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ABSTRACT 

'his section deals with the results obtained in the field. The study sought to obtain a better 

nder understanding of the impacts of training on organization perfonnance in KWS. 

Ising a population sample of 150 respondents drawn from the company the study revealed 

1at training had a great impact on organization perfmmance. 

'his dissertation examines the impacts of training in KWS. The researcher attempted to link 

1e poor organization performance in KWS to the methods of training that are used in KWS. 

'he researcher also can·ied out literature review highlights some of the ideas of other people 

1 relation to the topic identified by the researcher mainly the fonns of training that are 

vail able , the process of training and evalnation of training. 

fhe researcer found out the use of inappropriate training techniques in KWS has lead to 

1creased costs, poor employee perfonnance and motivation. Most of the employees in KWS 

o not like the methods of training that are used and they also think that the methods are 

1effective. The researcher found that K.WS training has a negative impact on employee 

erfonnance and organizational perfmmance. Therefore the researcher made the following 

~ccommendations that could help to remedy the current situation in KWS; creating a new 

·aining policy, seeting up a team that will be in charge of training, involvement and 

articipation of employees in training exercises, hiring qualified staff, hiring qualified 

ainers and employye motivation. The above mentioned activities will help make the training 

1 K.WS more effective. 

he entire research content was presented in 5 chapters. 
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CHAPTER ONE 

1.0 Background of the Study 

Training is defined as any activity designed to facilitate the leaming and development of new 

and existing skills, and to improve the performance of specific tasks or roles. 

It can also be defined as any organized activity that is aimed at imparting infonnation and /or 

instructions to improve the recipient's performance to help him or her attain a required level 

of knowledge or skill. (Jackson and Schuler, 2003). 

Training is important to both the organization and the employee. Training helps employees to 

develop their personal and organizational skills, knowledge, and abilities and it helps the 

organization to develop the most superior workforce so that the organization can accomplish 

their work goals and it increases the organization's competitive advantage. 

The impmtance of employee training and development has long been recognized as a crucial 

issue for industries (Ford et a!., 1997). To the extent that employee-training programs are 

effective, companies are able to avoid wasteful spending and improve perfonnance and 

productivity. Thus, a key consideration for virtually all business is the expected retum 

provided the organization for its training investment. 

Organizational perfonnance compnses the actual output or results of an organization as 

measured against its intended outputs (or goals and objectives). 

According to Richard et al. (2009) organizational performance encompasses three specific 

areas of firm outcomes: (a) financial performance (profits, retum on assets, retum on 

investment) (b) product market performance (sales, market share) and (c) shareholder return 

(total shareholder retum, economic value added). 

In recent years, many organizations have attempted to manage organizational perfonnance 

using the balanced scorecard methodology where performance is tracked and measured in 

multiple dimensions such as: financial perfmmance for example shareholder retum customer 

service social responsibility for example corporate citizenship, community outreach 

employee stewardship. 
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Kenya Wildlife Service (KWS) is a state corporation established by an Act of Parliament Cap 

376 in 1990. KWS conserves and manages Kenya's wildlife for the Kenyan people and to 

enforce related laws and regulations. On behalf of the Govemment of Kenya and it's citizen, 

KWS holds in trust for present and future generations locally, nationally and globally the 

biological diversity represented by its extraordinary variety of animals, plants and ecosystems 

ranging from coral reefs to alpine moorlands and from deserts to forests. Special emphasis is 

placed on conservation of large mammals found in few other places on earth. It manages the 

biodiversity of the country, protecting and conserving the flora and fauna.KWS manages the 

National Parks and Reserves in Kenya. The money collected as entrance fees in the parks is 

used to help the conservation of the plants and animals within the parks. 

Training has greatly influenced the organizational performance of KWS both positively 

where employees feel motivated, perfonnance levels of the company improve and a sense of 

belonging is created and negatively where the organization faces costs like compensation for 

trainers, indirect costs and brings about stress to employees. 

1.1 Statement of the Problem 
KWS as an organization has failed to meet its goal and objectives due to lack of proper 

training, the methods of training used in KWS have led to poor organizational perfonnance. 

The use of inappropriate training methods can lead to poor organizational perfom1ance. 

When inappropriate training methods are used employees do not acquire ilie skills and 

knowledge that they need to successfully carry out their jobs and thus their output is poor 

which means that the overall productivity and perfonnance of the organization is also poor. 

