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ABSTRACT 

This study was conducted at SIO in Dodoma Region and the purpose is to analyse the 

effective of training and development programmes  in the organizations. The study 

intends to address the following objectives; the importance of training and development 

programmes in the organizations,  performance of employees after training courses, and 

challenges/ problems faced by both employers and employees before, during and after 

training courses.  

 

In order the study to be scientific, primary and secondary data collection method were 

used. The researcher used questionnaires and documentary reviews were conducted to 

obtain the required information as the research methodology. The researcher targeted a 

sample of 22 respondents to collect the information the results of the study were analyzed 

quantitatively and qualitatively method approach and presented by tables and charts.  

 

Also the researcher analysed the findings obtained from the collected data. The 

information collected revealed that, training helps employees to master knowledge, skills, 

and behaviour, Moreover, according to findings performance of employees who attended 

course and those who do not attended has no great difference because of lack of 

incentives to those who attended training courses. Challenges facing the organizations 

were Poor coordination of training programmes, no involvement of employees during 

training process, deficit of funds from the Government, lack of promotion after training, 

and government sponsorship. Therefore, some employees had negative attitude towards 

training provided. The study recommends Ministry of Education and Vocational Training 

(MOEVT) should provide the clear training policy, transparency in selection of 

employees, and address issues of funding.  
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CHAPTER ONE 

 

THE PROBLEM AND ITS CONTEXT 

 

1.0 INTRODUCTION 

This chapter provides the historical background to the problem, the statement of the 

problem, the purpose of the study, objectives of the study, research questions, and 

significance of the study; moreover it provides definition of the key terms. 

      

1.1 Background to the Problem 

In inclusive to machines, materials and enough fund; an effective organization posses well 

equipped human resources. Human resources, are the most valuable assets of any 

organization, with the machines, materials and even the money, nothing gets done without 

man-power (Ojo & Olaniyan; 2008). Therefore; Changes in jobs and their environment 

lead to the need for the well equipped personnel.  

 

Moreover Yahaya (2007) says, training and development is a very important component 

of human resource administration and management. For most organizations, employee 

training and development takes a large accumulation of their budget. In fact, training and 

development is a human resource and organizational strategy to improve employee 

performance, retain employees, reduce the cost of employee turnover, and ultimately 

increase productivity and increase company’s profits. Adeniyi (1995) adds that staff 

training and development is a work activity that can make a very significant contribution 

to the overall effectiveness and profitability of an organization. He therefore, provides a 

systematic approach to training which encases the main elements of training. From this 
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view; equipped human resources possess new and competitive technologies for 

organizational development.  

 

According to Agarwala (2007) the contemporary business environment, organizations and 

managers are faced with several types of changes in their environment. These include a 

dynamic business environment, new technologies, new competitors, fluctuating 

productivity, changing nature of jobs, employee turnover, etc. Firms seek to ensure that 

they have the right type of human resources by hiring people with the required skills and 

competencies.  

 

Therefore, training is very important in every organization because it helps to remove the 

gap that exists in organization, increases productivity, facilitates optimal utilization of 

resources, reduces errors and frequent mistakes which may be caused by lack of 

knowledge of using machines and other productive sources, reduces supervision, 

increases confidence of performing jobs, and increases job satisfaction (Armstrong, 

2003). Therefore, training was started in the world to achieve their goals.  

 

Organizations require employees who have the relevant skills, knowledge and 

competencies which increased in workers trained on-site by instructors who were 

supervisors using a simple four-step method: show, tell, do, check. Organizational support 

normally provides training to co-workers in their replacements. Iftikhar and Siraj-ud-din, 

(2009) urge that training and development is an important activity to increase the 

importance of health sector organization. 
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Many organizations in Tanzania engage in training and development of its staff and also 

have departments, units and sectors that cover training and development. Managers in 

organizations cannot be successful until his team members are well equipped with skills, 

talent and knowledge According to the URT (1978) the Government was taking adequate 

steps to ensure that people acquire the necessary knowledge and skills, established many 

education institutions for further studies. With these initiatives by the government, it is 

very essential for organizations to offer systematic training and career development 

programs for their employees. Training is therefore, crucial to any present day, school 

inspectorate organizations has the same outlook, seeking to improve the performance and 

competence of its employees through training. 

 

The performance of employees is directly related to training and development. Some 

employees like to work hard to be selected for training. They see the incentive of 

promotion, more salary and a credential of the training from a company in the end. These 

incentives satisfy their self esteem and they work harder to show their best performance 

(Wilson 2005).The training leads to development of employees and company at the same 

time. It is noted that most of the graduate employees are still dissatisfied, ineffective and 

inefficient in various organizations. Hence poor performance is still observed. 

 

1.2 Statement to the Problem  

Today many institutions emphasize training and development to their employees so as to 

increase efficiencies of performance, skills and knowledge to make them to meet demands 

of scientific and technological changes. Many organizations in Tanzania and indeed the 

public sectors engage in training and development of staff and have departments, units 

and sectors in charge of training and development. School Inspectorate Organization 
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(SIO) was one such organization that has been practicing training and development since 

its beginning and particularly for its staff on both long and short-term basis.  

 

It is expected that after training, the employees are automatically happy with their jobs 

since they have acquired new knowledge which previously was lacking and hence enabled 

them to reach the required goals, and better use of resources (Agarwala, 2007). Also brief 

interaction with some employees did show that Management of School Inspectorate 

Organization see the cost incurred in the acquisition and maintenance of equipment as 

more relevant than that expense on training and development of its staff. Moreover, it was 

noted that most of the graduate employees in this organization are still dissatisfied, 

ineffective and inefficient.  

 

Thus, the purpose of this study is to explore whether training and development 

programmes for improving job performance among employees in the School Inspectorate 

Organizations in Tanzania is conducted for achieving the required performance. 

Moreover, it needs to find out if training and development programmes improve job 

performance, assess the performance of employees who attended short and long- term 

training and those who do not attend, and to explore challenges/ problems faced by both 

employers and employees in training and development programmes in Dodoma 

Municipality, Chamwino and Bahi districts inspectorate offices. 

 

1.3. Purpose of the study 

The purpose of this study is to explore whether training and development programmes is 

conducted to perform the intended goals in School Inspectorate Department in Tanzania. 

Moreover, it seeks to find out importance of training and development programmes in 



5 

improving job performance in the organization, to assess the performance of employees 

who attended short and long training and those who do not attend as well as exploring 

challenges/ problems faced by both employers and employees in training and 

development programmes in Dodoma. 

 

1.4. Objectives of the study 

1.4.1 General Objective 

This study intends to explore whether training and development programmes in Dodoma 

Municipality, Chamwino and Bahi to improve job performance among employees in the 

School Inspectorate Organizations in Tanzania is properly conducted. 

 

1.4.2 Specific Objectives 

Specifically, the study intends to address the following objectives: 

 To find out the importance of training and development programmes in improving 

job performance in School Inspectorate Departments/Organizations. 

 To assess the performance of employees after training. 

 To explore challenges/ problems faced by employers or employees in training and 

development programmes in Dodoma Municipality, Chamwino and Bahi districts 

inspectorate offices before, during and after training courses. 

 

1.5. Research Questions 

 What is the importance of training and development programmes in improving job 

performance in the organizations? 

 To what extents are employees improved job performances after training?  
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 What are the challenges/ problems face training and development programmes in 

Dodoma Municipality, Chamwino and Bahi districts inspectorate offices? 

 

1.6. Significance of the study 

From this study; 

 Educational administrators, as well as Tanzanian Government policy makers were 

well equipped on issues concerning with training and development programmes. 

This was expected to enable them plan, introduce modern schemes for training and 

development, and establish various programmes in order to meet the challenges of 

change in the future and enhance productivity in the organizations. 

 

  Management of School Inspectorate Organization were able to come up with 

possible suggestions on how to make inspectorate department training programme 

more effective and point out possible interventions that may make the programme 

more meaning and effective towards organizational goals and learners transfer 

learning experiences from training to the job situation. 

 

 Since the employees are an integral part of organization and that they themselves 

have the potential to judge what kind of training would improve their performance 

at work. Therefore, they have the privilege to analyze their own abilities in line 

with their job responsibilities and can discuss these with their line supervisors for 

organizational betterment.  

 

 The researchers was in the position to apply the findings and recommendation in 

their researches for the benefit of other organization’s training in order to increase 
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their awareness, knowledge, skills and abilities on implementation of training and 

development programmes in Tanzania for better services to meet a high standard 

in customer satisfaction.  

 

1.7. Scope of the study 

The study was conducted in three school inspection offices in Central Zone; namely: 

Bahi, Chamwino and Dodoma Municipal in order to observe the level of knowledge and 

skills given to the employees in the organizations. This has been helped the school 

Inspectorate management to know the satisfaction levels of employees and they can take 

measures to increase productivity.  

 

1.8. Limitations of the study 

The study was limited to time shortage in accomplishing work, limited fund for 

stationery, transport, poor responses especially information that the respondents think to 

have negative impacts to them, and questionnaires which were distributed to respondents 

but were not answered completely or answered properly due to human freedom of choice. 

 

1.9 Chapter Summary 

This chapter described the background to the problem, problem statement. It identified 

objectives and research questions; finally it stated the significance of the study that 

includes knowledge creation and use in policy making formulation in the country. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

2.0 Introduction 

This chapter consists of theoretical and empirical foundation upon which the research is 

based. Training and Development programmes concepts are highlighted. Moreover, 

characteristics of effective training and development programmes in an organization are 

pointed out. Empirical studies concerned the study is highlighted.    

2.1 Theoretical Literature review 

2.1.1. Definition of Key Terms and Concepts 

2.1.1.1 Assessment 

Assessment is a systematic process of obtaining information about the skills and 

potentials of individuals, with dual goals of providing useful feedback to the individuals 

and helpful data to the surrounding community (Tanner, 2001). Also assessment is an 

ongoing process aimed at understanding and improving student learning, it involves 

making our expectations explicit and public; setting appropriate criteria and high 

standards for learning quality; systematically gathering, analyzing, and interpreting 

evidence to determine how well performance matches those expectations and standards; 

and using the resulting information to document, explain, and improve performance. 

2.1.1.2 Training  

According to Armstrong (1998), training is the department of the knowledge, skills and 

attitude required by an individual to perform adequately a given task or job.  

Gupta (2003), training is the process of increasing the knowledge and skill for doing a 

particular job and definite purpose  

../../MAMA%20%20ANNA/Desktop/assessment.htm#process
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2.1.1.3 Development 

 According to Armstrong (2001), Development is any learning activity, which is directed 

towards future, needs rather than present needs, and which is concerned more with career 

growth than immediate performance. Development describes the growth of humans 

throughout the lifespan, from conception to death. The scientific study of human 

development seeks to understand and explain how and why people change throughout life 

Armstrong (2001). This includes all aspects of human growth, including physical, 

emotional, intellectual, social, perceptual, and personality development. The scientific 

study of development is important not only to psychology, but also to sociology, 

education, and health care. Development does not just involve the biological and physical 

aspects of growth, but also the cognitive and social aspects associated with development 

throughout life (Armstrong, 2001). 

 

2.1.1.4 Training and development programmes 

Training and development is the process of developing knowledge, skills and behaviours 

in people that will enable them to better perform their current and future job, Gupta 

(2004),. Training and development is planned program that is followed by instructions 

that enable employees to enhance their capabilities and skills to finish their job more 

efficiently (Armstrong 2001). Training and development is a subsystem of an 

organization. It ensures that randomness is reduced and learning or behavioral change 

takes place in structured format. 

2.1.1.5 Organization  

According to Gupta (2008), define organization as a system of consciously coordinated 

activities or efforts of two or more persons. In other words, a formal organization is a 
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cooperative system in which people gather together and formally agree to combine their 

efforts for a common purpose.  

 

Mondy, et al (1990) defined an organization as “two or more people workings together in 

a coordinated manner to achieve group results”. Britannica (1986) is the arrangement of 

individuals or groups into a coherent whole, with complex of function interrelationships 

and a system of overall administration. According to Daft (1983) organization “are social 

entities that are goal-directed, deliberately structured activity systems with an identifiable 

boundary”. 

 

2.1.1.6. Job performance  

The way employee performing their work by using their knowledge, skills, abilities and 

competences in the work place at the right time. Means human resources improve 

workplace performance effectively, through effective communication, good 

organizational skills, good time management skills, adequate education and training, goal 

settings, and teamwork are crucial in shaping employee competency and improving job 

performance (Agarwala, 2007). 

 

2.1.1.7 Performance 

Performance is a major multidimensional construct aimed to achieve results and has a 

strong link to strategic goals of an organization (Mwita, 2000). As the Mwita (2000) 

explains that performance is the key element to achieve the goals of the organization so to 

performance increase the effectiveness and efficiency of the organization which is helpful 

for the achievement of the organizational goals.  
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Also, performance refers to what an employee does or does not do on the job. Employee 

performance includes, for example, quantity of output and quality of output. When 

employees do not perform according to expectations or when they under perform, it is 

difficult for a firm to achieve its objectives (Agarwala, 2007). 

2.1.1.8 An employee  

A person who is hired to provide services to another on a regular basis in exchange for 

compensation and who does not provide these services as part of an independent business.  

 

2.1.1.9 School  

A school is an institution where you can learn a particular skill or subject and designed for 

the teaching of students (or pupils) under the direction of teachers (Ostwald, 1982). 

