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ABSTRACT
The study aimed to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on Julius Nyerere International Airport. Specifically the study aimed: To examine the effect of mentoring on employee performance at JNIA, determine the effect of apprenticeship and the effects of job rotation on employee performance at JNIA. This study was an explanatory research design and the study employed questionnaire as tool for data collection. Quantitative data were analyzed with the help of Statistical Package for Social Sciences, also, the study used inferential analysis, which included correlation coefficient, and multiple regression, to determine the strength between independent variables and the dependent variable of the study. The findings showed that integrating mentoring, apprenticeship and job rotation into on-the-job training programs at JNIA yields substantial benefits employee performance. By investing strategically in mentoring, apprenticeship and job rotation JNIA enhances employee performance.  The study concludes that there is a positive relationship between mentoring, apprenticeship, job rotation and employee performance. Mentoring implementation was found to be significantly associated with employee performance. Similarly, apprenticeship and job rotation showed links to increase in employee performance. The study recommend that management should prioritize creating a supportive environment through mentoring, apprenticeship and job rotation.
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CHAPTER ONE

INTRODUCTION

1.1     Chapter Overview  

This chapter comprises of background information of the study, statement of the problem, objectives of the study, research questions also significance of the study and organization of the study. 
1.2     Background of the Study 

The success and productivity of any organization are significantly influenced by the quality and capability of its workforce. Globally, training and development have been acknowledged as strategic tools that enhance employee performance, innovation, and ultimately, economic development. According to Rahman (2022), well-structured training programs equip employees with the skills and competencies required to perform effectively in dynamic work environments. Afroz (2018) emphasized that trained employees are more knowledgeable, adaptable, and capable of contributing to organizational success. Furthermore, Brahat (2019) noted that higher employee performance is directly linked to increased productivity and improved quality of services, which in turn foster national economic growth through increased exports, GDP growth, and improved living standards. High-performing employees allow organizations to remain competitive, respond to market changes quickly, and attract skilled professionals (Nawarathna, Abeykoon & Harshani, 2021).

Across Africa, many organizations have increasingly recognized the importance of on-the-job training as a mechanism for building workforce capacity and enhancing service delivery. However, the effectiveness of such training programs varies widely due to issues such as limited resources, lack of proper structure, and poor alignment with organizational goals. Enga (2017) observed that training, including methods like mentoring and job rotation, has a measurable impact on employees’ ability to meet customer expectations and improve operational efficiency. Yet, challenges remain in ensuring that training methods are suited to the specific needs of employees and the industries in which they operate. In many African public institutions, training programs are either inconsistently applied or inadequately evaluated, raising concerns about their effectiveness in improving employee performance.

In Tanzania, and particularly within the aviation sector, institutions such as Julius Nyerere International Airport (JNIA) have initiated efforts to implement structured training programs to improve service delivery and operational performance. According to Ngowi (2020), JNIA offers both off-the-job and on-the-job training methods, with the latter including mentoring, apprenticeship, and job rotation. These programs are intended to address skill gaps, enhance employee knowledge, and align with changing customer service expectations. However, despite the implementation of on-the-job training at JNIA, concerns remain regarding its actual impact on employee performance. Nassary (2020) argues that these training programs may be outdated, inadequately supported, or misaligned with strategic objectives. Furthermore, there is insufficient empirical evidence assessing the true effectiveness of on-the-job training methods within the aviation industry in Tanzania, creating a knowledge gap that this study seeks to address.

1.3     Statement of the Problem

Although numerous organizations have invested significantly in on-the-job training programs, questions remain about their actual contribution to enhancing employee performance. At JNIA, mentoring, apprenticeship, and job rotation are commonly used training methods aimed at fostering employee development (Ngowi, 2020). However, current evidence suggests that these interventions may not be effectively addressing the specific skill needs of employees. Nassary (2020) reports that some training programs are not well-structured for adult learners, lack follow-up mechanisms for skill application, and do not always align with organizational goals.

In the Tanzanian aviation sector, particularly at JNIA, there is a growing concern that the current on-the-job training practices may not yield the desired improvements in employee performance. Factors such as inadequate support systems, lack of employee motivation, and misalignment with strategic objectives may hinder training effectiveness. Despite the critical role these programs are expected to play in enhancing service delivery and operational efficiency, there is limited research examining their actual impact in the Tanzanian context. Therefore, this study aims to evaluate the effects of on-the-job training on employee performance at JNIA, focusing on mentoring, apprenticeship, and job rotation.

This study is grounded in the Human Capital Theory (HCT), which posits that investments in employee training and development yield returns through enhanced productivity and performance (Becker, 1964). According to HCT, employees are viewed as assets whose value can be increased through proper education, training, and experience. HCT suggests that mentorship enhances the transfer of institutional knowledge, improves job skills, and supports career development. By aligning new employees with experienced staff, organizations foster continuous learning and build internal human capital. Through structured hands-on learning, apprenticeship programs build specific job-related skills. From an HCT standpoint, these programs enable employees to gain competencies essential for task execution, thereby contributing to organizational efficiency. HCT supports job rotation as a way of broadening employees’ skill sets and improving their understanding of organizational processes. It enhances adaptability, problem-solving ability, and job engagement factors that are positively correlated with improved performance.In line with HCT, this study assumes that effective implementation of on-the-job training through mentoring, apprenticeship, and job rotation will lead to a more skilled and productive workforce at JNIA, ultimately enhancing both individual and organizational performance. The current study addresses the knowledge gap by other researchers specifically by examining the Effects of on the job Training on Employee Performance in JNIA.
1.4    Research Objectives

This study has general and specific objectives

1.4.1    General Objective

The general objective of the study is to examine the effects of on the job training on employee performance in the context of Julius Nyerere International Airport.

1.4.2    Specific Objectives

Specific objectives are shown below
i. To examine the Influence of mentoring on employee performance at Julius Nyerere International Airport

ii. To determine the Influence of the apprenticeship on employee performance at Julius Nyerere International Airport

iii. To examine the Influence of the job rotation on employee performance at Julius Nyerere International Airpor
1.5    The Significance of the Study
The findings of this research may add on the existing literature that can help other interested researchers to formulate related research questions on related issues about training employees. More to that, this research can provide data that may assist government planners, policy makers and implementers in order to come out with proper decisions and policies based on reliable data about training and performance of employees. Moreover, the need of training for International Airports, especially on expansion and improvement in the job has become inevitable. Therefore, the finding of the study provides vital information to management of the Julius Nyerere International Airport

Lastly, the research study is meant to help the researcher to acquire award of Master Degree in human resource management. This is because; it is one of the requirements for the University program

1.6    Scope of the Study

 This study focuses on examining the influence of on-the-job training on employee performance at Julius Nyerere International Airport (JNIA). Specifically, it investigates three key components of on-the-job training: mentoring, apprenticeship, and job rotation, and their respective influence on employees’ performance.The geographical scope is limited to JNIA in Dar es Salaam, Tanzania, and includes only employees and training supervisors who are directly involved or impacted by these training methods. The study does not cover off-the-job training methods, such as classroom instruction or online learning.The time scope of the study covers data collected for the year 2024, using both recent training programs and employee performance records during that period.The content scope focuses on: The relationship between mentoring and employee performance; the influence of apprenticeship programs on job skills and productivity;the influence of job rotation on employee performance.This study is limited to exploring employee performance in terms of task completion, work quality, adaptability, and job satisfaction as a result of the applied on-the-job training methods.
1.7    Organization of the Study
The study is arranged into five chapters. Chapter one deals with the background of the study, research problem, research objectives, research questions, then justification or rationale of the research. Chapter two discusses the details of related literature of the study, theoretical and empirical literature review. It also provides the research gap and conceptual framework. Chapter three focuses on research philosophy/paradigm, research design, methods of data collection, data processing and analysis, measurement of variables, reliability and validity and ethical issues. Chapter four deals with research findings and discusses them. Lastly chapter five deals with summary of findings, conclusions and recommendations.
CHAPTER TWO

LITERATURE REVIEW

2.1    Chapter Overview

This chapter is all about literature review. It starts by conceptual definition, theoretical literature review, empirical literature review, research gap and conceptual framework. Study.

2.2    Conceptual Definitions
2.2.1   Training

Dubashi (1983) defines training as a procedure of improving the knowledge, attitude and skills of employees to attain organization’s objectives. Therefore, training programme should be provided in a systematic way in which the needed knowledge is conveyed, skills are developed and attitudes adjusted to the work situation.

Moreover, Dessler (2005) defines training as the methods used to give employees skills they need to perform their jobs. Thus, in order to ensure institutional growth/ development, any effective manager should have considered training as significant method for his/her workers on carry out their task effectively and proficiently. Armstrong (2012) highlights that “training is the systematic application of formal processes to impart knowledge and help people to acquire the skills necessary for them to perform their jobs satisfactorily”. Therefore, training process should be conducted step by step to ensure the imparting of attitude, knowledge and skills needed by employer which aimed at improving employee’s performance (ibid). 
2.2.2     On-the-Job Training 

On the job training refers to the form of learning that takes place within the actual job environment. It involves acquiring knowledge abilities and skills, especially for performing a specific job effectively. On-The-Job training can include various methods such as mentorship, shadowing, Job rotation, Coaching and apprenticeship (Ngowi, 2020).On-the-job training (OJT) is a practical approach to acquiring new competencies and skills needed for a job in a real, or close to real, working environment. It is often used to learn how to use particular tools or equipment in a live-work practice, simulated, or training environment (Kanapathipillai & Azam, 2020).

On-the-job training is when new employees learn applicable skills for their role while in the workplace. It's a practical training method focused on a hands-on approach in a live or simulated training environment, typically under the guidance of a supervisor or mentor (Yusuf et al., 2023). In the context of this study on the job training refers to all forms of education or transferring of skills to the employee while performing their day to day activities within the organization.

2.2.3    Mentoring

Mentoring is defined as a method of providing guidance and advice to employees in order to advance them in their careers (Kehinde & Nwachukwu, 2017). Mentoring complements on the job training, which is often the most effective way to gain the employees satisfaction, unique skills and expertise that a job holder needs.

A senior or more experienced individual (the mentor) is tasked with serving as a junior or trainee's advisor, counsellor, or guide in the employee training method known as mentoring. The mentor bears the responsibility of offering assistance and evaluations to the individual under their supervision (Kaaya, 2021). Mentoring refers to the act or process of helping and giving advice to a younger or less experienced person, especially in a job or at school (Nassary, 2020).Mentoring is when someone shares their knowledge, skills, and experience with another person to help them to progress (Nama, Daweti, Lourens and Chikukwa, 2022). In the context of the study job mentoring entails assigning a knowledgeable coach to supervise a worker's educational journey. Unlike in on-the-job training, the mentor or coach gives guidance and instruction without carrying out the employee's work (Kaaya, 2021).

2.2.4    Job Rotation 

Job rotation is the process of alternating all employees between different roles regularly so they can learn new skills and gain exposure to different divisions within the firm.  Rotating jobs is another way to break up tedious work (Nassary, 2020).  Job rotation reduces turnover rates, promotes employee flexibility, and helps employees who perform manual labor feel less stressed. In addition to fostering fresh viewpoints and ideas for the company's work, a rotating job environment may also improve worker happiness (Nassary, 2020). Job rotation is a practice of regularly transitioning all employees between different jobs to ensure they gain exposure to various departments of the company while learning and improving their skill sets. Job rotation can also be used to break up monotonous work. Job rotation is the structured interchange of workers between different jobs, requiring workers to rotate between different workstations or jobs at certain time intervals (Yimam, 2022). Rotation is also defined as working at different tasks or in different positions for set periods of time. Job rotation can be also considered as an alternate tool for job designing, that allow employees to know about different jobs skills from different departments, it also eliminate employees fatigue caused due to boring job assignments, these new challenges motivate employees again which also increase employee’s morale to improve output. The challenges faced by the employees in the new assignments can encourage them to gain enthusiasm and improve their morale in the work environment (Jorgensen et al., 2005).In the context of the study, job rotation is when workers systematically swap between jobs within a team or company. 

2.2.5    Apprenticeship 

Apprenticeship during on-the-job training is the best way to improve the particular skills, knowledge and capabilities that an employee needs for a specific task. Most of the organization used employees training to increase the employees’ apprenticeship during their working period. The apprenticeship helps both the employer and employees to gain new skill in their work place.  It motivates the employees to have better attitude toward organization and can produce better products and services. Apprenticeship increased positive work behaviour, reduce turnover and increased punctuality in employees. Furthermore, apprenticeship help in increasing the employee’s loyalty, worker safety and create a versatile working environment and easiness adaption of new technologies.    

2.2.6     Employee Performance 

Employee performance refers to the, efficiency, effectiveness and productivity with which an employee fulfils their job responsibilities within the organization (Shin et al., 2019). Many businesses evaluate the performance of their staff members on an annual or quarterly basis to identify specific areas that require development and to promote continued success in areas where performance is on par with or better than expected (Shin et al., 2019). Employee performance is a condition and an assumption for the performance and success of a company on the market. In order to ensure competitive ability, the quality of human resources, their management, and related measurement and performance assessment are at the forefront of company interest (Gebrehiwot & Elantheraiyan 2023).
According to Nawarathna et al.(2021),employee performance is the result of work in quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him, (Robbins, 2010). In this study, employee performance refers to the ability of employees to continuously fulfil duties and responsibilities in alignment with set forth JNA objectives. 
2.3     Theoretical Literature Review

The Training theories included in this study are linked to finding out what their possible influence could be on those two constructs. The Training theory that is relevant for this research work is the Human Capital Theory.

2.3.1    Human Capital Theory

The study is based on the human capital theory originally proposed by Schultz in 1961 as quoted by Ndongo (2007). Wekhuyi (2014) in her study discussed that using the human capital theory, “Schultz introduced returns on investment which highlight the cost-benefit analysis of education and training.” The theory insists that training raises the productivity of workers by imparting significance knowledge and skills needed by the organization. In fact the expenditures on training are costly still the organization should be considered it as an investment. 

Itika (2021) noted that “Human capital theory changes the equation that training and development are ‘costs the organization should try to minimize’ into training and development as ‘returnable investments’ which should be part of the organizational investment capital,” in line with the above elaboration, human capital viewing employees as an asset that organization should invest in order to exploit the value of employee. The immediate advance of Asian countries in the world during 1970s and 1980s was due to “the high investment in human capital” (Elliott, 1991) as quoted by Itika in his book. Armstrong (2014) adds that, the human capital theory sees the contribution of training as an additional value to the employees and benefit to the organization. In elaboration this concept, the theory concerns “employees are assets then strains that organization should investment in man power that produce worthwhile returns to the organization”.  The difficult appear to these theory is on how to measure key concepts, it’s not obvious to think that all investment in training guarantee improvement in productivity and future income (Wekhuyi, 2014). The theory is applicable in this study as it influences on the job training decisions to employees as a significance element in any organization (Elliot, 1991). By encouraging educational institutes to provide training and education to their staff, this enhances their skills, abilities and attitude which makes them feel that high levels of work performance are feasible. This theory postulates that improvement of skills as a major factor in production events. It looks with no possibility of doubt that social change was likely to be connected with the production of the quality community.

2.4    Relationship between Training and Performance

Different studies show the evidence that there is a strong positive connection between training practice and teacher’s work performance.

Guest (2019) as mentioned in his study that “training and development programs, as one of the vital human resource management practice, positively affects the quality of the worker’s knowledge, skills and capability”, as led to improve workers performance on the organization. Effective training programs add the competencies to professional staff as led to high performance in the organization. 

Wright and Geroy (2021) noted that “It not only improves the overall performance of the employees to perform of the current job but also enhance the knowledge, skills and attitude of the workers necessary for the future job, thus contributing to superior organizational performance”.
2.4.1   Systematic Training Model

According to McKenna and Beech as quoted by Mankin (2009) as they “sets out the process to be used in the task of ensuring that training and development initiatives were successful. It is a step-by-step process”. The organization set out the strategy and policy to be used in training and development activities to ensure the quality performance of the employees, still training process is significance to ensure the success. Thus training itself is a process as summarized hereunder:

First, deciding on the organization’s approach towards training at the most basic level. For example, does the organization hope to recruit staff that is already appropriately qualified for the job? Or does the organization want to make a significant investment in training?” (Mankin, 2009).

Second, training policy and strategy as the second step which should be developed effectively by the organization before practice training programme.

Third, identifying training needs, here the manager/administrator were involved and accountable in the process of identified, and examined the organization’s training needs in order to deliver the foundation for the professional training programme.

Fourth, planning and designing. “This involves deciding on how and when the training will be delivered, setting budgets, deciding on training objectives, writing the content and designing evaluation methods” (karawa, 2009).

Fifthy, implementing the training. In this step both trainer experts and line management co-workers were involved.

Sixth evaluation: as the final step where the process of reviewing the outcomes of the intended training programme were done for the purpose of improving the planning process. It’s measure the successful or unsuccessful of the training programme offered to targeted employees.