Furthermore, use of inappropriate training methods leads to financial loss to the organization 

because the is no retum on the investment on training, all the resources(time ,money and 

energy) that are used during the training exercises are wasted because the exercises do not 

achieve their goal and that is to improve organizational perfonnance. 

Thus KWS management should come up with a new training policy that will provide 

guidance on all the training process and procedures. A training team should also be created 

that will in charge management and implementation of training programs and new, more 

effective methods of training should be introduced. 
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1.2 Purpose of the Study. 

The purpose of the study is, 

a) To examine the impacts of employee training on organizational performance. 

b) To establish the relationship between training and organizational perfonnance. 

c) To find out what f01ms of training are used in KWS. 

1.3 Specific Objectives of the Study 
The following were the objectives under which the research was carried out. 

a) To establish the relationship between training and organization perfonnance in KWS. 

b) To find out what forms of training are used in KWS. 

c) To identifY the effects of training on organization performance in KWS. 

1.4 Research Questions. 
a) What is the relationship between training and organization perfonnance in KWS? 

b) What fonns of training are used in KWS? 

c) How does training affect organizational performance? 

1.5 Scope of the study. 
The study was canied out at KWS headqumiers situated in Nairobi Kenya along Langata 

Road at 7 km from the City center. The researcher had chosen KWS due to its nearness to the 

researcher's residence and easy access to required information. 

1.6 Significance of the Study 
The study was useful to the policy makers of KWS in improving training to employees for 

better perfonnance of the organization. 

The study was useful in finding out how best the management of KWS can train employees 

properly for better performance of the organization. 
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The study could also be used by other students in Kampala International University for 

further references. 

The study was also important because it contributes to the researcher's fulfillment for the 

award ofbachelor's degree in human resources management. 
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1.7 Conceptual Framework 
Figure I 

Training 
• Training techniques 
• Training process 

Positive impacts 
• Increases perfonnance. 

• Motivation 

• Improves loyalty 

• Reduces turnover 

• Lowers the number and 
costs of accidents 

Organizational Performance 
• Effectiveness 
• Efficiency 

• Evaluation of training 

Negative impacts 
• Costly 
• Increased Labor 

turnover 
• Reduces morale 
• Leads to stress 

Source: Bohlander, Snell, managing human resource. 13th edition (2004) pg 238 
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The conceptual framework shows that a relationship exists between training and 

organizational perfonnance, and highlights both the positive and negative impacts that 

training has on organizational performance. 

Training is simply the process of impmiing knowledge. There two fonns of on-the-job 

training which involves training the employee at the place of work while he or she is doing 

the actual job and off-the-job training which involves training employees at a site away from 

the actual work environment. 

The training process ideally consists of four steps that IS assessment step, design, 

implementation and finally the evaluation step. 

Training evaluation is very important because it helps to dete1mine whether the training 

exercise met achieved it objectives or not. 

Organizational perfonnance is a very wide tenn and therefore quite difficult to define but for 

the purpose of this study will be viewed in terms of efficiency and effectiveness. 

Effectiveness means adequately to accomplishing a purpose or producing the intended or 

expected result. Efficiency on the other hand is the accomplishment or ability to accomplish a 

job with a minimum expenditure of time and effmi. 

Training is a very complex activity and it involves the interplay of different elements; fonns 

of training, training process at1d training evaluation if all of these elements are executed 

properly then training will be effective. When training is effective it mem1s that 

trainees\employees get the skills and knowledge that they need to carry out their jobs this in 

tum leads to increased employee perfonnance productivity, increased motivation, reduced 

tumover and fewer accidents. When employee performance and motivation is high then 

organizational performances high also. 

But, if one of the elements is not executed properly then training will be ineffective, this 

means that not only do the employees not get the skills and knowledge they need but the 

organization also experiences the loss of the resources that were invested in an unsuccessful 

training exercise. Ineffective training leads to increase costs, poor employee perfonnance and 

decreased motivation all these lead to poor organizational performance. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 
This chapter attempts to highlight some of the ideas of other people in relation to the topic 

identified by the researcher. This is vital and enables the researcher to investigate further. The 

literature was mainly taken from other secondary sources of data. 