 

2.1.2 Concept of Training and Development programmes 

The concept of training is generally understood in all organizations since it is regarded as 

a management function. Experience has shown that there is a direct relationship between 

training and performance improvement. Thus, any deficiency that is associated with lack 

of knowledge, skills and attitudes can be solved through proper training (Armstrong, 

2003). For most organizations, employee training and development takes a large flash of 

their budget. In fact training and development is a human resource and organizational 

strategy to improve employee performance, retain employees, reduce the cost of 

employee turnover, and ultimately increase productivity and increase company’s profits.   

Training is the formal and systematic modification of behaviors through learning which 

occurs as a result of education, instruction, development and planned experience. Also 

management training is considered to be a process of enhancing an employee’s capacity to 

handle greater responsibilities successfully (Singh and Vinnicombe, 2003).  
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Training is the process that attempts to improve employees’ performance on a currently 

held job by providing the employee with knowledge and skills needed for their present 

job. It is designed to bring about changes in specific knowledge, skills, attitudes, or 

behaviours. One significant function of Human Resource Management to the effective use 

of human resources is training and development (Appiah, 2010). Almost everyone now 

recognizes the significance of training on the success and growth of organizations.  

 

Employees are however a very crucial and expensive resource to every organization. 

There are significant changes today in terms of the value of the employee. Along with 

these changing values are the workplace trends that have significant impact on 

employees’ knowledge and skills (Appiah, 2010). 

 

According to (Appiah, 2010), training is therefore necessary to enhance the knowledge, 

skills and attitude of employees. It will also make it easier for employees to acquire 

further knowledge based on the foundation gained from the training and further effect 

changes in other co-workers. In order to sustain performance there is the need for training 

in empowering the workforce to be creative and innovative. Training of employees will 

aid in the productivity, profitability or survival of businesses in the present competitive 

business environment.  

 

 Also, training is a key element for improved organizational performance through the 

increasing level of individual competences (Evans & Lindsay, 1999). This means that 

training will help employees to master knowledge, skills, behaviors, sense of self worth 

and confidence upon which they perform efficiently to improve on the performance of the 

organization. .Every organization that is committed to generating profits for its owners 
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(shareholders) and providing quality service for its customers and beneficiaries invest in 

the training of its employees (Evans & Lindsay, 1999). 

 

The purpose of training is to achieve change in the behaviour of those trainees and 

enable them to do their jobs in a better way. 

 

Organization is a social unit of people systematically structured and managed to meet a 

need or to pursue collective goals on a continuing basis. All organizations have a 

management structure that determines relationships between functions and positions, and 

subdivides and delegates roles, responsibilities, and authority to carry out defined tasks. 

Organizations are open systems in that they affect and are affected by the environment 

beyond their boundaries (Gupta, 2003).  

 

Gupta (2003) said that “if two individuals agree to push a car out of a ditch, as a one time 

effort, then these individuals would not be considered as an organization but if these two 

individuals start a business of pushing cars out of ditches, the an organization would be 

created”. In addition, they include the formal ongoing efforts of corporations and other 

organizations to improve the performance and self-fulfillment of their employees through 

a variety of methods and programs.  

 

Cole (2002), an employee's performance is determined during job performance reviews, 

with an employer taking into account factors such as leadership skills, time management, 

organizational skills and productivity to analyze each employee on an individual basis. 

Job performance reviews are often done yearly and can determine raise eligibility, 

whether an employee is right for promotion or even if an employee should be fired.  

http://www.businessdictionary.com/definition/unit.html
http://www.businessdictionary.com/definition/structured.html
http://www.businessdictionary.com/definition/need.html
http://www.businessdictionary.com/definition/goal.html
http://www.businessdictionary.com/definition/continuing.html
http://www.businessdictionary.com/definition/management.html
http://www.businessdictionary.com/definition/structure.html
http://www.businessdictionary.com/definition/relationship.html
http://www.businessdictionary.com/definition/function.html
http://www.businessdictionary.com/definition/position.html
http://www.businessdictionary.com/definition/roles.html
http://www.businessdictionary.com/definition/responsibility.html
http://www.businessdictionary.com/definition/authority.html
http://www.businessdictionary.com/definition/task.html
http://www.businessdictionary.com/definition/open-system.html
http://www.businessdictionary.com/definition/environment.html
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Training and development of employees is an issue that has to be faced by every 

organization. However, the amount, quality and quantity of training carried out vary 

enormously from organization to organization. According to Cole (2002), factors 

influencing the quantity and quality of training and development activities include; the 

degree of change in the external environment, the degree of internal change, the 

availability of suitable skills within the existing work-force and the extent to which 

management see training as a motivating factor in work. 

 

According to Gupta (2004), presenting the types of training 

 

2.1.3 Types of in service training 

There are various types of training that an organization may adopt depending on the main 

objectives of training and these are outlined below. 

 

2.1.3.1 New Environment (Induction or Orientation)  

Gupta (2004), explained that, when a new employee is employed to work him/her is 

unaware of the environment in the organization. Therefore, he/she should be given some 

training within the organization to make him/her familiar with his/her job, his/her 

superiors and peers, company’s rules and regulations, etc. It enables the new employee to 

gain self-confidence and to adjust himself/herself in the new environment. Training makes 

the new employees efficient (Gupta, 2004). 
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2.1.3.2 Lack of trained personnel (Job training)  

Majority of the newly employed persons do not know how to perform their jobs. When 

workers with little or no training are selected, they require training for efficient (Gupta, 

2004). 

 

2.1.3.3 Advancement in Technology (Refresher training) 

 Gupta (2004),employees go for training due to rapid technological changes, which create 

new jobs requiring new skills. Training helps to provide mastery in new methods and 

techniques of the work. When improvement takes place in the techniques of work, 

employees have to be trained to become proficient in latest methods of doing work. This 

learning helps the employees to keep up with new methods and updating of knowledge. It 

helps the employees to keep up with new methods and techniques. Training enables 

executives to face the changing environment of business (Gupta, 2004). 

 

2.1.3.4 Faculty methods (Remedial training) 

Some employees might have picked up defective ways of doing work which may result in 

wastage and inefficiency. Training is required to remove these defects and to teach them 

correct methods and behaviours patterns (Gupta, 2004).  

 

2.1.3.5 Prevention of Accidents (Safety training)  

Training is needed to prevent industrial accidents. For this purpose, safety consciousness 

must be created among workers so that they realize the significance of safe working. 

Moreover, they should be given instructions in the use of safety devices (Gupta, 2004). 
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2.1.3.6 Career development (Promotional training) 

When persons working at lower levels are promoted to higher positions, they require 

training in the higher job. This is necessary not only to replace the outgoing executives 

but also to provide opportunity for advancement to the employees (Gupta, 2004). 

 

2.1.4 Training Methods for operations 

DeCauza et al (1996) explained that the most popular training and development method 

used by organizations can be classified as either on-the-job or off-the-job. These methods 

will depend on costs, speeds, and types of employees to be trained and their levels.    

 

2.1.4.1 On the job training 

DeCauza et al (1996), on the job training is conducted within the organization, employees 

learn through actual practice and experience from an experienced employee or supervisor. 

. In this way, they do not lose time while they are learning. After a plan is developed for 

what should be taught, employees should be informed of the details. A timetable should 

be established with periodic evaluations to inform employees about their progress. On-

the-job techniques include orientations, job instruction training, apprenticeships, 

internships and assistantships, job rotation and coaching (DeCauza et al, 1996). 

2.1.4.1.1 Advantages of on-job training 

DeCauza et al, (1996) states the advantages of on job training as follows; it promotes 

organizationally specific and task relevant skills, it is less expensive because it does not 

involve schools or classrooms. Promotes person-to-person training, It is easy to relate 

practical and realistic situation in the work place. It enables the trainee to learn in the 

environment of the job, takes less time to provide enough training for the trainee to 

acquire the necessary skills, and enables the worker to directly contribute to production 
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while undertaking the training, quick and easier to monitor progress and good transfer of 

learning (DeCauza et al, 1996) 

 

2.1.4.1.2. Disadvantages of on the job training  

May have interruptions due to job demands, costly due to lost production and mistakes if 

not handled properly, supervisors may lack skills and willingness to impart training, 

training environment is not well structured (DeCauza et al, 1996).  

 

2.1.4.2 Off the job training 

DeCauza et al, (1996) under this method, employees leave the place of work and devote 

all the time into training out of the organization,  include lectures, special study, films, 

television conferences or discussions, case studies, role playing, simulation, programmed 

instruction and laboratory training. Most of these techniques can be used by small 

businesses although, some may be too costly. 

 

2.1.4.2 1 Advantages off- the- job training 

DeCauza et al (1996).Trainee has enough time to learn and evaluate his/her performance, 

it easily brings new changes in the organization and motivation to trained employees, 

enables the trainee to concentrate on learning the required skills, no undue interference 

with regular performance of work when training is being undertaken, it saves costly from 

being damaged through mishandling by unskilled trainees (DeCauza et al, 1996). 
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2.1.4.2.2 Disadvantages off the job training  

DeCauza et al (1996), training is expensive, depending on the organization package, it 

takes time when trainee gets qualified and ready for work, costs the organization in terms 

of man hours when employees are away for training, if trainees do not clearly understand 

the relevance of training for work, they may lack motivation to learn, problems may arise 

in transfer of learning to work situation (DeCauza et al, 1996). 

 

2.1.5 Importance of training and development programmes in improving job 

performance in the Organizations. 

Today, training and development programmes are very important in every organization 

because it helps to remove the gap of experts that exists in the organizations Cole (2002). 

This is achieved when employees have already been sent for training and acquired the 

needed skills. These because it increases the knowledge of employees and makes them 

perform their work in the best way.  

 

Gupta (2003), points out the importance of training and development programmes 

required follows.  

 

2.1.5.1. Stability and growth 

An enterprise having a pool of trained personnel can maintain its effectiveness despite the 

loss of key personnel. It can more easily replace executives. It can also meet the personnel 

needs for growth and expansion Gupta (2007). Training provides a second line of 

personnel which helps to ensure long-term stability and growth of the organization. 
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Gupta (2004) urged that, if training is not considered as a priority or not seen as a vital 

part in the organization, then it is difficult to accept that such a company has effectively 

carried out HRM. Training actually provides the opportunity to raise the profile 

development activities in the organization. 

To increase the commitment level of employees and growth in quality movement 

(concepts of HRM), senior management team is now increasing the role of training. Such 

concepts of HRM require careful planning as well as greater emphasis on employee 

development and long term education Cole (2002).  

 

Training is now the important tool of Human Resource Management to control the 

attrition rate because it helps in motivating employees, achieving their professional and 

personal goals, increasing the level of job satisfaction, etc. As a result training is given on 

a variety of skill development and covers a multitude of courses (Gupta, 2004). 

 

According to Gupta (2007) training and development plays a vital role in translating 

management philosophy in reality. It helps to provide an opportunity and broad structure 

for the development of human resources' technical and behavioral skills in an organization 

and employees in attaining personal growth, increasing the job knowledge and skills of 

employees at each level, expanding the horizons of human intellectual and an overall 

personality of the employees, inculcating the sense of team work, team spirit, and inter-

team collaborations. It helps in inculcating the zeal to learn within the employees, it 

develop and improve the organizational health culture and effectiveness, creating the 

learning culture within the organization, building the positive perception and feeling about 

the organization, the employees get these feelings from leaders, subordinates and peers 

improving upon the quality of work and work-life, creating the healthy working 

http://traininganddevelopment.naukrihub.com/training.html
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environment, it helps to build good relationship among employees, so that individual 

goals aligns with organizational goal have been achieved ( Gupta 2007) 

 

Gupta (2007), therefore, training helps to form new attitudes to such matters as customer 

service, quality, managing and motivating people or productivity; to increase commitment 

to the firm and its values, to review and challenge assumptions and to improve skills or 

teach new skills. Lack of training at appropriate time can be major deterrent and de-

motivating factors for the employees.   

 

2.1.5.2. Increased productivity  

Training helps to improve the level of performance, trained employees perform better by 

using better methods of work and improvement in manpower productivity in developed 

nation can be attributed to deliberate measures to improve their education and training 

programmes (DeCauza et al, 1996). Therefore, well trained increases the knowledge and 

skills of employees give better performance on the job. Training results in higher quantity 

and quality of output (Gupta, 2007). 

 

2.1.5.3. Job satisfaction  

Proper training can develop positive attitude among employees, it builds self-confidence 

in the employees and enables them to achieve the required level of performance, Gupta 

(2007). Their eagerness, pride and interest in the jobs and their morale go up. Their 

attitude becomes more positive and cooperative. Turnover and absenteeism are reduced. 
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2.1.5.4. Reduction in Accidents 

 Trained employees are less accident-prone than the untrained ones. Proper training 

develops safety attitudes and helps to reduce the accident rate. Hence the health and safety 

of employees can be improved (Gupta, 2007). 

 

2.1.5..5. Optimum Utilization of Human Resources  

According to Gupta (2004) training and Development helps in optimizing the utilization 

of human resource that further helps the employee to achieve the organizational goals as 

well as their individual goals. Well-trained employees make better use of materials.  

 

2.1.5.6. Reduced supervision 

 Well- trained employees tend to be self reliant and motivated. They need less guidance 

and control, therefore, supervisory burden is reduced and span of supervision can be 

increased (Gupta, 2007). 

 

2.1.5.7. Greater Flexibility 

An organization with trained personnel can introduce latest technology to reduce costs of 

production. Trained employees show resistance to change. The enterprise can easily 

adjust to short-term variations in the volume of work (Gupta, 2004). 