The study applied the systematic training model as it insists that, organization should take measures before set up the professional training programme. The model claim that, the failure of any training programme were the results of skip follow-up the whole training process. 
2.5      Empirical Literature Review 

2.5.1    The Influence of Mentoring on Employee Performance 

Mentoring  is  a  method  of  providing  guidance  and  advice  to  employees  in  order  to  advance them  in  their  careers (Kehinde,  & Nwachukwu, 2017). Mentoring complements on the job training, which is often the most effective way  to  gain the  employees  satisfaction,  unique  skills  and  expertise  that  a  job  holder  needs. Mentoring  also  supplements  formal  training  by  providing  employees  with  individual  advice  from seasoned managers who are “wise” in the ways of the organization (Lee & del Carmen Montiel, 2011; Murphy,  2011). Mentoring can help with succession planning and employees’ satisfaction, but the quality  of  the  relationship  and  the  willingness  of  the  seniors  to  trainer  determine  its  effectiveness. Mentoring has the disadvantage of diverting time away from senior management; however, because the  role  is  demanding  and  complex,  and  requires  excellent  interpersonal  skills,  it  is  important  that mentors  receive  training (O'Mally  &  Antonelli,  2016; Salami,  2010).  Therefore, on  the  basis  of  the above discussion it is hypothesized that

H1: There is a positive relationship between mentorship and employee’s performance at JNIA.
2.5.2     The Influence of Job Rotation on Employee Performance

Kanapathipillai and Azam (2020) aimed to discover if training impacts job performance and job satisfaction which are two crucial variables that leads to the telecommunication company’s survival and growth in Malaysia. The survey procedure was used to develop a thorough profile, which is gathered from 316 out of 500 formal standardized questionnaires sent to employees at three major telecommunication companies in Malaysia. This research utilized the quantitative methods to produce empirical outcomes and substantiations that answer the research questions. The analysis shows that training is statistically significant and has a strong relationship with job performance and job satisfaction. The hypothesis depicted that training programs conducted in the telecommunication companies have a significant relationship with job performance and job satisfaction of the employees. Thus, the findings of this study could aid as an example to other companies in Malaysia to not take granted of the impact of training on job performance and job satisfaction. By undertaking continuous training, companies could rise against the current economic problems caused by the Covid-19 pandemic and continue to survive and flourish as well as maintain its competitive strength.

Yimam (2022), assessed and investigated the impact of training on employees’ performance in the technology focused academic institution. This study used a quantitative approach and the cross-sectional survey was used to collect data from a sample population of administrative employees of Bahir Dar University, Ethiopia who took training in 2019 chosen by simple random sampling. 316 questionnaires were distributed and collected for the study. Data were analyzed using both descriptive and inferential statistics. Results showed that training design, training needs assessment, training delivery style and training evaluation have significant positive effect on employees’ performance. Finally, the study recommended that human resource management should engage in increasing the qualities and quantities of the training program and properly apply the four phases of the systematic training processes to increase the performance of administrative employees of Bahir Dar University, especially the technology institutions.

Ngowi (2020) involved making an evaluation of employees training programme in improving work efficiency focusing on the Tanzania Electric Supply Company Ltd (TANESCO) as the case study. The samples of 92 employees were determined using non-probability sampling technique. The primary data was gathered by administering closed ended questionnaire and data analysis adopted quantitative method with the aid of descriptive statistics and SPSS program version 20. The finding results indicated that the planned factors specifically desire to move into new technology or enter into new businesses were the most influential factors of employees training in the company followed by unplanned factors specifically preparing employees for replacement of the resigned, died or ill employee and an anticipated factor such as expected retirement of jobholders and foreseeable change of technology. The on-the-job training method was common in training employees of the company specifically using job instructions and orientation. Effects of training on employees’ efficiency included equipping employees with knowledge, skills and abilities needed to meet deadlines and exposing employees into new ways or best practices of accomplishing work timely. Therefore, the researcher recommends that in order the company to improve efficiency of employees specifically in the provision of the timely services to clients, the training programmes must be devised by including customer service courses into training programmes. Because of inconclusive findings of authors, the following hypothesis is developed: 

H2: Job rotation has positive effects on employee job performance at JNIA
2.5.3     The Influence of Apprenticeship on Employee Job Performance
Apprenticeship during on-the-job training is the best way to improve the particular skills, knowledge and capabilities that an employee needs for a specific task. Most of the organization used employees training to increase the employees’ apprenticeship during their working period. The apprenticeship helps both the employer and employees to gain new skill in their   work   place.  It motivates the employees to have better attitude toward organization and can produce better products and services. Apprenticeship increased positive work behaviour, reduce turnover and increased punctuality in employees. Furthermore, apprenticeship help in increasing the employee’s loyalty, worker safety and create a versatile working environment and easiness adaption of new technologies.    On-the-job training helps an inexperienced or new worker in learning new or updating the existing   skills, knowledge, capabilities and abilities and try to imitate their behaviors in the workplace. On-the-job.

Tukunimulongo (2016) investigated on the effect of on-the job training on employee performance in Kenya using a case of Mumias Sugar Company Limited. The objectives of the study were: To establish the effect of on-the-job-training to employee’s performance at Mumias Sugar Company Limited, to establish the effect of on-the-job-training to employees’ task requirement at Mumias Sugar Company Limited and lastly to establish the effect of on-the-job training to the employees’ satisfaction. This study adopted a descriptive research design. The target population for the study was 115 employees where a sample size of 90 was selected using. Data was derived through questionnaires distributed to selected employees as well as the finance and human resource managers. The study findings show that on-the-job-training programmes are more likely to enhance employee capability. There was a significant direct relationship between on-the-job training maintained by the firm and employee task requirements. The study recommends that organizations should come up with on-the-job-training programmes that enhance employee efficiency and performance, that will make the employee to love the job he/she is undertaking hence providing employee satisfaction services which intend to increase profitability in the organization.

 In Taiwan, Lin and Hsu (2017) investigated on impact of on-the-job training on job performance of employees in a catering industry. This multiple case study's objective was to investigate the managerial techniques employed by small business owners to retain and inspire salespeople in order to boost earnings. Four Texas small business owners who had effectively used employee retention and motivational tactics made up the study's sample. Semi-structured interviews and other sources, such as business websites and social media pages, were used to gather the data. The results demonstrated that small business owners employ techniques to retain and inspire sales representatives in order to boost company revenues. The research findings showed significant positive impact of on-the-job training on work achievement, work behaviour, and employee personality. Results further exposed that on-the-job training boosts teamwork spirit and reduces employee’s turnover.

Document review was used to acquire secondary data. Thus, meeting minutes, current policies, plans, and reports, as well as other official documents relevant to employee training discovered in the research region, were analysed. Content analysis was used to analyse qualitative data. The questionnaire data was statistically analysed using descriptive and inferential statistics given by SPSS. To explain findings, descriptive statistics were employed to show frequencies and percentages while inferential statistics were employed to show the relationship between variables of the study via regression and correlation analysis.
Farooq and Khan (2011), in there study did the empirical research on the “impact of on the job training on employee performance” through different related literature, the study shows that there positive correlation between on the job training and employee performance as r=.233. The findings show that “it is not possible for the firm to gain higher returns without best utilization of its human resource”, and this can be done if the organization is able to meet its staff/employee’s needs.Because of contradictions on the findings and led by the theory, the following hypothesis was formulated”
H2: Apprenticeship has positive effects on Employee Job Performance at Julius Nyerere International airport 
2.5.4     Empirical Literature Review on Training and Employee Performance – Africa

In a study done by Nyakundi (2022) on Factors affecting teacher motivation in public secondary schools in Thika West District, Kiambu County, he found that, “the performance of a given schools depends entirely on the teacher‘s effort and if that a given teacher is unhappy with his/her job, he/she will not put emphasis into his/her teaching”. Still training employees in many organization help to rise competitive advantage as the more the training offered to employees the high efficiency of performing to the job, thus one of the requirements in employment opportunity is experienced teacher (Nyakundi, 2012).

 Rodgers- Jenkinson and Chapman (2021) conducted a study to study investigate whether the loss of experienced teachers hurts the quality of instruction and drives up the costs of recruiting and training new teachers”. Thus the organization should looks forward on experienced one than recruiting new or fresh stuff from college, as it will cost the firms as they required a series of training which cost the organization. Not only that but also consuming time as the employees spend most of their time in learning and acquire needed knowledge than performing the job. In this study the author show the weakness through his views that, see training as the cost things to invest in the organization, as assume that all employee in this world were experienced one and no needs of invests on training.

2.6      Research Gap

The reviewed literature from the previous studies has contributed much knowledge in understanding the situation of teacher’s training in Tanzania and outside Tanzania.  Among those studies were Wanyoike and Onyango (2024) on “Effects of Training on Employee Performance.” in Kenya, also Nassazi (2023) on “Effects of Training on Employee Performance” in Uganda. Both of these studies managed to assess the effects of training in improving employee performance but unfortunately they didn’t clarify clearly the contribution made by well-planned and systematic on the job training programme in improving employee performance at Airport authorities and ultimate organization performance. Therefore, this study is highly focused on fulfilling that gap, but more specifically on JNA in Dar es salaam Region. 

2.7     Conceptual Framework

According to Fisher (2010) conceptual framework is a map that draws together the concepts that researcher used to guide their study and suggest how they are related. Adds that, training “is a critical process, which seeks to improve the work performance of workers in the organization”. The conceptual framework illustrates the interrelationships between JKNA, training programmes and their competence in managing their work performance.


      Independent variables                                                   Dependent variables
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   Figure 2.1: Conceptual Framework 

    Source: Author from synthesize of Literature (2025).
2.8      Research Hypotheses

i. Mentorship has significant positive influence on employee performance at Julius Nyerere International Airport

ii. Apprenticeship has significant positive influence on employee performance at Julius Nyerere International Airport

iii. Job rotation has significant positive influence on employee performance at Julius Nyerere International Airport

CHAPTER THREE

RESEARCH METHODOLOGY

3.1     Chapter Overview 

The chapter includes research philosophy, research design, area of the study, target population, sampling procedure and sampling size, data collection methods, research tools, validity and reliability of research tools, and data analysis of data as well as ethical considerations.

3.2      Research Philosophy

According to Creswell (2014) research philosophy refers to the assumptions and beliefs about the nature of reality and knowledge that guide the research process. There are several research philosophies including pragmatism, positivism, realism, interpretivism. This study used positivism philosophy. This is because positivist philosophy suggests a more objective and measurable approach to understanding reality. This aligns well with examining the effects of on the job training programs on employee performance, which is measured quantitatively through performance metrics such as efficiency, productivity, quality of work, adaptability, team collaboration, and time management

3.3      Research Design

Research design is the technique selected to combine various components of the study in a consistent and logical manner (Kothari, 2018). Explanatory research design was employed. Explanatory design involves collecting data which allows the researchers to examine relationships between variables at a specific moment. This design enabled the researcher to gather data on employees' performance and their participation in various training programs.
3.4      Research Approach

Saunders et al. (2016) posits that the research approach is the broad strategy used to collect and analyze data. This study used a quantitative research approach as it involves collecting numerical data through questionnaires to measure the impact of training on employee performance. A quantitative approach helps a researcher in statistical analysis to examine the strength and direction of the relationships between effects of training programs on employee performance.
3.5      Study Area

The study area refers to the geographical location or organizational setting where the research is conducted (Creswell, 2014). In this study, the study area specifically pertains to Julius Nyerere International Airport (JNIA) in Dar es Salaam, Tanzania. JNIA is the largest Airports in Tanzania employing a substantial number of staff and having different cadres. Each of its departments needs to consider training its staff to acquire skills required for efficient work performance. Being the largest airport, the researcher expected to get ample data at JNIA as compared to other airports like Kilimanjaro International Airports (KIA) and other airports.

3.6 Target Population (2012) target population is the total population about which information is required. In this study, the target population was 330 employees of JNIA in Dar es Salaam that are administrative officers, operational officers and managerial officers (JNIA, 2024). This group represents the focal point for research inquiry, where findings are applicable and generalization.

3.6      Sample Size and Sample Techniques 

Kothari (2012) defined sampling as the process of selecting a group of people, events, behaviors or other elements.The researcher used the following sampling techniques.

3.6.1     Stratified Random Sampling

A stratified random sampling technique was employed.  This is because JNIA comprises various cadres of employees with distinct roles, responsibilities, and characteristics. These cadres include administrative staff and operational staff. By using a stratified sampling technique, the researcher ensured that each cadre is represented proportionately in the sample.

3.6.2     Simple Random Sampling

This research employed a simple random sampling technique to select members from each stratum. Simple random sampling was used because all operational staff within a research population (air aviation staff) had an equal chance of being selected. Two strata was employed in this study,that is operational officers and administrative officers. The research used paper tags, one written YES and another written NO and each member was asked to pick a tag. Those who selected YES were included in a sample.
3.6.3     Sample Size 

Sampling size refers to the number of participants included in the study. The sample size for this study was determined using Yamane's formula (Yamane, 1967), which is commonly employed to calculate sample sizes in research. With a population size of employees within the JNIA in Dar es Salaam, a sample of 181 individuals was selected where 18 respondents included administrative and operational staff.

n=[image: image2.png]N
1+N(e)2




Where: n is the sample size, N is the population size, e is the desired margin of error (expressed as a decimal). In this case, you want to calculate the sample size (n) using the Yamane formula, given a population (N) of 330 and a margin of error (e) of 0.05

n=  330/(1+330(0.05)2

n =   330/1.825

n = 180.82

​n ≈ 181

So, the calculated sample size using the Yamane formula is approximately 181, the suggested sample size was 181 for a population of 330 with a 5% margin of error.

Table 3. 1:    Sampling Distribution
	S/N
	Categories of respondents 
	Population
	Sample size 
	Sampling Technique

	1
	Operational staff
	201
	110
	Simple random sampling

	2
	Administrative staff
	129
	71
	Simple random sampling

	 
	TOTAL
	330
	181
	 


Sources: JNIA report (2024) and researcher computation
3.7     Data Collection Methods

The source of data collection refers to where the data for the study are obtained (Bryman, 2016). Data was collected using primary data collection method. 

3.8     Data Collection Tools

The research tool is the tool used to collect data (Bryman, 2016). One research instrument was which was a structured questionnaire. A structured questionnaire was developed to measure employee performance across relevant areas (productivity, efficiency, quality). Questionnaires was designed by including Likert scale questions to measure the effects of mentoring, job rotation and apprenticeship on employee performance at JNIA. The questionnaire was self-administered to respondents with aim to provide a practical and efficient means of collecting data. To ensure comprehensive participation in the questionnaire process, the researcher adopted a modern and efficient approach by designing the questionnaire through the Kobo toolbox system. Each participant received a personalized link to the questionnaire, accessible through their mobile phones, facilitating a streamlined and convenient data collection process. This approach offered several compelling advantages, participants were able to access and complete the questionnaire at any time and place, using their preferred mobile device. This flexibility promoted a greater response rate and eliminated geographical barriers (Nkuba, 2023). 

3.9     Validity and Reliability

3.9.1
Validity

This study ensured validity through rigorous expert evaluation of the research instruments. To achieve content validity, the researcher engaged specialists in human resource management and research supervisors to review and provide feedback on the survey questionnaires. These experts assessed whether the tools effectively measure the constructs of training among employees in Tanzania and suggest any necessary modifications (Creswell & Creswell, 2018). The feedback was used to refine the instruments, enhancing their relevance and accuracy. This expert validation process bolstered the study's overall validity by ensuring that the data collection tools are well-aligned with the study's objectives and capable of capturing the intended information accurately (Facey et al., 2016). 

3.9.2    Reliability

Reliability in this study was ensured through various strategies to maintain consistency and dependability in the data collection process. The researcher utilized Cronbach’s alpha to evaluate the internal consistency of the questionnaire items, aiming for a reliability coefficient of 0.70 or higher to confirm that the items are measuring the same underlying construct (Tavakol & Dennick, 2011). Additionally, the study employ test-retest procedures by administering the instruments to a subset of respondents at two different times, allowing for a comparison of results to assess stability (Field, 2013).

The reliability test results presented in Table 3.2 indicate that the variables in this study exhibit high reliability as measured by Cronbach's Alpha. Cronbach's Alpha values assess the internal consistency of the scale, with higher values indicating more reliable measures.

For Mentoring, the Cronbach's Alpha is 0.891, which is considered excellent, demonstrating a very high level of internal consistency and reliability in the items related to on-the-job training. Similarly, for job rotation, the Cronbach's Alpha is 0.885, also indicating high reliability and consistency in the items related to job rotation.The apprenticeship variable has a Cronbach's Alpha of 0.787, which is still considered acceptable and demonstrates good reliability, though slightly lower than the training variables.

For employee performance, the Cronbach's Alpha is 0.894, reflecting excellent internal consistency and a high level of reliability in measuring employee performance.

Overall, the Cronbach's Alpha values for all variables in this study are above the commonly accepted threshold of 0.70, indicating high reliability in the scales used to measure mentoring implementation, job rotation, apprenticeship, and employee performance. This suggests that the instruments used in the study are consistently measuring the intended constructs and the results are reliable for analysis.
Table 3.2:  Reliability Test Results

	Variable 
	Number of Items
	Cronbach Alpha

	Mentorship 
	5
	0.891

	Job rotation
	5
	0.885

	Apprenticeship
	5
	0.787

	Employee performance
	5
	0.894


Source: Field Data, (2025)

3.10    Variable and Measurement Procedures

Measurement refers to the expression of variable into numbers; measurements adopted in this study are categories into
3.10.1    Nominal Scale 

A nominal scale is a measurement of scale, in which numbers serve as “labels” or “tags” only, aim to identify or classify an object Afroz (2018). In this study nominal scale was used for identifying and categorizing gender of the respondents whereby categorized as male = 1 and female = 2, study employed these two measurements of scale because study included both male and female respondents, the researcher identified respondents according to their gender.

3.10.2    Ordinal Scale

Ordinal scale involves rank events in order numbers assigned preserve the order relationship (rank) and the ability to distinguish between elements according to a single attribute and element. Saunders et al., (2019) ordinal numbers are assigned to the order, such as first, second and third and so on, under this dissertation study a Likert scale of 1 up to 5 used, where 1=strongly disagree, 2=disagree, 3=neutral,4=agree and 5=strongly agree these Likert scale employed so as to influence respondents to contribute their view.

 Thus, this study used both nominal scale and ordinal scale.

