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ABSTRACT 

 

The study was an attempt to investigate training needs assessment at the Central 

Bank of Tanzania and its importance in the banking sector. Training Need 

Assessment is traditionally regarded as a diagnostic process that occurs before 

training. The searches general objective is to investigate the influence of training 

need assessment to the bank performance, which was to determine the perception of 

employees on the practice of training needs in the public organization, to identify 

strategies employed by the bank management to assess training needs, to assess the 

obstacles faced by the bank management when assessing training need also to to 

determine constraints which are freed by the bank management to determine 

employees training need. 

 

A total of 62 respondents were interviewed and these consisted of Managers, 

Assistant Managers and officers. The literature was extensively reviewed by the 

researcher. Data collection methods used were interviews and documentary analysis 

while Data collection instruments used was interview questions, questionnaires and  

documentary review schedule. 

 

The findings addressed that the training needs assessment is prerequisite for an 

effective training that helps for organizational growth and development. Its plays a 

big part in influencing the performance of the organization. There are some 

challenges which hinder the process including budgetary, time, inadequacy of skill 

service delivery in which the gap between planned activities and resources 

production is usually huge and rapid change in technology that does not match with 

the financial ability. The study recommended that Central Bank of Tanzania should 

make sure that the purpose of Assessing Training Need is to improve knowledge and 

skills of its staff, to bridge up the performance gap and to change attitudes towards 

the work. 
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CHAPTER ONE 

 

INTRODUCTION AND BACKGROUND TO THE PROBLEM 

 

1.1 Introduction 

Training needs assessment is an ongoing process of gathering data to determine what 

training needs exist so training can be developed to help the organization accomplish 

its objectives. Conducting needs assessment is fundamental to the success of a 

training program. Often, organizations will develop and implement training without 

first conducting a needs analysis. Goldstein, I. (1989). 

 

Modern human resource management views training as an investment in any 

organizations as it can help the organizations remain competitive (Myers, 2005: 90). 

However the traditional model of not using Training Need Assessment sometimes 

results in huge amount of budget of training, overlapping training activities, and 

faulty targeted trainees. Studies on the benefits of Human Resource Development 

(HRD) have shown a direct connection between training strategy and a hierarchy of 

performance outcomes: learning, behavioral change and performance improvement 

(Santos and Stuart 2003: 27). If training is designed without conducting need 

assessment, it will inevitably fail (Brown, 2002). 

 

2.2 Background of the Problem 

According to Anderson (2007), training need assessment is a systematic gathering of 

data to find out where there are gaps in the existing skills, knowledge and attitudes of 

employees. It involves the gathering of data about existing employees‟ capabilities 

and organizational demands for skills, and the analysis of the implications of new 

and changed roles for changes in capability. Identifying training needs can be done 

through, organization needs, task analysis and personal analysis. 

 

The importance of training need analysis or planned training program can offer an 

organization the following advantages, higher productivity; planned training helps to 

improve the level of performance as trained employees perform better by using 
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methods of work. Personal growth; Training enlarges the knowledge and skills of the 

employees. Therefore, trained employees have a better chance of growing faster in 

their career. Training prevents obsolescence of knowledge and skills. Low accident 

rate: well assessed employees will adopt the right work methods and make use of 

prescribed devices. Therefore, the frequency of accidents is reduced. Health and 

safety of employees are always improved and guaranteed for organizations exposing 

their employees to safety control and use of protective gears (Gupta 1996). 

 

The practice of training need is usually undertaken by the training and development 

team or the human resource department which is mandated to administer all training 

issues in an organization. The aim is to understand the amount and types of learning 

that will be needed to ensure that all employees have the right knowledge, skills and 

attitudes to perform the jobs they do. Ultimately such a survey is ensuring that the 

skills will be available for the organization to meet its strategic objectives, and may 

cover the short term (within a year) or look to the longer term in order to ensure the 

supply of the right skills at points in the future. The latter may be changing with 

business circumstances, if it will take several years to either recruit people with the 

right skills, or develop existing employees‟ skills and knowledge to the level required 

in the future. Such an analysis may also investigate the alternative routes of deciding 

whether to buy in talent (if it available) or grow the capabilities of those currently 

employed (Gupta, 1996). 

 

The assessment begins with a “need” which can be identified in several ways but is 

generally described as a gap between what is currently in place and what is needed, 

now and in the future (Miller et al, 2002). The purpose of a training needs assessment 

is to identify performance requirements or needs within an organization in order to 

help direct resources to the areas of greatest need, those that closely relate to 

fulfilling the organizational goals and objectives, improving productivity and 

providing quality products and services. 
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Indeed, there are various reasons why needs assessment is not conducted as it is 

described as being a difficult process, time consuming and lack of resources in 

carrying out the tasks (Hill, 2004). On the other hand, Desimone, et al., (2002) 

argued that incorrect assumptions are usually made about needs analysis being 

unnecessary because the available information already specifies what an 

organization‟s needs are. Furthermore, it was contested that there is a lack of support 

for needs assessments as HRD professionals are unable to convince top management 

of its necessity (Reid and Barrington, 1994). 

 

According to Miller et al (2002) the needs assessment is the first step in the 

establishment of a training and development Program. It is used as the foundation for 

determining instructional objectives, the selection and design of instructional 

programs, the implementation of the programs and the evaluation of the training 

provided. These processes form a continuous cycle which always begins with a needs 

assessment. The ultimate aim of the need analysis is to establish: what needs actually 

exist; whether they are important; how the need become apparent; how they were 

defined; how they may best be addressed and what the priorities are (Erasmus et al, 

2000).Any thorough need assessment phase must address three key areas: the 

organization, the job and the individual. 

 

Organizational assessment considers the proposed training within the context of the 

rest of the organization. An important consideration is whether or not the proposed 

training wills compatible with the organization‟s mission, strategy, goals and culture 

(Erasmus et al, 2000; Goldstein, 1993; Van Dyk et al, 1997). 

 

In order for any organization today to perform well it needs Training Needs 

Assessment to identify the right employee with the performance gap hence training 

and management development of the human resources. Organizations can invest in 

individual by providing education and training to the targeted people. Education and 

training to workers is very important to any organization than investment in 

machinery. Since workers are the one who operate those machines, if workers do not 
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have the appropriate knowledge on how to operate those machines, organizations 

may incur serious losses. 

 

Currently, the majority of applied work and academic research has focused on the 

appropriateness of various instructional methods, needs assessment and evaluation 

methodology. Training effectiveness is the bottom line for most training programs is 

effectiveness. Little attention has been devoted to studying why training programs 

are effective for some individuals and ineffective for others. 

 

1.3 Statement of the problem 

Many organizations in Tanzania both private and public understand the importance 

of Training Need Assessment, but there is variability of the applications. In most 

cases there are assumptions among many employers that employees training needs 

known. Nevertheless, usually there is no evidence that the requirements are 

automatically known and this altitude usually results in necessary training not being 

provided. 

 

Despite the cost most of organizations incurs, training and development to plays a 

great role, not only to the organization but also to the employees themselves. This is 

due to the fact that training improves the quality of work and the productivity this 

enable an organization to achieve its goals. Moreover, to the employees it facilitates 

the career development and there in today‟s crunched economy. Employees‟ skills, 

knowledge and their experiences are most valued components which add value to 

organizations‟ ability to compete successfully towards achieving their goals. For 

many years now, Tanzanian public sector in Tanzania has engaged in the training 

and development of public servant in so doing it has invested a lot on tax payer‟s 

money. However, this sector being characterized by bureaucracy, red-tapes, 

favourism, lack of accountability and lack of responsibility. As a result employees 

have been trained haphazardly without looking objective on the needs. As it has been 

seen there is poor performance, low production and profitability, low work 

performance, unfulfilled set objectives and goals. 
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However, training cost can be out performed by a number of benefits accrued in the 

course of understanding training. This can be measured if training need have 

successful being achieved. Training needs can be identified only though needs 

assessment in terms of individual capacity, organizational and task to be performed. 

Organization which conducts training without embarking on training needs 

assessment may not succeed in filling performance gaps which required effective 

training. This paper tends to investigate the influence of training needs assessment in 

the Bank. 

 

1.4 Objectives of the study 

 

1.4.1 General objective 

The general objective of the study was to investigate the influence of training needs 

assessment to the bank performance. 

 

1.4.2 Specific objectives 

(i.) To determine the perception of employees on the practice of training 

in public organization. 

(ii.) To identify strategies employed by the BOT management to assess 

training needs. 

(iii.) To determine constraints which are secure by the bank management to 

determine employees training needs? 

(iv.) To assess the obstacles faced by the management when assessing 

training need. 

 

1.5 Research questions 

(i.) What are the perceptions of the employees on the practice of training  

in public    organizations? 

(ii.) How are the strategies employed by the bank management assessing 

training needs? 

(iii.) To what extent are the secure constraints by the bank management 

determine employees‟ training needs? 
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(iv.) What are the obstacles faced by the management when assessing 

training need? 

 

1.6 Significance of the study 

The study will reveal the current status of training need as a bridging of performance 

gap in Central Bank of Tanzania. It will also identify the major challenges in 

assessing training needs as a bridging of performance gap in Central Bank of 

Tanzania. Moreover this study expected to come up with recommendations that will 

be useful to Central Bank and other sectors. The study will also add knowledge on 

the field about the necessity of Training Need Assessment. 

 

1.7 Limitation and delimitation of the study 

The following were limitations and delimitation in this study. 

 

1.7.1  Limitation of the study 

Budget the available resources to meet the study requirements. Rigid to express the 

reality as to whether they agree with the assessment and agree with the training 

appointed to undertake. Also willingness of the subjects or respondents on interview 

as many prefers not to respond due to time and also because of confidentiality. 

 

1.7.2  Delimitation of the study 

The researcher required secondary data which were confidential but having a little 

connection of the organization she was able to remove barriers to same confidential 

information. This helped the researcher in achieving her objectives in reviewing 

primary data source. 

 

However, this study depended on financial, transportation, communication and time 

that limited the study. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1  Introduction 

This chapter presents theoretical arguments by various academician and scholars, 

empirical literature the conceptual framework and the synthesis or research gap. The 

chapter also covers the importance, types of training, factors influencing training, 

components of effective training and methods of training as applied to an 

organization. 

 

2.2  Theoretical Literature 

 

2.2.1  Training need in broad context 

Need is the gap between current and desired (or required) results, or (stated another 

way) the gap in results between „what is‟ and „what should be. Kaufman (1994, p. 

