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ABSTRACT

This study aimed at analyzing the “Factors Affecting the Implementation of

employee Training Programmes; A case study of Ministry of Livestock and Fisheries

Development (MLFD), Dar-es-Salaam” A case study approach was used due to the

nature of the study. Total sample of 30 which is 25% of the population was picked

from MLFD Dar es Salaam and by simple random and purposive sampling methods.

Data were collected by questionnaires, interviews, and review of documents with a

response of 30 staff which is 92.7% of the sample, and qualitative analysis method

was used to process the data. The study revealed a number of factors that may cause

in effective implementation of training programs in MLFD; but can mainly be

grouped into two:- First,  organization factors such as, lack of training needs

analysis, lack of sensitization of employees on existence of training program,

shortage of training budget, and lack of training programs evaluation; second,

sociological factors, such as; age characteristics, marital status, family

responsibilities and low level of education.  To enhance effective improvement of

training programmes it is recommended to;- develop a uniform TNA exercise

improve the level of efficiency of training function and eventually have clarity in

scope and objectives; conduct evaluation after every training session and give

feedback to trainees; increasing employee capacity by allocating adequate budget;

implement training function openly and involve every individual in determining the

kind of training they need. The results of the study will be used to inform the top

management of the organization in designing relevant policies and strategies to

improve the implementation of employee training programme in the organization.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

Armstrong (2006) training as a learning activity which is directed towards the

acquisition of specific knowledge and skills for the purpose of an occupation or task.

Dessler (2008) defines training as the process of teaching or giving new employees

the basic skills they need to perform their jobs. Training is an educational process

through which people can learn new information, re-learn and reinforce existing

knowledge and skills.

According to Jackson, and Schuler (2000), the implementation of training

programmes starts with training needs analysis to identify current and future

demands for training. Once training needs are assessed, training and development

objectives are established. Without clearly set objectives, it is not possible to design a

training and development program and, after it has been implemented there will be

no way of measuring its effectiveness.

Kuteesa, (2006) describes four main roles of training needs assessment.  The first

role is to identify specific organizational problems which will guide training

direction.  Although individual departments recommend a specific training program

to the Human Resources, no one really knows which kind of specific training

program solves specific problem.

The second role as stated by Mathis, (1998) is to obtain management support for the

training program.  In general, it is not easy for managers to see the actual impact of

training programs on their department or organization’s performances, training needs

assessment can help managers see potential results of the training program.  The

third role is to generate data for evaluation.  Because training needs assessment sets

specific training goals.
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The fourth role of training needs assessments is to analyze the costs and benefits of

training.  A training needs assessment is able to identify potential benefits from

specific training by discrepancy analysis in performance and potential costs to

conduct training.  The training costs and benefits analysis assist top management in

making decisions to invest in training based on identified needs (Goldstein, 2003).

However the next step in implementing a training programme as elaborated by

Wayne (2008) is developing a training plan. A training plan serves as a guideline for

both the trainer and the trainee to follow in order to successfully implement the

program. It covers the individuals involved in the training, the person that will

administer the program, the required resources and the content to be followed.

This involves setting of objectives and setting out the time frame for each segment.

After this, a competent trainer is hired to undertake the training. The trainer should

be able to communicate and transfer knowledge effectively.  Finally, it is very

important that the trainer will be able to communicate and transfer the skills and

knowledge effectively so that the needed impact is realized (Cole, 2008).

Moreover after a training programme has been conducted, the next step is to evaluate

the results of the training programme to see whether is has achieved expected results.

Evaluation of training programmes is a way of measuring the effectiveness of a

training program. The first stage of evaluation is done during and at the end of the

training. The second evaluation is done after completion of the training programme

to establish whether it has any impact.  Abdi, (2005) shows that training methods can

be classified in to two groups; on the job training and off-the job training. On the job

training is training that is planned and structured that takes place at the workstation

of the trainee. On-the-job training is the most common and popular training

employees get when they first join an organization. On the other hand, off-the job

training is a form of employee training at site away from the actual work

environment.
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1.2 Problem statement

It is a well known fact that training enhances employee performance and ultimately

organization performance. Many organizations in Tanzania, including public

institutions engage in training and development of staff and have departments, units

and sectors in charge of training and development. The Ministry of Livestock and

Fisheries is one such organization that practices training and development.

Strategies taken on board so far to enforce the training programme  are instill a

positive culture, a company should establish a series of values as the basis for culture

such as honesty, excellence, attitude, respect, and teamwork (IOMA, 2008), use

communication to build credibility. No matter what the size of the organization,

communication is central to building and maintaining credibility more over

according to Branham, (2005) suggest the following strategies to be used to enforce

the training programme in the organization provide safety and health training and

educational materials, provide leadership support and guidance to the fulfillment of

the training programme, training policy should be put in place, organization

objectives and the training programme should support business strategies.

Despite the strategies some shortfall have been noted by Eurich (1985). There is to

little coaching and feedback, there are too few growth and advancement

opportunities, lack of courses and trainers, lack of training materials, poor location

where as employee as employee must travel to other location for training and there is

inadequate public transportation is available, lack of money to pay for training as

well as lack of incentives to attend training.

More over several factors have been associated with the challenges involved in the

implementation of training program these factors are in accordance to Lathan (1998)

how the training should be delivered, who should participate, where the course

should be held, and what type of learning tool should be used in the training

programme of the employees.

However, for some years now it appears training in many public institutions in

Tanzania has been haphazard, unplanned and unsystematic, and several of its
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employees have not attended any form of training for a long period of time. Even

when training is conducted, a brief interaction with some employees did show that

the implementation of training programmes has failed to achieve targeted objectives

(Mjenga, 2007).

As a result, there are doubts whether training programmes at MoLF and other public

institutions are being implemented properly and that there are challenges facing

MoLF in implementing training programmes. However, factors which determine

successful implementation of training programmes are not clearly understood. This

study therefore focuses on the specific factors affecting the implementation of

training programme at the Ministry of Livestock and Fisheries.

1.3 Research objectives

1.3.1 General Objectives

The general objective of the study was to examine factors determining

implementation of employee training programmes in public institutions in Tanzania

by focusing on MoLF.

1.3.2 Specific Objectives

The study was guided by the following specific objectives

(i0 To identify mechanism used to determine training programme at MLD

(ii) To examine factors affecting implementation of training programme at the

MLDF

(iii) To determine the implication of training programme to the organizarion

performance

(iv) To explore challenges involved in the implementation of training programme

at MLDF

1.4 Research Questions

The study was guided by the following research questions;

i. What mechanism is used to determine training programme at MLDF?
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ii. What factors affect the implementation of training programme at MLDF?

iii. What is the implication of training programme to organization performance?

iv. What are the challenges involved in the implementation of training

programme at MLDF?

1.5 Significance of the Study

Findings from this study helped Human Resources practitioners to become aware of

the way employee training programmes were conducted within public institutions

(specifically within the Ministry of Livestock and Fisheries), determinants of

implementation of employee training programmes and the challenges faced by public

institutions in implementing employee training programmes.

Also, the findings of the study helped the management of public institutions and

Human Resources practitioners to come up with strategies that helped to overcome

the challenges facing implementation of employee training programmes and find

ways to improve the implementation of employee training programmes within public

institutions, specifically, the Ministry of Livestock Development and Fisheries.

Also, the findings of the study served as a stepping stone for future researchers on

the same or similar topics by providing a source of empirical literature review. Also,

successful completion of the study helped the researcher to partially fulfill the

requirements for the award of a Masters degree in Public Administration (MPA)

offered by Mzumbe University.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter present the concept of the employee training, theories relevant to

training, theoretical framework, comparative studies, conceptual framework, and last

is the research gaps.

2.2 The Concept of Training

According to Jackson, and Schuler (2000) Training is one of the perspective

function performed by different organization and it has been understood by most

organization. There is a big relationship between training and organization

performance. It is an organized procedure by which people learn knowledge and

skills for definite purpose. The purpose of training is basically to bridge the gap

between job requirement and present competence of an employee. Training is aimed

at improving the behaviour and performance of a person and it is never ending or

continuous process.

Luxincerich (2003) defines training as a process that attempt to provide an employee

with information, skills and understanding of the organization and its goal. In

addition training is designed to help a person continue to make positive contribution

in the form of good performance. Training is important for new or present employee

and it is short, and attempt to improve current of future performance. Here then John

M. Luxincerich see training as a drive that will help employees increase performance

of the organization because of the increase skills and knowledge that will help

employees produce quality good and services

Fox (1984), define training as an organized process concerned with acquisition of

capabilities. Hence training is said to be a process of bringing about behavioural

change in skills, knowledge and altitude all these are directed to a specific job. In
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accordance to Allan training will help employees to change their behaviour because

of the skill and knowledge that they have acquired.

2.3 Theory Relevant to Training

There are many different theories of how people learn. What follows is a variety of

them, and it is useful to consider their application to how employee  learn and also

how you teach in educational programs. It is interesting to think about your own

particular way of learning and to recognize that everyone does not learn the way you

do. Training theory encompasses of all aspect of fitness knowledge including social

psychological and scientific.

2.3.1 Kirkpatrick's Four Levels of Evaluation Theory

The four levels of Kirkpatrick's evaluation model essentially measure: reaction of

employees that is what they thought and felt about the training, learning that is

whether the resulting increase in knowledge or capability, behavior that is extent of

behavior and capability improvement and implementation/application and lastly is

the results indicating the effects on the business or environment resulting from the

trainee's performance

All these measures are recommended for full and meaningful evaluation of learning

in organizations, although their application broadly increases in complexity, and

usually cost, through the levels from level 1-4. Kirkpatrick’s Four Levels of

Training Evaluation This grid illustrates the basic Kirkpatrick structure at a glance.

The Kirkpatric structure at glance contains four level of Training evaluation as

follows: Reaction, Reaction evaluation is how the delegates felt about the training or

the learning experience, the examples of evaluation tools and method used include

happy sheets, feedback forms, verbal reaction, post-training survey or questionnaires.

The relevance and practicability is quick and very easy to obtain not expensive to

gather or analyses.

Learning evaluation is the measurement of the increase in knowledge- before and

after. Examples of evaluation tool and methods are before and after the training, and
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interview or observation can also be used. Relevance and practicability is

quantifiable skills, less easy for complex learning.

Behaviors evaluation is the extent of applied learning back on the job

implementation. Example of evaluation tools and methods are observation and

interview over time are required to assess change relevance of change and

sustainability of change’s relevance and practicability is the measurement of

behavior change typically requires cooperation and skill of line-managers. Results.

The result evaluation is the effect on the business or environment by the trainee.

Examples of evaluation tools and methods measures are already in place via normal

management system and reporting the challenge is to relate of the trainee. Relevance

and practicability individually not difficult unlike whole organization Process must

attribute clear accountabilities

2.3.2 Training and Behavior Theories

Luthans (1998) considers that training can help organizations to change employees'

behavior and that one technique of behavior modification, encouraging desired

behaviors and discouraging unwanted ones, is operant conditioning. Such

behaviorists techniques were first used for the treatment of mental disorders and

phobias, in psychiatric rehabilitation and in recovery from accident and trauma.

Applications have since been extended to organizational settings. As developed by

Luthans et al., (1998), organizational behavior modification theory has five mains

steps.

The first step is to identify the critical, observable and measurable performance-

related behaviors to be encouraged. The second is to measure the current frequency

of those behaviors, to provide a baseline against which to measure improvement.