3.3: Variable and Measurement

	Variables
	Indicator
	Sources
	Measurement

	Mentoring 
	· Create a safe and Supportive environment

· Trust and mutual respect

· Knowledge 

·  Experience
	Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023),
	Ordinal Scale-Likert Scale 

	Job Rotation 


	· Enrich the employee experience

· Job enlargement

· Job enrichment

· Personal strengths and qualifications
	Marijani et al., (2023), Ngowi (2020), Gebrehiwot & Elantheraiyan (2023),
	Ordinal Scale-Likert Scale

	Apprenticeship 


	· The right questions

· Listening

· Encouraging self-discovery

· Challenging staff to learn and achieve
	Nmadu et al., (2021), Mvuyisi & Mbukanma (2023), Ali et al., (2018),
	Ordinal Scale-Likert Scale

	Employee performance
	· Employee productivity 

· Targets achievement

· Service delivery 

· Accomplishment of tasks on time
	Mbukanma (2023), Ali et al., (2018), Shin et al., (2019), Nawarathna et al., (2021).
	Ordinal Scale-Likert Scale


Source: Compilation by Researcher (2025)

3.11    Data Analysis

Data analysis involves organizing, summarizing, and interpreting the collected data to conclude the research objectives (Hair et al., 2019). Quantitative data analysis techniques, such as descriptive statistics, and regression analysis, were used to examine the relationships between on the job training programs and employees' performance. Specifically, multiple regression analysis was utilized to examine how mentoring, job rotation and apprenticeships contribute to employees' performance. This statistical technique allows for the identification of significant predictors and their respective influence on performance outcomes, thus providing insights into the relative importance of different types of training programs (Hair et al., 2019).

3.12    Multiple Linear Regression Model

The inferential analysis employed a multiple linear regression to establish a statistically significant level between independent variables (mentoring, job rotation and apprenticeship) and dependent variable (employee performance). The p-value≤0.05 was used to measure the significance level of association between independent variables and dependent variable. 

The Multiple Linear Regression is specified as follows:
Y = a + b1X1 + b2X2 + b3X3 + e
Y = Dependent variable (employee performance)
a = Y intercept, where the regression line crosses the Y axis
b1 = the partial slope for X1 on Y 
X1 = mentoring
X2 = job rotation
X3 = apprenticeship

3.13    Assumptions of Multiple Linear Regression Model

The regression model is determined to hold true if the following assumptions are met in concerning the objective (Kothari, 2014). 

3.13.1     Linearity and Normality Test

Linear regression needs linear relationship between the independent and dependent variables. If the two variables are not linear, the results of the regression analysis under-estimates the true relationship (Greene, 2010). Therefore, in this study, linearity was tested and determined by using scatter plots, in which the dependent variable is on the y-axis while independent variables on the x-axis. Moreover, linearity is normally observed when the graph has a linear distribution observation. 

3.13.2     Multicollinearity Test

Multicollinearity occurs when the independent variables are not independent of each other. Therefore, in this study, multicollinearity was tested by using Variance Inflation Factor (VIF) and the level of Tolerance (Mondal and Mondal, 2018).  However, the level of tolerance was set from 0 to 1. The formula for measuring VIF is VIF=1/(1-R2). Multicollinearity is possible in the model when R>= +-0.9; Where R squared is the coefficient of determination.

3.13.3     Homoscedasticity Test
The model assumes that the error terms along regression are equal. Slight heteroscedasticity has little effect on significance tests, however, when heteroscedasticity is marked it can lead to serious distortion of findings and seriously weaken the analysis thus increasing the possibility of a type 1 error (Greene, 2010). Therefore, in this study homoscedasticity was checked by using the plots of standardized values predicted by model against the standardized residuals observed. The assumption was to be met if the plot have a random array of plots (absence of funnel shape).

3.14     Ethical Considerations

Research ethics refer to the identification of the certain norms and standards of behavior that researchers are expected to follow (Kothari, 2018).  Ethical considerations in this study encompass obtaining informed consent, maintaining confidentiality, minimizing risks, and ensuring integrity. The researcher obtained permissions from directorate of Postgraduate Studies of Open University of Tanzania and onother from JNIA was secured. A detailed consent form was provided to participants, emphasizing confidentiality, rights, and withdrawal options. Data were securely stored and anonymized for privacy protection, upholding ethical standards throughout the research process.To avoid plagiarism each source of data was cited.

CHAPTER FOUR

FINDINGS, ANALYSIS AND DISCUSSION

4.1     Chapter Overview

This chapter covers the findings of the study obtained from the field through the selected respondents for the study. The chapter consists of findings from demographic characteristics of the respondents, findings from research specific objectives and then end up with the discussion of findings. 

4.2     Response Rate 

The study involved 171 respondents of JNIA out of sample size of 181 respondents, achieving a complete participation rate of 94.5%. As noted by Mugenda and Mugenda (2020), a 70% response rate is ideal for statistical analysis as it ensures comprehensive and representative data. This participation rate may be attributed to several factors, including the study’s relevance to employees, which likely motivated their active involvement. Moreover, the researchers’ use of effective communication and engagement strategies, along with possible support from management, likely encouraged full participation. Additionally, the simplicity and efficiency of the data collection process played a crucial role in maximizing the response rate, ensuring that the findings accurately reflect the views and experiences of the entire population within JNIA 
4.3     Demographic Characteristics of Respondents

The demographic characteristics of the respondents assessed by the study include age, gender, educational level and user experience. The descriptions of respondents’ demographic characteristics are in sections 4.3.1, 4.3.2, 4.3.3 and 4.3.4.

4.3.1     Gender Distribution of the Respondents

Table 4.1 presents the gender distribution of respondents in JNIA, revealing that the majority are female 89 (52.1%), while males constitute 82 (47.9%. This gender imbalance indicates a higher representation of women within the workforce, which may be attributed to recruitment policies, gender mainstreaming efforts, or the nature of roles within the aviation industry. The predominance of female employees suggests that training and development programs should be designed to be gender-sensitive and inclusive, ensuring equitable access and relevance to both male and female staff. Additionally, understanding this gender distribution is crucial for assessing employee performance since factors influencing performance, motivation, satisfaction, and productivity may vary across genders. Therefore, addressing gender-specific needs in training initiatives could enhance overall performance within JNIA.

4.3.2     Age of the Respondents

Table 4.1 shows the age distribution of respondents within JNIA, indicating that the majority 55 (32.4%) are between 31 and 40 years, followed by 51 (29.7%) aged 21 to 30 years, and 34 (20%) aged 41 to 50 years, 9 95.55) above 60 years and lastly 5 (2.7%) below 21 years. This age distribution suggests a relatively youthful workforce, with nearly half of the respondents falling within the early stages of their professional careers. The considerable representation of middle-aged employees also reflects a balanced mix of experience and youthful energy within the council. The lower proportion of respondents above 60 years may indicate a transition towards a younger workforce or recent retirements. These findings have important implications for training initiatives in JNIA. Since a significant portion of the workforce is young, training programs focusing on skill enhancement, career growth, and professional development could be particularly effective in improving overall employee performance. Additionally, ensuring inclusivity by tailoring training approaches to suit different age groups can enhance learning outcomes and productivity across the air aviation company.
4.3.3     Education Level Distribution of the Respondents

Table 4.1 shows the results regarding the educational level of respondents in JNIA. The largest group consists of individuals with a Bachelor's degree 66 (38.8%), followed by those holding a Diploma 50 (28.9%), Master degree 26 (15.3%),a Certificate 18 (10.4%), and a smaller proportion with PhD qualifications 11 (6.6%). This educational profile indicates that the majority of the workforce possesses a higher education level, which may suggest a relatively skilled and knowledgeable staff base, with significant expertise at the Bachelor's level. The presence of employees with varying educational qualifications highlights the need for training programs that can cater to different levels of knowledge and skills. For instance, employees with certificates or diplomas may benefit more from foundational training, while those with Bachelor's or postgraduate degrees could engage in more advanced professional development. Tailoring the training to accommodate these different educational backgrounds could enhance the effectiveness of the programs and improve employee performance across the council.

4.3.4     Experience  of the Respondents

Table 4.1 presents the distribution of working experience among the respondents in JNIA. A significant portion of the workforce 93 (54.1%) has 6-10 years of experience, followed by 25 (14.6%) with 11 to 15 years of experience, 37 (21.6%) with 5 years and less while 16 (9.7%) had experience of more than 15 years. This distribution suggests that the majority of employees are relatively experienced, with nearly half of the respondents having over five years of service. This experience likely translates into a deeper understanding of their roles and the organization's operations, which may influence their performance and learning needs. For employees with less than five year of experience, targeted induction and introductory training could be vital for effective integration and skill development. Meanwhile, employees with 6 years and above may benefit more from advanced training or leadership development programs to enhance their existing expertise. The experience levels reflected in the data suggest the need for a comprehensive training approach that accommodates both new employees and those with substantial tenure.
Table 4.1: Demographic Characteristics of the Respondents

	Variable
	Option
	Frequency
	Percent

	 Gender
	Male
	82
	47.9

	
	Female
	89
	52.1

	
	Total
	171
	100

	Age
	Below 21 years
	5
	2.7

	
	21-30
	51
	29.7

	
	31-40
	55
	32.4

	
	41-50
	34
	20

	
	51-60
	17
	9.7

	
	Above 60 years
	9
	5.5

	
	Total
	171
	100

	Educational Level
	Certificate
	18
	10.4

	
	Diploma
	50
	28.9

	
	Bachelor Degree
	66
	38.8

	
	Master degree 
	26
	15.3

	
	Phd
	11
	6.6

	
	Total
	171
	100

	Service user experience
	 5 years and less
	37
	21.6

	
	6-10 years
	93
	54.1

	
	11-15 years
	25
	14.6

	
	More than 15 years
	16
	9.7

	
	Total
	171
	100


Source: Field data (2025)
4.4      Descriptive Statistics Results

4.4.1    Descriptive Statistics Results for Mentoring Implementation at JNIA

The results from the descriptive statistics for Mentoring at JNIA reveal varying levels of responses to different aspects of the training. The highest score was for the statement "Creating a safe and supportive environment is essential in mentoring employee performance," with a mean of 4.1158 and a standard deviation of .82337, indicating that respondents generally found the training content highly relevant to their roles. This suggests that the training provided aligns well with employees' job functions, potentially enhancing its impact on performance.

Next, the statement "Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance " had a high mean score of 4.1474 with a standard deviation of .98896, which indicates that a significant portion of employees perceived improvements in their performance as a result of the on-job training. This is an encouraging sign, suggesting that the training is having a positive impact on employees' actual job performance.

In terms of satisfaction, the statement "Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance" received a mean score of 3.8842 with a standard deviation of 1.20162, reflecting that most employees feel their skills have enhanced as a result of the training. This suggests that the mentoring contributes to skill development, though some variability in responses indicates that the extent of improvement may differ across individuals.

The statement "Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization" yielded a mean of 3.8000 with a standard deviation of 1.03759, indicating general satisfaction with the training's effectiveness, although there is some room for improvement in its perceived effectiveness.

The statement "Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs" had the lowest mean score of 3.2105 with a standard deviation of 1.40587, suggesting that while employees recognize the value of the training, there may be challenges in translating the learned skills into practical application in their daily tasks.

The overall mean for the mentoring at JNIA is 3.8316, which indicates that, on average, employees are moderately satisfied with the training's relevance, impact, and effectiveness. However, there are areas for improvement, particularly in the application of training to tasks and ensuring all employees fully benefit from the training.

These findings have important implications for employee performance. The generally positive response, particularly regarding the relevance of training content and observable improvements in performance, suggests that mentoring can play a significant role in enhancing employees' skills and job efficiency. However, addressing the challenges related to applying training learning and increasing satisfaction with the training's effectiveness could further boost its impact, leading to higher employee performance and overall productivity in the aviation industry.

Table 4.2   Descriptive Statistics for Mentoring at JNIA 
	Statement
	Min
	Max
	Mean
	Std. Dev

	1.Creating a safe and supportive environment is essential in mentoring employee performance
	1.00
	5.00
	4.1158
	0.82337

	2.Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance 
	1.00
	5.00
	3.8842
	1.20162

	3.Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs
	1.00
	5.00
	3.2105
	1.40587

	4.Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance 
	1.00
	5.00
	4.1474
	0.98896

	5.Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization
	1.00
	5.00
	3.8000
	1.03759

	OVERALL MEAN = 3.8316.


Source: Field Data (2025)
4.4.2    Descriptive Statistics Results for Job Rotation at JNIA

The descriptive statistics for job rotation at JNIA reveal insights into employees' perceptions of the training program. The highest score was for the statement "Personal strengths and qualifications are enhanced when employee is engaged in job rotation which also leads to increased performance," with a mean of 4.1842 and a standard deviation of .88562. This suggests that employees strongly believe that the job rotation has a positive impact on employee performance, indicating that it is perceived as a valuable tool for professional advancement.

Next, the statement "Job enrichment is an attribute of Job rotation which promote efficiency in the performance of employees" received a mean of 4.0000 with a standard deviation of .98930, indicating that employees generally feel that their skills have improved as a result of the training. This shows that the job rotation is successful in skill enhancement, which is essential for improving job performance.

The statement "Job enlargement is attainable through job rotation which influences employees to be more competent and perform exceptionally" scored a mean of 3.8474 with a standard deviation of .95392, suggesting that employees believe they are able to apply what they learned in their jobs. However, the variability in responses (indicated by the standard deviation) suggests that there may be some challenges for certain employees in applying the knowledge effectively.

For the statement "Job rotation enrich the employee experience which directly enhance their performance level," the mean was 3.7737 with a standard deviation of .84352, indicating that while the curriculum is generally aligned with employees' roles, there is room for improvement in ensuring a perfect match between the training content and job requirements.

The statement "Effective job rotation maximizes employee potentials as well as enhance employee sustainability and motivation" had the lowest mean score of 3.6526 with a standard deviation of .88448. This suggests that while employees recognize the benefits of the training, there may be some doubts about whether the investment in job rotation is fully justified. This could point to a need for better resource allocation or a more tailored approach to training content.

The overall mean for job rotation at JNIA is 3.8916, indicating that employees generally perceive the job rotation as beneficial, with positive impacts on career growth and skill enhancement. However, there is some variability in how employees apply the training to their tasks and the perceived value of the resources invested in the training.

These findings imply that job rotation is viewed positively by employees, with a clear contribution to their career development and skills. To further enhance its effectiveness, the council may consider refining the alignment between training content and job needs, ensuring better application of knowledge gained, and optimizing resource investment to maximize training benefits. Improving these areas could lead to even greater improvements in employee performance and satisfaction within the organization.

Table 4.3:  Descriptive Statistics for Job Rotation at JNIA 
	Statement
	Min
	Max
	Mean
	Std. Dev

	1.Job rotation enrich the employee experience which directly enhance their performance level 
	1.00
	5.00
	3.7737
	.84352

	2.Job enlargement is attainable through job rotation which influences employees to be more competent and perform exceptionally 
	1.00
	5.00
	3.8474
	.95392

	3.Job enrichment is an attribute of Job rotation which promote efficiency in the performance of employees
	1.00
	5.00
	4.0000
	.98930

	4.Personal strengths and qualifications are enhanced when employee is engaged in job rotation which also leads to increased performance 
	1.00
	5.00
	4.1842
	.88562

	5.Effective job rotation maximizes employee potentials as well as enhance employee sustainability and motivation 
	1.00
	5.00
	3.6526
	.88448

	OVERALL MEAN = 3.8916


Source: Field Data (2025)

4.4.4    Descriptive Statistics Results for Apprenticeship at JNIA

The descriptive statistics for apprenticeship at JNIA reveal insights into employees' perceptions of the training program. The highest score was for the statement "Apprenticeship training has significantly improved my job performance." with a mean of 

3.6737 and a standard deviation of .86352. This suggests that employees strongly believe that the apprenticeship has a positive impact on employee performance, indicating that it is perceived as a valuable tool for professional advancement.

Next, the statement "I am more confident in performing my job tasks after completing apprenticeship training." received a mean of 4.0000 with a standard deviation of .98930, indicating that employees generally feel that their skills have improved as a result of the training. This shows that the apprenticeship is successful in skill enhancement, which is essential for improving job performance.

The statement "Through apprenticeship training, I have acquired essential skills for my role" scored a mean of 3.8474 with a standard deviation of .95392, suggesting that employees believe they are able to apply what they learned in their jobs. However, the variability in responses (indicated by the standard deviation) suggests that there may be some challenges for certain employees in applying the knowledge effectively.

For the statement "I feel more capable in my job due to apprenticeship training." the mean was 3.7737 with a standard deviation of .84352, indicating that while the curriculum is generally aligned with employees' roles, there is room for improvement in ensuring a perfect match between the training content and job requirements.

The statement "Apprenticeship training has increased my productivity at work. " had the lowest mean score of 3.6526 with a standard deviation of .88448. This suggests that while employees recognize the benefits of the training, there may be some doubts about whether the investment in apprenticeship is fully justified. This could point to a need for better resource allocation or a more tailored approach to training content.

The overall mean for apprenticeship at JNIA is 3.8916, indicating that employees generally perceive the apprenticeship as beneficial, with positive impacts on career growth and skill enhancement. However, there is some variability in how employees apply the training to their tasks and the perceived value of the resources invested in the training.

These findings imply that apprenticeship is viewed positively by employees, with a clear contribution to their skills. To further enhance its effectiveness, the organization may consider refining the alignment between training content and job needs, ensuring better application of knowledge gained, and optimizing resource investment to maximize training benefits. Improving these areas could lead to even greater improvements in employee performance within the organization.