14).A learning or performance gap between the current condition and the desired 

condition is called a need. Gupta et al. (2007, p. 14). In its simplest form, a need is a 

measured discrepancy between the current state (what is) and the desired one (what 

should be). Altschuld and Lepicki (2010, p. 772). 

 

Needs assessment is a process for identifying needs and placing them in priority 

order on the basis of what it costs to meet the need versus what it costs to ignore it. 

Kaufman (1994, p. 14). An effort that analyses and diagnoses the organization, task 

and person, to determine if a cure is necessary and what cure is the most likely to 

produce the desired results. Goldstein (1986) cited by Al–Khayyat (1998, p. 20). A 

means of determining the training and development systems and programs needed by 

the organization, employee groups, or individual employees to make the organization 

competitive in its industry, improve productivity, build employee morale and job 

satisfaction, and improve promotion potential and foster career development. Needs 

assessment identifies gaps in capabilities, abilities, and on-the-job results 

(performance) and places the identified needs in priority order for resolution. Tracey 
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(2004, p. 457). Needs assessment is a process for figuring out how to close a learning 

or performance gap. It involves determining what the important needs are and how to 

address them. Gupta et al. (2007, p. 14). A needs assessment is a formal process to 

obtain information on the two states (current versus desired), compare them, identify 

gaps, and arrive at needs-based priorities for organizational actions. Altschuld and 

Lepicki (2010, p. 774). 

 

Training needs assessment is a systematic study of a problem or innovation 

incorporating data and opinions from varied sources, in order to make effective 

decisions or recommendations about what should happen next. Rossett (1987, p. 3). 

Training requirements analysis is defined as “needs assessment and needs analysis 

that helps to determine if training is the solution or part of the solution to meet the 

need. Once the „why training‟ is established, a training requirements analysis is 

conducted to determine the what, when, where, how, and by whom training might be 

best employed” (Triner et al., 1996, p. 52). Rossett (1987, p. 3) defines training needs 

assessment as “a systematic study of a problem or innovation incorporating data and 

opinions from varied sources, in order to make effective decisions or 

recommendations about what should happen next.   

 

Training needs assessment identifies specific problems within an organization by 

using appropriate methods of gathering information (such as surveys, interviews, 

observations, etc.), determines which of the problems requires a training solution, 

and then uses the information to design training interventions that solve the original 

problem.” Leatherman (2007, p. 3).  “Training needs assessment is study to design 

and develop instructional and informational programs and materials, after the 

performance analysis has determined that training or informational materials are 

indeed appropriate.” Rossett (2009, p. 31) 

 

Performance analysis is a broad-based assessment and study of either organizational 

or individual performance. Performance analysis is a means of verifying significant 

performance deficiencies and then determining the most appropriate means of 

remedying those shortcomings.” Tracey (2004, p. 508).  “Performance analysis 
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provides preliminary study of the situation in order to determine if and when training 

is required, and whether a more detailed training needs assessment is warranted.” 

Rossett (2009, p. 31). 

 

2.2.2  Training needs assessment for the organization as a whole; 

According to Prasad (2003) the basic aim of training is to induce a suitable change in 

the individual concerned. It can be useful in improving the transformation process 

that takes place in the organization in teams of processing inputs to outputs. The 

purpose of training is to improve the current performance, since it is concerned with 

imparting specific skills and attitudes. 

 

Martin (2006) argues that, training is very essential because most recruits will need 

training to meet the needs of the employer even if it is only essential items covered 

by the formalization sequence. In a time rapid change, established employees will 

also need training and retaining from time to time. Training should be undertaken as 

a result of, or in order to satisfy business needs. 

 

According to Gupta (2006) the following reasons arise on account of need for 

training new environment is one of reasons of need for training, this is because when 

new employee comes to work he or she is unaware of the environment in the 

organization. Therefore, he or she should be given some training to make him or her 

familiar with his or her supervisors and peer. 

 

The advancement in technology is also another reason, because the need for 

systematic training has increased due to rapid technological changes which create 

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

machines. When improving takes place in the techniques of work, employees have to 

be trained to become proficient in latest methods of doing work. Gupta (2006) 

 

According to Prasad (2003) the basic aim of training is to induce a suitable change in 

the individual concerned. It can be useful in improving the transformation process 

that takes place in the organization n terms of processing input to outputs. 
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According to Gupta (2006) a well-planned and a well executed training programme 

can provide the following advantages. Training helps to improve the level of 

performance. Trained employees perform better by using better methods of work. 

Improvement of man power productivity in developed nations can be attributed in no 

small measure to their educational standardized and taught to employees. Uniformity 

of work methods and procedure helps to improve the quality of product service. 

Trained employees are less likely to make operational mistakes.  

 

A systematic training programme helps to reduce the time and cost involved in 

learning. Employee can more quickly reach the acceptable level of performance. 

They need not waste their time and efforts in learning through trial and error. Trained 

employees make more economical use of materials and machinery. Reduction is 

wastage and spoilage together with increase in productivity helps to minimize cost of 

operations per unit. Maintenance cost is also reduced due to fewer machine 

breakdown and better handling of equipments. Plant capacity can be put to the 

optimum use (Ngirwa: 2005). 

 

According to Griffin (2000), the following are also the reasons why there is training 

need assessment for the organization. Firstly employee obsolence an easier way of 

stating this factor is to update employee skills, which become out of date or obsolete 

with time and changes in the environment. An example, which the author gives to 

elaborate this factor, is a kitchen knife. It cuts sharply when it is new, but as you 

continual to use it, it gets blunt and if you do not sharpen it, it may get complitly 

blunt and eventually be unable to cut anymore. This factor should not be mistakenly 

defeated by reality behind the saying that practice makes perfect, because of its 

limited application in a practicle work setting which is not only about replicating 

tasks but also about coping with changes in task such as those caused by the factors 

which follow here. 

 

Secondly, improvement in technology, when for example an organization decides to 

automate its manual production process; it must train its employees how to correctly 

operate its new process. If the organization tries to avoid the lower but necessary cost 
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of training its employees how to correctly operates the new process, it may pay the 

higher price of a decrease in output, a higher number of rejects, machinery wreckage, 

constant repairs and reduced job satisfaction. 

 

Thirdly job design, very often necessitates retraining of existing employees in order 

to avoid replacing them with new employees who possess the necessary skills for the 

new job. 

 

Fourthly, transfers of employees to other jobs or to other geographical locations may 

necessitate training in order to equip the employees with new skills that may be 

necessary to enable the employees maintain the desired level of performance, or 

orient themselves to the nuances of the new work environment. 

 

Fifthly promotions, more than transfers and very much like job redesign, promotion 

fit employees into new jobs position where there is significant uncertainty both from 

the employees and the employer regarding the promoted employee‟s ability to 

perform to desired level. Training significantly reduces this uncertainty.  

 

Sixthly career plans, this means that the employers role in executing career plan is to 

provide the necessary conditions to facilitate the implementation of career plans. 

Career paths very often require an employee to possess certain skills to be able to 

advance in his or her career. The process of acquiring these skills often involves 

training.  

 

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

guideline and control. Therefore, supervisory burden is reduced and span of 

supervision can be enlarged. Trained personnel adopt the right work methods and 

make use of the prescribed safety devices. Therefore, the frequency of accidents is 

reduced. Health and safety of the employees can be improved. Job satisfaction and 

morale are impoved due to rise in the earning and job security of employees. 

Training reduces employee grievances because opportunities for internal promotion 

are available to well-trained personnel (Ngirwa: 2005) 
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According to Ngirwa (2005), the main environmental factors that necessitate 

organizations to continual training their employees are as follows; 

(i.) To reduce employees obsolescence. This means to update employees skills, 

which become out of date or obsolete with time and changes in the 

environment. 

(ii.) It is due to changes and improvement in technology with time and 

environment change. When for example an organization decides to automate 

its manual production process, it must train its employee how to correctly use 

the automatic machines, because the old method of using machines might not 

be applicable to the new one. 

(iii.) Job redesign exercise necessitates retraining of existing employees in order to 

avoid replacing them with new employees who possess the necessary skills 

for new job. 

(iv.) Organizations train employee because of promotions. Promotions fit 

employees into new job positions where there is significant uncertainty both 

employees and employer regarding promoted employees ability to perform to 

desired levels. Training significantly reduces this uncertainty. 

(v.) Transfers of employee to other jobs or to other geographical locations may be 

necessary to maintain the desired level of performance, or orient themselves 

the nuances of the work environment. 

(vi.) Organization train employee because of competition among organizations as 

means of survival. It causes work organizations learn new techniques of 

performing so that they can survive. 

(vii.) Training is provided due to globalization of African economies has given rise 

to a changing work environment in all work organizations. This fact means 

that organizations must optimize the effective management of their 

employees in order to achieve their strategic objectives and the satisfaction 

and development of employees.  

 

This is usually undertaken by the training and development team or the human 

resource department which is mandated to administer all training issues in an 

organization. The aim is to understand the amount and types of learning that will be 
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needed to ensure that all employees have the right knowledge, skills and attitudes to 

perform the jobs they do. Ultimately such a survey is ensuring that the skills will be 

available for the organization to meet its strategic objectives, and may cover the short 

term (within a year) or look to the longer term in order to ensure the supply of the 

right skills at points in the future. The latter may be changing with business 

circumstances, if it will take several years to either recruit people with the right 

skills, or develop existing employees‟ skills and knowledge to the level required in 

the future. Such an analysis may also investigate the alternative routes of deciding 

whether to buy in talent (if it available) or grow the capabilities of those currently 

employed (Gupta, 1996). 

 

2.2.3  Training for specific department, project or task. 

These may be one –off projects, where a change or new way of working, or a re-

organization necessitates changes in the jobs people do. Research will have to be 

conducted out on what demands the new or changed jobs will make and any gaps 

identified between employees‟ current skills and the need to meet the new demands. 

Even if no radical changes are planned senior managers expect their business 

partners to continuously analyze and update the requirements for learning in their 

areas of responsibility. 

  

2.2.4  Training and management development 

Chatlerjeet (1988) defines training as a process of acquiring specific skills to perform 

a job better. Training helps people to become qualified and proficient in doing some 

jobs through modification of behavior that contribute to the better performance. Van 

Dersal (1967) defined training as the process of teaching, informing, or educating 

people so that; they may become as well qualified as possible to do their job and they 

become qualified to perform in positions of greater difficulty and responsibility. 

 

Flippo (1961) differentiated between educations and training, locating these at the 

two ends of a continuum of personnel development ranging from a general education 

to specific training. While training is concerned with those activities which are 

designed to improve human performance on the job performance on the job that 



 

 

14 

employees are at present doing or are being hired to do, education is concerned with 

increasing general knowledge and understanding of the total environment. Education 

is the development of human mind, and it increases the powers of observation, 

analysis, integration, understanding, decision making, and adjustment to new 

situation. 

