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Abstract

The study investigated the relationship between training and staff

work performance of the selected telecommunication companies in

Borama, Somaliland. The study sough to establish and recommend the

kind of relationship that should exist the training and performance of

employee of selected companies.

The purpose of this study was to establish the relationship between

training and performance of employee of selected companies in Borama.

The study was guided by four research objectives. The first objectives

was to determine the levels of training of employees of selected

telecommunication companies, the second objectives was to determine

the levels of performance of employees of selected telecommunication

companies, the third objectives was to determine the factors that affect

training rather than the work performance, the last, was to determine the

relationship between training and performance.

The study was carried out through cross~ sectional research design.

Data was collected in between November and December, 2011, using

questionnaire, from 80 selected respondents from the selected

telecommunication companies. The researcher analyzed the data using

the descriptive statistical mean, percentage, frequencies and presented in

tables.
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CHAPTER ONE

THE PROBLEM AND ITS SCOPE

Background of the Study

The term training refers to the acquisition of knowledge, skills, and

competences as a result of the teaching of vocational or practical skills

and knowledge that relate to specific useful competencies (Diane Arthur,

1995). The study took place in Somaliland. Somaliland territory has been

separated from other Somalia since when Siyad Barre government

overthrown in 1991. Somaliland is self declared republic and stands alone,

but has no recognition from the world as an independent state. It is

peace and prosperity country. Somaliland is situated on the eastern horn

of Africa and lies between the O8°00~ - 11°30’ parallel north of the equator

and between 42°30’ - 49°00’ meridian east of the Greenwich. It shares

borders with Republic of Djibouti to the west, Federal Republic of Ethiopia

to the south and Somalia to the east. Somaliland has a coastal line to the

north of the country which extends 460 miles along the Red Sea.The

territory1s geography is distinguished by three main topographical features

locally known as the Guban, Oogo and Hawd.

Borama, where the study was conducted, is the capital of the

Awdal province, It is an important telecommunication center and home to

three telecommunication companies.

The telecommunications are now viewed by many to be the ones of

the few best companies in Somaliland when it comes to quality products,

discipline and academic excellence of the staffs. Presently, all these

companies provide services to tens of thousands of customers.
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Staff training is important for two main reasons. Firstly, considering

the vast resources which are being spent on development, and particularly

training itself, it is essential to ensure that these financial resources are

well utilized. Secondly, the quality and quantity of the output in the form

of well developed staffs with good attitudes will determine the type of

leadership, management and workforce of the companies under the study

will have in future.

Statement of the Prob~em

According to the Ministry of industry (2007, the companies and

agencies train their employees with the hope that training would improve

their efficiency and effectiveness in their work performance. The training

workshops that telecommunication companies organize, appears not to

have had significant effect on staff performance, as the work shop ended

in a class. No follow up has been made to assessthe impact of training on

the work performance.

More training is conducted every year, but it is often offered for the

new employees rather than the current employees, and these trainings

seem to have ended in the companies. Trainings done cannot bring the

companies to perform well. This cause to them to suffer from a poor

performance, increase employee turnover, and increase need for

supervisor.

In view of the above observation, there is a need to conduct study

in order to enhance the performance of the employees and to determine
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the factors that will motivate them to produce with output of the

organization

Purpose of the Study

The purpose of this study was to investigate the relationship

between training and staff performance of the telecommunication

companies in Borama district, Somaliland, using cross- sectional survey to

improve the efficiency and effectiveness of Telecommunication

Companies.

Research Objectives

The objectives of the study are:

1.To determine the extent of training and level performance of the

employees of the selected telecommunication companies.

2.To determine whether there are factors that affect work

performance rather than training

3.To determine if there is a significant relationship between training

and the performance of companies under the study.

Research Questions

1- What is the extent of training and levels of performance of the

employees of selected telecommunication companies?

2- What are the factors that affect work performance rather than

training
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3- Is there a significant relationship between training and

performance in companies under the investigation?

Hypothesis

Ho: there is no significant relationship between training and staff

work performance in telecommunication companies in Borama district.

Scope
Geographka~ Scope

This study on the role of training on the performance of selected

telecommunication Companies took place in Borama in Somaliland~The

study focused particularly on the headquarters of those Companies in

Borama district, the regional capital of Awdal. According to ministry of

planning (2001)Borama is located in a mountainous region, located at

1482m above sea level, with small streams, between 44degree 10 “45

degree 12” longitudes. An area occupied by the city is 30km square and

its temperature ranges from 7c degree at winter to 40c degree at

summer.

Content Scope

The study explored how training has an effect on staff’s

performance. So, the study emphasized on telecommunication Companies

which are located in Borama. The study spotlighted and seeks to

determine the effect of training on staff work performance of the selected

Companies in Borama district, Somaliland.
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Time Scope

The study was conducted between November and December

2010 through cross-sectional. Data was collected by the researcher using

closed ended questionnaires.

Significance of the Study

The study enabled the researcher to provide more information on

those who would wish to carry out more research on this study. It is also

anticipated that the study will give knowledge about how staff

performance is affected by training.

The researcher also hopes that this study will be beneficial to the

following groups or individuals.

To expand knowledge on training and human resource development in the

company

To stimulate further research by other scholars interested in studying the

relationship between training and performance.

The study will help policy makers appreciate the need for training as

critical ingredients in improving performance.

It will contribute to the study of literature review for further research into

the same or related subject.
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Operationa~ Definitions of Key Terms

Training: in this study has been referred to the acquisition of

knowledge, skills, and competences as a result of the teaching of

vocational or practical skills and knowledge that relate to specific

useful competencies.

Work performance: performance here implies the degree of

accomplishment of the tasks that make up an individual’s job.

Task: in this study implies an action designed to produce a definite

result.

Job: in this study was used to mean a group of positions that are

similar as to kind and levels of work.
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CHAPTER TWO

REVIEW OF RELATED LITERATURE

Concepts, ideas and opinions of training

One of the first thing management concerned with is staff

performance. Therefore the problem of organization regarding employees

is also a matter that concerns the performance. The management’s

focused interest is on the improvement of employees’ performance in the

areas that are keys to the development of the company. One can assume

safely that every organization wants to have the best return from their

employees’ production output. The huge investment by employers in new

work processes and technology expect workers to produce error-free

output. Theoretically, the employer wants from their workers to try to

produce maximum output with minimum level of input. Practically, there is

more need for “on-the-job training” in organizations than before even

though competitive pressures put constrains on training budgets (Liu and

Batt, 2005). Due to increased international competition, technological

change, and high customer expectations, requires improving skills of the

workers for the achievement of desired goals (Cappelli et aL, 1997).

One of the key meeting points between managerial concern for

smooth production scheduling and employee’s productivity is to be found

in training specifically”on-the-job training”. Therefore On-the-job training

is one of the oldest forms of training to make employees able to perform

change on how to perform their jobs through guided as well as self

education. OJT has its roots in the apprentice systems of ancient cultures.

But in the industrial domain, it has its own history of instructional

methodologies. Though OJT is rather an old method of employee training,
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but it is still very much of used among organizations where the

development of employee skills at workplaces is a key to the production

process. On this account, it covers all manufacturing processes. Today

OJT is often associated with training in the crafts demanding high or

continuous technical skill. On-the-job training is used to train both novice

and experienced employees in organizations (Piskurich et al,, 2000).

During the last three decades, there have been much technological

changes and new innovations happened in the production processes and,

thereof in the organization of work. The skills of workers become obsolete

more rapidly than before. Then both workers and employers find it better

to invest in “on-the-site training” in order to match the specific

requirements of production goals. Due to technological changes, the

management of the organizations has to invest in human capital.

Technological changes bring also uncertainty in the organizations

concerning providing on-the-job training to their workers (Bartel and

Sicherman, 1998). The purpose of this study is to understand the effects

of employer-provided training (OJT) on employees’ productivity. It will

enable us to observe the impact of on-the-job training on employees’

productivity.