2.1 Definition of Concepts 
Robert L Mathis (1976) defined training as a leaming process whereby people acquire skills 

or knowledge to aid in the achievement of goals. 

Decenzo et a! (2002) defined training as the activities in human resources management 

concemed with assisting employees to develop up to date skills, knowledge and abilities. 

Chuck (2000) defined employee training as a process of developing the skills, experience and 

knowledge of employees need to perfonn their jobs or improve their perfonnance. 

2.2 Relationships between Employee Training and Organization Performance 
According to Ivancevich (2001), training is the systematic process of altering the behavior of 

employees in a direction the will achieve organizational goals 

The purpose of training is to be ensuring that employees acquire the skills and knowledge 

they need to perform their jobs. Training is conducted in order to increase organizational 

performance and to achieve organizational goals. Some organizations conduct employee 

training in order to reduce on the rate of organizational accidents 

According to Chuck (2000), training should never be carried out or conducted without first 

performing a needs assessment. Sometimes training is not first needed at all a needs 

assessment is a process of identifYing and prioritizing the learning needs of employees. 
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Ivancevich (2001) stated that employee's needs must be also be considered through asking 

people what their needs are on the job asking them to perform tasks so as to provide 

infonnation and data. Also examine employees' performances against a standard can help 

identify strength and weaknesses and needs. He also stated four ways to determine 

employee's needs for training, that is observe employees, listen to employees, ask employees 

about their needs and examine the problems employees have. 

2.3 Forms of Training. 

A number of different forms and methods can be used to help employees acqmre new 

knowledge, skills and behaviors. Survey results suggest that training can be done on-the-job 

and off-the-job. 

2.3.1 On-The-Job Training. 
Bohlander et a! (2004) while some skills and knowledge can be acquired just by listening and 

observations or by reading, others must be acquired tln·ough actual practice and experience 

and by presenting managers with the opportunities to perfonn under pressure and to learn 

from their mistakes. 

Bayers et a! (1991) stated that on the job development experiences are some of the most 

powerful and commonly used teclmiques though they can be problematic for first level 

employees if not well planned. They should be well organized, supervised and challenging to 

the participants. 

Methods of providing on-the-job training. 

Coaching 

Harris (2000) this involves a continuing flow of comments, instructions and suggestions from 

the managers to the subordinates. It also involves control delegations using situations that 

arise as a learning opportunity. Coaching involves helping an employee become aware of 

how well they are doing and what they need to learn. 

Under study assignment. 

Dessler (1994), under study assignment grooms an individual to take over manager's job by 

gaining experience in handling important functions on the job. 
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Job rotation. 

Bayers et a! (1991) Job rotation provides through a variety of work expenences and 

broadening knowledge by moving employees from job to job or from one department to 

another to acquire additional knowledge and skills and thereby reducing monotony 

Lateral transfers 

This sounds similar to job rotation but it involves hmizontal movement through different 

departments along with upward movement in the organization. 

Projects and junior boards 

This method provides employees with an opportunity for individuals to become involved in 

the study of current organizational problems and in planning and decision making activities. 

Action learning 

Action leaming gives mangers release time to work full time on projects with others in the 

organization. In some cases, action leaming is combined with class room instruction, 

discussion and conferences. 

Staff meetings 

Staff meetings enable pmiicipants to become more familiar with problems and events 

occun·ing outside their immediate area by exposing them to the ideas and thinking of 

managers. 

On-the-job training has several advantages. It is highly in ex pensive, trainees leam while 

producing and there is no need for expensive off-the-job facilities like in class rooms. 

Trainees are highly motivated to leam since they get quick feedback about the correctness of 

their performance. 

However this technique is of a disadvantage since it brings about job stress and production of 

dmnaged products may result. 
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2.3.2 Off-the-Job Training (External Training) 
Off-the-job technique is useful for the development of managerial team, technical and social 

knowledge and skills. It is used to implant highly specialized knowledge or advanced skills 

and has an advantage of broadening the horizons of those taking pmi. 

Methods of providing off-the-job training 

Lectures 

Harris (2001) lecture is a talk with little or no participation except for question and answer 

session at the end. Lecturing has several advantages being a quick and simple way of proving 

knowledge to large groups of trainees. 