 

Training and management development activities are currently receiving increased 

attention in the industrial and academic communities. This emphasis is illustrated by 

earlier figures which report that organizations spend upwards of $ 30 billion dollars 

annually for training programs involving 15 billion work hours (Huber, 1985). 

 

According to Elliott (1991), the idea that education and training constitute an 

investment in an individual which is analogous to investment in machinery, since 

some of the benefit that accrue from such investment are essential to the function 

without citizenry that possesses some minimal standard of literacy and numeric to 

their workers. Gosh (2003) argue that the primary role of human resource 

development is to narrow the gap between organization performance and the felt 

need of changing society. Performance development is about enhancing and 

widening the skill base needed by the organization by training and helping people to 

grow within the organization; and enabling them to make better use of their skills 

and abilities,  

 

Armstrong (1991), pointed out that organizations can invest in individual by 

providing education and training to the targeted people. Education and training to 

workers is very important to any organization than investment in machinery. Since 

workers are the one who operate those machines if workers do not have the 

appropriate knowledge on how to operate those machines, organizations may incur in 

serious losses. 

 

Training effectiveness usually is determined by assessing some combination of the 

criteria presented in Kirkpatrick‟s (1967) hierarchical model of training outcomes. 

This hierarchy is composed of four levels of training outcomes: Trainees‟ reactions 
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to the  program content and training process (reaction), knowledge or skill 

acquisition (learning), behavior change (behavior) and improvements in tangible 

individual or organizational outcomes such as turn-over, accidents, or productivity 

(results). Each training outcome affects the next level in the hierarchy. Trainees‟ 

satisfaction with the program is believed to have an important influence on learning, 

the content of the training program must be mustered to some degree for 

improvements in on the job behavior, and behavior change is important for positive 

changes in results such as quality or quantity of production. However these theories 

and models will guide the researcher throughout the study. 

 

2.2.5  Training and development 

The Bank of Tanzania has assumed an important supervisory role as outlined in its 

changed mission and visions, the formulation and conduct on monetary policy for 

price stability and the promotion of effective financial services in Tanzania. To 

achieve this mission, the Bank requires the deployment of adequate employees in 

terms of numbers and quality as well as structural adjustments and 

institutionalization of regulatory agencies, among other measures, the human 

resources aspect is paramount. 

 

The development of quality human resource is an important aspect of the Bank‟s 

activities for creating and improving the competencies and capabilities of its 

employees. The Human Resources Management which include human resource 

planning, performance management, maintenance scheme, career planning, 

organization development interventions such as team building, problem solving, 

coaching, quality circles, job enrichment, it is from this Bank can re-examine its 

employees strengths and weaknesses and subsequently determine strategies of 

developing its human resources through training and retraining/development of 

employees. Indeed, over the years, the Bank has managed to train its employees and 

produce a large pool of competent and capable employees. Since the changed role of 

Bank requires, besides the traditional skills and knowledge, a set of new skills, 

knowledge and attitudes, training therefore has become a high priority area in the 

agenda of the Bank. 
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2.2.6  Policies on Training and Development 

The achievement of any organizational objective should be linked with 

organizational training policy. The training policy is usually included in the range of 

policies dealing with human resources. The policy statement set out what the 

organization is prepared to in term of developing its employees (Cole, 1996). The 

following are examples of organizations training policy as given by Cole (1996); 

first, the company will provide the means to ensure that every employee will be 

adequate trained in basic task of his or her employment; secondly, training and 

development activities will be regarded as key elements in an individual‟s mastery of 

and satisfaction with his/her principal duties, or all training and development 

activities will be evaluated on a regular basis, including those provided by outside 

organizations as well as in company activities and many others. 

 

Armstrong (1991) views training policies as expression of training philosophy of the 

organization which provides guidelines on the amount of training that should be 

given the scope including aims of training schemes and responsibility of training. 

 

Cole (1996) agrees that the scope of training and development activities as for most 

other activities in an organization depends on organizations policy as well as human 

resource strategies. In order to ensure training and development programmes make a 

proper contribution to improve the firms performance with regards to management 

accountability, a continuous process of evaluation should take place on the basic of 

which change are to be made to increase relevance and effectiveness. 

 

Mullins (1999) emphasize on the fact that, in order to align training with staff 

development policy, it is important to have correct information regarding the quality 

and needs existence as well as future members of staff. 

 

Functional programmes shall be offered to employees who are currently engaged in 

activities which require specialized training to enable them to carry out their work. 

These are need related and related to a particular function performed by an employee. 

It is offered in anticipation that when returning to their unit, they will perform their 
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activities better. Hence the training will be offered only to these employees currently 

needing the skill and knowledge. These programmes which shall be offered in and 

outside the country are mandatory to all relevant staff, some of the programmes may 

address specific issues as capsule programmes while others may be omnibus in 

nature.  

 

2.2.7  Changing Patten of Training at BOT 

From the early 1960s to 1985 the Bank of Tanzania was under SCOPO, all BOT 

training and development plans were under the Governments supervision. The 

University of Dar es Salaam was the only provider of higher level education and 

offer in the market few graduates, ordinary secondary and high school graduates 

were the most employed at BOT. It was the Banks training and development policy 

that it would provide academic scholarships for its employees. 

 

The Bank however has revised its policies over the years and has abandoned long 

term academic courses. The reason for such change was a substantial amount of 

funding was required to finance such professional courses and the absence of staff 

was inevitable as most were studying fulltime and abroad. Now the Bank employs 

skilled staff as per its requirement. However, short course training is still funded by 

the Bank 

 

2.2.8  Performance Management 

In managing performance the Bank deploys Management by Objectives (MBO) as a 

tool for performance measurement. Being a participatory approach, MBO focused on 

staff resources on meeting clearly defined objectives and targets, thereby increasing 

employees‟ commitment and accountability in implementing the activities stipulated 

in the plan. The MBO process enables the Bank to relate corporate goals to 

functional activities at directorate, departmental and divisional level to individual 

performance objectives and vice versa through the performance appraisal scheme. In 

this regard, the Bank‟s result oriented staff performance appraisal scheme is designed 

to facilitate the practical application of MBO. 
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In setting training priorities at corporate level, the training department links the 

Bank‟s corporate object with corporate vision and mission, each training is intended 

to build capacities necessary for achievement of corporate objectives. 

 

To ensure fair play in training and development of the Bank officers (referred as 

middle level managers) at the Bank of Tanzania, transparent training plan is used 

among employees. The plan is passed at individual level to department level up to 

the directorate level. The process is further elevated to training department which is a 

corporate level. In all these level, checks and balances are done to ensure no double 

counting. 

 

Training for the individual often takes place at appraisal with the employee and their 

line manager. Needs may cover enhancing skills to improve performance on the 

current job, to deal with forthcoming changes, or developmental needs that will 

enable the individual to progress their career. 

 

Figure 2.1:  Training Needs Analysis steps 

 

Identifying training needs to meet desired performance  

                           

                               

        

    

    

 

 

Conducting training 

     

   

 

Source: Gupta (1996) 

Setting training objective and policy 

Designing training program 

Follow up and evaluation 
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2.2.9  Reasons for conducting a need assessment 

According to Goldstein, (1989), there are four main reasons why needs analysis must 

be done before training programs are developed. These reasons are:- 

(i.) To identify specific problem areas in the organization. The HR and 

management must know what the problems are so that the most appropriate 

training (if training is the answer) will be directed to those organizational 

problems. For example, if a manager approached the HR department with a 

request for a communications program, too often the trainer‟s response (eager 

to serve management) will be to proceed to look around for a good 

communications program and conduct training without conducting a needs 

assessment first. This approach will inevitably fail. Nodding their heads 

appreciatively, everyone says “That was a good program,” but when they go 

back to their departments, work proceeds as usual because the training was 

not directed to the real needs of the participants. The proper response should 

have been, “Yes, but let us start by taking a look at the situation. We will talk 

to a few people to find out what the problems are. Then when we develop the 

program, we can zero in on a specific situation, rather than just use a random 

approach.” 

 

(ii.) To obtain management support. Management usually thinks training is a 

“nice thing to do.” This stance can be laid directly at the doorstep of a poor 

(or nonexistent) needs assessment. The way to obtain management support is 

to make certain that the training directly affects what happens in that 

manager‟s department. Trainers should view themselves the same way that 

management does, making a direct contribution to the bottom line. 

Management will be committed to training when HR can show that it clearly 

improves performance on the job. As a result, training programs and budgets 

will not be the first things cut or trimmed. Goldstein, (1989). 
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(iii.) To develop data for evaluation. Unless information on needs is developed 

prior to conducting training, the evaluations that take place after the program 

may not be valid. In conducting a needs analysis first, trainers can measure 

the effectiveness of a program. 

 

(iv.) To determine the costs and benefits of training. Training is usually looked 

upon as a nuisance rather than a contribution to the bottom line of the 

organization. This happens when trainers fail to develop a cost-benefit 

analysis for the training they conduct. Yet, most of the times trainers 

complain that management will not spend money on training. However, a 

thorough needs assessment that identifies the problems and performance 

deficiencies, allows management to put a cost factor on the training needs. 

 

2.2.10  Importance of training 

Harrison (1989) pointed out the following are the reasons for emphasizing the 

training: 

(i.) Creating a pool of readily available and adequate replacements for personnel 

who may leave or move up in the organization. 

(ii.) Enhancing the company‟s ability to adopt and use advances in technology 

because of a sufficiently knowledgeable staff. 

(iii.) Building a more efficient, effective and highly motivated team, which 

enhances the company‟s competitive position and improves employee 

morale. 

(iv.) Ensuring adequate human resources for expansion into new programs. 

 

2.2.11  Types of training  

Kempton (1995) has broadly categorized two types of training namely pre-service 

training and in-service training. He sees pre-service training being more academic in 

nature and is offered by formal institutions following definite curricula and 

syllabuses for a certain duration to offer a formal degree or diploma while in-service 

training, on the other hand, is offered by the organization from time to time for the 

development of skills and knowledge of the incumbents. 
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Pre-service Training 

Kempton (1995) defines pre-service training as a process through which individuals 

are ready to enter a certain kind of professional job such as agriculture, medicine, or 

engineering. They have to attend regular classes in a formal institution and need to 

complete a definite curriculum and courses successfully to receive a formal degree or 

diploma. They are not entitled to get a professional job unless they can earn a 

certificate, diploma, or degree from the appropriate institution. Pre-service training 

contents emphasize mostly technical subject matter such as crops, animal husbandry, 

and fisheries as well as pedagogical skills to prepare the students to work in 

agriculture. 

