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ABSTRACT 

The research study aimed at assessing the influence of training and development on 

organizational performance. Specifically the study aimed at determining factors 

influencing the execution of training and development on organizational 

performance. Also to identify the training and development process adopted and used 

by Tanzania postal bank. Lastly to determine the methods used in training and 

development by the management of Tanzania postal bank. 

The study was conducted in Tanzania Postal Bank, kariakoo branch in Dar es Salaam 

Tanzania, the main area of concentration for the study was human resources 

department. A sample of 150 respondents which is equivalent to 62% of the 

population was selected from Tanzania Postal Bank, kariakoo branch by purposive 

sampling technique. In depth interview, questionnaires and documentary review was 

used, with a response of 123 staff which is 82% of the sample. In depth interview, 

questionnaires and documentary review was used in collecting information from the 

respondents. Primary and secondary data methods were applied in gathering 

information and the researcher applied both qualitative and quantitative methods in 

analyzing data. 

The findings from the study reveal the impact the on-the-job training has on the 

performance and development of the employees. Different organization will then be 

able to use the study as a reference when intends to make decisions on costs relating 

to training and development. The study will also help to cover the shortfalls that 

prevail on studies relating to staff training as most of them seems to be very old and 

do not give clear implication of the situation especially after changes in technologies 

over the recent years.The last section the researcher was able to recommend possible 

initiatives in order to improve the execution of successful training programmes at the 

case study, like hiring of training professional and experts, ideal allocation of budget 

on training programmes, a well-planned and implementable training programme 

should be in place and Tanzania postal bank management should inculcate and 

develop training and development programme every year for all the employees. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE PROBLEM 

1.1 Introduction 

Training and development of employees in developing country like Tanzania is 

necessary due to the fact that the formal educational system in Tanzania does not 

adequately teach specific job skills for a position in a particualar job or organisation. 

Specifically in banks there is a need for continuous training and development of the 

staff in the areas of customer care services on operational aspects and behavioral 

aspects of the business. Nevertheless there various factors which influence the 

execution of the training and development programmes to the employees which will 

be introduced under this chapter with the background to the problem of the topic. 

1.2 Background tothe problem 

Training is a broader essential part of human resources development  and the 

learning theories have emphasized the need for strategic administration which 

conveys  clearly the organization mission and vision in enabling the employess to 

comprehend the organization objectives for effective performance (Cole, 2002). 

Training is universally considered to be important in management theory, Employee 

training and development is one way for employees to gain both knowledge and 

expertise in the workplace (Ford 1997).  

Employee training is crucial for organizations in securing a competent and effective 

workforce. Most countries worldwide are facing shortage of trained employees in 

meeting the global demand. Where the training and development of employees is 

regarded as one of the most important functions of effective resources management 

(Nelson & Wei, 2012). In order to obtain a competitive edge in providing the best 

services to the customers, training and development which will develop a well 

productive workforce is necessary (Hyz & Pappas, 2005). 

In the FMCG industry at global level, the business environment has changed with 

intense pressure on organizations, to become ‘Learning Organizations’ and stay 
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ahead of theircompetitions by bringing innovation/reinvention in training and 

development strategy while emphasizing on planning, designing, implementing and 

evaluating the training programs. Carry out an analysis that the objective of training 

and development is to create learning organizations which ensure that employees 

through value addition can effectively perform their jobs, gain competitive advantage 

and seek self-growth: this measurable performance resulting from good training and 

development, shall enhance organizational performance (Niazi, 2011). 

Most of the African countries during their independency, the indigenous were 

holding fewer posts in the foundation level, and were highly in the middle and lower 

level. This influenced additionally the foundations, business elements and different 

companies that were existing and the newly formed. Therefore of that hole and the 

way that innovation is not static then the need emerge for employees training in 

Government institution both public and private. However the move was not that 

smooth (Stewart, J. 1996). 

In tanzania training is still viewed by most of organisation to luxury and not a 

strategic necessity and a competitive vital need. They question, "What if we train our 

employees and they leave," they ask. Well, what if you don't train them and they 

stay? .Training is one of the fundamental human resource activities in an 

organisation that goes for improving skill and efficiency in an organisation. 

Nevertheless, very often it seen that training programs does not yield the fancied 

outcomes. Employee productivity does not ascend in extent to the training 

investment (Hamis, 2000). 

Tanzania Postal Bank have a sustainable policy which address staff skills 

requirement in facilitation of their business srategies. At TPB, training and 

development programmes are classified into three categories; Staff Training, 

Personal Development and Management and Leadership Development. TPB, Human 

Resource Policy (2008). Training and development programmes are meaningful only 

if they follow the essemtial sequence of training. These comprise of the impression 

of the organisation training decision. Training is conducted with the need of 

enhancing effectiveness, productivity and emplyoees ability in task manupulation 
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especially for new employees in the organisation and inducing them with 

organisation environment. Most of the time training is conduced when the need for 

such activity is indicated by either new technology, employees turnover, transfers or 

secondments, expansion of operation, cases of advancements or promotion, number 

of accidents and mistake made by employees during work (Graham and Benett, 

1991). 

Tanzania Postal Bank for quite a long time been executing a short and long course 

staff development and training programs that went for enhancing staff aptitudes and 

specialized information to adapt to the technological changes worldwide. Viewing 

the result of the programme toward the end of each budget yearr one finds that only 

small number ofstaff are training according to programme and no subsequent made 

to uncover whether the planned objectives of the program were accomplished(TPB, 

2008). 

1.3 Statement of the Problem 

The training and development are offered by countless company and organizations in 

the country even though they are not necessarily effective and efficient, while below 

par trained personnel are likely to perform poorly even if adequate funds are 

available. The same issue was raised by Dryden (1972), who stressed that the quality 

of employees was crucial in efforts aimed at enhancing the performance employees.  

TPB also like any other company, training and programme are outlined with 

determined targets, to impact change in individual understanding, knowledge 

practices, aptitudes - and in value and beliefs; yet at the level of training and 

development implementation is taken to be as routine where no particular objective 

are observed; additionally, does not increase the knowledge, techniques, skills nor 

changing state of mind of the workers in caring out duties(Mkawe, 2004). 

The requisite for staff training and development at TPB is accelerated by the gap that 

develops as an outcome of technological changes worldwide which affect banking 

operations. In spite of the endeavors done by Human resource department and the 

management in general, to date the TPB is confronting deficiency of well-trained 
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manpower and is basically anticipated predicted to failure training programmes(TPB 

Human Resource Policy, 2008). 

Nevertheless there are various factors that influence training and development on 

organisational performancea study conducted by Salum, (2014) at Tanzania Posts 

Corporation (TPC) on factors influencing employee training and development, 

identified various training bases which were applied by the corporation in selecting 

staff for training to be;- .Introduction of new product or service,thrust on 

productivity, Introduction of new facilities or technology,demanding customers and 

better manement .Training is important, not only from the point of view of the 

organization, but also for the employees. It gives them greater job security and an 

opportunity for career advancement. A skill acquired through training is an asset for 

the organization and the employee. The benefits of training stay for a very long time. 

Training can become obsolete only when there is a complete elimination of the 

desired for that skill and knowledge, which may happen because of the technological 

changes.  

1.4 Research Objective 

This study was guided by the following research objectives 

1.4.1 General objectives 

The general objective of the research was to investigate the influence of training and 

development on organizational performance with reference to TPB. 

1.4.2 Specific objectives 

1. To determine factors influencing the execution of training and 

development on organizational performance at TPB.  

2. To identify the training and development process adopted and used by 

TPB. 

3. To determine the methods used in training and development by TPB. 
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1.5 Research questions 

In respond to research objectives the following were the research questions for the 

study.  

1. What are factors influencing training and development on organizational 

performance at TPB? 

2. What are the training and development process adopted or used by TPB?  

3. What are the methods used in training and development by TPB? 

1.6 Significance of the Study 

The study aimed at assessing the influence of training and development on 

organizational performance with reference to TPB. Hence the findings from this 

study will act as a mirror which will enable TPB and other organizations in 

improving their training and development programmes so as to achieve effective 

employee’s performance.  

The study wasalso important to the researcher in addingto her theoretical and 

practical knowledge on how to conduct research. The findings and recommendations 

of the study are useful in guiding researchers and other readers for further and future 

referencing as first point to carry out similar research on the topic and add to their 

existing knowledge.  

Finally, the recommendations from the study will benefit the not only Tanzania 

Postal Bank management but also other companies on the relevance of employees 

training at large and possible ways to be taken in order to have a successful training 

programmes. 
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1.7 Scope of the Study 

This study was conducted at Tanzania Postal Bank in Dar es Salaam, and the study 

will assess the influence of training and development on organizational performance 

in the public sector.  Also the study will focus mostly on Human resources 

department. The case study area is convenient and significant for in provision of 

valuable and reliable information for the research study. 

1.8 Limitation of the Study 

In completion of this study the researcher faced the following setbacks. 