 

2.1.5.8. Management by Exception 

Gupta (2007) urged that trained employees are self-dependent and can perform routine 

work independently. Therefore, supervisors can easily delegate authority and reduce their 

workload. They can practice management by exception and devote their time and energy 

to more important policy matters. 
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2.1.5.9. Organizational Viability 

Gupta (2007) urged that, in order to survive and grow, an organization must continuously 

adapt itself to the changing environment. With increasing economic liberalization and 

globalization in the world, public sector, business firms and private sector are 

experiencing expansion, growth and diversification. In order to face international 

competition, organizations must be abreast of knew knowledge. Training helps to foster 

the initiative and creativity of employees and helps to prevent obsolescence of skills. An 

organization can build up a second line of command through training in order to meet its 

future needs for its human resource (Gupta, 2004). Trained staff is the valuable asset of 

the organization. 

 

2.1.5.10. Internal Mobility 

According to Gupta (2003), training becomes necessary when an employee moves from 

one job to another due to promotion and transfer. The need for training has increased due 

to growing complexity of jobs, increasing professionalization of management, and 

growing uncertainties in the environment, global competition, growing aspirations, vast 

untapped human potential, ever increasing gap between plans and results and sub optimal 

performance level. (Gupta, 2003) argues that a well planned and well-executed training 

program can provide to improve the level of workers performance.  

2.1.6 To assess the performance of employees after training course  

Stone (2002) agree that training programmes should be directed towards improving 

efficiency and job performance .It is very difficult for an employee to perform well at the 

job place without any pre-training (Thomas 1997). Training employees perform well as 

compared to untrained employees (Partlow, 1996). It is very necessary for any 
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organization to give its employees training to get overall goals of the organization in a 

better way (Flynn et al, 1995, Kaynak, 2003, Heras, 2006). 

 

Training policy of Tanzania states that Tanzania should be self sufficient in trained and 

skilled manpower required to man and its economy (URT, 1998). There is also leadership 

training to prepare individuals for top level positions in the public service 

(Rugumyamheto, 2002). In this case training should take place locally, however where 

local institutions have inadequate training facilities or where local facilities are non 

existent, efforts are made to secure and utilize training opportunities and scholarships that 

may be made available by friendly countries and international organizations (Wangwe 

and Arkadie, 2000).  

 

Despite the efforts made in training public service employees, performance within public 

sector is considered to be unsatisfactory (Rugumyamheto, 2002). This is evidenced by the 

high number of complaints from the general public as well as public servants themselves. 

It is therefore obvious that training has not worked as intended (Wangwe and Arkadie, 

2000). This weakness motivated the study with an intention to examine the procedures 

and effectiveness of training programmes within the organizations.    

 

Sherman et al (1996:16) urged that, many new employees can be equipped with most of 

the knowledge, skills and attitudes needed to start work, but others may require extensive 

training at one time or another to maintain an effective level of job performance. 

 

According to Krietner (1995:8), in his book The Good Manager’s Guide, no matter how 

carefully job applicants are screened, typically a gap remains between what the employee 
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does know and what they should know. An organization which desires to gain the 

competitive edge in its respective industry, needs among other things, extensive and 

effective training of its human resources. Training is therefore a key element for improved 

organizational performance; it increases the level of individual and organizational 

competences (Krietner 1995). It helps to reconcile the gap between what should happen 

and what is happening between desired targets or standards and actual levels of work 

performance. Although many employers continue to have reservations about the cost and 

extent of tangible business returns from training, the development of skills has been 

identified as a key factor in sharpening competitiveness (Krietner 1995). 

 

Casio (1989) puts it this way “The economic and technological trends, the pace of 

innovation, change and development are growing faster year-by-year and as a result, 

provide clear signals that training and development are so relevant that both organizations 

and individual stakeholders must give a serious attention to.   

 

To manage an organization both large and small requires staffing them with competent 

personnel. The formal educational system does not adequately teach specific job skills for 

a position in a particular organization (Barron and Hagerty 2001). Few employees have 

the requisite skills, knowledge, abilities and competencies (SKAC) needed to work. As a 

result, many require extensive training to acquire the necessary SKAC to be able to make 

substantive contribution towards the organization’s growth (Barron and Hagerty 2001). 

 

Furthermore, institutions which engaged in the training and development of personnel 

should match with their training programmes to Tanzania’s needs for manpower. Every 

senior officer serving in a supervisory capacity has a duty to assist in training and 



25 

developing junior officers. Every officer should seem to train on the job while performing 

his/her duties (Wangwe and Arkadie, 2000).  

 

The government hired new employees, some changing the nature of jobs after be 

promoted without the effective training which brings differences for workers who 

attended trained and those untrained (Wangwe and Arkadie, 2000). Good example; those 

who appointed to be School Inspectors and Heads of Secondary Schools in Tanzania from 

2008 up to now, they did not attended training courses, they started their responsibilities 

without any knowledge, and other employees needs some type of ongoing training to 

maintain effective performance or to adjust to new ways of work,  but to do may be they 

lack of support from top management and peers, employees’ individual attitudes, job-

related factors and also the deficiencies in training practice or due to scarce resources, so, 

the government fail to achieve the goals  

 

. The study is intended to answer one central question. To what extent human resources 

training and development programmes improving job performance in the organizations 

become effective and efficiency?  

 

According to Wangwe and Arkadie (2000), it is of paramount importance to conduct a 

study on Training and Development Programmes Improving Job Performance among 

Employees in the Organization so as to improve the skills and knowledge required by 

individual to accomplish a given task or job and become more creative, higher work 

performance and productivity increases in the organizations). 
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2.1.7 Challenges/ problems faced by employers or employees in training and 

development programmes in the organizations 

Training and development are very expensive to conduct for employers as well as 

employees because it involves resources such as money (Gupta, 2004). During training 

process employee needs money support from the employer, but due to inadequate budget, 

employee incur other expenses as a result some of them drop out the study. 

 

Trainers lack of support from top management and peers, employees’ individual attitudes 

and reaction towards training program courses, they assume that training is less usefully 

to them, job-related factors and also the deficiencies in training practice (Gupta, 2004).  

 

 Often training takes people away from their job for varying periods of time. However, it 

take long time to be accomplished, even they can take one to the next years to go through. 

This may discourage the trainee because of longer period of time (Gupta, 2004). 

 

Gupta (2004) sometimes, outdated knowledge is provided during training period. This is 

due to the fact that an employer decided to send employees for training without 

investigating the needs and demand of the organization.  

Expectation for staff to leave for a better job through promotion after completed training 

courses to other institutions, most of employees looking for green pasture, when 

expectation become negative some are discouraged to go for further studies (Gupta, 

2004). 

Analysis of the knowledge and skills that the employees have learned from the training 

programs were not done in the working place (Gupta, 2004). Application of the 

knowledge and skills that were taught in the training and job performance were differ. 
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2.2. Empirical Studies on training and development programmes  

Various studies have been undertaken on the issue of training and development 

programmes improve workers performance both nationally and internationally. Such 

studies attempted to cover various areas on training and development programmes, 

explore challenges and problems faced by employers or employees in training and 

development programmes as well as obtaining statistics pertaining to employees who 

attended training courses. 

 

2.2.1. Empirical Studies in Developed Countries 

Singapore   

In Asia, the Government of Singapore conducted a study on training and development 

programmes to sharing with other developing countries in 2006. The technical and 

systems skills that has learned and shared its development experience through courses, 

seminars, workshops, consultancy as well as hosting study visits in a range of fields. More 

than 47,000 officials from 166 countries have been trained. The objective of the study was 

to offer directly training programmes to the developing country on a government-to-

government basis. Technical assistance programmes are designed to meet the needs of the 

recipient country. 

They came to the conclusion that joint training programmes are provided in collaboration 

with other countries, international organisations and non-government organisations. 

Training provided under such an arrangement bind the joint expertise of both Singapore 

and its partner countries and organisations; training programmes are customized to suit 

the needs of developing countries and directed towards maintaining and improving 

current job performance, while development programmes seek to develop skills for future 

jobs" (Stoner & Freeman, 1992).   

http://en.wikipedia.org/wiki/Government_of_Singapore


28 

America 

Debra L. Truitt (2011) conducted a study in Camden Ave, Salisbury USA on the effect of 

training and development on employee attitude as it relates to training work proficiency. 

The objective of the study was to explore the relationship between training experiences 

and attitudes about perceived job proficiency. The finding revealed that, adequate job 

training is related to positive attitudes about job proficiency. The results also showed that 

those employees who fully received effective coaching and meaningful coaching felt, they 

demonstrated an increase in job proficiency. 

 

McMurrer et al. (2000), in America the study conducted in the early 20th century, on 

“The American Society for Training and Development (ASTD)”. The largest part of that 

(49 percent) was spent for technical and professional training. Only two percent was spent 

for New Employee Orientation and three percent on quality, competition and business 

practices training. American International Assurance (AIA) makes a commitment to 

training for their staff. They came to the conclusion that, the training and development 

increases knowledge, attitude and skills of the staff and agency field force are 

fundamental to its continued efficient and profitable performance.”  

 

2.2.2 Studies in developing countries 

 Hemanth CRPatna (2010) in India conducted a study on training and development at 

bharathi associates Ltd. The objective of the study was to examine the effectiveness of 

training in overall development of skills of workforce, examine the impact of training on 

the workers, to study the changes in behavioral pattern due to training, to measure the 

differential change in output due to training, to compare the cost effectiveness in 

implanting training programmes.  
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Hemanth CRPatna (2010), came to the conclusion that through proper training an 

employee can become multi skilled and this was practically noticed through his analysis. 

Thus, training helps to develop knowledge, skill and attitudes necessary to perform job 

related task. He found out that because of the training employees are more able to perform 

their work very effectively; by imparting suitable training to employees the company 

achieves the target of the organization. 

 

2.2.3 Empirical Studies in Africa 

Many African countries have launched initiatives to training employees in public sector 

organizations. These initiatives have been supported by the donor community which has 

similar views to those expressed in a World Bank Long-Term Perspective Study of Africa 

that identified capacity building as vital to the continent's growth and development. Thus, 

various policies on training and development have been developed and large amounts of 

money spent on them. An important issue, given such importance and expenditure, is to 

assess the effectiveness of training and development. 

 

Nigeria  

Gberevbie (2010) conducted a study on organizational retention strategies and Employee 

Performance Zenith Bank in Nigeria employs training and development as an 

organizational strategy of retaining employees. He found out, that training and 

development as one of these strategies that target retention of employees bring more profit 

to the organization. Other strategies include the promotion of the organization’s image, 

participation of staff in the organizational decision-making, regular enhancement of salary 

and other benefits and fair and just treatment of employees.  
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Ojo and Olaniyan (2008) examine the impact of training and development programs on 

the performance of home economics teachers in Nigeria. The findings of the study 

revealed that training and development programs have a positive impact on the 

performance of home economic teachers. 

Ghana 

Irene (2009) conducted a study on the impact of training and development on worker 

performance and productivity in public sector organizations in Ghana with particular 

reference to Ghana ports and harbours authority. The objectives of the study were to 

identify the major purposes of training and development, as well as the key internal and 

external influences on training, outline and explain the training and development practices 

and processes including the assessment of training needs, an outline of training methods, 

and the processes of monitoring and evaluating the plan and find out whether training and 

development schemes have positive effect on the performance of workers and 

productivity. 

 

She came to the conclusion that, the nature of work depends mainly on high technological 

and sophisticated equipment. This makes continuous training and development of its 

human resource crucial and vital, well-established policy to invest in the training and 

development of employees, however the processes involved are not being duly followed, 

organizes training programs from time to time for its employees to update their 

knowledge and skills and to ensure that maximum efficiency exist in the organization. 

 

Uganda 

Mwesigwa (2010) conducted a study on the impact of training on employee work 

performance behaviour-a case study of government aided secondary schools in Ibanda 
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district, Uganda. The objective of the study was to examine the impact of short-term 

training on staff work behavior in government with the aim of providing means of 

designing appropriate policies. He came to the conclusion that there is great improvement 

in providing short training programmes, performance has remained hampered, suggesting 

that there are underlying factors that affect performance. Training may lead to better 

performance if employees are provided with complementary inputs/resources. However, 

any programme not guided by clear policy is prone to implementation setbacks. The 

absence of clear policy puts matters to chance and miracles cannot be expected. Through 

training, knowledge, skills and change in attitudes are imparted which enhance 

confidence, competence and commitment respectively. Commitment is the most important 

of all. This means that if there are no changes in attitudes of employees’ skills and 

knowledge may not change much. 

 

2.2.4 Empirical Studies in Tanzania 

There are few studies which have been conducted on the organizations about training and 

development programs improving employees’ performance in the work place. 

 

Nyamwocha (1996) conducted a study on the assessment of effectiveness of training 

programmes in the 1990s. A case study on National Bank of Commerce (NBCs) in 

Tanzania. The objective of the study was to provide training and re-training to its 

employees at all levels in order to achieve the organization objectives. He recommended 

that, there is a need to develop employees optimally so that they can be utilized to the 

fullest possible extent. This ensures that the same labour force can generate greater 

amount of output than before being developed and trained. 
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Maganga (2007) in his study conducted a study “The assessment of effectiveness of 

training needs analysis”. A case study of Shinyanga Local Councils.  The findings 

revealed that training needs analysis is effective to some extend; the council identifies 

training needs based on individual analysis while other level of tasks and organization are 

not aware by them and performance appraisal system in not effective 

 

 Dominic (2009) conducted a study on Assessment of the Effectiveness of Training and 

Development Function in Public Service Management Office in Tanzania. The study 

revealed that effectiveness of training and development is assessed the coordination of all 

public service employees training in the Tanzanian government and it is fully consulted in 

initiating new training schemes, or to make substantial changes in existing training 

programmes. The training and development function in the Public Service Office (PSO) 

involves an orientation exercise or induction course for all new entrants and a skill 

development programme that takes place each year or at least once in every two years for 

each employee. Programme is drawn specifically for each employee and for each different 

level of grade in accordance with a training needs assessment. 