Table 4.4:  Descriptive Statistics Results for Apprenticeship at JNIA 
	Statement
	Min
	Max
	Mean
	Std. Dev

	1. Apprenticeship training has significantly improved my job performance.
	1.00
	5.00
	3.6737
	.86352

	2. Through apprenticeship training, I have acquired essential skills for my role.
	1.00
	5.00
	3.7474
	.97391

	3. I feel more capable in my job due to apprenticeship training.
	1.00
	5.00
	4.0300
	.97931

	4. Apprenticeship training has increased my productivity at work.
	1.00
	5.00
	4.1744
	.87563

	5. I am more confident in performing my job tasks after completing apprenticeship training.
	1.00
	5.00
	4.0210
	.97923


Source: Field data (2025)

4.4.5    Descriptive Statistics Results for Employee Performance at JNIA

The descriptive statistics for employee performance at JNIA provide insights into how employees perceive their own performance across various aspects of their work. The statement "I complete my daily tasks and responsibilities efficiently and within the required time-frames." and "I meet productivity targets by completing tasks accurately and on " both scored the highest mean of 3.8842, with a standard deviation of 1.20162 for both. This suggests that employees generally feel they are able to complete their tasks efficiently and meet productivity targets, although the relatively high standard deviations indicate that there is some variation in how different employees perceive their efficiency and time management.

The statement "I achieve high levels of customer satisfaction through positive interactions and prompt, effective services." had a mean of 3.6789 with a standard deviation of 1.41406, indicating that while employees recognize their ability to maintain customer satisfaction, the level of satisfaction may vary widely among them. The higher standard deviation suggests differing perceptions of their interactions with customers and the effectiveness of their service delivery.

The statement "I consistently deliver high-quality services that meet or exceed organizational standards." scored a mean of 3.5842 with a standard deviation of 1.38120, which indicates that employees generally feel they are delivering quality services, though there is variability in how consistently they meet or exceed the set standards.

The statement "I carry out my responsibilities effectively, contributing positively to the organization's overall performance" had a mean of 3.6368 with a standard deviation of 1.39612, suggesting that employees perceive themselves as contributing positively to the organization’s performance, although there is some variability in how employees assess their contributions.

The overall mean for employee performance at JNIA is 3.7337, indicating that employees generally perceive their performance positively. However, the relatively high standard deviations across all statements suggest significant variation in how individual employees perceive their own performance, which could be indicative of differences in roles, responsibilities, or personal evaluations of work quality.

These results imply that while most employees feel they perform well in key areas such as task completion, productivity, and customer satisfaction, there is room for improvement in ensuring that all employees consistently meet organizational standards and contribute equally to the council’s overall performance. Addressing these variations could enhance employee engagement and performance across the board, thereby improving overall service delivery and organizational outcomes.
Table 4.5: Descriptive Statistics Results for Employee Performance at JNIA 

	Statement
	Min
	Max
	Mean
	Std. Dev

	1. I complete my daily tasks and responsibilities efficiently and within the required timeframes.
	1.00
	5.00
	3.8842
	1.20162

	2. I achieve high levels of customer satisfaction through positive interactions and prompt, effective services.
	1.00
	5.00
	3.6789
	1.41406

	3. I consistently deliver high-quality services that meet or exceed organizational standards.
	1.00
	5.00
	3.5842
	1.38120

	4. I meet productivity targets by completing tasks accurately and on time.
	1.00
	5.00
	3.8842
	1.20162

	5.I carry out my responsibilities effectively, contributing positively to the organization's overall performance
	1.00
	5.00
	3.6368
	1.39612

	OVERALL MEAN = 3.7337


Source: Field Data (2025)

4.5     Correlation Analysis

The Pearson’s correlation results presented in Table 4.5 reflect the strength and significance of the relationships between employee performance and the various training variables at JNIA. Pearson correlation coefficients are used to examine the degree of association between the variables, and the significance (Sig. 2-tailed) values help determine whether these correlations are statistically meaningful.

The relationship between employee performance and Mentoring is strong, with a Pearson correlation of 0.699 and a significance value of 0.000, which indicates a high and statistically significant positive correlation. This suggests that as mentorship increases, employee performance tends to improve, reflecting a valid and substantial connection between these two variables.

Similarly, the correlation between employee performance and job rotation is also significant, with a Pearson correlation of 0.610 and a significance value of 0.000. This implies that job rotation also plays a considerable role in enhancing employee performance, further supporting the validity of the relationship between these factors.

The relationship between employee performance and apprenticeship is comparatively weaker, with a Pearson correlation of 0.308 and a significance value of 0.002, indicating a statistically significant, though less strong, positive relationship. While apprenticeship has some impact on employee performance, its effect appears to be smaller than that of mentoring and job rotation. Nevertheless, the significant correlation still supports the relevance of apprenticeship initiatives in improving employee performance.

In terms of validity, the strong and statistically significant correlations (with p-values less than 0.05) between employee performance and both mentoring and job rotation, as well as the positive but weaker correlation with apprenticeship, demonstrate the high validity of this study. These findings confirm that the variables under investigation mentoring, job rotation, and apprenticeship are indeed relevant and influential factors in shaping employee performance at JNIA. Therefore, the study's findings are robust, valid, and provide meaningful insights into the relationship between training and employee performance.

Table 4.6:  Pearson Correlation Results

	
	Employee Performance
	Mentoring
	Job rotation
	Apprenticeship

	Employee Performance
	Pearson Correlation
	1
	.699
	.610
	.308

	
	Sig. (2-tailed)
	
	.000
	.000
	.002

	
	N
	171
	171
	171
	171

	Mentoring
	Pearson Correlation
	.699
	1
	.526
	.118

	
	Sig. (2-tailed)
	.000
	
	.000
	.254

	
	N
	171
	171
	171
	171

	Job rotation
	Pearson Correlation
	.610
	.526
	1
	.212

	
	Sig. (2-tailed)
	.000
	.000
	
	.040

	
	N
	171
	171
	171
	171

	Apprenticeship
	Pearson Correlation
	.308
	.118
	.212
	1

	
	Sig. (2-tailed)
	.002
	.254
	.040
	

	
	N
	171
	171
	171
	171


Source: Field Data (2025)
4.6     Tests for Assumptions of Regression

4.6.1    Sample Size Adequacy

In this study, a sample size of 171 participants is deemed adequate, aligning with Abdulqader's (2017) recommendation that large sample sizes are crucial for ensuring the accuracy and reliability of research results. This substantial sample provides a robust foundation for analyzing the complex relationships between mentoring, job rotation, apprenticeship, and employee performance. The large sample enhances the statistical power of the analysis, allowing for more precise and generalizable conclusions, thereby ensuring that the findings are representative of the broader population within the JNIA.

4.6.2    Multicollinearity 

The Variance Inflation Factor (VIF) values presented in Table 4.7 indicate that there is no multicollinearity among the variables in this study. The VIF values for mentoring implementation (1.383), job rotation (1.428), and apprenticeship (1.047) are all well below the threshold of 5, which is typically used to indicate potential multicollinearity. These results suggest that the independent variables are not highly correlated with each other, ensuring that multicollinearity is not a concern in this analysis. Therefore, the results are reliable for further statistical interpretation.

Table 4.7 Variance Inflation Factor Matrix (VIF)
	Variable 
	Tolerance
	VIF

	Mentoring implementation
	.723
	1.383

	Job rotation
	.700
	1.428

	Apprenticeship
	.955
	1.047


Source: Field Data, (2025)

4.6.3    Normality Assumptions

Figure 4.1 presents a histogram that upholds the assumption of normality, showcasing a bell-shaped curve that signifies a symmetrical distribution centered around the mean. This pattern indicates that the data points are evenly spread out, with no notable skewness. The uniformity in the height and shape of the bars highlights a consistent frequency distribution throughout the dataset. This regularity further reinforces the assumptions of homogeneity and data consistency. In summary, the histogram in Figure 4.1 supports the normality assumption, as its balanced, symmetrical distribution suggests that the data are suitable for statistical analyses that require a normal distribution.
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Figure 4.1 Histogram of Residuals for Normality Assumption

Source: Field Data, (2025)

4.6.4    Linearity 

Regression analysis relies on the assumption that there is a linear relationship between the explanatory variables and the response variable. To verify this, P-P plots were generated. For the relationship to be deemed linear, the residuals should align closely with the 45-degree reference line. In Figure 4.2, the P-P plots reveal that the residuals are tightly clustered around the 45-degree line, confirming that a linear relationship exists between the independent and response variables.
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Figure 4.2: P-P Plot for Linear Relationship Assumption

Source: Field Data, (2025)

4.6.5    Homoscedasticity Assumption

Figure 4.3 illustrates the scatterplot of regression standardized residuals against standardized predicted values, aimed at evaluating the homoskedasticity assumption. The plot reveals that the residuals are dispersed randomly around the zero line, displaying no noticeable patterns, funnel shapes, or systematic clustering. This random dispersion indicates that the variance of residuals remains consistent across all levels of predicted values, confirming the assumption of homoskedasticity. The absence of any distinct trend also suggests that heteroskedasticity is not an issue within this model. Therefore, the regression model satisfies this critical assumption, reinforcing its suitability for examining the relationship between variables in this study.
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Figure 4.3 Homoscedasticity

Source: Field Data (2025)
4.7     Multiple Linear Regression Analysis Results

To examine the proposed hypotheses, a multiple linear regression analysis was employed. This statistical technique was selected to determine the effect of the independent variables mentoring, job rotation, and apprenticeship on the dependent variable, employee performance at JNIA. Questionnaires were utilized as the primary data collection tool, providing quantitative data suitable for regression analysis. The multiple regression model enabled the assessment of the individual contribution of each independent variable while controlling for the influence of others, thus offering a comprehensive understanding of their collective impact on employee performance.

Table 4.8:  Hypothesis tested

	S/N
	Hypothesis
	Data collection Tools

	1
	H1: There is a significant effect of mentoring on employee performance at JNIA
	Questionnaires 

	2
	H2: There is a significant effect of job rotation on employee performance at JNIA
	Questionnaires 

	3
	H3: There is a significant effect of apprenticeship on employee performance at JNIA
	Questionnaires 


Source: Data analysis (2025)

4.7.1     Model Summary Results

Table 4.10 shows model summary. The model summary results indicate a strong relationship between the independent variables (mentoring, job rotation, and apprenticeship) and the dependent variable (employee performance) at JNIA. The R value of 0.776 suggests a high positive correlation between the predictors and employee performance, implying that improvements in these independent variables aspects are associated with better performance outcomes.

Additionally, the R Square value of 0.601 indicates that approximately 60.1% of the variance in employee performance can be explained by the combined influence of mentoring, job rotation and apprenticeship. This is a substantial proportion, suggesting that these variables are crucial determinants of employee performance within the organization. The Adjusted R Square value of 0.588, which is slightly lower than the R Square value, accounts for the number of predictors in the model, confirming that the model remains robust even when adjusted for potential overfitting.

The standard error of the estimate is 0.23519, signifying the average distance that the observed values fall from the regression line. A lower standard error generally reflects a more accurate model. The R Square Change value of 0.601, coupled with a highly significant F Change value (Sig. F Change = 0.000), further demonstrates that the model is statistically significant and that the inclusion of the independent variables considerably improves the prediction of employee performance. Overall, these results underscore the relevance of mentoring,job rotation and apprenticeship in enhancing employee performance at JNIA.

Table 4.9: Model Summary Results

	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	.776
	.601
	.588
	.23519
	.601
	45.784
	3
	167
	.000

	a. Predictors: (Constant), mentoring, job rotation, apprenticeship


Source: Data analysis (2025)
4.7.2     ANOVA Results

The ANOVA results provide valuable insights into the overall significance of the regression model used to assess the impact of mentoring, job rotation, apprenticeship on employee performance at JNIA. The analysis reveals a Regression Sum of Squares of 7.598 with three degrees of freedom, indicating the portion of the total variability in employee performance that is explained by the independent variables.

The Mean Square for the regression model is calculated as 2.533, while the Mean Square for the residuals is 0.055, resulting in an F-statistic of 45.784. This F-value is considerably high, demonstrating that the model provides a significantly better fit to the data than a model with no predictors. The associated significance level (Sig.) is .000, which is well below the standard threshold of 0.05. This implies that the combined effect of mentoring, job rotation, apprenticeship on employee performance is statistically significant.

In conclusion, the ANOVA results confirm that the predictors included in the model contribute meaningfully to explaining the variation in employee performance at JNIA, validating the suitability of the regression model for further analysis.

Table 4.10: ANOVA Results

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	7.598
	3
	2.533
	45.784
	.000

	
	Residual
	5.034
	167
	.055
	
	

	
	Total
	12.632
	170
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), mentoring, job rotation, apprenticeship


4.7.3     Coefficients

4.7.3.1   The Influence of Mentoring on Employee Performance in JNIA

The regression analysis results for the influence of mentoring on employee performance at JNIA indicate a positive and statistically significant relationship between these variables. The unstandardized coefficient (B) for mentoring is 0.229, meaning that for every one-unit increase in mentoring, employee performance is expected to improve by 0.229 units, holding other factors constant.

The standardized coefficient (Beta) of 0.520 suggests that mentoring has a strong influence on employee performance compared to other predictors in the model. The t-value of 6.687 is substantial, with a significance level (Sig.) of .000, which is well below the standard threshold of 0.05. This confirms that the effect of mentoring on employee performance is statistically significant.

Additionally, the 95% confidence interval for the coefficient ranges from 0.161 to 0.297, further supporting the robustness of the finding. Overall, these results indicate that mentoring significantly enhances employee performance at JNIA.
Table 4.11 Coefficient Regression Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	
	Job rotation
	.091
	.024
	.298
	3.763
	.000
	.043
	.139

	
	Apprenticeship
	.065
	.024
	.183
	2.706
	.008
	.017
	.112

	a. Dependent Variable: Employee performance


4.7.3.2    The Influence of Job Rotation on Employee Performance at JNIA

The regression analysis results for the influence of job rotation on employee performance at JNIA indicate a positive and statistically significant relationship between these variables. The unstandardized coefficient (B) for job rotation is 0.091, meaning that for every one-unit increase in job rotation, employee performance is expected to improve by 0.091 units, holding other factors constant.

The standardized coefficient (Beta) of 0.298 suggests that job rotation has a moderate influence on employee performance compared to other predictors in the model. The t-value of 3.763 is substantial, with a significance level (Sig.) of .000, which is well below the standard threshold of 0.05. This confirms that the effect of job rotation on employee performance is statistically significant.

Additionally, the 95% confidence interval for the coefficient ranges from 0.043 to 0.139, further supporting the robustness of the finding. Overall, these results demonstrate that job rotation significantly contributes to enhancing employee performance at JNIA.
Table 4.12 Coefficient Regression Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	
	Job rotation
	.091
	.024
	.298
	3.763
	.000
	.043
	.139

	
	Apprenticeship
	.065
	.024
	.183
	2.706
	.008
	.017
	.112

	a. Dependent Variable: Employee performance


Source: Data analysis (2025)
4.7.3.3    The Influence of Apprenticeship on Employee Performance in JNIA

The regression analysis results for the influence of apprenticeship on employee performance at JNIA reveal a positive and statistically significant relationship between these variables. The unstandardized coefficient (B) for apprenticeship is 0.065, indicating that a one-unit increase in apprenticeship training is expected to enhance employee performance by 0.065 units, holding other variables constant.

The standardized coefficient (Beta) of 0.183 suggests that apprenticeship has a relatively moderate influence on employee performance compared to other predictors in the model. The t-value of 2.706, with a significance level (Sig.) of 0.008, is below the standard threshold of 0.05, confirming that the impact of apprenticeship on employee performance is statistically significant.

Furthermore, the 95% confidence interval for the coefficient ranges from 0.017 to 0.112, providing additional evidence for the validity of this finding. Overall, these results demonstrate that apprenticeship positively and significantly influences employee performance at JNIA.
Table 4.13 Coefficients of Regression Results
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	
	Job rotation
	.091
	.024
	.298
	3.763
	.000
	.043
	.139

	
	Apprenticeship
	.065
	.024
	.183
	2.706
	.008
	.017
	.112

	a. Dependent Variable: Employee performance


Source: Data analysis (2025)

4.8     Summary of Multiple Regression Results

The findings from the multiple regression analysis shed light on the significant relationships between the various independent variables and employee performance at JNIA.

Firstly, Hypothesis 1 (H1), which posited that there is a significant effect of mentoring on employee performance, was accepted. The results show a strong positive relationship between mentoring and employee performance, as indicated by a standardized coefficient of 0.520, a t-value of 6.687, and a significance level of 0.000. This suggests that mentoring is a key factor in enhancing the performance of employees, making it a critical area for organizational development and productivity.

Secondly, Hypothesis 2 (H2), which proposed that job rotation significantly affects employee performance, was also accepted. The analysis revealed a positive and statistically significant effect of job rotation, with a standardized coefficient of 0.298, a t-value of 3.763, and a significance level of 0.000. While the impact of job rotation is notable, it is relatively smaller in comparison to mentoring. Nonetheless, it highlights the importance of job rotation in contributing to the overall performance of employees.

Lastly, Hypothesis 3 (H3), suggesting that apprenticeship influences employee performance, was accepted as well. The results showed a positive effect of apprenticeship on employee performance, with a standardized coefficient of 0.183, a t-value of 2.706, and a significance level of 0.008. While the effect is smaller compared to the other training variables, it still signifies that apprenticeship initiatives contribute to the improvement of employee performance within the aviation industry. In summary, the analysis confirmed that all three variables mentoring, job rotation and apprenticeship have significant positive effects on employee performance at JNIA, underlining the importance of continuous mentoring, job rotation and apprenticeship initiatives in enhancing organizational performance.