According to Black and Lynch (2001) investment in human capital is

becoming an important issue for management in organization. Employers

want to invest on employees’ training but they fear unpredictable results.

They have little means to verify if the investment on training will be

fruitful or not. In this work, we will review what are on-the-job training

and employees’ productivity. It supposes to consider a large quantity of

OJT literature and empirical studies regarding its impact on employees’
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productivity. From the literature review we have found that many authors

have written about to measuring the effect of employer-provided training

on productivity using firm-level data. (Barrett, 1999; Holzer et al, 1993;

Black and Lynch, 1996). According to Barrett and O’Connell (1999) the

researchers’ difficulties come from the lack of reliable/complete data. In

this thesis, the case study provides the information and the use of existing

data necessary to assess the impact of on-the-job training provided by the

employer on employees’ productivity.

The next stage of evaluation is to use firm’s own assessment of

their current performance relative to their peers. In general about half of

the firms tend to assess themselves as above average in terms of financial

performance and labour productivity. The comparison of the trainers and

non-trainers yields mixed results. Amongst the smaller size group a higher

proportion of trainers evaluate their financial performance and product

quality to be much better; but non trainers have similar judgments of their

performance in terms of labor productivity and labour costs. Amongst the

larger size groups there is little difference between the evaluations of

trainers and non-trainers (Tsang and Levin, 1985)

Firms suggested that employment growth was not much affected

by training. When we examine their employment growth experience we

find that trainers had a higher proportion of fast growers than non

trainers, but there was little difference in the larger size group. This

confirms the firms’ own assessment of the impact of training.
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On the other hand, that trainer do have a higher proportion of

firms in the fast growth category (more than 4O% over the past three

years) than non-trainers; but this relationship is found only in the group of

firms with less than 100 employees.

We found no significant differences in the change in profit margins

between high and low intensity trainers.

We also compared the median values of these performance

variables across size and training intensity groups. Amongst the larger

firms, whilst higher training intensity is associated with somewhat higher

median profit margins, the group has lower turnover growth and much

lower employment growth.

On the other hand the picture is much brighter for training amongst the

less than 100 employees group. Here we can see very much higher

profitability and better growth performance in terms of both turnover and

employment.

Training may influence workplace performance directly by raising

output per worker, or be measured indirectly through its impact on the

wage on the assumption that this is equal to the marginal productivity of

labor. However, this will not be the case if there are imperfections in the

product or labor markets. Dearden et aL (2000, 2006) were able to

measure the impact on productivity directly using a panel of British

industries over the period 1983 to 1996. They found that a one

percentage point increase in training was associated with an increase in

value added per hour of about 0.6 per cent, but an increase in wages of

only 0.3 per cent, consistent with employer monopoly power in the labor

market, so that using wages as a proxy for productivity would tend to
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under-estimate actual productivity. Over-education or over-skilling could

also moderate any influence on performance. Thus, Tsang and Levin

(1985) argued that over-education could lead to reduced work effort,

increased production costs and thus lower productivity. Using a firm-based

production model they confirmed this hypothesis (see also Tsang, 1987)

and also found a negative relationship with firm profits.

Tsang et at (1991) also found that over-educated workers, and

particularly those with higher levels of education, had lower job

satisfaction.

The nature of training has been examined in a number of studies. Thus

Barrett and O’Connell (1998) found that specific training had a bigger

impact on wages and productivity than general training. Mason et at

(1996) found that both value added and product quality were higher

where workers were trained to take charge of several production lines at

once. Cosh etat in a series of papers (1998, 2000 and 2003) found that

training had a strong and significant effect on employment growth in small

firms when it was undertaken regularly rather than on an ad hoc basis.

Especially for larger firms there was also an association between intensity

of training and profitability. Training may also stimulate innovation in the

workplace (Bartel and Lichtenberg, 1987). Therefore it is doubtful whether

different types of training impact either equally or positively on

performance.

Finally, training can have an indirect effect on performance if it

increases job satisfaction by, for example, making it easier for employees

to perform the job or feel more valued (as in Karloff’s 1982
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conceptualization of the labor contract as a gift-exchange). Petty et at’s

1984 meta-analysis confirms such outcomes. In contrast, if workers feel

dissatisfied they may react in a number of ways (Farrell, 1983): through a

sense of loyalty they may stick it out; use a voice mechanism (Freeman,

1978, Freeman and Medoff, 1984); neglect their responsibilities to the

employer by absence, lateness, striking or reduced effort (Akerlof and

Yellin, 1986).

Regnér (2002) did his research to find out the effects of on-the-job

training on the wages of employees in Sweden. He states that most of the

studies done in this area are from US data (Brown, 1989; Lynch, 1992;

Lillard and Tan, 1992; Levine, 1993; Bartel, 1995; Krueger and Rouse,

1998). He finds a significant positive relationship between formal and

informal O]T and wages. While on the other hand he states that studies to

see the effects of OJT on wages outside US are few. For example Barth

(1997; cited in Regnér 2002) conducted his research on a small sample of

Norwegian private sector employees to see the impact of OJT on wages of

these employees. Goux and Maurin (2000; cited in Regnér, 2002) find the

same effects on wages of French employees. Both studies showed positive

wage affects of OJT same as the case with US employees. In his study

Regnér (2002) used to find out the effects of training on employees

wages, he followed the Becker’s (1964) Human Capital Theory. In his

study Regnér (2002) investigates the effects of two types of OJT Le.

general and specific on wages. According to Regnér (2002: 327),

employees who receive specific OJT few of them change their jobs. They

stay longer with the same employer who provides them training and vice

versa those who receive general OJT. The results of Regnér’s (2002)
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study show that OJT has large positive effects on individual wages in

Sweden”. Apart from the results of Regnér (2002) study, Forslund et al.

(1994) state that job training programs have small effects on wages in

Sweden.

Bartel (1995) in her study in a large manufacturing organization

examines the relationships between formal on-the-job training and wages

and performance. She used the personnel records of that firm covering a

five years period from 1986-90. It deals with all employees from all the

departments of the manufacturing firm. The company offers a wide range

of training programs for its employees to keep up to date its work force

within the company. These training programs are conducted with the help

of training courses; (i) Core Program: the program contains courses

designed for individual employees whose job involve supervising other

employee(s), course includes how to; evaluate and improve employee

performance, effectively manage time, be an effective leader and

implement change. (ii) Corporate Employee Development course that

includes; learning problem solving skills, decision making, written and oral

communication, job improvement and time management. (iii) Computer

related skills. All training programs offered on a full-day or half-day basis.

Analysis of Bartel’s study show that firm provided “formal training does

indeed increase wage growth and job performance, even when selection

bias in assignment to training programs is eliminated”( Bartel, 1995: 424).

Wholey (1990) in his article “The Effects of Formal and Informal

Training on the Tenure and Mobility” analyzed the effects of employer

provided formal and informal OJT on job tenure and mobility of male and

female workers. To test the results of his study he selected a sample of

13



male and female workers, male supervisors and managers. He drew up

three hypotheses to test the effectiveness of formal and informal OJT on

job tenure and mobility of workers. For this purpose he gathered data for

his study from 140 large manufacturing firms, each firm employed more

than 2,000 employees, 52 (37%) of these firms provided relevant data for

this study. In total 4,567 employees were responded.

Wholey (1990) says, formal and informal OJT to employee may

also affect the mobility of the employee within the firm. Employers use

mobility as a component in formal OJT. It motivates employees to

informally train other employees. He says that formal O]T is important at

all levels in the firm to preparing employees to move into tasks and jobs.

He states his arguments by referring to previous studies (Weber 1978;

Williamson et al. 1975; cited in Wholey, 1990: 39) saying that “informal

OJT is positively associated with employee mobility”. Employer entices

employees by offering them job promotions and other benefits i.e. job

security to informally train the other employees who are unski!led or less

skilled in the firm to enhance their productivity skills. His study is based on

two studies mentioned above. Williamson et al., (1975; cited in Wholey,

1990: 37) state that formal OJT is positively associated with employee

mobility, while on the other hand informal OJT positively affects employee

security.