Seminars and conferences 

According to Bohlander et a! (2004) seminars and conferences like class room instructions 

are useful for bringing groups of people together for training and development. Seminars can 

be used to communicate ideas, policies or procedures and are also good for raising reports on 

debate or discussing issues with the help of a qualified leader. By pmiicipating in seminars, 

managers m1d supervisors learn to identify necessary personal relationships and their work 

groups. 

Outdoor learning or training 

This involves exposing individual tools, outdoor activities like sailing, rock climbing among 

others; it involves placing participants operating in teams under pressure to carry out physical 

activities which are completely unfamiliar to them. The rational is that these tests are taken so 

as to leam more about how each employee acts under pressure as a temn leader or member. 

Role playing 

Boone eta! (2003) role playing consists of assuming the attitudes and behavior that is playing 

the role of others. Often a supervisor and a subordinate who are involved in a particular 

problem by acting out another's position, participants in the role playing can improve their 

ability to understand and cope with others. Role playing should also help them learn how to 

counsel others by helping them see situations from a different point of view. 
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Role playing is widely used training managers to handle employee issues relating to 

absenteeism, perfonnance appraisal and conflict management. 

Behavior modeling 

According to Noe et a!. (1997) research suggests that behavior modeling is one of most 

effective techniques for teaching interpersonal skills, each training session which lasts four 

hours focuses on one interpersonal skill such as coaching or communicating ideas. 

Behavior modeling involves four basic components that is learning points, models (model 

manager is portrayed), practice and role play and finally feedback and re-enforcement 

Several control studies have demonstrated success in helping managers to interact with 

employees, handle discipline, and introduce change and increases productivity. 

Case studies 

This involves a history as description of an event as a set of circumstances which is analyzed 

by the trainees in order to diagnose the cause of the problem and workout how to solve it. It 

mainly aims at promoting, inquiring and exchange ideas and analysis of experience in order 

the trainees can discover underlined principle. 

2.4 The Training Process 
Dessler (1994) suggested that any training program ideally consist of four steps that IS 

assessment step, design, implementation and finally the evaluation step. 

Also Bohlander et a! 2004 started that in order to make certain investments in training and 

development have maximum impact on individual and organizational perfonnance, system 

approach to training must be used which involves four phases and can be summarized below. 
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STEPS IN TRAINING 

Figure 1 

Phase 1 
Needs assessment 

• Organization analysis 

• Task analysis 

• Person analysis 

Phase 2 
Training design 

• Instructional objectives 

• Trainee readiness 

• Learning principles 

Phase 3 
Implementation 

• On-the-job methods 

• Off-the-job methods 

• Management development 

Phase 4 
Evaluation 

• Reaction 

• Learning 

• Behavior 

• Results 

Source: Bohlander, Snell, managing human resource. 13th edition (2004) pg 235 
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Phase 1 

Needs assessment 

Managers and human resource staff should stay alert to the kinds of training that are needed 

and where they are needed and who needs them therefore the needs assessment helps 

detennine whether training is necessary. There are many pressure points that may suggest 

that training is necessary. Say performance problems, new technology, and intemal and 

extemal customer's requests for training, job redesign, new legislation, new products and 

lack of skills. Needs assessment involves organizational analysis that is it involves 

determination of the support by managers and peers for training. 

Person analysis. This involves detennining whether perfonnance deficiencies result from 

lack of knowledge, skills and ability. 

Task analysis, this also involves identifYing the important tasks, knowledge, skills and 

behavior needed to be emphasized in training. 

Organization analysis that is the managers need to consider three factors before choosing 

training as a solution, which is support of managers and peers, company's strategic direction 

and the training resources available. 

Phase 2 

Training design 

According to Bohlander et a! (2004) Once the training needs have been determined, the next 

step is to design the type of leaming enviromnent necessary to enhance leaming, the 

successes of training program depends on more than the organization ability to identify 

training needs and a first-rate training program needs to be designed. 

Expe1is believe that training design should focus at least four related issues that is 

instructional objectives, trainee readiness and motivation, principle of leaming and finally 

characters of instructors 

Instructional objectives describe the skills and knowledge to be acquired that is the desired 

outcomes of the training program. 

13 



Phase 3 

Implementation 

Despite the importance of needs assessments, instructional, objectives, principles of learning 

and the line, a training program needs to be implemented. A major consideration in choosing 

among various training methods is determining which ones are appropriate and to be learned. 