Next, the triggers or antecedents for those behaviors are identified, as are their

consequences, positive, neutral and negative. The fourth step is to develop an

intervention strategy to strengthen desired behaviors and weaken dysfunctional

behaviors through the use of positive reinforcement (money, recognition) and

corrective feedback, noting that punishment may be necessary, for example to inhibit
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unsafe behavior. Finally, there is a systematic evaluation of the effectiveness of the

approach in changing behavior and improving performance over the baseline.

Training can appear particularly attractive to managers, who are often in ideal

positions to manipulate the reinforcement of certain employee behaviors. They also

tend to find this approach attractive because it argues that what has to be changed is

behavior, and that to achieve this one needs to know very little about the complex

internal workings of the people concerned. Desirable workplace behaviors include

speaking courteously to customers, attending training to develop new skills and

being helpful to colleagues. Undesirable ones include lateness, the production of

poor quality items and being uncooperative. Training should eliminate undesired

behavior and increase the frequency of desired work behavior.

2.4 Theoretical Framework

The link between firm-provided training and organizational performance is now

recognized as essential by most organizations (Black & Lynch, 1996; Garcia, 2005;

Khatri, 2000). The knowledge and skills of employees through training activities

have become important to firm performance. Preffer (1994) and Upton (1995) argued

that success in today’s competitive markets is determined primarily by human

capital, not physical capital and strongly advocated greater firm investments in

training in order to provide better knowledge, skills and capabilities for employees

rather than their competitors. Accordingly, firms spending on training activities are

expecting that it is instrumental for organizations to remain and enhance their

employees skills and knowledge in order to create sustainable competitive advantage

and improve firm performance (Kozlowski et al 2001).

Though training activities are strongly accepted to relate to firm performance, we

believe that training may be more beneficial for organizations if training is consistent

with other characteristics of the organizations. For example, strategic human

resource management researchers suggest that the impact of training on firm

performance may gain better results if training activities are consistent with an

organizational strategy (Jackson & Schuler 1995).
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2.4.1 Inter relationship between Education, Learning Training and

Development

Armstrong (2003), states the relationship as follows; human resource development is

concerned with the provision of learning, development and training opportunities in

order to improve individual Team and performance.

Learning on the other hand refers to relatively permanent change in behaviour that

occurs as the result of practice or experience while education involve the

development of the knowledge, value and understanding all aspect of life rather than

the knowledge and skills relating to particular areas of activity Barney, (2000).

Furthermore development refers to the growth or realization of person’s ability and

potential through the provision of learning and education experiences. Lastly training

means the planned and systematic modification of behaviour through learning event,

programmes and instruction, which enable individuals to achieve the level of

knowledge, skill and competence needed to carry out their work effectively

(Gellejah, 2003).

It’s their fore argued that Learning, training and development are crucial processes

that greatly contribute towards staff development, they depend to each other in their

implementation and if implemented properly they result in human resource

development. Thus training and other related component should be considered as

core process that enables staffs develop their capacities in terms of knowledge, skills

and attitudes necessary for improving of the organization performance

(Wright 1995).

2.4.2 Training Approach

There are three approaches to training: (1) the traditional approach, (2) the

experiential approach, and (3) the performance-based approach Rama, et al (1993).

In the traditional approach, the training staff designs the objectives, contents,

teaching techniques, assignments, lesson plans, motivation, tests, and evaluation. The

focus in this model is intervention by the training staff. In the experiential approach,

the trainer incorporates experiences where in the learner becomes active and
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influences the training process. Unlike the academic approach inherent in the

traditional model, experiential training emphasizes real or simulated situations in

which the trainees will eventually operate. In this model, the objectives and other

elements of training are jointly determined by the trainers and trainees. Trainers

primarily serve as facilitators, catalysts, or resource persons. In the performance-

based approach to training, goals are measured through attainment of a given level of

proficiency instead of passing grades of the trainees. Emphasis is given to acquiring

specific observable skills for a task. This performance-based teacher education

(PBTE) model, developed by Elam (1971), is mostly task or skill centred and is also

applicable to non formal educational organizations such as extension.

2.4.3 Selecting a Training Method

A training programme has a better chance of success when its training methods are

carefully selected. A training method is a strategy or tactic that a trainer uses to

deliver the content so that the trainees achieve the objective Wentling, (1992).

Selecting an appropriate training method is perhaps the most important step in

training activity once the training contents are identified. There are many training

methods, but not all of these are equally suitable for all topics and in all situations.

To achieve the training objective, a trainer should select the most appropriate training

method for the content to involve the trainees in the learning process. Four major

factors are considered when selecting a training method: the learning objective, the

content, the trainees, and the practical requirements (Wentling 1992).

According to Torrington & Champan (1983) Training helps people to improve their

skills and task. New employees have to learn new skills and since their motivation is

likely to be high. They can be acquired relatively with the skills and behaviour

expected in their new position. The training needs for such employees are not always

easy to determine and when the individuals involved may reset being asked to

change their established ways of doing job.
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2.4.4 Process/Phases of Training

Training is a circular process that begins with needs identification and after a number

of steps ends with evaluation of the training activity. A change or deficiency in any

step of the training process affects the whole system, and therefore it is important for

a trainer to have a clear understanding about all phases and steps of the training

process. Irri (1990) in the broadest view, there are three phases of a training process:

planning, implementation, and evaluation.

Planning Phase

The planning phase encompasses several activities, two of which - training needs

identification and curriculum development - are very important.

Training Needs Identification: Training need is a condition where there is a gap

between "what is" and "what should be" in terms of incumbents' knowledge, skills,

attitudes, and behavior for a particular situation at one point in time. This gap is

called "a problem," which usually occurs when a difference exists between "desired

performance" and "actual performance." The needs identification process assists

trainers in making sure that they have matched a training programme to a training

problem. (Dimmock and Attwood,1996).

Training needs identification is possible through different analytical procedures. The

major procedures used in determining training needs are the following:

Organizational analysis, determines where training emphasis should be placed within

the organization and is based on the objectives of an organization. Concerning what

one should do in analyzing an organization; McGhee and Thayer (1961) suggest four

steps: Stating the goals and objectives of an organization, analyzing the human

resources, analyzing efficiency indices, and analyzing the organizational climate.

The results of these analyses are then compared with the objectives of the

organization. These comparisons point to specific areas in which training is needed.

Individual analysis, aims at identifying specific training needs for an individual or

group of employees so that training can be tailored to their needs. This analysis

centers on individuals and their specific needs concerning the skills, knowledge, or
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attitudes they must develop to perform their assigned tasks. The possible methods or

techniques for individual analysis include performance appraisal, interviews,

questionnaires, tests, analysis of behavior, informal talks, checklist, counseling,

critical incidents, recording, surveys, and observations (Brown, 1996).

Group analysis includes a number of techniques in which a group of well-informed

employees discuss different aspects of the organization, the employees, and the tasks

to identify the major discrepancies in achieving predetermined targets for each of

them with a view to assessing training needs as distinguished from other necessary

changes for removing these discrepancies. According to (Xiao 2001), the major

techniques which are used in this approach are brainstorming, buzzing, card sorts,

advisory committee, conferences, problem clinic, role playing, simulation, task

forces, workshops.

Many problems exist in an organization, but some problems cannot be solved by

training. After a preliminary needs analysis, which gives probable causes and

solutions, the results should be verified with the concerned personnel of the

organization to determine whether training is an appropriate action to solve that

problem. (Armstrong, 1998).

Curriculum Development, is the most important part in a training programme after a

need for training has been identified. The curriculum specifies what will be taught

and how it will be taught. It provides the framework and foundation of training. The

first phase of curriculum development determines what will be taught, that is, the

training content. Once training needs have been identified and training activities have

been decided as part of the solution, a needs analysis should be done to determine

knowledge, skills, and attitude requirements and performance deficiencies. The

needs analysis procedure involves breaking down the "training problem" into its

basic parts in different successive phases to identify and understand the important

components in each phase. Ultimately it leads to identifying and understanding the

training content. According to ( Cron, 1984), training needs analysis process can be
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divided into three distinct analytical phases: job analysis, task analysis, and

knowledge and skill-gap analysis.

Job Analysis, is a method of determining major areas of tasks where training may be

needed. It involves the dissecting of a job into its component events or parts. This

analysis allows a trainer to better understand what an employee does in an

organization. Job analysis involves the "task identification" of a particular job

(Wentling,1992). The techniques used in task identification include job

questionnaire, interview, participant observation, work sampling, job audit, and

small-group discussion. The following steps  according to Cooke (2000) may provide

a guide for completion of job analysis: Identify the job that is to be the subject of the

analysis, Prepare a list of tasks ,observations and interviews, Verify the tasks,

Determine the frequency, Determine the importance, . Estimate the learning

difficulty, calculate the total score, and Review the findings.

According to Wentling, (1992), the output of the job analysis is a list of broad job

tasks, based on importance, learning difficulty, and frequency of doing the task. Each

task is a complex set of procedures in itself, and therefore it needs further analysis to

find out which specific segment of the of the task is critical in designing a training

programme.  To do this, it is necessary to follow a method called task analysis,

which is similar to job analysis.

Task analysis procedures include preparing a blank task analysis worksheet, writing

down the name of the job at the top of each sheet, and then making copies. Each of

these forms will be used for breaking down and analyzing each of the most important

job tasks.

As referred by Brown (2005), the knowledge or skill-gap analysis is a process of

determining the training needs of individual employees in relation to the important

tasks-steps or components of tasks identified for training The skill-gap analysis

determines how skilled or proficient individual employees are on these tasks-steps or

components, how much individuals differ from desired performance, and whether or
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not they need training. It would be a waste of resources and frustrating to the trainer

and trainees to design and deliver training on topics and skills where the trainees are

already able and proficient.

Implementation Phase

Once the planning phase of a training programme is complete, then it is time to

implement the course. Implementation is the point where a trainer activates the

training plan, or it is the process of putting a training programme into operation.

According to Wayne and Judy Mondy (2008), the first step towards implementing a

training programme is publicity. Most of the well-established training centers

develop training brochures which contain course descriptions, prepare an annual

calendar of training opportunities, and inform concerned organizations, agencies, or

departments well ahead of time about their training plans. Once the training centre

and concerned organizations agree to implement training, the next step is to arrange

available resources such as sufficient funds for the course and facilities for food,

lodging, transportation, and recreation. All these resources need to be well managed

and coordinated to run the programme smoothly.

Evaluation Phase

Evaluation is a process to determine the relevance, effectiveness, and impact of

activities in light of their objectives. In evaluating an extension training programme,

one needs to consider that most training activities exist in a larger context of projects,

programmes, and plans. Thus Raab et al. (1987) define training evaluation as "a

systematic process of collecting information for and about a training activity which

can then be used for guiding decision making and for assessing the relevance and

effectiveness of various training components."
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2.5 Conceptual Framework

Figure 2. 1 : A Conceptual Model of Training

This section focuses on construction of the model and the constructs and measures of

variables in the model.

Conceptual model of training (Figure 1) constructed below incorporates eight

variables.  These include individual characteristics of the trainee and organizational

factors of the work environment, which are independent variables. These

independent variables can exert various influences on training effectiveness at either

the individual or organizational level.

Training motivations are intermediate influential factors to training outcomes

Mathieu et al (1995).  In the model presented below, they are divided into pre-

training motivation (motivation to learn) and post-training motivation (motivation to

transfer). Motivation to learn is a trainee’s desire to learn the trained skills or

technologies before and during the training. On the other hand, motivation to

transfer, which has attracted comparatively more research attention because of its

importance from a management perspective, is the trainee’s desire to eventually
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transfer the learned skills back to the workplace after the training. Both variables are

dependent on individual characteristics and organizational factors.

