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ABSTRACT
The study looked at the Employee Training and Staff Performance in Selected

Telecommunication Companies in Mogadishu- Somalia.

The study of the objectives is to determine the level training and staff performance in

selected telecommunication companies in Mogadishu Somalia

The main Purpose of the study was to determine the relation between of employee

training and staff performance in selected telecommunication in Mogadishu - Somalia

The study was conducted through descriptive survey and correlation research design
Questionnaires methods were used to collect data from the respondents; self-administered
questionnaires were ideal. The questionnaires comprised of both closed-ended and open-
ended questions. Out of the 134 questionnaires distributed, the researcher only receives 100
questionnaires back and I used in this study sampling procedure was Slmple samphng

technique is technique that selects a sample without bias.

Conclusion and the key findings of the study reveal that; the employee performance can
improve after undergoing training, the employee training has a positive impact on the level
of staff performance due to the high rate of the respondents who agreed with this issue, the
rate of the relationship between staff and their performance is very high, that there is an
impact of employee training in telecommunication companies in Mogadishu — Somalia as

realized by the employees and the management, among others

The study therefore recommends that; the telecommunication companies should
emphasize the importance of employee training to all their employers, should introduce
compulsory employee training where necessary, companies should carry out employee
training of various ways in a way that will benefit the company by increasing its
performance, and also the telecommunication companies should improve on the employee
salaries in order to avoid company brain drain after the employee training as this wastes

resources.




CHAPTER ONE
THE PROBLEM AND ITS SCOPE
Background of the Study

In the world, with the expansion of the organization, Human
Resource job in no longer limited to their native country but has
extended worldwide. Localization is a key to successful expansion that
helps in improving upon workforce connections, doing the work
effectively and efficiently, and reducing global turnover. As the
organizations are expanding globally, training has become quite an
essential factor to improve performance of their staff. It is challenge of
global human resources and training organization to balance the
mission of the global organization and the local requirements and
customs in each office. Most organizations in the world, simply
understand that their people are their competitive advantage.

However, companies everywhere deliver products and services
to their customers using a multi-cultural training workforce, whether or
not they are global companies. Employees, managers and executives
need to be able to work productively with the people different from
themselves-people who want the same things- safety, security, a good

job, a decent wage and interesting work.

In Africa, although training programs opportunity is effective in
many African countries and practiced to improve the performance of i
the staff in particular and to equip their employees multi-cultural
training globally in general. Managers and supervisors at all levels
share the responsibility to ensure staff training and development to

implement organizational policies that intended to be followed.




learner’s dictionary defines performance as “how well a person;
machine, etc does a piece of work or an activity”. Performance means

both behaviors and results. (Armstrong, 2001).

Organizations cannot work without human resources and in
fact no organizations can work effectively without trained human
resources. Appropriately trained and developed human resources can
mean the difference between organizational success and failure.
Training increases the knowledge and skills of an employee, helps
remove performance deficiency in employees, enables organization to
attract talented employees, reduce the probability of employees
leaving their jobs, minimizes accidents, scrap and damage  to
machinery and equipment can be avoided or minimized through
training. Well-trained staffs with job security, compensations that
reflect their skills, commitment to the organization, career development
opportunities, and continued education can lead the organization to
achieve its objectives effectively. Organizations cannot sustain the
standard of excellence with anything less than a true commitment to

these core values.




Statement of the Problem

All companies invest to employee training with the aim of
improving organizational performance specially those staffs with
different specialties such as telecommunication engineering, customer

services, sales and marketing and financial experts.