 

Lukuwi (2007) conducted a study on training needs assessment and its contribution to 

organization performance departments in Tanzania with particular reference to 

immigration departments. The objective of the study was to examine the relationship 

between training needs assessment and organization performance. 

 

She came to the conclusion that there is a relationship between training and organization. 

Employees with special training perform better and are more innovative than their 

colleagues who have not attended such training in the same particular field. 
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The Government of Tanzania, Notice (No. 168, 2003), directs that every employer is 

responsible for training and development program of his or her servants in public sector 

since  every organization needs to have well-trained and experienced people for 

performing the activities those have to be done. As the jobs become more complex, the 

importance of employee development increases for a rapidly changing society. 

Employees’ training is not only an activity that is desirable but also an activity that an 

organization must commit if it is maintaining a viable and knowledgeable workforce 

(Dominic, 2009). 

 

The long- term national development goal for Tanzania which is stipulated in the 

vision 2025 is to have a well educated and learning society and especially in the public 

service.  

 

The School Inspectorate department is bound to cope with the vision 2025 of a long- term 

national development millennium goal for educating the society, especially in the public 

service.  The core values of the Public Service Reform program that emphasize the 

importance of recruiting and providing training for high quality personnel in order to 

address new changes and demands of inspectorate services. 

 

However due to economic and budgetary constraints the sponsored trainings were 

inadequate. Also, the Tanzanian government initiated programs which did not address 

themselves concretely to a specific training need of public enterprises (United Republic of 

Tanzania (URT), 2004). This indicates that there is no comprehensive policy to guide and 

design appropriate training programme. Consequently there has been uncoordinated, 



34 

fragmented and ad-hoc approach to training and utilization of human and financial 

resources resulting in poor service delivery to the public.   

 

From my study compared to other researchers has slightly difference but most of the 

research findings are similar, especially the importance of training and development 

programme which increases skills, knowledge, abilities and competence but the strategy 

objectives and goals were not achieved due to shortage of funds, training policy was not 

transparency to employees and the like. The   conclusion is that, government should put 

training programmes to be the first priority from the government budget to the 

institutions; these could bring the country to be up to date. 

 

2.3 Conceptual Framework 

A conceptual framework is an abstract depiction of how basic concepts and constructs are 

expected to interact on the actual settings, and the experiences that from the foundation of 

research study. The study will explore the assessment of training and development 

programmes improving employees’ performance in school inspectorate organizations.        

 

Bassi et al. (1996) discovered that 96% of companies surveyed used conceptual 

framework to evaluate training and development programs.  

 

Training and development programme is the independence variable and job performance 

among employee is the depended variable. 
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Figure 1: Conceptual framework 

                                                                                                                                

 

 

 

 

 

 

 

 

 

Source: Developed by the Researcher 

 

Training and development is the field concerned with organizational activity aimed at 

bettering the performance of individuals and groups in organizational settings. It has been 

known by several names, including employee development, human resource development, 

and learning and development. Training and development is planned program that is 

followed by instructions that enable employees to enhance their capabilities and skills to 

finish their job more efficiently (Armstrong2009). Few employees have the requisite 

skills, knowledge, abilities and competencies (SKAC) needed to work. As a result, many 

require extensive training to acquire the necessary SKAC to be able to make substantive 

contribution towards the organization’s growth, (Barron and Hagerty 2001).   
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Competence is a standardized requirement for an individual to properly perform a specific 

job. It encompasses a combination of knowledge, skills and behavior utilized to improve 

performance. ...http//en.wikipedia.org/wiki/Competence_(human resources).   

 

Knowledge: Knowledge is defined by the Oxford English Dictionary as expertise, and 

skills acquired by a person through experience or education; the theoretical or practical 

understanding of a subject; what is known in a particular field or in total; facts and 

information; or awareness or familiarity gained by experience of a fact or situation. 

 

Ability: Ability means quality or state of being able; power to perform, whether physical, 

moral, intellectual, conventional, or legal; capacity; skill or competence in doing; 

sufficiency of strength, skill, resources, etc. 

In Human Resource Management: An acquired or natural capacity or talent that enables 

an individual to perform a particular job or task successfully. 

 

Skill: Skill is a measure of a worker's expertise, specialization, wages, and supervisory 

capacity. Skilled workers are generally more trained, higher paid, and have more 

responsibilities than unskilled workers.en.wikipedia.org/wiki/Skill_ (labor). 

 

The ability to apply knowledge and use know-how to complete tasks and solve problems 

skills are described as cognitive (involving the use of logical, intuitive and creative 

thinking) or practical (involving manual dexterity and the use of methods, materials, tools 

and instruments' (Annex I ...www.eqf-reference-nqf.net/terms.aspx 

 

http://www.businessdictionary.com/definition/human-resource-management-HRM.html
http://www.businessdictionary.com/definition/capacity.html
http://www.businessdictionary.com/definition/talent.html
http://www.businessdictionary.com/definition/individual.html
http://www.businessdictionary.com/definition/job.html
http://www.businessdictionary.com/definition/task.html
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Job performance among employees depends on training and development programme, it 

is very difficult for an employee to perform well at the job place without any pre-training 

(Garavan, 1997). Trained employees perform well as compared to untrained employees 

(Partlow, 1996). It is very necessary for any organization to give its employees training to 

get overall goals of the organization in a better way. 

 

2.4. Critical Literature Review 

2.4.1. Critical review of studies conducted by researchers 

Dominic (2009) conducted a study on An Assessment of the Effectiveness of Training and 

Development Function in Public Service Management Office in Tanzania. A case study of 

President Office- Public Service Management (PO-PSM). The findings revealed that 

inadequate and poor allocation of training funds, unclear criteria for trainees’ selection, 

and inability to determine type of training needed by trainee’s were considered as 

problems of implementing training programme within  the Public Service Management 

Office. Furthermore the results show that training and development is not frequently 

evaluated in order to determine what benefits it brings to the organisation. From these 

findings it is recommended that current training programme needs to be re-analysed and 

improved in order to promote transparency as well as practical implementation of training 

plans.  

 

She concluded that; priority should be on increasing employee capacity, by allocating 

adequate training budget. Implement training function openly and involve every 

individual in determining the kind of training they need. Follow the criteria of sponsoring 

employees to training programs. 
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Maganga (2007) in his study conducted a study “The assessment of effectiveness of 

training needs analysis”. A case study of Shinyanga Local Councils. The objective of the 

study was to assess the effectiveness of the training needs analysis in the local 

government authorities. The findings revealed that training needs analysis  is done at the 

end of the financial year (budget) when they see that some training and employee 

development funds have remained so they forced staff to go for training without 

considering whether it is beneficial for the council or not.  

 

 He concluded that training needs analysis is effective to some extend; the council 

identifies training needs based on individual analysis while other level of tasks and 

organization are not aware by them and performance appraisal system in not effective.  

 

The recommendation for the study was that, the council should have training evaluation 

system for its trained employees in order to know whether or not organizational objective 

have been achieved and effectiveness of training programs. 

 

Lukuwi (2007) conducted a study on training needs assessments and its contribution to 

organization performance in the departments. A case study of Immigration Departments 

in Tanzania. The objective of the study was to examine the relationship between training 

needs assessment and organization performance. 

 

 The findings revealed that, there is a relationship between training and organization 

performance. Employees with special training perform better and are more innovative 

than their colleagues who have not attended such training in the same particular field.   

 



39 

The researcher did not focus on other areas. She conducted a study only in one 

department. She collected data only from 20 respondents, which are less. 

 

She conclude that, Immigration department looks more on the individual performance of 

the employees, while giving little attention to other factors such working environment, 

well defined Performance Management System (PMS)and appropriate working tools that 

may lead to low individual performance.  

 

She recommended that, in order for the TNA to be effective, the department should 

establish a workable responsibility structure and job list that would proper placement of 

employees in the job according to their ranks and levels of education. 

 

Nyamwocha (1996) conducted a study on the assessment of effectiveness of training 

programmes in the 1990s, a case study of NBCs. The objective of the study was to 

provide training and re-training to its employees at all levels in order to achieve the 

organization objectives. The findings revealed that, there is no effectiveness in designing 

the NBC training programme the employees’ sponsored themselves for further training. 

He came to the conclusion that, the institution doesn’t show the criteria upon which such 

selecting was based and there is no implication to justify that there were such shortage of 

skills in the organization. The results are that, he did not focus on other areas; he 

conducted a study only in one organization. He collected data only from 65 respondents, 

which are very less. 
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He recommended that, there is a need to develop employees optimally so that they can be 

utilized to the fullest possible extent. This ensures that the same labour force can generate 

greater amount of output than before being developed and trained. 

  

Janet (2006) conducted a study on Training practices in Private sector, a case study of 

Celtel. She found out that there are well stipulating policy, department of training is very 

active that is always working close with people to find out their weakness and suggest 

them which type of training should be taken by an employee hence improvement of 

performance. 

 

Ernest (2003) conducted a study on Effectiveness of Training Evaluation in Government 

Institutions, a case study of the Ministry of Health. He came up with the following 

findings; there is no training evaluation in the Ministry and Department. Training is not 

conducted regularly; hence cause inefficient performance of the Ministry, no clearly 

stipulated training policy.  He recommended that, training should be conducted regularly 

to improve employees’ performance individually as well as the institutions. 

 

Muro (2004) conducted a study on Training Practices in Government Institutions, a case 

study of the Ministry of Agriculture and Food Security (MAFS). He found out that in the 

mentioned Ministry, there are no clearly define training policy, training department does 

not work effectively, also is not done systematically and enhance no improvement in 

performance, lack of confidence in some of the employees and most of all existence of big 

number of employees who do not have basic skills of operating machines such as 

computer. 
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Leslie (2004) conducted a study concerned content main workplace learning evaluation 

content and tools. The findings show that, in many situations after training, people's ideas 

of competence in a particular skill/area can expanded hugely. They realize how big and 

complex the subject is and they become more conscious of their real ability and 

opportunities to improve. Because of this it is possible for a person before training to 

imagine (in ignorance) that they have a competence of lower level. After training their 

ability typically improves, but also so does their awareness of the true nature of 

competency, and so they may then judge themselves - after training. 

   

 Irene (2009) conducted a study on the impact of training and development on worker 

performance and productivity in public sector organizations: a case study of Ghana ports 

and harbors authority, the findings revealed that many of the respondents do not feel 

motivated by the training offered, however many have even never participated in training 

and development activities. Some respondents do not feel training has offered them 

opportunity to identify potentials for further development because they are not promoted 

or upgraded. Clearly also, an overwhelming majority of respondents do believe training 

have had no impact on their job performance and skills (Irene, 2009).  

 

All the facts go to support the hypothesis that training and development activities have 

largely failed to positively impact on individual effectiveness and efficiency in the 

performance of their jobs.  She recommended that training helped to increase productivity 

of public sector organization as well as the employees and the organizations must 

encourage and motivate employees to attend training courses (Irene, 2009). 
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She concluded that training and development identifying and satisfying learning 

development needs, multiple-skills, persuading people to take extra responsibilities 

increasing all around competence and preparing people to take higher responsibilities in 

the future. 

 

Mshamu (2011) conducted a study on Effectiveness of the Training Needs Assessment 

and training Process of Employees, a case study of Dodoma Municipality. He came up 

with the following findings; there is no transparency and openness during training in the 

department of education, health, and agriculture. There was no involvement of 

stakeholders especially subordinates in different departments of the organization, 

inadequate training budget and guidelines for trainee selection are not followed, hence 

favoritism was exercised. 

 

According to my research, the results is relevant to other researchers from African 

countries like Tanzania, because it helps me to make objectives of the study; to 

understand the importance of training and development programme which increases 

skills, knowledge, abilities and competence,  the performance of employees after training 

courses, also the obstacles which hindered the achievement of  objectives and goals of the 

organizations, that was due to shortage of funds and training policy was not transparency 

to employees, so most of them do not attended training regularly. 

 

2.5. Relevance of the Literature 

Lukuwi (2007) conducted a study on the assessing training needs and its contribution to 

organization performance in the departments, a case study of the Immigration 

Departments. The study conducted by Lukuwi is good. It helps to understand various 
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factor related with assessing training needs and its contribution in performance in the 

departments. This study is very helpful for staff in providing the organization with the 

skills and expertise it needs to achieve its strategic objectives, new recruits reach the 

performance level of the fully experienced and effective workers as quickly and 

economically as possible, improving the efficiency and effectiveness of existing 

employees, it help people to develop their natural abilities, so that the organization  can 

meet its Human Resource requirements in terms of both quality and quantity from within 

the organization.  

 

Mshamu (2011) conducted a study on Effectiveness of the Training Needs Assessment 

and training Process of Employees, a case study of Dodoma Municipality. The study 

conducted by Mshamu is helpful for employees and employers in Tanzania, Africa and 

developing countries to understand various factors related with the effectiveness of 

training needs assessment and training process of employees. 

 

Nyamwocha (1996) conducted a study on the assessment of effectiveness of training 

programmes in the 1990s, a case study of NBCs, he conclude that, in order for employees 

to be satisfied and thereby work efficiently they need training that supported by relevant 

working tools and conducive environment improves the organization performance by 

increasing employee knowledge, skills and competence. Any training programme, 

however should consider the objectives and goals for the achievement of the organization, 

as well as the resources available and which can be mobilized.  