As stated earlier, four training outcomes are incorporated in the model.  The first

primary outcome is Trainee’s reaction, which is the trainee’s view regarding the

particular technology or skills involved, as well as the training itself.  Learning

performance is what the trainee has learned throughout the training, which can be

measured by quiz, exam, or practical test.  The more significant outcomes, however,

are training transfer/individual job performance and organizational performance.

Training transfer/individual job performance indicates how the trainee has

transferred the learned skills back to the workplace, and whether job performance has

been improved accordingly. It can be measured by directly observing the trainee and

talking to her/his superiors. Ultimately, the most desired training outcome would be

improvement of organizational performance in terms of productivity, revenue, or

sales. The last two outcomes, which are the most difficult to measure, are usually not

checked in actual training practices (Brinkerhoff and Nickols, 2005).

The relationships among the four training outcomes, as shown in the mode below,

imply that better trainee’s reaction can lead to the better learning performance of

individual trainees, which, in turn, will contribute to better training

transfer/individual job performance, and eventually lead to better organizational

performance.  These outcomes are also subject to the influences of other intervening

factors, such as individual characteristics, organizational factors, and motivational

factors.  Overall, the model is unique in mainly three aspects.  First, the model

establishes trainee’s reaction as a primary training outcome rather than an

intervening variable.  Second, the model, which is constructed in an organizational

context, reflects organizational influences on training.  Third, the model, which

represents an integrated effort of training research, incorporates factors in all aspects;

namely, individual characteristics, organizational factors, motivational elements, and

training outcomes.
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2.6 Empirical Literature Review

This part intends to review different studies which have been conducted to see their

observations on the implementation of training and development programmes in

organizations.

It is evident that without training and development programmes organizations can

not perform effectively and cope with changes taking place in the world. Training

and development programmes can be wasteful if not careful planned and

implemented. Thus, organizations should keep on investing on training and

developing employees in order to develop and maintain their knowledge and skills.

Various studies have been conducted in some organizations concerning training and

development. For instance research done by Shomari (2008), about the impacts of

training on productivity of financial institutions indicates the ineffective training

program in the Tanzania Postal Bank (TPB). Training was not scientifically prepared

and selection methods did not depict the real needs of the training gap. TPB has been

looking on the number of trainings being conducted rather than the standard. In

addition there are some factors that were identified as contributing for such

inefficiency these are:

Unclear objectives: objectives of the training are not clear to the majority and some

even are not aware of the organization programme.

Lack of planning techniques: training officers and Heads of Departments lack

necessary skills in planning and selection of trainees. Training is either taken as

routine work for every department without relating to corporate objectives.

Un –trainable staff: some staff are un-trainable in its workforce due to low level of

education, old age and laziness. To some extent these group hinder effectiveness of

training programme because it fails to realize the impact of training.
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Lack of penalty: lack of penalty to those authorities appointed to implement training

programme. There is also frequent change of intended training programme and

misallocation of training funds.

Lack of follow-up: there is lack of good follow -up mechanism that could assist in

evaluation. Follow up mechanism is important for measuring the effectiveness of

training programme to see if it brings positive result.

Mnyenyelwa (2002), conducted study on the assessment of the impact of training

practices on work performance in the public organizations the case of National

Social Security Fund (NSSF). The study reveals that training program is not well

planned and there is no training evaluation to determine whether it has produced

positive results. It also indicates that budget allocated for training is very little to

accommodate training needs.

In addition, training activity in the organization has been regarded as peripheral by

receiving optimal cooperation on training matters. Training and development in the

organization has individual oriented rather than organizational oriented. Employees

have been proceeding for training with less care of who would cover vacancies

created behind such staff. The result is that employees who have studied of their own

desire do not want to work in their previous jobs or departments that suit their new

qualifications. The situation caused misallocation of staff, over training in certain

professions, under utilization of staff and demoralization of staff not placed properly.

Mnyenyelwa also found that the level of awareness to NSSF staff on training activity

is low such that subordinates and their superiors rarely adhered to training

procedures stipulated by the training policy. This was caused by lack of knowledge

or doubtfulness on the presence of training policy; this has caused chaos and

sometimes unnecessary criticism to management.

Furthermore, it was found that evaluation of training programme is less frequently

and it is done ineffectively. The study shows that last evaluation was done on 1998
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and the task was done in form of task force and was commissioned to Research and

Planning Department. Training department which has professionals did not fully

participate in the exercise except providing data which was needed by researchers

from time to time during the exercise.

Evaluation of training programme to be useful and effective must involve rigorous

procedures based upon relevant research, proper integration with all other aspects of

programme department (Torrington & Chapman, 1993). In addition, evaluation

which satisfaction training, trainee receive job placement requiring skills developed

then after suitable interval conduct performance appraisal using predetermined

criteria which will indicate how well the training has been applied under working

condition. Reactions and opinions of trainee may provide useful data relating to

design and conduct of the programme as trainees feedback to the organization.

Training which was conducted on the year 1992 did not aimed at taking corrective

measures of NSSF training programmes but to justify whether the organization

should continue sponsoring its employees or not.  But in real sense, due to

technological changes, training is inevitable; organizations need to design training

and development programmes in order to yield positive results.

The study also shows the financial difficulties facing those who go for training,

these includes  fees, allowances for books, stationeries and to assist them keep up

their families at home. Another research was conducted by Nyawochi (1997), about

impact of training programme on work performance in National Bank of Commerce

(NBC). Such study discovered that NBC training programme is designed without

basing on the training needs assessment. Also it does not show the criteria for

selecting employees for further training. There is no implication to justify the

absence of shortage of skills in the organization. The number of trainees is

determined by amount of money allocated to the department.
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There is no cost effectiveness in designing training and development programme

because the bank retrenched a number of employees after attending training. The

study revealed that out of 6,250 employees only 3000 were needed, the rest were

retrenched in 1990 while in 1991 the bank employed 201 people. Again, the number

of selection of those to be trained depends on the funds allocated.

Moreover, the study done by Matilinga (1997), Tanzania Posts Corporation (TPC)

revealed that there is no identification of Training Needs Assessment. Employees

who wish to acquire further studies used to look for relevant colleges or universities

which they can join for such studies. After being selected by those institutions they

apply for sponsorship from TPC. Then Training Committee in that organization

selects employees in regard to their narrow training budget.

Mchanakutwa (1999), conducted a study on training practices in public enterprises in

TANESCO. The study found that training is practiced but does not relate to any plan

either at branch or corporate level. The practice contravenes itself with training

policy which stipulates that employees should not be trained prior to identification of

training needs. It also requires that training should be geared towards attainment of

both employee and corporate needs which should be systematically being identified

before training is embarked upon.

There is also experienced labour turnover especially for professionals despite of

various retention schemes such as provision of skills, house keeping and

responsibility allowances and training bonds. In addition it was noted that ex-

trainees do not seem to perform better than before training. One of the reasons is that

trainees are given duties which are not corresponding to newly acquired skills.

Masele (1999), also did research on effective training implementation in privatized

manufacturing companies a case of Tanzania Cigarette Company (TCC).  His

research revealed that planning for training is done by supervisors, heads of

departments and selected committee but their recommendations are not taken

seriously by the top management especially when it comes to formulate final training

plan for the company.
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This situation has an impact in the actual implementation of training plan itself , as

it is to be noted that effective training planning refers to the situation where by the

objectives set are realized. Thus, training plan is not effective due to the fact that

there were no systematic training planning including lack of top management

support.

Elizabeth (2007), conducted study on Training Needs Assessment (TNA) and its

contribution to organization performance in Immigration Office. It was found that

employee performance is measured through performance appraisal where employee

performance is examined.  Such study also provides the opportunity to identify the

ways in which curriculum for staff training and development is organized in order to

achieve performance. These include the following:

Two ways communication system is used as the way to giving feedback whereby

customers give their views on the performance of the department. Another way is

using SWOT (Strength, Weakness, Opportunities and Threats) analysis. This implies

that training and development is developed to address weakness and opportunities in

order to overcome threats. Training and development curriculum programmed and

regularly improved in a way that responds to current needs. It also use performance

standard set out by International Civil Aviation Organization (ICAO) which

stipulates procedures and best practices. Moreover, the organization faces challenges

on how to conduct TNA due to limited financial resources.

The problem facing the organization is that some employees lack required skills to

join some fields of study due to their level of education and over age. This is the

problem that can affect performance because working environment and tools are

changing every day. Another one is about the policy concerning the resource person

to impact training, whether to be drawn from within or taken from outside the

organization.

In addition, criteria for nominating training participants do not base on the objective

but rather subjective. This was revealed whereby only officers go for training while
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leaving low common cadres. Others are those who have good record of behavior at

work, or not serving a demotion. For instance, in the year 1990/1991 and 1994/95

about 1,109 employees were sponsored in different leaning institutions but it did not

show criteria used in their selection. The above observations did not give

opportunity to assess the implementation of training and development programmes;

thus, it is advantage for the researcher to focus in this area (i.e. implementation) in

which it is perceived to have opportunity to learn whether training and development

programmes bear fruits or it is just a kind of ceremonial activity.

2.7 Research gap

In today’s rapidly changing social, business, environment training and developing

employees is a key level in moving organization forward. However many

organizations have failed to capitalize on the benefit of learning, more over it have

become a critical issue that training is not given its important by supervisor and

subordinates, In many organization training of the employees is not given required

attention, also training has been taking place in organization but employee have still

continue to underperform to some extent.

Moreover the shortage of intellectual HRD professionals to manage HR training and

development activities, coping with the demand for knowledge workers and fostering

Learning and development in the workplace is also considered to be a gap as stated

by Becker  (1975). In the specific context of HRD professionals, the literature has

indicated that there is a shortage of HRD professionals who are skilled and

experienced systems thinkers and who have the ability to manage the vast and

specialized function of HRD across organizations. ( Eidgahy 1995).
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter describe the type of the research design which was preferred to be used

by the researcher. It also discussed the type of methodology from which data was

collected, the population study involved, area of study, data collection instrument,

sampling procedures and sample size.

3.1 Study Area

The area of the study was the headquarters of the Ministry of Livestock Development

and Fisheries, Dar es Salaam The ministry has ten (11) departments and (6) units.

These are: Administration and Personnel, Policy and Planning, National Livestock

Research Institute Mpwapwa, Veterinary Council of Tanzania, Central Veterinary

Laboratory, Livestock Products and Markets & Infrastructure. Others are Veterinary

Services, Livestock Identification, Registration and Traceability and Livestock

Research, Training and Extension Services. Units are: Finance and Accounts,

Internal Audit, Procurement Management, Information, Education and

Communication, Legal Unit and lastly Computer Information System. These are

shown in Appendix I.

The research involved six departments namely; Administration and Personnel,

Policy, and Planning, Central Veterinary Laboratory, Livestock Products, and

Markets & Infrastructure. Others will be Veterinary Services and Livestock

Research, Training and Extension Services, Pastoral System Development and

Fisheries Development. The units were Finance and Accounts and Procurement

Management. The researcher selected the Ministry headquarters situated in Dar es

Salaam to avoid traveling costs to upcountry stations.

.
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3.2 Research design

Is a detailed outline of how an investigation was to take place, research design

typically included how data was to be collected, what instruments was to be

employed, how the instruments was to be used and the intended means for analyzing

data collected. Black and Champion, (1976). It is a systematic research procedures

and techniques which helped the researcher to conduct the study and avoid self

deception. It also provides the direction of the study and guided the researcher on

how data was to be collected, organized, analyzed and interpreted.