However it is unfortunate that, though telecom performance is.
admirable and a lot of investment has been directed to staff training,
some employees remain performance they poor in line of work. This
has effected the company’s performance and increased and the level of
completion with other telecommunication companies. The researcher
aims to assess the effect of employee training to achieve the staff"
performance in selected telecommunication companies in Mogadishu-

Somalia.
Purpose of the Study

The purpose of the study is to determine the relation between of
employee training and staff performance in selected telecommunication

in Mogadishu- Somalia

Research objective
The objectives of this study are as follows:
To determine the profile of the respondents as to:

1.1 Gender

1.2 Age

1.3 Educational level
1.4  Marital status




1.5 Position in the organization
1.6 Number of years of experience
2 To determine the level of employee training at telecommunication
companies in Mogadishu - Somalia.
3 To determine the level of staff performance at telecommunication
companies in Mogadishu - Somalia.
4 To determine if there is a relationship between training and staff

performance of telecommunication companies in Somalia.

Research questions

1. What is the profile of the respondent as to:

1.1.Gender
1.2. Age
1.3. Educational level
1.4. Marital status
1.5. Position in the organization
1.6. Number of years of experience
2. What is the level of employee training at telecommunication
companyies in Mogadishu — Somalia?
3. What is the level of staff performance at telecommunication
companies in Mogadishu — Somalia? ‘
4. What is the relationship between training and staff performance of

telecommunication ccmpanies in Somalia?




Hypothesis
The study will be guidéd by the following hypothesis:

Ho;: There is no significant difference between the employee trair{ing.
and staff performance in selected telecommunication companies in-

Mogadishu, Somalia.

Ho,: there is no relationship between Employee training and staff
performance in selected telecommunication companies in mugadishu,

Somalia.
Scope

The scope has three dimensions: time scope, geographical scope and

content scope.

Geographical scope: The researcher conducted his study in selected
telecommunication companies in Mogadishu Somalia. (Telecom

Somalia and Nation link) In Mogadishu Somalia.

Time scope: This study will be conducted between October 2006 up
to November 2010.

Theoretical scope: The theoretical frame work are adopted of this
study derived from the cognitive learning theory by abid.org, will be

proved or disapproved.

Content scope: This study will be on employee training and staff
performance in selected telecommunication companies in Mogadishu

Somalia.




Significance of the Study
The study will be of great significant in the following ways;

First, the findings will provide information to organizations especially
telecommunication companies on what ought to be done to improve
the staff performance.

Secondly, the findings will also contribute to the existing
information/literature that may be used for academicians who may

wish to carry out further studies on a related subject matter.

The findings of this research will also be helpful to selected

telecommunication companies in Mogadishu Somalia telecom.
Operational Definitions of Key Terms

According to Armstrong (2009). Training is the use of Systematic
and planned instruction activities to promote learning. Training is the
process of teaching the new and /or present employees the basic skills
they need to effectively perform their jobs. Alternatively speaking,
training is the act of increasing the knowledge and skills of an
employee for doing his/her job. Thus, training refers to the teaching
and learning activities carried on for the primary purpose of helpingi
members of an organizations to acquire and also to apply the required

knowledge, skills and attitudes to perform their jobs effectively.

According to Bernadin (1995), performance is defined as the
outcome of work because they provide the strongest linkages to the-
strategic goal of the organization, customer satisfaction and economicy
contribution. Rogers (1990), opines that performance in an interrelated




process, which ensures tow basic categories of activities. All activities
and people in local authority contributes as effectively as possible to
the objective, all activates and objectives are systematically reviewed
in away, which enables a local authority to learn and thereby improve;

its service to the community.

On-the-job training

On-the-job training is delivered to employees while they perform their

regular jobs. In this: way, they do not lose time while they are learning. .
On-the-job techniques include orientations, job instruction training, '
apprenticeships, internships and assistantships, job rotation and

coaching.

