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ABSTRACT

j

There is no denying the faet that, training and development playa crucial role in determining

employee job performance in any organization. However, many organizations tend to

perform abysmally because they renege on their duty to develop the workforce. Untrained or

poorly trained starr tends to undcrpcrform and also often make mistakes which lead to

spectacular failures. It is against this background that Savanna Agricultural Research Institute

(SARI- Wa), periodically undertakes to train its employees. The main research objective is to

identify the contributions of training and development on the achievement of the objectives

of the Savanna Agricultural Research Institute- Wa. Also, the study sought to research on the

effects of training and development on employee job performance, methodologies used in

training employees and the challenges the institution faces in its quest to train its employees.

The researcher was also interested in identifying performance [actors (including training and

development) that have significant effect on employee job performance. The data used [or

the study comprised both primary and secondary data. Questionnaires containing closed and

open-ended questions were used to collect the primary data while the secondary data were

gathered from books. organizational records, journals, and so on. Stratified sampling was

used to regroup the heterogeneous population of accountants. Secretaries, drivers. Into

smaller homogenous groups thereby reducing sampling biases. Simple Random Sampling

(SRS) was then carried out on each smaller homogenous group. Also, Logistic Regression

was used to select the performance factors which have a significant relationship with the job

performance of an employee and their effects obtained. To assess the overall significance of

training and development (and including other performance factors) on employee job

performance. I used the Pseudo R squared(R/.).It was found that in a collection of

performance factors, training and development with correlation coefficients of 0.82 and 0.79

respectively are the two leading factors that significantly influence employee job

performance. As a result it was further round that, training and development help workers are

helped to focus, and priority is placed on empowering employees, increased productivity

because of increased and improved job performance of employees, employee confidence is

I
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built, enabling team work development and contributing to better team/organization morale,

employees are kept current on new job-related information, thereby contributing significantly

to better customer service, employees are updated on new and enhanced skills and so on and

so forth. It was also realized that inadequate funds was a problem SJ\RI- Wa faces. It is

recommended that, an extended data collection period or preferably a cohort study is used to

conduct similar studies across the country, where over time, the job performance of

employees exposed to training and development program and that of those employees not

exposed is measured and compared to check the robustness of the training and development

program
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CHAPTER ONE

INTRODUCTION

1 Background of Study

In the competitive world today, organizations exist and function in complex and dynamic

environments. This has compelled modern organizations like the Savanna Agricultural

Research Institute- Wa, to invest huge amount of funds in the training and development of

their human resource. Training is fundamentally important to human capital development.

In addition, for any organization to survive the ever competitive business environment, it

must train and retrain its human resources in consonance with its immediate and remote

operational environment.

Training is very essential because it is an organization's life wire that improves the human

element that moves the organization in the direction of meeting its objectives. Thus,

training in modern work environment has become an important aspect of organization if

vision, mission and objectives are to be achieved.

In the VIew of Beardwell and IIelen (200 1), development as a process is becoming

increasingly complex, more elaborate and differentiated by virtue of learning and

maturation. Training is also

Seen as a planned process to change attitude, knowledge, skill or behavior through learning

experience to achieve efficient and effective performance in an activity or range of activities.

Training and Development are processes of acquiring knowledge, competencies and skills, and

www.udsspace.uds.edu.gh



adopting behaviors that improve performance in current jobs. These processes include; adult

learning theory and applications, instructional systems design, train-the-trainer modules, and

instructional strategies and methods. The right employee training, development and education

provide big payoffs for the employer in increased productivity, knowledge, loyalty, and

contribution to general growth of the firm. The reasons behind employee training and

development cannot be overemphasized. One can easily deduce some reasons behind firms

engaging in training and developing their staff. Some of the reasons thus are; as demanded by

performance appraisal findings, as part of professional development plan, to ensure that, there

are qualified eandidates for suceession in the organization, to imbibe and inculcate a new

technology in the system and because of the dynamic nature of the business world and

changing technologies.

The ever increasing technological sophistication especially in this age of computer technology

has paved the way for management training to meet changing business. In recent years.

industries have been concerned with the development of workers and those in management

position both to improve performance in their present job and to provide a solid basis for those

who are newly recruited. Those developments have been given impetus with the research of

Taylor (2008: 82-95). which emphasized continued necessity of scientific discoveries of

human potentials through training. While employee performance is one of the important

measures emphasized by the top management, employees are more concerned about their

own productivity and are very much aware of the accelerated decay of knowledge and

skills in their dynamic environment. Therefore, by effectively training and developing

employees, they will become more aligned for career growth. J\ccording to llolton and

2
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Baldwin (2000), to facilitate job performance, training skills and behaviors have to be

transferred to the workplace, maintained over time, and generalized across contexts.

The researcher strongly believes that, adequate training produces remarkable

improvements III employee eommunication and profieiency of performances as well as

extending retention time. Moreover, when courses target communication skills with

coworkers, there are significant increases in profit as well as a greater number of reported

positive working relationships that are formed. To this researcher it seems that there is no

known organization in which people do not usually feel there should be improvement in

the way departments communicate, cooperate, and collaborate with one another. Therefore,

employees with good communication skills gather more information concerning

procedures and technologies related to job performances, thus assuming greater

accountability and subsequent responsibility, both of which the effect improves

proficiency.

It is prudent to realize that, corporations and businesses need to grow and innovate

continuously, pursue sustained development, and cope with rapid changes in their external

environments aswell as increasingly competitive international markets. Hence,

organizations need to strengthen or expand the knowledge base, skills, and abilities of

their employees. No matter automated an organization may be, high productivity depends

on the level of motivation and the effectiveness of the workforce. Staff training is

therefore an indispensable strategy for motivating workers. This gives workers

opportunities for self-improvement and development to meet the challenges and
3
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requirements of new equipment and new techniques of performing a task. It is against this

backdrop that, education and training must be incorporated into a systematic and formal

system if the goals of employees and corporation are to be attained. According to Tsai et

al (2007), employees who are interested and committed to learning demonstrate a higher

level of job satisfaction that has a positive effect on their performance. Rowden and

Shamsuddin (2000) and Rowden and Conine (2005) stated that, the most trained

employees will better satisfy the needs of their superiors, fellow employees and

customers. The importance of training and development is more obvious given the

growing complexity of the work environment, the rapid change in organizations and

advancement in technology, among other things. It is therefore absolutely significant to

mention that, training and development ensure that organizational members possess the

knowledge and skills they need to perform their jobs effectively, take on new

responsibilities, and adapt to changing conditions.

Barney (1995) stated that organizational training activities are recognized as being able to

become sources of competitive advantage through. As the need for current and future

effective managers increases in all types of organizations, training programs and design

tools for the evaluation process become more important (Eseryel et al., 2001: Tennyson,

1999). These statements evidentially make mention about the importance of training and

development in organizations. It has been confirmed that organizations with more

progressive people-oriented policies have excelled, grown and expanded over the years.

This is mainly because when organizations invest in people, in their training, what they get

4
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In return IS higher skill and greater competence that helps Improves morale and

productivity.

The training process is one of the most pervasive methods for enhancing the productivity

of individuals and communicating organizational goals to personnel (Tharcnou, 2007). As

a planned attempt by an organization to facilitate employee learning, training enhances

individual competency by increasing skills and subsequently employees' supporting career

advancement. Furthermore, organizational training activities are recognized as being able

to become sources of competitive advantage through their impact on employees'

productivity and their contributions to business objectives (Barney, 1995). It can also be

argued that, training and development aim at developing competences such as technical,

human, conceptual and managerial for the furtherance of individual and organization

growth.

Zwick (2006), stated that, human resource is the most potent asset that any organization

possesses. Without it, machinery/equipment, materials and even capital or the company can

produce virtually nothing. This is because, the human resource element 0(' the organization

analyzes, controls and directs the combination of all the factors of production in a bid to

efficiently and rationally maximize output and profit, otherwise minimize cost. Similarly. all

activities of any enterprise are initiated and determined by the persons that make Lip these

institutions (Wright, \992). He said further that the plants, computers, automated equipment

and all other machines that a modern organization uses are unproductive except for human

effort and direction. lie therefore concluded that every aspect of a firm's activity is de

5

www.udsspace.uds.edu.gh



is a necessary tool that makes a very significant contribution to the overall effectiveness

human beings. According to Adeniyi (1995), manpower or staff training and development

and profitability of an organization.

For Fajana (2002), the effectiveness and success of an organization lies on the people who

form and work within the organization. The observation of Onuka (2006) shows that it is the

developed human capital of a nation that constitutes its wealth. It is therefore clear that,

employees' productivity with respect to achieving organizational goals is a product of the

quantum of relevant skills, knowledge and positive work attitude acquired from constant

manpower development programs. This could be achieved through committee/on the job

training or in-house training programs of out-of-work training courses organized by

management and other professional training institutions like the Institute of Local Government

Studies, Ghana (ILGSG), which build capacity for local governance under the Ministry of

Local Government and Rural Development (MLGRD).

For Omole (2004), manpower development involves providing learning and development

opportunities, making training intervention and planning, conducting and evaluating

training programs. The dire need for improved productivity in an organization has become

universally accepted phenomenon that depends on efficient and effective manpower

development. It has further become necessary, in modern global competition and

advancement, to invest in human capital training and development. Therefore, the function

played by employee training and development can no longer be over-emphasized. By

implication, therefore, the need for organizations to take staff development program [or

6
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their employees seriously has become an undeniable imperative. The lack of such

employee development programs in an organization often manifests tripartite problems of

incompetence, inefficiency and ineffectiveness which may lead to employee dismissal.

It can be subtly observed that the process of training and development is a continuous one.

The human being is dynamic in nature, the need to be current and relevant in all spheres of

human endeavor makes staff development a necessity in order to keep track with current

event and methods. Griffin (1998), Ajibadc (1993), Adeniyi (1995) and Arikcwuyo (1999)

have all drawn attention of all and sundry to the inestimable value of training and

development. According to them, it is an opportunity to acquire additional knowledge; and

develop further the skills and techniques to [unction effectively in the ever changing world

in which we belong and live. Thus, training is obviously indispensable not only in the

development of the individuals but also in facilitating the productive capacity of the

workers and thus that of the company. Training is not coaxing or persuading people to do

what is wanted but rather a process of creating organizational conditions that will cause

personnel to strive [or better performance.

Training and development may probably mean the same things to a lot of people because

they both lead to the improvement of an individual productivity in an organization but

there are some significant differences. Training means to educate someone normally,

mainly by instruction, drill, and discipline. It is regarded as applying principle to the

improvement of skills and hence to learning how to perform specific tasks. In contrast,

7
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development emphasizes an unfolding process of bringing to an advanced state; significant

consequence of continuous growth, progress and innovativeness.

To Kayode (2001), training can solve a variety of manpower problems which militate

against optimal productivity and performance. These problems include needs to:

Increase productivity and efficiency.

Improve the quality and quantity of work.

).- Boost employees' morale

Implement new or changed policies or regulations.

Ensure the survival and growth of the organization.

Develop new skills, knowledge, understanding and attitudes.

Provide for succession plan and ensure continuity of leadership.

Prevent skill obsolescence and cope with the new technological advancement.

Use correctly new tools, machines, processes, methods or modifications thereof.