Despite the kindness and goodwill of TPB Human Resources Management and staff 

to the researcher but also the researcher might meet few hurdles along the way some 

of them include: 

Slow return of the questionnaires. Some of the distributed questionnaires were not 

returned by the respondents during data collection. This was because of the fact that 

some employees did not give the questionnaires the priority due to their busy 

schedules. However, the researcher will use the returned scripts as well as 

information obtained through other methods such as interviews to make judgments 

Data inaccessibility and poor cooperation. Inaccessibility of some information from 

the company, some information was strictly authorized to the member of the 

organization only like accessing the TPB database as a link of some potential 

information to the researcher. Also some respondents might not render cooperation 

information to the researcher due to number of reasons some of them being busy, 

ignorance of usefulness of research work and concentration in their daily routine 

duties and hence ignoring the researcher. 

Other setbacks include time constraints. Also this study was conducted while the 

researcher was supposed to be attending her work duties as well so there was time 

constraint and materials needed for the dissertation work. 
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1.9 Delimitation of the study 

So as to carry out an effective and reliable study it was imperative that the limitations 

to the study are controlled and whenever possible discarded. Letting the limitations 

to overcrowd the research objectives lead to unreliable findings. 

To ensure an effective research is carried out the researcher had to overcome time 

constraints. To overcome time constraint the researcher dedicated more time to the 

study that include asking for early leaves from office so that data could be collected 

and the researcher to have an ample time to prepare the research report. At times the 

researcher had to work till overnight on the research report. 

To overcome resistance from respondents who were unwilling to fill the 

questionnaire and possible deliberate or undeliberate loss of the questionnaires the 

researcher mainly adopted self-administered method where respondents filled the 

questions after a diligent and persuasive rationale of the study presented to them by 

the researcher. Also a participatory observation method was applied to the study, in 

overcoming unwillingness and ignorance among the staffs at Tanzania Postal Bank, 

also the researcher adapted a participatory method in collecting information through 

recording and observing the case study without direct interaction with the staffs 

during data collection at the case study. 

This study was self-financed by the researcher who at times found it difficult to 

obtain financial resources necessary to support effective research report writing. To 

overcome the financial constraints the researcher had to allocate more finances from 

the monthly salary to support stationery and communication cost during the time of 

the research. Also to avoid exorbitant research costs the researcher opted not to 

recruit research assistants and thus data collection, data analysis and report writing 

were done by the researcher himself. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

Chapter two presented literature review on the study whereby major ideas were 

discussed and defined in covering the details on employees training and 

development. Literature review were done with a focus on the study topic with 

interrelated theories in order to back up the findings of the study. Both theoretical, 

empirical aspects and conceptual framework was discussed on this chapter.  

2.2 Theoretical literature 

2.2.1 Definition of Key Concepts 

Training 

Armstrong, (2006) define Training as a systematic advancement of skills,knowledge 

and attitudes necessaryin enhancing satisfactory performance by an employee in a 

given errand at work. According to Armstrong training includes learning of different 

tasks and in different circumstances. Learning might be something that the trainee 

needs to accomplish for himself or it may be essential to be provided to him. 

Chruden and Shermun (1976) defined Training as a procedure of helping/assisting 

employees to procure skills, techniques, knowledge, attitudes and experience which 

empower them to make best commitments to their consolidated endeavors, in 

meeting organizational objectives. The fast technological changes have created a gap 

in knowledge which expanded the significance of staff training on one hand and 

social economic developmentand individual needs have affected the manpower 

training in organizations. Consequently, it has included increasingly the significance 

and repercussions on training activities than before. Aside from these training 

activities have additionally increased exceptional acknowledgment as organization 

activities are developing, henceforth extending the knowledge requirement. 
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Development 

Development is a broad continuing multi-faceted set of activities (training activities 

among them) aimed at bringing someone or an organization up to another threshold 

of performance, often to perform some job or a new role in the future (McNamara, 

2008).  

Beardwell and Helen (2001) likewise view development as the way toward turning 

out to be progressively intricate, more detailed and separated by virtue of learning 

and maturation. It is more vocation than occupation arranged and is worried with the 

more extended term advancement and capability of the person. 

Training and Development  

Training and development can be elucidated as a planned learning experience 

intended to achieve lasting change in an individual's knowledge, skills or demeanors 

(Noe, 2011). As per Subha (2011), training and development is any endeavor to 

enhance present or future employee performance by expanding a worker's capacity to 

perform through adapting, for the most part by changing the employee’s attitude or 

expanding his or her aptitudes and learning. 

Training is more than just building skills and knowledge of every individual of your 

team for their very own advantage. As per Kelly, (2011) Companies that have put 

resources in training report the following advantages: First; Improved selecting; 

Today's occupation candidate is searching for a situation that cultivates self-

awareness and advancement. For some employment seekers, training in each piece is 

as vital as the remuneration bundle. A powerful preparing program permits you to 

cast a more extensive net by procuring individuals with the correct mentality and 

building up the abilities can come later. Also; Higher maintenance; When individuals 

realize that an organization has confidence in their self-awareness, they are probably 

going to remain with that organization for a more drawn out timeframe. In 

conclusion, Better yield; the lower your turnover rate, the more gainful, excited and 

inspired your workforce. Representatives will pack their new learning and aptitudes 

into all that they configuration, create and benefit. 
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2.3 Organizational Performance  

According Armstrong (2003), organizational performance involves different 

elements incorporating proficiency in resource mobilization, allocation, utilization, 

consequently being generally affected by the disposition of individual towards work, 

the inspiration level of human resource and the style of administration practiced. 

Organization performance alludes to those demeanors' that have been evaluated or 

measured as to their commitment to organization objectives (Cook and Hunsaker, 

2001). The attitude or behavior showed the approach and abilities of the management 

extraordinarily line administration that helps them to utilize the assets' effectively 

and professionally with competency. However, this competency is improved with the 

assistance of training and development. 

Most organizations have long recognized the importance of training to its 

development. As new technology progresses, making certain jobs and skills 

redundant, an increasing emphasis is being placed on the need for a skilled and 

highly trained workforce. Many of the jobs being replaced by machines have been of 

an unskilled and semi-skilled nature, and this emphasizes the need for higher 

education and skills for those wishing to gain employment in the future.  

According to Armstrong (1996), expressing an understanding of training emphasizes 

that training should be developed and operated within an organization by 

appreciating learning theories and approaches if the training is to be well understood. 

This was also affirmed by Sherman et al (1996). They expressly indicated that the 

success of a training program depends more on the organization’s ability to identify 

training needs and the care with which it prepares the program so that if the trainees 

do not learn what they are supposed to learn, the training has not been successful. 

They further indicated that training experts believe that if trainees do not learn, it is 

probably only because some important learning principle had been overlooked. What 

they are saying is that the success or failure of a training program is frequently 

related to the recognition and application of basic psychological principles of 
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learning. This assertion is not necessarily right. If the trainees do not learn anything 

then of what benefit will they be for the organization. If trainees return empty, with 

nothing to contribute, it can also mean that even though the organization might have 

done all that is necessary to ensure a successful training program, the wrong 

candidate might have been selected for the training program. 

Training is therefore a key element for improved organizational performance; it 

increases the level of individual and organizational competences. It helps to reconcile 

the gap between what should happen and what is happening – between desired 

targets or standards and actual levels of work performance. Although many 

employers continue to have reservations about the cost and extent of tangible 

business returns from training, the development of skills has been identified as a key 

factor in sharpening competitiveness. The economic and technological trends, the 

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

result, provide clear signals that training and development are so relevant that both 

organizations and individual stakeholders must give a serious attention to (Casio 

1989) 

2.4 Principles of Training 

According to Bryn Leslie (1990), there are four main requirements for learning to 

take place. The first is motivation. The old saying that a horse can be led to the river 

but cannot be made to drink cannot be over emphasized as it contains an important 

lesson for the trainer. People learn if they accept the need for training and commit to 

it. If their motivation is weak, for instance if they doubt their ability to learn, no 

matter how well their training is designed and implemented, its effectiveness will be 

limited. 

Edwin Flippo (1976), also came out with the fact that the more highly motivated the 

trainee, the more quickly and thoroughly a new skill or knowledge is learned. This 

means training must be related to something which the trainee desires. This could be 

money, job promotion, recognition and so on. The second requirement is cue. 

Through training the learner recognizes relevant cues and associates them with 

desired responses. The third one is response. Training should be immediately 
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followed with positive reinforcement to enable the learner feel the response. The 

reinforcement should be positive, timely and consistent. (Bryn Leslie 1990).  

Finally, feedback – the information the learner receives indicating the quality of his 

response is the feedback. It should be made available as quickly as possible to ensure 

possible effective learning. Even though these learning principles are good, they fail 

to talk about practice where the learner actively participates in using the skills and 

knowledge acquired. Furthermore, it also fails to mention that the level of aptitude 

and intelligence of individuals are different and that could affect the methods of 

training 

2.5 The Training Process 

Scores of Literature available on training (Cuming 1968, Italsey 1949, Dole 1985) 

indicate that traditionally, training in an organization involves systematic approach 

which generally follows a sequence of activities involving the establishment of a 

training policy, followed by training needs identification, training plans and 

programs design and implementation, evaluation and training feedback for further 

action. 