3.3 Study Population

This study was conducted at Ministry of Livestock Development and Fisheries at the

Headquarter in Dar es Salaam. It involved all employees from the Division of

Administration and Human Resources Management, Livestock Development,

Veterinary Services, Research Training and Extension Services, Fisheries

Development, Finance and Accounts Unit and Policy and Planning Division.

Table 3. 1 : Names of Divisions and its staff population:

S/N Division Population in
each Section

Percentage
%

1 Administration and Human
Resources Management

10 25%

2 Livestock Development 5 12%
3 Fisheries Development 3 7.5%
4 Policy and Planning 4 10%
5 Research Training and

Extension Services,
8 20%

6 Finance and Accounts 6 15%
7 Veterinary Services 4 10%

Total population 40 100

Source: Field Data, 2013

3.4 Sample Size and Sampling Techniques

According to Kothari (2006) sample size refers to number of items to be selected

from the universe to constitute a sample. The sample must be optimum. In addition it
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refers the act of picking up a few or small units out of the whole population of the

study. Such unit was expected to representative of the whole population.

In order to get relevant information which enabled the researcher to carry out the

research and write a meaningful report, a sample of 30 respondents was drawn from

the population of MoLDF staffs.  The researcher distributed the questionnaires to 30

respondents which was 75% of the study population.

3.4.1 Purposive Sampling

This is a form of non-probability sampling in which decisions concerning the

individuals to be included in the sample are taken by the researcher, based upon a

variety of criteria which included specialist knowledge of the research issue, or

capacity and willingness to participate in the research.

Purposive sampling was used to select sample from among top management team of

the MLD Department because of their title in the organization which differ from

other employees.  The number of seven heads of Divisions and sections was selected

judgmentally because of their unique position in the organization.

Table 3. 2 : Units Sampled purposively

S/N Division Population in
each Section

Percentage
%

1 Administration and Human
Resources Management

7 23.3%

2 Livestock Development 5 15%
3 Fisheries Development 4 13.3%
4 Policy and Planning 3 10%
5 Research Training and

Extension Services,
5 15%

6 Finance and Accounts 2 7%
7 Veterinary Services 4 13.3%

Total population 30 100

Source: Field Data, 2013
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3.4.2 Convenient Sampling Technique

Convenience sampling refers to the non probability process by which a scientist

gathers statistical data from the population. This form of selection was done based on

the ease of gaining the statistical data. This was the type of sampling method w used

by the researcher in order to get quick answers from respondents.

Also the method of sampling allowed the researcher to gather data even when facing

obstacles. By analyzing the data, they can extrapolate trends and compensate for

some of the lack in their data.

Table 3. 3 Convenient Sampling Technique Units

S/N Division Population in
each Section

Percentage
%

1 Administration and Human
Resources Management

7 23.3%

2 Livestock Development 2 10%
3 Fisheries Development 3 13.3%
4 Policy and Planning 3 9%
5 Research Training and

Extension Services,
5 15%

6 Finance and Accounts 2 4%
7 Veterinary Services 2 13.3%

Total population 24 85

Source: Field Data, 2013

3.4 Data collection instrument

Data collection is simply how information was to be gathered Mary (2008), Creswell

(1998;111) define data collection as series of interrelated activities aimed at

gathering information to answer emerging research question. Whereby for the

purpose of this study the researcher used both primary and secondary data collection

instrument. In the primary source, observation, interview and questionnaires was

used to collect data. In the case of secondary data collection techniques documentary

studies was used to obtain the necessary data for analysis and interpretation
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3.4.1 Interviews

Interview is a kind of meeting between two persons for the purpose of getting view

of each other the interview was conducted with different department and top

management it included the directors and officers from Administration and human

resource management, policy and planning, Research training and extension service,

and livestock development the researcher included both structured and unstructured

interview in order to free the respondent? This method helped the researcher to

collect adequate information which helped to achieve the desired objective. This was

because this method was effective in controlling the audience as well as getting quick

responses from the interviewees.

3.4.2 Self- administered Questionnaires

This is a list of research or survey questions asked to respondents and designed to

extract specific information. Low, (1998); this method was used to gather data from

the sampled groups of selected directors, officers and operational staffs from the

department of administration, policy and planning, finance and accounting, research

training and extension services. The questions were closed ended to capture the

perception of the respondents. A sample size of sample of 30 respondents was drawn

from the population of MLD staffs to fill the questionnaires.

3.4.3 Documentary

This is the process of giving record or report of the facts about something, especially

by using pictures or recording of people involved. According to Gibbs,(2002)

Documentary was also drawn in this study, where the researcher read various

MoLDF documents such as training policy, manuals and file concerning training as

well as labor laws, person regulation and policies so as to see whether they were in

conformity with the organization goals and objectives.  This method was employed

in this study because it was a simple way to get various information concerning the

matter, hence enabled the researcher to get information concerning the

implementation of training program at MoLDF.
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3.5 Data analysis

Is the process of evaluating data using analytical and logical reasoning to examine

each component of the data providing. Debrah, (1998); The researcher used

qualitative method of data analysis to analyze the data which was collected so as to

come out with a sound analytical procedure which provided clarity to the study.

3.5.1 Qualitative analysis

Is a research method for the subjective interpretation of the content of text data

through the systematic classification process of coding and identifying themes or

patterns” Hsieh & Shannon, (2005) Quantitative analysis helped the researcher most

when “answering question of who, where, how many, how much, and what was the

relationship between specific variables”.

3.6 Limitation of the Study

In conducting this study, financial constraints hindered the ability of the researcher to

cover a large sample. As a result, the researcher had to limit the magnitude of the

study by covering only a small sample size. Also, due to time constraints, the

researcher had to conduct the study by focusing on only one public Institution

namely; the Ministry of Livestock and Fisheries.

Shortage of local empirical literature on determinants of implementation of employee

training programmes within public institutions in Tanzania hindered the researcher in

conducting this study. To overcome this limitation, the researcher used literature

from other countries. This may not give true picture of the situation on the ground

since employee training programme in one country differed with employee training

programmes in another.
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CHAPTER FOUR

RESULTS AND DISCUSSION

4.1 Introduction

This chapter describes and analyses data collected during the data collection process.

The analysis covers the findings from the research questions, structured, unstructured

interviews and questionnaires and the review of different documents. This chapter is

divided into five Sections. Section one, present the characteristic of respondent by

sex, level of education, work experience, and position, Section two presents the

mechanism used to determine training programme by identifying the priorities areas

of training employees, the Training Needs Assessment and the roles and

responsibilities of different actors in implementing the training programme, section

three presents the different types of training programme identifying the short term

and long term training, and the criteria of selecting trainees, the target verses actual

and the implementation levels Section five represent the factors affecting

implementation of training programme and chapter five represent conclusion of the

findings. The researcher was keen with the research objectives and questions during

all period of research exercise. A part from acting as his term of reference (research

objectives and questions) they also guided her in each step of research particularly

during data collection. Before reaching this stage the data collected were edited for

accuracy, classified in their relevant patterns and coded for easy reference.

4.2 Characteristics of Respondent

The characteristic of this study were 30 total number of respondent who participated

in answering the research questions and interview and the main variable were

distribution of respondent by sex/gender, age, level of education and working

experience as reflected in table 4.1 below

4.2.1 Distribution of Respondent by Sex

The analysis here was aimed to understand the ration of male and female who

benefited from training opportunity offered by the MLDF The analysis was
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conducted by using interview, questionnaire and review of different documents. The

outcomes are presented in the table 4.1 below.

Table 4.1 : Characteristics of Respondent

Variables Respondents(n=30) Frequency
Gender Female 17

Male 13
Marital Status Single 19

Married 8
Divorced 2
Widowed 1

Age Under 24 7
25-35 5
36-45 13
Above 46 8

level of Education PhD 2
Masters 15
Bachelor 10
Diploma and others 3

Work Experience Less ≤ 5 5
06-10 7
11-20 8
Over 21 10

Source: Field Data, 2013
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Figure 4.1 Distribution by Gender

Source: Field Data, 2013

Figure 4.1 above represents the gender of the respondent where as the sample

population for this study was 30 respondents. Among these 17(57%) were female

and 13(43%) were male. The findings disclosed that majority of beneficiaries were

female than male as female had the high opportunity to be included in the training

programme in comparison with male this means that male economic empowerment

was limited.

Figure 4. 2 Marital Status

Source: Field Data, 2013
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The marital status of respondent indicate that the single number of employees were

19 (63%), married were 8 (27%) divorced were 2(7%) and the Widowed were 1 (3%)

hence the researcher noted that the majority of the respondent were those who were

single compared to those who were Married, divorced and widows this was because

the single employees had no family responsibilities

Figure 4. 3 Age of respondents

Source: Field Data 2013

The findings indicate the number of respondent had different age those who were

under 24 were 7 (23%) 25-35 were 5 (16) 36-45 were 10 (33%) and those above 46

were 8(26%). Hence the majority of the respondents were those who were aged 36-

45 that account for (33%) of the total population this was because they were young

very update and found of new ideas about training in the MLFD and had no busy she

dual hence they responded to the questioner on time.
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Figure  4. 4 Education level

Source: Field Data 2013

Respondents with different education level took part in the study by answering the

questionnaires and the above findings show respondents with different education

levels participated, ranging from PhD to Diploma and other. Those with Masters

Degree accounted for 15(50%) and they form majority part of respondents, 10(33%)

accounted for those possessing bachelor who were the second in number, followed

by those with Diploma and others who accounted for 4(10%) and 2(7%) was

accounted by those holding PhD. This feature gives us a picture that, at least each

respondent was aware on the essence of the study,

Figure 4. 5 Working Experience

Source: Field Data, 2013
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from the above figure it could be observed that the majority of respondents who

answered the questionnaire were having over 21 years of working experience who

accounted for 10(33%), followed by 11-20 working experience who also amount to

8(27%) who subsequently followed by 06-10 years of experience, amounting to

7(23%) and lastly less ≤ 5 years experience who accounted for 5(16%).  Therefore

the respondents who were engaged in the study were well familiar and accustomed

by the factors determining the implementation of employees training programme and

the nature and types of training offered to the employees thus making results more

reliable.

4.3 Mechanism used to Determine Training Programme

Priority Areas of Training

The Ministry was giving priority on the areas of staff training and development.

Prioritizing training and development is important phenomenon as has commented

that, “Given the vast range of skills and other competencies which can be developed

in people it is useful for some sort of prioritizing to take place so that training

focuses on the areas which will yield best benefit, in other words, return on

investment (typically in terms of organizational performance, although the needs of

teams and individuals can also be very significant in prioritizing training and

development,dependingonthe situation”(http://www.businessballs.com/traindev.htm).

In this aspect it was found that the management was setting priority areas in training

and developing her staff in the following areas

Industrial Relations and Labour Law

This was a priority as it is the labor relations role which, more than any other,

distinguishes an employers' organization from other employer bodies. As it was revel

by 10(33%). Respondent who were intervened in the study. They said that industrial

relation and labor law enhanced their economic status to avoid industrial conflicts

and their consequences that lead to the extending and maintaining industrial

democracy by provide an opportunity to have a say in the management decision

making. It also helped to regulate production by minimizing conflicts and provide

forum to the workers to solve their problems through mutual negotiations and
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consultations with management by the encourage and develop trade union in order to

develop workers collective strength

Personnel and Human Resource Management

Training in this area helped to strengthen personal departments and human resource

management functions. As it was responded by most of the employees accounting

15 (50%) of the total population since one of the main objectives of HRM is to

integrate it with the functions of line managers, HRM training should be made

available to all enterprise managers. However, training in this field required linking

up with institutions which were qualified in this regard, as it was difficult to build a

comparative advantage without external assistance the study disclosed 21 % of the

respondents who favored the training as apriority area in Personnel and Human

Resource Management.