Off -the -job training
This is the type of training that can take place outside the
organization in form of Seminars, Conferences, Classroom

instruction and workshops




In the opinion of Michael J. Jucious (2001), “training is any process by
which the attitudes, skills and abilities of employees to perform spec)iﬁc«
job are improved.” Thus, it can be included that training is a process
that tries to improve skills, or add to the exciting level of knowledge so
that the employee is better equipped to do this preset job, or to mould
him to be fit for a higher job involving higher responsibilities. In the
other words, training is a learning experience that seeks a relatively
permanent change. in an individual that will improve his/her ability to-
perform this job. b

According to Bernadih (1995), performance is defined as the
outcome of work because they provide the strongest linkages to the
strategic goal of the organization, customer satisfaction and economic
contribution. Rogers (1990), opines that performance in an interrelated
process, which ensures tow basic categories of activities. All activities
and people in local authority contributes as effectively as possible to
the objective, all activates and objectives are systematically reviewed
in away, which enables a local authority to learn and thereby improve
its service to the community.

Organizational performance comprises the actual output or results of
an organization as measured against its intended outputs (or goals and

objectives

10




Importance of training

According to Khan (2003). Described that The importance of
employee trainingV can be appreciated with the help of varibus
advantages it of‘r’eré’co both employee and employers this are explaiﬁed
endear the following heads.

Better performance: training improves employee’s ability and skills and, in
turn improves employee’s performance both in quantity and quality.
Better or increased employee performance directly leads to increased
of operational productivity and increased organizational profits,
improvements in employee performance/productivity in developed
countries lend support to this statement

Improved quality: informal training programmes, the best method of

performing jobs are standardized and then tough to employees. This

offer two fold benefits. First uniformity in work performance helps
improve the quality of work or service. Secondly, better informed or
say, trained workers are less likely to make operational mistake. ‘

Less supervision: A trained workers is self reliant. He knows his work and -

way to perform it well. Therefore, his work requires less supervision. The
supervisor can devote his time or more urgent works.

Less learning period: a well planned and systematically organized
training programmer reduces the time and cost involved in learning.
Training enables to avoid waste of time and efforts to learning through
trial and error method. High morale: training not only improves the:
ability and skill of employees, but also changes employee attitude toward
positive. Higher performance, job satisfaction, job security, and avenues
for internal promotion lead to higher morale among the employees. High

morale in turn, makes employees more loyal to the organization.

11




Personnel Growth: training improves employee’s ability, knowledge -
and skills and, thus prevents employee’s obsolescence. This makes\
employees growth-oriented,

Areas of training

Knowledge: training at imparting knowledge to employee provides for.
facts information and principles related to his or her job. In generai‘
training imparted in the knowledge area considers three aspeéts;

namely, job context, job content and quality of work.

Technical skills: the training in this area aims at teaching the employees
the physical acts or action like operating a machine, working with a
computer sing the mathematical tools to take decision, etc. it is

somewhat like education training.

Social skills: the raining in this area is boarder in scope embracing many
aspects. This category of training aims at the development of individual
and teamwork. Accordingly, employees are imparted training to acquire
and sharpen such behavioral and human relation skills that help
improve interpersonal relationship, better teamwork and effective

leadership.

Techniques: training in this area involves teaching employees the

manners how to apply knowledge and skills to dynamic situation.

Attitude: this involves orientation or induction programs that help change
the employee attitudes favorable toward the achievement of
organizational goals. Through training programmers employee’s

attitudes are mounded to renders support for the effective completion

12




Phases of training process
Assessment phase

This phase involves identifying training needs, setting training
objectives, and devéloping criteria against which to evaluate the result-
of training program. Training requirements are determined byw
conducting a need analysis. A need analysis is an assessment of an
organizations training needs that is developed by considering overall
organizational requirements, tasks( identified though job analysis)
associated with jobs for which training is needed, and the degree to
which individual are able to perform those tasks effectively.

Training design and implementation phase

This involves determining training methods, developing training
materials, and actually conducting the training. Although formal
classroom training is common, the considerable amount of training is
conducted using on the job training method. With such methods, the
trainee learns while actual performing a job, usually with the help of

knowledgeable trainer.
Evaluation phase

This entails evaluating the results of training in terms of the criteria
developed during the assessment phase. Major ways to evaluate
training include measuring -participant’s reactions to the training to
determine how useful they thought it was, assessing actual learning
(perhaps through tests before and after training), determining the
extent of behavioural change (possibly by having the supervisor or

14




subordinates of a trainee assess changes in the individuals behaviour),

and measuring actual results on the job ( such as increased out put).