2.5.1 Training Policies and Resources 

Kenney et al (1992:3) makes a point that companies should have different policies 

for training depending on the class or level of employment or level of employees to 

be trained. They pointed out that training policies are necessary for the following 

reasons: 1) To provide guidelines for those responsible for planning and 

implementing training; 2) To ensure that a company’s training resources are 

allocated to pre-determined requirements; 3) To provide for equality of opportunity 

for training throughout the company; and 4) To inform employees of training and 

development opportunities. As much as these policies seem to be accurate, they are 

silent on the elements of budgetary provision and top management support for 

training.  

According to Michael Armstrong in his book A Handbook for Personnel 

Management Practice (1996:55), training policies are expressions of the training 
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philosophy of the organization. He also affirms the assertion of Kenny et al (1992), 

but even further stated that training policy shows the proportion of turnover that 

should be allocated to training. He again advocated that a training philosophy is 

imperative to indicate the degree of importance the organization attaches to training. 

This will if not eliminate entirely, reduce the laissez-faire approach to training. 

Notwithstanding the essence and the benefits of training, policies can prove to be a 

difficult task for Directors especially it they are doing so for the first time, and if they 

do not have the advice of a training officer with previous experience at the level. 

These perspectives are; organizational, departmental or functional, job and 

employee. Organizational need – the organizational analysis happens in a situation 

where effectiveness of the organization and its success in meeting its goals are 

analyzed to determine where deviation or differences exist. This makes it easy to 

know what program to be implemented. According to Kaufman (1974), organization 

analysis looks at the variances between their success and failure to ascertain which 

ones training could help remedy. Functional need – at this level, training managers 

analyze the specific ability needs determined by job descriptions and job 

specifications of the jobs in the work area or work unit.  

The need can also be determined by observing the job performance of work groups 

and survey job holders, supervisors, and training committees. Any lapses in their 

efficiency and effectiveness help determine the training need. Individual need – 

Kaufman continues that employees’ training needs could be measured by the 

individual performances of the employees. He stated that the effectiveness and 

efficiency is measured against the required standards through interviews, 

observations, attitude surveys, or objective records of their performance. The 

researcher thinks that these three levels – organizational, functional and individual 

gaps between expected results and actual results can suggest training needs, for the 

researcher, active solicitation of suggestions from employees, supervisors, managers 

and training committees can also provide training needs ideas. The particular 

perspective chosen will depend on the circumstances. For example, if changes in the 

external environment of the organization are exerting pressures for change internally, 

then a corporate or organizational perspective needs to be taken. 
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2.5.2 Determination of training needs 

The first step in managing training is to determine training needs and set objectives 

for these needs. According to G.A Cole (2002) if an organization has to justify its 

training expenditure, it must surely do so on the basis of organizational need. 

Organizations adopting a systematic approach to training and development will 

usually set about defining their need for training in accordance with a well-organized 

procedure. Such a procedure will entail looking at training needs from a number of 

different perspectives. 

2.5.3Training methods 

According to Kempton, the approaches that can be used in implementing training fall 

broadly into; on the job and off-the job techniques, notwithstanding that some of the 

training techniques cut across (Kempton 1995). 

 

On-the job training techniques 

On- the job training is one of the approaches to training. It has been defined as, 

‘training that is planned and structured that takes place mainly at the normal work 

station of the trainee-although some instruction may be provided in a special training 

area on site-and where a manager, supervisor, trainer or peer colleague spends 

significant time with the trainee to teach a set of skills that have been specified in 

advance. It also includes a period of instruction where there may be little or no useful 

output in terms of productivity’ (Holden 2001:332). Some of the on-the job training 

techniques include job enrichment, job rotation, special project, secondment, 

coaching, mentoring and planned experience. The effectiveness of the on- the job 

training depends mainly upon immediate supervisors and qualified trainers.On- the 

job training has also been argued to be the most useful but equally the most abused 

and most unsuccessful method of training (Kenny and Reid) 
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Off-the job training 

Off-the job training includes group discussion, individual tutorials, lectures, reading, 

training courses and workshops (Kempton 1995). This type of training has been used 

as a proxy for more general training in this study. While there are many forms of off-

the job training, this study focuses on training courses and this is because courses 

permit individuals to leave the day to day demands of their jobs behind so that they 

can concentrate on analyzing past behaviors and reflecting on what has been 

successful and what has not. This is also because training courses fall in the longer 

term training episodes that are the main focus of this research. According to 

Kempton (1995), this kind of training offers an opportunity to impart knowledge and 

skills that can be learnt or practiced in a safe environment. 

2.5.4 Evaluation of Training 

Upon checking the effectiveness of training, Kenney et al (1992) stated that the 

training program is reviewed during and after its completion by the training officer, 

the line manager, and if necessary, by the trainees themselves. Evaluation differs 

from validation in that it attempts to measure the overall cost benefit of the 29 

training program and not just the achievement of its laid down objectives. Hamlin 

(1974) advocated that until control measures are taken to correct any deficiencies 

after the training, evaluation has not been completed and thereby ineffective. 

Evaluation is an integral feature of training, but it could be difficult because it is 

often hard to set measurable objectives. 
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2.6Theories Related to the study 

In this part of theoretical literature reviewed, two theories have been used to 

investigate the influence of training and development on organizational performance. 

Theories are important in choosing and implementation of training and development 

processes.  

2.6.1 Learning Theory 

Organizations have an economic need for employees to be flexible within the 

workplace. The culture should encourage them to use their own initiative and apply 

the knowledge to undertake a variety of tasks. Cognitive learning lets the workforce 

learn strategies, and then transfer the learning to be able to solve problems. Lewin 

(1958) broke the learning down into three key stages. The first stage is the disposal 

of the old level (Unfreezing), Unfreezing is necessary to overcome the strains of 

individual resistance and group conformity. The second stage is to implement the 

new structures and process (moving), In this step, it is necessary to move the target 

system to a new level of equilibrium and the final stage involves stabilizing the 

company with its new structures (refreezing). This step needs to take place after the 

change has been implemented in order for it to be sustained or “stick” over time. It is 

high likely that the change will be short lived and the employees will revert to their 

old equilibrium (behaviors) if this step is not taken. This technique will be used so 

asthe organization and the employees would be able to understand and implement 

improvements to their methods of working. 

2.6.2 Resource Based Theory 

The resource –based theory has been an important step in strategic management, as it 

has provided a new point of view to explain a firm’s success. According to the focus 

on resources, a firm’s success is due to joint resources and capabilities which an 

enterprise’s owns and which makes it different from its competitors. The theory was 

influenced by porters (1980,1985) studies in the strategic management which 

explains a firm’s success. The theory is criticized to be too broad as it suggests 

investing in human resource development as source of competitive advantage 
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without providing how to handle other competitors who are using the same 

strategies. The strength of the theory is that it portrays the need of the organization to 

value and develop human resources in order to build up the capability and 

competitive advantage and use of developed talents for organizational success. The 

theory shows the importance of organizational to value the employee’s capability, 

talents and knowledge. The study will be guided by the theory as due to its strength 

in addressing training and development for organizational effectiveness. 

2.6.3 Equity Theory 

According to Adams, (1965) focuses on individuals‟ perceptions of how fairly they 

are treated in comparison to others. People judge equity by comparing inputs such as 

education, experience, effort, and ability to outputs such as pay in wages or salaries, 

loans and funds, recognition, benefits, and promotion.  

Equity theory is straight forward. It plays a great role on explaining the importance 

of fairness in terms of equity at work place. For instance, employees in the 

organization have tendency to compare themselves what they contribute and what 

they are paid. However, employees working in the organization can be paid 

differently, and this may become as a means of motivator. Therefore, is a critic to 

this theory. The theory also has important in the job design and reward system. 

 

2.7Factors Influencing Training and Development Decisions 

Organization and seasonal business demand is one of the factors that influence T&D 

decisions in improving organizational performance. No matter what organization or 

company you work in chances are that you will experiences some seasonal change in 

your organizations activity. Seasonal fluctuations in the hospitality industry make 

training more difficult to deliver yet even more critical to provide. Therefore, it is 

important to explore the issues of training in the hospitality industry and the 

challenges posed for the hospitality organizations in order to create effective 

hospitality leadership development training programs. (Joan, 2012). Jafari and 

Fayos-Sola (2006), in their study state that the tourism industry’s success will 
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continue to depend on training the workforce in order to prepare for the seasonal 

fluctuations. Labour issues confront lodging industry in good and bad times. 

Employee training is viewed as a means to manage labour challenges and the 

hospitality industry is not well known for specializing in employee training 

(Bergman, 2005).  

The need to improve performanceis another factor influencing T& D decisions. 

