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Abstract: Effective performance of any organization deeply depends on the performance of its employees;
therefore employee training is something unavoidable in the organization and should not be overlooked or
undermined. Drilling companies need well trained, competent and experienced employees to meet their goals
and objectives. The purpose of the study was to analyse the impact of employee training on the performance
of drilling companies in Geita, Shinyanga and Mara Regions in Tanzania and to provide concrete evidence
on the contribution of employee training on performance of drilling companies. The study comprised a sample
size of 219 respondents selected using purposive and simple random sampling techniques. Data collection
was done through the questionnaire administered to the respondents. Data was analysed using descriptive
statistics and results presented using tables. The study results found that employee training has a significant
effect on the performance of drilling companies. However, the study results found lack effective training and
development policies in drilling companies. The study recommended that there is a need for drilling
companies to develop proper and effective training and development policies which will guide their training
procedures also help in the implementation of training strategies.
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1. INTRODUCTION
1.1. Background of the Study

Employee training is one of the vital tools that help to enhance effective organizational performance
and at the same time helps to promote the stability index of the organization. It is very important for
the organization to exert extra efforts and invest much in employee training if it wants to achieve its
objectives in the most economical way.Shaw (2011) defined training as a process that provides
employees with skills,information and understanding of the organization and its goals. Training is a
systematic process, which helps people to learn how to be more effective at work by modifying
knowledge, skills or attitudes through learning experience to achieve effective performance (Buckley
& Caple, 2000).Training is very important in achieving the objectives of the organization by
continuing to view the interest of employees and organization (Stone, 2002).Improved capabilities,
knowledge and skills of the talented workforce have been proved to be the main source of
competitiveadvantage in a global market (McKinsey, 2006).When the organization is unable to
deliver effective training to its employees it is not only the employees who suffer, the impact can be
felt by the organization itself.If someone is not delivering the training in an impressive style and he is
not capturing the attention of the audience it means he is wasting the time(Griffin et al, 2000).
Trainingprimarily focuses on teaching the organizational members how to perform their current jobs
and at the same time help them to acquire the knowledge and skills they need to be effective
performers (Jones, George & Hill, 2000).

Effective training programs help in building a supportive and conducive learning environment to the
workforce and at the same time help them to deal effectively with foreseeable challenges easily and in
time (Tai, 2006). In order for managers to meet the objectives of their employees’ training, they must
understand the benefits of the training to the organization and to the employees, identify the training
needs of the employee and finally have effective training design that lies in the heart of organizational
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objectives. The need and objectives of the training program should be identified before offering
training to employees(Obisi, 2001).Bad training design is nothing but the loss of time and money
(Tsaur & Lin, 2004). It is very important for the organization to design the employee training very
carefully (Armstrong, 2000).Organizations which develop effective training design that based on the
needs of employeesand the organization always get good results (Partlow, 1996). Managers should do
everything possible within their control to develop the capabilities of employees (Brinkerhoff, 2006).
Effective training programs help employees to advance themselves with new technologyand at the
same time gaining full command of the skills and competencies necessary to carry out a specific task
and to avoid mistakes on the job (Gunter Walden, 2011).

Employee training can be on the job training or off the job training, this depends on the decision of
the organization itself on which method meet its training needs and objective on which method meet
its training needs and objective, some organizations prefer on the job training while others prefer off
the job training.It is better for the organizations to give their employees on the job training because it
is cost effective and time-saving (Ruth & Doug 2004). On the job training enable employees to learn
in a practical way (Tom Baum et al., 2007).On-the-job training is useful in developing and practising
specific managerial, leadership, technical, manual and administrative skills needed by the organization
to improve competitiveness (Armstrong, 1998).

1.2. Statement of the Problem

Achieving employee training goals and objectives is a big challenge for many organizations including
drilling companies. The quality of training has been a subject for discussion for many drilling
companies. Today some drilling companies suffer in terms of performance because of the lack of
effective employee training. Performance is the key element to achieve the goals of the organization
(Mwita, 2000).

2. LITERATURE REVIEW
2.1.Employee Training as a Source of Competency

Training enables employees to be competent and more effective in their work. According to Wright
and Geroy (2001), effective training programmes change the competency level of an employee
positively. Mathis and Jackson (2008) argued that training and development are also a means for
employers to address the employees‘ needs. Robert (2006) stated that effective training programmes
help employees to acquire new technology that helps them to perform their job and at the same time
gaining full command on the competencies and skills required to perform that particular job with
fewer errors and mistakes. Relatively, Valle et al, (2000) supported that effective training helps the
organization to build and maintain employee’s capabilities. Jie and Roger (2005) narrated that raining
help the organization to enhance its employee’s abilities and competencies that are needed in the
workplace.

2.2.Employee Training as a Motivation Factor

One of the most important factors that motivate the employee is training. Swart et al. (2005) affirmed
that employees normally perform better when they are given adequate and appropriate training
programs that motivate them and lead them to fulfil their needs. Anonymous (1998) emphasized that
training is essential not only to increase productivity but also to motivate and inspire workers by
letting them know the importance of their jobs and giving them all the information they need to
perform those jobs. Myles (2000) confirmed that a company that seeks to train and develop its
employees and reward them well for their performance makes them motivated by improving their
performance and loyalty to the company.