Ivanceviech (2001) A variety of methods are available for training employees at all levels, 

these can be off-the-job and on-the-job. Off-the-job includes roles playing, behavior 

modelling, case studies, business games, seminars and outdoors learning while on job 

technique can be coaching, job rotation, lateral transfer and action learning among others. But 

recently, technology advance, especially in computer hardware and software have resulted 

into training devices that in many instances are more effective and economical than the 

traditional training methods. 

Phase4 

Evaluation 

Like any other human resources function, training should be evaluated to determined its 

effectiveness a variety of methods are available to assess the extent to which training 

programs improve leaming, affect behaviors and the job and impact the performance of an 

organization. Lack of evaluation brings about poor management which leads to poor business 

practice. 
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Below how the four basic criteria available to evaluate training 

Criteria for evaluating training 

Figure 2 

Reaction 

l 
Learning 

l 
Results 

t 
Behavior 

Source: Mathis, Jackson, human resource management. 81
h Edition. (1997) pg 305 

A criterion includes reactions, learning behavior and results. Some of the criteria are easier to 

measure than others 

Reaction. 

This shows the learning goals for the program, and can be in question form. That is, 

What were your learning goals for the program? 

Did you achieve them? 

Did you like the program? 

Should the organization continue to offer it? 

The reaction level provides infonnation on what participants thought of the training program. 

Learning. 

Ivancevich (2004) Have the trainees learned anything this can be answered through testing 

knowledge and skills before beginning the program and after. 
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Behavior 

This involves transfer of training, that is, what they have learned to what the job requires. It 

also concerns the nature of the change in the job behavior of the trainee. It's much more 

difficult than reaction and learning. It is concerned on how well training skills have been 

transferred to the job and usually involves collecting infonnation from the participants, 

supeliors and subordinates. 

Results 

According to Mathis et a! (1997) Result evaluation attempts to measure changes in valiables 

such as reduced tnrn over, reduced costs, improved efficiency, reduction in grievances and 

increase in qnantity and quality of production. Pre-tests and post-tests and control groups are 

required as with behavior evaluation and in perfonning an accurate results evaluation 
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CHAPHTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 
This chapter describes the methodology that was used in carry out this research study of the 

effects of employees training and organization perfonnance in KWS. This chapter covers the 

methods that were used to collect and analyze data and included research design, Research 

site, study population, data collecting inshuments, processing, procedure and analysis. 

3.1 Research Design 
The study adopted a case study research design where by both quantitative and qualitative 

strategies of data analysis was used. 

3.2 Research Site 
The study was undetiaken in Nairobi district in Kenya .The study was carried out in Kenya 

Wildlife Service a government organization located Nairobi Kenya, along Langata Road 7 

km from the City center. 

3.3 Study Population 
The KWS headquarters employs 300 persons who comprised the study population; this 

included both male and female from all the departments ofKWS. 

3.4 Sampling Design 
A sample group of 150 respondents was selected from the study population of 300 

employees. The researcher used simple random sampling technique. Respondents were 

identified depending on their willingness to take part in the study. 

The various departments formed samples groups where respondents were selected at random. 

3.5 Data Collection Instruments 
In collecting data two major instruments were used that is questionnaire and interview. 
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3.5.1 Questionnaire 
The researcher attempted to diagnose the research problem by using questionnaires which 

comprised of open and close ended questions to collect data from the field. 

Questionnaires were personally distributed to the respondents for this study and be collected 

after the targeted respondents had completed answering the questionnaire. 

Questionnaires were preferred because they save time when the group is big and can also be 

stored for future reference. 

3.5.2 Interview 
Interviews were scheduled and carried out with some of the managers, coordinators and 

particular employees. The interviews will be carried out face to face interview with the 

respondent and will consist of both open ended and close ended questions. 

3.6 Sources of Data 
The source of data was both primary and secondary data; primary data was collected from 

KWS employees through questionnaire and interviewer. Secondary data was collected from 

KIU library, newspapers and other relevant sources. 

3.7 Research Procedures 
The researcher obtained the recommendation letter from Kampala Intemational University 

School of Business and Management to KWS. Pennission was sought from the 

organization's director and the pmiicipants willing to participate in the study. 