Negotiation and negotiation skills

This was important not only for the conduct of collective bargaining but also for

enterprise managers in their frequent interactions with their employees and other

enterprises. This was disclosed by the top management which was 8 (26%) of the

respondent they said that negotiation skill was very important to the management of

the employees in the organization because it provide clear chain of communication

among the employees in the organization and helped the management to come up

with a common agreement. Negotiations skills also help to reduce conflicts at the

work place.  Since conflicts arise when individuals are too rigid and are just not

willing to compromise with each other. Negotiations help in finding an alternative

which benefits all.

Safety and health

This was also the priority area of training as it was revealed by the number of the

respondent who whore intervened by the researcher accounting 15 (50%) for

example during the interview one of the respondent who was a Livestock Field

Officer said safety and health of the employees in the organization should be given

the first priority since when an employees is healthy can work for long hours when in
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the organization to full fill the organization goals  in time, organization should

develop a limited role, such as interpreting relevant laws and training safety

committees in enterprises.

Productivity

The findings revealed that the Ministry of Livestock Development and Fisheries

(MLDF) facilitates training and development and one among others is in the

productivity   by providing training  to achieve sound industrial relation and HRM

practice which promote productivity improvement, productivity bargaining and

performance and skill based pay system as they are a part of the organization’s

mandate directly linked to productivity with the that are relevant to job descriptions

of her employees. This was revealed by the 15 (50%) of subordinates who confirmed

productivity I the organization was a priority area to focus on training the employees

.

Supervisory training

This often neglected area of training is an important means of improving workplace

labour relations and productivity. The MLDF has developed a supervisory training

module which was found useful by the organization management in implementing

the training programme. Since training lead the employees in acquiring specific skills

to perform a job better  and helps people to become qualified and proficient in doing

some jobs usually an organization facilitates the employees' learning through training

so that their modified behavior contributes to the attainment of the organization's

goals and objectives,  and become qualified to perform in positions of greater

difficulty and responsibility

Cross-cultural management training

In the context of increasing investment in MLDF from both within and outside the

region and the apparent proliferation of disputes flowing from cross-cultural

"mismanagement", there is scope for the development of training programmes for

foreign personnel designed to acquaint them with local practices and cultural factors

relevant to managing local employees, increasingly, local employees also need to

adjust to the management requirements and Styles of foreign companies. Strangely,
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this has been a much neglected area of training. However, it requires quite a mastery

of local systems, practices and culture.

4.3.2 Training Needs Assessment

The Training Needs Assessment was a critical activity for the training and

development function at the MLFD. The assessment begins with a "need" which was

identified in several ways but generally described as a gap between what was

currently in place and what was needed, now and in the future. Gaps include

discrepancies/differences between what the organization expected to happen and

what actually happened, Current and desired job performance, Existing and desired

competencies and skills.  Training Need Assessment was also used to assist

Competencies and performance of work teams, Problem solving or productivity

issues, and prepares for and responds to future changes in the organization or job

duties.  The results of the needs assessment allowed the training manager to set the

training objectives by answering two very basic questions: who, if anyone, needs

training and what training was needed. Sometimes training was not the solution.

Some performance gaps cold   reduced or  be eliminated through other management

solutions such as communicating expectations, providing a supportive work

environment, arranging consequences, removing obstacles and checking job fit.

Once the needs assessment was completed the training objectives were clearly

identified, the design phase of the training and development process was initiated By

selecting the internal or external person or resource to design and develop the

training, Selecting and design the program content, Selecting the techniques  to be

used to facilitate learning,  Selecting  the appropriate setting  and Selecting  the

materials to be used in delivering the training.

Through the methods of interview and questionnaire the researcher disclosed that one

of the mechanisms used to determine training program was training needs

assessment. The purpose of a training needs assessment at MLDF was to identify

performance requirements and the knowledge, skills, and abilities needed by the

organization’s workforce to achieve the requirements this helped direct resources to
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areas of greatest demand. The assessment would address resources needed to fulfill

organizational mission, improve productivity, and provide quality products by

involving a systematic planning, analysis and coordination across the organization, to

ensure that organizational priorities are taken into account. There are three levels to

be considered in the Training Needs Assessment that would help to determine the

type of training required in the organization:

4.3.2.1 Organizational Needs

Examined where training was needed in the organization and under what condition.

It identify the skills knowledge and abilities that the employees was required to have

in the future as their goals and organization change by  looking  at the effectiveness

of the organization and determines where training was  needed The organizational

analysis  identified   Environmental impacts, State of the economy and the impact on

operating costs, Changing work force demographics and the need to address cultural

or language barriers, Changing technology and automation,  Increasing global/world

market places Political trends such as sexual harassment and workplace violence.

Organizational goals   by indicating how effective was the organization in meetings

its goals, resources available such as money, facilities; materials on hand and current,

available expertise within the organization.   Climate and support for training top

management support, employee willingness to participate, and responsibility for

outcomes.

4.3.2.2 Individual Needs

Analyzes how well the individual employee was doing the job and determines which

employees need training and what kind. Sources of information available for a

individual analysis include, Performance evaluation by Identifies weaknesses and

areas of improvement, Performance problems Productivity, absenteeism, accidents,

grievances, and waste, product quality. The Management was required determined

what level of knowledge employee was required to have so that they can perform

well this depended with the job description of the employees that it was supposed to

match with the training to be given at a particular period of time Focusing on this the

researcher observed different employees from the department attending different
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training to fit in their job description. For example Livestock Field Officers and

Livestock Tsetse Field Officers attended training on modern husbandry practice and

product processing,

4.3.2.3 Task analysis

Provided data about a job or a group of jobs and the knowledge, skills, attitudes and

abilities needed to achieve optimum performance.  The MLFD used the following

variety of sources for collecting data for a task analysis a narrative statement of the

major activities involved in performing the job and the conditions under which these

activities are performed. If an accurate job description was not available, one could

prepared using job analysis techniques,  list of specified tasks for each job including

Knowledge, Skills, Attitudes and Abilities required of employees  the  Objectives of

the tasks of the job and the standards by which was to be  judged. This was needed to

identify performance discrepancies, Evaluate tasks in terms of importance and time

spent performs, Research the "best practices" from other companies, review

professional journals, of the incumbents, of the supervisor, of upper management.

4.3.3 Roles and Responsibilities of Different Actors in Implementing Training

Programme

In the interest of developing and maintaining the skills of the workforce, all Public

Service Organization developed a training and development programme, based on

the skills requirement identified in their Human Resource plan. The programme was

funded from their budget allocation, and aimed to meet both the organization

capacity requirement and individual employees personal and career development

goals within the resource available. There different actors involved in the

preparation of training programme from the MLFD there are permanent Secretary,

Head of Department  Training officers and the Consultant

4.3.3.1 Permanent secretary

The main roles and responsibility of the Permanent Secretary in MLFD is to initiate

the preparation of the Training Need Assessment in order to identify performance

needs and gaps of the Ministry and Ministry’s employees.  As per the design of TNA
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and as per the Client’s guidance, the permanent Secretary also initiates Training and

Development Programme which was developed based on the Training Needs

Assessment Report., in addition the Permanent Secretary provide fund for the

preparation of training programme and after training provision of award to the

employees who have successes in term of promotion and increment.

4.3.3.2 Head of Department and Section

The head of Department are the sub warrant holder they manage the fund in their

department and sections and oversee to see that the implementation of training

programme is succeeding The management used Skills Audit instrument to collect

data on job holders’ education qualifications so as to be able to match and to

compare job holders’ education qualifications to the desired-levels of qualifications.

In addition, the head of department/section gathered information on competence

profile of the Ministry’s employees, in order to establish competence gaps as they

understands the Ministry’s mission to development and sustainable use and

management of livestock and fisheries resources for economic growth and improved

human livelihood, for the benefit of present and future generations. Hence, the

development of the Training & Development Programme was done with the

Ministry’s mission in mind.

4.3.3.3 Training Officers

The training officers reviewed literature relevant to Human Resource Development

and Training Policy.  And make reference to the Ministry’s organisation structure

which was currently in use where issues analysed pertaining to the structure included

how activities are grouped, the levels of hierarchy, the relationship between

divisions, sections, and units, the span of control, and the distribution of authority

within the Ministry. In addition, the training officers made an attempt to analyse how

the link between the Ministry and extension workers who are under the mandate of

training was functioning, and how effective the link was with regard to offering

quality services to the Ministry’s beneficiaries The documents reviewed among

others included Public Service Management and Employment Policy (1999),the

Public Service Act (No of 2002), Public Scheme of Service, 2003, and other relevant
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policy documents. The  Medium Term Strategic Plan (2009-2011), National

Livestock Policy 2006, National Fisheries Sector Policy and Strategy Statement 1997

MLDF organization structure  and (“Nyaraka za Maendeleo ya Utumishi za Mwaka

2002”)

4.3.3.4 Consultant

The consultant developed the training programme focusing on the Client’s reform

and development agenda. The consultant ensured that the proposed development

skills for the Ministry staff are sufficient to support internationally competitive

industry; and to provide individuals with opportunities to optimize their potentials.

The training programme was guided by the tasks needed to tackle challenges facing

the livestock industry (such as diseases and inadequate livestock farmers’ knowledge

and skills) and those challenges facing the fisheries sector (such as low level of

technology among artisan fishing communities, inadequate support services

including research and extension personnel and inadequate capacity to carry

research).

4.4 Types of Training Programme

Training programme was individually designed to meet the exact need of employees

in the Organizations. The MLFD provided training and development programs to

groom the next generation of leaders. Without training and development programs,

organizations will lose talent. Different types of employee training programs  was

offered to number of employees in the organization, often based on the needs of that

organization and the resources available to it.

4.4.1 Short Term Training

This was conducted within the MLDF environment and it take place in the normal

working situations, using the actual equipment, document The courses are short and

enable the employees to be acquiring new knowledge skills and competence and they

can transfer them from one job to another in their daily activities and carry out the

organization tasks as well since they are within the organization environment. For
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example the short term training and development involved many ways in order to

provide employee with learning opportunities. These includes committees,

conferences and forums, field trips, job aids, job expanding, job rotation, special

projects, coaching, mentoring and class room training just to mention the few.

Committees: these are part of everyday activity in the Ministry. They involve staff

from different departments to allow them discuss issues and trends that may impact

the organization in the future. These committees were such as HIV/AID, Private

Sector Participation (PSP) and Public Service Reform Programme (PSRP).

Conferences and forums: these are conferences that focus on topics of relevance to

their position and the Ministry. After return to the organization the employees make

presentations to other staff as away of enhancing individual’s learning experience

and the organization - some conferences and forums are sometimes referred to off-

the –job learning. There were conferences and forums conducted within the ministry

and outside.

Field trips: this is done by involving ministry’s staff more than one site. Under this

way, employees are given opportunity to visit other sites. This is considered to

enable employees gain a better understanding of the full range of programmes and

clients that organization serves. Field trips to other organizations serving a similar

clientele or with similar positions can also provide valuable learning experiences.

Job aids: this implies giving employees some tools to help them perform their job

better. These tools include among others manuals, checklists, phones lists,

procedures and guidelines. The ministry was noted to have these tools like copies of

manuals, circulars and telephone lines.

Job rotation: this was done by giving employees opportunity to work in a different

area of the organization. For example in the MLDF this was done especially in

Accounts and Finance Unit whereby Accountants were shifting  from cash, to

internal audit, revenues collection to other sections within the Unit. Job rotation in

other departments and units was not very much practiced due to some reasons like
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nature of jobs and organizational culture that some jobs needed experienced staff or a

certain skills and level of education.