2.3.Employee Training as a Source of Productivity

In recent years training has been one of the crucial element that plays a vital role in increasing
organizational productivity. Konings and Vanormelingen, (2009) proposed that training is a
fundamental and effectual instrument in the successful accomplishment of the firm's goals and
objectives, resulting in higher productivity. Bartel (2004) opined that effective training programmes
and high productivity on the part of the employee are positively correlated.
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2.4.Employee Training as a Source of Commitment

Ahmad and Bakar (2003) pointed out that if training is achieved on both individual and organizational
level, then it brings a high level of commitment on the part of employees Serkan and Emir (2014)
highlighted that training should be planned in such a way that it results in the commitment of the
organization. Mthokozisi and Clifford (2015) affirmed that commitment of employees is as a result of
some human resource practices such as career development and training opportunities. Eisenberger et
al.(1986) stated that workers feel more committed to the firm when they feel the organizational
commitment towards them and thus show higher performance. Bartlett (2001) opined that companies
can gain a competitive advantage over their opponents by investing in training because training can
enhance employee commitment.

2.5.Employee Training Improved Performance

According to Harrison (2000),learning through training is said to be a key factor in increasing
employees performance, achieving corporate goals and also influencing the performance of the
organization. Swart et al. (2005) suggested that performance gap of employees can be bridged by
implementing a relevant training method in order to develop particular skills and abilities of the
workers thereby enhancing the performance of employees.Chiaburu and Tekleab (2005) commented
that training is a planned intervention aiming at enhancing the elements of individual job
performance. Nguku (2006) contended that that employee training assists employees in acquiring
better skills, knowledge and attitudes towards their better performance.

2.6.Employee Training Increase Job Satisfaction

Amisano (2010) stressed that employee performance depends on many factors like job satisfaction,
knowledge and management. Champathes (2006) advocated that well trained and developed
employees are satisfied with their job hence leads to an increase of the organizational productivity and
profitability. Rowden (2002) emphasized that training may also be an effective tool for improving
one’s job satisfaction. Tsai et al (2007) affirmed that employees who learn as a result of training
program show a greater level of job satisfaction along with superior performance.

2.7.Employee Training as a Source of Retention

Noe (2001) narrated that organizations that embrace training and development practices are able to
retain customers, suppliers, employees, stakeholders and shareholders in the long-run. Kauffman
(2010) argued that when it comes to improving employee retention. it is imperative to use grass-roots
employee involvement program like training in the firm‘s business.

3. RESEARCH METHODOLOGY

The study adopted survey design. The study used purposive and simple random sampling techniques
to select a sample size of 219 respondents from the target population of 484 employees from three
drilling companies in Geita, Shinyanga and Mara regions. The study used the questionnaire to collect
data. Data analysis was done using descriptive statistics such as frequencies and percentages and
results were presented using tables.

4. ANALYSIS AND FINDINGS
Tablel. On the job Training methods/techniques

Frequency Percent Cumulative Percent
Orientation 96 43.8 43.8
Job Rotation 71 32.4 76.3
Coaching 32 14.6 90.9
Project Assignments 20 9.1 100.0
Total 219 100.0

The study sought to know on the job training methods/techniques used by drilling companies to train
their employees. The findings in table 4.1 show that 43.8% of the drilling companies use orientation,
32.4% use job rotation, 14.6% use coaching while 9.1% assign their employees to project assignments
to acquire some skills and knowledge as their own job training methods/techniques.
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Table2. Off the job Training methods/techniques

Frequency Percent Cumulative Percent
Conference and workshops 126 57.5 57.5
Seminars 69 31.5 39.0
Training Institutions 24 11.0 100.0
Total 219 100.0

The study also sought to know off the job training methods/techniques used by drilling companies to
train their employees. The findings in table 4.2reveal that 57.5% of the drilling companies use
conference and workshops, 31.5 % use seminars, while 24% use training institutions as their off job
training methods/techniques.

Table3. Types of employee training offered from 2009 to 2016

Frequency Percent Cumulative Percent
Safety 114 52.1 52.1
General Drilling training 66 30.1 82.2
Leadership and supervision 25 11.4 93.6
Labour law 14 6.4 100.0
Total 219 100.0

The study targeted to know the types of the training that have been offered to employees since 2009 to
2016. The findings in table 4.3demonstrate that 52.1% of the drilling companies have offered safety
training, 30.1% have offered general drilling training, 11.4% have offered leadership and supervision
skills development and only 6.4% of the drilling companies have offered labour law training. This
implies that drilling companies are focusing much on what | call safety and technical training while
less emphasis is put on management training such as labour laws.

Table4. Benefits of employee training to drilling companies

Frequency| Percent | Cumulative Percent
Have competent and self-motivated staff/employees 56 25.6 25.6
Have positive commitment to the company 52 23.7 49.3
Quality service and product 44 20.1 69.4
Employee fill part of the company and stay long 32 14.6 84.0
Trained staff enables the company to maintain its competltlve35 16.0 100.0
advantage
Total 219 100.0

The study wanted to know the benefits of employee training to drilling companies, on this, the
respondents were asked to mention any benefit they believe that comes to the company as a result of
employee training. The findings in table 4.4 depict that 25.6% of the respondents said that through
employee training the company gets competent and self-motivated staff, 23.7% narrated that training
enables employees to have a positive commitment to the company, 20.1% affirmed that training
enables employees to provide quality service and product to the customers/clients. Moreover, the
findings highlight that 14.6% of the respondents advocated that training enables employees to feel that
they are part of the company and this makes them stay longer with the company while 16% postulated
that employee training helps the companies to maintain its competitive advantage. These findings
imply that drilling companies know very well the benefits of employee training on their performance.

5. CONCLUSION

Employee training plays a fundamental role on the performance of drilling companies. The study
highlighted that drilling companies know the benefits of employee training on their performance.
Despite knowing the importance of employee training, drilling companies still lack effective
employee training and development policy also management training such as leadership, supervision
and labour law seems not to be their priorities. The study concluded that drilling company should see
the necessity of having effective employee training and development policy and at the same time
consider management training as one of the important employee training.
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