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ABSTRACT

Purpose: The purpose of this study is to examine the effect of employee training on employee
job satisfaction in Western Uganda with a focus on Mbarara University of science and
technology (MUST).

Methodology: A mixed methods approach and cross-sectional design were used. The study
population were composed of academic and non-academic staff members of MUST. Researchers
were guided by Krejcie and Morgan sample determination table to come up with a sample size of
230, and selected the sample using Simple random sampling technique. Self-administered
Questionnaire and interview guide helped in collection of data; then after collected data were
processed and analysed using SPSS version 20.

Findings: Study results show a significant and moderate positive relationship between on-job
training, off-job training and job satisfaction (r=.381, p<.01) and (r=.308, p<.01) respectively for
on-job training and off-job training.

Unique contribution to theory, practice and policy: The study makes a unique contribution to
human resource training and development literature by providing context-based evidence on the
positive relationship that exist between employee training and job satisfaction in public
institutions in western Uganda. Practitioners in these institutions are anticipated to gain new
insights on the vital role of employee training towards elevating satisfaction levels of staff. The
study recommended that public higher learning institutions in western Uganda re-orient their
strategic focus to training and development needs of their staff if they are to achieve their set
targets. This is justified because this study has found out that such practices help them keep their
staff morale boosted which apparently affects the way they render services to their clients.

Keywords: Employee Training, Job satisfaction, High Learning Institution, Western Uganda.
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1.0 INTRODUCTION

There is no one defined measure to ascertain how an organisation attends to its staff’s training
needs. Different training programs are implemented by different institutions year in, year out
which help in showing individual institutional commitment to attending to their staff capacity
building needs. Such efforts are measured also by the kind of on-job and off-job training
decisions that do not remain in files after approval but, happen to be implemented as planned.
Strategic human resource management literature portray magnificent knowledge and skills set
that such staff-focused institutions benefits from consequent to increases in individual labour
output (Raja & Sal, 2016). Job satisfaction on the other hand refers to the psychological state of
mind that enables an employee to happily contribute his or her efforts towards attainment of
organisational goals (Chandra, 2013). It is the positive perception that employees have towards
assigned tasks, especially originating from the employee’s compulsion of individual contribution
to the job and the job outcomes in form of benefits. According to Chandan and Harish (2017),
job satisfaction exhibits in high labour productivity, low employee turnover and improved
organisational performance.

It’s a common practice today where institutions earmark certain budget percentages for staff
training functions, for purposes of elevating their employee knowledge and skill levels. Quite a
number of studies have dedicated their efforts towards establishing the link between the
knowledge and skills acquired by employees during trainings and their job satisfaction (Martin,
Kolomitro & Lam, 2013). Training programs have been reported by Kanapathipillai and Azami
(2020) to generate positive work attitudes characteristic of good job satisfaction since the
employees easily execute the work assignments considering the capability acquired through
trainings. Mudor and Tooksoon (2011) add to the same voice alleging that once staff have
necessary skills, they render a better personalised service experience since they can patiently
engage more with clients. The study observes that employee training whether conducted at the
work site or away from work site improve the knowledge and skills set of an employee
improving his or her productivity (Bakoti¢, 2016). This shows that despite the differences in the
definition of trainings conducted on the job and those conducted off-work, the benefiting
employee gains work related knowledge and skills is quite essential for keeping him or her
motivated and using appropriate work methods (Vasanthi & Basariya 2019),

Industrial psychology scholars have tended to reveal that certain training methods off-work like
classroom training are fit for permitting acquisition of “knowledge” outcomes, yet trainings
carried out at work premises are better for “skill” outcomes (Pastore & Pompili, 2019). Other
developments in the training debate tend to find trainings conducted off-job largely associated
with employee job satisfaction (Culibrk et al., 2018). According to Culibrk et al (2018), complete
absence of this function would disrupt employees’ productivity mood. The broader assumption is
that if employees are not given training, it increases the probability of engaging in negative work
behaviour (Maria, Jan de Jonge & Taris, 2013). Even when organizational behaviour scholars
still hold some pessimism with regard to determining how off job training practically generate
feelings of job satisfaction, Chen & Cooper, (2014), depict that how staff act and react on the job
and organizational performance outcomes, are interrelated in a complex relationship
acknowledging however that success or enhancement in organizational performance is
influenced by a number of factors. Relatedly, Gielen (2018) enlightens readers on a number of
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factors that link altogether employee training, employee morale, motivation and general
performance behaviour of an individual at work.

