark: _Toc211845570]Training Processes on Employee Performance
Mwamakula (2024) explored the impact of training processes on employee performance in Tanzania’s social security institutions, focusing on structured planning and evaluation mechanisms. The study targeted employees from three major social security funds, including NSSF, using purposive sampling to select 150 participants. Data were analyzed using descriptive statistics and regression analysis. The findings highlighted that well-planned training processes significantly improved employee productivity, job satisfaction, and service delivery. However, gaps in feedback mechanisms and a lack of regular evaluations were identified as limiting factors, emphasizing the need for continuous improvement in training processes.
Kibe and Odhiambo (2021) examined the role of training needs assessment in enhancing employee performance in Kenya’s Ministry of Public Service. Using stratified sampling to select 200 employees, the study employed a mixed-methods approach, integrating surveys and interviews. The results revealed that aligning training programs with employee needs led to a 30% improvement in task efficiency and problem-solving skills. Nonetheless, the study noted that bureaucratic delays in the planning phase hindered the timely implementation of training initiatives, a challenge likely applicable in other public institutions, including NSSF.

Nor and Nyambegera (2019) investigated the effect of training process standardization on public sector performance in Uganda. Using a sample of 250 employees from municipal councils and regression modeling, the study found that structured and standardized training processes improved task execution and service delivery by 40%. However, it highlighted challenges such as insufficient funding and inconsistency in implementation across departments.

Saleem et al. (2020) analyzed the effectiveness of training program designs on performance outcomes in Pakistan's public sector organizations. The study used cluster sampling to select 300 employees across various departments and employed multiple regression analysis for data interpretation. Findings indicated that clear goal-setting during the planning phase and alignment with organizational objectives were critical for successful training outcomes. However, the study criticized the lack of follow-up mechanisms to track long-term impacts.

2.4.2. [bookmark: _Toc211845571]Training Methods on Employee Performance 
Khamis (2019) investigated the effectiveness of various training methods on employee performance at the Zanzibar Social Security Fund (ZSSF). The study aimed to assess the comparative impact of on-the-job training, workshops, and simulations on employees' skill acquisition. A sample of 120 employees was selected through simple random sampling, and regression analysis was used to evaluate the data. Findings indicated that interactive methods like simulations and workshops had a greater impact on knowledge retention and application compared to traditional lecture-based approaches. However, the study highlighted resource constraints as a barrier to adopting more effective, interactive methods.

Maina and Otieno (2020) analyzed the influence of e-learning methods on public sector performance in Nairobi County, Kenya. Using a sample of 250 government employees chosen through stratified random sampling, the study employed a quantitative approach with structural equation modeling for analysis. The results showed that e-learning enhanced flexibility and accessibility, leading to a 25% increase in employee productivity. However, inconsistent internet connectivity and inadequate digital infrastructure were cited as major challenges, pointing to the need for improved technological support in implementing e-learning programs.

Asfaw, Argaw, and Bayissa (2015) conducted a study on training delivery methods in Ethiopia's public organizations, sampling 200 employees using a convenience sampling approach. The study employed correlation analysis to evaluate the relationship between training methods and job performance. The results showed that participatory methods, including case studies and group discussions, significantly enhanced employee engagement and performance. A limitation of the study was its focus on short-term impacts without exploring sustained effects over time.

Choy and Sedlacek (2022) examined the role of blended training methods on employee competency development in Singapore’s Civil Service College. A stratified sample of 300 public servants participated in the study, which used ANOVA and regression analysis to assess outcomes. Results indicated that combining face-to-face training with e-learning methods led to a 45% improvement in knowledge transfer and application. However, they noted that the effectiveness depended on employees’ digital literacy levels and access to technological resources.

2.4.3. [bookmark: _Toc211845572]Training Resources on Employee Performance 
Gumbo (2018) assessed the availability and adequacy of training resources at NSSF in Morogoro and their influence on employee performance. The study sampled 100 employees using convenience sampling and analyzed data through descriptive statistics and correlation analysis. Key findings indicated that limited financial resources, outdated training materials, and insufficient trainers negatively affected training outcomes. Gumbo recommended increased investment in modern training facilities and continuous trainer development programs to improve employee performance.

Pessa (2023) explored the role of digital tools in training delivery at NSSF and PSSSF in Tanzania. The study aimed to evaluate how resource availability, specifically digital tools and infrastructure, influenced training outcomes. Using a sample of 180 employees selected through quota sampling, the study utilized regression analysis to analyze the data. The findings showed that digital tools significantly enhanced employee engagement and skill development, particularly in training on new policies and technologies. However, the study criticized the uneven distribution of resources across regional branches, suggesting a need for equitable resource allocation to maximize training benefits.

Ongori and Nzonzo (2011) investigated the impact of material and financial resources on training effectiveness in Kenyan manufacturing firms. Using simple random sampling to select 150 employees, the study analyzed data through descriptive statistics and multiple regression. Findings revealed that insufficient training budgets and inadequate training venues were major barriers to effective training delivery. Recommendations included increasing financial allocations and upgrading training facilities to align with modern standards.

Similarly, Kamau and Oluoch (2022) assessed the influence of training infrastructure on public sector performance in Kenya’s Ministry of Education. A stratified sample of 200 employees participated, and data were analyzed using structural equation modeling. The study found that well-equipped training facilities and access to updated instructional materials improved learning outcomes by 50%. However, the study highlighted that rural areas often lacked adequate infrastructure, creating disparities in training quality.

2.5. [bookmark: _Toc184910833][bookmark: _Toc211845573]Research Gap
The empirical review reveals significant insights into the relationship between training and development and employee performance. However, several gaps persist, particularly in the context of Tanzania’s public sector and the National Social Security Fund (NSSF).

First, while studies such as Mwamakula (2024) and Kibe and Odhiambo (2021) highlight the importance of structured training processes, they do not explore the long-term sustainability and effectiveness of these processes in public institutions. Similarly, although Nor and Nyambegera (2019) emphasize the role of standardization, they do not account for the unique challenges faced by NSSF, such as regional disparities in training implementation.

Second, research on training methods illustrated by studies such as Khamis (2019) and Maina and Otieno (2020) underscores the effectiveness of interactive and blended approaches. However, these studies primarily focus on general public sector organizations or private institutions, thereby offering limited insights into the specific needs of social security organizations like NSSF. Additionally, challenges such as resource constraints and digital literacy, as identified by Choy and Sedlacek (2022), require further investigation to determine their impact on the choice and effectiveness of training methods in Tanzania’s public sector.

Third, studies on training resources, including those by Gumbo (2018) and Pessa (2023), highlight significant challenges such as outdated training materials, insufficient financial allocations, and uneven resource distribution. Nonetheless, there is limited empirical evidence on how these challenges specifically affect employee performance at NSSF. Moreover, while studies like Ongori and Nzonzo (2011) and Kamau and Oluoch (2022) provide valuable recommendations for resource allocation, they do not examine the interplay between resource adequacy and other training components, such as methods and processes.