 

Furthermore, a training programme should, as well, consider how the work is organized in 

order to achieve its goals, Training and development programmes should be conducted to 
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discover the existing gap in the employees’ performance that bring about effective and 

efficient utilization of trained manpower (Nyamwocha,1996). Without such consideration, 

any training programme will be as playing a guitar to a goat.  

 

The findings revealed that the organization conducted the training programmes to increase 

skills, knowledge and attitudes to their posts but due to programme of massive training 

carried by the organization have created very negative repercussions because of 

misallocated and under-utilized as a result the training programmes become ineffective 

(Nyamwocha, 1996).           

 

Yahaya (2007) conducted a comparative study on the “Impact of Investment in Human 

Resource Training and Development on Employee Effectiveness”, a case study on Zenith 

Bank, Union Bank and First Bank, in Nigeria.  He found out that Zenith Bank generated 

more revenues by training its employees with the use of information technology. 

Although its number of employees is fewer compared to First Bank, Zenith gained more 

because of their effective and efficient employees (Yahaya, 2007).   

 

Zenith bank met the most standard requirements. Employees were satisfied with the 

training and development opportunities that are available at Zenith Bank. The 

opportunities mentioned by the employees are, job training, employee orientation, skills 

enhancement training, learning and practicing of new skills, and the regular and periodic 

schedule of training and development in all the areas of the organization. In Zenith bank, 

employees attend both in-house and off-shore training and development courses on a 

regular basis (Yahaya, 2007).   
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Gberevbie (2010) conducted a study on organizational retention strategies and employee 

performance, case study of Zenith Bank of Nigeria. He found out, that strategies that 

target retention of employees bring more profit to the organization. He was referring to 

training and development as one of these strategies. Other strategies include the 

promotion of the organization’s image, participation of staff in the organizational 

decision-making, regular enhancement of salary and other benefits and fair and just 

treatment of employees. The need for the above mentioned strategies is imperative. 

Organizations that have succeed to establish appropriate and effective employee-retention 

strategies experience a lesser number of employee turnover. 

 

 Thomas (1988) urged that training and development will become essential to employers 

Human Resource programs, with the impact of the new information technology, 

government, business and educators must help workers acquire the flexibility necessary to 

adapt to rapid change.  Also training and development provide employees with the 

knowledge and skills they need to remain qualified for their jobs. Periodic training is 

necessary because the nature of the job may change to include new responsibilities, 

performance standards, equipment, or work methods. Heresy (2003) says training of 

employees and the development of their skills and careers have many advantages for the 

firm. First, it helps the firm meet its immediate Human resource needs, second, ensures 

that the firm’s employees are ready to meet future challenges; however he estimated that 

firms in the United spend $ 30 billion a year to train employees. 

 

Cole (2002) urged that, the focus of training is the job or task, new employees seldom 

perform satisfactorily, they must be trained in the duties they are expected to perform. 

And experienced employees may need training to reduce poor work habits or to learn new 
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skills that improve their performance. He says that although training seeks to help 

employees do their present job, the benefits of training may extend throughout a person’s 

entire career and help develop that person for future responsibilities. 

 

2.6. Knowledge Gap 

The literature reviewed shows that studies about training and development programmes in 

schools inspectorates are conducted world wide. The previous studies done in Tanzania 

about assess the effectiveness of Training and development function in the public service 

Tanzania. Therefore the current study intended to fill the gap in knowledge by 

investigating factors related to training and development programmes in improving job 

performance in School Inspectorate, Departments/Organizations. To  find out the 

difference between workers who attended trained and those who do not attend, assess the 

importance of training and development which motivate individuals, develop natural 

abilities; improve the efficiency and effectiveness of existing employees, and finally to 

investigate challenges and problems facing training and development programmes in the 

school inspectorate organizations.  

 

2.7. Conclusion of the chapter 

In definitions and conceptualization of key terms for study of training and development 

programmes are included. Theoretically, it has observed that the purpose of training is to 

increase the knowledge, skills, abilities and competence required to perform and enhance 

increases performance which leads to the increase of productivity in the organizations, 

these are important physically, socially, intellectually and mentally as are essential in 

facilitating not only in the level of productivity in the organization but also the 

development of personnel in any organization in Tanzania, the MOEVT is responsible for 
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coordinating all School Inspectorate organizations employees in training and it is fully 

consulted in initiating substantial changes in existing training programmes. However, gap 

for research, conceptual framework, critical literature review and relevance of the 

literature are explained in the literature review.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction  

The chapter comprises research methods, techniques and procedures, as well as 

instruments that are employed in the process of implementing a research plan.  

 

3.1 Area of the study 

This study was conducted in Dodoma region specifically Dodoma Municipality, 

Chamwino and Bahi districts as the representative of other seven districts in School 

Inspectorate Department- Central zone because these were enabled development of 

insights into what transpires in these contexts in terms effective regular training leads to 

better or poor job performance in the organizations. I decided to conduct the study in three 

Districts because the number of employees in each department is less than ten (10). 

 

Dodoma Municipality, Chamwino and Bahi districts were preferred because virtually no 

single study had been conducted on the assessment of training and development 

programmes improving job performance among employees in the school inspectorate 

organizations. The sharp contrast of choosing these districts to be my case study was due 

to socio-economic level which made my choice be necessary for doing a research. 

 

Chamwino district lies on the central plateau of Tanzania in the western bearing along Dar 

es Salaam road. It is boarded by Dodoma Municipality on the west, Kondoa on the North, 

Kongwa and Kiteto district on the East, Mpwapwa and Iringa rural districts on the South-

West and Bahi on the South-East front. Dodoma Municipality is located at the centre of 

the country. In the west, it is bordered by Bahi district and Chamwino district in the east 
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and south east side. In the south, it is boarded by Kondoa district. On the other hand, Bahi 

district is located at western zone of Dodoma Municipality, In the North; it is boarded by 

Kondoa district, in North-East is boarded by Chamwino district. In North-West is boarded 

by Manyoni district and in South-West is boarded by Iringa districts. 

 

The income of these districts comes from agriculture, animal husbandry and others of the 

population is engaged in petty business such as retail shops, carpentry and food vendors. 

There are other activities such as small and medium industries, consultancy and 

construction work, honey, wax and herbs. The focus of the study was in School 

Inspectorate Departments within Dodoma Municipality, Chamwino and Bahi. I selected 

these organizations/departments in order to check if training and development 

programmes conducted effectively for in-service workers, new recruited employees, and 

promoted employees’.  

 

3.2 Research Design  

Research design refers to the strategy to integrate the different components of the research 

project in a cohesive and coherent way. It is a means to structure a research project in 

order to address a defined set of questions (Trochim and Land, 1982). Research design is 

the framework or plan for a study; it was used as a guide in collecting and analyzing data 

(Churchill, 2007). Research design provides the bond that holds the research project 

together. A research design was used to structure the research, to show how all of the 

major components of the research function together, try to address the central research 

question. 
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According to Kothari (1990) research design is the plan showing the approach and 

strategy of investigation aimed at obtaining relevant data which fulfill the research 

objectives and answers to the questions. The research design is preferred because it is 

corresponded to the approach suited to studies which intended to have an in- depth 

understanding of phenomenon in specific cultural contexts (Gall et al, 2005).  

 

Also explanatory research purpose also requires a point of origin, because eexplanatory 

studies are designed to test whether one event causes another. According to Yin (1994), 

the objective with this kind of research is to analyze cause-effect relationship, explaining 

what causes produces what effects. In order to perform an explanatory research, the 

researcher must be knowledgeable about the subject and have an expectation of the 

relationship to be investigated. 

 

The purpose of this study has been assessed as both explanatory and survey study. It is 

explanatory since the study is attempting to draw conclusions by answering research 

questions. It is survey because it based most often on questionnaire, data and allows easy 

comparison. 

 

3.3 Research Strategy 

Research strategy is a general plan of how to answer the research questions that have been 

set (Saunders et al 2000). The researcher is part of the organization within which the 

research and change process are taking place.  The research strategy which best fits this 

research was survey and explanatory strategy. In order to answer the questions of the 

study, qualitative and quantitative data were used and the research philosophy was the 

mixture of both positivism and phenomenology.  
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Also the research strategy is a case study. The aim of choosing this approach is to avoid 

misfit between the research purpose and research strategy (Saunders et al 2000). The case 

study was included employees from School Inspectorate Department within Dodoma 

Municipality, Chamwino and Bahi districts. 

 

A case means a unit under investigation. Case study research calls for selecting a few 

examples of the phenomenon to be studied and then intensively investigating the 

characteristics of those examples (cases).  Kothari (2007) quoting Pauline V. Young 

describes case study as a comprehensive study of a social unit be that unit a person, a 

group, a social institution, a district or a community.  

 

Kisonga (2005) mentioned that case study has an advantage of enabling the researcher to 

combine a variety of evidence like interviews, documents, observations and in depth 

observation from the field. Baradyana and Ame (2007) write that a case study aims at 

understanding one thing and how it is linked to others. It focuses on relationship and 

process and is done in a natural setting as what is being studied exists. 

A case study is defined as “type of qualitative investigation that involves the in-depth 

study of instances of a phenomenon” (Gall et al; 2005). 

 

3.4 Target Population  

Target population may be defines as a group of people of interest to the researcher to 

which she would like to make some generalization on the result of the findings (Gay, 

1987)). In this study, the targeted population had included all employees within 

Inspectorate Departments that were constituted the population of the study in Dodoma 
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Municipality (total of 9 employees), Chamwino (7 employees) and Bahi districts (total of 

6 employees). 

 

3.5. Approach of the study 

A research approach helps to structure collection, analysis and interpretation of data (Best 

and Khan, 1998). The approach is preferred because had enabled the researcher to collect 

data from real natural settings reflecting insiders’ perspectives. 

 

 There are two approaches that can be applied by researchers: qualitative approach and 

quantitative approach. According to Yin (1994) the best method to use for a study 

depends on the purpose of the study and the accompanying research questions.  

 

3.5.1 Qualitative approach 

Qualitative approach is defined as an inquiry process of understanding a social or human 

problem, based on building a complex, holistic picture, formed with word, reporting 

detailed of informants, and conducted in a natural setting ( Yin, 1994). Qualitative 

research methods focus on providing a complete picture of the situation with the aim of 

increasing the understanding of social process and interrelations. It is defined as research 

to explore and understand the opinions and strives for in depth understanding of different 

kind of findings in library research (Yin, 1994).   

 

3.5.2 Quantitative approach 

The quantitative approaches can be described as a logical and linear structure in which 

hypotheses take the form of expectation about likely causal links between the consistent 

variables stated in the hypotheses thus leading to the rejection or acceptance of the 
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theoretical proposition (Creswell, 2003). Further, quantitative methods are often used 

within natural science, and the aim is usually explanatory to explain causal relationships 

to facilitate generalization, and also to predict the future. (Cooper and Schindler, 2003). 

 

According to Hair et al (2007), the choice of research approach depends upon the 

questions posed. In this study the main objective of this study is to explore whether 

training and development programmes in Dodoma Municipality, Chamwino and Bahi 

improving job performance among employees in the School Inspectorate Organizations.  

 

Base on the research purpose best suited for this study is both quantitative and qualitative. 

It aims at gaining deeper understanding of the phenomenon under investigation and 

acquiring richer knowledge of a situation or phenomenon. 

 

3.6: Sample size and sampling techniques 

3.6.1 Sampling Frame 

Sampling frame is a complete list of all the cases in the population from which the sample 

will be drawn (Saunders et al, 2000). The sample frame of the study included employers 

and employees.  

 

3.6.2 Sampling Techniques 

According to Cohen et al, (2000), sampling technique is a procedure used to select some 

element of the population in such a way that it represents the actual characteristics of the 

total population. In this study, non- probability sampling techniques has been used.  
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Brymans (2001), states that, non-probability sampling is a sample that has not been 

selected using a random selection method. In-particular, to get the required sample, 

purposeful sampling method has been used for both employees and employers because the 

number of employees in each department was less than ten (10). 

  

Kothari (2004) states that “purposive or deliberate selection of particular units of the 

universe for constituting the sample which represents the universe.” Intentionally; 

purposive sampling technique has been used to select cases that are information- rich. 

Purposive sampling is preferred because the researcher purposively targets a group of 

people believed to be reliable for the study, people who are knowledgeable, who have rich 

information about the topic (Kothari, 2004).  

 

The power of purposive sampling lies in selection of information rich cases for in-depth 

analysis related to the central issues being studied (Kothari, 2004). 

 

 For the purpose of this study, purposive or judgmental sampling was chosen in order to 

obtain respondent of the study from each stratum.  

 

3.6.3. Sample Size 

A sample means a specimen or part of the whole population which is drawn to show what 

the rest are like (Naoum, 1998). According to Kothari, (2004), sample size refers to the 

number of items to be selected from the universe to constitute a sample 
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Table 1: The targeted number of respondents from three SIO  

Respondents  Targeted number  

Dodoma Municipality 9 (3 males&6 females) 

Chamwino 7(2 males&5 females) 

6 
Bahi 6(4 males&2 females) 

Total 22(9males&13 females) 

Source: Fieldwork survey, 2012 

Table 1 shows the number of employees in each organization (Dodoma Municipality had 

only 9 employees, Chamwino had only 7 employees and Bahi had only 6 employees) and 

that was the targeted number of respondents, but the number of respondents who 

responded the questionnaires were 17, and that was sample size for the study from 

Dodoma Municipal, Chamwino and Bahi districts, which included 14 employees and 3 

employers (District Chief Inspectors of Schools).  