 

In –service Training 

In- service training is a process of staff development for the purpose of improving 

the performance of an incumbent holding a position with assigned job 

responsibilities. It promotes the professional growth of individuals. It is a program 

designed to strengthen the competencies of workers while they are on the job” 

(Malone, 1984). In service training is a problem –centered, learner –oriented, and 

time –bound series of activities which provide the opportunity to develop a sense of 

purpose, broaden perception of the clientele, and increase capacity to gain knowledge 

and mastery of techniques. 

 

In- service training may broadly be categorized into five different types, induction or 

orientation training, foundation training, on-the-job training, refresher or 

maintenance training and career development training. All these types of training are 

needed for the proper development of extension staff throughout their service life. 

 

2.2.12  Importance of Needs analysis in training 

CIPD (2009) argues that careful analysis of needs is important to an organization if it 

wants to yield positive training results. It identifies the following importance: 

(i.) Unless the right quality of human capital is present, organizations may 

struggle to implement strategies and achieve targets. Analyzing the areas 
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where capability needs to be enhanced allows organizations to create a human 

capital investment strategy to support business objectives. 

(ii.) Providing learning opportunities to staff enables them to develop and achieve 

personal and career goals 

(iii.) Well planned training is an effective retention strategy, particularly for 

ambitious and externally mobile employees. 

(iv.) All training provision should be designed to meet previously identified 

learning needs in order to be cost –effective. If an initial assessment using the 

correct assumptions is made about who needs to learn what, then it is likely 

that effective training or learning provision will result. 

(v.) Having a clear idea of what needs to be learned and the outcomes expected 

provides a foundation for training and learning professionals to evaluate the 

effectiveness of implementation of the learning strategy. 

 

2.2.13  Methods of Training 

Torrington and Chapman (1983), they have identified three methods of training;  

(i.) On the job training; a method practiced on a day to day basis demonstration, 

coaching, job rotation, planned experience and monitoring. These techniques 

are normally applied jointly. 

(ii.) Off the job training, this is a formal training course away from the place of 

work. Lectures, discussions and case studies are used. Outdoor learning and 

workshops are conducted. They are therefore special courses in training 

centers or learning institutions equipped and staffed for training. 

(iii.) External training, normally a process of development of managerial team 

leader‟s technical, social knowledge and skills which impart highly 

specialized knowledge and advanced skills. 
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2.2.14  Types of Analysis 

A thorough needs analysis examines training needs on three levels and these levels 

are 

Organizational Analysis 

Organizational analysis examines where training is needed in the organization and 

under what conditions the training will be conducted. It identifies the knowledge, 

skills, and abilities that employees will need for the future, as the organization and 

their jobs evolve or changes. Analysis of HR data can indicate areas where training 

could improve performance. For example, departments or divisions with high 

turnover, high rates of absenteeism, poor performance, or other problems will be 

tagged. After a thorough analysis, training objectives can be determined and the 

appropriate training developed. An organizational needs analysis will also deal with 

employee grievances, customer complaints, quality control issues, accident and 

records. 

 

Task Analysis 

Task analysis begins with job requirements and compares employee knowledge and 

skills to determine training needs. Examining job descriptions and specifications 

provide necessary information on expected performance and the skills employees 

need to accomplish their work. 

 

Any gaps between performance and job requirements indicate a need for task 

training. A good task analysis identifies: Tasks that have to be performed, Conditions 

under which tasks are to be performed, how often and when tasks are performed. 

Quantity and quality of performance required, Skills and knowledge required to 

perform tasks, where and how these skills are best acquired. 

 

Individual Analysis 

Individual Analysis targets individual employees and how they perform in their jobs. 

Using information or data from an employee‟s performance review in determining 

training program needs is the most common method. If an employee‟s review reveals 

deficiencies, training can be designed to help the employee meet the performance 
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standard. Employees can also be surveyed, interviewed or tested to determine their 

training needs. They can indicate problems they have or provide recommendations to 

solve problems. These interviews can be conducted on an individual basis or in a 

group setting (Brown J. 1998) 

 

2.2.15  Evaluation of Training 

Evaluation of training and development activities ensures that control is maintained 

over the total process and allows a consideration of assessment of the outcome, 

methods and overall impact of any training and development programme (Gunningle 

and Flood 1990). Many organizations put into training and development resources 

representing considerable amount of time, money and manpower. It is important to 

evaluate what has been invested. In this regard, the basis upon which category of 

training is to be evaluated and should be determined at the planning stage of any 

training programme. 

 

Conyers (1986) defines evaluation as any attempt to obtain information on the effects 

of training programme and asses the value of training in the light of that information. 

This evaluation leads to control, which allows one to decide whether the training was 

worthwhile or not (cost effective), and what improvements are required to make it 

even more cost effective.  

 

Moore (1988) defines the process of evaluation as any attempt to obtain information 

(feedback) on the effects of training programme and to assess the value of training in 

the light of information. Further, the author asserts that evaluation leads to control, 

which means deciding whether or not training was worthwhile and that 

improvements are required to make it even highly effective. Evaluation must be 

conducted in order to determine training sessions accomplished their objectives. It 

enables the organization to determine if training sessions accomplished their mission 

as well as those which did not and thus eliminate programmes that fail to reach their 

goals and retain those of which have succeeded.  
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Successful employee training is a result of a well-designed and managed training 

programme. Carefully assessed training needs are the determinants of successful 

training programmes that meet the requirements of both the work organization and 

employees. However, it is important to emphasize that training should not be taken 

as right things that have gone wrong but rather should be more concerned with 

identifying and satisfying development needs such as multi-skills, fitting people to 

take on responsibilities and increasing all rounds competencies (Armstrong, 1991). 

Training programmes which are based on carefully prepared training needs 

assessment very often do not justify their cost, because either too long or too short 

and cannot sharply focus on the organization and employees performance needs and 

do not yield the expected improvement impact on the organizations needs.     

 

2.2.16  Training Evaluation Models 

The banking sector of BOT is playing a significant role and playing as a leader in the 

financial, industrial and commercial activities. Debnath (2003) indicates that 

productivity of manpower in the banking sectors will have to be increased by proper 

training both on the job and off the job. Moreover, Decenzo and Robins (2003) state 

that, “training brings about the changes in ability, awareness, approach and 

behavior”. Besides, Griffin (2003) supports training usually in human resources 

management perspective refers to teaching operational and technical employees as to 

how to do the job for which they were hired. Furthermore, Mathis & Jackson (2004) 

state „training as a procedure whereby people obtain capabilities to assist in the 

accomplishment of organizational objectives‟. Besides, McGhee and Thayer (1999) 

support training as, “the formal procedures a company uses to facilitate employees‟ 

learning so that their resultant behavior contributes to attainment of the company‟s 

goals and objectives”. 

 

More specifically, training is a systematic approach to skills and knowledge 

acquisition or attitudinal enhancement that improves performance (Goldstein, 2001). 

Therefore, Rothwell, (2002) indicates effective training as systematically designed 

learning, based on a complete analysis of job requirements and trainee compatibility. 

This clarification implies a definite training process, one highly regarded model for 
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describing the systematic development of training programs is the instruction design 

process. This model states that there should be a logical flow in training practice 

moving from planning to implementation to evaluation. The instructional design 

process revolves around three basic steps: needs assessment, training design and 

training evaluation. 

 

Figure 2.2: Basic Instructional Design Process 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Modified and adopted from Rothwell (2002) 

 

Training needs assessment is traditionally regarded as a diagnostic process that 

occurs before training. The purpose of formal needs assessment is to identify the 

training targets (Kozlowski & Salas, 2003). In the past, there has been disagreement 

about the appropriate terminology to describe this process. Some authors choose to 

distinguish needs assessment from needs analysis. For example, Kaufman and 

Valentine (1999) refer to needs assessment as the process for identifying and 

prioritizing gaps in performance. In contrast, they define needs analysis as the 

process for attributing cause to identify performance gaps.  
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Hence, the entire process will be referred as needs assessment. So, once training has 

been conducted, a comprehensive evaluation should follow. The primary purposes of 

training evaluation are to examine the viability, success rate and utility of 

implemented training programs. Without this information, no clear conclusions about 

the effectiveness of programs can be made. Nor can organizations make informed 

decisions regarding where to make revisions or updates to current programs (Robbins 

and Coulter, 2005). Although the terms training evaluation and effectiveness are 

sometimes used interchangeably, several authors have noted subtle differences 

between the two (Kraigeret et al. 2003). Hence, training effectiveness is a broad 

construct that identifies situational or contextual factors impacting learning, retention 

and transfer. This focus is critical for uncovering whether a training program was 

effective or ineffective due to characteristics of the program or to factors outside the 

control of the training system (Ford, 2006).  

 

Training evaluation is concerned with the achievement of a desired level of 

proficiency and the attainment of requisite knowledge and skills. Therefore, training 

evaluation is a two-fold process that involves establishing indicators of learning or 

training transfer and determining exactly what job related changes have occurred as a 

result of training (Goldstein, 2001). Moreover, the most widely-used evaluation 

model was developed and revised by Kirkpatrick (1994). In this model, training may 

be evaluated at four different levels. The researcher used Kirkpatrick‟s model that 

guided her throughout the study. This model is known as Kirkpatrick‟s four level of 

learning evaluation. 

 

2.2.16.1 Kirkpatrick's Four Levels of Learning Evaluation (1994)  

Kirkpatrick's four levels (1994) are designed as a sequence of ways to evaluate 

training programs. Kirkpatrick‟s model (1994) follows the goal-based evaluation 

approach and is based on four simple questions that translate into four levels of 

evaluation. These four levels are widely known as reaction, learning, behavior, and 

results. Many practitioners in organization believe that as you proceed through each 

of the levels, the evaluation becomes more difficult and requires more time. In 

practice, then, it is common for trainers to get stuck in Levels 1 and 2 and never 
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proceed to Levels 3 and 4, where the most useful data exist. Hence, Kirkpatrick 

certified facilitators stress "starting with the end in mind," essentially beginning with 

Level 4 and moving backwards in order to better establish the desired outcome 

before ever planning the training program. When done strategically, reaching these 

levels does not have to be any more expensive or time consuming, but will still help 

to ensure on-the-job performance of learned behaviors and skills. 

 

The four levels of Kirkpatrick's evaluation model are as follows: 

Level one of Kirkpatrick is reaction, this include what participants thought and felt 

about the training (satisfaction; "smile sheets"). This level will guide to measures 

how trainees (the people being trained), reacted to the training. Obviously, wanting 

the trainees to feel that the training will be a valuable experience also wanting 

trainees to feel good about the instructor, the topic, the material, its presentation, and 

the venue. It's important to measure reaction; because it helps you understand how 

well the training was received by your audience. It also helps you improve the 

training for future trainees, including identifying important areas or topics that are 

missing from the training. 