Lastly, while existing literature demonstrates a positive link between training and development and employee performance, most studies such as those by Asfaw et al. (2015) and Saleem et al. (2020) focus on short-term impacts and neglect the long-term effectiveness of training programs. There is also a lack of research examining the combined effect of training processes, methods, and resources on specific performance indicators such as service delivery efficiency, ethical behavior, and employee motivation, which are critical for NSSF’s operational success.

This study addressed these gaps by providing a comprehensive assessment of the impact of training processes, methods, and resources on employee performance at NSSF. By focusing on the unique challenges and contextual factors affecting Tanzania’s social security sector, the study offers actionable insights for optimizing training programs and enhancing employee performance.

2.6. [bookmark: _Toc184910834][bookmark: _Toc211845574]Conceptual Framework 
The conceptual framework illustrates the hypothesized relationship between training and development (independent variable) and employee performance (dependent variable). The framework is built upon the assumption that effective training processes, appropriate methods, and adequate resources contribute to higher employee performance levels, characterized by improved efficiency, ethical behavior, and motivation.

2.6.1. [bookmark: _Toc211845575]Independent Variable
The independent variable of this study (Training and Development) encompasses three components training processes, training methods, and training resources defined as follows: 
i. Training Processes: This refers to the systematic planning, design, and implementation of training programs, including needs assessment, goal setting, and evaluation procedures. Effective processes ensure that training aligns with organizational goals and employee skill requirements.
ii. Training Methods: These encompass the various approaches used to deliver training, such as workshops, on-the-job training, seminars, mentorship, and e-learning. The suitability of methods affects knowledge retention and skill application.
iii. Training Resources: These include financial, material, and human resources allocated for training activities. Sufficient and well-utilized resources enhance training quality and outcomes.

2.6.2. [bookmark: _Toc211845576]Dependent Variable
The dependent variable of this study i.e., employee performance, reflects the extent to which employees effectively achieve organizational objectives. In this study, it is assessed using three main dimensions:
i. Service Delivery Efficiency – the ability of employees to deliver services timely, accurately, and effectively.

ii. Ethical Behavior – adherence to professional and institutional codes of conduct, minimizing corruption, favoritism, and negligence.

iii. Employee Motivation – the level of enthusiasm and commitment employees demonstrate toward achieving organizational goals.

2.6.3. [bookmark: _Toc211845577]Operationalization of Variables 
Table 2.1. shows the dimensions and indicators of the study variables (Training and Development and Employee Performance). Measurements of the indicators and their expected relationship are detailed in the methodology chapter. 

[bookmark: _Toc211325089][bookmark: _Toc211844316][bookmark: _Toc211844317]Table 2.1: Operationalization of the Study Variables
	Variable
	Dimension
	Indicators

	Training and Development (Independent)
	Training Processes
	Existence of training needs assessment, alignment with organizational goals, monitoring and evaluation systems

	
	Training Methods
	Use of workshops, on-the-job training, e-learning, mentoring

	
	Training Resources
	Availability of funds, training materials, and qualified trainers

	Employee Performance (Dependent)
	Service Delivery Efficiency
	Timeliness, accuracy, client satisfaction

	
	Ethical Behavior
	Compliance with codes of conduct, accountability, integrity

	
	Employee Motivation
	Commitment, job satisfaction, reduced absenteeism



2.6.4. [bookmark: _Toc211845578]Intervening Link
The framework assumes that when training and development programs are properly designed and resourced, they improve employee competencies and ethical standards, leading to enhanced performance and service delivery within NSSF.

[bookmark: _Toc211845579][bookmark: _Toc211844338]2.7 Conceptual Framework Effective Employee Training and Development Programs (IV)
Improved Employee Performance (DV)
· Enhanced service delivery 
· Enhanced ethical behavior 
· Enhanced employee motivation
Training Processes (IV1)
· Training Needs Assessment
· Training Design
· Implementation process
· Training Evaluation and Feedback
Training Methods (IV2)
· Training Method Variety
· Effectiveness of Methods
· Relevance to Roles
Training Resources (IV3)
· Availability of Resources
· Adequacy of training materials 
· Access to technological tools
· Quality of Resources
· Up-to-datedness of training materials and content.
· Qualifications and expertise of trainers.
· Supportive Facilities


[bookmark: _Toc211844339] Figure 2.1: Conceptual Framework of the Study
Source: Researcher (2025)
[bookmark: _Toc184910835]

[bookmark: _Toc211845580]CHAPTER THREE
[bookmark: _Toc184910836][bookmark: _Toc211845581]RESEARCH METHODOLOGY
3.1. [bookmark: _Toc184910837][bookmark: _Toc211845582]Overview
This chapter introduces the study area, study design research approach, target population, sample strategies, data collection techniques, data analysis, validity and reliability data, and ethical consideration. 

3.2. [bookmark: _Toc184910838][bookmark: _Toc211845583]Research Philosophy 
This study adopts a positivist research philosophy. Positivism asserts that knowledge is derived from empirical evidence and logical reasoning, emphasizing objectivity and the use of quantitative data (Tamminen & Poucher, 2020). This approach was appropriate for this study as it aimed to objectively measure the impact of training and development on employee performance at NSSF using a quantitative approach.

3.3. [bookmark: _Toc184910839][bookmark: _Toc211845584]Research Approach 
The study utilized a quantitative research approach. Quantitative research involves the collection and analysis of numerical data to identify patterns, relationships, and trends (Mcleod, 2023). This approach aligned with the objective of the study to evaluate the impact of training and development employee performance at NSSF.

3.4. [bookmark: _Toc184910840][bookmark: _Toc211845585]Research Design and Strategy 
This study adopted an explanatory research design to investigate the relationship between training and development programs and employee performance at NSSF. An explanatory design was suitable for this study as it aimed to explore causal relationships between variables, providing insights into how training and development impact employee performance among employees.

The research strategy involved quantitative methods to collect and analyze data systematically. Data was gathered through structured survey questionnaires administered to a sample of NSSF employees. The explanatory approach enabled the researcher to establish cause-and-effect relationships between the independent variable effective training and development programs and the dependent variables employee performance.

3.5. [bookmark: _Toc211845586]Area of Study
This study was conducted at the National Social Security Fund (NSSF) headquarters located in Dar es Salaam, Tanzania. It is situated in the heart of the city along Benjamin Mkapa Pension Tower, Azikiwe Street, Ilala District, with geographic coordinates 6.8149° S latitude and 39.2878° E longitude (Google Maps, 2025). NSSF has two other branches in Dar es salaam in Kinondoni and Temeke Districts. Moreover, NSSF has around 20 regional offices in Tanzania mainland including in Arusha, Dodoma, Iringa, Kagera, Kigoma, Kilimanjaro, Lindi, Manyara, Mara, Mbeya, Morogoro, Mtwara, Mwanza, Pwani, Rukwa, Ruvuma, Shinyanga, Singida, Tabora and Tanga (Tanzania Investment Centre, 2023). The headquarters was selected for several reasons, grounded in its operational significance and employee characteristics. The headquarters hosts the highest number of employees compared to other NSSF branches, with a workforce of over 400 staff members as per the NSSF 2024 Human Resource Staff list (NSSF, 2024). This diverse pool of employees, ranging from managerial to frontline staff, ensures comprehensive insights into the organization’s training and development initiatives. 