He concluded, results support the formal OJT arguments of Williamson et

al., (1975 cited in Wholey, 1990). But in case of informal OJT training,

results of his study don’t support the arguments. He stated that formal

OJT positively affects employee tenure in the firm from where they got
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training. But informal OJT has its effects only on male managers. Because

informal OJT is less apparent and salient to employers than is formal.

Secondly “it implies that managers, would be least likely to have a

relationship between informal OJT and security. The fact that the only

effect for informal OJT across categories was positive and on managerial

firm tenure belies this argument” of Williamson et a!., (Wholey, 1990:18).

According to Arthur et al. (2003) needs assessment or needs

analysis is the process that determines the organizational needs to seek

training. It seeks to answer the questions whether the organizational

needs, objectives and problems can be met or addressed by training.

Arthur et a!. (2003) described the needs assessment process in their

article “Effectiveness of Training in Organizations: A Meta-Analysis of

Design and Evaluation Features”. The process consists of three steps to

analyze the training needs of any organization. Studies (Kjellberg et al.,

1998) show that the Swedish companies use different kinds of measures

e.g. (analysis project plan, training audits, line management requests, and

performance appraisal and employee requests) to analyze training needs

in their organizations.

Black et al. (1994) analyzed the relationship between employer

characteristics, training practices and human capital in their survey. From

the analysis they found certain characteristics i.e. establishment

(employer) and employee characteristics that raise the probability of

formal training. Black et a!. (1994) claimed, characteristics with respect to

establishment that raise the probability of formal training are large size,

high capital/labor ratio and total quality management or benchmarking

and characteristics with respect to employee vary in different ways like

15



major or small industry sector for example they stated that in

manufacturing firms high average education of employees regarding their

jobs, proportion of female employees, increased skills requirements and

proportion of workers with relation to production, technical, clerical/sales

occupations raise the possibilities of providing training. Only increased

skills requirements raise the chances of the training in nonmanufacturing

firms they stated.

Black et al. (1994) concluded that while providing training offered

by the employers there are many differences with the organization and

industry as well not only in terms of training, but what type of training

and how much training is provided. In the end they suggested that

training is “a complement rather than a substitute to investments in

physical and human capital” because the firms or employers who hire

more educated workers and invest in their physical capital for their

organizations are more likely to provide training. The manufacturing part

of this article is relevant to our case study because we also are conducting

our research on manufacturing company and on those employees who are

working in the production department in Alfa Laval.

According to Arthur et al. (2003) in the first step of assessing needs

of an organization. Organizational analyses are conducted to seek to know

what the organization’s needs to conduct on-the-job training. And in

which part of the organization needs training. The first step of the process

of analyzing the needs for training depicts the objectives behind starting

training program and at which particular department needs that OJT.

Second step for assessing the needs of an organization to conduct an OJT
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program is to analyze the tasks that mean which tasks or jobs will be

demonstrated through training program.

In this step the analysis shows what kind of job training is needed

to the employee to perform his or her job effectively for this purpose.

Shultz (n~d~) described that employees and supervisor are involved in

developing this very type of analysis. The supervisor settles it on low,

medium, high or critical priority based on importance and frequency of the

task.

After identifying the priorities supervisor/trainer together with

employee(s)/trainee(s) specify the schedule and timings to carry out the

O]T. As described, employees are assessed to decide who needs training.

These analyses are conducted through observations of the

trainer/supervisor relation. Assessing needs for training is a crucial

initiative towards designing and implementing training program

Rothwell et al, (1994: 43) describe some conditions. They say

under these conditions OJT program is appropriate. These conditions are;

(i) when employee is new to the post, domestic office or the job; (ii)

employee lacks knowledge essential for job; (iii) job functions have

changed, or are about to change; (iv) other obstacles in the work place

e.g. lack of tools, equipment.

In the part above we have seen from literature review how

different authors demonstrated the assessing needs of training before

starting OJT training program. The next part will let us know the

remaining steps of OJT program i.e. planning, developing, executing and

evaluation. These steps are explained as under;
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Planning OJT Program: During planning trainer or supervisor

identifies the employees who need training. They (trainer and trainees)

establish timeframes for implementing OJT program. They set goals for

learning outcomes and instructional objectives. In other words they

develop strategies for OJT program. Generally these strategies include

selection criteria of employees for training, period of training, number of

employees and frequency of training, etc... (Shultz, n.d.). Developing: The

trainer and employees prepare a task sheet for training program. In

developing they translate design decisions into training material. Training

material include course material for trainer and trainees, workbooks,

visual aids, demonstration props. Execution: The Execution of training

program involves instructor providing procedural rules, emphasizing the

steps and sequence for correctly performing the tasks (Rothwell et al.,

1994).Evaluation: The outcomes of the training program seeks to depict

how effective was the training. The question is to know if the results are

in accord to the desired outcomes or not. It also considers whether

training program was conducted or implemented according to plan.

Evaluation helps trainer to seek if any employee needs further training to

perform his/her job.

Kirkpatrick (2005) has proposed a four level model to evaluate

effectiveness of training. His model has been used widely among firms

throughout the world. This model helps firms to see how effective their

training was. And what could be the results of that particular training

provided by the firms to their employees. These four levels (Kirkpatrick,

2005:21) are; (i) Reactions: represent trainees’ affective and attitudinal

responses to the training program. This level answers the following
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questions, how trainees feel about training, whether they like it; (ii)

learning: measures learning outcomes of training. What trainees have

learnt from the training program and what are the outcomes of the

learning; (iii) behavioral: the third level measures the behaviors of

employees in a sense how they are performing in actual after getting

training; (iv) results: the final ‘results’ or the outcomes of the training in

the form of productivity and organizational goals and objectives.

Theoretka~ Perspect~ves

The use of learning theory is widespread among corporate

instructional design and training professionals, as it is considered

foundational knowledge for any solid training program. While there are a

variety of theorists who have contributed to the development of adult

learning theory, Malcolm Knowles is regarded as one of its preeminent

thinkers; Dr. Knowles (2005) identified some key assumptions and

principles about adult learners:

1. They are motivated as they experience needs and interests that

learning will satisfy/learning needs to be relevant

2. Their orientation to learning is life-centered/learning needs to be

practical

3. Experience is the richest source of adult learning

4. They have a deep need to be self-directing

5. Individual differences among people increase with age (p. 40).

Adult learning theory recognizes that adults are self-directed, Le., their

desire to learn is typically intrinsically- and not extrinsically-motivated;
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consequently they must see their learning experiences as relevant to their

lives which are multi-faceted and often involve juggling a variety of

equally-important responsibilities. The time adult learners engage in

educational pursuits must be viewed as time well spent, contributing to an

overall increase in the knowledge they need to accomplish their goals and

what’s necessary on a daily basis.

Other Related Studies

No organization has a choice of whether to train its employees or

not, the only choice is that of methods. The primary concern of an

organization is its viability, and hence its efficiency (Cole, 2008). The

choice of the method of training will largely depend on a number of

factors such as the nature of the employees, the training needs, the cost

of the training, and the degree of urgency of the training.

These methods can be grouped into on the-job-training and off-the-job

training. The personal manager of the company must choose the training

method by putting consideration, the nature and type of the training, the

nature of the employees, nature of the skills required, availability of the

resources, the organization’s attitude towards training, cost of training,

the timing of the training, and most important the training needs of the

employees. If these are not taken into consideration, training may lose

meaning and may not add any value to the performance of employees.

The employees should also be informed of the goals and objectives of the

training being organized for them.

The range of training methods is such that they can provide

opportunity to unskilled to become skilled; they offer people to be

promoted at various levels of the organization. Training methods are a

20



means of attaining the desired alternatives in a learning situation.... (Cole,

2008).