 

In qualitatively and quantitatively studies, the desire for large sample size was not a major 

issue as qualitative studies can even be conducted using case (Gall et al. 2005).  

 

3.7: Types of Data and Data Collection Techniques 

3.7.1 Secondary Data 

Secondary data, on the other hand, are those which have already been collected by some 

one else and which has been passed through the statistical under process (Kothari, 2003).  
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Table 2: number of respondents attended training courses  

Position of respondents Years for respondents attended training 

courses 

2008 2009 2010 2011 2012 

Accountant  - 1 - - - 

Personal Secretary 1 - - - - 

Driver  - - - - - 

School Inspectors 3 - - - - 

DCIS - 3 - 3 - 

Total 4 4 - 3 - 

Source: Fieldwork survey, 2012  

 

Thus secondary data provide second hand information and include both raw data and 

published ones (Kamuzora and Adam, 2008). Secondary data can be separated into two 

sources: internal and external. An internal source is data within organization and external 

source concerns data that comes from outside the organization when the research cannot 

be accomplished with only secondary data, the researcher are required to collect primary 

data. For secondary data from table 2, the data represented the number of employees who 

attended training courses through documentary data. 

3.7.2 Primary data 

Primary data is the data collected by the researcher himself or herself or by assistant from 

the field for the purpose of answering research question or issue (Kamuzora and Adam, 

2008). 

 

According to Yin (1994), there are six different sources for data collections: 

documentation, archival records, interviews, directs observations, participant observation 

and physical artifacts.  But none is considered superior to the other. Yin (1994), therefore 
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recommends using several of them while a good research should thereby include as many 

sources as possible. Since the study required the first hand information from the 

respondents, primary method of collecting data was used. This study conducted 

documentary review, and questionnaires. 

 

3.7.2.1 Questionnaires 

Kothari (2004) writes that a questionnaire consists of a number of questions printed or 

typed in a definite order on a form or set of forms. The questionnaire is mailed to 

respondents who are expected to read and understand the questions and write down the 

reply in the space meant for the purpose in the questionnaire itself. The respondents have 

to answer the questions on their own. 

 

To enhance the relevance of primary data collected, the researcher used questionnaires. 

The researcher preferred to use questionnaire method to give the respondents enough time 

to think on what to answer. In this study, questionnaires was administered and supervised 

by the researcher for clarifications in case of any problem.  

 

The information which collected on each participant was as follows: 

Employees: Their qualification, challenges they faced in their work place, reaction of 

employees after completed training courses and recommendations they make to improve 

the tasks/jobs in the organizations. 

 

Employer: To get information if training are beneficial for improving the personality and 

knowledge level of employee, organization support workers during training courses, to 

keep your staff motivated about learning new concepts and challenges and problems 
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facing training and development programmes in Dodoma Municipality, Chamwino and 

Bahi districts.  

3.7.2.2 Documentary Review 

Documentary review is the method which involves deriving information by carefully 

studying written documents like textbooks, reports, newspapers and so on (Enon, 1998). 

Documentary review was employed in order to analyse information contained in 

employers’ reports. 

 

Documentary review was used to get the following information: 

Districts Chief Inspectors of schools report- information on the performance of 

employees who attended training courses and who do not attended. The criteria used to 

select employee to attend workshops, conferences, seminars and training courses, the 

funds for sending employees to attend courses. 

 

3.8 Reliability and Validity of Data 

Trochim (2005), states that Reliability has to do with the quality of measurement. In its 

everyday sense, reliability is the “consistency” or “repeatability” of your measures. 

Validity refers to a quality of the research as to whether it has measured what it was 

supposed to measure.  

 

Baradyana and Ame (2007) urged that, reliability is concerned with whether the measure 

used in research will yield the same results in different occasion or if it can provide 

similar observation if done by different research or on different occasion. On the other 

hand, validity is concerned with whether the findings are really about what they appear to 

be about. 



59 

This study has been considering the credibility of the research findings. The research 

questions were simple, short and clear, the respondents answered appropriately according 

to the demand of the research.  

 

3.8.1. Reliability of Data 

Regarding the reliability of data, the questionnaires and documentary review has used in 

collecting data from employees and employers. The data collected were processed 

uniformly following the categories of the respondents in order to get stable and consistent 

results of the research. The data were analyzed uniformly according to the categories of 

the respondents. 

 

3.8.2. Validity of Data 

The study was used various methods and tools of data collection to ensure the validity 

of data collected. Documents and questionnaires were used to collect data. 

 

3.9 Data analysis  

Data processing is essential for a scientific study and for ensuring that researcher has all 

relevant data for making contemplated comparison and analyzing (Kothari, 2003).  Prior 

to data analysis, the data coded and edited. The data collected was analyzed by using both 

quantitative and qualitative technique method. The Statistical Package for Social Science 

(SPSS) was the main computer software for analysis. Then the data presented through 

tables. 
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3.10. Conclusion of the chapter  

This chapter described the methodology and the methods used in this study as well as the 

reasons for choosing them. The chapter comprises the research design, target population, 

research approach and techniques. Then review of data collection, pilot test sample 

selection, and analysis method are brought in a sequence was also presented. Research 

strategy which was used by this study is explanatory research and survey study using both 

qualitative and quantitative approach of the study. Primary data which were collected 

from the field, through questionnaire survey and documentary review, were used in this 

study. 
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CHAPTER FOUR 

 

DATA PRESENTATION AND ANALYSIS 

 

4.0: Introduction 

This chapter presents, interprets and discusses results and major findings of the study as 

per analyzed data and information obtained from the field and documentary review. 

Discussions of findings are in line with designed research objectives.  

 

The information presents general description of the respondents, data analysis and 

findings. General description of the respondents is presented in order to get general 

picture of respondents. The results from this single case study provide general picture of 

how the training and development programmes improving job performance among 

employees’ in developing countries like Tanzania. 

 

4.1. Socio-economic characteristics of the respondents  

The targeted groups of respondents in Dodoma Municipality, Chamwino and Bahi were 

mainly the employees of School Inspectorates organization. As it has been stated in 

chapter three, the information was obtained from Districts Chief Inspector of Schools 

(DCIS) and employees in school inspectorate department. The tentative sample size for 

this study was 22 respondents (9 males and 13 females), 9 from Dodoma Municipal, 7 

from Chamwino and 6 from Bahi districts, which included 19 employees and 3 DCIS, 

whom the researcher was expected to collect the relevant information on the study. 

Breakdown of respondents was done in district wise, as shown in table 3. 
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Table 3: The number of respondents of the study 

Respondents  Targeted number Responded 

Percent 

(%) 

Dodoma 

Municipality 

9 (3 males&6 females)  5(2males& 3 females) 55 

Chamwino 7(2 males&5 females) 

6 

6(2males& 4 females) 86 

Bahi 6(4 males&2 females) 6(4males& 2 females) 100 

Total 22(9males&13 females) 17(8males& 9 females) 77 

Source: Fieldwork Survey, 2012 

The discussion was based on the characteristics of respondents including; sex, age, level 

of education, position of the respondents and years of service in the organization as 

described below. 

4.2. Demographic Profile of the Respondents 

4.2. 1. Sex of the respondents 

The research employed a total number of 17 respondents from the school Inspectorate 

organizations. Results on the sex of respondents show that the majority of respondent 9 

(53%) were female, and 8 (47%) were male, as the results illustrated in table 4. Despite 

that the study considered the gender issue by involving both sexes equality as they were 

selected randomly. These results indicate that female were dominant among the 

interviewed respondents in the Dodoma Municipality, Chamwino and Bahi districts 

offices.  

 

These results imply that a large number of employees in the School inspectorate are 

female which means that gender gap in employment opportunities still exists. In regard to 

the study, it can be said that female are more likely to be positive affected by training and 

development programmes. 
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Table 4: Gender of the employees in School Inspectorate organizations 

Gender of officials 

Frequency 

Percent 

(%) 

Female 9 53 

Male 8 47 

Total 17 100 

Source: Fieldwork Survey, 2012 

4.2. 2.Age of respondents 

The findings of age of respondents show that majority of respondents’3 (17.6%) range 

between 30-39 years old, 9 (53%) range between 40 and 49 years old. The age group that 

followed range between 50 and 59 years old carries about 5 (29.4%) of the indicated total 

as shown in table 5. These results imply that the majority of the employees in School 

Inspectorate organization are in age group of hard working.  

Table 5: Age of respondents 

Age range of employees Frequencies Percent  (%) 

20-29 0 0 

30-39 3 17.6 

40-49 9 53 

50-59 5 29.4 

Total 17 100 

 Source: Fieldwork Survey, 2012 

The reason could be that creation of employment opportunities is higher than the rate of 

employees who retire expected that Assessment of Training and Development 

programmes could be done mostly to young people than old ones. These results give the 

conclusion that employees of the age from 30 to 49 in the School Inspectorate 
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organization are more likely to get the training opportunities after the study has been 

conducted.  

 

The Districts Chief Inspectors of Schools said that, they are lucky to have a lot of officials 

and members of the organizations who are young. They said that most of the employees 

ranged between 40-49 years old this is due to the fact that the organizations employed 

experienced employees who have more than five years experience after the first 

appointment. Therefore, majority of employees whom their age range between 30-59 

years old, worked in Schools Inspectorate organizations  

4.2. 3. Level of education of SIO respondents 

From table 6, it was reported that among SIO respondents; 11.8 % of the SIO respondents 

have a secondary education, 47 % have ordinary diploma, 29.4 % have a bachelor degree 

and small number of respondents had advanced diploma and Master degree which 

accounts 1 (5.9%) for each. Therefore, the findings show that the good level of education 

of employees leads them to be effective and competent in their work place. 

Table 6: Education level of employees in School Inspectorate Organizations 

Education level 
Frequency 

Percent 

(%) 
Certificate (Secondary Education) 2 11.8 

Ordinary Diploma 8 47 

Advanced Diploma 1 5.9 

Bachelor Degree 5 29.4 

Masters Degree 1 5.9 

Total 17 100 

Source: Fieldwork Survey, 2012 
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Employees who had secondary education and diploma need to be trained more and gain 

more knowledge for competence and enhancement of the working in School Inspectorate 

organizations.  

 

Therefore, Assessment of training development programmes should be intensified. It has 

been said that education is a key to better opportunities for employment, accessibility to 

information, services, independent and correct actions with regard to survival and 

sustainable development. Also education equips people with skills in various occupations 

and therefore to greater extent determines the performance of individuals in their 

respective activities.  

 

4.2.4. Occupation of the respondents 

The respondents in Dodoma Municipality, Chamwino and Bahi were found out to have 

different positions in their employment activities. The results on this aspect show that 

relative proportions of respondents from the School Inspectorate Organizations were as 

follow: 64.7 % were School Inspectors, 17.6 % were Districts Chief Inspectors of 

Schools. Accountant, Personal secretary and driver which account 1 (5.9%) for each as 

indicated in Table 7. As the school inspectors have dominance in the positions of the 

respondents, it could be expected that inspectors are more likely to be trained to provide 

much professional for development initiatives. 
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Table 7: The occupation of School Inspectorate respondents 

Occupation/ position of the respondents Frequency Percent (%) 

Accountant 1 5.9 

Personal Secretary 1 5.9 

Driver 1 5.9 

School Inspectors 11 64.7 

Districts Chief Inspectors of Schools 3 17.6 

Total 17 100 

Source: Fieldwork Survey, 2012 

4.2.5 Years of service in the organization 

The study also sought to find out the years of service the respondents have rendered to the 

organization to enable us put their responses into proper perspective. Table 8 represents 

the categories of years of service as indicated by the respondents. 

Table 8: Years of service in the organization 

Years of service Frequency Percent (%) 

1-10 2 11.8  

11-20 4 23.5  

21-30 7 41.2  

31-40 4 23.5  

Total 17 100  

   Source: Fieldwork survey, 2012 

Most of the respondents have served. 7(41.2%) have served 21-30 years. This means the 

organization has a blend of experience and young professionals who require constant 

refresher training and development to update their skills and perform on the job. 
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4.3. Objective one: Importance of training and development programmes in 

improving job      performance in School Inspectorate Departments/Organizations. 

The respondents from Dodoma Municipality, Chamwino and Bahi mentioned several 

factors of the importance of training and development programmes to both the individual 

employees and the organization in general. 

4.3.1. Increase in skills  

The respondents were required to indicate their priorities of the factors of importance of 

training and development in multiple response questions. One of the factors of importance 

of training and development is to increase in skills that amount to 17 (100%) of the 

respondents as shown in table 9, through interview with key informants the importance of 

training and development programmes was confirmed and explained that with this 

exercise identify the appropriate person to get training. An individual gains better skills 

than the previous knowledge, it can which could lead to effectiveness and efficiency 

during working and also increasing the individual performance. Therefore, the exercise 

gives the opportunity to organization to get the right person to attend the training required 

by the organization.  

 

According to Ojo and Olaniyan (2008), this relates to formal training on the job. An 

employee becomes experienced on the job overtime due to modification of job behaviours 

at the point of training or acquisition of skills. He added that a practical and theoretical 

teaching process which could be done within or outside an organization. When training is 

carried out inside an organization, it is called in housing training. Off-housing training is 

carried out in professionalized training areas like Universities, and professional 

institutions. 