3.6. [bookmark: _Toc184910842][bookmark: _Toc211845587]Study Population 
The study population comprised of all employees of NSSF at the headquarters office in Dar es Salaam. This included administrative staff, field officers, and management personnel who are directly involved in the delivery of social security services. The number of NSSF employees at the headquarter office in Dar es salaam was 410 employees (NSSF, 2024). The distribution of NSSF employees by department is presented in Table 3.1. 

[bookmark: _Toc211325090][bookmark: _Toc211844318][bookmark: _Toc211844319]Table 3.1: Categorical Distribution of the Study Population
	S/N
	Employee Category/Department
	Population Size

	1. 
	Administration
	21

	2. 
	Finance
	70

	3. 
	Customer Service
	58

	4. 
	Records Management 
	29

	5. 
	IT
	54

	6. 
	Compliance 
	72

	7. 
	Benefit 
	41

	8. 
	Legal
	16

	9. 
	Internal Affairs (Audit)
	33

	10. 
	Procurement and Investment 
	16

	
	Total
	410


[bookmark: _Toc184910843]Source: NSSF Staff List (2024)

3.7. [bookmark: _Toc211845588]Sample Size and Sampling Techniques.
3.7.1. [bookmark: _Toc184910844][bookmark: _Toc211845589]Sample Size
The sample size for the study was determined using Cochran's formula for sample size calculation. Cochran's formula is widely used for calculating sample sizes when the population is large and provides a reliable basis for ensuring statistical validity. The formula is given as:
		n0 = 
Where:
· n0 = sample size
· Z = Z-value (the number of standard deviations from the mean, based on the desired confidence level, which is 1.96 for 95%)
· p = estimated proportion of the population (assumed to be 0.5 for maximum variability)
· e = margin of error (0.05 for 5%)

Given an estimated population size (N) of 410 NSSF employees at the headquarters, the calculations were as follows:
n0 = 
n0 = 
n0 = 
n0 = 384.16
Since the population was finite, Cochran's formula was adjusted using the finite population correction formula:
n = 
Plugging in the values: 
n = 
n = 
n = 
n ≈ 198.58

Rounding up, the sample size was approximately 199 respondents. This ensured a high level of confidence in the results while maintaining a manageable number of participants. 

3.7.2. [bookmark: _Toc184910845][bookmark: _Toc211845590]Sampling Techniques 
This study employed a two-stage sampling approach to ensure a representative and diverse sample of NSSF employees. In the first stage, convenience sampling was used to identify employees who are accessible and available at the NSSF headquarters during the data collection period. This method was appropriate given the logistical practicality of engaging with employees at their workplace and the need to establish an initial pool of participants efficiently. In the second stage, simple random sampling was applied within different departments at the headquarters. This ensured that every employee within the identified pool had an equal chance of being selected, while stratification by department guaranteed representation across managerial, administrative, and frontline roles.

3.8. [bookmark: _Toc184910846][bookmark: _Toc211845591]Measurement of Variables
Tables 3.1 presents the definitions of both the dependent and independent variables that were used in the empirical analysis. The table outlines the variable type, Measurement items, Scale used and the Source. These expectations were informed by the theoretical framework and empirical literature discussed in Chapter Two.
[bookmark: _Toc184820662][bookmark: _Toc184991186][bookmark: _Toc211325091]

[bookmark: _Toc211844320][bookmark: _Toc211844321]Table 3.2: Variables and their Measurements
	Variable Type
	Measurement items
	Scale used
	Source

	Dependent Variable
	
	
	

	Employee Performance
	1. Service delivery
2. Ethical behavior
3. Motivation
	5 point Likert scale
	Responses from Questionnaires

	
	
	
	

	Independent/Explanatory Variables
	
	
	

	Training Process 
	1. Needs Assessment
· Identification of training needs
· Frequency of training needs assessments.
2. Training Design
· Alignment with organizational goals
· Relevance of training content.
3. Implementation
· Adherence to the planned training schedule.
· Inclusiveness of employees in the training process.
4. Evaluation and Feedback
· Mechanisms for post-training evaluation.
· Employee satisfaction.
	5 point Likert scale
	Responses from Questionnaires

	Training Method
	1. Method Variety
· Use of diverse methods
· Use of hands-on or participatory methods.
2. Effectiveness of Methods
· Practicality of the methods.
· Retention and applicability of knowledge
3. Relevance to Roles
· Appropriateness of the methods 
	5 point Likert scale
	Responses from Questionnaires

	Training Resources 
	1. Availability of Resources
· Adequacy of training materials
· Access to technological tools 
2. Quality of Resources
· Up-to-datedness of training materials and content.
· Qualifications and expertise of trainers.
3. Supportive Facilities
· Availability and suitability of training venues.
· Logistical support 
	5 point Likert scale
	Responses from Questionnaires


Source: Own Design as informed by conceptual framework (2025)
3.9. [bookmark: _Toc184910847][bookmark: _Toc211845592]Types of Data Used
The study utilized both primary and secondary data. Primary Data was collected directly from NSSF employees through structured questionnaires. This data provided first-hand insights into the effectiveness of training processes, methods, and resources on employee performance. On the other hand, secondary data included organizational documents, training reports, newsletters, and previous studies relevant to NSSF’s training programs. This data provided contextual background and helped validate findings from primary sources.

3.10. [bookmark: _Toc211845593]Data Collection Methods
Data for this study was collected using structured (close-ended) questionnaires administered to a broad cross-section of employees at the National Social Security Fund (NSSF) headquarters office in Dar es Salaam. The use of structured questionnaires was appropriate for this study as it allowed for the collection of standardized quantitative data, which facilitated the analysis of the impact of training and development programs on employee performance.

The questionnaire was designed to capture data on key variables identified in the study: training processes, training methods, training resources, and employee performance. Indicators for each variable were operationalized using a 5-point Likert scale to ensure consistency and enable detailed measurement of respondent perceptions. The questionnaire included sections on demographic information, training experiences, and employee performance outcomes. This study adopted and adapted the questionnaire developed by Mwamakula (2024), ensuring that it aligns with the specific objectives and context of NSSF. Modifications were made to customize the instrument for this study, such as incorporating additional indicators relevant to NSSF's training programs and including items specific to the variables in focus in this study.

3.11. [bookmark: _Toc184910848][bookmark: _Toc211845594]Data Processing and Analyses
3.11.1. [bookmark: _Toc184910849][bookmark: _Toc211845595]Data Cleaning Process
Data cleaning is an essential step in ensuring the accuracy, consistency, and reliability of the dataset before analysis. After survey data collection, the dataset was thoroughly examined to address issues such as missing data, outliers, inconsistencies, and normality violations. Missing data was identified by checking for unanswered questions or blank responses. If missing values was less than 5% for any variable, list wise deletion was applied to exclude incomplete records. For variables with higher levels of missing data, imputation methods, such as replacing missing values with the mean or median were used as appropriate.