An employee is placed in a new job and is told how it is to be

performed. On the job training is the most widely used training methods.

This method is mainly concerned with developing in an employees’ wide

range of skills and habits that are considered with the existing practices in

the company. It is also aimed at orienting the employee to his immediate

problems. This method is mainly followed for unskilled and semi-skilled

jobs (Khanka, 2002). On the job training takes places the employees in

actual work situations and makes them appear to be immediately

productive. It is learning by doing (Dessler, 1997). In other words, it

learning that takes place when the employee is on his/her workstation. On

the job training may not require classrooms. It can also be termed as

hands-on training. The employee learns about the job as he/she performs.

He can learn how new things are done or ways of improving on what

he/she already knows.

On the other hand, off the job training covers a number of

techniques; classroom lectures, films, demonstrations, case studies, and

other simulation exercises. Off the job training is always planned,

budgeted, and all its activities are well defined. However, these two

approaches to training have both merits and demerits. It is up the human

manager, employees and the entire organization to choose the type of the

approach to use to train its employees. It is not a crime however for the

organization to choose both approaches but if it so happens; the human

resource manager should take into consideration the economy of time and

other resources.
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CHAPTER THREE

METHODOLOGY

Research Design

This study was conducted through descriptive cross-sectional

survey design in which both quantitative and qualitative research methods

was used.

Research Popu~at~on

The study was carried out in the headquarters of two selected

telecommunication companies in Borama district. They are Telesom

Company, and Telecom Company. These companies are the leading

telecommunication companies in Somaliland. They provide both fixed and

mobile services; they operate in all major cities and towns in Somaliland.

The population comprised of a total of 80 employees. According to

SLOVEN’S formula, the sample size was 66 out of the total population.

Criteria for Selecting the Respondents in the Study are as follow,

1- Gender

2- Age

3- Educational qualification

4- Length of work with the company

5- Present designation
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Tab~e 1: Samp’e Size of the Staffs in Their Respect Departments

Departments and staffs

No Department Tellesom company T&ecom company

No Department N N N N

1 Finance 15 12 6 5

2 Human resource mgr’ 8 7 5 4

3 Marketing 8 7 5 5

4 Estates 10 8 10 8

5 Secretariat 9 7 4 3

6 [Total 50 41 30 25

Tota~ of samp~e size become ( 41+25)= 66

N= population n= sample

Samp~e Size

Sample size for respondents was determined by both purposive and

simple random sampling methods. Out of the total 5 departments, the

researcher drew total respondents from the selected companies. Simple

random sampling was used to obtain the staff respondents from

Telecommunication companies in Borama district, Somaliland, Purposive

sampling was used to gain the heads of the departments that relate to

training and recruitments of the staffs.

23



SampNng Procedure

In this study, the researcher was using both simple random and

purposive sampling techniques. Purposive sampling technique is done on

key informants like the principles of the company in Borama district, who

have specific information about the subject of study. Simple random

sampling is a sample obtained from the population in such a way that

samples of the same size have equal chance of being selected (Amin. M

.E, 2005). The researcher also used the Slovens’ formula:

n= N

1+N (J’.5)2

Where;

n= sample size

N= population

e 2= degree of errors at 0.05 level of significance

Research Instruments

The researcher made a questionnaire to collect data from the

respondents. The researcher intended to use self-administered

questionnaire, and was ideal for exclusion use because all the respondents

are literate and are the proximity of the researcher. It is flexible and time

saving as it can be executed within a short time.
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The questionnaire comprised only the closed-ended questions.

According to Leary (2004), the major advantages of questionnaires are

that they can be administered to groups of people simultaneously, and

they are less costly and less time-consuming than other measuring

instruments

VaHdity and Relliabihty of The Instrument

The researcher adopted a questionnaire, which was utilized in other

organizations in determining performance. However, the researcher

modified the questions to suit the topic and environment of the study.

The researcher pre-tested the questionnaire before it was administered

to the sampled population. Six persons were involved in pre-testing

questions and they were allowed to point out the difficulties they faced in

filling it. The researcher welcomed their views and modifications they

made.

Data Gathering Procedure

Before data collection, the researcher requested introduction letter

from SPGR seeking permission to conduct study and transmitted the

introduction letter to the selected telecommunication companies in

Borama District and also requested consent letter from the companies to

conduct the study, after approval the schedule was made and

questionnaire was prepared and distributed to the respondents and all

data are collected.

Data Analysis

A computer was used to draw graphs and tables. SPSS was used to

determine the frequencies and percentages, which helped the researcher
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to interpret the findings in Chapter Four. At the end of each section, data

was summarized into major events and results, noticeable points and an

answer was grouped into similar pages whereby the interpretations and

analysis of data findings was shown.

Ethical consideration

Maximum care was taken to protect the use and presentation of the

data collected, care was taken to get a recommendation letter from the

school of postgraduate studies, introducing the researcher to the different

heads in charge of data safety.

The researcher maintained the researcher — respondent

relationship by treating the respondents with respect. Each individual’s

rights including the right not to participate in the research was granted.

The researcher was enough careful not to ask the respondents any

embarrassing questions.

Limitation

The researcher faced numbers of problems including

1- Luck of corporation from respondents was limitation as some key

informants claimed to be too busy

2- Some of the respondents not knowing the English so translating

Somali into English were difficult
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CHAPTER FOUR

PRESENTATION, ANALYSIS, AND INTERPRETATION OF

DATA

INTRODUCTION

This chapter presents data analysis, presentation, and

interpretation of data. The data analysis and interpretation of data were

based on the research questions as well as the research objectives; the

presentation of data is divided into four parts. The first part presents the

respondents profile or demographic information, while the second part

deals with the level of training, the third part deals with the level of

performance, and the last part deals with the relationship between the

two levels, Below are the data presentation and analysis or research

findings.

Demographic Information of the Respondents

This part presents the background information of the respondents

who participated in the study. The purpose of the background was to find

out the characteristics of the respondents and show the distribution of the

population in the study. Respondents were asked several question, each

question was presented and analyzed separately,
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Profile of the Respondents

Table 4,1: The Gender, Age and Marital Status

Profile of the respondents Frequency Percentage

Gender

Male 43 65.2

Female 23 34.8

Total 66 100.0

Age of the respondents

25-35 13 19.7

35-45 34 51.5

45-55 9 13.6

55 and above 10 15.2

Total 56 100.0

Marital status of respondents

Single 21 31.8

Married 31 47.0

Widow/widower 14 21.2

Total 66 100.0

Source: Primary data
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The above table indicates that age of the respondents was drawn

in the study, that is, 13 of the respondent’s age (19.7%) is between 25

and 35 years old, 34 of the respondent’s age( 51.5%) is between 35 and

45 years old, 9 of the respondent’s age(13.6%) is between 45 and 55

years old, 10 of the respondent’s age(15.2%) is 55 and above years old.

The findings indicated that most of respondent’s age is between 35 and

45 years old.

The above table also indicates that the gender of the respondents

was drawn in the study, that is, 43(65.2%) of the respondents were male

while 23 of the respondents were female. The findings say that the

majority of the respondents are males which are 43 people of the total

respondents.