 

The second level is Learning, this will increase the resulting increase in knowledge 

and/or skills, and change in attitudes. This evaluation occurs during the training in 

the form of either a knowledge demonstration or test. When planning the training 

session, hopefully start with a list of specific learning objectives: these should be the 

starting point for your measurement. Keeping in mind that learning may be measure 

in different ways depending on these objectives, and depending on whether 

interested in changing to knowledge, skills, or attitude. It's important to measure this, 

because knowing what your trainees are learning and what they aren't will help to 

improve future training. 

 

The third level of Kirkpatrick evaluation is behavior, transfer of knowledge, skills, 

and/or attitudes from classroom to the job (change in job behavior due to training 

program). At this level, the management evaluates how far trainees have changed 

their behavior, based on the training they received. Specifically, this looks at how 
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trainees apply the information. It's important to realize that behavior can only change 

if conditions are favorable. However, just because behavior hasn't changed, it doesn't 

mean that trainees haven't learned anything.  This evaluation occurs 3–6 months post 

training while the trainee is performing the job. Evaluation usually occurs through 

observation. 

 

The last level is results, this is the final results that occur because of attendance and 

participation in a training program can be monetary, performance-based, etc. At this 

level, analyzes the final results of training. This includes outcomes that organization 

has determined to be good for business, good for the employees, or good for the 

bottom line. 

 

Therefore, the choice of the most appropriate level of evaluation is related to the 

ultimate goals of the training and evaluation efforts. For example, in some instances, 

it may be sufficient to only determine if trainees actually acquired knowledge and 

skill during the training intervention. The more likely scenario is one in which the 

organization would like to determine if what has been learned in training is actually 

used on the job. Hence, it is clear that the training function for most organizations is 

not as effective or efficient as it could be. To truly be effective or successful, training 

programs must incorporate more of the established best practices.  

 

All of the steps in the process are important (Tyson, 2006). However, Goldstein 

(2001) claims that, of all of the best practices, needs assessment is probably the most 

important part of the process. Therefore, training needs assessment is the foundation 

of the entire instructional design process. It establishes the content of subsequent 

training. If not done correctly, or at all, the job-relatedness, effectiveness and validity 

of any training program is jeopardized. In addition, needs assessment provides a 

database to support or justify resource allocation for other human resource functions. 

2.2.16.2 Training Validation System (TVS) Approach (Fitz-Enz, 1994) 

Training validation system model of 1994 played a part in guarding the researcher 

based on its four levels. These levels include situation, intervention, impact and 



 

 

30 

value. However these levels each explained its importance based with the level. The 

model levels are explained as followed: 

 

Table 2.1: Showing Training Validation System model (1994) 

TVS Model (1994) 

1. Situation: collecting pre-training data to ascertain current levels of performance 

within the organization and defining a desirable level of future performance 

2. Intervention: identifying the reason for the existence of the gap between the 

present and desirable performance to find out if training is the solution to the 

problem 

3. Impact: evaluating the difference between the pre- and post-training data 

4. Value: measuring differences in quality, productivity, service, or sales, all of 

which can be expressed in terms of dollars 

Source: Fitz-Enz, J. (July, 1994).    

 

2.3  Empirical literature 

It has been identified that a number of researches, surveys and studies have been 

conducted on this topic. The studies have been conducted in varied dimensions and 

also across various sectors. Here are some of the studies that were conducted by 

researchers across the globe on Training Need Assessment; 

 

 

Abdullah (2009) conducted a research on “Training Needs Assessment and Analysis: 

A case of Malaysian Manufacturing Firms” suggested that absence of needs 

assessment and analysis is due to lack of expertise and it is irrespective of the size of 

firms. Other inhibiting factors mentioned by the organizations sampled include high 

employee turnover, the absence of a clear HRD plan and policy and the absence of a 

separate unit or section to handle employees‟ training and development. 

Manufacturing companies in Malaysia often had forsaken the medium and long term 

HRD needs and objectives. 
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Ali and Ghufli (2010) conducted a research on “Training Needs Analysis: A case 

study of the Abu Dhabi Police”. This study raised and improves the understanding of 

current methods and practices of training needs analysis and management in Abu 

Dhabi Police and enriches and fills the gaps in the literature of training needs 

analysis in Arab countries. In the study researcher came to understand that training is 

an important strategic function, which helps organizations to achieve corporate 

strategies and gives a better understanding of how training needs analysis could be 

effectively approached and implemented and help to uphold the performance of 

different public organizations, like Abu Dhabi Police. 

 

Wright and Geroy (1992) conducted a research on “Limitations of Training Needs 

Assessment: A case Study of Journal of Management Development in Australia”, 

they noted that “between 80% and 90% of the productivity improvement can be 

found in the work environment or cultures” and thus a “need-analysis-tied-

exclusively-to training” is often ineffective. A needs assessment model utilized in 

their research with the Ontario Skills Programme, they additionally make suggestions 

for the selection of a needs assessment model. 

 

Janice (1996) conducted a research on “Training Needs Assessment; A case study of 

training and development committee New York”. Found that needs assessment is the 

first step in the establishment of a training and development Program. It is used as 

the foundation for determining instructional objectives, the selection and design of 

instructional programs, the implementation of the programs and the evaluation of the 

training provided. These processes form a continuous cycle which always begins 

with a needs assessment.  

 

Brown (1997) conducted a research “Training Need Analysis; A case study of 

Waukesha Development firm in Botswana”. The researcher found that the rationale 

for developing a training program relies heavily on identifying training needs and 

justifying the costs and benefits to the organization. Without a clear understanding of 

needs, training efforts are at best randomly useful and at worst, useless. The trainer 

will only be successful and perceived as such to the extent that needs are carefully 
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assessed and programs developed and carried out that meet those needs. The end 

result is a more precise picture of training needs, which will lead to a performance 

improvement, oriented training program and better results from training. 

 

Orokov (2002) conducted a research on “Employee Training and Development in 

Kyrgyzstan: A case study of Leninskoye village government”. He found that training 

will become of greater interest to village governments when new legislation is passed 

to provide incentives for participating in such programs.  Apparently, the national 

government has a new policy on local government training that encourages training 

and draft legislation, if finally approved, would provide some funds and incentives 

for training. 

 

Mahuwi (2005) did the research of the topic of training Need Assessment in Public 

Organization in Tanzania. Ms Mahuwi on her study revealed that there was no 

proper training. This was a programme at the National Insurance Corporation (NIC). 

This was because about 56.25% respondents indicated that training opportunities are 

offered at NIT without taking into account gender and educational level of trainees. 

Msangi (2008) also conducted a research about Assessment of the effectiveness of 

training and development program and the finding on his study showed that 

insufficient budget for training was the problem faced the organization on National 

Social Security Fund. 

 

2.4  Conceptual framework 

According to Ndunguru (2007), conceptual framework refers to an assembled set of 

research concepts cum variables together with their logical relationships often 

presented in form of diagrams, charts, graphs, pictographs, flow charts, organ gram 

or mathematical equations. Ndunguru continues to argue that conceptual framework 

unveils a studied phenomenon of conceptual cum variables into simple set of 

relationship that can be easily understood, modeled and studied. However, this 

conceptual framework seeks to describe research concepts cum variables as isolated 

but in a unified system of relationships. The following figure is the conceptual 
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framework on assessing training need as a bridging of performance gap in central 

Bank of Tanzania. 

 

Figure 2.3: Conceptual Frameworks on Assessing Training Need as a 

Bridging of Performance Gap in Central Bank of Tanzania. 

Dependent variable                 Independent variable                 Expected outcome 

 

Training need 

analysis 

      

Gap 

identification 

 

Implementation 

of training 

 

Evaluation of 

training 
 

  Career development 

to employee 

 Ability to face 

challenges due to 

growth in 

competence 

 Growth of 

companies 

production 

 Improvement of 

work 

 Obtaining 

companies objective 

and goals. 

  

 Efficiency and 

effectiveness in 

obtaining goals 

and objectives. 

 

 Profitability  

 

 Ability to face 

challenges 

 

 Improved work. 

Source: researchers construct 2013.   

 

The figure above shows the importance of assessing training need as a bridging of 

performance gap in central Bank of Tanzania. Effectiveness of training need depends 

on readiness, gap identification, implementation of training and its evaluation.  

 

However there are a number of factors which hinders the implementation of training 

needs assessment as readiness, lack of funds for conducting training, less 

improvement after training, workers may not have the intended abilities after 

training. Companies may not attain the set objectives and goals so increase burden. 
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If at all training need assessment achieved its goal then the possible outcome are 

increased efficiency and effectiveness, increase profitability and accountability, 

workers will be able to face challenges and improve work performance. 

 

Additional, the most important thing is to have commitment and continuation in 

assessing training needs to know the performance gap before providing. 

 

2.5  Research gap 

Bases on the above empirical literature it is a fact that a good number of research 

have been done. However, there is no evidence which indicates that the done 

research have been done where this research was done. Hence findings from this 

research will cover the gap. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

This chapter describes the research methodology that was employed during the 

study. Explanation is on the area of the study research design, research approach, 

population sample and sampling methods, data collection methods and procedure and 

data analysis procedure. 

 

3.2  Study Area 

The research was conducted at the Central Bank of Tanzania headquarters in Dar es 

Salaam. This is the central bank of the United Republic of Tanzania. It is responsible 

for issuing the national currency, the Tanzanian shillings. The choice of the study 

area was mainly influenced by the researcher‟s awareness of the existing knowledge 

gap on the topic which was researched. Hence the Central Bank of Tanzania as a 

selected are of study was convenient to the researcher for data and information 

collection purposes.  

 

3.3  Research Design 

Acker et al (2002) defined a research design as the blue print used to guide a research 

study towards achieving its intended objectives. The choice of the research design to 

be used depends on the research questions. These are usually based on categorization 

of “who, what, where, how and why” questions (Yin, 2003). 

 

This study employed a case study research design which focuses on a single area and 

allows variety of data collection method to be deployed.  This type of study design 

wills the researcher to intensively explore and analyze information over the life of a 

single unit (Tripath 2002). 
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3.4 Research Approach 

The major prominent research approaches are qualitative and quantitative research 

approaches (Mbwambo et al, 2011). Qualitative research is the approach usually 

associated with the social constructivist paradigm which emphasizes the socially 

constructed nature of reality. It is about recording, analyzing and attempting to 

uncover the deeper meaning and significance of human behavior and experience. 