Training Methods
There are two broad types of training: on-the-job and off-the-job

techniques.

On-the-job training

On-the-job training is delivered to employees while they perform their
regular jobs. In this way, they do not lose time while they are learning.
On-the-job techniques include orientations, job instruction training,
apprenticeships, internships and assistantships, job rotation and

coaching.

Orientations are for new employees. The first several days on the job
are crucial in the success of new émployees. Orientation tra/'nfng’
should emphasize the following topics:

The company's history and mission.

The key members in the organization.

The key members in the department

Personnel rules and regulations.

Job instruction training (JIT), in this method, a trainer or
supervisor gives instruction to an employee how to perform this job.
This method of training is appropriate for acquisition or improvement

of motor skilled and routine repetitive operations.

15




Job rotation involves moving an employee through a series of jobs.

So, he/ she can get a good feel for the tasks that are associated with

different jobs. It is usually used in training for supervisory-positions.

The employee learhs a little about everything. This is a good strategy .
for small businessés because of the many jobs an employee may be“
asked to do.

Apprenticeships develop employees who can do many differen’t

tasks. They usually involve several related groups of skills that allow

the apprentice to practice a particular trade, and they take place over a

long period of time in which the apprentice works for, and with, the

senior skilled worker. Apprenticeships are especially appropriate for

jobs requiring production skills.

Internships/ assistantships are usually a combination of classroom

and on-the-job training. They are often used to train prospective

managers or marketing personnel.

Programmed learning, computer-aided instruction and

interactive video all have one thing in common: they allow the

trainee to learn at his or her own pace. After the introductory period,

the instructor need not be present, and the trainee can learn as his or
her time allows. These methods sound good, but may be beyond the
resources of some small businesses.

Laboratory training is conducted for groups by skilled trainers. It
usually is conducted at a neutral site and is used by upper- and middle
management trainees to develop a spirit of teamwork and an increased
ability to deal with management and peers. It can be costly and usually

is offered by larger small businesses.

16




Off -the -job training
This is the type of training that can take place outside the
organization in form of Seminars, Conferences, Classroom

instruction and workshops.

Lectures present training material verbally and are used when the
goal is to present a great deal of material to many people. It is more
cost effective to lecture to a group than to train people individually.
Lecturing is one-way communication and as such may not be the most
effective way to train. Also, it is hard to ensure that the entire audience
understands a topic on the same level;, despite these drawbacks,
lecturing is the most cost-effective way of reaching large audiences.
Role playing and simulation are training techniques that attempt to
bring realistic decision making situations to the trainee. Likely proble‘ms\
and alternative solutions are presented for discussion. This method is"
cost effective and is used in marketing and management training.
Audio-visual methods such as television, videotapes and films are
the most effective means of providing real world conditions and
situations in a short time. One advantage is that the presentation is the
same no matter hbw many times it's played. This is not true with-
lectures, which can change as the speaker is changed or can be

influenced by outside constraints.

17




Challenges of Training and Development

There are few challenges that are faced by organizations while
training: ' o

Source:
http:/ /traininganddevelopment.naukrihub.com/(2007).

Many stakeholders - Training involve several inner and outer
stakeholders, in diverse geographic regions and most of the times are

managed in parallel.

Dispersed Locations - Many organizations engage training

consultancies in different geographical regions that adds further

complications to the delivery and scheduling of training. Most of the

times, for different languages which requires a specific resources.

18




Budget Inadequacy budget is one the major constraints to channel
training. Most of the times budget inefficiencies are caused by
duplicate  payments, payments with incorrect vendors, and

decentralized vendor agreement management.