Outliers were detected using visual methods like boxplots and statistical measures such as z-scores, with thresholds set at ±3 standard deviations. Each identified outlier was carefully assessed to determine whether it resulted from data entry errors or represented a valid extreme value. Erroneous outliers were corrected or excluded, while valid values were retained with proper justification. To ensure consistency, the dataset was reviewed for contradictory or invalid entries, such as implausible age ranges or inconsistent responses. Cross-referencing related responses further verified logical consistency within the dataset.
Normality testing was conducted to confirm whether the data meets the assumptions required for parametric tests. The Shapiro-Wilk test, alongside visual methods such as histograms and Q-Q plots were employed for this purpose. If any variables deviate from normality, appropriate data transformations, including logarithmic and/or square root transformations, were applied. Alternatively, non-parametric tests were considered for analysis when transformations do not resolve the issue. Finally, double entry validation were performed by cross-checking the entered data against the original questionnaires to eliminate any transcription errors. 

3.11.2. [bookmark: _Toc184910850][bookmark: _Toc211845596]Descriptive Statistical Analysis 
Descriptive statistics, including means, standard deviations, and frequency distributions, were used to summarize and describe the demographic characteristics of the respondents characteristics such as age, gender, education level, department and level working experience.

3.11.3. [bookmark: _Toc184910851][bookmark: _Toc211845597]Inferential Statistical Analysis
Inferential statistical analysis employed multiple regression analysis. This statistical method helped to determine the strength and nature of the relationship between dependent variable (employee performance) and dependent variables (training process, training methods and training resources). 
The multiple regression model for this study was formulated as follows:
Y=β0​+β1​X1​+β2​X2​+β3​X3​+ϵ
Where:
Y represents the dependent variable 
β0 is the intercept term.
β1, β2, β3 are the coefficients for each independent variable.
X1, X2, X3 represents the independent variables
ϵ is the error term, accounting for the variability not explained by the model.
To ensure the validity and reliability of the regression results, the following assumptions were tested:
i. Linearity: The relationship between the independent and dependent variables should be linear. This assumption was assessed using scatter plots to confirm a linear pattern.
ii. Independence of Errors: The residuals (error terms) should be independent. This assumption was tested using the Durbin-Watson statistic to detect autocorrelation.
iii. Homoscedasticity: The variance of the residuals should remain constant across all levels of the independent variables. Homoscedasticity was examined through a residuals versus fitted values plot.
iv. Normality of Residuals: The residuals should be approximately normally distributed. This assumption was checked using the Shapiro-Wilk test and a histogram of residuals.
v. Multicollinearity: There should be no high correlation among the independent variables. Variance Inflation Factor (VIF) values were computed, with VIF values greater than 10 indicating problematic multicollinearity.

By ensuring these assumptions are met, the study maintained the accuracy and credibility of the regression analysis in exploring the relationship between training programs and employee performance outcomes.
3.12. [bookmark: _Toc184910852][bookmark: _Toc211845598]Validity and Reliability of the Data
3.12.1. [bookmark: _Toc184910853][bookmark: _Toc211845599]Validity
Validity refers to the extent to which the data collection methods accurately measure what they are intended to measure. In this study, the validity of the survey instruments was ensured through a combination of pre-testing, expert review, and systematic validation techniques. Construct validity was assessed to determine whether the survey items represent the theoretical concepts they aim to measure. The questionnaire was developed based on established frameworks, including Human Capital Theory, and aligned with the study's conceptual framework. During data analysis, factor analysis was conducted to verify whether the items were appropriately load onto their respective constructs, such as training processes, methods, resources, and employee performance, confirming that the survey items effectively captured the intended dimensions.

Content validity was ensured by evaluating the questionnaire's comprehensiveness and relevance through expert review. Professionals in human resource management, training and development, and social security systems assessed the instrument to confirm that all key aspects of the constructs are adequately represented. Their feedback guided the refinements to improve clarity, coverage, and relevance. Additionally, a pre-test was conducted with a small sample of NSSF employees to identify any ambiguities or gaps in the questions, ensuring the instrument fully addresses the research objectives and aligns with the study's scope. Criterion validity was evaluated by comparing the survey results with external standards or criteria. Specifically, concurrent validity was tested by correlating selected survey responses with existing performance data or evaluations available at NSSF, such as internal performance appraisals and training records. Correlation analysis determined the strength of the relationship between survey data and these external benchmarks, with a strong correlation indicating high criterion validity. 

3.12.2. [bookmark: _Toc184910854][bookmark: _Toc211845600]Reliability of the Data
Reliability refers to the consistency and stability of the measurement instruments over time. The reliability of the survey instruments was assessed using Cronbach's alpha to ensure internal consistency. A reliability coefficient (Cronbach's alpha) of 0.78 was obtained. Usually a coefficient of 0.7 or higher is considered acceptable. 

3.13. [bookmark: _Toc184910855][bookmark: _Toc211845601]Ethical Considerations
The researcher adhered to the ethical guidelines of the Open University of Tanzania (OUT) and complied with copyright rules and obligations. Permission were obtained from NSSF to collect data. The researcher avoided bias during data collection and ensured confidentiality of respondents. Data was collected and recorded based on respondents' answers, with no personal identifiers used. Proper acknowledgment of authors and permission for use of information from other studies observed to avoid plagiarism.





[bookmark: _Toc150837447][bookmark: _Toc143321577][bookmark: _Toc176775924][bookmark: _Toc211845602]CHAPTER FOUR
[bookmark: _Toc211845603]FINDINGS AND DISCUSSION OF THE FINDINGS
4.1. [bookmark: _Toc176775925][bookmark: _Toc211845604]Overview
This chapter presents the analysis, presentation, and interpretation of the data collected for this study. The chapter begins by describing the response rate and socio-demographic profile of the respondents, followed by detailed descriptive and inferential analyses that address the study’s specific objectives. Visual representations (tables and figures) are used to illustrate the findings, and narrative summaries interpret these results in relation to the research questions.

4.2. [bookmark: _Toc143321579][bookmark: _Toc150837449][bookmark: _Toc176775926][bookmark: _Toc211845605]Presentation of Findings
4.2.1. [bookmark: _Toc150837450][bookmark: _Toc143321580][bookmark: _Toc148335897][bookmark: _Toc176775927][bookmark: _Toc211845606]Response Rate
A total of 199 questionnaires were distributed to NSSF headquarters employees, achieving a 100% response rate. Table 4.1.1 illustrates the findings on response rate.
[bookmark: _Toc174595120][bookmark: _Toc211325092][bookmark: _Toc211844322][bookmark: _Toc211844323]Table 4.1: Response Rate
	Variables
	Frequency
	Percentage

	Questionnaires distributed 
	199
	100

	Returned
	199
	100

	Missing
	0
	0

	Total
	199
	100


Source: Survey Data (2025)

4.2.2. [bookmark: _Toc150837451][bookmark: _Toc148335898][bookmark: _Toc143321581][bookmark: _Toc176775928][bookmark: _Toc211845607]Socio - Demographic Information of the Respondents
The Socio - demographic information of the respondents refer to the characteristics of individuals who participate in a research study. In this study demographic information collected from the respondents include gender, age, educational level, professional certification, department and experience (tenure of employment) working at NSSF.