68 

4.3.2 Improvement of organizational and individual performance  

Another factor mentioned for the importance of training and development programme 

was improvement of organizational and individual performance 9 (52.94 %). Information 

from officials states that the organization conducts training and development programmes 

for their employees and identified the opportunities and the right person(s) to attend the 

needed training.  

 

The advantage to the organization comes as a result of the trainee to complete the training 

and continue to work with the same organization. Due to what the employee get from the 

training, he or she can use the skills in the organization to enhance its performance. This 

comes after the organization has conducted the training and development programmes 

and identified the needs of the organization or department.  

 

Ojo and Olaniyan (2008), in a complex organization, such as educational institutions 

which comprises basically of human being the level of staff training and development will 

go a long way in determine the staff training effectiveness and improve productivity. It 

must be emphasized that most of our school inspectors, personal secretary and driver have 

left school for a long time and have not been given opportunity for re-training. Those 

employees should be encouraged going for in-service training. This will brighten up their 

ideas and it will enable them to know more about the recent development in their course 

area. 

4.3.3 Motivates employees  

From table 9, some respondents 5 (29.41 %) indicates that motivation to employees as one 

of the importance of conducting training and development programmes to an 

organization. It was explained by the respondents that once the organization conducts 
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training and development programmes it give employees encouragement since they know 

that one day they are going to be one of the employees selected to attend the training in 

order to expand the knowledge horizon.  

 

According to Ojo and Olaniyan (2008), training can solve a variety of manpower 

problems which imitates against optimum productivity. People work better when they are 

in a fun, light atmosphere. Create a workplace where it is okay to make mistakes but be 

able to learn from those mistakes.  

Table 9: importance of training and development programmes 

Importance of training Number of respondents Percent (%) 

Increase skills knowledge, 

competence and abilities 

17 100 

Improves organization and 

individual performance 

9 52.94 

Motivates employees 5 29.41 

 Source: Fieldwork survey, 2012 

Note: Respondents have given multiple responses 

 

Cole (2002), give your employees a sense of ownership in the business. If they understand 

why they are doing what to do it gives your employees a lot more meaning and pride in 

doing it and doing it well. 

Cole (2002) said that training and development helps organizations and employees to 

perform the following activities;  

Utilization of Human Resources development of Human Resources, development of skills 

of employees, increasing the job knowledge and skills of employees at each level, expand 
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the horizons of human intellect and an overall personality of the employees, increasing 

productivity, improve the organizational health culture and effectiveness. It helps in 

creating the learning culture within the organization, building the positive perception and 

feeling about the organization, improving upon the quality of work and work-life, creating 

the healthy working environment (Cole, 200).  

It helps to build good employee relationship so that individual goals align with 

organizational goal, improving the health and safety of the organization thus preventing 

obsolescence, improving the morale of the work force, creating a better corporate image, 

improved profitability and more positive attitudes towards profit orientation. Finally, 

organization gets more effective decision making and problem solving; also it helps in 

understanding and carrying out organisational policies. This objective is clearly supported 

(Cole, 2002). 

4.4 Objective two: The performance of employees after training courses  

Through questionnaire and documentary review, the findings revealed that the trained 

employees are always showing their best performance, quality of service has improved 

with training, the productivity increases when employees’ are trained.  For the sake of this 

objective, the researcher targeted only officials as respondents. Employers demand 

employees who can think critically and solve problems. A result, future prosperity will 

require greater employees’ investment in training. From table 10, it revealed that 100% of 

the officials said that the employees who attended training course perform better jobs than 

those who are not yet attended. For instance the trained personal secretary, accountant and 

school inspectors perform effectively and efficiently jobs with less mistakes than others. 

Also they said that if you hire and keep good employees, it is good policy to invest in the 

development of their skills, so they can increase their productivity. 
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Table 10: The performance of employees after training 

Performance of employees 

after training 

Frequency Percent (%) 

Reduce errors/mistakes 15 88  

Reduce supervision 11 64.7 

Increase overall performance 14 82 

Motivation through training 8 47 

Source: Fieldwork survey, 2012 

Note: Respondents have given multiple responses 

 

4.4.1 Reduce errors/mistakes  

In order to reduce mistakes, the researcher assumed that organization should train 

personnel, adopt the right work method and make use of the prescribed safety devices, 

therefore the frequency of accidents is reduced, and health and safety of employees can be 

improved. From table 10, through interview, 88% of respondents agree that, training 

employees effectively and efficiently reduced minor mistakes. 12% of respondents do not 

agree, they said it depend to the type of training, some of trainees attended the training 

course which are not proportional to their field work.  

  

4.4.2 Reduce supervision  

From table 10, the findings revealed that 64.7% of respondents said that well trained 

employees tend to be self reliant and motivated. They need less guidance and control, 

therefore, supervisory burden is reduced and span of supervision can be enlarged. 35.3 % 

of respondents urged that supervision in any organization must be applied, any work must 

be supervised. 
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4.4.3. Increase overall performance 

From table 10, the findings show that there 14 (82%) of total respondents, responded yes 

and the remaining 3(18%) responded no. From figure 7, the findings reveal that the 

employee who attended training course increase overall performance than untrained 

employees. According to Thomas (1997), urged that, it is very difficult for an employee 

to perform well at the job place without any pre-training. Trained employees perform well 

as compared to untrained employees (Partlow, 1996). It is very necessary for any 

organization to give its employees training to get overall goals of the organization in a 

better way (Flynn et al., 1995) 

 

4.4.4. Motivation through training  

Training is a motivation people, from table 10, the findings revealed that 8 (47%) of the 

total responds, responded yes, they said that the employee who are well-trained often have 

higher motivation and morale because they feel that the organization has invested in their 

ability and development. This also results in lower turnover rates. Trained employees 

often work better as teams because everyone is aware of the expectations and can achieve 

them together smoothly.  

 

Trained employees are also more confident in their performance and decision-making 

skills. In addition, employees who receive regular training are more likely to accept 

change and come up with new ideas. 9(53%) responded no, they urged that training is not 

motivation in improving job performance because the trained and untrained employees 

pay the same salary scales or low salary, unclear expectations, low morale due to their 

living standard is poor, no respecting, high gap between top management and low 

management in terms of incentives even though they have the same level of education. As 
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a result trained employees frustrated, demoralize as compared to untrained lead to poor 

performance among employees and poor production of the organization. 

 

4.5 objective three: Challenges / problems faced by employers or employees in 

training and development programmes in Schools Inspectorate Organizations 

4.5.1. No involvement of employees during training and development programmes.  

The finding showed that, training and development programmes in school inspectorate 

department is less involvement of employees 14 (82 %) of total of respondents as table 6 

shows. Involvement of important employees/stakeholders in particular activity leads to 

transparency and builds sense of ownership. Here is where fairness and sustainability 

comes to be established.  

 

Unfortunately during the exercise of training and development programmes in school 

inspection programmes it is said to be exclusive process which involve few people 

especially of top management officials. The employers can decide who will attend 

training course, instead of sit together and discuss and make good selection to the right 

person. 

 

4.5.2. Deficit of Budget 

Funds are one of the important resources on the successful implementation of any activity. 

Training and development programmes need enough funds as well as for its effectiveness 

of its implementation. The results on this study showed that lack of enough funds to 

conduct the training courses. 
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The factor that affects training and development programmes in school inspection 

organizations is deficit of the budget 17 (100 %) as table 11 indicates below. The official 

information explained that it has lack of enough funds every year. Funds to run particular 

project or any activity are potential since it enables the implementation of the established 

activities. 

 

Through discussion, it was conclude that deficit of budget leads to insufficient fund for 

conducting training and development programmes; this affects its efficiency and 

effectiveness. From this point of view it can be concluded that with lack of fund for 

training and development exercise means there should be no observed success to its 

implementation. 

 

4.5.3 Not done in transparent way  

More results show that lack of transparency has been one of the factors that facing 

training and development programmes, from table 11, this accounts about 11(64.7 %) of 

total of the respondents. In the currents it was explained that the exercise has been done in 

confidential manner, the Ministry of education and Vocational training especially in 

School Inspectorate department has no training action plan of sending their employees to 

attend training courses, they select with high confidentially of their employees who go for 

further training, they release the announcement nearest to the deadline, most of employees 

failed to meet the objectives.  Sometimes few trainees went outside the country without 

others are informed. The situation which raises some question to its outcomes, it was 

explained that transparency is introduced in the training and development programmes 

exercise it could lead to effectiveness in the school inspection organization. 
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4.5.4 Late promotion  

From table 11, the finding revealed that 9 (53 %) respondents out of 17 complaints about 

late promotions after completed training courses. Their expectations were to be promoted 

after complete the training course, as the result their expectation becomes in other way 

round. They become frustrated, lower their motivation to learn, and reduce their effort 

because they do not believe that additional effort will translate into improved 

performance. 

 

Abraham Maslow, one of the most prominent experts on human motivation, states that 

people are motivated by a hierarchy of needs and that each person is motivated 

differently. These motivational needs range from safety and psychological needs to love 

and belonging needs. At the top of those needs is self-actualization where a person can 

achieve his full potential. Companies must recognize that everyone is motivated 

differently and must seek many ways to motivate employees. 

  

Table 11: Challenges facing training programmes in School Inspectorate 

organizations  

Challenges  Number of respondents Percent (%) 

No involvement of all stakeholders 14 82  

Lack of enough funds 17 100  

Lack of transparency 11 64.7  

Late promotion 9 53  

Source; Fieldwork survey, 2012 

Note: Respondents have given multiple responses  

 



76 

Promotions appear to be the most important form of pay for performance in most 

organizations, especially in hierarchical, white-collar firms. They are the primary means 

by which workers can increase their long-run compensation (McCue 1992; Lazear 1992). 

They are usually given to the best performers (Medoff & Abraham 1980, 1981; Gibbs 

1993). 

 

Therefore, promotions should generate substantial motivation in many settings. Moreover, 

there often does not seem to be strong pay for performance within jobs, which only 

increases the apparent importance of promotions for organizational incentives (Hedström 

1987). Most training programs are designed to give employees the tools they need to do 

good jobs. This keeps employees motivated to do the best jobs possible. 

4.5.5. Training sessions arranged regularly. 

Table 12 shows that majority of the respondents: 14 representing (92.86%)  answered that 

training sessions are not arranged regularly, it means not arranged systematic, unplanned 

and unorganized, the remaining respondent representing 7.14% answered yes the question 

that training programme arranged properly.  

 

Table 12: Training sessions arranged regularly (Responses only from employees) 

Respondents Frequency Percent (%) 

Yes 1 7.14 

No 13 92.86 

Total 14 100 

 Source: Fieldwork survey, 2012 
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4.5.6 Payee for training and development programmes classes 

Table 13 shows that 50% of respondents pay training costs themselves, 28.6% loan board 

for high studies, 14.3% sponsorship and only 7.1% for employer. Therefore the majority 

of employees pay training costs from their pockets. 

 

Table 13: Payee for training and development programmes classes (Responses only 

from employees) 

Respondents Frequency Percent 

(%) 

Employer 1 7.1 

Sponsor 2 14.3 

Loan board 4 28.6 

Self sponsorship 7 50 

Total 14 100 

Source: Fieldwork survey, 2012 

 

4.6 Conclusion of the Chapter  

This chapter provided a detailed discussion on the main findings of the study. From the 

discussion; the study results have shown that the training and development programmes 

help employees to increase skills, knowledge, abilities and competence after attending 

training courses. 

 

The study results have further revealed that most of the respondents consent that 

employee who attended training courses performed better job than untrained employees. It 

has been observed that overall performance increased, reduced supervision and minor 

mistakes, also motivated employees leading to improvement of job performance. 
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 The study results also identified the challenges faced by respondents in attending training 

courses from MOEVT which includes lack of enough funds, lack of incentives like 

promotion, and no involvement of employees during training courses which ultimately 

lead to poor job performance among the individuals as well as the organizations. 

 

The conclusion of this chapter gives way to the next chapter that deals with conclusions 

and recommendations based on the findings of the study. 
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CHAPTER FIVE 

ANALYSIS OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

 

5.1. Introduction 

This chapter presents a detailed analysis of results, conclusions, recommendations for the 

study in research objectives then gives the conclusion based on the analysis from the 

results followed by the proposed recommendations. 

 

The general objective of this study was to explore whether training and development 

programmes improve job performance among employees in the School Inspectorate 

Organizations in Tanzania. 

 

5.2 Summary 

The study specifically aimed at assessing training and development programmes on 

improving job performance among employees in school inspectorate organizations. A 

case of Dodoma Municipality, Chamwino and Bahi Schools Inspectorate organizations. 

Data used were collected through cross section survey of 17 respondents, Out of these, 8 

of them were males and the rest of the 9 respondents were females. This statistics 

corresponds to the current representation at the SIO, using a structured questionnaire. Non 

Probability and Purposive sampling procedures were used to obtain representatives from 

all organizations. Descriptive analysis was used.  
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However there was no distinct pattern in responses provided by the two groups. Both 

categories of respondents responded in the same way to the questions in the questionnaire. 

The researcher however expected that, the respondents from the upper level management 

might have undergone more diverse training than the respondents from the middle level 

management. However from the results, both the upper level management and the middle 

level management have same level of education. 

 

5.2.1 Summary of the Chapters 

 In this study chapter one described the background of the problem, statement of the 

problem, objectives, research questions, scope of the study, and limitations of the study.  

 

Chapter two elaborated the literature review and identified the research gap. The chapter 

covered the definition of key terms and concepts, empirical studies conceptual frame 

work, critical literature review, and relevance of the literature. 