Know how —Randomly applied know-how, unplanned customization
work, lack of standards, and scarcity of capable resources can twirl the
knowledge support of channel training programs into a failure.

Loss of control — loss of control was rated as one of the major
challenges to training. For example, when the organizations are left
with very little or no control over training partner or when it is not able
to keep up with the consistency and quality of training across the
channel.

Coverage - Measuring the results and finding about the training .

consultancy is difficult or impossible to get. These challenges prevent

the organizations to obtain the true insight of training consultancies.

Employment Inefficiencies — Obtaining satisfactory organizational
resources is a constant problem for the organizations but employee
Turnover and inadequate employee training can make the problem;

even more difficult.

Effects of Training on Staff Performance

Training, some would suggest, ha direct effect on employee
performance, the organization productivity, internal quality and
financial outcomes for organizations, by raising the general level of
skills and enhancing the human capital of the organization. This effect
is seemingly independent of the application of quality management
system (Youndt M. A., 1996).

19




The desired long-term impact of training is to improve organizational -
and program perfbrmance and, ultimately, to contribute to thé g
achievemenf of orgtanizational productivity. It is difficult to demonstraté ..
a direct link between training and these long-term results because of
the many factors other than training that are involved.

The Relationship between Training and Staff Performance

Employee performance may be related to numerous factors within the
workplace, such as overall job satisfaction, knowledge, and
management. But there is a definite relationship between training and
performance, as training programs can address numerous problems

that relate to poor performance as seen below (Pachura, 1998): -

Knowledge

Training programs increase an employee's job knowledge. An increase
in job knowledge means that the employee will feel more comfortable
doing his job and will perform at a high level.

Satisfaction |

Job satisfaction can come from feeling comfortable within the
organization, job proficiency and even from the knowledge that an
employee can work hard and get promoted. Training programs can
contribute to all of these factors and lead to more satisfied employees
who perform at exceptional levels.

Innovation

Training employees about the organization, where each employee fits
in the organization and how the organization fits into its overall

industry creates innovation. In other words, employees who have a

20




mental abstraction‘é (words, propositions, images and the like) of"
information can be processed and used. Intelligent learners are better
able to process the abstraction and to do so quickly. Interestingly, it
has become well accepted among researchers that the way human
brains carry out cognitive tasks varies greatly from one culture

to another. Even in similar: cultures, for instance ones in Western
Europe, tests meant to measure cognitive learning abilities in one
society are known to be unable to measure the trait accurately in
others. People who show high levels of cognitive learning may succeed
in the academic setting but may not show higher levels of ability in
daily work situations or in coping with common life challenges.

Training in the cognitive domain stresses improvements in the quality
of thinking activities by moving learners toward achievement of goals.
The trainers role is one of adjusting the learning situation to
enhance the pace of learning and to arrange the sequence of
learning points to suit the material being presented.

Simplification and organization are keys to enhancement of learning in
cognitive training. Many trainers also focus their attention on
building strong motivation into the learning exercise. Typically through
tactics such as gaming and competition, structured recognition and
reward systems, and the like. Other trainers emphasize the
importance of making the learning engaging, especially through
the use of puzzles and other intellectual challenges to the
learner. In the end, the learner controls most of the factors that
influence the success of training. Learners must be encouraged to set
their own objectives and to strive for these goals. In a positive

learning environment, these goals are influenced by the successes of

others in the training group and by the leadership of the trainer.