The demographic analysis reveals a diverse sample of employees across various characteristics. In terms of gender distribution, 54.8% of the respondents are female, while 45.2% are male. The age of respondents spans from 18 years to above 56 years, with the majority (approximately 39.7%) falling within the 36–46 years age bracket. Educational qualifications vary significantly, ranging from secondary education to PhD levels, reflecting a well-educated workforce. Employees from multiple departments participated in the study, including Administration, Finance, Customer Service, Records Management, and Information Technology (IT), Compliance, Benefits, Legal, Internal Affairs (Audit) and Procuremnt and Investment. Additionally, the respondents possess varying levels of work experience, ranging from newly hired employees to those with over 20 years of service. Table 4.1.2 illustrates the findings on the respondendts’ demographics.








[bookmark: _Toc174595121][bookmark: _Toc211325093][bookmark: _Toc211844324][bookmark: _Toc211844325]Table 4.2: Socio - Demographic Characteristics of the Participants
	Variables
	Categories
	Frequency
	Percentage

	Gender
	Male
	90
	45.2

	
	Female
	109
	54.8

	
	Total
	199
	100.0

	Age
	18-25 years
	16
	8.0

	
	26-35 years
	70
	35.2

	
	36-46 years
	79
	39.7

	
	47-55 years
	27
	13.6

	
	56 years and above
	7
	3.5

	
	Total
	199
	100.0

	Education Level
	Secondary level
	14
	7.0

	
	College level
	58
	29.1

	
	Bachelor’s degree
	97
	48.7

	
	Master’s degree
	20
	10.1

	
	PhD
	10
	5.0

	
	Total
	199
	100.0

	Professional Certification
	No
	143
	71.9

	
	Yes
	56
	28.1

	
	Total
	199
	100.0

	Department
	Administration
	10
	5.0

	
	Finance
	34
	17.1

	
	Customer Service
	28
	14.1

	
	Records Management 
	14
	7.0

	
	IT
	26
	13.1

	
	Compliance 
	35
	17.6

	
	Benefit 
	20
	10.1

	
	Legal
	8
	4.0

	
	Inteernal Affairs (Audit)
	16
	8.0

	
	Procuremnt and Investment 
	8
	4.0

	
	Total
	199
	100.0

	Years of Experince
	Less than 1 year
	15
	7.5

	
	1-3 years
	36
	18.1

	
	4-6 years
	73
	36.7

	
	7-10 years
	44
	22.1

	
	More than 10 years
	31
	15.6

	
	Total
	199
	100.0


Source: Survey Data (2025)

The diversity in gender, age, education, and departmental representation ensured that the study captured insights from a broad spectrum of employees, thereby increasing the generalizability of the findings. The predominance of employees in the 26–45 age group suggests that the workforce is primarily composed of early and mid-career professionals, likely with a balanced perspective on training and development initiatives. The wide range of educational qualifications suited the wide array of operational levels at NSSF and further implied the need  for training programs to be tailored to meet the needs of employees with different academic backgrounds. The inclusion of employees from multiple departments allowed for a more comprehensive assessment of training effectiveness across various functions, ensuring the findings are not biased toward a particular unit. Finally, the variation in work experience ensured viewpoints encorporated from both seasoned professionals and newer employees, offering a holistic understanding of training impact on performance.

4.2.3. [bookmark: _Toc150837456][bookmark: _Toc176775929][bookmark: _Toc211845608]Descriptive Analysis
4.2.3.1. [bookmark: _Toc211845609]Training Process on Employee Perfomance
For the first specific objective, the study sought to examin effect of training processes used on the performance of NSSF employees. Eight (8) statements were used whereas, the respondents were required to rate the statements on a Likert scale (were 1 = strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) based on their level of agreement to the statemements.  Table 4.1.3 illustrates the findings of this objective.
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[bookmark: _Toc211325094][bookmark: _Toc211844326][bookmark: _Toc211844327]Table 4.3: Descriptive Statistics for Responses on Training Process
	Statements
	Likert 5 Scale
	N
	%
	Mean ± SD

	[bookmark: _Hlk159903038]Training needs a systeatically identified before programs are planned		
	Strong Disagree
	13
	6.5
	


3.56 ± 1.237

	
	Disagree
	30
	15.1
	

	
	Neutral 
	47
	23.6
	

	
	Agree
	51
	25.6
	

	
	Strong Agree
	58
	29.1
	

	
	Total
	199
	100.0
	

	Training needs assessment are frequently conducted					
	Strong Disagree
	0
	0.0
	


3.94 ± 1.067

	
	Disagree
	35
	17.6
	

	
	Neutral 
	14
	7.0
	

	
	Agree
	78
	39.2
	

	
	Strong Agree
	72
	36.2
	

	
	Total
	199
	100.0
	

	Training Programs are well aligned with organizational goals				
	Strong Disagree
	0
	0.0
	


3.78 ± 0.719

	
	Disagree
	14
	7.0
	

	
	Neutral 
	36
	18.1
	

	
	Agree
	129
	64.8
	

	
	Strong Agree
	20
	10.1
	

	
	Total
	199
	100.0
	

	Training contents are relevant to employee role					
	Strong Disagree
	0
	0.0
	


4.23 ± 0.592


	
	Disagree
	4
	2.0
	

	
	Neutral 
	5
	2.5
	

	
	Agree
	131
	65.8
	

	
	Strong Agree
	59
	29.6
	

	
	Total
	199
	100.0
	

	The training schedule is adheared to consistently			
	Strong Disagree
	39
	19.6
	


2.92 ± 1.419

	
	Disagree
	57
	28.6
	

	
	Neutral 
	18
	9.0
	

	
	Agree
	51
	25.6
	

	
	Strong Agree
	34
	17.1
	

	
	Total
	199
	100.0
	

	Employees are adequetly involved in the training planning process			
	Strong Disagree
	0
	0.0
	


3.53 ± 1.226

	
	Disagree
	66
	33.2
	

	
	Neutral 
	20
	10.1
	

	
	Agree
	55
	27.6
	

	
	Strong Agree
	58
	29.1
	

	
	Total
	199
	100.0
	

	Mechanisms for post-training evaluation and feedback are in place				
	Strong Disagree
	14
	7.0
	


3.43 ± 1.037

	
	Disagree
	18
	9.0
	

	
	Neutral 
	57
	28.6
	

	
	Agree
	88
	44.2
	

	
	Strong Agree
	22
	11.1
	

	
	Total
	199
	100.0
	

	Ample opportunities are provided to express your saticifaction with the training			
	Strong Disagree
	6
	3.0
	


3.84 ± 1.126

	
	Disagree
	28
	14.1
	

	
	Neutral 
	24
	12.1
	

	
	Agree
	75
	37.7
	

	
	Strong Agree
	66
	33.2
	

	
	Total
	199
	100.0
	

	Aggregate mean score
	3.70 ± 0.689


Source: Survey Data (2025)

The results indicate mixed perceptions regarding the effectiveness of the training process at NSSF. The highest mean score (4.23 ± 0.592) was recorded for the statement on the relevance of training content to employee roles, indicating strong agreement that training content is aligned with job responsibilities. However, adherence to training schedules (2.92 ± 1.419) received the lowest rating, reflecting inconsistency in scheduling and execution. Employee involvement in training planning also had a moderate mean (3.53 ± 1.226), suggesting that many employees feel excluded from decision-making processes related to training. 