Despite the difficulty in quantification of job satisfaction, Culibrk et al., (2018) and Mr6z and
Kaleta (2016) agree that low output, early departure from office, absenteeism and late coming
outward manifestations from an unhappy fellow at work. Indeed, monograph by Adams (1965)
on what drives a person in in his or her life, alludes to expectations aspect. It is assumed that
employees give in their labour and therefore the employer should satisfy all the needs which at
times becomes a source of contention. There is always that tendency to compare inputs and
outputs on the side of the employee that end up directing his or her behaviour in a certain angle.
The hierarchy of needs theory by Maslow (1943) is an attempt to remind institutions to provide
for such needs. That means in the needs network perspective, specific needs that largely alter the
behaviour of employees need to be attended to in a holistic way including attending to needs for
recognition, achievement, advancement, responsibility, and growth anticipated to be key
influencers of job satisfaction (Ajayi, 2019; Victor & Hoole, 2017). This is important because
failure to attend to job satisfaction-related needs, breed unproductive work behaviour Culibrk et
al., (2018); despite disagreement by Fassoulis and Alexopoulos, (2015), who argue that happy
workers are no necessarily more productive across time.

Even when there are divergent views on the correlation between job satisfaction and individual
employee training (Elif, 2019; Maria et al., 2013). There is a position to believe that there are
both internal and external factors that influence the way an employee behaves which human
resource practitioners ought to know and this paper partly alludes to same insight. It’s the same
view emphasised by Timsal, Awais and Shoaib (2016) who push for due consideration of
employees as the most valuable company assets and therefore the imperative for attending to
their training needs since benefits of the same are enormous to both employees and organisations
(Saraf, 2017). The disagreements on the kind of the association between employee training
concept and job satisfaction, where some find a positive association yet others bias training in
causing desired work behaviour shows inconclusiveness which partly justified this study.

1.1 Problem statement

It is always in the interests of consumers of both, services of public and private institutions to
receive better service delivery. However, this is not attainable if the level of public sector
employees’ job satisfaction is still low (Bwanika, 2011). This has persisted despite the
introduction of multiple public sector reforms aimed at improving productivity of all public
servants. The study problem draws from empirical observations which consistently reveal low
performance of public servants vis-a-vis their private sector counterparts. In a study by Makmot
(2012) on employee job satisfaction between private and public sector, 33.9% of employees in
public sector were satisfied with their jobs compared to 59.8% in private sector. Why the public
sector employees are exorbitantly unsatisfied with their current jobs remain unexplained. Yet,
private sector employees in Uganda were found to offer 6.6 man hours per day compared to 4.9
hours by public sector employees revealing low man hours in public sector showing a low job
satisfaction among public servants. It has been reported that at MUST, job satisfaction has not
been good exemplified by not meeting work targets related to publication, not offering needed
man-hour per day, resentment to work beyond normal hours, and funds misappropriation
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(MUST, Annual Budget Performance Report, 2017/18; MUST, Three Years Strategic Plan,
2017/18-2019-20).

1.2 Purpose of the study

The study examined the relationship between training of employee and job satisfaction in
Western Uganda with a focus on Mbarara University of science and technology.

2.0 LITERATURE REVIEW
2.1 Theoretical framework
2.1.1 Discrepancy theory

Job satisfaction theories emphasise individual needs and satisfaction factors that cause to act and
behave in a certain way. Locke (1969) as quoted in Jiang, Klein and Saunders (2011) developed
the discrepancy theory and suggested that a person's job satisfaction comes from what they feel
is important rather than the fulfilment or fulfilment of their needs. Discrepancy theory suggests
that dissatisfaction will occur when a person receives less than what they want. This theory
focuses on factors in the person who reinforce, direct, support, and stop their behaviour. The
theory advances that for purposes of working towards minimising such feelings of displeasure
among staff, their needs that they regard most important have to be thoroughly attended to
(Jiang, Klein & Saunders, 2011). It is anticipated that once training programs designed match
well with training needs of staff, certain undesired behaviours like early departures from office,
late coming, and absenteeism which are outside manifestations of job dissatisfaction cease (Mr6z
& Kaleta, 2016).