The above table indicates also that the marital status was drawn in

the study, the total of the respondents were 66. 21(31.8%) of the

respondents are single, 3l(47%) of the respondents are married, only

15(21.2°/o) of the respondents are widower and widow. The findings

indicated that most of the employees are un married which means that

people in Borama like to work when they are single.
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Table 4~2 qualification , status of respondents

qualification of the Respondents Frequency Percent

Master 11 16.7

Graduate 40 60.6

Diploma 6 9.1

Certificate 9 13.6

Total 66 100.0

Status of marital of the

Respondents

1-5 years 42 63.6

5-10 16 24.2

10 and above 8 12.1

Total 66 100,0

Source: primary data

The above table indicates that the qualification of the respondents

was drawn in the study, that is, 11(16.7%) of the respondent’s

qualification is master degree (post graduate school), 40(60.6%) of the

respondents are graduates (university), 6(9.l%) of the respondents are

diploma, and 9(13.6%) of the respondents have a certificate

(secondary/primary school. The findings indicated that majority of the
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respondents are graduates which means that there is a lack of high

education in the country

The above table indicates that respondent’s working years was

drawn in the study, that is, 42(63.6%) of the respondents have been

working in the company 1 to 5 years, 16(24.2%) of the respondent’s

working years is between 5 to 10 years, and only 8(12.1%) of the

respondents have been working in the company 10 and above years. This

means that that majority of the employees are their first years of work(1

to 5 ) which is 63 percent.

The Extent of Tra~nhig of the Respondents

The first objective of this study was to investigate the level of

training of the respondents of the telecommunication companies in

BORAMA district, Somaliland. To achieve this objective, respondents were

subjected to a number of questions relating to the objective to provide

answers to research questions. The questions administered to the

respondents were aimed at investigating the respondent’s response

towards the stated research objective. Below are the presentation and

interpretation of the research findings.
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1~ How is train ing in your department initiated?

Table 4~3: How Training is Initiated

Variables Frequency Percent

by self initiative 17 25.8

by head of department 33 50.0

by supervisors 11 16.7

Others 5 7.6

Total 66 1OO~O

Source: primary source 2010

The above table indicates 17(25.8%) of the respondents declare

that training is initiated through self initiative, which means that the

respondents have the ability to act independently, 33(50.0%) of the

respondents answered that training in their department is initiated by the

head of that department, 11(16.7%) of the respondents said that training

in their department is initiated by the supervisors who observe how work

is going on, 5(7.6%) of the respondents told that there is others ways

that training can be initiated.
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2- How is selection of people to go for training done in

your department?

Table 4.4 Selection of the Trainees

Variables Frequency Percent

Through selection tests 7 10.6

Through training needs analysis 42 63.6

Through performance appraisal 10 15.2

Through nomination by supervisors 7 10.6

Total 66 100.0

Source: primary source 2010

Table 4.1.2 indicates that 7(10.6%) of the total respondents

answered that selection of people going for training in their department is

done through selection test, 42(63.6%) of the respondents said that the

selection of trainees is done through training needs analysis, which means

that the telecommunication companies in borama district identify their

training needs through this mentioned method, 10(15.2%) of the

respondents said that trainees are selected through performance

appraisal, which means that companies use this methods but not to

identify the training needs, 7(10.6%) of the respondents told that trainees

are selected through nomination by supervisors. This findings finalizes

that the telecommunication companies select trainees through training

needs analysis and they this method as a selection method.
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3- Was the training relating to your field?

Table 4.5 Training was Relating to the Field

Variables Frequency percent

Agree 18 27.3

strongly agree 32 48.5

Disagree 9 13.6

strongly disagree 7 10.6

Total 66 100.0

Source: primary source 2010

Table 4.3 indicates thatl8 (27.3%) of the respondents agreed with

some doubt that training given to them was relating to the field they are

in, 32(48.5°/o) of the respondents strongly agrees without doubt that

training undertaken by head of departments was relating to the field,

9(13.6%) of the respondents disagreed that training given to them was

relating to the field, 7 (10,6%) of the respondents strongly disagreed that

training was relating to the field. Therefore, the majority of the

respondents strongly agreed that training was relating their field. In the

findings, the majority of the respondents agreed with doubt that training

undertaken by head departments was relating to the field.

34



4~ What effect did the training have on you?

Tab’e 4.4 effects of training on emp~oyees

Variables

Frequency Percent

Promoted 15 22.7

increased responsibility 37 56.1

Transferred 14 21.2

Tota~ 66 lOOM

Source: primary source 2010

Table 4.4 indicates that 15(22.7%) of the respondents certify that

training has an effect on them by giving them promotion, 37(56.15%) of

the respondents which is the majority said that training given to them

increases their responsibility on the job, 14(21.2%) of the respondents

are transferred to other places or other jobs as a result of the training

given to them. The findings indicate that training increases the

responsibility of the employees.
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5- How tra~n~ng needs ~dentified ~n your department?

Tab’e 4~5 ident~fkat~on of tra~ning

Variables Frequency Percent

performance appraisal 11 16.7

Training needs assessment 41 62.1

supervisors assessment 9 13.6

self assessment 5 7.6

Tota~ 66 100.0

Source: primary source 2010

Table 4.7 indicates that 11(16.7%) of the respondents said that

training is identified through performance appraisal, 41(62.1%) of the

respondents said that training is identified through training needs

assessment, 9 (13.6%) of the respondents said that training is identified

through supervision assessment, S(7.6%) of the respondents said that

training is identified through self assessment. The majority of the

respondents agreed that training is identified through supervision

assessment.

36



6~ Who is responsib~e to identify tra~n~ng ~n your

department?

Tab~e 4.6 Respons~b~llity of Tra~n~ng Ident~ficat~on

Variables Frequency Percent

Training officer 41 62.1

Training committee 15 22.7

individual officer 10 15.2

Tota~ 66 100.0

Source: primary source 2010

Table 4.6 indicates that 41(62.1%) of the respondents which the

majority, answered that training officer is responsible for identifying the

training needs, 15(22.7%) of the respondents declared that training

committee is responsible for training needs, 10(15.2%) of the

respondents told that individual officers are responsible for the training

needs identification. In the telecommunication companies in Borama, the

training officer Is responsible for training identification.
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7~ Officers undertake a training course which are nor

very relevant to their present work?

Table 4.7 officers undertake training which is not relevant to the

work

Variables Frequency Percent

Agree 14 21.2

Strongly agree 17 25.8

Disagree 10 15.2

Strongly disagree 25 37.9

Total 66 100.0

Source: primary source 2010

Table 4.7 indicates that 14(21.2%) of the respondents agreed that

officers undertake a training which is not very relevant to the work,

17(25.8%) of the respondents strongly agreed that training undertaken by

officers is not relevant to the work, 1O(l5.2%) of the respondents

disagreed that training undertaken by the officers is not relevant to the

work, 25(37.9%) of the respondents strongly disagreed that training is

not relevant to the work.
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8- Training provides information for future needs for the

organization

Table 4~8 Training provides information for future needs for the

organization

Variables Frequency Percent

Agree 15 22.7

strongly agree 37 56.1

Disagree 9 13.6

strongly disagree 5 7.6

Total 66 100.0

Source: primary source 2010

Table 4.8 indicates that 15(22.7%) of the respondents agreed the

training provides information for future needs for the organization,

37(56.1%) of the respondents strongly agreed that training provides

information for future needs for the organization, 9(13.6%) of the

respondents disagreed that training provides information for future needs

for the organization, 5(7.6%) of the respondents strongly disagreed that

training provides information for future needs for the organization.
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9- Training improves the knowledge and skiNs on the job

at the organization:

Table 4,9: Training improves the knowledge and skills on the job

at the organization

I Variables Frequency Percent

Agree 12 18.2

strongly agree 50 77.75

Disagree 4 6.05

strongly disagree 0.0 0.0

Total 66 100,0

Source: primary source 2010

Table 4.9 indicates that 12(18.2%) of the respondents agreed that

training improves the knowledge and skills on the job at the organization,

50(77.75%) of the respondents strongly agreed that training improves the

skills and knowledge on the job at the organization, 4(6.05%) of the

respondents disagreed that training improves the knowledge and skills on

the job at the organization, where no one strongly disagreed that training

improves the knowledge and skills on the job at the organization.
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10-Attending training courses can bring high knowledge

and skills

Table 4,10: Attending training courses can bring high knowledge

and skills

Variables Frequency Percent

Agree 30 45.5

strongly agree 19 28.8

Disagree 10 15.2

strongly disagree 7 10.6

Total 66 100.0

Source: primary source 2010

Table 4.10 indicates that 30(45.5%) of the respondents agreed

that attending training courses can bring knowledge and skills, 19(28.8%)

of the respondents strongly agreed that attending training courses can

bring high knowledge and skills, 10(15.2%) of the respondents disagreed

that attending courses can bring high knowledge and skills, 7(10.6%) of

the respondents strongly disagreed that attending courses can bring high

knowledge and skills.
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11-The train~ng programs increased

TabAe 4.11: The Tra~n~ng Programs Increased

Variables Frequency Percent

Agree 14 21.2

strongly agree 23 34.8

Disagree 26 39.4

strongly disagree 3 4.5

Totall 66 1OO~O

Source: primary source 2010

Table 4.11 indicates that 14(21.2%) of the respondents agreed

that the training programs increased, 23(34.8%) of the respondents

strongly agreed that the training programs increased, 26(39.4%) of the

respondents disagreed that the training programs increased, while

3(4.5%) of the respondents strongly disagreed that training programs

increased.
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The performance of employees

12~ How do you rate performance of your organ~zat~on?