Reduce waste, accidents, turnover, lateness, absenteeism, and other overhead costs.

The development of training programs are needed to improve employee morale and to

encourage workers to do their work in an appropriate and timely manner. Workers are

happy to discover new ways of solving various challenges. It is therefore important to note

8
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that, employees, when subjected to training and developmental programs, have the high

tendency of improving and strengthening their job confidence, speed of work, etc. This

goes a long way to helping organizations like SARI, to achieve their goals and objectives

both within and beyond their areas of operation. Therefore, to be able to expand and grow,

organizations like SARI must make conscious attempts and take deliberate measures

towards training and education their employees.

1.1 Problem Statement

Organizations are surrounded by different political, economic, social and technological

changes which create challenges to which they need to pay attention regardless of their

size, location and industry. Therefore, SARI as an organization is not an exception. These

complex challenges have been characterized by the globalization of economic activity,

fragmentation of markets and the rapid introduction of new technological infrastructure.

These conditions and changes have challenged the organizations to learn how to manage or

confront these new changes quickly and successfully.

Since independence, the mainstay of the Ghanaian economy has been agriculture.

Successive governments have tried to consolidate if not improve the efforts of previous

governments to increase the contribution of agriculture to the Gross Domestic Product. For

over 50 years, the contribution of agriculture to GDP is virtually the same if not getting

weaker and weaker. Therefore SARI, which is one of the 13 government-sub vented

research institutions under the Council [or Scientific and Industrial Research (CSIR), is

obliged to promote, encourage and regulate agricultural research and the application of

9
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science and technology in development and to provide for related matters. It is as a result

of this that, SARI- Wa was selected for the purposes of this study. This was selected for

convenience sake because it was the closest to the researcher. More importantly, the

researcher feels that is where data would be readily available for the study.

Upon a cursory interaction with most of the employees of the Wa SARI station, most of

them appeared oblivious of the general operations of the institute which will obviously

affect their performance. This is one of the many reasons why the researcher investigated

the effects of training and development on the performance of these employees. Also is the

fact that, on several visits to the SARI office in Wa, it was observed that, most of the

employees were not at work. Casual interviews were conducted and some employees

revealed that, they did not have enough work at the office, hence their erratic nature of

office attendance.

Now, as part of its mission statement, SARI seeks to promote, encourage and regulate

agricultural research. Recent governments with similar if not same policy, therefore find it

prudent to commit a huge budgetary allocation to CSIR and for that SARI, to be able to

deepen agricultural research and make agriculture attractive and a safe haven for the

populace. This simply cannot be realized if the employees at agricultural research

institutions like SARI are not well trained and developed to meet the daunting task of

perfecting agriculture and agricultural research. With huge budgetary allocations, the

objective of perfecting agriculture and agricultural research is far from reach (Fajana,

2002). It is therefore against this backdrop that, the researcher takes strong interest in

10

www.udsspace.uds.edu.gh



finding the effects of training and development on employee job performance at S!\RI

using its Wa station as a case study.

More importantly, two majOr factors that significantly affect employee job performance

directly are through training and development. Qualitatively, the effects of these major factors

on employee job performance are measured. There are few available researches on the effect of

training and development on employee job performance, of which extremely few ones are

conducted on S!\RI. However, none has sought to use quantitative means to determine an

employee job performance when a host of factors including training and development are

known. Knowledge of such other factors like; rewarding employees when and where

necessary, trusting employees to leave their comfort zones, keeping employees informed, etc.

can, to a large extent, help determine job performance status of an employee. Some researches

that have been carried out on the effects of training and development on employee job

performance include Ornole et ai, (2004). Griffin et al (1978), Fajana et al, (2002) among many

others used qualitative techniques such as content analysis in describing the impact of training

and development on employee job performance. This will use as part of analysis, binary

logistic regression analysis (which is a quantitative technique) in determining some other

factors including training and development which affect employee job performance and their

significance. The use of binary logistic regression is warranted because the dependent variable

in this study (i.e. employee job performance) has two levels which arc dichotomous and

mutually exclusive. Thus employee job performance either increases or decreases. The

population under consideration is also assumed normal under logistic regression. Here, the

independent variables being training and development can be either discrete or continuous. It

1 1
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is also important to note that, it cannot be said that relationship between the dependent and

independent variables is linear,

hence the use of logistic regression.

1.1.1 Research Questions

1.1.2 The Main Research Question

The main research question of the study is;

How does training and development influence employee job performance?

1.1.3 Specific Research Questions

What are the effects of training and development on the performance of employees

of Savanna Agricultural Research Institute- Wa?

What are the training methodologies use by SARI to train its employees?

What are the challenges associated with training and development of employees of

Savanna Agricultural Research Institute- Wa?

1.1.4 Research Objectives

1.1.5 The Main Research Objective

The main research objective was to identify the contributions of training and development

on the achievement of the objectives of Savanna Agricultural Research Institute- Wa.

12
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1.1.6 Specific Research Objectives

The Specific Objectives were to;

Examine the effects of training and development on the performance of employees

of Savanna Agricultural Institute- Wa.

Identify the training methodologies use by SARI to train its employees

Examine the challenges associated with training and development of employees of

Savanna Agricultural Research Institution Wa.

1.2 Significance of the Study

In Ghana today, the desire of rapid economic development and technological advancement

make this study a subject of significance. This study would be of invaluable assistance to

Management

Development Institutes, employers, the government, policy makers, politician,

administrators, human resources personnel, researchers, students and future administrative

leaders. It is expected that the study will inform the heads of organizations that to increase

workers performance, there is the need to have well trained and motivated employees. It

would also help to develop and maintain a quality work life, which would provide self-

actualization. Finally, the study will aid management to introduce modern schemes for

training and development so as to be able to meet the challenges of change in the future.

The study would enable the authorities of the Savanna Agricultural Research Institution to

better appreciate the relationship between training and development and the challenges

associated with staff performance. The study would also contribute to existing literature on

13
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the use and application of quantitative techniques such as binary logistic regression 111

determining factors that affect employee job performance.

1.3 Study Area

The Savanna Agricultural Research Institute (SARI) is one of the 13 institutes that make up the

Council for Research Scientific and Industrial Research (CSIR) which operates under the

Ministry of Environment, Science and Technology. The institute was originally known as the

Nyankpala Agricultural Experiment Station (NARS). In June 1994, it was upgraded to a fully

fledge institute and re-named Savanna Agricultural Research Institute and the Wa Station was

established in 1996.The mandate of the institute is to "conduct research into rood

and fiber crop farming in Northern Ghana (Northern, Upper East and Upper West Regions)

for the purpose of introducing improved technologies to enhance agricultural

productivity". They include sorghum, millet, rice, maize, cowpea, groundnuts, soybean,

Bambara ground nuts, pigeon pea, yam, cassava, sweet and Irafra potatoes, cotton and

vegetables. The Vision of SARI is "To become a leading Research and Development (R &

D) Institution by making agricultural research responsive to farmer needs and national

level the leading Research and Development Institute. SARI' mission is to "Conduct

research in Northern Ghana with the aim or developing and introducing improved

technologies that will enhance overall farm level productivity.

As a Research Institution much attention is given to the training and development of its

employees to keep them abreast with new technologies. As a result. Training Courses are

organized periodically to upgrade the skills, knowledge and attitude of members based on

14
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the training needs of the Research Institute and as part of this, scholarships are given to

employees to study in and outside the country. This is the paramount reason why I decided

to choose this Institution for the study.

1.4 Scope and Methodology

Geographically, the study was designed to target employees at SARI Wa Station. It will

also involve employees who took part in training and development courses undertaken

from 2005 to 2014. As far as context is concerned, the study identified the effects of

training and development on the performance of employees of Savanna Agricultural

Research Institute- Wa. The data used for the study comprised of both primary and

secondary sources. Some of the variables were derived through interviews in the form of

questionnaires, which is the primary source whereas secondary information were recorded

from published textbooks, published research papers, training and development

publications and other human resource extracts. Details of the data collection method and

the variables in the binary regression model are further discussed in the methodology

section in chapter three. Thorough discussions of the statistical tools are also found in

chapter three. All analysis were done using Microsoft Excel and SPSS Ver.17.

1.5 Limitations of the Study

It is important to note some limitations of this study. First, the study is a cause-effect

relationship and as such we cannot assume any particular causal relationship between

training, development, etc. and job performance. To solve this, binary logistic regression,

which does not assume any particular relationship between dependent and independent

variables, was used to determine the effects of training and development and employee job

15
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performance.

Second, the samples used for this study arc employees of the Savanna Agricultural

Research Institute at the Wa Station. Accordingly, conclusions reached are with respect to

the Wa station. Therefore, the researcher cannot generalize findings to other stations of the

institute. In a quest to solving this problem, future researchers may focus on the limitations

and therefore work towards improving the generality of the results.

The study was also bedeviled with time constraints; a lot of time was consumed by the

researcher since several visits were made before the questionnaires were collected.

Therefore, repeated visits and/or telephone calls should be made in a timely manner so as

to be able to track respondents. Employees should also be made to understand that, the

study was time bound, and as such their cooperation was largely needed in a timely fashion

to make the study successful since employees form an integral part of the study.

1.6 Organization of the Study

The study was divided into five chapters. Chapter one introduced the research study,

proving background to the study, the statement of the problem, objectives, significance,

scope and a brief methodology used in the study. Chapter two foeused on the conceptual

framework and a review of related literature that pertains to the study, Chapter three

presented the detailed methodology used for the study. Chapter four covered the data

analysis, presentation and discussion of results.
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Chapter five encompassed the summary, conclusion, recommendations and direction for

future research.
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CHAPTER TWO

LITERATURE REVIEW

2 Introduction

This chapter reviews existing as well as related literature on the effects of training and

development on employee job performance. The salient points including conceptual

framework are discussed

below

2.1 Employee Training

Training addresses gaps or discrepancies between an ideal and an optimal stage of

development. However, from a comparison between desired and actual work methods or

between desired and actual results, needs arise on the job. Smit and de Cronje (2003 :78)

refer to three methods for identifying needs: the generic methods, performance analysis,

and competency assessment. Where performance analysis focuses on deficiencies or

problems, competency assessment focuses on opportunity for improvement. Trainers

identify how they believe people should perform and then design a training module to give

the workers the skills they need. Training can only be executed when it has been

determined which employees should receive training and what their current levels,

knowledge and skills are. Consequently, the assessment of the individual will indicate the

range of skills and knowledge that is to be acquired. Note that the difference between

actual performance and required performance will ultimately form the training gap. and

therefore indicate the extent of training needed.
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2.2 Organizational training

Training refers to the acquisition of the skills, knowledge and competencies required to

perform a task, by means of teaching. Noe et al. (2006:251) defines training as "the

learning of job-related knowledge, skills, and behavi reasons for conducting training

sessions is exhaustive, Rothwell and Kazanas (2006:212) categorize them into two sets: 1)

to fill a "performance gap" as identified during the performance management process; and

2) to fill up a "growth gap", that is, to be promoted or to be able to fill another open

position in the organization. Other studies worthy of consideration have been carried out to

determine the reasons why organizations should train their employees. Many organizations are

foreed to train only to reclaim their Skills Development Levies (SDL) which they pay monthly

to government. Others do not even take advantage of this, and regard it as a cost to the

company. They consequently do not bother with the training and development of workers. This

seems to be an international problem. as confirmed by Robbins et aL. (2003: 157). The

unfortunate situation is that many managers pay lip service to training, while allowing

unsystematic and inefficient training practices to flourish.