Special projects: under this employee was given opportunity to work on a project

that is normally outside his job. Staff involved in this technique was from Veterinary

Services department work with projects organized by Food and Agriculture

Organization (FAO), Research Training and Extension Service work with

Department to Heifer project.

Coaching: refers to a pre-arranged agreement between an experienced manager and

his employee. The role of coaching was to demonstrate skills and to give the

employee guidance, feedback and reassurance while he practices the new skill. It was

done at the department/unit level involving new entrants and senior officials notably

Central Veterinary Laboratory, Livestock Training Institutions (LITIs) and HR

department.

Mentoring: it is similar to coaching. Mentoring occurs when a senior, experienced

manager provides guidance and advice to a junior employee. This was done in every

department and unit except Information Education and Communication and Legal

units. It was done to those department and units due to the newly employees.

Class room training: these may refer to courses, seminars and workshops. They are

formal training opportunities that can be offered to employees either internally or

externally. A trainer, facilitator can be brought in the organization to provide training

session or employee can be sent to one of these leaning opportunities during work

time (http://www.cutter.com/consulting-and-training/inhouse-training). Through

observation, the MLDF used these ways in training and developing her staff, but

some of such opportunities (e.g. committees, field trips and special projects) were

enjoyed by some categories of staff. Most of those trainings were attended by senior

officials especially technical ones who were considered to deal with major sector

issues. Such of the training opportunities were secured by individuals own initiatives
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and not the Ministry, a good example is special projects. This was normally done for

the purpose of personal gain.

The Ministry was giving priority on the areas of staff training and development.

Prioritizing training and development is important phenomenon as has commented

that, “Given the vast range of skills and other competencies which can be developed

in people it is useful for some sort of prioritizing to take place so that training

focuses on the areas which will yield best benefit, in other words, return on

investment (typically in terms of organizational performance, although the needs of

teams and individuals can also be very significant in prioritizing training and

development, depending on the situation”

(http://www.businessballs.com/traindev.htm). In this aspect it was found that the

management was setting priority areas in training and developing her staff.

4.4.2 Long Term Training

This was conducted outside the organization environment in different levels and

professions, namely; Diploma, First degree, Masters and PhD. The research findings

revealed that the ministry managed to train a total number of 72 employees. The

amount and level in each category indicated that Diploma trainees were 25, First

Degree - 28, Masters - 12 and PhD – 7. This is summarized in the table 4.4.2 below

the trainings were aiming at increasing and widening individual knowledge and skills

together with shaping individual’s behavior. In addition it was revealed that, staff

training and development were conducted on the basis of earmarking individual staff.

At this point one could suspect the absence of proper training and development plan

although there was setting priorities on the areas to be studied.

Number of staff trained and developed for the period from 2010 to 2012 given by

levels from Diploma to PhD as was explained above.
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Table 4.2 Number of staff trained in years (2010 to 2012)

COURSES
YEARS

2010 2011 2012
Targe

t Actual Target Actual Target Actual
Diploma 17 14 11 5 15 6
First Degree 11 9 19 11 17 8
Masters 6 2 8 5 3 5
PhD 7 3 12 2 4 2
Total 41 28 50 23 39 21

Source: Filed Research Data (MLDF, 2010/2012)

The result indicates that the target of employees to be trained in 2010 was 41

employees but the actual number of employees who whore trained is 28, and in 2011

the target was 50 employees but the actual employees trained is 23 the same applies

in the year 2012 the target population of the employees was 39 and the actual

employees who got trained was only 21. The trend of staff training and development

was declining as time went on.  As from above table 4.4 2, the number of trainees in

2010 decreased from 28 to 21 in 2012. Categorically, Diploma trainees decreased

from 14 to 5 and then rose to 6 trainees in 2012. This was because in 2010 staff

holding certificates were encouraged to upgrade their academic profession to the

level of Diploma to suit minimum requirement of the Public Service Scheme,

Circular No. 5 of 2002 and the Public Service Act No. 8 of 2002. Examples of cadres

that were involved in these trainings were Livestock Field Assistants, Personal

Secretaries, Librarians and Assistant Technicians. Respectively, particularly for

Livestock Research Officers. The level of First Degree in 2011 increased and then

decrease in 2012. This was due to the fact that staff with diploma desired to obtain

first degrees e.g. Livestock Field Officers and Livestock Tsetse Field Officers.

Masters level, the rate increased from 2 to 5 trainees in 2011 and 2012 whose

minimum qualification is Masters Degree in order to be recognized as researchers.

For PhD level the amount decreased from 3 to 2 trainees in the next two years. The

reason for such trend was due to higher cost of such level of training. It was reported

that cost for one master’s students per year was 9.0 to11.0 million Tanzanian
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shillings. So far this rate of 72 trainees was low compared to the 228 existing

employees at the ministry headquarters. also over aged of staff, Low level of staff

basic education, family responsibilities and Office responsibilities are among the

factors that lead to the decline of number of employees in the MLFD. This indicated

that others were left behind. The results of these are summarized below for the year

2010 as an example. Similar presentation one can be done for the remaining years.

Figure 4. 6 Level of education

Source: Field Data, 2013

The researcher’s general observation for such decline was due to several challenges

like increasing cost of training caused by devaluation of local currency, unforeseen

disasters that effected ministry budget including Rift Valley Fever (RVF) and

combining livestock sector with fisheries that is from the former Ministry of

Livestock Development (MLD) to Ministry of Livestock Development and Fishers

(MLDF).
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4.4.2 Criteria of Selecting Trainees

Inadequate performance

This implies the failure to meet personal objectives and expectations / requirements

of the organization, low productivity or a lower output of work than is expected,

failure to meet the required standards of work or performance; failure to achieve

specified qualifications that are required to undertake the duties, inadequate skills or

knowledge; and inability to apply skills and knowledge in the workplace all these

MLDF must make sure that every employee has an accurate and up-to-date job

description. Where an employee’s level of performance is considered to be

unsatisfactory, their line manager should review the situation with the employee,

identify the gap between their actual and required performance, and provide or

arrange training and support as appropriate.

Changing of technology

Technology is the application of scientific knowledge to the making of tools to solve

specific problems. Technological change has many facets. Technological change

includes, as well as creation of new products, quality improvement and efficiency

gains for existing products Technological advances such as automobiles, airplanes,

radio, television, cellular phones, computers, modems, and fax machines have

brought major advances and changes to the world. Indeed, 20th century technology

has completely and irreversibly changed the way people meet, interact, learn, work,

play, travel, worship, and do business.

Change of Organization policy/ Structure

This was also problem that could call for the need of training and development of the

employees in the MLFD because employees need to be aware of their policy and the

structure of the organization its functions and the guiding principles governing the

whole organization. Organizational policies serve as important forms of internal

control in the organization.
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4.4.4 Implementation of Training Programme at Different Levels

Implementation of employees training programme was important for getting new

employees into the loop of how the organization operates and what the

organization’s expectation was as keeping established employees in that knowledge

and communication loop. Effective programme improve communication and

understanding between individuals departments. There are three levels of

implementing training programme.

4.4.4.1 Executive level

These level was presented by the Permanent Secretary he provide permission to the

employees to attend training and demand for the training report after the trainers

have completed the courses to see the skills knowledge and capacity they have

accrued after training for his assurance that the fund have been used for the intended

purposes

Table 4. 3 Training Programme at Executive Level

Training Package
YEARS

2010/11 2011/12 2012/13
Target Actual Target Actual Target Actual

PhD 4 0 3 2 1 1
Masters 3 2 4 3 5 4
Short Courses 10 7 8 5 9 6
total 17 9 15 10 15 11

Source: Field Data, 2013

The result indicates that the target population to attend training in different level such

as PhD, Masters and Short Courses in the year 2010/2011 was 17 in the level of

executive these will include the Directors in different department/ Section in the

MLFD but the actual number of directors in different department/ Section in the year

2010/2011 who were trained was 9. In the year 2011/2012 the targeted population

was 15 numbers of Directors in different department /Section but the actual number

was 10. And in the year 2012/2013 the targeted population was 15 numbers of

directors but the actual number who got training was only 11 directors in different



50

department and sections. The researcher general observation for such was due to

work responsibility of the directors in their department and Section that lead to few

to attend the training especially the long time training as been PhD and Masters since

they had no one to watch their office when they were gone. As for short course it was

easy for them since it was conducted within the MLDF environment and the course

were short and enable them to learn and carry out the organization task as well  the

researcher observed the different head of directors who attendant Seminars and

workshop and conference  conducted.

4.4.4.2 Management level

Commit resources to the trainees to see the implementation of training in the MLFD

and receive the prepared reports from the employees who have attended the training

at the level of department and sections and they also authorizes the budget for the

training and provide equipment to help the implementation of training programme

Table 4. 4 Training Programme at the Management Level

Training Package
YEARS

2010/11 2011/12 2012/13
Target Actual Target Actual Target Actual

Masters 10 5 12 8 14 9
Bachelor 12 8 14 10 15 12
Short Courses 24 21 34 25 30 23
total 46 34 60 43 59 44

Source: Field Data, 2013

The result indicates that the target population to attend training in different level such

as  Masters, Bachelor degree and Short Courses in the year 2010/2011 was 46 in the

level of Management these will include the Assistance directors in different

department/ Section in the MLFD but the actual number of Assistance directors in

different department/ Section in the year 2010/2011 who were trained was 34. In the

year 2011/2012 the targeted population was 60 numbers of Assistance directors in

different department /Section but the actual number was 43. And in the year
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2012/2013 the targeted population was 59 numbers of Assistance directors but the

actual number who got training was only 44 Assistance directors in different

department and sections. The researcher general observation for such was due to

shortage of fund in the MLDF to capture the need of training ever Assistant director

especially in the long term training on the other had the shorter training was more

fevered by the MLFD because  it was reported to be less expensive and economical

since it reduces costs related to hiring venues, trainers, transport and allowances to

trainees organization. The method was preferred for the purpose of orientation to

new employees in the sense that trainees learn more practical and gain experience as

far as sector is concerned. For example the assistance director from livestock office

attended the Advanced Livestock data management skills and diseases monitoring

and surveillance navigation  seminar in Bagamoyo  these had a great benefit to the

MLFD management.

4.4.4.3 Supervisory Level

The supervisors make follow up to trainers after the implementation of the training

programme to see that the resources and time spent have been efficiently and

effective managed and see if the training has helped increase performance of the

employees. He also gives feedback to the top management and the executive level on

the employees performance after they have attended the training By focusing on the

task skills that indicate being able to perform individual task in the most effective

and efficiently way, the task Management skills that implies being able to manage a

number of different skills within the job, Contingency Management skills that is

being able to respond to irregularities and breakdown in routing and the

environmental skills that indicate being able to deal with the responsibilities and

expectations of the environment.