Table 4.12: The rate of the performance

Variables Frequency Percent

Excellent 11 16.7

very good 11 16~7

Good 16 24.2

Fair 9 13.6

Poor 19 28.8

Total 66 1OO~O

Source: primary source 2010

Table 4.12 indicates that 11(16J%) of the respondents told that

the rate of the employee performance is excellent, 11(16.7%) of the

sample respondents said the rate of the staff performance is very good,

16(24.2%) of the respondents said that the rate of the performance is

good, 9(13.6%) of the respondents told that the rate of the staff

performance is fair, 19(28.8%) of the respondents said that the rate of

the staff performance is poor.
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13-Woulld you say that performance of the average

employee over the last2 years was:

Table 4~13: Average Company’s performance was

Variables Frequency Percent

Decreasing 18 27.3

Stable 34 51.5

Increasing 14 21.2

Totall 66 1OO~O

Source: primary source 2010

Table 4.13 indicates that 18(27.3%) of the respondents said that

the average company’s performance was decreasing for the last two

years, 34(Sl.S%) of the respondents say that the average total company’s

performance was stable for the last two years, and 14(21.2%) of the

respondents said that the average company’s performance was increasing

for the last two years.
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14~ The staff performance ~s evalluated after the training?

Tab~e 4~14 staff performance evaluated after training

Variables Frequency Percent

Agree 19 28.8

strongly agree 33 50.0

Disagree 9 13.6

strongly disagree 5 7.6

Tota~ 66 1OO~O

Source: primary source 2010

Table 4.14 indicates that 19(28.8%) of the respondents agreed

with some doubt that performance is evaluated after training, 33(50%) of

the respondents strongly agreed without doubt that the staff performance

is evaluated after the training, 9(13.6%) of the respondents disagreed

that performance is evaluated after training, and only 5(7.6%) of the

respondents strongly disagreed that staff performance is evaluated after

the training undertaken by the telecommunication companies.

45



15~ Vacant positions affect the performance of the

organization?

Table 4d5:vacant positions affect the performance of the

company

Variables Frequency Percent

Agree 19 28.8

strongly agree 33 50.0

Disagree 9 13.6

strongly disagree 7.6

Total 66 1OO~O

Source: primary source 2010

Table 4.15 indicates that 36(54.5%) of the respondents agreed

with doubt that vacant positions affect the performance of the company,

15(22.7%) of the respondents strongly agreed that vacant positions affect

the performance of the company, 11(16.7%) of the respondents

disagreed that the vacant position affect the performance of the company,

4(6.1%) of the respondents strongly disagreed that the performance is

affected by vacant positions.
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16-Job rotation has a direct relationship to the employee

performance

Table 4d6: Job rotation has a direct relationship to the employee

performance

Variables Frequency j Percent

Agree 33 50.0

strongly agree 21 31.8

Disagree 10 15.2

strongly disagree 2 3.0

Total 66 100.0

Source: primary source 2010

Table 4.16 indicates that 33(50%) of the respondents agreed that

the job rotation has a direct relationship to the employee performance,

21(31.8%) of the respondents strongly agreed that job rotation has a

direct relationship to the employee performance, 10(15.2%) of the

respondents disagreed that job rotation has a direct relationship to the

employee performance, 2(3.0%) of the respondents strongly disagreed

that job rotation has a direct relationship to the staff performance.
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17-the current process used is too time consumed

tabile 4d7: the current process used is too time consumed

Variables Frequency Percent

Agree 33 50.0

strongly agree 14 21.2

Disagree 11 16.7

strongly disagree 8 12.1

Tota~ 66 1OO~O

Source: primary source 2010

Table 4.17 indicates that 33(50%) of the respondents agreed that

the current process used by the companies is too time consumed,

14(21.2%) of the respondents strongly agreed that the current process

used is too time consumed, 11(l6.7%) of the respondents disagreed that

the current process used is too time consumed, 8(l2.l%) of the

respondents strongly disagreed that the current process is too time

consumed
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18- getting the forms to compilete the forms is difficufit

taMe 4i.8: getting the forms to complete the forms is difficult

Variables Frequency Percent

Agree 35 53.0

strongly agree 16 24.2

Disagree 8 12.1

strongly disagree 7 10.6

Total 66 1OO~O

Source: primary source 2010

Table 4.18 indicates that 35(53%) of the respondents agreed that

getting the forms to complete is difficult, 16(24.2%) of the respondents

strongly agreed that getting the forms to complete is difficult, 8(12.1%) of

the respondents disagreed that getting the forms to complete is difficult,

7(10.6%) of the sample respondents strongly disagreed that getting the

forms to complete is difficult
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19-evidence of performance is not gathered throughout

the years

Table 4.19: evidence of performance is not gathered throughout

the years

Variables Frequency Percent

Agree 30 45.5

strongly agree 19 28.8

Disagree 10 15.2

strongly disagree 7 10.6

Total 66 100.0

Source: primary source 2010

Table 4.19 indicates that 30(45.5%) of the respondents agreed

that evidence of performance is not gathered through the year,

19(28.8%) of the respondents strongly agreed that evidence of

performance is not gathered through the year, 10(15.2%) of the

respondents disagreed that evidence of performance is not gathered

throughout the year, 7(10.2%) of the respondents strongly disagreed that

the evidence of performance is not gathered throughout the year.
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2O~ aH the responsib~Hty seems to He with the managers

tab~e 4~2O: aN the responsibiNty seems to lie with the managers

Variables Frequency Percent

Agree 23 34.8

strongly agree 32 48.5

Disagree 11 16.7

Total 66 1OO~O

Source: primary source 2010

Table 4.20 indicates that 23(34.8%) of the respondents agreed

that all the responsibility seems to lie with the managers, 32(48.5%) of

the respondents strongly agreed that all the responsibilities seems to lie

with the managers, 11(16.7%) of the respondents disagreed that all the

responsibilities seems to lie with the managers.
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21~ performance can be improved through monitoring

and evalluat~on

Tabile 4.21: performance can be improved through monitoring

and ev&uatbn

Variables Frequency Percent

Agree 33 50.0

strongly agree 13 19.7

Disagree - 11 16.7

strongly disagree 8 12.1

Tota~ 65 98.5

Source: primary source 2010

Table 4.21 indicates that 33(50%) of the respondents agreed that

the performance can be improved through monitoring and evaluation,

13(19.7%) of the respondents strongly agreed that the performance can

be improved through monitoring and evaluation, 11(16.7%) of the

respondents disagreed that the performance can be improved through

monitoring and evaluation, 8(98.5%) of the respondents strongly

disagreed that the performance can be improved through monitoring and

evaluation.
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Factor that affect work performance rather than training

22~ the way in which training is delivered has a balance

between group and individual work

Tabile 4. 22: the way in which training is delivered has a balance

between group and individual work.