2.3 Types of Training Methods

The following are the types of training provided in organizations:

2.3.1 On-The-Job Methods

Management education normally takes place off the job. but a great deal of learning takes

place on the job. According to Smith and de Cronje (2003:73). there have been several recent

studies on managerial learning and skills development in South Africa that result from on-the-

19

www.udsspace.uds.edu.gh



job experience.

This research suggests that managers learn most from assignments that are very difficult

and challenging. A program of management education should include assignments and job

rotation plans that stretch managers to their limits (Grobler, Warnich, Carrel, Elbert and

Hatfield, 2006: 123).

2.3.2 Off-The-Job Methods

Sensitivity training includes techniques such as laboratory and T-group (Training Group),

communication workshops and outward activity training board 'sis to make employees

more aware of their own behavior and how their behavior is perceived by others.

It also increases the participants' awareness terms of this type of training, small groups of

eight to fourteen individuals who are strangers to each other are usually grouped together

and assisted by a trainer. During the discussion, employees discuss themselves, their

feelings, and the group process (Grobler et al., 2006: 130).

The most frequent changes derived from this training include a more favorable self-

perception, reduced prejudice, improved scores on tests of interpersonal relations, and

changes in interpersonal behavior as observed by others, all of which are particularly

relevant at SARI- Wa.

2.4 Factors Affecting Training

Feedback is a very important condition for the successful acquisition of skills. Training can be

done mentally. where the employees go over the events in their heads in order to be properly
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prepared. It is important that information is given correctly in the early stages of learning. This

is so because if errors are picked up early, the employee will be greatly disadvantaged when

someone spots them later. The role of practice in the business of skills acquisition is very

important when one thinks how much time employees spend perfecting the skills involved in

their tasks. The main purpose of job training is to give employees the knowledge and skills

they need to perform effectively in their fields of expertise. According to Kreitner and

Kinicki (2007:69), there are a number of factors on the job that prevent transfer of

learning. These include the following:

• If learners see no value in applying new skills, believe no rewards will result from

doing so, or do not value the rewards, transfer of learning from classroom to the

job will therefore not occur.

• If individuals have little to change what they do because the job tasks are too

tightly controlled, then training can never be applied unless task controls are

relaxed .

•If a learner's supervisor is not in favor of a learner will be applying newly acquired

skills. Supervisors exert a powerful influence over the behavior of subordinates

because they control rewards and punishment.

• If a trainee returns to the project field only to find that fellow workers weleome

new ideas with skepticism, then training will not be imparted successfully. Cascio

(2005:342) enumerates other factors that affect training, these are explained below:

• Funding for employee training' Adequate funding continues to be a concern.

While the need for resources to provide employee training and development
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increases, funding may not be available. In fact, funding for training and

development may be one of the first items to be eliminated in times of financial

constraints.

• Less job security: Employees in the private sector (and employees in general) have

less job security than previously. It is often said that people can expect to have

many different employers and even different careers during their work life. Given

this idea and reality, employees will continuously search for employers who will

provide them with opportunities to develop transferable skills.

• Limited opportunities for development: Most organizations have a Oat

organizational structure. This means that there is little room for promotion.

Employees and organizations need to embrace the idea that moving up is not the

only way to be satisfied with one's work. An alternative is to create challenges for

employees in their current positions or in a similar position.

2.5 Why is Employee Development Important?

Employee development is something that most people imagine as invasive all-day group

training sessions. Unfortunately, this approach to employee development is just the

opposite of how employee development should occur and feel to employees. Employee

development can manifest itself in many forms of training, evaluation, educational courses.

and even feedback. If executed correctly, the effects of training on employee performance

can often encourage growth within the worker and the organization itself (Katcher and

Snyder, 2003). The following are some of the importance of employee development.
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Employee Development: A Self-Fulfilling Prophecy: -One of the larger aspects of training

and developing employees' skills and abilities is become better, either as a person or as a

contributor to the organization. The attention given by an organization, coupled with

increased expectations following the training opportunity can lead to a self-fulfilling

prophecy of enhanced output by the employee. Employees that receive regular, scheduled

feedback, including training, along with an increase in expectations, actually have a higher

level of worker output (Katcher and Snyder, 2003).

Employee Development Decreases Operational Costs: -Thc hope is that employees who

receive training in line with their individual or organizational goals will become more

efficient in what they do. Organizations should look at the positive effects of training on

employee performance, and consider employee development as a targeted investment in

making the workers stronger.

More importantly, development-the-trainer" plans (training those employees to become

trainers of a skill) can provide immense benefits to the organization. This training can

actually be anything ranging from how employees can do their own jobs better to

employees being groomed to replace their supervisors. In addition, employees who become

trainers might be further inclined to stay with the organization, and possibly reduce

employee turnover (Katcher and Snyder, 2003).

Perceived Benefits of Employee Development: -Besidcs, supporting the organization

employees might recognize that most types of employee development initiatives provide them

with benefits. Employee development courses that range from certi fication to education
23
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reimbursement. even to basic job skills training, have a certain cost to the organization that can

easi Iy be considered a benefit to the employee. Such awareness on the pan of the employee can

also lead to greater loyalty to the organization as well as enhanced job satisfaction. Training

and development that can be added to the employees' resumes are big tickets (Frost

et al, 2000:455).

Employee Development Limits Organizational Liability: -According to Frost e/ al.

(2000), most human resource professionals would agree that limiting organizational

liability by training employees is a very important aspect of employee development.

Certain jobs require training and certification in order for an employee to successfully

execute the minimum job requirement elated to that position. The proper documentation of

employee development before, during and even after the employee's completion of their

but also limit liability in the case of human error on the part of these employees. An

example of how documented employee training could be helpful would be if a storeroom

employee was assigned the position of forklift operator. Obviously, the organization would

be expected to put this employee through all the necessary training to ensure the employee

can operate the equipment, and do so in accordance with any applicable policies and

regulations. Although employee training documentation will almost never completely

protect an employer from legal liabilities, training and certification can hopefully reduce

legal costs and reputation damage for the organization (Frost e/ al., 2000).

2.6 Training and Development Programmes

In the view of Grabler, Warnich, Carrel, Elbert and Hatfield (2004:345), training needs

have to be determined first. Training must be addressed in such development needs and is
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in accordance with their job descriptions. Both the employee and the employer have to

work together in order to determine what the employees do not know. They must also

identify training method which exert an impact on the job, so that he/she can be trained in

order to fill that particular gap. The employee should be granted the responsibility to make

decisions regarding his/her training, while employers should provide their employees with

opportunities to improve their foundational skills so as to enable them to cope with more

complex situations. The American Society for Training and Development recommends a

minimum of 40 hours of training a year for every employee (Kreitner and Kinicki,

2007: 124).

In addition to the previous arguments, McConnell (2004: 159) supports a partnership approach

between the employees and their companies in determining training needs, as well as the

involvement of the employees in setting up training goals. By being involved, employees will

not only support the training modules, but their morale will also be boosted. Training is a life-

long process which must be continued beyond the initial qualification in an effort to maintain,

upgrade and update skills throughout the person's work jobs affect the bottom line. As with

training, both company and employee must hold shared/collective responsibilities in the

employee education process (Noe, IIollanbcck, Gerhart and Wright, 2006:399).

Firstly, the employee must carry Oul self-assessment, where he/she is expected to identify

his/her opportunities and needs for improvement. The second step is a reality check where

the employee identifies which needs can realistically be developed. The third step

comprises goal setting. Here, the employee identifies goals and methods in order to
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determine his/her progress towards the goal. The final step eonsists of aetion planning,

where steps and timetables are identified in order to reach the desired level of

development.

During the self-assessment stage, employee behavior is expected to provide assessment

information in order to identify the strengths, weaknesses, interests and values pertaining

to the career of the individual. During the reality check, the company communicates the

performance evaluation, and where the employee fits in regarding the long-range plans of

the company. During the goal-setting stage, the company ensures that goals are specific,

challenging and attainable. Subsequently, the company must make a commitment to assist

the employee in reaching the goal. During the final stage, the company identifies the

resources that the employee will need to reach the goal, including courses and work

expenence.

2.7 Reasons for Carrying Out Training and Development

Employers do not regularly consider the feelings of their employees regarding skills

development. Accordingly, frost, Vos and Dreyer (2003:147) claim that the traditional

business organization is closely modelled on the military style of management, probably

because armies are the largest and almost certainly the oldest human organizations. In response

to this, Katcher and Snyder (2003:90) identify some of the reasons why employers need their

employees to continuously learn new skills:

• Capital improvement: - Organizations tend to spend huge sums of money on
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upgrading their plants and equipment, yet little on upgrading their human capital.

Employees are an asset to the organization but employers are more concerned

about reaching deadlines and profit maximization rather than employees skills

development, without which employee performance could be hampered. Although

the organization still achieves productivity, the focus should also be on the

dedication, commitment and loyalty of employees. If employees do not receive

ongoing training, up-to-date equipment will not be used optimally.

• Morale Booster: - Employees who continuously upgrade their job skills through

training and development courses will also improve their productivity. Developing

employee skills not only plays a role in the workplace, but in the external world as

well. It contributes to the full personal development of each employee and the

socio-economic development of the nation at large; therefore, happy employees

may be productive, but more productive employees are happier.

• Ability to adapt to change: - The more skilled the employee workforce is, the easier it

will be for the entire organization to adapt to changes that may arise in the domestic

and global market place in the demand of its products and services. Sometimes

employees are reluctant to adapt to change because of the uncertainty involved, but

one of the objectives of training employees is to develop their skills as well as

increase productivity in the labor market.
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2.8 Effective Training and Development in the Organization

Effective employee training leads to an increase in quality goods and services as a result of

potentially fewer mistakes. Consequently, accuracy, effectiveness, good work, safety

practices and good customer service can be expected. An intelligent and well-trained

workforce is central to both productivity and the success of an organization. Organizations

can save money by retaining valuable employees thereby avoiding the costs of recruitment

and training of new entrants. Another gain from the training identified is its effects on

quality. Training provides employees with skills that improve their performance. As

human performance increases, business performance also improves. Rothwell and Kazanas

(2006:234) are of the opinion that training not only inf1uences the bottom line, but is also

critical in cost saving. As a consequence of employee training, the level of turnover is

reduced.

It is also important to train and develop the managers and supervisors of an organization. Many

managers are appointed managers because of their skills and expertise in their own job

functions, but lack the knowledge and experience to manage people. They may be referred to

as non-managers and McConnell (2004:239) advises that non-managers should be trained in

the scientific problem-solving process. This includes diagnosing. setting objectives, deriving

alternate courses of action, evaluating different causes, selecting a course. and testing and

implementing it. One of the major causes of mistakes in business is a lack of discipline in

the non-rnanagcrs approach to problem solving.

The participative management style is practiced in many organizations internationally, where

workers are involved in decisions regarding their work. Perry (2007:78) confirms that this
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concept is widely applied in various parts of the world and particularly in the new South

Africa. This is evident where employees participate in the management of organizations and in

joint management decision making on certain issues. In participative management, employees

put forward their ideas, thus contributing to solving problems that affect the organization.