Researchers are interested in gaining a rich and complex understanding of people‟s 

experience (Bryman .M 2009). 

 

However the researcher uses qualitative approach as for any data collection 

technique (such as an interview) or data analysis procedure (such as categorizing 

data) that generates or uses non-numerical data. Also through Qualitative approach 

and basing on the computation which was available from qualitative analysis (use of 

non-numerical data), the researcher use the approach in order to analyze and process 

data that will be collected, analyzed and possible alternative measure against the 

problem.  

 

3.5  Population 

Population can be defined as a group which the researcher is interested in gathering 

the information from, as well as drawing conclusion on (Crowl, 1993). In this study, 

the target populations were the implementers which involve the managers, assistant 

managers and officers. 

 

3.6  Sample, Sampling Methods 

The representative sample from the population was selected to present the rest of the 

population. Table 3.1 shows the distribution sample. 
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Table 3.1:  Sample Distributions 

S/NO Category Sampling methods Sample Respondents 

In % 

1 Managers (6) Purposive sampling 10 

2 Assistant managers (6) 10 

3 Officers (50) Convenient sampling 80 

 Total (62)  100 

Source: Researchers Data 2013.   

 

3.7  Data Collection Methods and Instruments. 

Collection of necessary data to the study at Central Bank of Tanzania was mainly 

done through the use of questionnaire and interview as primary source and review of 

annual training report, training policy, and the procedures involved in training 

exercise in an organization. 

 

3.7.1  Interviews 

Interviews are two way direct conversations between the respondents and the 

researcher. In this study, the researcher was the main actor by posing questions to 

respondents and then recording responses and taking notes. This technique also 

aimed at getting primary data. Specifically, it aimed to increase the information 

gathered through questionnaire. The researcher held interviews with selected 

respondents from the management for the purpose of seeking their views on Training 

Need Assessment. The interviews dwelt on the demographic characteristics of 

interviewees, their understanding and opinions on policies and applicability of 

training need assessment. 

 

3.7.2 Documentary Analysis 

Documentary analysis was another method of collecting data from documents. This 

method aimed at getting secondary data. Several documents was reviewed to obtain 

more information and crosscheck the answered questionnaires. The use of 

documentary analysis   enabled researcher to get various information which was used 

to support the study. Some of the key documents that were used to request secondary 
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data included policies, manual, documentary, internet, newspapers, journals and 

books. Documents enabled the researcher to avoid repetitions of study done by other 

researchers. 

 

3.8 Data collection Instrument 

Data collection instruments are the one that set from the researcher objectives that 

intended to tap the projected information from respondents, the field (observation) 

and documents. In this study the researcher used the following instruments; 

 

3.8.1  Interview Questions 

The questions (objective and subjective) are the one used by the researcher to get 

responses from respondents. In this study the researcher used close- ended and open-

ended questions. Close ended questions consisted of questions with pre-determined 

answers that respondents require to provide objective answers .Open ended questions 

required respondents to provide extensive answers. In this case, respondents were 

allowed to provide many answers as they managed. By using this type of instrument, 

the researcher managed to collect fine amount of data. 

 

3.8.2  Questionnaires 

This is an instrument with a set of questions that was used to collect data from 

respondents through filling in responses in a given sheets. Questions were also close- 

ended and open ended. All questions were in three questionnaire sheet and 

respondents were asked to respond to the questions which they were able to answer 

them properly.  

 

Questionnaires provided subjects with specific directions and either pre-structured or 

unstructured response alternatives. Questionnaires offered the opportunity for larger 

samples. This study therefore, made use of the questionnaires, partly structured and 

partly unstructured.  They were designed in a like-scale and the format will be 

included in appendices.    
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3.8.3  Documentary review schedule 

Documentary review schedule as an instrument of data collection was used to review 

documents. Schedules ensured systematic review of all the relevant documents. 

Schedules include columns indicating date, time, type of document to be reviewed, 

information to be collected and remarks. 

 

3.9  Data Management 

The data was coded where by coding is a systematic way in which condense 

extensive data sets into smaller analyzable units through the creation of categories 

and concepts derived from the data. In this the verbal data was converted into 

variables and categories of variables using numbers, so that the data can be entered 

into computers for analysis. This made the researcher to make sense of and analyze 

her data. As it is a qualitative study, it helped the researcher generate a general 

theory. The statistical analysis that will be use depends on the type of data collected, 

how it‟s collect and how it‟s coded. Determining codes was finalized when the 

questionnaire completed and for interviews codes was be developed inductively after 

data collection and during data analysis. By coding the data attained allowed this 

study to be repeated and validated. It will also make method transparent by recording 

analytically. Also allows comparison with other studies. 

 

Validity determines whether the research truly measures that which it was intended 

to measure or how truthful the research results are. In other words, does the research 

instrument allow you to hit "the bull‟s eye" of your research object? Researcher 

generally determines validity by asking a series of questions, and often looking for 

the answers in the research of others.   

 

Reliability in this study is the idea of repeatability of results or observations. The 

extent which results was consistent over time and an accurate representation of the 

total population under study. The methodology, used by the research and instrument 

are considered to be reliable. The goal of data management was to consider many 

aspects of data management, data preservation and analysis before the project begins. 
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This will insured that the data are managed in the present and prepared for 

preservation in the future. 

 

3.10  Data Analysis Procedure  

The Statistical Package for Social Scientist (SPSS) was used to compile data and 

produce them in a form of graphs and percentages which made it easier for an 

analysis to be done. Basic tabulation was used and the categories adopted from the 

questionnaires. This method has been chosen because of its three advantages of 

allowing „traceability‟ on what  has been obtained from the collected data, enabling 

„reanalysis‟ when there is a need for descriptive statistics as it will be explained in 

the findings in the percentages and numbers (Rugg and Petre 2007). 
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CHAPTER FOUR 

 

DATA PRESENTATION, ANALYSIS AND DISCUSSION 

 

4.1  Introduction  

In this chapter the collected data are presented, analyzed and discussed based on 

research objectives. In this case the specific research objectives were: 

(i.) To determine the perception of employees on the practice of training needs in 

public organization. 

(ii.) To identify strategies employed by the bank management to assess training 

needs. 

(iii.) To determine constraints which are freed by the bank management to 

determine employees training needs. 

(iv.) To assess the obstacles faced by the management when assessing training 

need. 

 

4.2 Characteristics of Respondents. 

All respondents (N=62) participated in providing responses to the researcher. 

Respondents involved in this study were employees who are working at Central 

Bank of Tanzania and they are familiar with the organization. In this regard, job 

category of employee, level of education and duration of stay in the authority were 

regarded in determining the experience and familiarity about the organization. 

 

Table 4.1: Distribution of Respondents by Sex 

Sex   Number of respondents Percentage (%) 

Male  35 56.4 

Female 27 43.5 

Total  62 100 

Source: Researcher 2013. 
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Table number 4.1 shows the distribution of respondents by sex. Male respondents 

were 35 (56.4%) and female respondents were 27 (43.5%). The overall numbers of 

respondents were 62 and male were the largest number of respondents in this study. 

 

Table 4.2: Job Category 

Job category Number of respondents Percentage (%) 

Managers 6 9.6 

Assistant managers 6 9.6 

Officers 50 80.6 

Total  62 100 

Source: Researcher 2013 

 

Table number 4.2 shows the job categories of the respondents. Managers and 

assistant managers were 6(9.6%) while the officers were the largest sample of 

respondents which included 50(80.6%) respondents. 

However, there four (4) major directorates that include Banking Supervision, 

Economic Policy, Personnel and Administration and Management Information 

System within the Bank of Tanzania. These directories were selected to be used in 

the study and sixty two (62) questioners were distributed to each directorate. Since 

these are the directorates which play the main roles within the organization, it is 

believed that, the out coming results will be more efficient and effective as well. 

Hence, in each directorate a manager and assistant manager were interviewed that is 

12 numbers of respondents. The remaining 50 respondents were the officers selected 

from all four directories. 

 

Table 4.3: Respondents’ Duration of stay in BOT 

Range in years Number of respondents Percentage (%) 

1-5 20 32.2 

6-10 25 40.3 

11-15 11 17.7 

20 and above 6 9.6 

Total  62 100 

Source: Researcher 2013 
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Table number 4.3 shows the respondents working duration at the BOT. As the table 

above shows that between 1-5 years they were 20(32.2%) respondents while between 

6-10 years they were 25 numbers of respondents and it is the largest group. However, 

between 11-15 years they were 11(17.7) respondents and between 20-25 they were 

6(9.6%) respondents this was the smallest group. 

 

Table 4.4: Respondents’ Qualification (Academic Level) 

Academic level Number of respondents Percentage (%) 

Bachelors degree or equivalent 16 25.8 

Masters degree 38 61.2 

Doctorates degree 8 12.9 

Total  62 100 

Source: Researcher 2013 

 

Table number 4.4 shows the academic qualification level of respondent from Central 

Bank of Tanzania. The above table shows that 16(25.8%) of the respondents have 

bachelor degree or equivalent while 38(61.2%) obtained there masters as their 

highest qualification. However the remaining number of respondents that is 8(12.9) 

have doctorates degree as their highest qualification.  

 

4.3  Employees’ perception on the practice of training need in public 

organization 

 

Table 4.5:  The Perception of Employees on the Practice of Training Need in 

Public Organization 

Employees perception on 

practice of training need 

Number of respondents  Percentage ( % ) 

Excellent  5 8 

Good  49 79 

Average  7 11.2 

Bad  1 1.6 

Total 62 100 

Source: Researcher 2013 
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Table number 4.5 reveals that 5 (8%) of the respondents perceive that there is an 

excellent practice of training need in public organization. Moreover 49(79%) of the 

respondents augured that the perception of the employees on the practice of training 

need is good. 7(11.2%) of the employees see that the practice of training need to be 

average, while the remaining 1(1.6%) augured that the practice of training need is 

bad. 

 

 However 79% of the employees who saw that there is a good practice of staff 

training supported there augments by seeing that many staffs are updated on 

emerging issues regarding their respective professions, also customizing training to 

be job related and to technical knowledge based. They believed that the practice of 

staff training does match work performance and development in the market/ financial 

sectors. However one said that, 

“Staff training is a paramount as it helps to bridge staff performance gap.” 

 

In addition with ever changing environment in which organization operate, there is 

always a need for such organizations including the Bank of Tanzania to continually 

training its staff in order to keep peace with changing environment. 

 

However the respondents argued that BOT‟s training as a public sector includes 

required skills and knowledge the employee needs to efficiently conduct their tasks. 