 

Chapter three described the research methodology applied in this study in which non 

probability sampling techniques, such as purposive sampling was used corresponding to 

the respondents. Data were collected through research tools of questionnaires and 

documentary review. Both primary and secondary data were used to address the 

objectives of the study.  

 

Chapter four present the collected data, analyse the data collected from the primary and 

secondary data with regards to the objectives of the study.  
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Chapter five, this chapter gives conclusions in regard to the findings of the study as 

discussed in previous chapters. Recommendations of the study are also presented in this 

chapter. Finally, the chapter presents areas for further research as identified by the 

researcher on the bases of research study. 

5.2.2 Summary of the findings 

The findings of the study were as the following. The first objective of the study was to 

find out the importance of training and development programmes in improving job 

performance among employees in the organization/departments. Thus training and 

development activities have long been human resource management tools at SIO. The 

objectives were supported by evidence from data collected and analyzed and the purpose 

of training and development activities at SIO is to enhance the SKAC of employees and 

thereby achieve improved individual and organizational performance.  

 

The results indicated that almost most of the respondents they have positive perception 

about training and development improved job performance. The results show that, training 

increase skills, knowledge, competence and abilities, half of the respondents said training 

improved individual and organization performance and few respondents argued that 

training motivates employees.  

 

Generally, this study conclude that, training and development activities have largely 

positively on improving individual effectiveness and efficiency in the performance of 

their jobs. 

  

The second objective of the study was concerned with the difference between employees 

who attended short and long- term training and those who do not attend. This objective 
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was tested by using questionnaires. Trained employees perform well as compared to 

untrained employees (Partlow, 1996). It is very necessary for any organization to give its 

employees training to get overall goals of the organization in a better way (Flynn et al., 

1995). If the employees are not trained, they can not retain their performance according to 

expectations of customers and the company at the same time (Bowen 2007) 

 

 According to Mwesigwa A, (2010) urged that the attitude of teachers towards training 

provided is negative because the training initiatives are not designed properly at all and 

there is no value attached to those who have trained due to poor selection criteria; wrong 

people attend right courses, in the absence of clear training policy, also he added that 

teachers are not promoted after long term training and this demoralizes them hence 

affecting their performance negatively.  

 

The findings revealed that, trained employees do not perform better job than untrained 

due to the following; unclear expectations, low morale due to their poor living standards, 

no respecting, high gap between top management and low management in terms of 

incentives even though they have the same level of education, so supervision, and 

mistakes were not reduced. As a result trained employees become frustrated, demoralize 

as compared to untrained lead to poor performance among employees and poor 

production of the organization.  

 

The third objective for the study is challenges and problems faced by employers or 

employees in training and development programmes in Schools Inspectorate 

Organizations. Although training can be good for employee morale in order to improve 

their skill, knowledge, abilities, competencies, behaviour and confidence,  also can be 
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downsize due to some obstacles like lack of enough funds, no involvement of 

stakeholders and no transparency during trainees selection, late promotion of employees 

after completed their training courses. According to Appiah B, (2010) urged that to 

improve performance and also enable them to acquire new skills, higher performance 

based on promotion of employees. The findings revealed that, the respondents do not feel 

motivated by the training offered, and indeed many have even never participated in 

training and development activities. It was also established that the respondents do not 

feel training has offered them opportunity to identify potentials for further development.  

 

The results also revealed that employees sponsored themselves to acquire new skills, 

knowledge and abilities through formal education programs. These employees are 

however not promoted or upgraded because most the time their programs are seen as 

being unapproved by management of school inspectorate departments, training and 

development programmes are done not openly on their work places, it means there is no 

transparency during selection process, not done regularly to the exercise the situation 

which gives doubts to its effectiveness in the sense that it does not comply with the 

intention of the exercise in the SIO. 

 

However, employees were not involved in this exercise, lack of enough funds, late 

promotion to employees who have already attended the trained course, and they 

demoralized to apply for further studies. There is no clear defined system for training and 

development programmes exercise to organization employee.  
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Therefore, the training program in school inspectorate organizations is unstructured, 

unplanned and unsystematic and has a result improvement in skills, efficiency and 

performance as well as the acquisition of new skills and knowledge becomes poor. 

 

5.3. Conclusion  

The researcher conducted the study on the assessment of training and development 

programmes in improving job performance among employees in the organizations in 

Tanzania. To make training to be effective and conducted accordingly there is a need to 

base on these important variables namely enough funds for the organizations, 

transparency and participation of employees during training exercise in planning and 

investment accountability decisions. 

 

Through findings, it was revealed that training and development programmes are very 

important to increase skills, knowledge, ability and competence to employees to perform 

better job and productivity increases in the organizations. 

 

Moreover, the findings revealed that, the performance of trained and untrained employees 

are the same because of low morale due to their poor living standards, no respecting, high 

gap between top management and low management in terms of incentives even though 

they have the same level of education, so supervision, and mistakes were not reduced due 

to  unclear expectations, 

 

 The respondents mostly perceived that the training and development programmes are 

done not openly on their work places, it means there is no transparency to the exercise the 
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situation which gives doubts to its effectiveness in the sense that it does not comply with 

the intention of the exercise in the SIO, were not done regularly, during training and 

development programmes exercise, the employees were not involved in this exercise, lack 

of enough funds, late promotion to employees who have already attended the trained 

course, and they demoralized to apply for further studies.. Despite the training and 

development programmes been has conducted in Dodoma Municipality, Chamwino and 

School Inspectorate departments, its efficiency and effectiveness become of inquiries 

leading not meet the objectives and goals of the organization/departments and become an 

obstacle for employees to improve their job performance. There is no clear defined system 

for training and development programmes exercise to organization employee. It is not 

known well especially to subordinates who are main target group of people to enhance the 

performance of the organizations because the exercise does not conducted in transparency 

way and the involvement of all stakeholders are not done in order to rectify the situation 

all these obstacles and challenges should be focused to ensure effectiveness hence meet 

the objectives of the organizations. 

 

Therefore, in the light of the above, organizations are therefore encouraged to train and 

develop their staff to the fullest advantage in order to enhance their effectiveness. As 

training reduces the work of the manager in terms of close supervision it also improves 

the drive, initiative and quality of work of the employees thus assist them to be more 

committed to achieving the goals and objectives of the organization and this has the 

tendency of enhancing effectiveness among employees within the organization. However, 

for any organization to succeed, training and re-training of all staff in form of workshops, 

conferences and seminars should be vigorously pursued and made compulsory. The 

government should provide enough funds for further studies and the like. 
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The contribution to knowledge is that training and development improving job 

performance among employees in the organizations/ departments in the countries, without 

training programmes the government/ country cannot achieve objective goals socially, 

politically, and economically, also education must be provided to every employees 

regardless senior or junior employees.  

5.4. Recommendations 

Recommendations for improvement of practices 

5.4.1 Recommendations for Policy makers 

 Policy makers to bridge the gap between policies as detailed on the paper and 

implemented on the ground, as well to consult with employees in policy 

developed. There were also a call to development partners to foster an enabling 

environment for employees and organizations by recognizing youth as cross 

cutting issue in their work and developing policies supporting this group, 

establishing a mechanism to formally consult employees in the development of the 

country policies, strategies and training programmes and ensuring youth targets 

are built into development plans and strategies and appropriately resourced.  

 

5.4.2 Recommendations for Government 

 The government, through MOEVT, should provide enough funds for the SIO in 

order to implement training and development programmes effectively and 

efficiently and bring it in a transparency and systematic manner following the 

ethical principles for the effective implementation of training and development 

programmes, involve all stakeholders during training exercise, also encourage the 

employees to apply further studies with government sponsor. For Dodoma Region 



87 

there are many higher learning institutions. This could be the point of excellence 

in the training and development programme practice, thereafter the trained 

employees should early promoted this will encourage others to learn more. 

 

 The government, through MOEVT should also look for donors to provide 

scholarships for employees with relevant qualifications in order to complement the 

execution of the training program and the organizations should make sure that 

training and development programmes conducted regularly. 

5.4.3 Recommendations for Schools Inspectorate Organizations 

 The schools Inspectorate organizations said that, although there were some 

disadvantages like it is costly to give training to the employees, but the advantages 

of Training are much more than its disadvantages which are briefly discussed in 

this study. Recommendation is that all organizations should provide training their 

employees, because training is one of the important aspects in School Inspectorate 

organizations, since cannot meet the training objectives, should look on the 

possibility of recruiting staff with some qualifications and competence in the fields 

that would require such staff to undergo on job training, which adds costs to the 

organizations, because nowadays school inspector   must be a degree holder, and 

others within the organizations must have advanced or ordinary diploma. 

 

5.4.4 Recommendations for School Employees 

 School employees urged that, trained employees have to be awarded with special 

incentives, such as motivations, promotions, pay salary according their education 

level like employees of other public sectors in Tanzania this will make training 
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and development programmes to effective and efficient which will enable 

employees to improve job performance in the organizations as well as individual 

performance by increasing knowledge, skills, abilities and competences. 

 

5.4.5 Recommendations for Parents 

 Parents recommended that, in order to minimize costs for training and provide 

room more staff to access training, the organization should look into possibility to 

provide some of professional training from within the organizations i.e. through 

establishing an institute that would accommodate more staff for training at 

reasonable cost. Also the training programme should specify the objectives of 

training and identify what the training should be accomplished following a 

accomplishing of building their programme. This will help the trainees to build 

their expectation to what the organizations explains not to their high expectation 

ambitious. This will do away with frustrations which demoralize the graduates and 

results into abscondment and resignation.  

 

5.4.6 Recommendations for Tanzania Teachers Union 

 For agencies such as Tanzania Teachers Union (TTU) and Trade Union Congress 

of Tanzania (TUCTA) should make sure that workers get their rights by 

supporting them in legal aspects and advises from leaders, they should make 

follow up to their members of the union what is going on in their work places 

including during the process of conducting training and development programmes, 

promotions to those concern at the reasonable time, equal opportunities to low and 

high managements of the organizations. 
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5.5. Areas for further research 

 The study was conducted at school inspectorate organizations in Dodoma 

Municipality, Chamwino and Bahi District. There is a need to conduct a similar 

study in other districts on assessment of training and development programmes 

improving job performance among employees in the school inspectorate 

organizations. 

 

 Similar studies should be conducted by using similar study designs (case study) 

and other designs in order to make sure that employees in school inspectorate are 

provided with enough training funds through District Chief Inspectors of Schools. 
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APPENDICES 

 

APPENDIX 1 

QUESTIONNAIRES TO DISTIRCT CHIEF INSPECTORS OF SCHOOLS 

You are warmly invited to participate in answering the questionnaire about Assessment of 

Training and Development Programmes Improving Job Performance among employees in 

the Organizations. The questions are designed to meet the academic objectives. Your 

cooperation is highly appreciated to help the researcher meet those objectives. Please 

answer the following questions; 

Questions 

1. Gender (Male/Female)……………………  

2. Educational level……………………… 

3. Total working Experience ……………… 

4. Your age …………….  

5. Marital status…………… 

6. Title/position……………….. 

7. Do you require further training for the motivation towards the improvement of the 

performance to help you to increase overall productivity of the organization? 

8. If yes why? 

9. Trained employees understand the problems and get solution quickly?  

       (Yes /No) …… 

10. Is there any differences between workers who attended trained and those who do not 

attended training programmes in improving job performance  
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      (Yes /No)…………. 

11. How do your organization/department support workers during training courses? 

      (a) Pay for stationeries (b) accommodation (c) tuition fee (d) none (    ) 

12. Does the training require an expert in a field to provide information to the designer or         

trainer?  (Yes /No) ……………. 

13. What are the challenges and problems facing training and development programmes in 

school inspectoratorganizations? 

14. What are your recommendations for your organization work before and after 

employees training courses?........................................................................................ 

15. What factor is the most useful to improve employees’ performance in your 

organization (a) High payment (b) good working environment (c) Training courses (d) 

respecting (  )  

16.    Trained employees make less number of mistakes as compared to the untrained         

(Yes/No)…………… 

17. What do you think are the impact on performance of employee after the 

training?................................................................................................. 

 

 

 

                     Thank you for your willingness to participate in this session 
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APPENDIX II 

QUESTIONNAIRES TO RESPONDENTS (EMPLOYEES) 

You are warmly invited to participate in answering the questionnaire about Assessment of 

Training and Development Programmes Improving Job Performance among employees in 

the Organizations. The questions are designed to meet the academic objectives. Your 

cooperation is highly appreciated to help the researcher meet those objectives. Please 

answer the following questions 

 Questions 

1. Gender (Male/Female)……………………  

2. Educational level……………………… 

3. Total working Experience ……………… 

4. Your age …………….  

5. Marital status…………… 

6. Title/position………………. 

7. What is the importance of training and development to the organization/department?  

……………………………………………………………………………… 

8. Have you already had any training opportunity ever since you come/join to this 

department? (Yes /No)……………..        

9. If yes, what were the training programmes you attended? 

10. What criteria are used to select employees to attend training courses? 

11. Is there any involvement of other employees in your organization during the training 

and development programmes (Yes /No)………………..          
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12. Do you think individual learning programmes including training are beneficial for 

improving the personality and knowledge level of performing tasks? 

      Yes/No…… 

13.  If yes, what was improved observed (mention one)? 

……………………………………………………………………                  

14. Who pays for training and development classes? 

      (a) Employer        (b) sponsor       (c) pay him/ herself (      ) 

 

15. What challenges/problems do you face in your working place? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………… 

 

 

Thank you for your willingness to participate in this session. 

 

 