Investing in training and development is imperative for any organization, which will certainly

realize a return on investment in training and developing their workers. Those who neglect this

important aspect of human resource management are bound to suffer the consequences as

warned by Nel, Van Dyk, Haasbrock, Schultz, Sono and Werner (2004: 167), who state that

investing in employee training and education is vitally competitive marketplace important.

When companies fall behind today in the development of their human resources, they arc

prone to fall behind in countless other ways as well.

The above is confirmed by Noe et al. (2006:51) in their comment on the fact that we live in

very turbulent times. Changes occur frequently in organizations, in jobs and 1I1 the way

they are performed. Nowadays, it is important for managers to help people to grow 111

confidence, and to develop new skills to cope and adapt to the challenges of change.

Workers are essentially assets to an organization and should therefore be treated as human

capital. The implications of more investment in them would raise expectations Irorn them in

terms of performance. Their improved skills and behavior will give the organization its

competitive edge. Perry (2007:95) asserts that human capital represents the human factor in the

organization. The combined intelligence, skills and expertise of employees give the

organization it's distinctive character. The human clements of the organization arc those
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that are capable of learning; striving for change, innovation and prOV1SlOnof creative

thrust, which if properly nurtured will ensure long-term survival of the organization.

A quality assurance unit of organizations docs have training modules which often arc

implemented effectively on a regular basis to enhance the performance of both

management and workers alike. According to McConnell (2004:6 arc often taken for

granted and not recognized by senior management as important to the operations of the

organization." He further advised that machines; rather, they also experience problems on

and off the job, which impede their performance in a similar way to lack of individual

knowledge or any structural deficiency in job design. The training of workers is extremely

important in any organization and is even more important for SARI since it is research-

based organization.

According to McConnell (2004:239), companies that have an investment perspective of

human resource management view training as an opportunity to increase long-term

productivity. Training may also be viewed as a solution to a number of problems, such as

substandard quality resulting from skills deficiencies and the voluntary turnover of

employees seeking more rewarding jobs. It may also reduce the involuntary turnover of

employees who are terminated because of skills deficiencies and may provide a means of

preventing skills obsolescence.
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2.9 Impact of Training and Development on Organizational Productivity

Employee development is, in addition to training as reviewed above, the major factor in

the creation of employee human capital, which determines the long-term productivity of an

employee's etbehavioral..2004: 145). While training is concerned with the employee'

current job, development prepares the employee for future job requirements. Effective

development programs allow management to maintain a workforce that can adequately

replace employees who may leave the company or who are moved to other areas. It also

allows for employees to cope with newly developed technology, and ensures that adequate

human resources are available Corexpansion into new areas.

Nelet al. (2004: 142) outlines the following effects of training and development on

organizational productivity:-

• increased success of quality projects

• Reduction 01' project failures and defects

• Reduction of staff turnover

• Minimal supervision needs

• The ability to progress

• Greater capabilities to carry out more projects

• changes in employee behavior

Noe et al. (2006:379) compiled a list of different approaches for employee development.

Their approaches fall into four categories: formal education, assessment, job experience,

and interpersonal relationships. Formal education programs include short courses offered
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by consultants, executive MBA programs, and university courses. These involve lectures

by experts, business games and simulations, adventure learning, etc. Assessment is the

collection of information and the provision of feedback to the employees about their

behavior, communication styles and skills. Job experience ineludes job rotation,

promotion, transfer, temporary assignments and downward moves (Noe et al., 2006:391).

2.10.l<~actors That Hinder Training and Development of Employees

Robbins et al. (2003 :231) points out that many employers are opposed to training and

development initiatives because they assume that the responsibility for training people to

be workers falls on the school system, not on firms. In addition, they consider that it is the

responsibility of the employees to learn how to do their job so that they are hired.

Furthermore, they regard training and development programs as an expense which it is

difficult to convince shareholders to approve. According to the perspective of the

researcher, if aligned with the goals, mission and objective of the organization, and

supported by both the employer and the employee, training, development and education

programs delivered the right way and at the right time provide substantial returns for the

employer in terms of increased productivity, knowledge, loyalty and profit (Robbins et 01.,

2003:401). In spite of the many reasons and benefits derived from training, in most cases

training and development programs fail. This is regardless of whether the courses were

attended in the best universities or delivered by the most prominent trainers. Perry

(2007:282) asserts that work appears among the first illustrations outlining the clear

reasons why training and development programs fail. His study was seconded by Kleiman
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(2003:389), who addressed the failures of training and development programs in greater

depth. In these two works, the first reason identified [or the failure of training and

development programs stems from the training objectives not being aligned with the

business needs. I[ the root of the problem of poor performance, for instance, it is related to

factors such as reward systems, job design and motivation, which are not related to

training, training will be useless.

Thirdly, in the absence of objectives to provide direction and focus, training will certainly

not succeed. Training and development should include a focused process that allows the

employee to ponder over desired results. Objectives afford important direction and focus

for learning the final product, which is a change in job performance.

Researchers also hold that when training is too expensive if compared to its short-term

return on investment, then companies may consider it a failure and, therefore,

unacceptable. IIowever, the long-term pay-off may be rewarding. Training will be

worthless if the participants regard the training program as a mere event without any

change to their behavior. Whenever training is considered as a single event, the chances of

behavior change are thin. Training is also likely to fail if participants are not held

accountable for the results. Generally, employees are not held accountable for the use of

the contents of their course in the workplace. Unless they are held accountable, no change

will occur in their behavior (Kleiman, 2003 :49).
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If the conditions are not conducive to learning, the training efforts will have been in varn.

Moreover, without the support of line management training will also fail. When there IS no

support from direct managers/supervisors, the employees will resist implementing the new

skills and knowledge acquired during the training course. The involvement of management is

crucial to the Icarni ng process. Another reason for the fai ILire 0I' trai n ing and development

occurs when the company fails to isolate the effects of training and development. However,

other factors rather than training may influence performance. Thus, the progresses directly

related to training must be isolated. If not, some training programs clearly noticeable as

impacting on the bottom line may be discarded as irrelevant. Top management will not only

allocate resources but, for the training and development to succeed, will also participate in

the design of the process

Lastly, training and development will be vain if there is a failure to provide feedback and

use information about results. If the organization fails to evaluate training by providing

feedback, employees will not be able to know about their progress, nor facilitators to

understand the success of their programs.

At SARI. employees are provided with training; however. after training most often fail to

transfer whatever they have learnt to their working environment 111 order to improve

performance. When an employee retires or leaves the organization it becomes di fficult to find

someone internally to fill the vacant post, even though other employees have been sent for

training for such positions. It has been found that adults prefer different training methods to

younger employees: 0 ldcr adults prefer practical trai ni ng methods to classroom tra ining

(theoretical training).
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2.11 Factors Affecting Employee Performance

According to Anderson (2003: 122), the following are the factors affecting employee

performance to increase productivity:

• Experience: - Hiring employees who do not have the proper background for the job is

one of the things that start a performance downward spiral (Anderson, 2003: 122).

Company training should be used to enhance the employee's background. If' an

employee has undergone extensive training but is still experiencing performance

issues, then the problem could be that the employee does not possess the necessary

experience to carry out the job.

• Work-home Balance: - As much as an employer may not want to be affected by

the personal life of his employees, personal problems can sometimes affect

employee performance. Managers need to be sensitive prepared to discuss the

issues with employees where and when necessary. If an employee requires time off

to deal with a personal problem, then granting that time off will help to show all

employees that the company values them (Anderson, 2003).

• Manager Interaction: - If an employee does not get feedback from his/her manager,

then he/she has no idea how to rate his/her performance. Managers should be trained to

give positive and negative employee feedback. In negative situations, the manager

should work with the employee to create a modality that will help address the
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performance shortcomings. It is easier for employees to improve their performance

when they know what they are doing right and what they are doing wrong (Anderson,

2003).

• Setting Goals: - To help employees improve their performance, employers need to set

goals that employees are required to achieve. Performing to the minimum standards

means the employee is doing his job, and that can help an employee understand what is

expected of him at a minimum. It would also be helpful to create incentives that will

give employees motivation to go beyond the set goals (Anderson, 2003).

2.12 Conceptual framework

2.12.1 A Conceptual Framework of System's Theory

Figure 1: The conceptual framework based on systems theory for the development
and implementation of agricultural research is presented
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As shown in Figure 2.1, in application of the system theory to the current study, the

following components will be applied in line with research in Ghana.

Input- The input within the systems theory represents the activities carried out at the

agricultural research zones in preparation of the employees for a successful research. This

includes agricultural education regarding the importance of research, assessment of the

research procedure for identification and treatment of residual issues and demonstration

teaching of positioning and attachment of employees to agricultural research institutions.

Whilst in the research units of all agricultural research institutions, adequate

collaboration is being encouraged. Similarly, other agricultural research activities such

as observing the rules and regulations of the agricultural research policy, attending

workshops, and in-service training on research by Agricultural institutions to reinforce

the policy regulations as intended to promote exclusive research on agriculture.

• Process- The process is communication to and fro the agricultural researchers and the

farmer support group that creates a feedback system, in which information-processing

activities such as monitoring, evaluation, prediction and control could Improve the

practices of the farmers.

• Output- The output is improvement on the system of education of researchers on

agricultural practices and management of practices by farmer support groups in the Wa

community. with the evidence of improved research profile of the researchers measured

against a standard.
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Evaluating the process and provision of feedback constitute the output.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter deals with the methodology for the study and has been sub divided into six

sections aside the introduction section. Section one looks briefly at how the data was

collected and section two talks about the analysis techniques. While section three

explains into detail the fundamentals about logistic regression which is applied in

selecting the significant factors that affect employee job performance, section four deals

with the calculation of thc sample size. Section five discusses the research design. The

final section would be the conclusion.

3.2 Sampling, Data Collection and Variables used in the study

Due to the nature of the measurement of most of the variables considered in the study, it

was impossible to use a complete secondary data such as from SARI and/or CSIR

surveys since the

measurement of some variables like 'length of work employees for trainings' Therefore

the data used in the study comprised of both primary and secondary data. The target

population was employees working at SARI- Wa. Target population is thc population

about which inferences are to be made. The sampling technique used was a stratified

quota sampling. This is a process of grouping members of a heterogeneous population

into relatively smaller homogeneous subgroups called strata before sampling. It is very

important to note that, the strata should be mutually exclusive, every clement or the
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population should be assigned to only one stratum and no population should be included. The

researcher used stratified sampling technique because, it was realized that the study

population was made up of Human Resource Managers, Administrators, Accountants,

Secretaries, Finance officers, Budget officers, Project Monitoring and Evaluation Officers,

Clerks, Drivers, Cleaners, .-all with assistants. In all fifteen groups were realized. This

therefore made the population very heterogeneous and could not be used as such since groups

may not have equal representation in the sampled. Simple Random Sampling (SRS) was then

carried out on each stratum (i.e. Human Resource Managers, Administrators, Accountants,

Secretaries and so on.

In all 45 respondents were sampled from a population of 62 representing 72.58%.