Table 4.14: Summary of Hypothesis Testing Results
	S/N
	Hypothesis
	Results

	1
	H1: There is a significant effect of mentoring  on employee performance at JNIA
	Accepted

	2
	H2: There is a significant effect of job rotation on employee performance at JNIA.
	Accepted

	3
	H3: There is a significant effect of apprenticeship on employee performance at JNIA.
	Accepted


Source: Data analysis (2025)

4.9      Discussion of Findings

This study found that mentoring significantly enhances employee performance at JNIA, with a strong positive relationship indicated by a standardized coefficient of 0.520. This is in line with the findings of Bafaneli and Setibi (2019), who also observed that mentoring at Riley’s Hotel in Botswana contributed positively to employees’ effectiveness in their jobs. Both studies suggest that mentoring is a vital tool for improving employees’ performance by providing practical and relevant learning experiences that enhance their skills. However, Bafaneli and Setibi (2019) noted challenges that hindered the full potential of mentoring, which could be a contributing factor to the moderate performance outcomes despite its positive impact. In contrast, the findings in JNIA indicated a more uniform and positive influence, possibly due to better implementation and fewer obstacles in the training process.

Ndunguru (2020) also investigated mentoring in the context of secondary schools in Songea Municipality, finding that trained employees were more motivated to stay within the organization. This aligns with the present study, where mentoring not only boosted performance but also likely contributed to employee retention through increased job satisfaction and professional growth opportunities. The similarities in findings across both studies suggest that the impact of mentoring is consistent across different sectors, whether in education or public administration.

The potential differences in the outcomes of these studies could be attributed to contextual factors. For instance, Ndunguru’s (2020) study focused on a smaller sample of teachers, while this study included a broader set of public service employees, which might have influenced the scope and application of the training programs. Additionally, the varying organizational structures and resources available in each setting might explain the slight differences in training effectiveness.

The implications of these findings are significant for JNIA, indicating that enhancing mentoring programs could lead to greater employee satisfaction, increased job performance, and possibly improved retention. However, as seen in the study by Bafaneli and Setibi (2019), overcoming challenges such as resource limitations and ensuring continuous support for training are essential for maximizing the benefits of these programs.
This study revealed that job rotation positively influences employee performance at JNIA, with a standardized coefficient of 0.298, indicating a moderate yet significant effect. These findings align with Juita (2023), who conducted a study on  job rotation in regional water companies in Mojokerto City. Juita’s findings confirmed that both training methods positively impacted employee competencies, which, in turn, enhanced overall performance. Similar to the current study, Juita’s research highlighted the combined impact of job rotation and its indirect influence through competency development on employee performance. This suggests that job rotation contributes not only by imparting knowledge and skills but also by boosting employee competence, which ultimately enhances their ability to perform effectively in their roles.

Petro (2022) also explored the effects of both job rotation, focusing on mobile companies in Tanzania, specifically Airtel. His findings showed that job rotation had a higher correlation with performance. This is consistent with the results of this study, which similarly found that job rotation contributes to employee performance, though with a slightly less robust effect compared to mentoring. The similarity in findings across these studies suggests that job rotation has a universal impact on performance across different industries and organizational settings.

However, differences in the magnitude of the impact might be explained by the nature of the industries and specific job functions involved. Juita’s (2023) focus on regional water companies involved technical training, which may have different demands and expectations compared to the administrative roles at JNIA. Similarly, Petro (2022) examined the mobile telecommunications sector, where job rotation might focus more on customer service skills or sales techniques, which can have varying levels of impact depending on the role and the training's applicability.

These findings highlight the importance of integrating job rotation into broader employee development strategies to improve performance. For JNIA, ensuring that job rotation is aligned with employees' job requirements and competencies could further enhance its effectiveness. It also suggests that a well-rounded training approach, incorporating job rotation method, would be beneficial for enhancing overall employee performance and competence. 
This study found a positive and significant effect of apprenticeship on employee performance at JNIA, consistent with findings from various studies in different sectors. Tamsah et al. (2021) examined the effect of apprenticeship on work commitment and employee performance. Their study found that apprenticeship had a positive impact on employee performance, as it enhanced work commitment. This aligns with the current study, reinforcing the idea that apprenticeship can increase employees’ commitment and motivation, thereby improving their performance. Similarly, Mugaa et al. (2018) also found a positive and significant relationship between apprenticeship and employee performance in large commercial banks in Nairobi, Kenya. Their findings suggest that recognizing and facilitating career growth opportunities can lead to improved employee performance, a conclusion that resonates with the results of the present study.

However, while both studies emphasize the positive impact of apprenticeship on performance, differences in industry context may explain some variations in the observed effects. For instance, Tamsah et al. (2021) focused on employees in PT Tiran Makassar, a private company, while Mugaa et al. (2018) studied employees in the banking sector. The differences in organizational culture, job roles, and career development structures between these sectors could influence the strength of the relationship between career development and performance. In contrast, the current study focused on employees in a public sector organization, where apprenticeship may be more structured but potentially less dynamic than in the private sector.

Mduma & Mkulu (2021) explored the influence of apprenticeship performance in public secondary schools in Tanzania, revealing that training improved teachers' effectiveness and reduced burnout. While this study focuses on education, its findings are relevant to the public sector context of JNIA. The study highlights how apprenticeship enhances employees' skills and reduces turnover, which could also apply to the council, where career development programs might similarly help in improving job performance and employee retention.

In conclusion, the findings from this study and the cited literature strongly suggest that career development plays a critical role in enhancing employee performance across various sectors. For JNIA, it is recommended that continued investment in apprenticeship not only improves performance but also boosts employee engagement and retention, aligning with best practices observed in other contexts.
CHAPTER FIVE

CONCLUSION AND RECOMMENDATIONS

5.1     Chapter Overview 

This chapter presents the summary of the study findings, conclusion and recommendations for future improvement of influence of training on employee performance also includes implications of the study findings and the limitations of the study. 
5.2     Summary of the Findings 

The following is the summary of the findings

The findings of this study highlighted that mentoring has a significant and positive influence on employee performance at JNIA Employees who underwent mentoring showed improved performance due to the practical and direct application of skills acquired during the training. This type of training is especially valuable because it allows employees to learn in the actual work environment, helping them gain hands-on experience that is directly relevant to their daily tasks. The study revealed that mentoring enhanced employees' problem-solving abilities, technical skills, and decision-making capacity, all of which contributed to improved job efficiency and productivity. 

Furthermore, employees who received this form of training expressed higher levels of confidence in their work, as they felt better prepared to handle the challenges they faced. The results underscore the importance of mentoring as a critical tool for organizational success, as it leads to higher employee competency, job satisfaction, and overall job performance. Organizations are encouraged to implement mentoring as a means of equipping their workforce with the necessary skills to perform at their best.

Job rotation also showed a significant positive impact on employee performance at JNIA, according to the study's findings. The study revealed that job rotation provided employees with new knowledge, advanced techniques, and theoretical insights that they could apply to their professional roles. This type of training is often more structured and allows employees to rotate and work at different areas  within the organization. By participating in job rotation, employees were able to enhance their technical expertise and expand their skill sets, which translated into better job performance. The findings further emphasized that job rotation helps employees stay updated with the latest industry trends and practices, making them more adaptable to changes in the workplace. In conclusion, job rotation serves as an essential component of employee development, enabling employees to become more effective in their roles and better equipped to contribute to the overall success of the organization.

The influence of apprenticeship on employee performance at JNIA was also found to be significant, as demonstrated by the study's results. Apprenticeship was shown to enhance employee performance by fostering a sense of personal growth and professional achievement. Employees who had access to apprenticeship training were more motivated and engaged in their work, as they felt supported in their career aspirations. The study highlighted that apprenticeship not only boosts employees' skills but also strengthens their commitment to the organization. When employees see a clear path for advancement and growth, they are more likely to remain with the organization, contributing positively to its success.The findings suggest that organizations should prioritize apprenticeship as a means of retaining talented employees and ensuring continuous improvements in performance. Investing in apprenticeship initiatives is a long-term strategy for creating a motivated, loyal, and high-performing workforce.
5.3     Implication of the findings 

The findings of this study have significant implications for various stakeholders, including academics, policymakers, industry leaders, and organizational management.

5.3.1     Academia

The findings of this study offer significant insights for academic research and contribute to the existing body of knowledge on employee performance and training in public sector organizations, particularly in Tanzania. The study emphasizes the importance of mentoring, job rotation, and apprenticeship in enhancing employee performance, providing a foundation for future academic inquiries in human resource management and organizational behavior. Researchers in the field of human resources can build on these findings to explore more specific aspects of training, career development, and performance outcomes, particularly within the context of different sectors, including education, healthcare, and the private sector. Additionally, the study underscores the need for further research into the long-term impact of these training methods on employee retention and career growth. For students and scholars, this research serves as a valuable reference for understanding the link between employee development programs and performance in government organizations, and it may inspire new research approaches, particularly in non-Western contexts, to examine how cultural and contextual factors influence training outcomes.
5.3.2     Policymakers

For policymakers, the study highlights the importance of developing and implementing policies that promote comprehensive training programs within public sector institutions. The significant positive influence of mentoring, job rotation and apprenticeship on employee performance suggests that government initiatives should prioritize investments in employee development. Policymakers could consider allocating more resources to training and professional development programs, particularly for employees in key sectors like local government. Furthermore, the findings stress the need for policies that facilitate career advancement opportunities for employees, which in turn enhances their performance and commitment to the organization. This research may influence policymakers to review and improve existing frameworks, ensuring that training programs align with organizational objectives and employee career aspirations. A focus on such policies can lead to a more effective and motivated public sector workforce, which ultimately improves public service delivery and contributes to national development goals.

5.3.3     Industry Leaders

The implications for industry leaders are clear: investing in employee development is not just a best practice but a strategic necessity for achieving higher organizational performance. The findings of this study suggest that mentoring job rotation and apprenticeship training programs, initiatives, are critical to improving employee productivity and job satisfaction. Industry leaders in both public and private sectors can use these insights to design more targeted and effective employee training programs that are aligned with organizational goals and the dynamic demands of the market. These programs should not only focus on improving technical skills but also enhance employees’ professional growth and career trajectories. Furthermore, opportunities, such as mentorship and internal promotions, can help in retaining top talent, reducing turnover, and building a committed workforce. By recognizing the significance of employee development, industry leaders can foster a work environment that drives sustained organizational success and competitive advantage in the marketplace.

5.3.4     Organizational Management

The findings of this study have significant implications for organizational management, particularly in terms of enhancing employee performance through effective training. Management at JNIA, and similar organizations, should consider integrating structured mentoring, job rotation and apprenticeship programs into their employee development strategies. These findings emphasize that such training programs improve employees’ competencies, which directly boosts job performance. Additionally, career development initiatives can provide employees with clear paths for advancement, making them more engaged and motivated in their roles. Organizational management should also recognize that investing in employee development contributes to higher job satisfaction and retention rates, which ultimately benefit the organization in terms of reduced turnover and increased productivity. Therefore, it is essential for management to allocate resources for these programs and ensure that they are accessible to employees across all levels. Furthermore, career development programs should be tailored to the needs and aspirations of employees, enabling the organization to foster a highly skilled and loyal workforce. By doing so, organizations can build a culture of continuous improvement, making them more adaptable and responsive to the challenges they face.

5.4      Conclusion

This study has examined the influence of mentoring, job rotation, and apprenticeship on employee performance in the context of JNIA The findings indicate that all three factors significantly enhance employee performance. Mentoring was found to have the strongest positive effect, followed by job rotation and apprenticeship. These results underline the importance of continuous employee development in improving job performance and efficiency within public sector organizations.

The positive relationship between mentoring and employee performance emphasizes the value of hands-on, practical experience in developing the skills necessary for employees to excel in their roles. Similarly, job rotation was shown to have a significant impact on performance by providing employees with opportunities to acquire new knowledge and competencies that they can apply to their work. Apprenticeship initiatives were also identified as crucial, as they help employees see a clear pathway for growth within the organization, leading to increased motivation and better performance.

Overall, the study highlights that organizations, especially those in the public sector like the JNIA, can significantly enhance employee performance by investing in robust training programs.. The findings suggest that for organizations to succeed in delivering quality public services, a comprehensive approach to employee development is essential. By providing employees with the right tools and support, organizations can foster a more skilled, motivated, and committed workforce, ultimately contributing to better organizational outcomes and service delivery.

In conclusion, the study emphasizes that mentoring, job rotation, and apprenticeship are interdependent factors that collectively contribute to improved employee performance. The findings provide valuable insights for both academia and practitioners in human resource management, and they highlight the need for organizations to continuously prioritize employee development to achieve optimal performance.

5.5     Recommendations

Based on the research findings and the objectives of this study, several recommendations can be offered to different stakeholders;

Based on the findings of this study, it is recommended that the management of JNIA focus on strengthening their employee development programs, specifically by prioritizing mentoring, job rotation and apprenticeship. Management should ensure that mentoring programs are structured to provide employees with practical, hands-on experience that aligns with the council’s operational needs.  Moreover,job rotation should be emphasized to make employees have different skills in each department. Furthermore, apprenticeship programs should be formalized, providing clear pathways for career progression within the organization to boost employee motivation and retention. Management is also encouraged to regularly assess the effectiveness of these programs and make adjustments to better meet employee needs and organizational goals.

The government should consider implementing policies that mandate regular training programs for employees working in public institutions like local councils. A national framework could be developed to guide local governments in setting up structured training programs and career development pathways that align with best practices. Furthermore, the government should allocate sufficient resources to ensure these initiatives are effectively executed. Providing financial support or incentives to local governments that implement successful training and development programs could enhance employee performance across public service sectors. Additionally, the government should regularly evaluate the effectiveness of these initiatives in improving public sector productivity and make necessary adjustments.

Policymakers are advised to focus on creating policies that support continuous professional development within the public sector. Policies should be designed to ensure that public organizations prioritize employee training and career growth opportunities, making it a standard practice across all governmental institutions. Policymakers should also advocate for frameworks that allow for collaboration between local government councils and external training institutions to ensure access to high-quality development programs. Encouraging the establishment of partnerships between the public and private sectors could lead to more diverse and specialized training opportunities for public sector employees. Additionally, policymakers should create accountability mechanisms to ensure that these programs have a measurable impact on employee performance and public service delivery.

5.6     Limitations of the Study 

While this study provides valuable insights into the influence of training on employee performance, it is important to acknowledge certain limitations. First, the study was limited to JNIA, meaning the findings may not be generalizable to other councils or public sector organizations in Tanzania. Future research could expand the sample to include a broader range of public sector organizations to assess whether the results hold in different contexts. Additionally, the study relied on self-reported data from employees, which may introduce bias or inaccuracies. Future studies could incorporate objective performance measures alongside employee perceptions to provide a more comprehensive view of training effectiveness.

Another limitation is the cross-sectional nature of the study, which only captures data at a single point in time. Longitudinal studies would provide a better understanding of the long-term effects of training and career development on employee performance. Furthermore, future research could explore other factors that may influence employee performance, such as leadership styles, work culture, and employee motivation, to provide a more holistic understanding of what drives performance in public sector organizations.

Lastly, while this study focused on mentoring, job rotation, and apprenticeship, future studies could examine the impact of other professional development initiatives, such as on the job training programs, , off the job training and coaching on employee performance. By exploring a wider range of employee development strategies, researchers can further contribute to the field of human resource management and provide actionable insights for improving public sector performance.