Training at BOT also helps their employees gaining problem solving skills which 

helps them dealing with challenges under pressure. 

 

Respondents also argue for the importance of training need assessment as a major 

influence on the success of an organization. In order to sustain economic and 

effective performance it is important to optimize the contribution of employees to the 

aims and goals of the organization. In the Bank the vision and goal for training and 

development are set from the very top and there is a strong commitment to training 

across the organization. Training need assessment is said to have a virtual role in 

supporting and improving people performance.  
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Moreover managers have been given the main role to play in relation to assessing 

training need of their staff. They have an annual training and development plan in 

relation to the every detail for every business unit. Every plan and means of assessing 

training need are understood and effectively implemented in the work force by the 

management. However, training needs assessment tends to improve performances 

which arise out of business goals and targets and their regular review that take an 

account of change. This made the operations to be well managed and to be full 

competent and to have a high credibility in their work place. This always gave staff 

confidence and a more innovative way of designing and delivering.  

 

Also the general movement towards flexible structures of organization and the nature 

of management moving towards the devolution of power to the workforce give 

increasing emphasis to an environment of coaching and support. It also revealed that 

training need assessment is necessary to ensure an adequate supply of staff that is 

technically and socially competent, and capable of career advancement into specialist 

departments or management positions. There is therefore a continual need for the 

process of staff training in public organization so as to bring about staff 

development, and also training fulfils an important part of this process.  

 

However the respondents revel that the public organization including BOT 

organizational environment are supportive for employee training activities. The 

offered training programs are significantly skill and knowledge suited and the 

managers are also cooperative in ensuring employees‟ regarding the providence of 

the training they need. In addition the programs are relevant to organizational and 

personal objectives of the individuals. Furthermore, the approval and selection for 

the programs are found to be quite fair. Employee satisfaction towards the programs 

and evaluation is also found to be positive. Several drawbacks were identified in the 

training practice of BOT as well. It has been found that there are no or very less input 

from the employees are taken regarding training needs.  
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4.4  The Strategies employed by the bank management to asses training need. 

 

Table 4.6:  Strategies Employed by the Bank Management to Asses Training 

Needs 

Strategies employed by the bank 

management 

Number of respondents Percentage ( % ) 

Good / followed 54 87 

Bad / not followed 8 12.9 

Source: Researcher 2013 

 

Table number 4.6 presents employees views on strategies employed by the bank 

management to asses training needs. 54(87%) of the respondents see that the 

strategies employed by the bank management are good and followed while 8(12.9%) 

of the respondents argue that the strategies are bad and there not followed. 

 

However, the ones who said that the strategies are good and followed supported there 

answer by saying that each staff does undergo Training Need Assessment in every 

performance review conducted semi annually. The training resources are then 

prioritized to support staff training due to demand driven hence more emphasis on 

contemporary issues and market/ financial sector.  

 

However, the criteria for undergoing training in the Bank is basically categorized as; 

one need to impact requisite knowledge to new recruits, second need to update staff 

knowledge on a particular subject or area were gaps have been identified and lastly 

need to promote staff personal development. Also organization support attachment 

meaning if staff needs to know how work is done in a certain bank example Bank of 

Uganda they are arrangements made and the staffs are attached to attend and work in 

that said bank for at list three weeks so as to gain more knowledge and see how other 

national banks are doing their work. Hence compared to the way it‟s done at BOT. 

BOT‟s training need assessment practice has key need assessment method which 

include archival, work sample, test, and performance based assessment methods. The 

archival method mainly based on BOT‟s organizational strategy which focused on 
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the product and service. The work sample is mainly focused on BOT‟s everyday task 

description. For instance it aims at identifying employees‟ weakness at their regular 

task. The practice of testing is not conducted in general aspect. For instance, testing 

assessment are used when recruiting or selecting employees for particular 

assignment. Also the performance based method is also similar with work sample 

method. The key difference is that it measure performance of the employees on a 

yearly basis and sometimes semi yearly. 

 

However the respondents argued about the strategies to be good and followed by 

saing that BOT‟s training includes required skills and knowledge the employee needs 

to efficiently conduct their tasks. Training at BOT also helps their employees gaining 

problem solving skills which helps them dealing with challenges under pressure. 

 

Respondents argue for the importance of training need assessment as a major 

influence on the success of an organization also used as a strategy. In order to sustain 

economic and effective performance it is important to optimize the contribution of 

employees to the aims and goals of the organization. In the Bank the vision and goal 

for training and development are set from the very top and there is a strong 

commitment to training across the organization. Training need assessment is said to 

have a virtual role in supporting and improving people performance.  

 

The respondents supported there answer by arguing employee satisfaction and 

comfort ability of work and output is also used as a strategy in assessing training 

need. That there is no formal initiatives are taken in order to measure employee 

satisfaction. Training efforts have found to be significantly influenced the overall 

productivity of the organization. Even competing with international institution such 

as CBA and Standard Chartered Bank, BOT is still rated one of top financial 

institutions in the country. Key reason for such success is identified to be the ability 

to operate all banks that are under Tanzania and also BOT‟S branches that include 

Mwanza, Mbeya, Arusha and Zanzibar in the private sector and reach out to fulfill 

the needs of general population of the country through providing effective services. 

Also employees output and less complain. 
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The respondents also supported there results by arguing that among the strategic 

moves are BOT conducts formal organizational and operational analysis for carrying 

out effective TNA. For instance, due to the nature and tasks of the organization, 

majority of the training is focused on finance, IT and customer services. However, 

there is no formal process of individual analysis in the organization. Most of the 

department heads informally address the training needs of the individuals. 

 

The respondents supported their answer by saying that BOT uses a three step process 

for training evaluations. The first step includes performance indicators such as 

trainee qualifications, instructor abilities, instructional materials, facilities, and 

training expenditures. Second step is mainly concerned with the value-adding 

activities of planning, design, development, and delivery of training. In the final 

stage, the evaluation of trainee reactions, knowledge and skills gained, improved job 

performance are measured in terms of profits, customer satisfaction, productivity. 

 

4.5  Constraints which are freed by the Bank management to determine 

employees training need. 

 

Table 4.7:  The Extent At Which the Freed Constraints by the Bank 

Management Does Determine Employees Training Needs. 

Rate of determination Number of respondent Percentage (%) 

Very high 18 29 

Moderate  39 62.9 

Very low 5 8 

Total  62 100 

Source: Researcher 2013 

 

Table number 4.7 shows the extent at which the freed constraints by the bank 

management do determine employees training need. About 18(29%) of the 

respondents saw that there is a very high rate at which the freed constraints by the 

bank do determine training need. While, 39(62.9%) responded as moderate and the 

remaining 5(8%) saw as very low. 



 

 

49 

The result suggests that BOT‟s key constraints for TNA mainly focused on the 

workforces‟ ability to handle pressure. However, training program should be 

repeated at regular intervals for individuals to provide reinforcement of learning. At 

present the types of programs are designed and conducted by the training center of 

BOT. The standard program on repetitive basis, role orientation courses in functional 

areas, special courses and seminars and also sales training for supervisory and field 

personnel. All these steps and categories should be attended by all employees at 

predetermined intervals. A course will also be given to all officers when they move 

from one level of job to another. When an officer is appointed for the first time, 

would be assigned to a program to help him understand the demands of his new role. 

This will also apply to persons who are appointed as Heads of a Department/ 

managers.  

 

However, these categories are arranged regularly for officers as they enter into that 

function at the Divisional, Zonal of Central office level in case they have not 

attended a program in that function earlier. No officer should hold a post in 

functional area for more than six months unless he has attended a program in that 

function. However the other category of courses is special program depending on the 

specific requirements of the particular level or the group. The last category of 

courses is meant for field staff-development officers and agents. Training at BOT is 

based on up gradation of competencies and skills. This is an integral part of their 

business strategy. Almost all employees have to undergo training to enhance their 

technical skills or the softer behavioral skills to be able to deliver the service 

standards that the bank has set. 

 

The extent at which the freed constraints by the bank management do determine 

employee needs is by understanding the management means used in assessing. It was 

revealed by the respondents from Bank of Tanzania that, in order to secure the full 

benefits of successful training, TNA must play a big role. Also there should be an 

objective assessment of training needs related to a vision of where the organization is 

going, the need to responsive changes in external environmental influences; a 

comprehensive system of human resource planning and a process of job analysis 
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leading to the preparation of job descriptions and person specifications.  There is a 

clear commitment of training throughout all levels of the organization. This include 

seeking the co-operation of line managers and, where appropriate, trade unions or 

staff representatives. Top management set the scene by giving active support and 

encouragement to the training process, and through the provision of adequate 

finance, resources, time and skilled staff. It is important that staff themselves should 

also feel a sense of involvement and know how they can play their part in achieving 

the goals and objectives of the organization. They are given ownership in the training 

process. 

 

There is a clear set of objectives and a defined policy for training. This enables the 

design of a carefully planned programme of training. It was observed that there 

should be consideration of external courses and training opportunities linked to the 

educational system. These include programmes designed to provide improved 

employment opportunities and centered on standards of occupational competence; 

those that are essentially vocational in nature; and relevant professional, diploma, 

degree and postgraduates courses. 

 

Indeed, indicators of changed performance/ behavior and skills on the job after 

training are quality of output, timely accomplishment of assignments, clarity and 

growth of performance also technical capacities and continued improvement in the 

attainment of organizational goals. This show that assessing training need bridges up 

the performance gap in the Bank of Tanzania. However, it has been revealed that 

wherever possible evaluation should be related to the objective, measurable factors, 

for example, increased output or sales, reduced scrap or wastage, fewer accidents at 

work and fewer errors or customer complaints. However, measurable factors that 

include reduced staff turnover, absenteeism or sickness are difficult to isolate in 

terms of single cause effect. The ultimate evaluation of Training Need Assessment is 

the extent/ determinant of a quality job satisfaction and prospects of employees. 
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4.6  Obstacles faced by the management when assessing training need 

 

Table 4.8:  The Obstacles Faced by the Management When Assessing 

Training Need  

Obstacles  Number of respondents Percentage (%) 

Time  30 48.3 

Budget  20 32.2 

Other obstacles 12 19.3 

Total  62 100 

Source: Researcher 2013 

 

Table number 4.8 shows the obstacles faced by the management when assessing 

training need. As the table above shows that 30(48.3%) number of respondents saw 

that time is the big issue that the management faces in assessing training need. 

While, 20(32.2%) saw that budget is the major obstacle in assessing training need. 

However the remaining 12(19.3%) mentioned other obstacles faced by the bank 

management in assessing training need. 