Stratified sampling is very beneficial in this case because, it produces a sample that is a

true representation of the population since eaeh stratum contributes a proportion into

sample. It also ensures that estimates can be made with equal accuracy in different parts

of the target population. IIowever, stratified random sampling may not be useful where

the elements in the population arc homogenous. Simple random sampling is also a

sampling procedure whereby each clement in the population has an equal chance or

probability of being in the sample. To a large extent, it helps to reduce the errors due to

sampling since there are no significant sampling biases.

The sample size for this research was limited to 45 respondents who were selected uSing

Stratified and simple random sampling. The names of the staff were written on pieces of

paper and numbered serially, folded and put into a container, the researcher then picked

samples from the container until the three respondents were picked from each stratum.
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Simple random sampling was also used because the information was evenly distributed

among staff. The sample size was limited to this station as a result of insufficient funds

and time constraints for the researcher to conduct the study in all the stations within the

Savanna Agricultural Research Institute.

The data was collected through interviews using a drafted interview guide in the form of

a questionnaire to record the summaries. Copy of the interview guide can be found at the

Appendix section. Permission was granted by the Director of the institute through the

administration through a letter, a copy of which can also be found at Appendix section.

Data collection took place in the period of April-May, 2014. The factors which were used

as the predictors or explanatory variables, those recorded on the interview guide are

training and development while employee job performance was used as the dependent or

outcome variable in the logistic regression model. Other factors like; rewarding

employees, trusting employees to leave their comfort zones, keeping employees informed

and treating employees as the adults that they really are, were also derived verbally from

respondents. These factors were known to be determinants of employee job performance

based on previous works and under the advice of business consultants. In all, seven

explanatory variables are considered in the study.

3.3 Analysis Techniques

3.3.1 Overview of Methods Used in the Study to Achieve Objectives

In the study the of employee job performance, all seven explanatory variables are

considered performance factors. IIowever, the performance factors which are of much
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importance to the study are only training and development. Correlation analysis was used

to examine the pair wise effect and extent of effect of each explanatory variable on the

outcome variable. This process will draw the curtain for analysis to select the significant

performance factors which will be used to predict effects on the dependent variable.

Logistic Regression then was used to select the performance factors which have a

significant relationship with the job performance of an employee. To assess the overall

significance of the explanatory variables on the outcome variable, we used the Pseudo-R

squared.

3.3.2 Measure of Association with Employee Job Performance

Most times, it is better to start with several-variable analysis with single variable analysis in

order to justify whether there is the need to proceed to do the several-variable analysis. In

order to estimate the direction of linear relationship between explanatory variables and

outcome variable taking them parrwisc, a simple correlation coefficient between each

explanatory variable and the outcome variable is computed and their significance tested.

Therefore to check whether any of the performance factors arc significantly related to

employee job performance, the Spearman correlation coefficients were computed and their

significance tested to ascertain the direction of the relationship.

3.4 Logistic Regression (LR) Technique

Univariate analysis computes the extent and direction of relationship between explanatory

variables and the outcome variable without adjusting for the effects of other covariates.

Multivariate analysis adjusts for the effects that are interrelated within the explanatory
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variables before producing the relationship with the outcome variable and selecting the

significant variables to achieve parsimony in description. As such exclusive use of univariate

methods in such a case is not advised (Rencher, 2002). Regression analysis is the 1110st

common method employed for this. The method is used to scale down a number of predictors

to significant ones which are later used in prediction. In a case where the outcome variable is

continuous we use the multiple regression known as the least square regression. But with

outcome variable of interest like employee job performance, being categorical irrespective of

the form of the explanatory variables, the logistic regression is preferred (Vittinghoff et ai,

2012). This is because the assumptions of least square regression which include normality

and homogeneity of' residuals are violated. These assumptions are also questioned if some of

the explanatory variables are discrete or categorical. In this study for instance, the researcher

denotes employee job performance, which is the outcome variable by

Y and the set of explanatory variables X .. (X 1, X2, X3, XII, X5, X6, X7) to represent all

seven performance factors. r defined Y as follows;

IAt least 1
Y = l

if employee job performance increases or remains the same
o if employee job performance reduces

Clearly, the outcome variables of interest arc dichotomous. The researcher wants to find

how to expect job performance of an employee to be, given the performance factors

assurmng linear relationship (which is a general assumption under regression). In our

case the outcome variable is dichotomous and our explanatory variables are a mixture of

continuous and categorical variables. Therefore we employ the binary logistic regression

due to the nature of the outcome variables. The main purpose of binary logistic regression

is to find the best fitting and reasonable model to describe the relationship between a
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dichotomous outcome variable and a set of explanatory variables.

Logistic regression is currently one of the most applied methods of regression when dealing

with categorical outcome variables and due to its assumption free nature. The only

assumption is independence of the explanatory variables (Peng ct al, 2002). The study, just

like any other organizational study sets out to check whether employee job performance

increases, remains the same or even reduces as a result of training and development

particularly. The outcome variable takes values 0 or I as codes. Therefore the outcome of the

response variable is more like the chances of an increase or a decrease in the job performance

of an employee given the explanatory variables. Therefore, technically, the chance job

performance increases or decreases given the performance factors will be P(Y=1 I X).

3.4.1 Odds Ratio (OR)

One important statistic of interest in organizational research is the odds ratio (OR). It

compares the chances of increasing job performance if the employee is exposed to

performance factors to the ehances of increasing job performance if the employee is not

exposed to the performance factors. Given the probability that an event Y occurs is pry)

and then 1 - pry) is the probability of not occurring. The odds ratio is defined as

This is used in assessing whether a performance factor improves the chances of

increasing an employee's job performance or not. An OR of more than one means the

chances of increasing job performance when exposed to performance factors is higher
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than when not exposed. Therefore the corresponding performance factor IS associated

with higher chance of getting increasing job performance.

3.4.2 Parameter Estimation of Logistic Regression Coefficients

In logistic regression, we regress the log of OR on the explanatory variables. However the

estimation method is not the least square method as used in the multiple regressions. In

logistic regression, we employ the method of maximum likelihood eML) in the estimation of

the parameter coefficients. This is because, the ML produces coefficients with the highest

probabilities of occurrence of the outcome variable and as a result it tentatively finds

estimates of the parameters which are as close to the true parameters as much as possible. It

executes the process as many times as possible until the change in the likelihood function

becomes negligible where optimum solution is achieved (Mcrnard, 2002). Further detailed

concepts of logistic regression can be found in Hosmer & Lcmcshow (2000) and

Tabachnick & Fidell (2007).

3.5 Determination of the Sample Size

Sample in research studies can be referred to as any subgroup of a parent population on

which studies are conducted. The sample size, in this case, refers to the number of

employees to be included in the study. The sample size of every survey has to be

determined before it goes into operation. I Icnce, one of the first questions likely to be

asked in the design of a new survey is:

"How large should the sample be?" It is an i since the sample size decision is directly
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related to survey cost and therefore must be justified.

Although the question appears to be a simple straightforward one, it is one of the most

difficult to answer precisely and a clear understanding of the concept of the sampling

distribution is necessary to answer it. It takes technical knowledge and experience to

approach the problem properly. There are several ways of approaching this problem. The

easiest is an empirical approach, discovering what sample sizes have been used by others

with similar problems. It is useful, especially for an inexperienced social science

researcher. to check his/her judgment about appropriate sample sizes against those of

other social scientists. This is because a correct sample size will help provide researchers

with accurate testing results. The level of precision, the level of risk and the degree of

variability are all factored in to determine the best sample size for you research. The issue

of sampling size is partly a technical one. The larger the sample the more elaborate the

analyses can be sustained; this being so, one cannot speak of an adequate sample size,

still less of an optimal sample size. The choice of sampling size involves balancing the

demands (essentially insatiable) of the analyst against the constraints of funding and

capability. In any discussion of the sample size appropriate for a particular survey, it

should be borne in mind that a survey with a large sample is more difficult to manage and

supervise - especially if option of spreading the fieldwork over a longer period IS

considered unacceptable.

ow to determine the respective contributions of each strata to the final sample. Simple

Random Sampling (SRS) was carried out on each stratum (i.e. IIuman Resource
I
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Managers. Administrators, Accountants, Secretaries and so on).

In all 45 respondents were sampled from a population of 62 representing 72.58%. The

sample size was limited to this number as result of financial challenges, time constraints

among others.

3.6 Research Design

The research design used in the study is a case study. The study is meant to determine the

effects of training and development of the employees of the Savanna Agricu Itural Research

Institute. The study is meant to do an up-close, in-depth, and detailed examination of

employees of SARI- Wa (the case). as well as its related contextual conditions of the effects

of training and development in job performance. G. Thomas (20 II) offers the following

definition of case study;:"Case studies are analyses of persons, events, decisions, periods,

projects, policies, institutions, or other systems that are studied holistically by one or

more method. Specific attention is therefore given SARI- Wa. It is also important to note

that, conclusions reached are with respect to employees at SARI- Wa and therefore under

no circumstances should they be extended to cover SARI stations elsewhere in the

country. It [or this specific reason that the researchers recommend that study should be

replicated in other stations so that requisite findings and conclusions can be reached. The

researcher chose to do case study because;

They need an in-depth analysis on SARI- Wa.

They also want an up-close examination of the effects of training and

• development on job performance of employees at SARI- Wa.
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They also seek a detailed analysis on the working conditions of the employees

at SARI- Wa and how training and development influence their job performance.

The researcher also seek to identify the challenges associated with the

training and development of employees at SARI- Wa

The researcher also sought to identify the performance methodologies

that would improve the job performance of employees greatly.

3.7 Conclusion

The chapter has provided an overview of how the sample was selected and the sample

size calculated, how the data was obtained and the variables considered in the study. The

variables are further grouped into outcome and the explanatory variables. The outcome

variable that was considered was job performance. On the other hand, the explanatory

variables also called performance factors that were used are, training, development,

rewarding employees, trusting employees to leave their comfort zones, keeping

employees informed and treating adults as the adults that they really are. It is believed

that all the performance factors affect the outcome variable. However, the focus of this

study is on training and development. A discussion is made on how to select the sub class

of the explanatory variables that are associated significantly with each of the outcome

variables and using the significant subclass of the performance factors to make

predictions into the groups of the employee job performance. The complete processes

involved in prediction have been painstakingly discussed. The empirical findings based

on the methods discussed under this chapter follow in the next chapter.
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CHAPTER FOUR

DATA ANALYSIS

4.1 Introduction

This chapter presents the main analysis section of the study. It is further organized into

three sub sections. A description of the data with respect to basic statistics for employees

is done under section 4.2. The preliminary analysis of the data which mainly deals with

the bivariate analysis of the relationship between the performance factors and employee

job employment is taken care of in section 4.3. Section 4.3 also considers using logistic

regression to select the significant predictor variables [or the dependent variable,

employee job performance. The analysis was carried out using Microsoft Excel and SPSS

Ver.17 statistical software. Microsoft Excel was used to obtain the various graphs due to

its pictorial clarity and SPSS was used to handle the descriptive statistics as well as the

advance multivariate analysis.

4.2 Summary Statistics and Data Description

The sample consists of forty-five (45) employees out of a population of sixty-two (62)

representing 72.58%.