5.7     Areas for Further Studies

Researchers and academics are encouraged to continue exploring the role of employee development programs in the public sector, particularly in the context of local governments. Future studies could investigate the long-term effects of career development on employee performance and organizational growth. Moreover, it would be beneficial to explore the impact of different training delivery methods, such as online learning versus in-person training, on employee outcomes. Researchers could also examine the barriers to effective implementation of training programs and propose solutions for overcoming these challenges. Expanding the research to include comparisons across various regions or countries could provide broader insights into how training and development influence employee performance on a global scale.
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APPENDICES
QUESTIONNAIRE

Dear Respondent,

I, Victoria Tindwa a Masters of Human Resource Degree student from Open University of Tanzania, I am conducting research on the effect of on-the-job training on Employee Performance (a case of JKNIA in Dar es salaam Tanzania). This research is purely for academic purpose, it is partial fulfilment of the requirements for the award of Master’s Degree in Human Resources Management and it is not intended to victimize any worker of JNIA and the response of the questions will be treated strictly confidentially. Therefore, do not write your name anywhere in this questionnaire, your participation in this matter will be highly appreciated. Thank you. Please, note that any information provided would be treated confidentially 

Appendix I. Respondents General Information 

1.1 Gender 

a) Female 


(    )

b) Male 


(    )

1.2. Academic qualifications

 (a)  Certificate                        (   )

 (b) Diploma                           (    )

 (c)   Bachelor's degree           (    )              


 (e)  Master’s degree               (    )

1.3. Working experience

  (a) 1 -5 years                         (    )

  (b) 6 - 10 years            
(    )

  (c) 11 -15 years

   (d) above 15 years        
(    )      

Appendix II: Questions regarding Specific Objectives     

1. Mentoring Implementations

Please circle the most appropriate number to indicate your best judgment: stronglydisagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	1     Mentoring Implementation
	Agreement level

	1.Creating a safe and supportive environment is essential in mentoring employee performance
	1
	2
	3
	4
	5

	2.Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance 
	1
	2
	3
	4
	5

	3.Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs
	1
	2
	3
	4
	5

	4.Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance 
	1
	2
	3
	4
	5

	5.Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization
	1
	2
	3
	4
	5


2.   Job Rotation

Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2);Neither agree nor disagree (3); agree (4); strongly agree (5) 
	2    Job Rotation
	Agreement level

	1.Job rotation enrich the employee experience which directly enhance their performance level 
	1
	2
	3
	4
	5

	2.Job enlargement is attainable through job rotation which influences employees to be more competent and perform exceptionally 
	1
	2
	3
	4
	5

	3.Job enrichment is an attribute of Job rotation which promote efficiency in the performance of employees
	1
	2
	3
	4
	5

	4.Personal strengths and qualifications are enhanced when employee is engaged in job rotation which also leads to increased performance 
	1
	2
	3
	4
	5

	5.Effective job rotation maximizes employee potentials as well as enhance employee sustainability and motivation 
	1
	2
	3
	4
	5


3 Apprenticeship

 Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 

	3      Apprenticeship
	Agreement level

	1. Apprenticeship training has significantly improved my job performance.
	1
	2
	3
	4
	5

	2. Through apprenticeship training, I have acquired essential skills for my role.
	1
	2
	3
	4
	5

	I feel more capable in my job due to apprenticeship training.
	1
	2
	3
	4
	5

	3. Apprenticeship training has increased my productivity at work.
	1
	2
	3
	4
	5

	4. I am more confident in performing my job tasks after completing apprenticeship training.
	1
	2
	3
	4
	5


4. Employee Performance

 Please circle the most appropriate number to indicate your best judgment: strongly disagree (1); disagree (2); Neither agree nor disagree (3); agree (4); strongly agree (5) 
	Employee performance
	Agreement level
	

	1.Employee productivity is enhanced when their engaged in on the job training programmes i.e Coaching and Job Rotation 
	1
	2
	3
	4
	5
	

	2.Targets achievement is possible when employee have been imparted with skills and competence through on the job training programs
	1
	2
	3
	4
	5
	

	3.Accomplishment of tasks on time is possible when employee have attended effectively on the job training programs 
	1
	2
	3
	4
	5
	

	4.Service delivery is of high quality when employee have the necessary skills obtained from the on the job training programmes
	1
	2
	3
	4
	5
	

	5.There is motivation among employees since they have the necessary skills obtained in on the job training programs, this directly enhance organization performance
	1
	2
	3
	4
	5
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The Effects of on the Job Training on Employee Performance in Public Sector : A Case of Julius Nyerere International Airport in Dar es Salaam Tanzania

Tindwa Victoria, Janeth Isanzu (PhD) and Michael Mwacha (PhD)
ABSTRACT
The study aimed to examine the effects of on job training programs on employee performance in the public sector in Tanzania with a specific focus on Julius Nyerere International Airport. Specifically the study aimed: To examine the effect of mentoring on employee performance at JNIA.This study was an explanatory research design and the study employed questionnaire as tool for data collection. Quantitative data were analyzed with the help of Statistical Package for Social Sciences, also, the study used inferential analysis, which included correlation coefficient, and regression analysis, to determine the strength between independent variables and the dependent variable of the study. The findings showed that integrating mentoring into on-the-job training programs at JNIA yields substantial benefits employee performance. By investing strategically in mentoring JNIA enhances employee performance.  The study concludes that there is a positive relationship between mentoring and employee performance. Mentoring implementation was found to be significantly associated with employee performance. The study recommend that management should prioritize creating a supportive environment through mentoring, apprenticeship and job rotation.

Key words: Mentoring, employee performance, Tanzania

1. Introduction

The success and productivity of any organization are significantly influenced by the quality and capability of its workforce. Globally, training and development have been acknowledged as strategic tools that enhance employee performance, innovation, and ultimately, economic development. According to Rahman (2022), well-structured training programs equip employees with the skills and competencies required to perform effectively in dynamic work environments. Afroz (2018) emphasized that trained employees are more knowledgeable, adaptable, and capable of contributing to organizational success. Furthermore, Brahat (2019) noted that higher employee performance is directly linked to increased productivity and improved quality of services, which in turn foster national economic growth through increased exports, GDP growth, and improved living standards. High-performing employees allow organizations to remain competitive, respond to market changes quickly, and attract skilled professionals (Nawarathna, Abeykoon & Harshani, 2021).

Across Africa, many organizations have increasingly recognized the importance of on-the-job training as a mechanism for building workforce capacity and enhancing service delivery. However, the effectiveness of such training programs varies widely due to issues such as limited resources, lack of proper structure, and poor alignment with organizational goals. Enga (2017) observed that training, including methods like mentoring and job rotation, has a measurable impact on employees’ ability to meet customer expectations and improve operational efficiency. Yet, challenges remain in ensuring that training methods are suited to the specific needs of employees and the industries in which they operate. In many African public institutions, training programs are either inconsistently applied or inadequately evaluated, raising concerns about their effectiveness in improving employee performance.

In Tanzania, and particularly within the aviation sector, institutions such as Julius Nyerere International Airport (JNIA) have initiated efforts to implement structured training programs to improve service delivery and operational performance. According to Ngowi (2020), JNIA offers both off-the-job and on-the-job training methods, with the latter including mentoring, apprenticeship, and job rotation. These programs are intended to address skill gaps, enhance employee knowledge, and align with changing customer service expectations. However, despite the implementation of on-the-job training at JNIA, concerns remain regarding its actual impact on employee performance. Nassary (2020) argues that these training programs may be outdated, inadequately supported, or misaligned with strategic objectives. Furthermore, there is insufficient empirical evidence assessing the true effectiveness of on-the-job training methods within the aviation industry in Tanzania, creating a knowledge gap that this study seeks to address.

Although numerous organizations have invested significantly in on-the-job training programs, questions remain about their actual contribution to enhancing employee performance. At JNIA, mentoring, apprenticeship, and job rotation are commonly used training methods aimed at fostering employee development (Ngowi, 2020). However, current evidence suggests that these interventions may not be effectively addressing the specific skill needs of employees. Nassary (2020) reports that some training programs are not well-structured for adult learners, lack follow-up mechanisms for skill application, and do not always align with organizational goals.

In the Tanzanian aviation sector, particularly at JNIA, there is a growing concern that the current on-the-job training practices may not yield the desired improvements in employee performance. Factors such as inadequate support systems, lack of employee motivation, and misalignment with strategic objectives may hinder training effectiveness. Despite the critical role these programs are expected to play in enhancing service delivery and operational efficiency, there is limited research examining their actual impact in the Tanzanian context. Therefore, this study aims to evaluate the effects of on-the-job training on employee performance at JNIA, focusing on mentoring, apprenticeship, and job rotation.

This study is grounded in the Human Capital Theory (HCT), which posits that investments in employee training and development yield returns through enhanced productivity and performance (Becker, 1964). According to HCT, employees are viewed as assets whose value can be increased through proper education, training, and experience .HCT suggests that mentorship enhances the transfer of institutional knowledge, improves job skills, and supports career development. By aligning new employees with experienced staff, organizations foster continuous learning and build internal human capital. Through structured hands-on learning, apprenticeship programs build specific job-related skills. From an HCT standpoint, these programs enable employees to gain competencies essential for task execution, thereby contributing to organizational efficiency. HCT supports job rotation as a way of broadening employees’ skill sets and improving their understanding of organizational processes. It enhances adaptability, problem-solving ability, and job engagement factors that are positively correlated with improved performance .In line with HCT, this study assumes that effective implementation of on-the-job training through mentoring, apprenticeship, and job rotation will lead to a more skilled and productive workforce at JNIA, ultimately enhancing both individual and organizational performance. The current study addresses the knowledge gap by other researchers specifically by examining the Effects of on the job Training on Employee Performance in JNIA. The general objective of the study is to examine the effects of on the job training on employee performance in the context of JNIA. Specifically ,the study aimed to examine the Influence of mentoring on employee performance at JNIA.

Research Hypotheses

Mentorship has significant positive influence on employee performance at JNIA.

The Significance of the Study
The findings of this research may add on the existing literature that can help other interested researchers to formulate related research questions on related issues about training employees. More to that, this research can provide data that may assist government planners, policy makers and implementers in order to come out with proper decisions and policies based on reliable data about training and performance of employees. Moreover, the need of training for International Airports, especially on expansion and improvement in the job has become inevitable. Therefore, the finding of the study provides vital information to management of the JNIA.

2. Literature Review
 On-the-Job Training 

On the job training refers to the form of learning that takes place within the actual job environment. It involves acquiring knowledge abilities and skills, especially for performing a specific job effectively. On-The-Job training can include various methods such as mentorship, shadowing, Job rotation, Coaching and apprenticeship (Ngowi, 2020).On-the-job training (OJT) is a practical approach to acquiring new competencies and skills needed for a job in a real, or close to real, working environment. It is often used to learn how to use particular tools or equipment in a live-work practice, simulated, or training environment (Kanapathipillai & Azam, 2020). On-the-job training is when new employees learn applicable skills for their role while in the workplace. It's a practical training method focused on a hands-on approach in a live or simulated training environment, typically under the guidance of a supervisor or mentor (Yusuf et al., 2023). In the context of this study on the job training refers to all forms of education or transferring of skills to the employee while performing their day to day activities within the organization.

Mentoring

Mentoring is defined as a method of providing guidance and advice to employees in order to advance them in their careers (Kehinde & Nwachukwu, 2017). Mentoring complements on the job training, which is often the most effective way to gain the employees satisfaction, unique skills and expertise that a job holder needs.

A senior or more experienced individual (the mentor) is tasked with serving as a junior or trainee's advisor, counsellor, or guide in the employee training method known as mentoring. The mentor bears the responsibility of offering assistance and evaluations to the individual under their supervision (Kaaya, 2021). Mentoring refers to the act or process of helping and giving advice to a younger or less experienced person, especially in a job or at school (Nassary, 2020).Mentoring is when someone shares their knowledge, skills, and experience with another person to help them to progress (Nama, Daweti, Lourens and Chikukwa, 2022). In the context of the study job mentoring entails assigning a knowledgeable coach to supervise a worker's educational journey. Unlike in on-the-job training, the mentor or coach gives guidance and instruction without carrying out the employee's work (Kaaya, 2021).

Employee Performance 

Employee performance refers to the, efficiency, effectiveness and productivity with which an employee fulfils their job responsibilities within the organization (Shin et al., 2019). Many businesses evaluate the performance of their staff members on an annual or quarterly basis to identify specific areas that require development and to promote continued success in areas where performance is on par with or better than expected (Shin et al., 2019). Employee performance is a condition and an assumption for the performance and success of a company on the market. In order to ensure competitive ability, the quality of human resources, their management, and related measurement and performance assessment are at the forefront of company interest (Gebrehiwot & Elantheraiyan 2023).
According to Nawarathna et al.(2021),employee performance is the result of work in quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him, (Robbins, 2010). In this study, employee performance refers to the ability of employees to continuously fulfil duties and responsibilities in alignment with set forth JNA objectives. 
Theoretical Literature Review

The Training theories included in this study are linked to finding out what their possible influence could be on those two constructs. The Training theory that is relevant for this research work is the Human Capital Theory.

Human Capital Theory

The study is based on the human capital theory originally proposed by Schultz in 1961 as quoted by Ndongo (2007). Wekhuyi (2014) in her study discussed that using the human capital theory, “Schultz introduced returns on investment which highlight the cost-benefit analysis of education and training.” The theory insists that training raises the productivity of workers by imparting significance knowledge and skills needed by the organization. In fact the expenditures on training are costly still the organization should be considered it as an investment. 

Itika (2021) noted that “Human capital theory changes the equation that training and development are ‘costs the organization should try to minimize’ into training and development as ‘returnable investments’ which should be part of the organizational investment capital,” in line with the above elaboration, human capital viewing employees as an assets that organization should invest in order to exploit the value of employee. The immediate advance of Asian countries in the world during 1970s and 1980s was due to “the high investment in human capital” (Elliott, 1991) as quoted by Itika in his book. Armstrong (2014) adds that, the human capital theory sees the contribution of training as an additional value to the employees and benefit to the organization. In elaboration this concept, the theory concerns “employees as assets then strains that organization should investment in man power that produce worthwhile returns to the organization”.  The difficult appear to these theory is on how to measure key concepts, it’s not obvious to think that all investment in training guarantee improvement in productivity and future income (Wekhuyi, 2014). The theory is applicable in this study as it influences on the job training decisions to employees as a significance element in any organization (Elliot, 1991). By encouraging educational institutes to provide training and education to their staff, this enhances their skills, abilities and attitude which makes them feel that high levels of work performance are feasible. This theory postulates that improvement of skills as a major factor in production events. It looks with no possibility of doubt that social change was likely to be connected with the production of the quality community.

Empirical Literature Review 

The Influence of Mentoring on Employee Performance 

Mentoring  is  a  method  of  providing  guidance  and  advice  to  employees  in  order  to  advance them  in  their  careers (Kehinde,  & Nwachukwu, 2017). Mentoring complements on the job training, which is often the most effective way  to  gain the  employees  satisfaction,  unique  skills  and  expertise  that  a  job  holder  needs. Mentoring  also  supplements  formal  training  by  providing  employees  with  individual  advice  from seasoned managers who are “wise” in the ways of the organization (Lee & del Carmen Montiel, 2011; Murphy,  2011). Mentoring can help with succession planning and employees’ satisfaction, but the quality  of  the  relationship  and  the  willingness  of  the  seniors  to  trainer  determine  its  effectiveness. Mentoring has the disadvantage of diverting time away from senior management; however, because the  role  is  demanding  and  complex,  and  requires  excellent  interpersonal  skills,  it  is  important  that mentors  receive  training (O'Mally  &  Antonelli,  2016; Salami,  2010).  Therefore, on the basis of the above discussion it is hypothesized that

H1:There is a positive relationship between mentorship and employee’s performance at JNIA.
Research Gap

The reviewed literature from the previous studies has contributed much knowledge in understanding the situation of teacher’s training in Tanzania and outside Tanzania.  Among those studies were Wanyoike and Onyango (2024) on “Effects of Training on Employee Performance.” in Kenya, also Nassazi (2023) on “Effects of Training on Employee Performance” in Uganda. Both of these studies managed to assess the effects of training in improving employee performance but unfortunately they didn’t clarify clearly the contribution made by well-planned and systematic on the job training programme in improving employee performance at Airport authorities and ultimate organization performance. Therefore, this study is highly focused on fulfilling that gap, but more specifically on JNA in Dar es salaam Region. 

Conceptual Framework

According to Fisher (2010) conceptual framework is a map that draws together the concepts that researcher used to guide their study and suggest how they are related. Adds that, training “is a critical process, which seeks to improve the work performance of workers in the organization”. The conceptual framework illustrates the interrelationships between JKNA, training programmes and their competence in managing their work performance.


      Independent variables                                                   Dependent variables

   Figure 1: Conceptual Framework 

    Source: Author (2025).
3. Methodology

Research Philosophy

According to Creswell (2014) research philosophy refers to the assumptions and beliefs about the nature of reality and knowledge that guide the research process. There are several research philosophies including pragmatism, positivism,realism, interpretivism. This study used positivism philosophy. This is because positivist philosophy suggests a more objective and measurable approach to understanding reality. This aligns well with examining the effects of on the job training programs on employee performance, which is measured quantitatively through performance metrics such as efficiency, productivity, quality of work, adaptability, team collaboration, and time management

Research Design

Research design is the technique selected to combine various components of the study in a consistent and logical manner (Kothari, 2018). Explanatory research design was employed. Explanatory design involves collecting data which allows the researchers to examine relationships between variables at a specific moment. This design enabled the researcher to gather data on employees' performance and their participation in various training programs.
Research Approach

Saunders et al. (2016) posits that the research approach is the broad strategy used to collect and analyze data. This study used a quantitative research approach as it involves collecting numerical data through questionnaires to measure the impact of training on employee performance. A quantitative approach helps a researcher in statistical analysis to examine the strength and direction of the relationships between effects of training programs on employee performance.
Study Area

The study area refers to the geographical location or organizational setting where the research is conducted (Creswell, 2014). In this study, the study area specifically pertains to Julius Nyerere International Airport (JNIA) in Dar es Salaam, Tanzania. JNIA is the largest Airports in Tanzania employing a substantial number of staff and having different cadres. Each of its departments needs to consider training its staff to acquire skills required for efficient work performance. Being the largest airport, the researcher expected to get ample data at JNIA as compared to other airports like Kilimanjaro International Airports (KIA) and other airports.

Target Population

According to (Kothari, 2012) target population is the total population about which information is required. In this study, the target population was 330 employees of JNIA in Dar es Salaam that are administrative officers, operational officers and managerial officers (JNIA, 2024). This group represents the focal point for research inquiry, where findings are applicable and generalization.

Sample Size and Sample Techniques 

Kothari (2012) defined sampling as the process of selecting a group of people, events, behaviors or other elements.The researcher used the following sampling techniques.

Stratified Random Sampling

A stratified random sampling technique was employed.  This is because JNIA comprises various cadres of employees with distinct roles, responsibilities, and characteristics. These cadres include administrative staff and operational staff. By using a stratified sampling technique, the researcher ensured that each cadre is represented proportionately in the sample.

Simple Random Sampling

This research employed a simple random sampling technique to select members from each stratum. Simple random sampling was used because all operational staff within a research population (air aviation staff) had an equal chance of being selected. Two strata was employed in this study, that is operational officers and administrative officers.The research used paper tags, one written YES and another written NO and each member was asked to pick a tag.Those who selected YES were included in a sample.
 Sample Size 

Sampling size refers to the number of participants included in the study. The sample size for this study was determined using Yamane's formula (Yamane, 1967), which is commonly employed to calculate sample sizes in research. With a population size of employees within the JNIA in Dar es Salaam, a sample of 181 individuals was selected where 18 respondents  included administrative and operational staff.
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Where: n is the sample size, N is the population size, e is the desired margin of error (expressed as a decimal). In this case, you want to calculate the sample size (n) using the Yamane formula, given a population (N) of 330 and a margin of error (e) of 0.05

n=  330/(1+330(0.05)2

n =   330/1.825

n = 180.82

​n ≈ 181

So, the calculated sample size using the Yamane formula is approximately 181, the suggested sample size was 181 for a population of 330 with a 5% margin of error.