22




One of the most common types of abstractions included within the
domain of cognition is the ability to learn or .memorize. meanings and
associations of words. This can include what words mean, lists of
words, and so on. It includes any other

kind of learning that involves acquiring facts and knowledge. lacts not
only mean numbers and words, the kinds of things we normally think
of memorizing, but the way that something looks. its color and
appearance. It can include sounds, and other types of impressions
that our senses give us. Cognition might involve such things as the
steps in troubleshooting a piece of equipment, the proper way to

light a set, the procedures for filing budgets in our organization, and so 
on. Beyond mere memorization, cognitive learning also involves
problem-solving, decision- making, and explanation. These are
obviously complex processes, but we can generally define a series
of steps required in each. Take, for example, problem

Solving. ! First, must come an awakening of interest in the problem,
then a review of the issues, an analysis of the problem, tentative :
formulation of explanatiohs or solutions, weighing of these options,
and finally selection of the best option. This is then followed by some
kind of evaluation as the option is exercised .in other words asking,

does the soiution work as expected?

23




Related Studies -

Manu (2004) conducted study of training of firms in chana. The
purpose was to describe selected successful models of training and
development as they apply to firms. Second to describe the selected
methods of needs assessment for training and development programs
for employers and employees. Third to identify selected managerial
technique that contributes to lost productivity and moral. Fourth the
results of this success and suggest recommendation for developing a
comprehensive plan (model) for creation for effective employee
training and development program in chana. This study was conducted
by engaging comprehensive review and critique of existing literature

on training and development model Mann (2004).

Buchanan in ( 2008) in this paper review studies 1964 and may
1968 On laboratory training in human relation and it is use to attempt
to enhance the effectiveness of the organization after some of the
difficulties in conducting such research in this area are considered,
findings are examined as they relate fivr issues in the design and the
application laboratory training , this findings are also compared with
findings from similar review reported by author four years ago, studies
of the influence of the trainees characteristic on the training
effectiveness have focused on the level of the ability necessary to learn
program content, motivational and environmental influence of training
effectiveness have received little attention . This analysis integrated
important motivational and situational factor from organizaticnal
behavior and research into model which describes how traineeél

attributes may influence the effectiveness of the training (Noe 1986)
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CHAPTER THREE

METHODOLOGY

Research Design

This section the researcher describes the nature of the pattern
the research intends to follow. A researcher design is overall plan or
strategy for conducting the research. The study was conducted
through using case study.

The study was conducted through descriptive survey and
correlation research design. A research that uses a survey to obtain a
description of a particular group of individuals is called survey research
design (Gravetter, Forzano 2003). Survey and correlation research
design study are suitable for this study where by rapid data collection
and ability to understand a population from part of it and also

understanding relationships are required

Research Population

The population composed of the different departments in
Telecommunication companies in Mogadishu. Hormoud telecom,
Telcom Somalia, and Nation link. The total target population was 135
employees.

These are the first companies and the only companies which provided
landline and mobile services and the only companies who practices in
human resource management. It is therefore seems appropriate‘for\

selecting them among other companies

26




Table 3. 1: Population of the Study

Telecom Somalia

2 Nation link 70

55

Total 134

100

Sample Size and Sampling Procedure

The study, the researcher selected 100 from 134 target

population, the respondents were drawn from selected private

telecommunication companies.

Sampling Procedure

- The study used simple random sampling technigue. Random

sampling technique is a technique that selects a sample without bias.

The study used Sloven formula to select the respondents of the

study, using the following formula: -

n= N
1+Nx (e) 2
Where;
n = sample size
N = population size

E= level of significance 0.05

For this study:

n= 134
1+135 (0.05)

n=100

27




Research Instrument

A structured and self-administered questionnaire consisting of a
combination of both open and closed questions was developed for the
collection of the required information in this study. It is used since the
study is concerned with variables that cannot be directly observed.

The questionnaires were distributed to all concerned persons.
The questionnaires of closed and open-ended questions were used to
facilitate coding and data analysis. This method of data collection gave
the respondent amble time to fill the questionnaires with the correct

information freely.

A questionnaire is important for collection of items to which a
respondents is expected to react in writing and the purpose is to collect
a lot of information over short period of time and suitable if;

e The population is literate

e Population is large and time is limited

e Information needed can be easily described in writing

Validity and Reliability of the Instruments

Validity and reliability are two important concepts in
acceptability of the use of an instrument for research purposes. In
brief, validity refers to the appropriateness of the instrument while
reliability refers to the consistency in measuring whatever it is intendec{il

to measure. They should normally be established before the research.