4.2.1 Gender Distribution of Employees

The sampling process did not give any preferential treatment to the gender of the employees
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since there were no significant differences in the male-female population sampled. Even

though gender was not the principal focus of the research, it is absolutely important to

show the gender distribution of the employees because; it helps governments in gender

budgeting. It can also tell us who has access, who has control, who is likely to benefit

from a new initiative and who is likely to lose .. Fig 4.2.1 below shows the gender

distribution.

From the diagram above, it can be seen that male employees form about 48% (22

employees) of the sample whilst the females were 52% (23 employees). This shows that

the slight majority of the employees in the sample are females.

Figure 2: A Pie Chart showing Gender Distribution of Employees

• Female

.Male

Source: Field Data, May 2014
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In addition, the vanous strata that were considered were Administrative officers,

Research officers, IIuman Resource Manager, Accountants, Secretaries, Finance officers,

Budget Officers, Monitoring and Evaluation Officers, Clerks, Drivers, Cleaners, PRO,

Marketing Officers, Store Keeper, Welfare Officers and Procurement Officers. In all 15

strata were considered. With a simple random procedure, each stratum contributed 3

respondents producing a sample size of 45. The sample could not be selected more than

this number because of financial among other challenges.

4.2.2 Performance Factors

A number of performance factors are considered in this study as possible predictors of

employee job performance. Given these performance factors, the job performance status

of an employee would also be determined using logistic regression. This is particularly

helpful to the government because if a prospective employee holds certain views on some

of these performance factors under consideration, it is possible to predict with a certain

degree of confidence and accuracy, whether for that employee, when employed would

increase job performance all things being equal. The factors considered in this study are;

training, development, rewarding employees, trusting employees to leave their comfort

zones, keeping employees informed and treating employees like adults (which really they

are). Therefore in all six (6) predictors are considered for the study. The detail descriptive

statistics for these predictors are given in Table 4.2.1 below.
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Table 0-1 : DescriPJi~St(~tistics of Performance Factors -- --
Statistics/ Mean Std. Std. Dev Median Min Max Skew

Factors Error
~-- -- ~ -~-- --

Training 42.611 0.113 5.49 28 8 35 -2.07

-- --
Development 40.66 0.27 3.44 38 5 27 -1.59

--~-----.---- ---~--"-- --_._--"-" ~- - ----- ---.- -- .-

Rewarding 6.8 0.69 8.74 158 3 18 -0.1111

Employees

-----_._-- - - - -
Trust employees to 11.22 0.09 1.12 I 1.11 20 -0.88

leave their com f011

zones

- ._--- ---.---- -- - --
Keeping employees 2.57 0.38 4.77 7 2 16.3 0.27

informed

- - - - - -
Treating employees 1.98 0.111 1.72 2 0 7 0.78

like adults

I----- ------ _._--_._------- -- - - ---- - ~- --
Source: Field Data, May 2014

From the table above, the mean for training is 42.64. This means that, on the average,

about 43 out of 45 employees, representing (about 96%) of the employees believe that

training is a fundamental determinant of job performance, hence its effect on job

performance cannot be underestimated. This comes with a standard error and standard

deviation values of 0.43 and 5.49 respectively. Technically, these represent and measures

deviations from the mean value of 42.64 estimated. These statistics therefore indicate that

majority of the sample believe training of employees significantly affect job performance

as this is confirmed by the measure of skewness which is at -0.07.
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Also, under "development", it is 40.66. This also means that bout41 mean employees (out

of 45) representing about 90% also feel and believe that employee development plays a

very important role in determining job performance. Accordingly, the standard error and

standard deviation are 0.27 and 3.44 respectively. Again, these technically measure how

the data is spread [rom the overall mean as far as development is concerned. A measure

of skewness, with a value of -1.59 (negatively skewed) shows that majority (i.e. 90) of

the employees in the sample also consider the overall development of employees

significantly increase job performance all things being equal.

Approximately, 7 employees believe that rewarding employees is a way of increasing job

performance with a standard error and standard deviation of 0.69 and 8.74 respectively.

This they said when done, goes a long way to motivating employees, because they feel

their efforts are recognized and appreciated. As a result. employees work even harder for

rewards. This therefore leads to higher output and increased employees job performance.

A negatively skewed value of - 1.44 shows that a moderate proportion of the population

(i.e. 7 employees) believes the rewarding of employees can significantly increase job

performance.

Trusting employees to leave their comfort zones was also considered and studied as a

performance factor. It showed a mean value of 11.22. This shows that, the average number 0('

employees who believe that, when their superiors periodically entrust duties other than the

duties they perform almost always to them, prepares them for an all-round job knowledge

is about 12. They believe that, in their quest to be able to live up to the tasks which they

are not really used to, they prepare themselves so well so as to avert any possible disgrace

or shame in the event that they are not able to carry out some tasks. As a result of

preparing themselves so well, they invariably put in much effort and therefore increase

productivity. The obvious result of this self-preparation is an increased job performance.

Therefore with a standard error and standard deviation of 0.09 and 1.12 respectively,

trusting employees to leave their comfort zones is an important determinant of job
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performance, even though not so important as far as training and development IS

concerned.

On the average. about three (3) employees believe that, generally informing and keeping

them updated on the development of the institute also affects job performance. with a

standard error and standard deviation of 0.38 and 4.77. They believe that, once they are

informed about the activities of the institute. they are able to take on-the-spot decisions. They

believe this increases productivity and also increase employee job performance by saving

time and cost, reducing turnover cost and more importantly increase employee satisfaction.

Thisshows that, the data is positively skewed with value 0.27 which means that, just a few

(about 3) 0 f the employees bel ieve that keeping them informcd wi II increase job

performance. However, the remaining employees in the sample do not believe in this opinion

as this is confirmed by the positive scenes with value 0.27.

Lastly, treating employees as adults was also considered. From the table above, only

about two employees believe that when employees are treated like the adults that they

really are, employee job performance would be increased. This they argued that, when

employees are not treated like kids but rather are accorded the necessary respect, makes

them feel dignified. They argued further that, when there is mutual respect in the

institute, peace and tranquility abound and therefore creates a congenial atmosphere for

work to go on. They believe that, treating employees like adults is the single-most

important variable for the significant determination of job performance. The

corresponding values of the standard error and standard deviation are respectively 0.14

and 1.72. The measure of skewness with a value of 0.78, which is obviously positive,

confirms the fact that an almost-insignificant proportion (only about 2) of the employees

sampled believed that, when treated like adults and respected appropriately determines

the job performance status of the employee.

However. it will be noted that, the statistical estimates; median, minimum and maximum
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values are not discussed because; all the performance factors are qualitative variables.

Therefore, the median, minimum and maximum values do not make any practical sense

as far as the performance [actors are concerned. It is therefore very important and

refreshing to note that, as far as this- study is concerned, training and development are

the two most significant. This is true to the expectation of the researcher, hence the

focus of the study.

4.3 Analysis

This section tries to analyze the relationship between the outcome variable (job

performance) and the performance factors using bivariate statistical techniques. Basically

the correlation coefficient between the outcome variable against the explanatory variables

was computed to analyze the pairwise effects and existence of linear relationship.

4.3.1 Linear Association between Job Performance and Performance Factors

Since predictor variables are all qualitative, the Spearman Rank correlation coefficient

would be most appropriate in measuring the degree of relationship between job

performance and the performance factors. Accordingly, Spearman Rank correlation

coefficient is computed [or each predictor against the outcome variable. The results are

displayed in Table 4.3.1.
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Table 0-2: Extent of Relationship between Job Performance and Performance Factors

Predictors Statistic Job Performance Remarks

Training Correlation .82
Very strong

p-value .00 < 00

Development Correlation
.79 Strong

p-value .00 < 00

Rewarding Correlation
Employees .45 Moderate

p-value .44 (0.05)

Trusting employees
to leave their comfort Correlation -.43 Negatively weak

zones
p-value .24> 00

Keeping employees Correlation -.06
informed

p-value .15
Negatively very

weak

Treat employees like Correlation -.34
adults

p-value b > Negatively very
weak

Source: Field Data, May 201.:/

For job performance, the correlation with training, development and rewarding or
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employees arc all positive. This means that these variables arc all directly or positively

linearly related to job performance. Thus, an increase in their values is expected to have

similar impact on the job performance status of the employee. On the other hand keeping

employees informed and treating employees like adults are all negatively correlated with

job performance. This implies that these variables rather have an inverse linear

relationship with job performance. An increase in them tends to have adverse effect on

job performance. IIowever. using a statistical test of signi Iicancc, the significance

probability (p-value) of the correlation coefficients were computed. From the table, we

realize at 5% significance level that, the only variables whose correlation coefficients are

significant are; training and development. The remaining predictor variables were

insignificantly correlated with job performance at 5% level of significance. Training has

the highest correlation with job performance with a coefficient of 0.82, followed by

development with a coefficient of 0.79 while keeping employees informed recorded the

least with -0.06.

4.3.2: Logistic Regression

This section deals with the classification of all the performance factors. how they relate

employee job performance and more importantly their effects on job performance. Logistic

regression is used to select the significant predictor variables for the dependent variable,

employee job performance. It is very important especially for planning and projections

purposes to study how these performance factors affect the outcome variable (which in our

case, is the job performance) which is a dichotomous variable. The chances for job

performance are just two namely; to increase or decrease. I Icnce logistic regression is used to

study all the performance factors and their behavior as well as effect on the performance of

an employee. Details of how changes in all six (6) performance factors would impact on

employee job performance is shown on table 4.3.2.
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Table 0-3: Logistic Regression results showing variables that will affect employee job
performance and their effects

Wald
Predictors Coefficien t S.E. Z p-value Odds Ratio

Training 0.020 0.43 0.06 0.005 1.017

development 0.040 0.27 0.44 0.02 1.040

Rewarding -0.230 0.69 -2.07 0.438 0.795
Employees

Trusting -0.130 0.09 -2.26 0.124 0.875
employees to

leave their
comfort
zones

Keeping -1.300 0.38 -2.32 0.121 0.273
employees
informed

Treat -0.330 0.14 -2.86 0.06 0.721
employees
like adults

Number of observation ::-;45

Likelihood Ratio :-= 119.24, P-value = 0.0000

2Pseudo R _. 0.7093

calculation of the logistic regression coefficients.

NOTE: P-values in table 4.3.2 are different from those in table 4.3.1 because of the

We start with the overall test of the model. The Pseudo R2 0[0.7093 means that, about 71%
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of the variations 111 the job performance of employees is explained by the logistic

regression model, so therefore can accurately predict job performance 71 % of the time.

The Likelihood Ratio test together with the p-value measures the overall significance of

the logistic regression model in predicting the outcome variable. From table 4.3.2 above,

the likelihood ratio test statistic is 119.24 with a corresponding p-value of 0.0000 which

is less than 0.05. This means that, the overall model is significant in predicting the

employee job performance categories. The logistic regression coefficients for all the

performance factors are also shown. Coefficients for only training and development are

the only positive values. This means that, training and development both directly or

positively affect employee job performance. This confirms the conelusion reached under

table 4.3.1, which indicated that only correlation coefficients less than the 5% level of

significance were significant. It is imperative to note that with the exception of training

and development, all performance factors showed negative logistic regression

coefficients.