3.8 Data Analysis 
After collecting data the researchers corrected errors that might have been identified from the 

primary data and eliminate itTelevant data after wards data will be edited and analyzed. 

The responses to the stmctured close-ended questions were rated in percentages. The 

percentage of respondents for each altemative will be given and analyzed. 

18 



3.9 Research Limitations 

The study faced the following problems 

• Some of the people were not willing to give out infonnation due to 

distrust. 

• Confidentiality; this was the culture of the organization to keep 

confidential organization infonnation. 

• Limited time. 

• The employees of the organization were too busy so little time was 

devoted to the research especially during interviews. 
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CHAPTER4 
DATA PRESENTATION INTERPRETATION AND ANALYSIS 

4.0 Introduction 
Presentation of findings of the study is to be critically looked at in this chapter. The findings 

of the study are interpreted, discussed and presented basing on the objectives of the study. 

Frequency counts and percentages have been used in the presentation of results. The chapter 

also tests the hypothesis that were stated in chapter one. 

4.1 Forms of training. 
To dete1mine what forms of training are used at KWS, respondents were asked the following 

questions. "What are the fonns or types of training that are used in KWS?" 

The respondents only gave two forms off-the-job and on-the-job training, no other fonn of 

training was listed. 

I also wanted to dete1mine which fonn of training is often used at KWS; the respondents 

were asked the following question "What fonn of training is most often used at KWS?" Out 

of the 150 respondents 114(76%) answered off- the-job are most often used, while 36(24%) 

answered on-the-job training methods are most often used. 

Their responses were then presented on a table below. 

Figure 4.1.3. Table showing the fonns of training most often used in KWS. 

QUESTION RESPONSES TOTAL 

What fonn of training is Off-the-job On-the-job others 

most often used in KWS? training training 

methods methods 

RESPONDENTS 

114 36 0 150 

PERCENTAGE% 76% 24% 0 100% 

Source: Interview out put from respondents ofKWS. 
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All the above information was presented in a graph below. 

Figure 4.1.4. Graph showing the training forms often used in KWS 

- ____ ... __ - - --
120 

100 

80 

60 
off-the-job 

EMPLOYEES% 
on-the-job 

40 
others 

20 

0 

RESPONSES 

Source: Interview output from respondents ofKWS. 

4.2 Employees' attitude towards the forms of training that is used. 
To determine whether the forms and techniques used are liked by the employees, the 

respondents were asked the following question "Do you like the forms or types of training 

that are used in KWS?" Out of the 150 respondents 114(76%) answered that they do not like 

the forms or types of training that are used, while 36(24%) answered that do like the forms or 

types of training that are used. 

Their responses were then presented on a table below. 
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Figure 4.2.1 Table showing whether employees like forms and techniques of training used in 

KWS. 

QUESTION RESPONSES TOTAL 

Do you like the forms and YES NO 

techniques of training used 

in KWS? 

RESPONDENTS 

36 114 150 

PERCENTAGE% 24% 76% 100% 

Source: Interview output from respondents ofKWS. 

The above information was then presented on a pie chart below 

Figure 4.2.2 Pie chart showing employees' response on how they find the training 

Techniques used in KWS. 

Source: Interview output from respondents ofKWS. 

4.3 Clarity of the forms of training. 

l 

To determine if the trainees understand what they are taught and if the methods used easily 

understood by the trainees, the respondents were asked the following question "How do you 

find the training techniques used in KWS?" Out ofthe 150 respondents 114(76%) answered 
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that they do not like the forms or types of training that are used, while 36(24%) answered that 

do like the forms or types of training that are used. 

Their responses were then presented on a table below. 

Figure 4.3.1 Table showing whether training techniques used in KWS are clear or not. 

QUESTION RESPONSES TOTAL I 

How do you find the CLEAR NOT CLEAR 

training techniques used in 

KWS? 

RESPONDENTS 

63 87 !50 

PERCENT AGE % 52% 58% 100% 

I 

Som·ce: Interview output from respondents ofKWS. 

The above information was then presented on a graph below. 