The presence of post-training evaluation mechanisms (3.43 ± 1.037) indicates room for improvement in monitoring training effectiveness and implementing feedback mechanisms. The overall aggregate mean score of 3.70 ± 0.689 suggests a generally positive perception, though some areas need improvement. To enhance training effectiveness, the organization should prioritize consistent scheduling, increase employee involvement in planning, and strengthen feedback mechanisms for continuous improvement.

4.2.3.2. [bookmark: _Toc211845610]Training Methods on Employee Perfomance
For the second specific objective, the study sought to examin effect of training methods used on the performance of NSSF employees. Five (5) statements were used whereas, the respondents were required to rate the statements on a Likert scale (were 1 = strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) based on their level of agreement to the statemements.  Table 4.1.4 illustrates the findings of this objective.
[bookmark: _Toc211325095][bookmark: _Toc211844328][bookmark: _Toc211844329]Table 4.4: Descriptive Statistics for Responses on Training Methods
	Statements
	Likert 5 Scale
	N
	%
	Mean ± SD

	A variety of training methods (e.g., workshops, on-the-job training) are used		
	Strong Disagree
	0
	0.0
	


3.92 ± 0.819

	
	Disagree
	13
	6.5
	

	
	Neutral 
	36
	18.1
	

	
	Agree
	104
	52.3
	

	
	Strong Agree
	46
	23.1
	

	
	Total
	199
	100.0
	

	The participatory approach used in trsining sessions enhances learning					
	Strong Disagree
	4
	2.0
	


3.61 ± 1.009

	
	Disagree
	35
	17.6
	

	
	Neutral 
	26
	13.1
	

	
	Agree
	104
	52.3
	

	
	Strong Agree
	30
	15.1
	

	
	Total
	199
	100.0
	

	The training methods used are practical and easy to apply in my role				
	Strong Disagree
	26
	13.1
	


2.99 ± 1.281

	
	Disagree
	61
	30.7
	

	
	Neutral 
	24
	12.1
	

	
	Agree
	64
	32.2
	

	
	Strong Agree
	24
	12.1
	

	
	Total
	199
	100.0
	

	Training methods are tailored to specific needs of employees
	Strong Disagree
	0
	0.0
	


3.82 ± 0.880


	
	Disagree
	4
	2.0
	

	
	Neutral 
	86
	43.2
	

	
	Agree
	51
	25.6
	

	
	Strong Agree
	58
	29.1
	

	
	Total
	199
	100.0
	

	Training methods used facilitate retention and applicability of knowledge learnt
	Strong Disagree
	0
	0.0
	


3.93 ± 1.064


	
	Disagree
	35
	17.6
	

	
	Neutral 
	14
	7.0
	

	
	Agree
	79
	39.7
	

	
	Strong Agree
	71
	35.7
	

	
	Total
	199
	100.0
	

	Aggregate mean score
	3.68 ± 0.479


Source: Survey Data (2025)

The results reveal that the highest mean (3.93 ± 1.064) was for the effectiveness of training methods in facilitating knowledge retention and applicability, highlighting that employees find the training useful for practical implementation. The diversity of training methods (3.92 ± 0.819) also received strong support, indicating that a variety of approaches are utilized effectively. However, the practicality and ease of application of training methods in employees' roles scored the lowest (2.99 ± 1.281), suggesting that some training approaches may not be fully applicable in day-to-day tasks. The participatory nature of training (3.61 ± 1.009) received moderate responses, indicating that while participation is encouraged, there is still room for improvement.

Generally, employees perceive the training methods as effective, with an aggregate mean score of 3.68 ± 0.479. To improve training methods, NSSF should focus on ensuring that training techniques are more directly applicable to employees' work environments and increase hands-on learning opportunities.

4.2.3.3. [bookmark: _Toc211845611]Training Resources on Employee Performance 
[bookmark: _Toc176775930]For the third specific objective, the study sought to examin effect of training resources used on the performance of NSSF employees. Five (5) statements were used whereas, the respondents were required to rate the statements on a Likert scale (were 1 = strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree) based on their level of agreement to the statemements.  Table 4.1.5 illustrates the findings of this objective.




[bookmark: _Toc211325096][bookmark: _Toc211844330][bookmark: _Toc211844331]Table 4.5: Descriptive Statistics for Responses on Training Resources 
	Statements
	Likert 5 Scale
	N
	%
	Mean ± SD

	Training conducted allow access to technological tools (e.g., computers, projectors, software)		
	Strong Disagree
	0
	0.0
	


3.78 ± 0.719

	
	Disagree
	14
	7.0
	

	
	Neutral 
	36
	18.1
	

	
	Agree
	129
	64.8
	

	
	Strong Agree
	20
	10.1
	

	
	Total
	199
	100.0
	

	Trainers are highly skilled and knowledgable 					
	Strong Disagree
	0
	0.0
	


4.23 ± 0.592

	
	Disagree
	4
	2.0
	

	
	Neutral 
	5
	2.5
	

	
	Agree
	131
	65.8
	

	
	Strong Agree
	59
	29.6
	

	
	Total
	199
	100.0
	

	Training materials and contents are relevant and up-to-date				
	Strong Disagree
	39
	19.6
	


2.91 ± 1.421

	
	Disagree
	58
	29.1
	

	
	Neutral 
	17
	8.5
	

	
	Agree
	51
	25.6
	

	
	Strong Agree
	34
	17.1
	

	
	Total
	199
	100.0
	

	Training facilities (e.g., venues, equipment) are sufficient and condusive to learning
	Strong Disagree
	0
	0.0
	


3.51 ± 1.234


	
	Disagree
	68
	34.2
	

	
	Neutral 
	20
	10.1
	

	
	Agree
	53
	26.6
	

	
	Strong Agree
	58
	29.1
	

	
	Total
	199
	100.0
	

	Logistical arrangements (e.g., meals, transportation) support effective participation in training
	Strong Disagree
	0
	0.0
	


3.93 ± 1.064


	
	Disagree
	4
	2.0
	

	
	Neutral 
	86
	43.2
	

	
	Agree
	51
	25.6
	

	
	Strong Agree
	58
	29.1
	

	
	Total
	199
	100.0
	

	Aggregate mean score
	3.65 ± 0.762


Source: Survey Data (2025)

The findings suggest that while some training resources are adequate, others require significant improvements. Trainer expertise received the highest rating (4.23 ± 0.592), indicating that employees highly value the knowledge and skills of trainers. Access to technological tools (3.78 ± 0.719) and the sufficiency of training facilities (3.51 ± 1.234) received moderate ratings, suggesting that while resources are generally available, there is room for enhancement. Training materials and content relevancy scored the lowest (2.91 ± 1.421), indicating dissatisfaction with outdated or insufficient training materials. The aggregate mean score was 3.65 ± 0.892, reflecting a moderately positive perception of training resources. To improve training effectiveness, NSSF should ensure that training materials remain up-to-date, expand access to technological tools, and enhance training facilities to create a conducive learning environment.