The significance of the overall model raised the curtain for investigating which predictor

variables are significant and those that are not, for which reason should be dropped from the

model. Table 4.3.2 contains the coefficient of each predictor as well as their corresponding

Odds Ratio (OR). The significance of each predictor is determined by the Wald test and its

associated p-value. The success category in this case is job performance and so the OR is

interpreted towards it. An OR of more than I signifies improvement in the odds of job

performance whereas below one signifies reduction in the odds as against the odds for a unit

increase in a predictor holding the other predictors constant. In other jurisdictions, the sign of

the coefficient also tells the effect directly. A performance factor whose OR is more than I

improves the chance of increasing employee job performance with their increasing values.

For instance the OR for development is 1.040, which means that, an annual increase in

the overall development of an employee, while adjusting for the effects of all the other

predictors, will make the employee 1.040 times likely to increase job performance. That

is, an increase in the rate of development of employees will boost the odds for job

performance. This is confirmed by its coefficient of 0.79, a positive coefficient in table
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4.3.1. On the other hand, rewarding employees has an OR of 0.795, which is less than

one (1). This means that, based on the sampled population, an annual increase in

rewarding employees, while adjusting for the effects of all the other predictors, will make

the employee 0.795 times likely to decrease job performance. This is also confirmed by

its coefficient of -0.45, a negative coefficient in table 4.3.1. Similar interpretations hold

for the rest of the variables. We realize that the variables whose increasing values

improve the chance of increasing job performance are only training and development.

Their ORs are all more than 1 or their coefficients are positive.

To select the variables for discrimination (which is not the focus of this study) in advanced

data analysis, the Wald test is used. The Wald statistic, calculated as the ratio of the

coefficient to their standard errors (S.E), and their significant probabilities of each predictor

is given in the table. With a significance level of 5%, the variables which were significant

performance factors are training and development. Their p-values are in fact less than 5%. So

based on the sample, these variables are those that are considered performance factors that

affect employee job performance. Therefore these variables are those that are considered in

the next phase of the analysis. The rest of the predictor variables are dropped since they are

not significant. Based on the employees sampled for the study, it was therefore realized

that, the following were (but not limited to) the effects of training and development on

employee job performance.

4.3.3 Selection for Training

To be able to deal holistically with the effects of training and development on employee job

performance, it is absolutely necessary to consider how employees are first of all selected for

training. This is because, the type of selection greatly influences the performance of the

employee while even at training. The Institution therefore employs various ways in selecting

employees for training. This is done every year after conducting training needs assessment. It

is against this background that, this section discusses the methods of employee selection for

training
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A BAR CHART SHOWING MODE OF SELECTION OF
EMPLOYEES BY PERCENTAGE

Figure 4.3.3 Selection for Training
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Source: Field work, May 20J 4

From Figure 4.3.4, it is clear that about 23% representing 10 employees were selected for

training and development programs upon joining the institute. Also, 21 employees

making about 46.2% were selected based on recommendation from supervisors. For

employees who were selected based on the employee request and on performance

appraisal had seven (7) each. This represented about 15% respectively. It therefore means

that, the number of employees who were selected based on recommendation from

supervisors is about twice the number of employees who were selected on joining the

institute. Also, three times the number of employees who were selected on their own

request or on performance appraisal is the number of employees selected based on

supervisors providing some sort of a recommendation. It is important to appreciate the

fact training an employee should not be compulsory. This is confirmed in the figure

above since strictly 0% of the employees were forced to train. This translates (in our

case) into absolutely no employee being forcefully selected.
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4.3.4 Knowledge of Training Objectives

After selecting employees, they should have a fair idea as regards the objective of training

and development programs. This is particularly important because if an employee really

does not know the essence of a training programs organized, one can be completely sure

that, such an employee stands the very high chance of not learning anything. This section

therefore discusses the views of the employees sampled as far as knowledge of training

objectives is concerned.

Figure 4.3.4 Respondents' Knowledge of Training Objective

A BAR CHART SHOWING KNOWLEDGE OF TRAINING
OBJECTIVES BY PERCENTAGE
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From 4.3.5, while about 46.1 %, representing 21 employees believed that, the

fundamental objective of the training organized by the institute was to improve their

knowledge, 17 employees representing 38.5% believed that the objective was to allow
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them acquire more skills. In addition, it is also seen that, 6.93% of the respondents,

representing seven (7) employees are also of the belief that, the objective of the training

was to improve their performance and also enable them acquire skills. The number of

employees who believe that the objective of the training was to only improve their

knowledge is three (3) times the number of employees who think the objective was to

improve employee knowledge as well as enable them in the acquisition of skills.

This therefore shows that, 46.1 % (21 employees) believe the training was just improve

their knowledge. Also 38.5% (17 employees) stated the training made acquire skills. It is

however refreshing to note just 6.93% (7 employees) believe the training was to improve

their knowledge as well as allowing them acquire skills.

4.3.5 Benefits of Training and Development on Job Performance

At this point, after selecting and training employees, it is absolutely imperative to

measure the benefits (if any) enjoyed by the institute in training its employees. It is

particularly important because it helps management in planning. It also helps the

organization to know which aspect of the training package to intensify so as to reap

maximum benefit. Details of the benefits of training and development to the organization

are shown on figure 4.3.6.
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Figure 4.3.5 Benefits of Training and Development to SARI- WA

A BAR CHART SHOWING THE BENEFITS OF TRAINING AND
DEVELOPMENT BY PERCENTAGES
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From figure 4.3.6 below, seven (7) respondents representing 6.93% indicated that the

training gave learning and development opportunities to staff members. However, no

employee believes the training aided in understanding and carrying out organizational

policies. Three (3) employees believe that the training helped promote organizational

image and communication respectively. While fourteen (14) employees representing

30.8% argued that the training improved knowledge and skills of employees at all levels,

eighteen (18) respondents making about 38.5% actually believe that the training did not

only offer learning and development opportunities, but also aided

III the understanding of organizational policies, promoted organizational

image/communication and finally improved the skills and knowledge of employees

across all levels of the institute.

4.3.6 Training Methodologies

The type of methodology employed in training employees is very important as far as

employee job performance is concerned. This is largely because some methodologies are

employee-friendly while others are not. As a result it is important to carefully select to

use a particular way of training employees if really job performance is to be increased. It

is against this backdrop that, the opinions of the employees sampled were sought to be
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able to study the pattern and types of methodologies used in training these employees.

Details of the analysis are shown in figure 4.3.7

Figure 3: Training Methodologies

..

A BAR CHART SHOWING TRAINING METHODOLOGIES
BY-PERCENTAGE
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From figure 4.3.7, eighteen (18) employees representing about 38.5% were trained

through an organized lecture of a sort. While 7 employees making about 15.3% were

made to understudy a superior in the institute, ten (10) employees representing 23.1%

were coached. It is absolutely important to stress that understudying a superior, which

can be classified as apprenticeship plays a crucial and pivotal role in helping employees

acquire knowledge and skills. Also, it is equally important to note that, ten (10)

employees making about 23% were trained by using the method of role playing. This

refers to the changing of one's behavior to assume a role, either unconsciously to fill a

social role, or consciously to act out an adopted role.

4.3.7 Challenges in Training Employees

From the interviews conducted, it is crystal clear that, the major problem bedeviling the

training of employees by the institution is lack of funds. This is because, SARI is not a
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profit-oriented organization but rather a government subvented agency. This means that,

it completely relies on the provision of funds from central government [or its operations.

However, central government is unable to provide enough funds for the smooth running

of the institution. This therefore poses a myriad of problems to SARI including its

inability to organize the requisite results-oriented training [or its employees. In addition,

the institution is also unable to mobilize Internally Generated Funds (IGF) to provide the

needed training and development for its employees. These challenges therefore makes a

near-impossibility for SARI- Wa to train all employees at once but rather resort to training

of employees in batches which to a large extent reduces productive man-hours. The

Institution therefore occasionally takes an advantage of training opportunities provided

by Donor Funded Projects (DFPs) to train employees. In the absence of these projects,

the training and development only appear to be a mirage for the management of the

institution.
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CHAPTER 5

SUMMARY, CONCLIJSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of findings from the study as well as the conclusions

and recommendations. Possible areas of future research on the effects of training and

development on employee job performance is also briefly discussed.

5.2 Summary

Most studies are actually concerned with the effects of training and development on

employee job performance. Training and developing employees mostly lead to increase

and improvement in the performance of employees. It also has a psychological, social

and economic effect on the individual employee towards job performance both in the

short and long term. It is therefore obvious that, training and development are the two

leading (in the presence of several other) determinants of employee job performance.

Therefore to measure the job performance of an employee, the study looked at the effects

of training and development. In Ghana, few researches have been carried out on the area

of the effects of training and development on job performance and extremely few ones

used quantitative techniques like logistic regression. The study was designed to look at

this neglected but very important aspect of employee job performance. The study

basically set out to find out the effects of training and development on employee job

performance. The logistic regression helped in selecting the significant performance

factors whose effects on employee job performance are also discussed.

Some of the notable findings of the data analysis are; training and development of
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employees' are the only performance factors that have effect on job performance. On the

other hand, 'trusting employees, keeping employees informed' and 'treating employees

as adults are all negatively related employee job performance. However, at 5%

significance level, only training and development were the only significant performance

factors.

In addition, with all the performance factors considered in the logistic regression model,

training and development are the only two with a positive relationship with employee job

performance. This means that, training and development both directly or positively affect

employee job performance. Thus, an increase in their values is expected to have similar

impact on the job performance status of the employee and vice versa. It is also important

to note that 23% representing 10 employees were selected for training and upon joining

the institute. Also, 21 employees making about 46.2% were selected based on

recommendation from supervisors. Seven (7) employees (representing about 15 %.) each

were selected based on the employee request and also on performance appraisal

respeetively. It is therefore the case that, the number of employees who were selected

based on recommendation from supervisors is about twice the number of employees who

were selected upon them joining the institute. Also, three times the number of employees

who were selected on their own request or on performance appraisal is the number of

employees selected based on supervisors providing some sort of a recommendation. It is

important to note that, training an employee was not compulsory. Thus how employees

are selected for training plays a key role in determining the outcome of the training. They

were be selected in such a way that, those who were not selected were not so disgruntled.

In addition, 46.1 %, representing 21 employees believed that, the fundamental objective of the

training organized by the institute was to improve their performance, 17 employees

representing 38.5% believed that the objective was to allow them acquire more skills. In

addition, it is also found that, 6.93% of the respondents, representing seven (7) employees are

also of the belief that, the objective of the training was to improve their performance and also

enable them acquire skills. The number of employees who believe that the objective of the
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training was to only improve employee performance is three (3) times the number of

employees who think the objective was to improve employee performance as well as to

enable them acquire skills. This therefore shows that, when employees know the objective of

training, it helps them in achieving the intended results of helping employees improve their

performance and also helps them acquire more skills. The result of these is an overall

improvement in the qual ity 0 I' performance 0 f trained employees.

It is equally important to note that eighteen (18) of the 45 employees making about 38.5%

actually believe that the training did not only offer learning and development opportunities,

but also aided in the understanding of organizational policies, promoted organizational

image/communication and finally improved the skills and knowledge of employees across all

level of the institute.