Table 1:    Sampling Distribution

	S/N
	Categories of respondents 
	Population
	Sample size 
	Sampling Technique

	1
	Operational staff
	201
	110
	Simple random sampling

	2
	Administrative staff
	129
	71
	Simple random sampling

	 
	TOTAL
	330
	181
	 


Sources: JNIA report (2024) and researcher computation
Data Collection Methods

The source of data collection refers to where the data for the study are obtained (Bryman, 2016). Data was collected using primary data collection method. 

Data Collection Tools

The research tool is the tool used to collect data (Bryman, 2016). One research instrument was which was a  structured questionnaire. A structured questionnaire was developed to measure employee performance across relevant areas (productivity, efficiency, quality). Questionnaires was designed by including Likert scale questions to measure the effects of mentoring, job rotation and apprenticeship on employee performance at JNIA. The questionnaire was self-administered to respondents with aim to provide a practical and efficient means of collecting data. To ensure comprehensive participation in the questionnaire process, the researcher adopted a modern and efficient approach by designing the questionnaire through the Kobo toolbox system. Each participant received a personalized link to the questionnaire, accessible through their mobile phones, facilitating a streamlined and convenient data collection process. This approach offered several compelling advantages, participants were able to access and complete the questionnaire at any time and place, using their preferred mobile device. This flexibility promoted a greater response rate and eliminated geographical barriers (Nkuba, 2023). 

Validity and Reliability

This study ensured validity through rigorous expert evaluation of the research instruments. To achieve content validity, the researcher engaged specialists in human resource management and research supervisors to review and provide feedback on the survey questionnaires. These experts assessed whether the tools effectively measure the constructs of training among employees in Tanzania and suggest any necessary modifications (Creswell & Creswell, 2018). The feedback was used to refine the instruments, enhancing their relevance and accuracy. This expert validation process bolstered the study's overall validity by ensuring that the data collection tools are well-aligned with the study's objectives and capable of capturing the intended information accurately (Facey et al., 2016). 

Reliability in this study was ensured through various strategies to maintain consistency and dependability in the data collection process. The researcher utilized Cronbach’s alpha to evaluate the internal consistency of the questionnaire items, aiming for a reliability coefficient of 0.70 or higher to confirm that the items are measuring the same underlying construct (Tavakol & Dennick, 2011). Additionally, the study employ test-retest procedures by administering the instruments to a subset of respondents at two different times, allowing for a comparison of results to assess stability (Field, 2013).

The reliability test results presented in Table 2 indicate that the variables in this study exhibit high reliability as measured by Cronbach's Alpha. Cronbach's Alpha values assess the internal consistency of the scale, with higher values indicating more reliable measures.

For Mentoring, the Cronbach's Alpha is 0.891, which is considered excellent, demonstrating a very high level of internal consistency and reliability in the items related to on-the-job training. Similarly, for job rotation, the Cronbach's Alpha is 0.885, also indicating high reliability and consistency in the items related to job rotation.The apprenticeship variable has a Cronbach's Alpha of 0.787, which is still considered acceptable and demonstrates good reliability, though slightly lower than the training variables.

For employee performance, the Cronbach's Alpha is 0.894, reflecting excellent internal consistency and a high level of reliability in measuring employee performance.

Overall, the Cronbach's Alpha values for all variables in this study are above the commonly accepted threshold of 0.70, indicating high reliability in the scales used to measure mentoring implementation, job rotation, apprenticeship, and employee performance. This suggests that the instruments used in the study are consistently measuring the intended constructs and the results are reliable for analysis.
Table 2 Reliability Test Results

	Variable 
	Number of Items
	Cronbach Alpha

	Mentorship 
	5
	0.891

	Employee performance
	5
	0.894


Source: Field Data, (2025)
Variable and Measurement Procedures

Measurement refers to the expression of variable into numbers; measurements adopted in this study are categories into
 Nominal Scale 

A nominal scale is a measurement of scale, in which numbers serve as “labels” or “tags” only, aim to identify or classify an object Afroz (2018). In this study nominal scale was used for identifying and categorizing gender of the respondents whereby categorized as male = 1 and female = 2, study employed these two measurements of scale because study included both male and female respondents, the researcher identified respondents according to their gender.

Ordinal Scale

Ordinal scale involves rank events in order numbers assigned preserve the order relationship (rank) and the ability to distinguish between elements according to a single attribute and element. Saunders et al., (2019) ordinal numbers are assigned to the order, such as first, second and third and so on, under this dissertation study a Likert scale of 1 up to 5 used, where 1=strongly disagree, 2=disagree, 3=neutral,4=agree and 5=strongly agree these Likert scale employed so as to influence respondents to contribute their view.

 Thus, this study used both nominal scale and ordinal scale.

Table 3: Variable and Measurement

	Variables
	Indicator
	Sources
	Measurement

	Mentoring 
	· Create a safe and Supportive environment

· Trust and mutual respect

· Knowledge 

·  Experience
	Shin et al., (2019), Nawarathna et al., (2021), Yusuf, Ngamsan et al., (2023),
	Ordinal Scale-Likert Scale 

	Employee performance
	· Employee productivity 

· Targets achievement

· Service delivery 

· Accomplishment of tasks on time
	Mbukanma (2023), Ali et al., (2018), Shin et al., (2019), Nawarathna et al., (2021).
	Ordinal Scale-Likert Scale


Source: Compilation by Researcher (2025)

Data Analysis

Data analysis involves organizing, summarizing, and interpreting the collected data to conclude the research objectives (Hair et al., 2019). Quantitative data analysis techniques, such as descriptive statistics, and regression analysis, were used to examine the relationships between on the job training programs and employees' performance. Specifically, multiple regression analysis was utilized to examine how mentoring, job rotation and apprenticeships contribute to employees' performance. This statistical technique allows for the identification of significant predictors and their respective influence on performance outcomes, thus providing insights into the relative importance of different types of training programs (Hair et al., 2019).

Multiple Linear Regression Model

The inferential analysis employed a multiple linear regression to establish a statistically significant level between independent variables (mentoring, job rotation and apprenticeship) and dependent variable (employee performance). The p-value≤0.05 was used to measure the significance level of association between independent variables and dependent variable. 

The Multiple Linear Regression is specified as follows:
Y = a + b1X1 + e
Y = Dependent variable (employee performance)
a = Y intercept, where the regression line crosses the Y axis
b1 = the partial slope for X1 on Y 
X1 = mentoring
Assumptions of Multiple Linear Regression Model

The regression model is determined to hold true if the following assumptions are met in concerning the objective (Kothari, 2014). 

Linearity and Normality Test

Linear regression needs linear relationship between the independent and dependent variables. If the two variables are not linear, the results of the regression analysis under-estimates the true relationship (Greene, 2010). Therefore, in this study, linearity was tested and determined by using scatter plots, in which the dependent variable is on the y-axis while independent variables on the x-axis. Moreover, linearity is normally observed when the graph has a linear distribution observation. 

Multicollinearity Test

Multicollinearity occurs when the independent variables are not independent of each other. Therefore, in this study, multicollinearity was tested by using Variance Inflation Factor (VIF) and the level of Tolerance (Mondal and Mondal, 2018).  However, the level of tolerance was set from 0 to 1. The formula for measuring VIF is VIF=1/(1-R2). Multicollinearity is possible in the model when R>= +-0.9; Where R squared is the coefficient of determination.

Homoscedasticity Test
The model assumes that the error terms along regression are equal. Slight heteroscedasticity has little effect on significance tests, however, when heteroscedasticity is marked it can lead to serious distortion of findings and seriously weaken the analysis thus increasing the possibility of a type 1 error (Greene, 2010). Therefore, in this study homoscedasticity was checked by using the plots of standardized values predicted by model against the standardized residuals observed. The assumption was to be met met if the plot have a random array of plots (absence of funnel shape).

Ethical Considerations

Research ethics refer to the identification of the certain norms and standards of behavior that researchers are expected to follow (Kothari, 2018).  Ethical considerations in this study encompass obtaining informed consent, maintaining confidentiality, minimizing risks, and ensuring integrity. The researcher obtained permissions from directorate of Postgraduate Studies of Open University of Tanzania and another from JNIA was secured. A detailed consent form was provided to participants, emphasizing confidentiality, rights, and withdrawal options. Data were securely stored and anonymized for privacy protection, upholding ethical standards throughout the research process. To avoid plagiarism each source of data was cited.

4. Results
Demographic Characteristics of Respondents

The demographic characteristics of the respondents assessed by the study include age, gender, educational level and user experience. 

Gender Distribution of the Respondents

Table 4 presents the gender distribution of respondents in JNIA, revealing that the majority are female 89 (52.1%), while males constitute 82 (47.9%. This gender imbalance indicates a higher representation of women within the workforce, which may be attributed to recruitment policies, gender mainstreaming efforts, or the nature of roles within the aviation industry. The predominance of female employees suggests that training and development programs should be designed to be gender-sensitive and inclusive, ensuring equitable access and relevance to both male and female staff. Additionally, understanding this gender distribution is crucial for assessing employee performance since factors influencing performance, motivation, satisfaction, and productivity may vary across genders. Therefore, addressing gender-specific needs in training initiatives could enhance overall performance within JNIA.

Age of the Respondents

Table 3 shows the age distribution of respondents within JNIA, indicating that the majority 55 (32.4%) are between 31 and 40 years, followed by 51 (29.7%) aged 21 to 30 years, and 34 (20%) aged 41 to 50 years, 9 95.55) above 60 years and lastly 5 ( 2.7%)  below 21 years. This age distribution suggests a relatively youthful workforce, with nearly half of the respondents falling within the early stages of their professional careers. The considerable representation of middle-aged employees also reflects a balanced mix of experience and youthful energy within the council. The lower proportion of respondents above 60 years may indicate a transition towards a younger workforce or recent retirements. These findings have important implications for training initiatives in JNIA. Since a significant portion of the workforce is young, training programs focusing on skill enhancement, career growth, and professional development could be particularly effective in improving overall employee performance. Additionally, ensuring inclusivity by tailoring training approaches to suit different age groups can enhance learning outcomes and productivity across the air aviation company.
Education Level Distribution of the Respondents

Table 4 shows the results regarding the educational level of respondents in JNIA. The largest group consists of individuals with a Bachelor's degree 66 (38.8%), followed by those holding a Diploma 50 (28.9%), Master degree 26 (15.3%),a Certificate 18 (10.4%), and a smaller proportion with PhD qualifications 11 (6.6%). This educational profile indicates that the majority of the workforce possesses a higher education level, which may suggest a relatively skilled and knowledgeable staff base, with significant expertise at the Bachelor's level. The presence of employees with varying educational qualifications highlights the need for training programs that can cater to different levels of knowledge and skills. For instance, employees with certificates or diplomas may benefit more from foundational training, while those with Bachelor's or postgraduate degrees could engage in more advanced professional development. Tailoring the training to accommodate these different educational backgrounds could enhance the effectiveness of the programs and improve employee performance across the council.

Experience of the Respondents

Table 4 presents the distribution of working experience among the respondents in JNIA. A significant portion of the workforce 93 (54.1%) has 6-10 years of experience, followed by 25 (14.6%) with 11 to 15 years of experience, 37 (21.6%) with 5 years and less while 16 (9.7%) had experience of more than 15 years. This distribution suggests that the majority of employees are relatively experienced, with nearly half of the respondents having over five years of service. This experience likely translates into a deeper understanding of their roles and the organization's operations, which may influence their performance and learning needs. For employees with less than five year of experience, targeted induction and introductory training could be vital for effective integration and skill development. Meanwhile, employees with 6 years and above may benefit more from advanced training or leadership development programs to enhance their existing expertise. The experience levels reflected in the data suggest the need for a comprehensive training approach that accommodates both new employees and those with substantial tenure.
Table 4: Demographic Characteristics of the Respondents

	Variable
	Option
	Frequency
	Percent

	 Gender
	Male
	82
	47.9

	
	Female
	89
	52.1

	
	Total
	171
	100

	Age
	Below 21 years
	5
	2.7

	
	21-30
	51
	29.7

	
	31-40
	55
	32.4

	
	41-50
	34
	20

	
	51-60
	17
	9.7

	
	Above 60 years
	9
	5.5

	
	Total
	171
	100

	Educational Level
	Certificate
	18
	10.4

	
	Diploma
	50
	28.9

	
	Bachelor Degree
	66
	38.8

	
	Master degree 
	26
	15.3

	
	Phd
	11
	6.6

	
	Total
	171
	100

	Service user experience
	 5 years and less
	37
	21.6

	
	6-10 years
	93
	54.1

	
	11-15 years
	25
	14.6

	
	More than 15 years
	16
	9.7

	
	Total
	171
	100


Source: Field data (2025)
Descriptive Statistics Results

Descriptive Statistics Results for Mentoring Implementation at JNIA

The results from the descriptive statistics for Mentoring at JNIA reveal varying levels of responses to different aspects of the training. The highest score was for the statement "Creating a safe and supportive environment is essential in mentoring employee performance," with a mean of 4.1158 and a standard deviation of .82337, indicating that respondents generally found the training content highly relevant to their roles. This suggests that the training provided aligns well with employees' job functions, potentially enhancing its impact on performance.

Next, the statement "Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance " had a high mean score of 4.1474 with a standard deviation of .98896, which indicates that a significant portion of employees perceived improvements in their performance as a result of the on-job training. This is an encouraging sign, suggesting that the training is having a positive impact on employees' actual job performance.

In terms of satisfaction, the statement "Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance" received a mean score of 3.8842 with a standard deviation of 1.20162, reflecting that most employees feel their skills have enhanced as a result of the training. This suggests that the mentoring contributes to skill development, though some variability in responses indicates that the extent of improvement may differ across individuals.

The statement "Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization" yielded a mean of 3.8000 with a standard deviation of 1.03759, indicating general satisfaction with the training's effectiveness, although there is some room for improvement in its perceived effectiveness.

The statement "Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs" had the lowest mean score of 3.2105 with a standard deviation of 1.40587, suggesting that while employees recognize the value of the training, there may be challenges in translating the learned skills into practical application in their daily tasks.

The overall mean for the mentoring at JNIA is 3.8316, which indicates that, on average, employees are moderately satisfied with the training's relevance, impact, and effectiveness. However, there are areas for improvement, particularly in the application of training to tasks and ensuring all employees fully benefit from the training.

These findings have important implications for employee performance. The generally positive response, particularly regarding the relevance of training content and observable improvements in performance, suggests that mentoring can play a significant role in enhancing employees' skills and job efficiency. However, addressing the challenges related to applying training learning and increasing satisfaction with the training's effectiveness could further boost its impact, leading to higher employee performance and overall productivity in the aviation industry.
Table 5: Descriptive Statistics for Mentoring at JNIA (n = 171)
	Statement
	Min
	Max
	Mean
	Std. Dev

	1.Creating a safe and supportive environment is essential in mentoring employee performance
	1.00
	5.00
	4.1158
	0.82337

	2.Trust and mutual respect between mentor and mentored are crucial in attaining positive results of on job training leading to employee performance 
	1.00
	5.00
	3.8842
	1.20162

	3.Knowledge of mentors should be high enough to elevate the performance of employees under mentorship programs
	1.00
	5.00
	3.2105
	1.40587

	4.Experience is the differentiating factor between a mentor and employee to guarantee the elevation of employee performance 
	1.00
	5.00
	4.1474
	0.98896

	5.Mentoring is essential in instilling up-to-date skills in employees as well as increasing their performance in an organization
	1.00
	5.00
	3.8000
	1.03759

	OVERALL MEAN = 3.8316.


Source: Field Data (2025)
	


	


Descriptive Statistics Results for Employee Performance at JNIA

The descriptive statistics for employee performance at JNIA provide insights into how employees perceive their own performance across various aspects of their work. The statement "I complete my daily tasks and responsibilities efficiently and within the required time-frames." and "I meet productivity targets by completing tasks accurately and on " both scored the highest mean of 3.8842, with a standard deviation of 1.20162 for both. This suggests that employees generally feel they are able to complete their tasks efficiently and meet productivity targets, although the relatively high standard deviations indicate that there is some variation in how different employees perceive their efficiency and time management.

The statement "I achieve high levels of customer satisfaction through positive interactions and prompt, effective services." had a mean of 3.6789 with a standard deviation of 1.41406, indicating that while employees recognize their ability to maintain customer satisfaction, the level of satisfaction may vary widely among them. The higher standard deviation suggests differing perceptions of their interactions with customers and the effectiveness of their service delivery.

The statement "I consistently deliver high-quality services that meet or exceed organizational standards." scored a mean of 3.5842 with a standard deviation of 1.38120, which indicates that employees generally feel they are delivering quality services, though there is variability in how consistently they meet or exceed the set standards.

The statement "I carry out my responsibilities effectively, contributing positively to the organization's overall performance" had a mean of 3.6368 with a standard deviation of 1.39612, suggesting that employees perceive themselves as contributing positively to the organization’s performance, although there is some variability in how employees assess their contributions.

The overall mean for employee performance at JNIA is 3.7337, indicating that employees generally perceive their performance positively. However, the relatively high standard deviations across all statements suggest significant variation in how individual employees perceive their own performance, which could be indicative of differences in roles, responsibilities, or personal evaluations of work quality.