4.2.4. [bookmark: _Toc211845612]Regression Analysis
Multiple regression analysis was conducted to determine the impact of the independent variables (training processes, methods, and resources) on the dependent variable (employee performance). The results were as shown in Tables 4.1.6, 4.1.7. and 4.1.8. 

[bookmark: _Toc174595125][bookmark: _Toc211325097][bookmark: _Toc211844332][bookmark: _Toc211844333]Table 4.6: SPSS Output on Coefficients of the Variables
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for β

	
	β
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	
	(Constant)
	.633
	.271
	
	2.334
	.021
	.098
	1.167

	
	Training Process
	.046
	.043
	.048
	1.075
	.284
	-.038
	.130

	
	Training Methods
	.241
	.069
	.174
	3.502
	.001
	.105
	.377

	
	Training Resources
	.602
	.043
	.691
	13.961
	.000
	.517
	.687

	Dependent Variable: Employee Performance


Source: Survey Data (2025)

From the table, regression model is,
Y = 0.633+ 0.456X1 + 0.2412 + 0.602X3 + ϵ
Where;
Y is the dependent variable (Emplyee Performance)
X1, X2, X3 represents the independent variables (Training process, methods and resources)
ϵ is the error term, accounting for the variability not explained by the model.

The coefficients indicated that while training processes did not reach significance (β ≈ 0.046, p > 0.05), both training methods (β ≈ 0.241, p < 0.01) and training resources (β ≈ 0.602, p < 0.001) were significant predictors of employee performance. These findings suggest that the variety and effectiveness of training methods, as well as the availability and quality of training resources, are more strongly associated with improved performance outcomes.

[bookmark: _Toc174595126][bookmark: _Toc211325098][bookmark: _Toc211844334][bookmark: _Toc211844335]Table 4.7: SPSS Output on Model Summary
	Model summary

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

	.788
	.621
	.615
	.412


Source: Survey Data (2025)

From the model summary, the value of R (0.788) is very close to 1, thus indicating a strong positive correlation between the independent variables and the dependent variable. Furthermore, the value of R Square (0.621) impies that approximately 62% of the variability in the dependent variable is accounted for by the independent variables in the model. 
[bookmark: _Toc174595127][bookmark: _Toc211325099][bookmark: _Toc211844336][bookmark: _Toc211844337]Table 4.8: SPSS Output on ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	54.397
	3
	18.132
	106.596
	.000

	Residual
	33.170
	195
	.170
	
	

	Total
	87.568
	198
	
	
	


Source: Survey Data (2025)

From the ANOVA table, the overall model was statistically significant (F = 106.596, p < 0.001), further supporting the significance of the regression. The residuals (unexplained variance) are relatively small compared to the total variance which suggesting that the model fits the data well.

4.3. [bookmark: _Toc150837462][bookmark: _Toc176775933][bookmark: _Toc211845613]Discussion of Findings
4.3.1. [bookmark: _Toc211845614]Training Process on Employee Performance
The findings revealed that while NSSF has established a structured training process, its effectiveness remains moderate. Respondents acknowledged that training needs assessments are conducted and that training plans exist, yet there is a gap in strict adherence to schedules and employee involvement in the planning phase. These findings align with previous studies, such as Mwamakula (2024), who emphasizes that continuous feedback and regular evaluations are crucial for enhancing training effectiveness. Furthermore, the regression analysis indicated a moderate impact of training processes on employee performance, suggesting that while having a structured approach is essential, other factors such as engagement, motivation, and post-training support may play a more significant role. This highlights the need for a more dynamic and inclusive training framework that ensures employee participation in designing and evaluating training programs.
4.3.2. [bookmark: _Toc211845615]Training Methods on Employee Performance
The study found that respondents rated training methods highly in terms of variety and applicability. Interactive approaches, such as workshops, hands-on training, and mentorship programs, were perceived as the most effective. These methods were linked to improved knowledge retention and practical application in daily work activities. The regression analysis confirmed a strong positive relationship between effective training methods and employee performance, aligning with Khamis (2019) and Choy & Sedlacek (2022), who found that interactive and blended learning approaches significantly enhance employee competence. However, some challenges were noted, including resource constraints and the need for customization to fit different job roles. The findings suggest that while effective training methods contribute significantly to employee performance, there is a need for NSSF to explore technology-driven solutions, such as e-learning platforms, to supplement traditional training methods and enhance accessibility.

4.3.3. [bookmark: _Toc211845616]Training Resources on Employee Performance
The availability and quality of training resources emerged as critical determinants of training effectiveness. Respondents acknowledged the expertise of trainers but raised concerns about outdated training materials and inadequate infrastructure. The regression analysis highlighted a significant positive relationship between training resources and employee performance, reinforcing the findings of Gumbo (2018) and Pessa (2023), who argue that resource adequacy is fundamental to successful training outcomes. The study suggests that for NSSF to optimize training outcomes, it must ensure not only that training resources are available but also that they are regularly updated to align with industry best practices. Additionally, equitable distribution of training resources across different branches is essential to minimize disparities and promote uniform employee development.

4.4. [bookmark: _Toc211845617]The Relationship between Theories and Study Findings
The study findings provide strong empirical support for the Human Capital Theory, which posits that investments in training lead to improved employee performance. The significant effects of training methods and resources on employee performance demonstrate that well-structured training programs translate into tangible benefits such as enhanced service delivery, ethical behavior, and increased motivation. However, the relatively weaker impact of training processes suggests that merely having structured procedures is insufficient; continuous evaluation, refinement, and employee involvement are equally vital. These findings contribute to the broader understanding of Human Capital Theory by emphasizing that the effectiveness of training investments depends not only on resource availability but also on implementation quality and strategic alignment with organizational needs.








[bookmark: _Toc176775938][bookmark: _Toc150837464][bookmark: _Toc211845618]CHAPTER FIVE
[bookmark: _Toc211845619]CONCLUSION AND RECOMMENDATIONS
5.1. [bookmark: _Toc176775939][bookmark: _Toc211845620]Overview
[bookmark: _Toc150837466]This chapter synthesizes the key findings of the study, draws conclusions based on the data analysis, and offers recommendations for NSSF, policymakers, and future research. It also provides a critical evaluation of the study, outlining its strengths and limitations.

5.2. [bookmark: _Toc150837467][bookmark: _Toc176775940][bookmark: _Toc211845621]Conclusion
The study assessed the impact of training and development on employee performance at NSSF, focusing on training processes, methods, and resources. The findings indicate that while structured training processes exist, their impact on employee performance is modest compared to training methods and resources. Regression analysis demonstrated that effective training methods and adequate resources significantly enhance employee performance, leading to improved service delivery, ethical behavior, and motivation. These findings reinforce the principles of Human Capital Theory, emphasizing that targeted investments in training yield substantial benefits for both employees and the organization.