Variables Frequency Percent

Agree 27 40.9

strongly agree 22 33.3

Disagree 9 13.6

strongly disagree 8 12.1

Total 66 100.0

Source: primary source 2010

Table 4.22 indicates that 27(40.9%) of the respondents agreed

that the way in which training is derived has a balance between group and

individual work, 22(33.3%) of the respondents strongly agreed that the

way in which training is derived has a balance between group and

individual work, 9(13.6%) of the respondents disagreed that the way in

which training is derived has a balance between group and individual

work, while 8(12.1%) of the respondents strongly disagreed that the way
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in which training is derived has a balance between group and individual

work

23~way in which training was delivered is a mix of

theory and practice

table 4~23: way in which training was delivered is a mix of theory

and practice

Variables Frequency Percent

Agree 24 36.4

strongly agree 27 40.9

Disagree 12 18.2

strongly disagree 3 4.5

Total 66 1OO~O

Source: primary source 2010

Table 4.23 indicates that 24(36.4%) of the respondents agreed

that the way in which training was delivered is a mix of theory and

practice, 27(40.9%) of the respondents strongly agreed that the way in

which training was delivered is a mix of theory and practice, 12(18.2%) of

the respondents disagreed that the way in which training was delivered is

a mix of theory and practice, and finally, only 3(4.5%) of the respondents

strongly disagreed that the way in which training was delivered is a mix of

theory and practice.
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24- Employee salary is

you do?

satisfactory in relation to what

Table 4q24 salary is satisfactory in relation to what is done,

Variables Frequency Percent

Agree 23 34.8

strongly agree 4 6.1

Disagree 26 39.4

strongly disagree 13 19.7

Total 66 1OO~O

Source: primary source 2010

Table 4.24 indicates that 23(34.8%) of the respondents agreed

that salary given to them is satisfactory in relation to what is done,

4(6.1%) of the respondents strongly agreed that salary is satisfactory to

what is done by the staffs, 26(39.4%) of the respondents disagreed that

salary is satisfactory in relation to what is done, 13(19.7%) of the

respondents strongly disagreed that salary is satisfactory in relation to

what is done.
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25- Employees earn the same

employees in a similar job?

Table 4.25 you earn the same or more

similar job

Table 4.25 indicates that 14(21.2%) agreed that they earn the

same or more than that other people in similar job earn, 9(13~6%) of the

respondents strongly agreed that they earn more salary than the other

people in similar job earn, 30(45.5%) of the respondents disagreed that

they earn the same or more than the other people earn, l3(l9.7%) of the

respondents strongly disagreed that they earn the same or more than

other people earn in the similar job.

or more than other

than other people in

Variables Frequency Percent

Agree 14 21.2

strongly agree g 13.6

Disagree 30 45.5

strongly disagree 13 19.7

Total 66 100.0

Source: primary source 2010
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26~ The basis of payment (wages and sallary) is

reasonaNe?

Tab~e 4~26 basis of payments is reasonab~e

Variables Frequency Percent

Agree 23 34.8

strongly agree 10 15.2

Disagree 24 36.4

strongly disagree 9 13.6

Tota~ 66 1OO~O

Source: primary source 2010

Table 4.26 indicates that 23(34.8%) of the respondents agreed

that the basis of payment is reasonable, 10(15.2%) of the respondents

strongly agreed that the basis of the payment of the company is

reasonable, 24(36.4%) of the respondents that the basis of payment is

reasonable, 9(13.6%) of the respondents strongly disagreed that the basis

of payment is reasonable.
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27- Methods used in the telecommunication companies

are

Table 4~ 27: methods used in the company

Variables Frequency Percent

On the job training 51 77~3

off the job training
15 22J

both

Total 66 1OO~O

Source: primary data

Table 4.27 indicates that 51(77.3%) of the respondents agreed

that the methods used in the company is on the job training, while

15(22.7%) of the respondents agreed that the methods used in the

company is off the job training.
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28- Factors that affect work performance rather than

training are:

Table 4~28: factors affect work performance rather than training

Variables Frequency Percent

Productivity 16 24.2

Wages 40 60.6

Profitability 8 12.1

None 2 3.0

Total 66 100,0

Source: primary data

Table 4.28 indicates that 16(24.2%) of the respondents said that

the productivity is the factor that affect work performance rather than

training, 40(60.6%) of the respondents said that wages the factor that

affect work performance rather than training, 8(12.1%) of the

respondents said that profitability is the factor that affect work

performance rather than training, 2(3%) of the respondents said that

none of the above mentioned factors affect work performance.
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CHAPTER FIVE

FINDINGS, CONCLUSION, AND RECOMENDATIONS

Findings

This chapter will discuss the findings, conclusion, and

recommendation of the study. First, it will be discussed the major findings

of each study as stated in the research objectives. Second, the conclusion

will be drawn the findings of the study. And lastly, the researcher will

bring recommendation about further research for study.

The trainhig of the respondents of the sellected

tellecommunication companies

The first objective of the study was to determine the levels of

training of the respondents of the selected telecommunication

companies. Data analysis and interpretation reveals that most of

the respondents answered that training is initiated through the

head of departments, It revealed that trainees is selected through

training needs analysis , it also revealed that training improves the

skills and knowledge of the staff of selected telecommunication

companies.

Therefore, the findings is in line with Cole (2002) training is a

learning activity directed towards the acquisition of specific

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

focus of training is to the job or tasks for example, the need to

have efficiency and safety in the operation of particular machines

or equipment, or the need for an effective sales force to mention

but few.
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The findings is also in line with Armstrong(1996) expressing an

understanding of training emphasis that training should be

developed and operated within an organization by appreciating

learning theories and approaches if training is to be well

understood.

In addition to this, the findings is also in line with Dessler

(1997) training is a “learning experience.”Because, it seeks a

relatively permanent change in an individual that will improve the

abilily to perform on a job

According to him, training can improve “the changing skills,

knowledge, attitudes, or behavior.” Gomez supports the arguments

of Dessler by emphasizing that training can improve the moral of

employees.

According to Gomez, training is planned effort to provide

employees with specific skills to improve their performance.

Effective training can also improve moral and increase an

organization’s potential (Gomez: 20002).

Kemption (1995) on the other hand states that training serves a

variety of purpose: it can be used to motivate people; to show

much the organization. Values them and it can be used as form of

punishment, or as a reward. It can be argued that a positive and

focused aims of training would include the following: to add values

to existing stock of employees by developing their competencies in
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order to improve their performance, reduce the learning time for

employees starting new jobs on appointment, transfer, or

promotion and ensure that they become fully competent as soon as

possible.

Training is a planned and systematic effort by which managements

of organizations aim at altering behavior, and encouraging

employees in a direction that will achieve organizational goals. One

of the key known benefits of training is the motivation it provides it

provides those who receive it. Indeed, according to Cole (2002),

employees who receive training have increased confidence and

motivation. That is, training can achieve high morale for an

organization. Training is known to increase the availability and

quality of staff

The performance the employees of the selected

telecommunication companies

The second objective of the study was to determine the levels of

performance of the respondents of the selected telecommunication

companies. Data analysis and interpretation reveals that most of the

respondents answered that performance is not matched with the training

given to the employees.

The results show that the majority of the respondents disagree with

some doubt that performance is not pertained to the training undertaken

by the head of departments. There is no facility to run reports to analyze

the overall development needs of the whole organizations. Depending on

those perspectives you choose to believe, as many as two-thirds to four
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fifths of the causes of employee’s performance problems are attributed to

the work environment, not the employees. This is true in fact if it is only

partially true- then one answer to above question clearly is, “fix the

systems in which our employees work”.