Aguinis and Kraiger (2009) study indicated that training results in improved 

organizational performance (e.g., profitability, effectiveness, productivity, operating 

revenue per employee) as well as other outcomes that relate directly (e.g., reduced 

costs, improved quality and quantity) or indirectly (e.g., employee turnover, 

organization’s reputation, social capital) to performance. Guerrero & Barraud-Didier 

(2004) in their survey showed that 4.6% of the variance in financial performance was 

explained by training. Arag ́ on-S ́anchez et al. (2003) in their study operationalized 

organizational performance as (a) effectiveness (i.e., employee involvement, human 

resource indicators, and quality), and (b) profitability (i.e., sales volume, benefits 

before interest and taxes, and a ratio of benefit before taxes/sales). Results indicated 

that some types of training activities, including on the job training and training inside 

the organization using in house trainers, were positively related to most dimensions 

of effectiveness and profitability. 

Another factor is the introduction of new approaches and processes to business 

greatly influence employee training. As the nature of work changes, employees are 

increasingly required to develop a wide, mutable set of skills that are essential to the 

success of their organizations. Yet few workers possess the cultural competence, 

interpersonal skills and technological proficiency required for these changing work 

demands (Salas &Stagl, 2009). Susomrith and Coetzer (2013) in their exploratory 

study stated that a number of participants actively sought information on training and 

development opportunities and their reasons included the desires to keep abreast of 

the latest developments in the field and to capitalize on networking opportunities that 

attendance at external training and development events would provide. 
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Additional factor influencing T& D decisions according to Chand (2012) in his 

article states that mechanization, computerization and automaton have resulted in 

many changes that require trained staff possessing enough skills. The organization 

should therefore train the employees to enrich them with the latest technology and 

knowledge. With modern inventions, technological up gradation and diversification 

most of the organizations have become very complex and staff training has therefore 

become mandatory. The global economy and technological advances of today require 

organizations to make constant adjustments in order to maintain a competitive 

advantage (Aguinis&Kraiger, 2009). One such change is the set of knowledge, skills 

and abilities that are now critical for success. Most employees do not inherently 

possess the qualities needed to meet these changing work demands, however. As a 

result, organizations invest billions of dollars in training interventions every year 

(Paradise, 2007). 

Another factor is Resources; Financial resources, human resources and time are 

factors considered here. Lack of time to attend training on the part of employees due 

to work pressure; cancellation/ postponement of training opportunities on the part of 

management to ensure work load is completed; and lack of time to develop new 

human resource development initiatives are inhibiting factors. Lack of money in the 

form of investment in the human resource development function and departmental 

budgets also inhibit training. lack of money in the form of investment in human 

resources development function and departmental budgets inhibit training in 

theorganization. Sambrook, (2002). Many organizations regard training as a cost 

rather than an investment in human resources, as argued by Harrison, (1988) that in 

many organizations today training is under attack and starved of resources. 

Another is high employee turnover plays a role in determining the ability of an 

organization to provide employee training. One school of thought argues that training 

leads to an increase in turnover while the other states that training is a tool to that can 

lead to higher levels of employee retention. Training can have a considerable 

influence on company finances as there are several potential training costs that 

companies may incur. Turnover plays a significant role in the amount of training 

investment companies will assume. The greater the chance of employee turnover, the 
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less likely a company will invest in it(Brum, 2007). Mapelu and Juma (2013) 

findings indicated that employee development significantly affected employee 

turnover (p=.005) 2-tailed. The study states that training is a tool that can assist 

banks in building a more committed and productive workforce. Although training 

plays a major role in this process, banks need to look at additional strategies and 

practices that can enhance commitment.  

Sambrook, (2002) suggests that training and development in work is influenced by 

many factors, and the same factors can be expressed in both a positive and negative 

manner. According to him, the following are factors that influence training: Lack of 

clarity concerns both the changing role of Human Resource Development 

Professionals, and new approaches to working. It includes lack of understanding 

regarding Human Resource Development goals, tasks, responsibilities and objectives 

and even distance between managers and the Human Resource Development 

function. Another reason here is the lack of practical information regarding the need 

for training, training progresses and training opportunities. Other factors are lack of 

clear communication, clear training systems, procedures or policy and a widely 

shared understanding of the importance of training and personal development. When 

all these issues are clear, they tend to support training in the organization. A 

Learning Culture; Absence of a learning culture is an inhibiting factor to training. It 

is difficult to develop a learning culture. It is very difficult to motivate employees to 

share knowledge or engage in learning process if they are not used to this or 

perhapseven reluctant to do so. However, if an organization has a culture open to 

learning, this makes easier to change Human Resource and Development practices, 

such as developing responsibility to managers and employees, and creating 

opportunities for learning within work activities.   
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2.8 Empirical Literature Review. 

Julie (2015) conducted a study on Factors influencing staff training and development 

decisions in state-owned hotels in western Kenya. The objective of this research was 

to establish factors influencing staff training and development decisions in state 

owned hotels in Western Kenya. The researcher employed a case study and the target 

population comprised the four state-owned Hotels in Western Kenya. These state 

owned Hotels are Kisumu hotel, Sunset hotel, Kericho Tea Hotel, and Golf Hotel 

Kakamega. In using Primary source data was gathered using Semi-Structured 

questionnaires comprising qualitative and quantitative questions. The Statistical 

Package for the Social Sciences (SPSS) computer software was used for the analysis. 

Measures of central tendency (mean) frequencies and percentages were used to 

describe and summarize the research findings.  

The results were presented in tables and charts.  Amongst the factors influencing 

training and development in the hotel industry include organizational factors such as 

Lack of time, high employee turnover, high business demands, cost and lack of 

resources has been a major barrier to training and development within the Hospitality 

sector. The study established that the major factors influencing staff training and 

development decisions in the State-Owned Hotels in western Kenya were the need to 

enhance productivity and improve performance, introduction of new approaches and 

processes to business and the need to match employee specifications with the job 

requirements and stake holders’ needs. Human resources are the key asset in 

organizational survival and yet most of the State Owned hotels consider the human 

relation factors to a moderate extent while formulating their T&D decisions. 

Therefore, the researcher recommends that greater Therefore, the researcher 

recommends that greater emphasis on the needs and welfare of the employees should 

be taken into account by the managers when formulating T&D decisions. 

  



22 

 

According to the research study conducted by Mchanakutwa, (1999) at the Tanzania 

Electricity Supply Company, it was revealed that regardless of fund allocation for 

staff training and development yet the company did not conform fully to its training 

policy. Staffs were sent for further training without identifying the needs of the 

company. The training committee of TANESCO relied more on discussing the 

training budget putting aside training needs of the organization. Due to lack of 

training needs identification, TANESCO found itself having a surplus of trained staff 

in some departments without matching jobs to do. The above situation according to 

the researcher made the trained staff to resign from the services of the company. The 

Training Bonds which required employees to remain and serve TANESCO for a 

certain period after coming back from training were not adhered due to laxity of 

management to make effective enforcement of such bonds.  

A study conducted by Salum, (2014) at Tanzania Posts Corporation (TPC) on factors 

influencing employee training and development, identified various training bases 

which were applied by the corporation in selecting staff for training to be;- 

.Introduction of new product or service, Introduction of new facilities or technology, 

Gap between performances of employees against required output, Enhancement of 

manpower skills according to manpower planning, Employee’s individual initiative 

and lastly Self-sponsorship. According to the study, 88% of employees underwent 

training as a result of their respective heads of departments recommendations. 

Nevertheless, the training at the TPC was discovered not to be transparent enough 

such that some staff complained and wondered which criteria were applicable in 

selecting staff for training. The researcher discovered that TPC had no official 

assessment mechanism specified to measure training success as well as performance 

degree on the activities of the corporation. 

Another research undertaken by Hamis, (2010) at the Tanzania’s Ministry of Health 

(MoH) found that the training at the Ministry was not effective because the 

Government did not allocate sufficient funds for the training purpose. Moreover, the 

training programmes were not implemented and worse still there was no training 

evaluation conducted to measure training acquired and actual translation of such 
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training into actual work performance. However, the training function has been 

affected by several factors some being that, the concept has not been understood in 

organizations. People in managerial positions have remained idle on training 

responsibilities thinking that the job is solely a responsibility of the Training or 

Personnel Departments. In fact, training is a responsibility for every manager and 

supervisor. Training activity in some organizations has further suffered from 

financial constraints and lack of well-qualified personnel to coordinate it because 

many organizations disregard it. Kilugwe, (2009) in her study to Morogoro 

Municipal Council revealed that some of the factors limiting implementation of 

training program are age limits, lower level of education and limited budget. A study 

by Seleman, (2009) revealed that one of the factors limiting implementation of 

training program at Mzumbe University was shortage of funds. 

2.9Conceptual Framework 

According to Kinyua, (2011) a conceptual framework is used to outline possible 

courses of action or to present a preferred approach to an idea or thought. The study 

conceptual framework shows the relationship between independent variables and 

dependent variable. 

An independent variable is that variable which is presumed to affect or determine a 

dependent variable. It can be changed as required, and its values do not represent a 

problem requiring explanation in an analysis, but are taken simply as given (Dodge, 

2003). A dependent variable is a variable dependent on another variable: the 

independent variable. A dependent variable is what is measured in the experiment 

and what is affected during the experiment. The dependent variable responds to the 

independent variable (Everitt , 2002). It is called dependent because it depends on the 

independent variable. In a scientific experiment, you cannot have a dependent 

variable without an independent variable. 