Again, eighteen (18) employees representing about 38.5% were trained through an

organized lecture of a kind. While 7 employees making about 15.3% were made to

understudy a superior in the institute, ten (10) employees representing 23. I% were

coached. Ten (10) employees making about 23% were trained by using role playing

.Therefore training method determines whether or not, the objective of improving the

performance of employees will be achieved. The type of training methodology should

carefully be selected in order to achieve organizational objectives.

c, Consequently, training and development determines the status of job employment of an

employee 70% of the time. This is evidenced in Table 4.3.2. Thus, if 100 employees are

selected and given some performance training, it is expected that, 70 of the employees

will have their job performance increased and improved because of the training they

received. Therefore training and developing employees largely determines the job

performance status of an employee far more than any other performance factor.

5.3 Conclusion

In measuring the variations in employee job performance, training and development are
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used as performance factors. The study thus far has also proved that training and

development are the most significant performance factors whose effects on employee job

performance are of serious concern to many including researchers, academicians, general

public, etc.

I have found out that, training, development and rewarding of employees all were

positively/ directly correlated with job performance of an employee. This means that,

when their values are increased, the value and quality of employee job performance is

also expected to increase accordingly and vice versa. However, when logistic regression

analysis was employed to select the true performance factors, it was realized that,

rewarding employees was not a significant performance factor in determining employee

job performance while training and development still remained significant. This therefore

shows that, training and development arc the all-time performance factors whose effects

on employee job performance are monumental.

In concluding, it was observed that, as part of the many effects training and development

of employees have on job performance included; workers arc helped to focus, and

priority is placed on empowering employees, increased productivity because of increased

and improved job performance of employees, employee confidence is built, enabling

team work development and contributing to better team/organization morale, employees

are kept current on new job-related

-

information, thereby contributing significantly to better customer service, employees are

updated on new and enhanced skills, with a view to aligning them to business goals and

objectives, after a downsizing, remaining workers are given the technical and

management skills to handle increased workloads, companies with business problems are

given a fresh or unbiased professional opinion or exploration, evaluation or critique and

more importantly, job satisfaction, employee motivation and morale are increased,

reducing employee turnover.
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5.4 Recommendation

Based on the findings and conclusions made from the study, the following

recommendations arc made both in the area of policy formulation and further research.

Central government through SARI should invest massively in training employees

since training improves job performance.

The organization should use the media-both print and electronic, to market and

advertise itself to the general public and the corporate world so that potential

investors in agriculture will come to them for expert advice on how best to carry

their agric-businesses. Consultancy fees are then charged which would serve as

IGFs. These funds could supplement subvention from central government and

used to train employees regularly.

The institution should offer scholarship and other promotion packages to hard

working employees to motivate others to emulate their examples.

SARI and all other government agencies should embark on Public Private
st

Partnership (PPP) which is the trending panacea to the 21 century

transformational agenda, intensify the training employees undergo.

The research be replicated by other Researchers but to only capture the impact of all

the performance factors that were not significant in the study on job performance and

perhaps with a di ffcrcnt level of significance.

An extended data collection period or preferably a cohort study is used to conduct

similar study across the country. The job performance of employees exposed to

training and development programs and that of those employees not exposed is
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measured and compared to check the robustness, effective and impact of the training

and development modules.
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APPENDICES

APPENDIX A

Interview Guide Questionnaire for data collection

Dear respondent,

The researcher is a Master of Philosophy Student at the University Cor Development

Studies- Wa Campus - Faculty of Planning and Land Management. This questionnaire

seeks to collect data on the topic: the Effect of Training and Development on

Employees' Savanna Performance Agricultural Research at Institute- Wa. Your candid

opinion on the subject matter will be most appreciated. Be assured of the confidentiality

and anonymity Cor all the response you will provide. I count on your cooperation.

Thanks.

Please tick the appropriate box or write in the space provided.

A: Background of Staff

1. Gender

a) Female ( )

b) Male ()

2. Age
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·"

a) 18 -25 ()

b) 26 -35 ()

c) 36 -45 ()

d) 46 -55 ()

e) 56 -59 ()

3. Marital status a) Single ( )

b) Married ( ) c) Divorced ( ) d) Widowed () e) Separated ( )

4. Department:

5. Rank: .

6. Educational background: .

7. How long have you worked for the organization

B. Effects of Training and Development on Employee Job Performance

8. Have you had any form of training since you joined the organization?

a) Yes () b) No ()

9. How were you selected for training?

a) On joining the company ( )

b) Supervisors recommendation ( )

c) Compulsory for all employees ( )
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d) Upon employee request ( )

e) Performance appraisal ( )
.,

f) Don't know ( )

10. What were the objectives of the training?

a) To help improve performance ( )

b) To acquire more skills ( )

c) Other please specify ( )

d) If more than one tick all ( )

11. How often do you undergo

training? a) Quarterly ( )

b) Every six months ( ) c) Once a year ( )

d) Every two years ( )

e) No specific schedule

12. How will you rate the quality of the training program(s) for which you have participated?
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a) Very poor ( )

b)Pom()

c) Average ( )

d) Good ()

e) Very good ( )

f) Excellent ( )

13. What are some of the benefits of Training and Development to your
organization?

(a) Offering learning and developments opportunities for staff ( )

(b) Aids in Understanding and carrying out organizational policies ( )

(c) Helps promote organizational image ( )

(d) Improvement in organizational communication ( )

(e) Improvement of knowledge and skill at all levels in the organization ( )

., d) All of the above ( )

14. How relevant were the trainings you received to your work?

a) Not relevant at all ( )

b) Not relevant ( )

c) Not sure ( )
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15. In your opinion, do you think training has helped Improve your job

d) Effective ( )

;:. e) Very effective ( )

If no, please explain .

performance? a) Yes ( ) b) No ( )

C. Training and Development Needs Assessment in Savanna Agricultural Research
Institute

16. Do you think you have the necessary skills and knowledge need to perform your
current job?

A Yes () B No ()

If no, please state the skills and knowledge you lack

7. Do you think the type of Training and Development currently provided by your

organization can improve your capacity to achieve set targets and objectives of the

Savanna Agricultural Research Institute? Yes No

If no, give reasons .
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18. Has the training given you any knowledge? A) Yes ( )
;

B) No ()

If yes please specify .

19. Have you acquired any skills from the training you have received?

! A Yes() BNo()

If yes please specify .

20. Would you require further training [or motivation towards performance improvement

to enable you contribute to increased productivity?

a) Yes () b) No ()

If yes please give reasons .

D. Methodologies Used to Train Employees of Savanna Agricultural Research Institute
-Wa.

21. What are the methods of facilitation at the training you have attended?

a) Lecture ( )

83

www.udsspace.uds.edu.gh



c) Continuous Learning ( )

b) Apprenticeship ( )

•... ~
d) Coaching ( )

e) Role Playing ( )

22. Do the methods used during training have any effects on

your skill? A) Yes () B) No ()

If no, please explain .

23. Which of the methods do you like most and why? .

24. Please specify any ways you think training and development in your organization can

be improved .
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b) Apprenticeship ( )

c) Continuous Learning ( )

. -
z: d) Coaching ( )

e) Role Playing ( )

22. Do the methods used during training have any effects on

your skill? A) Yes () B) No ()

If no, please explain .

23. Which of the methods do you like most and why? .

24. Please specify any ways you think training and development in your organization can

be improved .

.-
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APPENDIX B

... . Interview Guide Questionnaire for the Human Resource Manager

Dear respondent,

The researcher is a Master of Philosophy Student at the University for Development- Wa

Campus Faculty of Planning and Land Management

This questionnaire seeks to collect data on the topic: the effect of training and

development nonemployees' performance of Savanna Agricultural Research Institute-

Wa

Your candid opinion on the subject matter will be most appreciated. Be assured of the

confidentiality and anonymity for all the response you will provide. I count on your

cooperation. Thanks.

Please tick the appropriate box or write in the space provided.

Please, note that any information provided would be treated confidentially.

1. Does the Savanna Agricultural Research Institute- Wa have any structured training

programs for employees?

A) Yes ( )

B) No ()
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If yes, please explain .

•...- ,

2. How long have you been running this training for your employees? .

3. What are the objectives of these training programs? .

4. What methods of training do you use? .

5 Has your organization got performance level?

A) Yes ( ) B) No ( )

If yes state them .

6. What has been the performance of the employees [or the last three

years? .

7. Other comments
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If yes, please explain .

2. How long have you been running this training for your employees? .

3. What are the objectives of these training programs? .

4. What methods of training do you use? .

5 Has your organization got performance level?

A)Yes() B)No()

If yes state them .

6. What has been the performance of the employees for the last three

years? .

7. Other comments
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APPENDIX C

Table 0-1: Descriptive Statistics of Performance Factors
Statistics/ Mean Std. Std. Dev Median Min Max Skew

Factors Error

Training 42.64 0.43 5.49 28 8 35 -2.07

40.66 0.27 3.44 38 5 27 -1.59

Development

Rewarding 6.8 0.69 8.74 158 3 18 -0.44
Employees

Trust 11.22 0.09 1.12 11.4 4 20 -0.88
employees to
leave their
comfort
zones

Keeping 2.57 0.38 4.77 7 2 16.3 0.27
employees
informed

Treating 1.98 0.14 1.72 2 0 7 0.78
employees
like adults
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APPENDIX C

Table 0-1: Descriptive Statistics of Performance Factors

I.

Statistics/ Mean Std. Std. Dev Median Min Max Skew
Factors Error

Training 42.64 0.43 5.49 28 8 35 -2.07

40.66 0.27 3.44 38 5 27 -1.59

Development
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Trust 11.22 0.09 1.12 11.4 4 20 -0.88
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Table 0-2: Extent of Relationship between Job Performance and Performance Factors
Job Performance

Predictors Statistic Remarks

Training Correlation .82

p-value 0 <

Significant

Development Correlation
.79 Significant

p-value 0 <

Rewarding Correlation
Employees .45 Significant

p-value 0 >

Trusting employees
to leave their comfort Correlation -.43 Insignificant

zones
p-value 2 >

Keeping employees Correlation -.06
informed

p-value .15
Insignificant

Treat employees like Correlation -.34
adults

p-value 0 >

Insignificant
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Table 0-3: Extent of Relationship between lob Performance and Performance Factors

/

Job Performance
Predictors Statistic Remarks

Training Correlation .82

p-value 0 <

Significant

Development Correlation
.79 Significant

p-valuc 0 <

Rewarding Correlation
Employees .45 Significant

p-value 0 >

Trusting employees
to leave their comfort Correlation -.43 Insignificant

zones
p-value 20.0SY

Keeping employees Correlation -.06
informed

p-valuc .15
Insignificant

Treat employees like Correlation -.34
adults

p-value 0 >

Insignificant

.. '"
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Table 0-4: Logistic Regression results showing variables that will affect employee job
performance and their effects

Predictors Coefficient S.E. Wald Z p-value Odds Ratio

Training 0.020 0.43 0.06 0.005 1.017

development 0.040 0.27 0.44 0.02 1.040

Rewarding -0.230 0.69 -2.07 0.438 0.795
Employees

Trusting -0.130 0.09 -2.26 0.124 0.875
employees to
leave their
comfort
zones

Keeping -1.300 0.38 -2.32 0.121 0.273
employees
informed

Treat -0.330 0.14 -2.86 0.06 0.721
employees
like adults

Number or observation 45. Likelihood Ratio- 119.24, P-value
2

0.0000, Pseudo R

0.709.
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