Also shows that no direct link to other relevant human resource

management process exist e.g. succession, planning, continuous

professional development, and job evaluations. Evidence of performance

is not gathered throughout the year, on the other hand table the majority

of the respondents agreed that the rating are sometimes seen as based

on subjective judgments, a supervisors describes critical incidents, giving

details of both positive and negative behavior of the employees indicates

that the respondents agreed that the employees are asked to set or help

set their own performance goals, management establishes the goals

openly and sets targets against realistic output standards from which

everyone will be evaluated. Most experts believe that a firm’s strategy

must be aligned with employee’s competencies and performance if

profitability, growth, effectiveness, and evaluation are to be achieved.

Managers have the responsibility to develop, implement, monitor,

and modify measures of performance and this is in line with performance

management process should be a prime source of information about

individual learning and development needs. The performance

management approach to learning concentrates on the preparation of

performance improvement programs and learning contracts or personal

plans. The emphasis is on continuous development (Prasad, 1999).
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The relationship between the of training and performance

The third objective of the study was to determine the relationship

between the two levels of training and performance of the respondents of

the selected telecommunication companies in Borama district, Somaliland.

Data analysis and interpretation reveals that there is a very weak

relationship between training and performance.

The result shows that there is no significant relationship between

training and performance of the employees. These findings indicate that

the relationship between training and performance of employee is not

strong and there is no significant relationship between training and

performance of employees of selected telecommunication companies in

Borama district, Somaliland.

Therefore, the null hypothesis was accepted and alternative hypothesis

was rejected. The null hypothesis states that ‘there is no significant

relationship between training and work performance of the employees of

the selected telecommunication companies. From the research findings, it

was found out that; there is no relationship between training and work

performance of employees.
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CONCLUSIONS

To be effective, fitness training should prepare the employees for

the demands that are placed on them in their activity. This means

selecting the right types of training and following established training

principles. Although labor economics and human resource authors argue

the training of employees will always have an impact on their performance

and that the more employees is trained the more acquires the skills and

the better the output. The findings of the study contradict with these

arguments. The employees of telecommunication companies have been

exposed to training but the kind of training offered does not match with

the training needs of these employees.

Too often the training does more to fit employees for new jobs.

Managerial, administrative, support, and other service jobs are clearly

areas where employments gains will occur, and the training does not work

if the economy is bad(Wilson, 2000). This clearly means that employee

who is not elI paid will find it hard to develop interest in training.

Through the result of the study, reveals that there is no

relationship between training and work performance of employee of

selected telecommunication companies in Borama district, Somaliland.

This is not necessarily imply that telecommunication employees does not

need any form of training and neither does it imply that

telecommunication companies offers no training to their employees. The

training may be offered but if it is not in line with the needs of the

employees, it will not have any impact on their performance.
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RECOMMENDATIONS

From the findings of the study, the researcher recommends that

telecommunication companies should not stop offering training to their

employees. Before they offer any training and training programs are

organized, telecommunication companies need to identify the training

needs of their employees. The training objectives should be more specific

addressing the need for training and when these training programs are

designed and implemented there should be needed to evaluate the extent

by which the training objectives have been achieved.

The researcher recommends that the telecommunication companies

should:

1- Identify the type of assignment or task for which training is

needed.

2- Determine the specific training needs at organizational,

assignments and individual levels. This can be determined by use

of training gap analysis.

3- Establish goals and measures for determining training

effectiveness. It is at this level that selected companies can develop

tools for determining the relationship between training offered and

the goals, aims and objectives of training offered,

4- Develop and determine the training programs. This calls for the

identification of the resources that will be used to facilitate the

training program.
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5- Evaluation whether the training program was effective or not.

Suggestions for further studies

1- The relationship between reward policy and labor turn

over.

2- Motivation and employee performance

3- The relationship between employee benefits and

employee retention.
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Appendix A: questionnaire

Dear respondent

My name is Abdo Fouad Aden. Kampala international student. I am

very glad that you are my respondent for this study. the aim of this study

is to know the ‘ training and performance of staff of selected

telecommunication companies’ of Borma district, Somaliland. Your

collaboration and answer to theses questions heartily and honestly will be

significant to this study to gather the data needed. T

A~ Background in information

(Tick the correct box)

1- Age of respond

•:• 20—30 I
•:• 30—40

~:• 40~5O

•~ 50 and above

2- Sex

•~ Male

•:• Female I
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3- Highest professional training level attained?

+ Masters I

~:• Graduate ____I

•:• Diploma ____

•:~ Certificate

4- What is the status of your appointment?

+ Probation

+ Confirmed

5- How many years have you been working in this company?

+ 1-5 years

•:• 6-10 years

+ 11 and above
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B- Training

6- How is training In your department initiated?

• bySeif initiative I I

• ByHeadofdepartment I I

• bySupervisor I I

7- How is selection & people to go for training done In your
department? i i

• Through selection tests

• Through training needs analysis I I

• Trough Performance appraisal I I

• Through Nomination by supeMsor I I

8- Was the training relating to your field?

•agree I I

• strongly agree I I

• disagree I I
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•• strongly disagree _____I

9- What effect did the training have on you?

•:~ Promoted I

•• Increased responsibility I I

+ Transferred

10-How do you rate performance of your organization?

•:~ Excellent I

•:• Very good ____

•:~ Good ____I

•:• Fair I I

•• Poor ____I

11- Would you say that the skill level required of your average

employee over the last 2 years was:

o Decreasing ____

o Stable I I
o increasing I 1
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12-Training improves the knowledge and skills on the job at the

organization

+ Agree

•:~ Strongly agree

+ Disagree

•:~ Strongly disagree

13-Training provides information for future needs for the organization

~ Agree L~1
•:• Strongly agree L~1

•:• Disagree

•:• Strongly disagree

14-Job rotation has a direct relationship to the employee performance

•:• Agree I

•:• Strongly agree ____I

I~1
•:~ Disagree _____I

•:~ Strongly disagree
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15-The training programs increased

~ Agree

•:~ Strongly agree ____I

+ Disagree

•• Strongly disagree

16-Attending training courses is can bring high knowledge and skills

•:• Agree

•:~ Strongly agree

+ Disagree

+ Strongly disagree

17-the way in which training is delivered has a balance between group

and individual work

•• Agree

•:• Strongly agree

+ Disagree

•• Strongly disagree
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18-the way in which training was delivered is a mix of theory and

practice

+ Agree

•:~ Strongly agree ____

•. Disagree _____I

•~ Strongly disagree ____I

C~ Performance

19-How training needs identified?

+ Performance appraisal ____

+ Training needs assessment I

+ Supervisor’s assessment I

+ Self assessment I

20-Who is responsible to identify training needs in your department?

~ Training officer

•:~ Training committee I

•• Individual officer ____I

21-How do you select staff for training in your department?
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•• Performance appraisal

+ Training needs assessment

+ Nomination by supervisors

•~ Selection tests

22-Many officers solicit and undertake training

very relevant to their present work?

•• Agree ____

•~ Strong agree ____

•:~ Disagree

•:• Strong disagree _____

23-Is the staff performance evaluated after training in your

department?

+ Agree ____I

•:• Strongly agree I

•:• disagree I I

•:~ strongly disagree I 1

24-vacant positions affect your performance in your department

•~ Agree I____

•:• Strongly agree ____

I~

courses which are not
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• _+ Disagree

•:• Strongly disagree ____I

25-the current process used is too time consumed

•:~ Agree

•:~ Strongly agree ___

•:• Disagree

•:• Strongly disagree I I

26-getting the forms to complete the forms is difficult

•• Agree I____

•:• Strongly agree I

+ Disagree

•:~ Strongly disagree I

27-evidence of performance is not gathered throughout the years

•:• Agree

•~ Strongly agree I

•• Disagree I

•~ Strongly disagree 1
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28-all the responsibility seems to lie with the managers

+ Agree

•:• Strongly agree I

•:~ Disagree I_____

•:• Strongly disagree ____I

29-performance can be improved through monitoring and evaluation

+ Agree

•:• Strongly agree I

•• Disagree I

•• Strongly disagree I____
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