4.5 Staff Training Policy

This was also one of the objectives of the study to study whether there is

organization policy on training and employees development and analyzes its contents

and structure. The purpose of this objective was to find out whether the organization
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had adequate training policy in the department or not. The research noted that MLDF

had training policy but many employees were not aware of the policy neither the of

the existence of the guiding document on the training issues. These documents are

the Public Service Regulation of 2003, the Public Service Scheme of 2003, the

Public Service Management and Employment policy of 1999. Table 4.5 below

illustrate the level of understanding and awareness of the government, guidelines on

human resource training and development among the subordinates and superiors in

the MLDF
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Table 4. 5 Awareness and Knowledge of Staff on the existence of Training
Policy

Categories
of respondents

No of
Respondents

Aware % of
Respondents

Not Aware % of
Respon
dents

Top
management

8 4 50 4 50

Heads of
Department

6 3 50 3 50

Other Employees 11 4 36 7 64

Total 25 11 44 14 56

Source : (Field Data.2013)

From the table above. Only 44% of the respondents from all categories of the

respondents said they were aware of the training policy although they didn’t know its

content. However according to them such documents  are available in DAP’S office

only thus make many staff fail to get information about the training policy  Findings

indicated that 56% of the respondent from all categories were not aware of the above

mentioned documents as noted before and training policy specific to the

organization. Therefore training and development matters were handle basing on the

general guidelines proved by the government which are however inaccessible to

many employees in MLFD

4.6 Factors Affecting Implementation of Training Programme

The study was also aimed at assessing the problems faced the implementation of

training programme at the MLFD this was one of the research question aimed at

identifying and explaining the problem associated with training programme

undertaken at MLFD. This research question sought to discover challenges and

weakness faced by the organization in the process of conducting and implementing

training programme. Those factors are:
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4.6. 1 Financial constraints

This problem was noted by both heads of departments and their subordinates

(individual staffs). The findings revealed by all heads of departments by 100% and

their subordinates about 65.8% interviewed indicated that there were inadequate

funds allocated for training and development activities. The heads of departments

explained that the ministry as other MDAs received funds to implement her plans

and programmes from the Ministry of Finance and Planning (treasury office) and

normally the situation depended on the revenue collections. It was said that the funds

were limited to accommodate the existing training and development demands. Also

there had been delay of funds released from treasury thus lead to failure of meeting

schedules from the training institutions. Therefore, as a result individuals concerned

fail to attend training in the respective financial year. This had been a problem where

it was found a big number of untrained staff for a period of time. The findings also

revealed that there was a tendency of misallocation of staff training and development

funds into other activities that are considered to be of most priority. At this point in

gives chance to any individual to perceive that staff training and development does

not taken as a strategic issue in the MLDF. Their subordinates revealed that there

was inadequate budget allocation for conducting staff training and development

activities. They claimed that they had been experiencing this problem when they ask

to be given chance of attending training courses. They had always promised to wait

for funds without success.

4.6.2 Employees quit after training

This was another problem noted by the researcher during interview and reading of

different document.  A half 5out of 10 (50.0%) of the employees interviewed

revealed that some of employees quit to other organizations after been trained and

developed. The reason for such situation is to seek for greener pastures. Examples of

the cadres that were cited are Livestock Researcher Officers, Livestock Tutors who

move to other organizations especially after obtained First Degree, Masters or PhD.

The MLDF report showed that about 10 staffs of the same cadres (Researchers

Officers and Livestock Tutors) had moved to others organizations since 2011. Others
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go for unpaid leave for consecutive years because they found not fitting into their

former positions. It was also reported that others wish to change their former

positions after been trained which lead to un-planned transfers both within

(departmental/sectional) and outside the Ministry. This in turn created unnecessary

vacancies in the respective areas of work.

4.6.3 Employees Study Courses Irrelevant to their Professions

Employees interviewed revealed that there was a tendency of staff members studying

courses contrary to requirement of their professions. This situation was confirmed by

a large number 6 out of 8 (35.0% ) of the staffs interviewed. For example, there were

Livestock Field Officers, Assistant Fisheries Officers who studied first

Degree/Masters in Business Administration (BA/MBA) and Environmental Engineer

which are not qualifications for these cadres. For the sake of understanding, it is to be

noted that every cadre have established qualifications under The Public Service

Scheme of Service, which is currently known as Circular No.1 of 2002 (Waraka wa

Maendeleo ya Utumishi   Na. 1 wa mwaka 2002). According to that scheme the

required qualifications for these cadres are Diploma in Animal Health, Production or

Husbandry for Livestock Field Officers while Diploma in Fish Processing and

Marketing for Fisheries Assistant Officer. The challenge here was that the

qualifications obtained out of the latter could not allow them to be promoted in their

respective professions. These situations sometimes had demoralized the concerned

when they find that their goals could not be met; and worse still some of staff

members did not know their required qualification for their cadres that could also

allow their promotion. One of the respondents who was a Principal Fisheries Officer

through interview said that ‘’I am not sure of my future in that profession that’s the

reason I studied Bachelor Degree in Business Administration’’ and he did not even

know exactly the required qualification of his cadre.  Surprisingly, he added that he

wished to be promoted due to the new qualification he had pursued but he was not

aware of the cadre to be promoted to. One could also ask how such a senior officer

had no information of the required qualification of his profession! This situation

indicates that there was poor communication among staff members and individual

initiative of been well informed of Human Resource Development (HRD) matters.
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Further analysis revealed that others become reluctant to study some courses where

chances occur or as may be required by the Ministry. For instance, for those required

to study pure science instead they opt to study MBA and Extension Services.

4.6.4 Absence of selection criteria

The ministry was also found to have no criteria in the selection of staff to go for

training and development courses. This was confirmed by the staff that the ministry

had no established criteria in the selection of who should attend training and

development programmes. They revealed that in some cases trainees are nominated

by favor, and some of them seemed to be un-trainable (meaning because of age or

inability or low understanding capacity due to may be just a personal weakness). It

was asked if there was a logic behind of training individual staff who is about to

retire in the next three or six months. And worse enough one could find that the

course does not relate to his/her retirement. It Also was commented that, some are

given priority for the sake of been good performers. It was also revealed that in some

cases training funds spent for other activities. That situation made others to think that

subordinates were not considered in training and development matters. The

researcher perceived that criterion for selection of trainees could reduce unnecessary

conflicts among staff members in the MLDF. Thus, the absence of selection criterion

provided a chance of forgetting if not leaving behind other members in the ministry.

4.6.5 Prioritization of Training and development

Prioritization of staff training and development was another problem in Ministry

under study. This situation was revealed by staffs that were interview. They thought

that training and development were considered as priority issue due to some existing

circumstances like a tendency of reallocation of training funds, poor planning, trend

and frequency of staff training and development in the Ministry.

4.6.6 Lack of retention schemes

Another problem as was noted by management and their subordinates was lack of

retention schemes. The areas that were noted were salary, incentive packages, poor

working environment and development opportunities. It was said that the situation to
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some extent demoralized individual staff in the Ministry. For example, it was

revealed that veterinary laboratory lacked sophisticated tools to conduct respective

activities. The environment of such laboratory was not conducive to work for long

time. Office layout was poor due to a big number of staffs with inadequate space to

accommodate them. Some were sharing even working tables and chairs. Again, the

rates of salaries found in the respective government circular were to some groups

were low compared to acquired qualifications and work itself.  There were Personal

Secretaries who were not given challenging jobs after been trained. Thus, suggestion

was to initiate standardization of government salary structures, improved working

environment and giving challenging jobs.

4.6.7 Evaluating of Training Programme

Evaluation of training programmes help to determining the effectiveness of training

and the impact it bring to the organization. This test skills component, knowledge

and attitudes components. Here a performance and attitudes components, and

performance test may be used such that a learner carry out a task and is observed and

rated findings revealed that although MLDF train its few employees there is no

evidence indicating that employees were evaluated after training i.e. No evaluation of

training and resume their duties as if nothing happened to them.

4.6.8 Lack of Awareness in Training Policy

Training policy is the general guideline of the organization performance regarding

the opportunities. It enables the designing and implementing careful training

program. Training policy direct on how organization should exercise the training

opportunities to employees. The findings found that most of the employees were not

aware of the existence of the training policy, and it failed to determine and design

training policy which is consistent with objectives of MLDF. There was no common

system training needs assessment to all departments which lead to ineffective

conducting of training.
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4.6.9 Shortage of manpower

The implementation of training programme at MLFD is also hindered by shortage of

manpower. Shortage of manpower leads the management fail to cover position when

staff go for further training and make it difficult for some workers to go for further

training due to the absence of capable people to handle their position for example in

the department of Research Training and Extension and Policy and Planning there

are very few employees and there is a lot of work that need to be done hence this

make the process of attending training difficult to the employees as other staff who

will remain claim that they are overworked

4.7 Chapter Summary

Training programs perform vital functions within organization. Employees must

acquire new skills and abilities to meet new demands and responsibilities. Training

programs may include any planned efforts by the organization to foster and enhance

the learning of job related behavior of the employees therefore training programme is

needed to arrange training in systematic manner to ensure that employees learn

systematically on how to tackle a particular task.
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CHAPTER FIVE

CONCLUSION AND RECOMMENDATION

5.0 Introduction

This chapter present summary of the study, it specifically presents conclusion and

recommendation of the study. The conclusion parts is discussed based on the

objective of the study as represented  and the implication of the findings as analyzed

in chapter four and recommendation contain views and suggestions of the researcher

as to what should be done to improve and solve  the researcher problem.

5.1 Conclusion

Based on the objective of the study, the following conclusions were made:

General findings showed that there were ongoing training and development functions

in the Ministry of Livestock Development and Fisheries (MLDF). Staff were trained

and developed in the courses relevant to their job descriptions and field of

specialization. Such trainings were aiming at increasing and widening individual

knowledge and skills and shaping individual’s behavior. Training based on the

strategic plan, Human Recourse Planning (HRP), budget and technology.

However, the training opportunities were favoring some group members of staff who

were dealing with major livestock and fisheries sector. Some of those opportunities

were found by individuals for their personal gains. Staff were trained and developed

on various areas like policy, laws, plans and budgeting, production and management

of animal and fisheries, disease control and research. Other areas were Information,

Communication and Technology and Leadership and Human Resource Management

(HRM), office management, gender, computer, statistics and procurement. The trend

of attendance in training and development in each category was declining and rising

respectively as time went on.  For example the number of trainees in 2010 decreased

from 28 to 21 in 2012 while the level of First Degree in 2011 increased and then

decreased in 2012. The factors contributed to such decline were rising of training
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costs due to devaluation of local currency and disasters that influenced ministry

budget. There was also unsatisfactory frequency of staff training and development in

the ministry as a big number of staffs went on training and development courses in

the last three and above years ago.

The courses attended matched with their profession and the knowledge acquired was

applicable to their job descriptions except for others who did not practiced the

knowledge obtained after training.  Few ex-trainees studied different courses from

their current professions. The ministry had no feedback mechanism to assess the

outcome after conducting staff training and development although evaluation of

training and development was not seriously taken into account.  The management

used reports; certificates and general observation to evaluate training and

development outcomes. Trainees were required to submit training reports but lack

careful follow-up. Information collected were relevance to conduct training

evaluation. The situation implies that there was poor monitoring and evaluation of

training and development activities. At this point it was difficult to realize the desired

results of training and development.

There was also a problem in application of skills and knowledge obtained from

training and development. Some trainees were fully applying the skills and

knowledge obtained from training and development. Others found difficult to apply

fully the skills and knowledge, example was in the area of ICT. This failure was due

to limited funds and working facilities. Limited budget for sponsorship. It was

observed that there was a shortage of sufficient fund allocated by management for

the purpose of training her employees. This was due to the fact that each time

applicant were many compared to available budget

Rescheduling training. It was disclosed that rescheduling of training in the

organization was also a problem because sometimes it happens that more than two

employees within one department want to go for training. This becomes hard for the

management to allow all of them irrespective of their sponsorships. In such
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circumstance top leadership use his discretion to select who to go /not to go in order

to maintain continuous flow of routine jobs.