5.3. [bookmark: _Toc150837468][bookmark: _Toc176775941][bookmark: _Toc211845622]Recommendations
5.3.1. [bookmark: _Toc176775942][bookmark: _Toc211845623]Recommendations of Study Findings
Based on the findings of this study, the following is recommended from a policy and practical standpoint:
5.3.1.1. [bookmark: _Toc211845624]Recommendation to NSSF Management
i. Enhance Training Methods: NSSF should expand its use of interactive and blended training approaches, such as workshops, simulations, and e-learning, to improve knowledge retention and application. Training should also be tailored to specific departmental roles to maximize relevance and effectiveness.
ii. Improve Training Resources: NSSF should invest in updating training materials, ensuring accessibility to modern technological tools, and upgrading training facilities to provide a conducive learning environment. Additionally, the equitable distribution of training resources across all branches should be prioritized to minimize disparities.
iii. Refine Training Processes: Strengthening feedback mechanisms and conducting regular evaluations to monitor training effectiveness is essential. Employees should be actively involved in the training planning process to ensure their needs are met, and training schedules should be reviewed and updated consistently.

5.3.1.2. [bookmark: _Toc211845625]Recommendation to Policy Makers
To policy makers, this study recommends the following: 
i. Prioritize resource allocation for training and development in the public sector.
ii. Develop national guidelines and policies that encourage continuous improvement and standardization of training programs across public institutions.
iii. Support initiatives that integrate digital tools into training to enhance learning outcomes.

5.3.2. [bookmark: _Toc176775943][bookmark: _Toc211845626]Recommendations for Further Studies
This study recommends the following to future studies:
i. Expanding Research Scope: Future studies should consider including multiple NSSF branches and other public institutions to enhance the generalizability of findings.
ii. Employing a Mixed-Methods Approach: Using both qualitative and quantitative methods would allow for triangulation and deeper insights into training effectiveness.
iii. Exploring Long-Term Effects: Future research should examine the long-term impact of training interventions on employee performance and organizational outcomes to capture more comprehensive insights beyond a cross-sectional perspective.

5.4. [bookmark: _Toc211845627]Limitations of the Study 
i. The study was limited to NSSF headquarters in Dar es Salaam, which may restrict generalizability to other branches.
ii. The quantitative approach relied on self-reported data, which may introduce response bias.
iii. The study focused on training programs implemented within the past five years, potentially overlooking earlier initiatives that may have influenced current performance trends.
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QUESTIONNAIRE
IMPACT OF TRAINING AND DEVELOPMENT ON EMPLOYEE PERFORMANCE AT NSSF
My name is Time Rashid Shaka pursuing Master of Human Resource Management (MHRM) at the Open University of Tanzania (OUT). The aim of this questionnaire is to gather data required for the purpose of research study entitled “Impact of Training and Development on Employee Performance in the National Social Security Fund (NSSF) in Tanzania” which is part of the requirements for the award of Master of Human Resource Management (MHRM) from the University.  
The data you provide will assist the researcher on accomplishment of this study which will provide useful insight to the National Social Security Fund (NSSF), its beneficiaries, the government and other relevant stakeholders on the Impacts of Training and Development on Employees’ Performance.
SECTION A: DEMOGRAPHIC INFORMATION
[Please put a tick [√] in the box that corresponds to your answer for the questions below] 
1. Gender:
Male	Female
2. Age:
18-25	26-35   36-45   46-55   56 and above
3. Education Level:
Secondary Education   Diploma    Bachelor’s Degree    Master’s Degree
PhD   
4. Professional Certification (e.g. CPA, ACCA, etc.):
 Yes
 No
5. Department:
Administration Finance Customer Service Records Management IT Compliance Benefit Legal Internal Affairs (Audit) Procurement and Investment
6. Years of Service:
Less than 1 year    1-3 years   4-6 years   7-10 years   More than 10 years
SECTION B: TRAINING PROCESSES
Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement
1 = Strongly Disagree   2 = Disagree   3 = Neutral    4 = Agree   5 = Strongly Agree
	CODE
	STATEMENTS
	1
	2
	3
	4
	5

	P1
	Training needs are systematically identified before programs are planned.
	
	
	
	
	

	P2
	Training needs assessments are frequently conducted.
	
	
	
	
	

	P3
	Training programs are well-aligned with organizational goals.
	
	
	
	
	

	P4
	Training content are relevant to employee roles.
	
	
	
	
	

	P5
	The training schedule is adhered to consistently.
	
	
	
	
	

	P6
	Employees are adequately involved in the training planning process.
	
	
	
	
	

	P7
	Mechanisms for post-training evaluation and feedback are in place.
	
	
	
	
	

	P8
	Ample opportunities are provided to express your satisfaction with the training
	
	
	
	
	



SECTION C: TRAINING METHODS
Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement
1 = Strongly Disagree   2 = Disagree   3 = Neutral    4 = Agree   5 = Strongly Agree
	CODE
	STATEMENTS
	1
	2
	3
	4
	5

	M1
	A variety of training methods (e.g., workshops, on-the-job training) are used.
	
	
	
	
	

	M2
	The participatory approach used in training sessions enhances learning.
	
	
	
	
	

	M3
	The training methods used are practical and easy to apply in my role.
	
	
	
	
	

	M4
	Training methods are tailored to the specific needs of employees.
	
	
	
	
	

	M5
	Training methods used facilitate retention and applicability of knowledge leant 
	
	
	
	
	



SECTION D: TRAINING RESOURCES
Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement
1 = Strongly Disagree   2 = Disagree   3 = Neutral    4 = Agree   5 = Strongly Agree
	CODE
	STATEMENTS
	1
	2
	3
	4
	5

	R1
	Training conducted allow access to technological tools (e.g., computers, projectors, software).
	
	
	
	
	

	R2
	Trainers are highly skilled and knowledgeable.
	
	
	
	
	

	R3
	Training materials and content are relevant and up to date.
	
	
	
	
	

	R4
	Training facilities (e.g., venues, equipment) are sufficient and conducive to learning.
	
	
	
	
	

	R5
	Logistical arrangements (e.g., meals, transportation) support effective participation in training.
	
	
	
	
	



SECTION E: EMPLOYEE PERFOMANCE
Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement
1 = Strongly Disagree   2 = Disagree   3 = Neutral    4 = Agree   5 = Strongly Agree
	CODE
	STATEMENTS
	1
	2
	3
	4
	5

	P1
	I complete my tasks more efficiently since attending training.
	
	
	
	
	

	P2
	Training has enhanced my ability to deliver high-quality services.
	
	
	
	
	

	P3
	My adherence to ethical standards has improved following training.
	
	
	
	
	

	P4
	I feel more motivated and satisfied in my job due to training.
	
	
	
	
	

















Appendix II: Data collection Letters
Data collection Letter from The Open University of Tanzania
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