The validity of the questionnaire were checked discussing with

expert judgment using linkerts scale namely, not relevant (NR),
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somehow relevant (SR), quite relevant (QR), very relevant (VR), so the
content validity index (CVI), because in the discussion of judgments

was found that all my questions are relevant in the research objectives.

To ensure that data is reliable and valid, a standard test was done.
The reliability test involves a’ test and retest exercise. This means the

instrument was subject to representative sample.

Formula

CV1i=n/N

Where =

CVI =content va_lidi'w index

N = total number of items in questionnaire

N = Number of relevant items on the questionnaire

CVI =09/10= 0.9
The above expression indicates that the number of the questions in
the questionnaire was the above required 0.7 scores, Hence the

instrument used was valid.

Reliability Coefficient (Cronbach Alpha) Formula

The formula used to calculate the Reliability Coefficient
is as follows:

(N/ (N-1)) ((Total Variance - sum of Individual Variance)/
Total Variance)

29




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

Introduction this chapter provides presentation, interpretation
and analysis of data. Presentation and analysis of the collected data
was computed using descriptive statistics frequencies percentages,
mean and correlation. In order to show the distribution of the
respondents on the various question items. Tables were used in the

presentation of data.

Personal Information

The respondents provided the following personal information: -

Table 4. 1: Respondents Gender

Gender of | Frequency Percentage (%)
ReSpondent

Male 75 75

Female 25 25

Total 100 100

Source: Primary Data

From table 4.1, 75% of the respondents were male and 25%
were female. This clearly shows that most employees in

telecommunication companies in Mogadishu — Somalia are male.
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Table 4. 2: Respondents Age

Age of Respondent | Frequency Percentage (%)
15- 20 15 5

21-30 25 25

31 -40 50 50

41 and Above 10 10

Total 100. 100

Source: Primary Data

- In table 4.2; the study findings revealed that, 15% of the.
respondents were aged between 15 and 20 years, 25% were agedk
between 21 and 30, 50% were aged between 31 and 40 and only 10%
were aged 41 and above years. This indicates that most of the
employees with telecommunication companies in Mogadishu — Somalia

are aged between 31 and 40 years of age.

Table 4. 3: Respondents Educational Level

Education Level Fs"eyquency Percentage (%)
Secondary School 4 4

Diploma 31 31

Bachelor Degree 60 60

Master Degree 5 5

Total 100 100

Source: Primary Data

According to Table 4.3, the study findings revealed that, 4% of
the employees had attained secondary level education qualifications,
31% had achieved diploma, 60% had Bachelor degree qualifications,
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and 5% had master degree qualifications. This is a clear indication that
most of the staff in telecommunication companies in Mogadishu -

Somalia has (60%) have acquired bachelor degree qualifications.

Table 4. 4: Respondents Marital Status

Ma;ritaEStatus, . Frequency Percentage (%)
Married 90 90

Single 10 10

Total 100 100

Source: Primary Data
According to Table 4.4; the study findings revealed that most of

the respondents were married (90%), only 10% of the respondents

were single.

Table 4. 5: Respondents Level of Designation

Level of | Frequency Percentage (%)
Designation

Top Management 10 10

Middle Management 61 61

Low Management 29 29

Total 100 100

Source: Primary Data

- Table 4.5 sﬁows that, 10% of the employees were from top :
management, 61% were employees from middle management and

29% were from the low management. This shows that most of the
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staff in telecommunication companies in Mogadishu — Somalia that
were interviewed are under middle management (61%); this means
that they are the majority and could be easily approached 'for\
questioning using any of the methods that the researcher used for data "
collection.

Table 4. 6: Respondents Years of Experience

Years of Experience | Frequency Percentage (%)
1-5