There was lack of information about training policy as the policy was owned by top

management. top management support towards training was poor. It was observed

that top Management failed to support staff training due to lack of sufficient fund. It

was also observed by the researcher that individuals were attending training and

development courses basing on their personal goals instead of organizational one. It

indicated that the notion of marching individual goals with that of organization was

not there. It is also contravening the regulation No. 103 section 6 of the Public

Service Regulation 2003 which requires employers to prescribe terms and conditions

for public servants attendance at various training courses; and the President Office -

Public Service Management (PO-PSM) is responsible for monitoring and

coordinating the training of all public servants in order to avoid unwarranted

disparities within.

It was also revealed that selection procedures were not fair enough because some

employees were sponsored quite often while others remained on the waiting list for a

long time. It was equally said that time allocated to attend classes for in-service

training was not encouraging. Sometimes there were many responsibilities to

shoulder while attending classes thus lowering attentiveness due to fatigue. There

was need therefore to follow training needs analysis procedure. It would be a guiding

tool which would cut across the entire workforce and therefore cure the sponsorship

disease.

5.2 Recommendations and Policy Implication

Training is a planned process to modify knowledge, experience to achieve effective

performance in activity or range of activities. Its purpose in the work situation is to

develop the abilities of the individuals and to satisfy the current and future manpower

needs of the organization. Based on the findings of the presented study, the

researcher comes out with the following recommendation.
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5.2.1 To the Ministry

The Ministry should focus and improve on support towards training since training is

an investment and not a cost. The organization should support the staff training

because training helps to improve the performance in term of quality and quantity of

the work output. Training increases the knowledge and skills of employees in the

performance of particular job. Training helps to boost job satisfaction and morale of

employees and facilitate delegation and decentralization of responsibility

There is a need to review the way the training function is implemented and put in

place effective strategies that work. Ministry should ensure that all guidelines are

effectively followed and training that is urgently needed is provided. In addition to

that, there is still a need to change the methods of training that are not effective and

provide more methods of practical nature. It is important for the organization to

ensure that employees are adequately trained as planned and that there is a

reasonable return on investment that is put into training. Particular attention must be

paid to the characteristics of ideal training programmes during the design and

implementation stage.

The MLDF should establish a proper TDP that would specify the modalities and plan

of training and development issues. This could be done by first conducting Training

Needs Assessment (TNA) to identify the needs. The TDP will specify among other

things objectives, courses to be studied and training schedule. However, the

preparation of TDP has been provided in the PSMEP, (1999:28), paragraph 5.19.

Also, employment criteria should be observed during recruitment and selection in

order to avoid unnecessary inconveniencies in the staff training and development

programme.
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5.2.2 Top the Management

Training policy should be made known to all employees of the organization so that

they will understand it and adhere to all training procedures stipulated there in this

will help to reduce inconsistency and unfairness situation if exist. Employees should

be well informed on the methods and criteria use to select those who are supposed to

go for training and the management should have clear guidelines for selection of

employees for training. This will reduce possibilities of favoritism and complains

from employees.

Training of staff should originate from comprehensive analysis of organization short

and long term objectives particularly human resource planning which will identify

training needs from time to time thus training objective should clearly be known and

implemented. Human Resource department should strive to design an effective

policy and involve all respective employees in its implementation. This will help to

reduce the growing negative attitude towards the function.

The selection of training committee should have full mandate and avoid biasness or

influence from top management and gifts received from the employees.

Organizations are required to have equal opportunity plans provisions for training

and education programs designed to provide opportunities for employees to advance

and perform at their highest potential this will influence the direction of training.

5.2.3 To the Trainers

They should be more aggressive in finding up opportunities that feet their

qualification to the position they hold in the organization since training helps

increase efficiency to the organization since the knowledge obtained will make the

individual more active and accurate than before.

5.3 Areas for further Research

It is recommended that more studies be conducted to supplement the findings of this

study. Furthermore the same study should be conducted in some organization as the

training is a corner stone of any sound organization. This is very important because
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the factors determining the implementation of employee Training programme may

differ from one organization to another. The findings should be compared from one

organization to another to determine the major factors that limit effective

implementation of training in many organizations. Lessons that would be drawn from

such studies would facilitate better planning of implementation of employees training

programme in organization.
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APPENDICES

Appendix I

Questionnaire for Heads of Departments.

General Information

1.1 Department …………………………

1.2 Gender

1.3 (1) Male (   )

(2)  Female (   )

1.4 Age ( tick in the respective box)

Age
in
years

Under 24 25-35 36-45 Above 46

1.5 Marital Status ( tick the right position).`

Status Single Married Divorced Widowed

1.6 Level of Education ( please tick the higher level of Education   you attained).

Level PhD Masters Bachelor Diploma
and others

Of
Education

1.7 Working experience ( tick in the respective box)

Years of experience >-5 6-10 11-20 21 and above
Tick

2. Does MLFD have yearly training programmes for her staff? (tick the right

section)

Yes ( )

I don’t know (   )
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No ( )

If yes………………………………………………………………….

3.  Are you involved in planning department objectives and targets?

(a)  Strongly agree (    )

(b)  Agree (    )

(c)  Disagree (    )

( d) Strongly disagree ( )

4   Why do you think staff training programme was introduced in MLFD (Tick the

right section).

(a) It is the Ministry Policy (    )

(b)  Pressure group (donor, interested parties) (    )

(C) Development of employee’s capability. (    )

(d)  Performance deficiencies (gaps). (    )

5. Does the MLFD have a training policy to guide trainee’s selection? (Tick the

right section).

Yes (    )

I don’t know (    )

No (    )

If yes, please outline the procedure.

……………………………………………………………………………………

……………………………………………………………………………………

6.  In your opinion does training contribute to improve employee performance? (Tick

the right section).

(a)  Strongly agree (    )

(b)  Agree (    )

(c)  Disagree ( )

(d) Strongly disagree ( )
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7.  Do you prefer to attend training?

Yes ( )

No ( )

8. Are MLFD Training Programmes supported by a viable/ sufficient budget? (Tick

the right section).

(a)  Strongly agree (    )

(b)  Agree (    )

(c)  Disagree (    )

(d) Strongly disagree (    )

9. How do you perceive the existing training practice?

…………………………………………………………………………………

…………………………………………………………………………………

10. What are the factors that limit/hinder the effective implementation of MLFD

training programmes?

(a) Over aged staff

(b) Low level of staff basic education

(c) Family responsibilities

( d) Office responsibilities

11. What factors are considered in implementation of training programme

(a)………………………………………………………………………………

(b)………………………………………………………………………………

(c)………………………………………………………………………………

(d)………………………………………………………………………………

12 Please state the mechanism used to determine training programme in MLFD

1.  ………………………………………..

2.  ………………………………………..

3. …………………………………………

4. …………………………………….…..

13.  What do you think should be done to ensure employee Training Programme is

carried out in meaningful and successful way:

1……………………………….....
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2………………………………….

3………………………………….

14. What implication do you consider in implementation of training programme

1. ……………………………………………………………………….

2………………………………………………………………………

3…………………………………………………………………….

4. …………………………………………………………………….

15.  Have you ever attended training under Organization training Programme? (Tick

the right section).

Yes ( )

No (    )

Thank you for the cooperation
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Appendix II

Questionnaire (Middle Lever Management)

Instruction:

Kindly respond to all questions. Tick against the correct answer and provide

information in the space provided for questions, which require additional

information.

1. Organization………………………………………………………………

2. Department…………………………………………………………

3. Designation ………………………………………………………….

4. Sex ………………………………………………

5. Age (tick the right position).

Age/years Under 24 25-35 36-45 Above 46

V

6. Marital Status ( tick the right position)`

Status Single Married Divorced Widowed

V

7. Length of service with the organization ( tick the right position)

Work

experience

< 5 6-10 11-20 21 and

above

Tick

8. Level of Educational attainment ( tick the right position)

Level of

Education

PhD Masters Bachelor Diploma

and others

Tick

SECTION B

10. Does Tanesco have yearly training programmes for her staff? (tick the right

position).

Yes (    )



69

No (    )

11.  Are you involved in planning department objectives and targets? (tick the right

position).

(a)  Not at all (    )

(b) To some extent (    )

(c) To high extent (    )

(d) Highly involved ( )

12.   Why do you think staff training programme was introduced in MLFD ( tick the

right position).

(a) It is a Organization Policy (    )

(b)  Pressure group (donor, interested parties) (    )

(C) Development of employee’s capability. (    )

(d)  Performance deficiencies (gaps). (    )

13. Does the company have a training policy to guide trainee’s selection?

Yes (   )

No (   )

If yes, please outline the procedure.

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………….………………………………………………

14.  In your opinion does training contribute to improve employee performance? (

tick the right position).

(a)  Strongly agree (    )

(b)  Agree (    )

(c)  Disagree (    )

(d) Strongly disagree ( )

15.  Do you prefer to attend training? ( tick the right position).

Yes ( )

No ( )
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16. Are MLFD Training Programmes supported by a viable/ sufficient budget? ( tick

the right position).

(a)  Strongly agree (    )

(b)  Agree (    )

(c)  Disagree (    )

(d) Strongly disagree ( )

18. What are the factors that limit/hinder the effective implementation of MLDF

training programmes?

(a) Over aged staff

(b) Low level of staff basic education

( c ) Family responsibilities

( d) Office responsibilities

19. Are there any measures taken by the Company to address factors limiting the

effective implementation of training programmes to its staff?

…………………………………………………………………………………………

………………………………………………………………………………………

20.  What suggestions do you have for ensuring such Programme works well?

1……………………………….....

2………………………………….

3………………………………

21. What are your suggestions for improving the training Programmes?

1………………………..

2………………………..

22.  What do you think are possible challenges an organization / Company can face

in implementation of Training program.

(a)…………………………………………………………………..

(b)……………………………………………………………………
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(c). …………………………………………………………………..

(d)…………………………………………………………………..

(e)………………………………………………………………………

Thank you for the Cooperation.
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Appendix 3: Unstructured Interview Questions

1. Does MLFD  have yearly training programmes for her staff?

2. Are you involved in planning department objectives and targets?

3.   Why do you think staff training programme was introduced in MLFD?

4. Does the organization have a training policy to guide trainee’s selection?

5. In your opinion does training contribute to improve employee performance?

6. Do you think training is beneficial to individual employees?

7. Is MLFD Training Programmes supported by a viable/ sufficient budget?

8. How does MLFD staff perceive the existing training practice?

9. What are the factors that limit/hinder the effective implementation of MLFD

training programmes?

10 Mention two most critical weaknesses of implementation of training program in

your area, if any?

11.  What suggestions do you have for ensuring such Programme works well?

12. What do you think is the aim of conducting training in your  department?

13. What has been the performance of your department since the introduction of

Employees training program.

14. Mention at least two most important weaknesses encountered in the

implementations of training program in your department.
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Appendix 4 Interview guide for Operational Staff

1. Does MLFD have yearly training programmes for her staff?

2. Are you involved in planning department objectives and targets?

3.   Why do you think staff training programme was introduced in MLFD?

4. Does the organization have a training policy to guide trainee’s selection?

5. In your opinion does training contribute to improve employee performance?

6. Do you think training is beneficial to individual employees?

7. Is MLFD Training Programmes supported by a viable/ sufficient budget?

8. How does MLFD staff perceive the existing training practice?

9. What are the factors that limit/hinder the effective implementation of MLFD

training programmes?

10 Mention two most critical weaknesses of implementation of training program in

your area, if any?

11.  What suggestions do you have for ensuring such Programme works well?

12. What do you think is the aim of conducting training in your department?

13.  What has been the performance of your department since the introduction of

employees training program.

14. Mention at least two most important weaknesses encountered in the

implementations of training program in your  department
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