In this study the dependent variables is organizational performance in TPB branch of 

kariakoo. Independent variables include all aspects of organizational performance 

such as internal factors and external factors.The relationship between independent 

and dependent variablescan be represented in figure 2.1 
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Figure 2.1 Conceptual Framework for the study 

Source: Researcher, 2017 
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2.10Research Gap 

Training and development activities are important elements of the human resource 

management function of an organization; it is an issue that has to be faced by every 

organization. From empirical and past research studies done on training and 

development practice show some elements of training practice without going into 

deep analysis on the factors influencing training and development on organization 

performance, and how training to employees have contributed into organizational 

performance and development.  

In addition to the fact that the studies referred were undertaken some years ago so 

there is a possibility that the findings they produced are outdated in the current 

environment given the rapid technological advancements over the few past years, 

also there has not been a study that specifically examined the impact of trainings to 

employees on organizational performance and development. Due to those shortfalls, 

the researcher will conduct a study on the influence of training and development on 

organizational performance. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

Under this section the researcher discussed how the research was conducted and the 

means which were be applied on gathering data and the methods which were used in 

sampling and attainment of sample size. Research methodology encompasses data 

collection methods, research design, sampling design, operational definitions of 

constructs, measurement scales, and data analysis. 

3.2 Research Design 

A research design is arrangement of conditions for conducting and analysis of data in 

a manner that aims to combine relevance to the research purpose with economy in 

procedure (Kothari, 2005). In undertaking this study, the researcher use case study 

design as it allows intensive of the research area over other research outlines.Kothari, 

(2008) noted that a case study involves a careful and complete observation of social 

units. Case study design gives the premise to speculation for the unit under the study 

furthermore the contextual investigation explore configuration is both time and cost 

productive. 

 The fact that, researcher would have the capacity to confirm data on the spot through 

observation and by becoming to be a part of the unit of study, brings more prominent 

probability of having accurate data. Case study was appropriate for this study 

because an in depth analysis were done on factors influencing training and 

development on organizational performance.   

3.3 Area of the study 

This study was carried out at Tanzania Postal Bank, and the study determine the 

influence of training and development on organizational performance in the public 

sector.  Also the study will focus mostly on Human resources department. The case 
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study area is convenient and significant for in provision of valuable and reliable 

information for the research study. 

3.4 Population and sample size 

3.4.1 Target Population 

A population is a group of individuals, objects or items from which samples are 

taken for measurement, for example a population of students, Kombo and 

Tromp(2006).The population for this study comprised of all workers from the study 

area. The target populationof 241TPB staff will be the chosen population from the 

study area as they are considered suitable for drawing the findings relating to the 

performance reviews practices towards attaining quality and enhanced organizations 

performance. 

3.4.2 Sampling technique 

The studymade use of stratified random sampling to obtain data from respondents. 

This technique is appropriate as the respondents will be the workers from TPB and 

the researcher intends to get a sample which was well representative of the entire 

population hence it would be more appropriate to get the workers from different 

departments and from different levels. The respondents from head of departments 

were selected by judgmental sampling technique to enable the researcher to get the 

right data on employees training. 

3.4.3 Sample Size 

The sample is referred as the section of population chosen for study (Greener,2008). 

The study included a sample size of 150 respondents from TPB Kariakoo Brank. The 

selection of the respondents will be in the following distribution.  
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Table 3.1 Sample distribution  

Type/category of respondents Number of respondents Percentage 

Administrative and Service Department 14 9 

Human Resources Department 12 8 

Customer service Department 49 33 

Finance and Account Department 18 12 

Sales and Marketing Department 27 18 

Bank Officers 30 20 

Total 150 100 

Source: Researcher, 2016 

3.5 Types of Data 

During the study the researcher decided to collect both primary and secondary data in 

answering research questions.  

3.5.1 Primary data 

These are fresh data direct gathered by the researcher from the research area of study 

for the purpose of answering research questions according to Kamuzora, 2008. 

Primary data were collected through the uses of interview questions, questionnaires 

and observation guides. The benefits of primary data are; It helps the researcher to 

clear for all misunderstandings. It ensures that questions are answered to satisfaction. 

It helps the researcher to cover a wide range of selected sample where literate and 

illiterate respondents accommodated.  
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3.5.2 Secondary Data 

Are data, which are obtained from books, reports, and magazines where by 

information gathered from sources already existed. Secondary data were collected by 

the researcher as the second hand materials and obtained through the documents 

written by other people, to collect secondary data various documents concerning this 

subject will be revised by the researcher. 

3.6 Data collection methods. 

In research, data collection refers to gathering specific information aimed at proving 

or refuting some facts (Kombo & Tromp, 2006). The study will use more than one 

method of data collection so as to avoid bias and unreliability of data. The study will 

use interview and documentary review as data collection methods so as to get 

information from respondents and other sources respectively. 

3.6.1 Interviews 

Interviews are questions asked orally. There are various forms of interviews that 

include unstructured interviews which are flexible, semi structured interviews which, 

also, are flexible and structured interviews which have high reliability of the 

information gathered (Kombo &Tromp, 2006). This method will be employed to find 

information while allowing individual self-expression. Interview questions will be 

used to the Head of department. The interviews will be conducted and responses will 

be recorded by the researcher accordingly. Both qualitative and quantitative approach 

will be used. 

3.6.2 Documentary Review 

Documentary review is a process of reading various extracts found in offices or 

places dealing with or associated with issue related to what the researcher is 

investigating (Botha, 1989).The documents used consists of training reports and 

other related documents similar documents similar to the study. 
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3.7 Data Collection Instruments 

According to Weimer (1995) Data collection instruments refers to the device used to 

collect data, such as a paper questionnaire or computer assisted interviewing system, 

which then enables one to answer relevant questions and evaluate outcomes. For our 

study the following instruments will be used. 

3.7.1. Interview questions 

Interview were conducted to get additional information from key informants about 

the influence of training and development on organizational performance at the TPB. 

This was responded by the head of departments. The interview questions are 

appended in Appendix. 

3.7.2 Questionnaires  

Questionnaires were used to solicit information from respondents about Influence of 

training and development on organisational performance. The questionnaires were 

distributed to 150 respondents, and were required to be returned to the researcher. 

The questionnaire sample was attached on appendix  

3.7.3 Documentary review schedule 

Documentary review guide was designated in order to ensure that all important 

documents are available for the exercise 

3.8Management of Data 

According to Kothari, 2004 Data collection techniques which were applied are most 

effectively when they provide relevant, satisfied and correct information for research 

questions. In this research study the researcher is expecting to gather relevant 

information which will answer all the research questions 
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3.8.1 Coding of Data 

Data coding refers to a process of assigning numerals or other symbols to the 

answers so that responses can be put into a limited number of categories or classes 

which will be appropriate to the research study.  

3.8.2 Editing of Data 

Data editing in information will be accumulated from the interviews conducted, 

researcher’s observation, and questionnaires will be checked and adjusted for clarity 

and consistency, uniformly entered as complete as possible and were well arranged 

to facilitate coding and tabulation maximum accuracy of data. 

3.8.3 Data Reliability 

Reliability means that measurements made are consistent, i.e. According to Goddard 

& Melville, 2001 on the off chance that a similar experiment is performed under 

similar conditions; similar estimations will be acquired. This will measure how much 

an exploration instrument that gives predictable outcome or information after 

rehashed trials. The study will make trial of various instruments to ensure reliability. 

3.8.4 Data Validity 

Validity means that the measurements are correct, i.e. the instrument measures what 

it is proposed to measure, and that it quantifies this effectively. (Goddard and 

Melville, 2001). Validity is consequently the exactness and weightiness of 

interference, which depend on the research result. The researcher ensures validity 

through ensuring that information gathered are genuine reflection of the factors. 

3.9 Data analysis Plan 

The data collected was analyzed and organized in a manner that meet the study 

objectives as far as making appropriate inference and recommendations. To make the 

research report justifiable, the structure of qualitative and quantitative techniques for 

data analysis and presentation will be applied. Data analysis refers to the systematic 
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organization and synthesis of research data and answering research questions (De 

Vos et al. (2005). In this study, both qualitative and quantitative data were obtained 

For quantitative information, the analyst performed enlightening examination, in 

which the researcher will utilize just frequencies. Information will be arranged, 

coded and afterward entered in computer programme; Microsoft Excel was used to 

deliver a diagrams of information in type of recurrence tables. On presentation and 

examination of the discoveries, the recurrence with which a word or portrayal 

showed up will be utilized to decipher the possibility (subject) of the entire substance 

as to connection feelings of the respondents. From that point the researcher will 

analyze the relationship (circumstances and end results) between every free factor 

and the reliant variable 

In analyzing quantitative and qualitative information the researcher utilized two ways 

which were data coding and data editing.  