Figure 4.3.2 A graph showing employees' response on how they find the training 

techniques used in KWS. 
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Source: Interview output respondents ofKWS. 
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4.4 The relationship between training and employee performance. 
Respondents were still interviewed if they thought there was any relationship between 

training and organizational performance, and to determine this response, they were asked, 

"How does training affect employee performance?" of the 150 respondents 42(28%) agreed 

that training leads to an improvement in organizational performance while, 108(72%) 

disagreed that training leads to an improvement in organizational performance, 

Their responses were then presented on a table below. 
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Figure 4.4.1 Table showing how training affects employee and organization performance. 

QUESTION RESPONSES TOTAL I 

How does training affect POSITIVELY NEGATIVELY 

employee and organization 

performance in KWS? 

RESPONDENTS 

42 108 150 

PERCENTAGE% 28% 72% 100% 

Source: Interview output from responses ofKWS. 

All the above information was presented in a graph below. 

Figure 4.4.2 Graph showing how training affects employee and organization performance. 
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Source: Interview output from respondents ofKWS. 
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4.5 The effectiveness of training at KWS 

Respondents were still interviewed if they thought the training was effective, and to 

determine this response, they were asked, "Does training improve employee petformance?" 

out of the 150 respondents 27(18%) agreed that training leads to an improvement in 

employee perfonnance while, 14(76%) disagreed that training leads to an improvement in 

employee perfmmance, and 9( 6%) thought that training sometimes improves the perfonnance 

of employees. 

Their responses were then presented on a table below. 

Figure 4.4.1 Table showing if training improves employee petfonnance. 

QUESTION RESPONSES TOTAL 

Does training Improve YES NO SOMETIMES 

employee performance? 

RESPONDENTS 

27 114 9 150 

PERCENT AGE % 18% 76% 6% 100% 

Source: Interview output 11-om respondents of KWS. 

All the above infonnation was presented in a graph below. 
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Figure 4.5.1 Graph showing how effective training is at KWS. 
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Source: interview output from respondents ofKWS. 

4.6 The impacts of training on organization performance. 

In order to determine the impacts of training on organizational performance, respondents 

were asked this question, "What impact does training have on organizational performance" 

Out ofthe 150 respondents 60(40%) said that training has a positive impact on organizational 

performance, while 90(60%) said that training has a negative impact on organizational 

performance. 

Their responses were then presented on a table below. 
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Figure 4.6.1 Table showing the impacts of employee training and organization performance. 

QUESTION RESPONSES TOTAL 

What are the impacts of POSITIVE NEGATIVE 

training on organizational 

performance 

RESPONDENTS 

60 90 150 

PERCENT AGE% 40% 60% 100% 

Source: Interview output from respondents ofKWS. 

All the above information was presented in a graph below. 

Figure 4.6.2 Pie chart showing the impact of employee training on organization performance 

Source: Interview respondents from KWS. 

4. 7. The obstacles to training. 

~Jnegative 

opositive 

For me to know the obstacles to training, respondents at KWS were asked the following 

questions. Out of the 150 respondents 96(64%) said that there obstacles to training at KWS, 

while 48(33%) said that there were no obstacles to training at KWS and 6(3%) said they did 

not know of any obstacles to training at KWS. 
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Some of the most mentioned obstacles to training were financial restrictions, poor training 

techniques, negative attitudes towards training, and lack of training needs assessment. 

Respondents' responses were then presented on the table and graph below 

Figure 4.4.1 Table showing the obstacles to training. 

QUESTION RESPONSES TOTAL 

Are there any obstacles to YES NO DON'T 

training? KNOW 

RESPONDENTS 

96 48 6 150 

PERCENTAGE% 64% 33% 3% 100% 

Source: Interview output from respondents ofKWS. 

From the above infm1nation, a few employees 2(8%) don't know whether there are any 

obstacles to training, 13(52%) believe there are obstacles to training while 10(40%) know 

that there are no obstacles to training. 

This infonnation was also presented in a graph fonn as below. 
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4.5.2 Graph showing the obstacles to training 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS. 

5.0 Introduction 

In this chapter, the overall summary of the findings of the research based on the actual 

outcomes of the study will be spelt out. Appropriate conclusion or inference will be drawn 

about the findings and finally suggest policy implications that may call for an improvement 

or to show the way forward. 

5.1 Summary of study findings. 
According to the findings, in KWS training is mostly conducted through off-the-job training 

techniques like lectures, seminars and conferences, case studies, behavior modeling, but on 

few occasions on-the-job training techniques like job rotation, understudy assignments, 

projects and delegation are utilized. 