These results imply that while most employees feel they perform well in key areas such as task completion, productivity, and customer satisfaction, there is room for improvement in ensuring that all employees consistently meet organizational standards and contribute equally to the council’s overall performance. Addressing these variations could enhance employee engagement and performance across the board, thereby improving overall service delivery and organizational outcomes.
Table 6: Descriptive Statistics Results for Employee Performance at JNIA (n = 171)

	Statement
	Min
	Max
	Mean
	Std. Dev

	1. I complete my daily tasks and responsibilities efficiently and within the required timeframes.
	1.00
	5.00
	3.8842
	1.20162

	2. I achieve high levels of customer satisfaction through positive interactions and prompt, effective services.
	1.00
	5.00
	3.6789
	1.41406

	3. I consistently deliver high-quality services that meet or exceed organizational standards.
	1.00
	5.00
	3.5842
	1.38120

	4. I meet productivity targets by completing tasks accurately and on time.
	1.00
	5.00
	3.8842
	1.20162

	5. I carry out my responsibilities effectively, contributing positively to the organization's overall performance
	1.00
	5.00
	3.6368
	1.39612

	OVERALL MEAN = 3.7337


Source: Field Data (2025)

Correlation Analysis

The Pearson’s correlation results presented in Table 4.5 reflect the strength and significance of the relationships between employee performance and the various training variables at JNIA. Pearson correlation coefficients are used to examine the degree of association between the variables, and the significance (Sig. 2-tailed) values help determine whether these correlations are statistically meaningful.

The relationship between employee performance and Mentoring is strong, with a Pearson correlation of 0.699 and a significance value of 0.000, which indicates a high and statistically significant positive correlation. This suggests that as mentorship increases, employee performance tends to improve, reflecting a valid and substantial connection between these two variables.

In terms of validity, the strong and statistically significant correlations (with p-values less than 0.05) between employee performance and mentoring, demonstrate the high validity of this study. These findings confirm that the variables under investigation mentoring, is indeed relevant and influential factors in shaping employee performance at JNIA. Therefore, the study's findings are robust, valid, and provide meaningful insights into the relationship between training and employee performance.

Table 7: Pearson Correlation Results

	
	Employee Performance
	Mentoring
	Job rotation
	Apprenticeship

	Employee Performance
	Pearson Correlation
	1
	.699
	.610
	.308

	
	Sig. (2-tailed)
	
	.000
	.000
	.002

	
	N
	171
	171
	171
	171

	Mentoring
	Pearson Correlation
	.699
	1
	.526
	.118

	
	Sig. (2-tailed)
	.000
	
	.000
	.254

	
	N
	171
	171
	171
	171

	Job rotation
	Pearson Correlation
	.610
	.526
	1
	.212

	
	Sig. (2-tailed)
	.000
	.000
	
	.040

	
	N
	171
	171
	171
	171

	Apprenticeship
	Pearson Correlation
	.308
	.118
	.212
	1

	
	Sig. (2-tailed)
	.002
	.254
	.040
	

	
	N
	171
	171
	171
	171


Source: Field Data (2025)
 Tests for Assumptions of Regression

Sample Size Adequacy

In this study, a sample size of 171 participants is deemed adequate, aligning with Abdulqader's (2017) recommendation that large sample sizes are crucial for ensuring the accuracy and reliability of research results. This substantial sample provides a robust foundation for analyzing the complex relationships between mentoring, job rotation, apprenticeship, and employee performance. The large sample enhances the statistical power of the analysis, allowing for more precise and generalizable conclusions, thereby ensuring that the findings are representative of the broader population within the JNIA.

Multicollinearity 

The Variance Inflation Factor (VIF) values presented in Table 4.7 indicate that there is no multicollinearity among the variables in this study. The VIF values for mentoring implementation (1.383) is a well below the threshold of 5, which is typically used to indicate potential multicollinearity. These results suggest that the independent variables are not highly correlated with each other, ensuring that multicollinearity is not a concern in this analysis. Therefore, the results are reliable for further statistical interpretation.

Table 8 Variance Inflation Factor Matrix (VIF)
	Variable 
	Tolerance
	VIF

	Mentoring implementation
	.723
	1.383


Source: Field Data, (2025)

Normality Assumptions

Figure 2 presents a histogram that upholds the assumption of normality, showcasing a bell-shaped curve that signifies a symmetrical distribution centered around the mean. This pattern indicates that the data points are evenly spread out, with no notable skewness. The uniformity in the height and shape of the bars highlights a consistent frequency distribution throughout the dataset. This regularity further reinforces the assumptions of homogeneity and data consistency. In summary, the histogram in Figure 4.1 supports the normality assumption, as its balanced, symmetrical distribution suggests that the data are suitable for statistical analyses that require a normal distribution.
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Figure 2 Histogram of Residuals for Normality Assumption

Source: Field Data, (2025)

 Linearity 

Regression analysis relies on the assumption that there is a linear relationship between the explanatory variables and the response variable. To verify this, P-P plots were generated. For the relationship to be deemed linear, the residuals should align closely with the 45-degree reference line. In Figure 4.2, the P-P plots reveal that the residuals are tightly clustered around the 45-degree line, confirming that a linear relationship exists between the independent and response variables.
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Figure 3: P-P Plot for Linear Relationship Assumption

Source: Field Data, (2025)

Homoscedasticity Assumption

Figure 4 illustrates the scatterplot of regression standardized residuals against standardized predicted values, aimed at evaluating the homoskedasticity assumption. The plot reveals that the residuals are dispersed randomly around the zero line, displaying no noticeable patterns, funnel shapes, or systematic clustering. This random dispersion indicates that the variance of residuals remains consistent across all levels of predicted values, confirming the assumption of homoskedasticity. The absence of any distinct trend also suggests that heteroskedasticity is not an issue within this model. Therefore, the regression model satisfies this critical assumption, reinforcing its suitability for examining the relationship between variables in this study.
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Figure 4 Homoscedasticity

Source: Field Data (2025)
 Linear Regression Analysis Results

To examine the proposed hypotheses, a multiple linear regression analysis was employed. This statistical technique was selected to determine the effect of the independent variables mentoring, job rotation, and apprenticeship on the dependent variable, employee performance at JNIA. Questionnaires were utilized as the primary data collection tool, providing quantitative data suitable for regression analysis. The multiple regression model enabled the assessment of the individual contribution of each independent variable while controlling for the influence of others, thus offering a comprehensive understanding of their collective impact on employee performance.

Table 9: Hypothesis tested

	S/N
	Hypothesis
	Data collection Tools

	1
	H1: There is a significant effect of mentoring on employee performance at JNIA
	Questionnaires 


Source: Data analysis (2025)

 Model Summary Results

Table 10 shows model summary. The model summary results indicate a strong relationship between the independent variable (mentoring) and the dependent variable (employee performance) at JNIA. The R value of 0.776 suggests a high positive correlation between the predictor and employee performance, implying that improvements in these independent variables aspects are associated with better performance outcomes.

Additionally, the R Square value of 0.601 indicates that approximately 60.1% of the variance in employee performance can be explained by the influence of mentoring. This is a substantial proportion, suggesting that this variable is crucial determinant of employee performance within the organization. The Adjusted R Square value of 0.588, which is slightly lower than the R Square value, accounts for the number of predictors in the model, confirming that the model remains robust even when adjusted for potential overfitting.

The standard error of the estimate is 0.23519, signifying the average distance that the observed values fall from the regression line. A lower standard error generally reflects a more accurate model. The R Square Change value of 0.601, coupled with a highly significant F Change value (Sig. F Change = 0.000), further demonstrates that the model is statistically significant and that the inclusion of the independent variables considerably improves the prediction of employee performance. Overall, these results underscore the relevance of mentoring in enhancing employee performance at JNIA.

Table 10: Model Summary Results

	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	.776
	.601
	.588
	.23519
	.601
	45.784
	1
	169
	.000

	a. Predictors: (Constant), mentoring


Source: Data analysis (2025)
ANOVA Results

The ANOVA results provide valuable insights into the overall significance of the regression model used to assess the impact of mentoring, job rotation, apprenticeship on employee performance at JNIA. The analysis reveals a Regression Sum of Squares of 7.598 with three degrees of freedom, indicating the portion of the total variability in employee performance that is explained by the independent variables.

The Mean Square for the regression model is calculated as 2.533, while the Mean Square for the residuals is 0.055, resulting in an F-statistic of 45.784. This F-value is considerably high, demonstrating that the model provides a significantly better fit to the data than a model with no predictors. The associated significance level (Sig.) is .000, which is well below the standard threshold of 0.05. This implies that the effect of mentoring, on employee performance is statistically significant.

In conclusion, the ANOVA results confirm that the predictors included in the model contribute meaningfully to explaining the variation in employee performance at JNIA, validating the suitability of the regression model for further analysis.

Table 11: ANOVA Results

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	7.598
	1
	2.533
	45.784
	.000

	
	Residual
	5.034
	169
	.055
	
	

	
	Total
	12.632
	170
	
	
	

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), mentoring, 


Coefficients

The influence of mentoring on employee performance in JNIA

The regression analysis results for the influence of mentoring on employee performance at JNIA indicate a positive and statistically significant relationship between these variables. The unstandardized coefficient (B) for mentoring is 0.229, meaning that for every one-unit increase in mentoring, employee performance is expected to improve by 0.229 units, holding other factors constant.

The standardized coefficient (Beta) of 0.520 suggests that mentoring has a strong influence on employee performance compared to other predictors in the model. The t-value of 6.687 is substantial, with a significance level (Sig.) of .000, which is well below the standard threshold of 0.05. This confirms that the effect of mentoring on employee performance is statistically significant.

Additionally, the 95% confidence interval for the coefficient ranges from 0.161 to 0.297, further supporting the robustness of the finding. Overall, these results indicate that mentoring significantly enhances employee performance at JNIA.
Table 12 Coefficient Regression Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	a. Dependent Variable: Employee performance


Table 13 Coefficient Regression Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	a. Dependent Variable: Employee performance


Source: Data analysis (2025)

Table 14 Coefficients of Regression Results
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.296
	.144
	
	2.055
	.043
	.010
	.582

	
	Mentoring
	.229
	.034
	.520
	6.687
	.000
	.161
	.297

	a. Dependent Variable: Employee performance


Source: Data analysis (2025)

4.8 Summary of Multiple Regression Results

The findings from the multiple regression analysis shed light on the significant relationships between the various independent variables and employee performance at JNIA.

Hypothesis 1 (H1), which posited that there is a significant effect of mentoring on employee performance, was accepted. The results show a strong positive relationship between mentoring and employee performance, as indicated by a standardized coefficient of 0.520, a t-value of 6.687, and a significance level of 0.000. This suggests that mentoring is a key factor in enhancing the performance of employees, making it a critical area for organizational development and productivity.

Table 15: Summary of Hypothesis Testing Results
	S/N
	Hypothesis
	Results

	1
	H1: There is a significant effect of mentoring  on employee performance at JNIA
	Accepted


Source: Data analysis (2025)

Discussion of Findings

This study found that mentoring significantly enhances employee performance at JNIA, with a strong positive relationship indicated by a standardized coefficient of 0.520. This is in line with the findings of Bafaneli and Setibi (2019), who also observed that mentoring at Riley’s Hotel in Botswana contributed positively to employees’ effectiveness in their jobs. Both studies suggest that mentoring is a vital tool for improving employees’ performance by providing practical and relevant learning experiences that enhance their skills. However, Bafaneli and Setibi (2019) noted challenges that hindered the full potential of mentoring, which could be a contributing factor to the moderate performance outcomes despite its positive impact. In contrast, the findings in JNIA indicated a more uniform and positive influence, possibly due to better implementation and fewer obstacles in the training process.

Ndunguru (2020) also investigated mentoring in the context of secondary schools in Songea Municipality, finding that trained employees were more motivated to stay within the organization. This aligns with the present study, where mentoring not only boosted performance but also likely contributed to employee retention through increased job satisfaction and professional growth opportunities. The similarities in findings across both studies suggest that the impact of mentoring is consistent across different sectors, whether in education or public administration.

The implications of these findings are significant for JNIA, indicating that enhancing mentoring programs could lead to greater employee satisfaction, increased job performance, and possibly improved retention. However, as seen in the study by Bafaneli and Setibi (2019), overcoming challenges such as resource limitations and ensuring continuous support for training are essential for maximizing the benefits of these programs.
 Summary of the Findings 

The findings of this study highlighted that mentoring has a significant and positive influence on employee performance at JNIA Employees who underwent mentoring showed improved performance due to the practical and direct application of skills acquired during the training. This type of training is especially valuable because it allows employees to learn in the actual work environment, helping them gain hands-on experience that is directly relevant to their daily tasks. The study revealed that mentoring enhanced employees' problem-solving abilities, technical skills, and decision-making capacity, all of which contributed to improved job efficiency and productivity. 

Furthermore, employees who received this form of training expressed higher levels of confidence in their work, as they felt better prepared to handle the challenges they faced. The results underscore the importance of mentoring as a critical tool for organizational success, as it leads to higher employee competency, job satisfaction, and overall job performance. Organizations are encouraged to implement mentoring as a means of equipping their workforce with the necessary skills to perform at their best.

Implication of the findings 

The findings of this study have significant implications for various stakeholders, including academics, policymakers, industry leaders, and organizational management.

Academia

The findings of this study offer significant insights for academic research and contribute to the existing body of knowledge on employee performance and training in public sector organizations, particularly in Tanzania. The study emphasizes the importance of mentoring, job rotation, and apprenticeship in enhancing employee performance, providing a foundation for future academic inquiries in human resource management and organizational behavior. Researchers in the field of human resources can build on these findings to explore more specific aspects of training, career development, and performance outcomes, particularly within the context of different sectors, including education, healthcare, and the private sector. Additionally, the study underscores the need for further research into the long-term impact of these training methods on employee retention and career growth. For students and scholars, this research serves as a valuable reference for understanding the link between employee development programs and performance in government organizations, and it may inspire new research approaches, particularly in non-Western contexts, to examine how cultural and contextual factors influence training outcomes.

 Policymakers

For policymakers, the study highlights the importance of developing and implementing policies that promote comprehensive training programs within public sector institutions. The significant positive influence of mentoring, job rotation and apprenticeship on employee performance suggests that government initiatives should prioritize investments in employee development. Policymakers could consider allocating more resources to training and professional development programs, particularly for employees in key sectors like local government. Furthermore, the findings stress the need for policies that facilitate career advancement opportunities for employees, which in turn enhances their performance and commitment to the organization. This research may influence policymakers to review and improve existing frameworks, ensuring that training programs align with organizational objectives and employee career aspirations. A focus on such policies can lead to a more effective and motivated public sector workforce, which ultimately improves public service delivery and contributes to national development goals.

Organizational Management

The findings of this study have significant implications for organizational management, particularly in terms of enhancing employee performance through effective training. Management at JNIA, and similar organizations, should consider integrating structured mentoring, job rotation and apprenticeship programs into their employee development strategies. These findings emphasize that such training programs improve employees’ competencies, which directly boosts job performance. 
5 Conclusion

This study has examined the influence of mentoring on employee performance in the context of JNIA The findings indicate that all this factor significantly enhance employee performance. Mentoring was found to have the strongest positive effect, followed by job rotation and apprenticeship. These results underline the importance of continuous employee development in improving job performance and efficiency within public sector organizations.

The positive relationship between mentoring and employee performance emphasizes the value of hands-on, practical experience in developing the skills necessary for employees to excel in their roles. Overall, the study highlights that organizations, especially those in the public sector like the JNIA, can significantly enhance employee performance by investing in robust training programs.. The findings suggest that for organizations to succeed in delivering quality public services, a comprehensive approach to employee development is essential. By providing employees with the right tools and support, organizations can foster a more skilled, motivated, and committed workforce, ultimately contributing to better organizational outcomes and service delivery.

In conclusion, the study emphasizes that mentoring, is interdependent factor that contribute to improved employee performance. The findings provide valuable insights for both academia and practitioners in human resource management, and they highlight the need for organizations to continuously prioritize employee development to achieve optimal performance.

Recommendations

Based on the research findings and the objectives of this study, several recommendations can be offered to different stakeholders;

Based on the findings of this study, it is recommended that the management of JNIA focus on strengthening their employee development programs, specifically by prioritizing mentoring, job rotation and apprenticeship. Management should ensure that mentoring programs are structured to provide employees with practical, hands-on experience that aligns with the council’s operational needs.  Moreover, job rotation should be emphasized to make employees have different skills in each department. Furthermore, apprenticeship programs should be formalized, providing clear pathways for career progression within the organization to boost employee motivation and retention. Management is also encouraged to regularly assess the effectiveness of these programs and make adjustments to better meet employee needs and organizational goals.

Policymakers should also advocate for frameworks that allow for collaboration between local government councils and external training institutions to ensure access to high-quality development programs. Encouraging the establishment of partnerships between the public and private sectors could lead to more diverse and specialized training opportunities for public sector employees. Additionally, policymakers should create accountability mechanisms to ensure that these programs have a measurable impact on employee performance and public service delivery.

Limitations of the Study

While this study provides valuable insights into the influence of training on employee performance, it is important to acknowledge certain limitations. First, the study was limited to JNIA, meaning the findings may not be generalizable to other councils or public sector organizations in Tanzania. Future research could expand the sample to include a broader range of public sector organizations to assess whether the results hold in different contexts. Additionally, the study relied on self-reported data from employees, which may introduce bias or inaccuracies. Future studies could incorporate objective performance measures alongside employee perceptions to provide a more comprehensive view of training effectiveness. Another limitation is the cross-sectional nature of the study, which only captures data at a single point in time. Longitudinal studies would provide a better understanding of the long-term effects of training and career development on employee performance. 

Areas for Further Studies

Researchers and academics are encouraged to continue exploring the role of employee development programs in the public sector, particularly in the context of local governments. Future studies could investigate the long-term effects of career development on employee performance and organizational growth. 
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