3.10 Ethical Consideration 

On this research proposal, the researcher abide with guideline of Mzumbe University 

on writing thesis, also comply with the rules and obligation of copyrights as 

stipulated by Mzumbe University bylaws under the new system of avoiding 

plagiarism in thesis writing. Also abide to other ethical regulations including that of 

using time properly so as not to expel respondents.  
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CHAPETR FOUR 

DATA PRESENTATION,ANALYSIS AND DISCUSSIONOF FINDINGS 

4.1 Introduction 

In this chapter, the responses to the questionnaire, interview anddocumentationwith 

regard to the factors influencing training and development on organization 

performance were presented, analyzed and discussed. These findings were collected 

merely from human resources department and employees at Tanzania postal bank 

and were presented basing on the research questions and/or research objectives. It is 

from this chapter the factors influencing training and development on organization 

performance were identified and substantiated with evidence. Specifically, the 

findings are meant to answer the research questions.  

4.2 Characteristics of the Respondents 

The respondents were from Tanzania postal bank staff since it is a case study for the 

research. The researcher collected data from the respondents through interviews 

questions, questionnaires and documentationon the case study area. The main area of 

concentration was human resources department since it is the only department which 

direct deals with staff training and development.  

4.2.1 Respondents rate and department 

The researcher conducted a study from 150 respondents through questionnaires and 

in depth interviews nevertheless not all the questionnaires were returned due various 

reasons as they indicated it was due to time constrains, high demanding task and 

ignorance as observed by the researcher. Only 82% of the distributed questionnaires 

were completed and returned to the researcher by the respondents. Nevertheless, 

interview was randomly conducted to the respondents in order to collect information 

from those who failed to return and fill the questionnaires. 
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Table 4.1 Respondents rate and departments 

Type/category of respondents Number of 

respondents 

Actual number 

of respondent 

Percentage 

Administrative and Service Department 14 11 9 

Human Resources Department 12 12 10 

Customer service Department 49 44 36 

Finance and Account Department 18 13 11 

Sales and Marketing Department 27 19 15 

Bank Officers 30 24 19 

Total 150 123 100 

Source: Researcher, 2017 

Table 4.1 above indicated the rate of respondents according to their departments, the 

respondents were asked to indicate their respective departments in the questionnaires. 

From the findings it was revealed that only 123 of the research sample return the 

distributed questionnaires which is equivalent to 82% due various reasons including 

being busy, some ignore the researchers work and other claim time was not enough. 

4.2.2 Age of the respondents 

Age of the respondents was another factor considered in gathering information for 

the case. Age was also another determinant for respondent’s participation in training 

at Tanzania postal bank. 
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Figure 4.1 Age group of respondents 

 

Source: Research Data 2017 

The findings from figure 4.1 above shows that the majority of the respondents 

43(35%) of them are of age between 26 -36 years, followed by 39(32%)  of the 

respondents age between 37 - 47 years, and old age between 48 - 58 comprised 

26(21%) while the young age group below 25 years is comprised by 15(12%) of the 

respondents. 

4.2.3 Marital Status of the respondents 

With regard to marital status most of the Tanzania postal bank employees were 

married 67(54%) compared to single 49(40%) Divorced and widowed are very few 

and each has contributed only 5(4%) percent of all the respondents. This had been 

the case since most of the employees are with age between 26-36 who completed 

university and started family. 

  

below 25 26 -36 37 - 47 48 - 58 total 

Percentage 12 35 32 21 100

Frequency 15 43 39 26 123

0

20

40

60

80

100

120

140



36 

 

Figure 4.2: Marital status of respondents 

 

Source: Research data 2017 

4.2.4 Education level of the respondents 

The respondents were also required to indicate their level of education on the 

questionnaires. The study found the population of interest to have satisfactory 

literacy rate, due to their job position as they need most qualified personally with 

university education. Generally, all banks staff have got college education and above. 
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Figure 4.3 Distribution of respondents by their level of education 

 

Source: Research Data 2017 

The results show in the figure 4.3 above shows that most of the respondents have 

attain a level of degree about 84(68%)of them, 21(17%) of them have master degree 

as the highest level. While 12(10%) of the respondents attain diploma and the 

remaining6(5%) attained a certificate level of education. 

  

Secondary Certificate Diploma Degree
Master 

Degree
Total

Percentage 5 10 68 17 100

Frequency 6 12 84 21 123

0

20

40

60

80

100

120

140



38 

 

4.2.5 Work experience of the respondents 

Work of experiences of the respondents from Tanzania postal bank was also 

considered in this study, the respondents were asked to indicate years of experience 

on the questionnaires, this influence the respondents’ reliable information for 

referrals. The result was cross tabulated against years of service and was as shown in 

figure 4.4 

Figure 4.4 Work experience of the respondents  

 

Source: Research Data 2017 

The findings show that 28(23%) of respondents have experiences of 1 to 5 years, and 

43(35%) of those in service for that period were 6-10 years in work engagement. It is 

also established that 30(24%) of those who had served for a period of 11to 15 years, 

the findings further show that 22(18%) of those who served for a period of over 16 

years.  
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4.2.6 Gender of the respondents 

The respondents were also asked on the questionnaires to indicate their gender. The 

results were then cross tabulated designation and the result was given in the figure 

4.5 below.  

Figure 4.5 Gender of the respondents  

 

Source: Research Data 2017 

Results in the table above depict that most of the respondents 56% were males while 

44% were females. 
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4.3 Training Programmes at Tanzania Postal Bank 

The respondents were asked on the questionnaires to indicate whether there are 

yearly training programmes at Tanzania postal bank as on figure 4.6 only 58% of 

them knew that there was a workable training programme at Tanzania postal bank. 

The remaining 65% did not know if there was a training programme.  

Figure 4.6 Respondents on whether TPA have training programmes 

 

Source: Research Data 2017 

Finding from the above figure 4.6, the respondents suggested that training 

programmesat TPB was not known by 65% of the employees. Lack of clarity could 

be one among factors that constrained training within an organization. It was 

observed that, clarity concerning lack of understanding regarding Human Resource 

Development goals, tasks, responsibilities and objectives and even the distance 

between managers and the Human Resource and Development function increased. 

Another reason here was the lack of practical information regarding the need for 

training, training processes and training opportunities. Some employees pointed out 
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that factors such as lack of clear communication were one of them, while other 

considered that only new employees are the once to undergo training. 

4.4 Factors Influencing the Execution of Training and Development on 

Organization Performance at TPB 

Employee training and development is important as it increase the quality services 

provided as a result of potentially fewer mistakes, consequently accuracy, 

effectiveness, good work, safety practices and good customer services. According to 

human resources manager at TPB a well-trained personnel is central to both 

productivity and success of the bank. From the study it was revealed that at Tanzania 

postal bank staff are trained to improve performance and productivity and to transfer 

skills according to technological changes in the banking industry. 

The respondents were asked to indicate the reasons for the execution of training 

programme by the company. From the study, the results from the posed question 

differ from each department merely from top management to junior staff. The human 

resources department and top management at Tanzania postal bank indicated that 

training is merely to boost employee’s performance and productivity also transfer of 

skills needed in adoption to changes while most of the employees indicated that it 

enhance personal development and professionalism, and increase efficiency in 

banking operation. The respondents view on the posed question was analyzed and 

summarized on below figure 4.7 
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Figure 4.7 Factors for training at TPB  

 

Source: Research Data 2017 

Results from the findings shows that most of the respondents about 31% agreed that 

training programmes are influenced by the desire of imparting new knowledge and 

skills to staff within the bank such skills includes ICT and the adoption of online 

services in banking. Staff training most of the time focus on providing new skills 

which enhance and increase competition within the industry especial with the 

increased rival from foreign financial institutions and expansion of 

telecommunication in credit facility services. Also at TPB it was revealed that 

training are necessary for recruitment of new entrants, after selection of candidates as 

new employee of Tanzania postal bank the human resources department initiate 

training programmes aiming at imparting specific skills for the depositions, new 

employees are trained to master relevant skills required for the job selected. Also 

about 20% of the respondents pointed that training is necessary for foster 
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productivity of the employees, while 15% argued training is important for enhancing 

efficiency and provision of reliable services at the workplace. 

According to Noe (1998) argue that the effect of training and development of 

employees has a link to performance. The relationship is positive if other factors of 

effective performance are available by considering training as a planned effort by a 

company to facilitate employees learning of the job-related competencies. These 

competencies include knowledge, skills and behaviors that are critical for successful 

job performance. The purpose of training therefore is for employees to obtain skills, 

knowledge and behaviors so as to apply them to their day-to-day activities. 

4.4.1 New Skills Transformed to Employees Training 

The respondents were asked on the questionnaires if the training and development 

programmes provided by the management have equipped them with adequate skills 

need in performing their jobs. 