It was also established that the pmiicipants in training do not like the methods that are used 

and they also think that m·e the methods are not clear and ineffective. The training exercises 

that are carried out are often not successful and they do not achieve their goals. 

The objective of this study was: to establish the relationship between training and 

organization performance in KWS. The study revealed that there was a close relationship 

between training and organization perfonnance. The use of poor and inappropriate training 

methods has lead to poor organizational performance because employee do not acquire the 

skills and knowledge they need in order to carry out their jobs effectively and efficiently, 

therefore their output m1d productivity is poor which in turn leads to poor organizational 

perfonnance. 

Research also showed the impact of training on organization perfonnance as negative. Both 

the employees and the organization do not benefit when poor methods of training are used 

because they lead to increase costs, poor employee perfonnance, wastage of resources and 

decreased motivation. 
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It was also further noted that there are some obstacles to training like financial restlictions, 

negative attitudes of the employees towards training and absence of an effective training 

team. 

5.2 Conclusion. 
Dealing with training is a very complex issue. In nonnal circumstances training is usually 

beneficial to the organizational but in this in this case where inappropriate methods of 

training were used the result is the opposite and training becomes detrimental to the 

organization. 

It was observed that use of inappropliate training methods has caused employees have a 

negative attitude towards training and they do not understand what is trained. Furthennore, 

there are a number of obstacles to training like financial restlictions and lack of resources to 

conduct proper training. 

It was observed that training has a negative impact on organizational perfonnance. The use 

of inappropliate training methods leads to poor organization perfom1ance. 

However, organization could benefit from training if it took steps such as creating a training 

policy, set up a training team and cmrying training needs assessment which training could be 

made more effective:. Fmihem1ore, the obstacles to training such as finance and inadequate 

resources but this can be solved with time by proper organization planning. 

5.3. Recommendations. 
Following the findings of the research study, the following should be recommended 

1. Training policy 

KWS should write up a training policy that will guide how training is earned out in KWS. 

The training policy should do the following: 

• Provide guidance for allocating resources for training such as trainers, money, and 

time 

e Give a broad direction to training activities 

o Outline the authority given to the training temn, as well as the limits to that authotity 
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11. Set up a training team. 

KWS is urged to setup a training team. This is supposed to organize all training activities, 

carry out a training needs assessment (TNA) and should carry out training in the 

organization. 

111. Training needs assessment is also recommended. 

KWS is recommended to carry out a TNA in order not to train employees just for sake. 

They need to first know who needs training and what sort of training is really needed. 

iv. Hire qualified employees 

I recommend KWS's human resource department responsible for recruitment and 

selection to hire qualified employees with the skills needed to perform certain tasks. This 

will reduce the need for training and employees will only have to be trained when it's 

necessary. 

v. Employee involvement and participation 

Employees should be involved in the process of training from the start so as to get their 

contributions on ways which training can be made more effective. Employees should be 

asked to suggest new methods and teclmiques of training that will be more effective than 

the methods that were being used before. 

VI. Employee motivation. 

Employees should be properly motivated and urged to take part in the training, they 

should not be forced to take pmi in training because they will not grasp a thing, they 

should be infonned and educated on the good of the training and how they are going to 

benefit out of it. 

v11. Hire qualified trainers. 

KWS is also recommended to hire qualified trainers to carry out the training; they can be 

got from human resource consultant firms or even snpervisors from the firms. 
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APPENDIX I: QUESTIONAIRE 

I am Suzanne Wachinga Mwai, a Bachelor student of Kampala international university. I am 

conducting a research on 'The impact of training and organizational perf01mance' a case study of 

Kenya Wildlife Service. 

The purpose of this study is to fulfill my academic requirements. Your response will be treated 

with the highest degree of confidentiality therefore, I kindly request yon to answer for me the 

following questions 

BACKGROUND INFORMATION 

Please tick () in the most appropriate box 

1. Age 

a) 18-25 

b) 26-35 

2.Sex 

a) Male 

b) Female 

3. Marital status 

a) Married 

b) Single 

4. Level of education qualification 

a) Primary level 

b) Secondary level 

5. Professional ce1iificate 

a) Diploma 

b) Degree 

D 
D 

D 
D 

D 
D 

D 
D 

D 
D 

c) 36-45 

d) 46-56 
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