 

Moreover, the respondents from the management level pointed out the difficulties 

that they face when assessing training need under the freed constrains and how there 

solved on the management. The identification of the knowledge gap for each 

individual staff this is because assessment most of the times is done by the leader of 

the unit while if each individual was given time to assess the one another, maybe it 

would have been much easy and relevance of training verses needs as per staff gaps. 

Also the process of aligning of training needs with corporate objectives. Budget 

constraints play a bigger role for management when assessing training need. Multiple 

training needs and requirements due to mixed/ diverse professionals is also a 

challenge. Time resource is also a challenge. 

The extent of which the challenges were/ are solved when assessing training needs is 

providing approved training plan prepared from departmental levels to top 

management approval. Also for multiple training they tend to combine both groups 

and specialized personal training.  
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However ensuring training needs assessment process is though and involves all 

functional units. Further, efforts for align the training needs assessment process with 

corporate objectives have served to minimize mismatches. The issue of budgetary 

constraints remains a challenge the Bank has to grapple with. 
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CHAPTER FIVE 

 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

 

5.1  Introduction 

This chapter constitutes of conclusions based on the study and recommendation that 

the researcher proposed. 

 

5.2  Summary of the Findings 

The study has come out with the following findings;  

The study has revealed that the employee‟s perception on Training Need Assessment 

is good. It can enhance employees‟ performance by providing better and clear 

commitment to training need throughout at all levels of the organization, an objective 

assessment of training needs related to a vision of where the organization is going, 

the need to be responsive to changes in the external environment influences, a 

comprehensive system of human resource planning and a process of job analysis 

leading to the preparation of job descriptions and person specifications. 

 

Also, the findings has revealed that staff themselves should also feel a sense of 

involvement and know how they can play their part in achieving the goals and 

objectives of the organization, it found that there should be a clear set of objectives 

and a defined policy of training as well as the training programme should therefore 

be strategically planned and well presented to the employee undergoing training.  

 

However, after assessing training need consideration must be given to the choice of 

the most appropriate methods of training as well as external courses and training 

opportunities linked to the educational system. Furthermore, full regard should be 

given to the training needs of those groups who are not currently active in the 

workforce, including married women, ethnic minorities, older members of staff, and 

people with disabilities. 
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Generally, the findings has revealed that with the rapidly changing nature of the 

business world the Bank need to maintain competitive advantage, organizations need 

to ensure that staff are well assessed and fully trained not only in knowledge of their 

products and / or services and technical skills, but also in their human relations skills. 

Also a need for industrial and commercial sectors of the Bank to be more serious 

about helping their technical people to master the so called „soft skills‟ and training 

in their people skills and how to work with maximum effectiveness as part of a team. 

 

5.3  Conclusion  

From this study, it was concluded that most workers at Bank of Tanzania perceive a 

good and are satisfied with the training programmes conducted internally and outside 

the organization which does motivate them in their jobs performance, improvement 

of their output/ quality of work also self confidence and mastery of work. However 

the remaining were not satisfied with the training programmes since there is biasness 

to some of the middle level manager in staff evaluation during the performance 

appraisal system due to perception based as the result of favor others on training 

programmes.  

 

The aspire of this research is to build upon the previous training literature by 

providing a detailed examination of needs assessment, its importance, evaluation 

practices, and comparing those practices with perceived levels of training program 

success and organizational effectiveness in bridging the performance gap. The 

researchers found that BOT has its own training institute, management attitude is 

very positive for training support and budget, incentives are given for trainees, and 

overseas training opportunity. However, there is an increase of needs assessment 

before training. The most important finding is that BOT is giving more importance 

for TNA but done by the management. 

 

Therefore, the researchers proposed adjustment of TNA that will bring a positive 

change of BOT and in the banking sector. Further research can be done by how 

performance perceptions impact on TNA process. 
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5.4  Recommendations 

On the basis of the research findings and conclusions made, the following is 

recommended;  

Bank of Tanzania (BOT) should make sure that the purpose of assessing training 

need is to improve knowledge and skills, to bridge up the performance gap and to 

change attitudes towards the work. It is one of the most important potential 

motivators: This can lead to many possible benefits for both individuals and 

organization through by increasing confidence, motivation and commitment of staff; 

provide recognition, enhanced responsibility and the possibility of increased pay and 

promotion; to give a feeling of personal satisfaction and achievement and broaden 

opportunities for career progression and also help to improve the availability, quality 

and skills of staff. 

 

Training is therefore a key element of improving organizational performance; 

training increases the level of individual and organizational competence.  Assessing 

training need should help 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 the reservations about the 

cost and extent of tangible business returns from the training, the development of 

vocational skills should be identified as a key factor in sharpening competitiveness 

and delivering hard, bottom line improvement in profits.  

 

There should be an investment in people due to fundamental to quality working life 

strategy. 

 

This means actively facilitating the learning, growth and development of individuals. 

An extensive capability and commitment to training must be an integral part of the 

organization‟s business strategy. 

 

Essential components of the training policy must be: 

(i.) The view that continuous training is the norm; 

(ii.) the assumption that training will be a life- long process; 
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(iii.) Recognition of the need to update existing skills and redundant skills and 

train for new skills and  

(iv.) The need for multi-skilling to cope with changes. 

 

However, although the potential benefits of TNA may appear obvious, it is 

necessarily to follow that training, because it will lead to improved performance. 

There has to be an appropriate training culture. Training has to be relevant to the 

needs and requirements of the organization and there is increasing emphasis placed 

on the value of vocational education. Acknowledge that training need assessment is 

an important lever to bring about improvement and change but questions whether 

individual competence would lead automatically to corporate competence, and 

emphasizes the importance of sound business agenda and the distinction between 

training and education. 

 

The training programmes should be systematic in that it is specifically designed, 

planned and implemented to meet defined needs. It should be provided by people 

who know how to train and the impact of training is carefully evaluated. Also the 

training programmes should take account of any transfer issues and aim to ensure 

that what is taught is seen to be applicable in the current work situation. The purpose 

of training should be clearly defined in terms of the „criterion behavior‟ required as 

the result of training, and the „terminal behavior‟ expected. The content of the 

training should be related to the needs of work contexts of the participants. Ideally, 

their work should be made a central feature of the subject matter. Every opportunity 

should be taken to embed learning at work. 

 

The training techniques used should be appropriate to the purpose of the course and 

to the characteristics of participants –their jobs, learning needs, previous experience, 

level of knowledge and skills, and how receptive they will be to being taught 

(motivated to learn). A blend of different techniques should be used where 

appropriate. It is important in management, supervisory and interpersonal skills 

training to provide ample time for participation and active learning through 

discussion, case studies and simulations. 
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If the organizational effectiveness focus is on cost then: perform person and task 

analysis on most training programs, allocate a significant percentage of training 

budget to needs assessment, possibly take the performance improvement philosophy 

of training, and if the organization has a defender structure be as close to the ideal as 

possible. 

 

The feedback analysis of employees training would be compared with need 

assessment analysis and its importance basis. Moreover, the effective cost -benefit 

analysis from this training program would put across the organization more 

accountable. As a result it would convey a long- term positive outcomes for the 

improvement of training program. 
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APPENDICES  

 

Questionnaire ID____________________________________  

 

QUESTIONNAIRE 

Training Need Assessment At The Central Bank of Tanzania: The case of 

central Bank of Tanzania 

 

Dear respondents, my name are Lightness Kiluwa, a student at Mzumbe University 

pursuing Masters of Science Degree in Human Resource Management (HRM). I am 

currently conducting a research as part of requirement to complete my second degree 

studies. My research is basing on Training Need Assessment at the central Bank of 

Tanzania; therefore, I acknowledge your presence as the main stakeholder in this 

aspect. I wish to assure you that all information provided in this questionnaire will be 

treated as confidential and will be used for academic purposes only. I highly 

appreciate your cooperation as well as your contributions. 

 

DATE: 

 

POSITION: 

 

SECTION A:  BIOGRAPHICAL DATA 

Please respond to the following biographical information to be used for statistical 

purposes only. 

1. Please choose your job category 

(i.) Managers       (           ) 

(ii.) Assistant managers      (           ) 

(iii.) Officers       (           ) 

 

2. Which directorate are you working with? 

(i.) Male        (           ) 

(ii.) Female        (           ) 
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3. For how long have you been working with the BOT? 

(i.) 1-5        (           ) 

(ii.) 6-10        (           ) 

(iii.) 11-15        (           ) 

(iv.) 20 and above       (           ) 

 

4. What is your highest qualification? 

(i.) Bachelor‟s degree or equivalent    (           ) 

(ii.) Master‟s degree      (           ) 

(iii.) Doctoral degree      (           ) 

 

 

B: TECHNICAL INFORMATION 

5. Do you think that there is a need for the staff training? 

(i.) Yes        (           ) 

(ii.) No        (           ) 

 

Please explain the reason for your answer:  

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 

 

6. Does your organization support staff training? 

(i.) Yes        (           ) 

(ii.) No        (           ) 

 

Please explain the criteria‟s for undergoing training:  

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 
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7. Generally, how do you rate the effectiveness of trainings you have attended 

through BOT?  

(i.) Too inadequate      (           ) 

(ii.) Inadequate       (           ) 

(iii.) Adequate       (           )   

(iv.) More than adequate      (           ) 

 

8. Do you think that BOT nominations for staff training opportunities are fair?   

(i.) Yes        (           ) 

(ii.) No        (           ) 

 

If the answer is yes/no from the question above support your answer……...… 

…………………………………………………………………………………

………………………………………………………………………………… 

 

9. What are the strategies employed by the bank management to asses training 

need?  

Explain ……………………………………………………………………….. 

………………………………………………………………………………… 

 

10. What is your general opinion about the performance of your organization?  

(i.) Excellent       (           ) 

(ii.) Good        (           ) 

(iii.) Average       (           ) 

(iv.) Poor        (           ) 

 

11. What is the perception of employees on the practice of training need in public 

organization? 

(i.) Excellent       (           ) 

(ii.) Good        (           ) 

(iii.) Average       (           ) 

(iv.) Bad         (           ) 
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12. Is there any changed performance/ behaviour and skill or knowledge on the 

job after the training?  

(i.) Yes        (           ) 

(ii.) No        (           ) 

 

If yes, what were the indicators? 

……………….………………………………………………………………… 

……………………….………………………………………………………… 

……………………….………………………………………………………… 

 

13. What obstacles do the management when assessing training need? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

14. What challenges does management face when assessing training need? 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

15. To what extent have the challenges being solved when assessing training 

need? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

16. To what extent are the freed constraints by the bank management does 

determine employee training needs? 

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 

 