Table 4.2Responses on new skills transformed to employees’ training at TPB 

 Frequency Percentage Cumulative 

percentage 

Yes 114 92.6 92.6 

No 9 7.4 100 

Total 123 100  

Source: Research Data 2017 

The findings in the above table 4.2 reveal that new skills are transformed 114 

respondents equivalent to 92.6% agreed that through their trained they have adopted 

new skills that in one way or another it can be a potential knowledge to the bank, 

while the remaining 9 respondentsequivalent to 7.4% have said that the skilled 

adopted is irrelevant to their working activities at Tanzania postal bank.The major 

purpose of training as it was revealed from case of TPB was to impart skills to the 

employees. Ideally, the outcome of training and development was to transfer new 

skills to the staff relevant to the job 
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4.4.2 Training and employee performance 

The focus of this study was on the aspect of employee’s performance and 

productivity which relates to employee training and development and the impact of 

such higher skills on the performance and productivity of the individual employees. 

This focus is founded on the basis that employees will not perform well at work no 

matter how hard they try and regardless of how much they want to until they know 

what they are supposed to do and how they are supposed to do it. Thus, it is the 

knowledge and skills acquired for the job that makes employees effective and 

efficient. Training is the means by which such skills, knowledge and attitudes are 

impacted to employees to enhance efficiency and effectiveness. 

In measuring the impact of training and development on worker performance and 

productivity, respondents were asked the key question ‘In your opinion, do you think 

training has helped improve your performance and productivity. The responses are 

summarized in table 4.3 below: 

Table 4.3 Respondents opinion of training effect on employee performance at 

TPB 

 Frequency Percentage Cumulative 

percentage 

Yes 63 51.2 51.2 

No 41 33.3 84.5 

Not sure 19 15.4 100 

Total 123 100  

Source: Research Data 2017 

The result from table 4.3 above illustrates majority of the respondents 63(51.2%) out 

of 123 agreed that training enhance and foster their performance and productivity in 

carrying out task. Respondents do not link their performance to training. In addition 

to the 19(15.4%) who are not sure of any link, it can be concluded that a total of 



45 

 

41(33.3%) out of 123 respondents do have the opinion that training had no effect on 

their performance.  

This is significant because the purpose of training at TPB is to improve individual 

and organizational performance and many of the staff agree that training executed to 

them attain its prerequisite purpose, and even so it is important for the human 

resources department to review the training process in order to increase employee’s 

performance.  

4.5 Training and Development Process Adopted and used by TPB 

According to human resources manager at TPB, training and development for 

employees involves a systematic approach which follows a sequence of activities 

involving the implementation of a training policy, followed by identification of 

training needs, designing training programmes, evaluation and feedback for further 

actions. 

Training and development policy at TPB 

The respondents were asked through the questionnaire if whether employees are even 

aware of the existence of a training policy. Out of the filled questionnaires, 57% of 

the respondents seemed not to be aware of the existence of the policy while 43% of 

the respondents seemed to beaware of the existence of the policy. The views are 

presented in the Figure 4.8 below: 
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Figure 4.8 Employees awareness of Training and development policy at TPB 

 

Source: Research Data 2017 

 

From figure 4.8 above it shows that majority (57%) of the employees at TPB are not 

aware of the existing training and development policy. The training policy gives the 

general direction, provides guidelines and informs employees of training and 

development opportunities available. Employees certainly cannot take advantage of 

the opportunities offered by a policy whose existence they are not even aware of.  

From the case study finding it was indicated that, Tanzania postal bank has a training 

policy which was fashioned to archive the purpose of training and development and 

the policy provides a coherent structure for training and development activities that 

improves access to training meant to help attain organizational goals. 

From interview conducted with human resources manager he indicated that TPB has 

a training and development policy in place. The policy was thus obtained for analysis 

of the contents.  The training and development policy at TPB express the training 

assertiveness of the organization and it provide guidelines for training, and ensures a 
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company’s training resources are allocated to predetermined requirements. The 

policy indicates that it contains all the essential elements of training and 

development. It outlined the objectives of the policy, spelt out the measures for 

training and development needs identification, methods of training implementation, 

types of training, and methods of training and development evaluation. The policy 

made provision for career development and links it to career progression in the 

organization. The policy has indeed provided a coherent structure for training that 

should help improve employee access to training in a very organized way that could 

help the TPB derive the benefits of training. 

 However, according to the Training Manager the processes involved in training are 

not duly followed because of the costs associated with it. He stated that training at 

TPB is not as planned and systematic as they would have wanted to have it. He 

indicated that budgetary provisions for training are always below expectation. He 

however was not ready to disclose the true figures for examination.   

Identification of training and development needs at TPB  

According human resources manager before execution of training programme for the 

employees the prerequisite need must be defined. Every training program have a 

purpose for its execution, it is the first step in managing training by determining 

training needs and set objectives for the needs. Training need will also influence 

ideal allocation of resources and methods to be applied. Training need can be 

determined by observing the job performance of the employees, obsolete and/or 

change in technology and market dynamics.  

Determining training objectives and training plan 

At Tanzania postal bank, after determining training need the following procedure is 

to establish training objective and also to know what the learners must be able to do 

after the training program 

In training practice, it is also good to have trainees know the objectives for each 

training program they participate in. The respondents were asked if they were always 
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clear about the objectives of each training program theyparticipated in. The figure 

4.9 below captures the responses from the respondents who participated in training: 

Figure 4.9 Respondents awareness of training objectives 

 

Source: Research Data 2017 

From figure 4.9above shows that most the employees at TPB 68% were not awareof 

the training objectives and32% precisely aware of the objectives of the training 

programmes conducted, ideally they were not aware of what is expected from them 

after the end to training programme. 

Training Evaluation Regarding training evaluation, the Training Manager of TPB 

admitted that not much has been done in terms of training evaluation which is only 

limited to immediate assessment of trainers and training program after completion. 

The respondents also indicated that they are not aware of how training is evaluated. 
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4.6 Training methods at TPB 

According to human resources manager, Tanzania postal bank adopted three methods 

in the provision of training programmes to his staff depending on resources available, 

time constraints, training programme purpose and the extent of the programme. The 

respondents were asked on the questionnaire on what methods are used in training 

and development at TPB as shown on the table 4.4 below. 

Table 4.4 Types of training accessed by the respondents at TPB  

 Frequency Percentage Cumulative 

percentage 

On the job training 68 55.2 55.2 

In service training 47 38.2 93.4 

Off the job training 8 5.2 100 

Total 123 100  

Source: Research Data 2017 

The findings in the above Table 4.4 reveal that, 68(55.2%) of the respondents, agreed 

that they have been trained while performing their duties, within the workplace, 

47(38.2%) of the respondents are trained while providing services wand the 

remaining 8(5.2%) of the respondents receive training off the job. 

On the job method, at the case study the human resources department conducts the 

training programmes within the workplace or duty station of the staff. According to 

the respondents this method allows the trainer to understand vivid the challenges and 

setbacks faced by the staff at the workplace within the bank and find immediate 

solution. Some of the on-the job training techniques applied at TPB include job 

enrichment, job rotation, special project, coaching, mentoring and 

plannedexperience. The effectiveness of the on- the job training depends mainly 

uponimmediate supervisors and qualified trainers. At Tanzania postal bank on the 

job training have been argued to be the most useful than other methods. 
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Another method applied at TPB is off-the job training, according to research 

findings this method is often applied after working hours or with the provision of 

permit of selected staff to undergo training outside the office. The training session 

under this method includes group discussion, individual tutorials, training courses 

and workshops. This type of traininghas been used as a proxy for more general 

training in this study. While thereare many forms of off-the job training, this study 

focuses on training coursesand this is because courses permit individuals to leave the 

day to day demandsof their jobs behind so that they can concentrate on analyzing 

past behaviorsand reflecting on what has been successful and what has not. This is 

alsobecause training courses fall in the longer term training episodes that are themain 

focus of this research  
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Introduction 

The sample implication of the findings analyzed in all chapters discussed on this 

research study. This is last chapter in the study, which is divided into three parts 

which are summary, conclusion and recommendation. Furthermore the 

recommendations were depicted from the respondents while others are the 

researcher’s own views as the result of careful analysis and observation performed in 

the areas of research study. 

5.2 Summary of the study 

The findings of this research support the literature review in number of key areas. 

First, organizations tend to recognize the need for, and potential of training 

programmes for their existence. However, (Tennant et al, 2002) argues that it is 

questionable whether the depth of training is sufficient to realize the necessary 

benefits of behavioral change and skill development leads to the realization of 

business benefits. 

Employee training and development of employees is an important issue for 

organizations in general, and it is particularly in banking industry due to the potential 

loss of valuable knowledge and skills with the departure of key people within the 

organization. Organizations are cognizant of this fact and the majority sees employee 

training and development as an important priority in organization. Since the 

workforce is getting more and more diverse, training is a ‘must’. To conduct training 

effectively is critical for any organization to acknowledge the diversity of employees. 

In addition there is need for evaluation and continuous improvement of training and 

development programs in banking sector to gauge its effectiveness. 

Tanzania postal bank stand to benefit either directly or indirectly from training and 

development of employees. In particular, the employees who are part of the TPB 

undergo training on regular base in fostering development of the staff, significantly 
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from their training in terms of improved job performance, job satisfaction, work 

motivation, chances of promotion, skills level, team work, transfer of skills and 

knowledge and communication. Additionally, organizations that are committed to 

training gain an advantage over non-committed firms with respect to employee 

training and development. 

i) From the study it was revealed that training plays an important role to the 

development of the bank. Taking the mean of the overall percentage, 63% of the 

respondents indicated that training has a positive role by imparting them with new 

skills. However, the study conducted by (Acton and Golden, 2003) showed that 

organizations provide high quality training do not see their employees stay longer 

with them. An explanation for this was while employees see training as important for 

career development; it is not one of the key factors that influence the decision to stay 

in a particular job. Furthermore, (Plant and Ryan, 1994) argues that it is also difficult 

to measure the correlation between implementation of training and the overall 

success of the organization. The extent to which the success of the organization can 

be attributed to the use of strategically planned training is difficult to prove, 

therefore, be difficult to justify. This is particularly the case when the success of the 

company is measured in financial terms, as per se can improve the financial 

performance. 

ii) Employees training and development at TPB also foster performance and 

productivity of the employees. Finding form the study revealed that training 

programmes provided enhance employees ability and confidence in carrying out 

particular task while reduce petty mistakes. According to human recourses manager 

at TPB training and development programmes bettering the performance of 

individual and team work within the bank. The research also reflects that the most 

used training methods are on the job training and off the job training. The findings 

from the study that job rotation injects new ideas into different departments at TPB 

and it breaks down the departmental provincialism. One of the major reasons for the 

reason why employees might have chosen this type of training might be that the 

employees who are considered to have potential for major executives are trained 

using it so as to gain job 
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iii) Training and Development Practices at TPB also enhance employee’s 

effectiveness and efficiency in provision of reliable resources across the 

organization. For off-the-job training, employees chose role playing as the delivery 

method they found appropriate for them. However, it cannot be concluded that the 

two methods are the best, this would require more research in more settings as the 

type of training depends by largely on the type of the job the employee is engaged in 

and also some employees can be trained both on-the-job and off-the-job.  

5.3 Conclusion of the Study 

The study aimed at assessing factors influencing training and development on 

organization performance at Tanzania postal bank as a case study. From the findings 

it was revealed that training of employees is necessary in to boost employee’s 

performance and productivity also transfer of skills needed in adoption to changes 

while most of the employees indicated that it enhance personal development and 

professionalism, and increase efficiency in banking operation. Most of the time 

training is conduced when the need for such activity is indicated by either new 

technology, employees turnover, transfers or secondments, expansion of operation, 

cases of advancements or promotion, number of accidents and mistake made by 

employees during work. Tanzania Postal Bank have a sustainable policy which 

address staff skills requirement in facilitation of their business srategies.  

There are various factors that influence training and development on performance at 

TPB such as changing in technology, thrust on productivity, improved motivation, 

demanding customers, better managment and accuracy output. Training is important, 

not only from the point of view of the organization, but also for the employees. It 

gives them greater job security and an opportunity for career advancement. A skill 

acquired through training is an asset for the organization and the employee. The 

benefits of training stay for a very long time. Training can become obsolete only 

when there is a complete elimination of the desired for that skill and knowledge, 

which may happen because of the technological changes.  
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5.4 Recommendations 

In this section the researcher gives some recommendations that may assist in 

ensuring effective training and development programmes at TPB. 

First, Tanzania postal bank need to have a clear policy for staff training known to all 

employees and make them part and parcel of the programme. In so doing the 

employees will understand the importance of developing, their skills and knowledge 

in order to cope with the environment and not just think of financial benefits. The 

Management must consider all employees to have equal chances and rights for 

training. 

Second, Tanzania postal bank should hire professionals and training experts instead 

of using employees from human resources department in conducting training 

programmes. It’s a traditional for the human resources department at Tanzania postal 

bank to conduct training programmes to the employees, even though it is cost 

efficiency but yet this method limit the flow of information from junior staffs to the 

top management. The employee’s participation is affected since they cannot share or 

express some of the problems faced as they fear they won’t please their employer; 

also human resources lack training expertise which make it difficult to have a 

successful training programmes. 

Thirdly, Tanzania postal bank should conduct training and development programmes 

regularly to both existing and new employees. In order the bank to remain 

strategically positioned in the business environment or to be efficient in providing 

quality banking services to the customers, also since training and development of 

will assist the organization to cope with any changes in the business environment. 

Finally, Tanzania postal bank should establish a well-planned and implementable 

training programme is in place and the training is done and implemented effectively. 

Not only that but also the human resources management should make sure that 

training programme is exposed to all employees.  
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5.5 Area for further study 

Training is the systematic development of the knowledge skills and attitudes required 

by an individual to perform adequately a given task on the job. It imparts an 

individual with skills and knowledge which are crucial in enhancing productivity and 

performance at the workplace. Even though training is more than just building the 

skills and knowledge of each individual of the company but also for their own 

personal benefit. Thus this study aimed at assessing factors influencing training and 

development on organization performance at Tanzania postal bank, the researcher 

suggested that similar study can be carried at a wide scope in covering the impacts 

and challenges of training and development within organizations. 
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APPENDICES 

 

Appendix 1: QUESTIONNAIRES 

The researcher is a Master of Business Administration in Corporate Management 

(MBA-CM) student at Mzumbe University. This questionnaire is meant to collect 

data and opinion which will enable the researcher to “assess on the influence of 

training and development on organizational performance”. The research will be 

under supervision of Mzumbe University (Dar es Salaam Campus College|), and it is 

purely for academic purposes and in no circumstances should it be viewed otherwise. 

Be assured of the confidentiality and anonymity for all the response you will provide. 

I count on your cooperation. Thanks. Please carefully answer the questions below by 

ticking in an appropriate box which reflects your opinion: 

Dear Respondent, 

General Information (Please tick in the respective box) 

1. Sex of the respondent. 

Male Female 

  

 

2. Age   

Age in years 18-35 36-45 46-55 >55 

     

 

3. Marital Status of the respondent  

Status  Single  Married  Divorced 
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4. Education level of the respondents  

Level  Secondary  Diploma  Certificate 1st Degree Master degree 

      

 

5. Work experience of the respondents  

Years of experience  1-5 6-10 11-15 16 and above 

     

 

6. Department of respondent. 

i) Administrative and Service Department    (   ) 

ii) Human Resources Department                   (   ) 

iii) Customer service Department                        (   ) 

iv) Finance and Account Department                  (   ) 

v) Sales and Marketing Department                    (   ) 

vi) Bank Officers                      (   ) 

Others; please specify…………………………………………. 
 

 

7. Does TPB have training programmes for its staffs? 

i) Yes                                                                        (   ) 

ii) No                                                                         (   ) 

iii) I don’t know                                                        (   ) 

 

8. If yes in the above question (7), What methods are used in Training and 

development at TPB 

a) On-the –job training      ( ) 

b) In service training       ( ) 

c) Off-the-job training      ( ) 

d)  Others mention……………………………………………………………. 
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9. Why do you think staff training and development programmes are 

conducted by TPB? 

i)Development of employee’s capability                    (   ) 

ii) It is a Company Policy            (   ) 

ii)Pressure group (donor, interested parties)  (   ) 

iii) Performance deficiencies (gaps)                           (   ) 

Other reason ……………………………………………………. 
 

 

10. Do you prefer to attend training and development programmes? 

i) Yes                                                                           (   ) 

ii) No                                            (   ) 
 

 

11. What are the training and development processes adopted or used by 

TPB?  

i)…………………………………………………………………. 

ii)………………………………………………………………… 

iii)………………………………………………………………… 

iv)………………………………………………………………… 

v)…………………………………………………………………. 

 

 

12. What are the factors influencing training and development on 

organizational performance at TPB? 

i)……………………………………………………………………. 

ii)……………………………………………………………………. 

iii)…………………………………………………………………… 

iv)………………………………………………………………….... 

v)……………………………………………………………………. 

 

13. As an employee of TPB how do you benefit from training and 

development? 
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i)……………………………………………………………………. 

ii)……………………………………………………………………. 

iii)…………………………………………………………………… 

 

14. In your opinion does training and development programmes contribute to 

improve of organizational performance?  

i) Agree                                                                (   ) 

ii) Strongly agree                                                   (   ) 

ii) Disagree                                                            (   ) 

iv) Strongly disagree                             (   ) 

 

15.What are your suggestions for improving the training and development 

Programmes at TPB? 

i)…………………………………………….……………………….. 

ii)…………………………………………………………………….. 
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Appendix 2:Interview Questions 

Title:The influence of training and development on organizational performance. 

A Case of Tanzania Postal Bank (kariakoo branch) 

 

Interview guides for Heads of departments. 

 

1. Does TPB have training programmes for its staffs? 

2. What methods are used in Training and development at TPB 

3. Why do you think staff training and development programmes are 

conducted by TPB? 

4. Do you prefer to attend training and development programmes? 

5. What are the training and development processes adopted or used by 

TPB? 

6. What are the factors influencing training and development on 

organizational performance at TPB 

7. As an employee of TPB how do you benefit from training and 

development? 

8. What are your suggestions for improving the training and development 

Programmes at TPB? 

 