2.2 Conceptual framework
A conceptual framework showing how employee training influences job satisfaction.
EMPLOYEE TRAINING JOB SATISFACTION

On-job Training
e  Mentorship/Coaching,
e  Job rotation/transfers, ) e Man hours
e  Seminars and conferences, e Turnover

o Willingness to work beyond normal
> hours

L e Achievement of work targets

Off-job Training
e  Special courses and
lectures

e  Team work

Figure: 1 Conceptual framework
2.3 Empirical review

From the discrepancy theory perspective, and other empirical literature, researchers start to see
that a certain relationship exists between employee training and job satisfaction. However, mixed
results in the same studies are reported. When Nguyen and Duong (2020) for example
investigated job satisfaction and training in Vietnam, positive effects were reported. An attempt
to study same concepts in Serbia by Culibrk et al., (2018) also found out a positive and
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significant association. Similar studies include one by Farooq and Aslam (2011), Hanif (2013)
and Amos and Natamba (2015) who found training conducted off-work affecting positively job
satisfaction of employees. They are driven by the notion that way-from-work trainings impact
tremendously the skills and knowledge of employees solving their skills deficiency problem.
Additionally, Vasanthi et al., (2019) while studying job satisfaction and on-job training in a
manufacturing industry in Chennai report positive effects. They find training conducted on-site
quite beneficial since they use workplace tools, equipment, machines that are already existing
which saves the organisation from incurring extra costs. Similar results are reported by Watson
et al., (2018) and Timsal, Awais and Shoaib (2016) found on-job training as an important source
of capabilities that influence employee’s feelings towards his or her work thus job satisfaction.

On the contrary however, an exploratory study conducted in Pakistan by Ahmad (2010) reported
negative effects. Employee training was found not to directly affect an employee’s job
satisfaction levels. Also, Pastore and Pompili (2019) and Chen and Cooper (2014) express
reservation when it comes to linking training off site with knowledge outcomes and job
satisfaction. They argue that their relationship if at all exists could be confined to specific
localities or even difficult to determine. Other scholars tend to link trainings conducted off-site to
mere verbal comprehension which they base to refute their effects on employee’s behaviour in
short run (Card, Kluwe & Weber, 2010). Besides, Halawi and Haydar (2018) observe no benefits
from on-job- training. Different studies as indicated previously have results that are
contradictory. This is an indication of the need for continued discussion which this study aimed
to achieve by investigating employee training and job satisfaction in a public institution located
in Western Uganda.

This study in line with the above literature review hypothesised as follows:

H1: On-job Employee Training is positively associated with job satisfaction of employees
H2: Off-job Employee Training is positively associated with job satisfaction of employees
3.0 RESEARCH METHODOLOGY

Mixed methods approach and cross-sectional design were adopted. The study population was
composed of both teaching staff and non-teaching employees at Mbarara University of Science
and Technology. Using simple random sampling and purposive, researchers were able to select
230 respondents, a sample size that was determined using Krejcie & Morgan (1970) sample
determination table. The study used structured questionnaire and interview guide to collect data
(Szolnoki & Hoffmann, 2013). Mbarara University of science and technology was selected partly
because it is one of the leading public higher learning institutions in western Uganda. Just like
other academic institutions offering various degrees, the university has enabled Uganda to join
global knowledge community and gaining a ground in other knowledge economies besides
becoming a source of competent manpower (Valavanidis & Vlachogianni, 2013).

Prior studies on employee training and job satisfaction guided the operationalization (Culibrk et
al., 2018; Watson et al., 2018; Steptoe-Warren, 2013). Efforts were made by researchers to pre-
test the questionnaire and interview guide using ten academic and industry experts. On the basis
of the fact that a five point likert scale guarantees better data distribution, it was used in this
study and were able to measure respondents’ perceptions where 5 represented strongly agree, and
1 represented strongly disagree (Leung & Lee, 2011). Confidentiality of respondents was

5
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ensured by using dummy names instead of real names in reporting qualitative voices. The study
confirmed the instrument validity and reliability through Cronbach’s Alpha values and content
validity index as shown in table 1.

Table 1: Cronbach’s Alpha values and CVI confirming instrument validity and reliability.

Cronbach's No of No of items Remainder
Variable CVI Alpha items deleted
On Job Training Methods 782 . 743 31 4 27
Off Job Training Methods 801 723 08 1 07
Job Satisfaction 124 821 14 3 11

Source: Primary Data (2022)

The study estimated the relationships using Pearson Correlation and Linear Regression
(Tabachnick & Fidell, 2007).

4.0 RESEARCH FINDINGS AND DISCUSSION
4.1 Demographics

Results from table 2 indicate that a big number (80 %) from the 230 studied samples were males
whose age ranged from 18 to 27(41.7%) which shows that data used were given by respondents
who were not young. Education wise respondents studied had obtained their Master Degrees
(50.4%), and again a big majority (60%) were married, and their job tenure were far above five
years (47.4), which shows good work experience. Again, the majority (88.3) were senior
managers.

Table 2: Respondent Demographics

Variable %
Respondent age 41.7
28-37 25.7
38-47 18.3
48-57 14.3
Respondents’ Gender

Male 80.0
Female 20.0
Respondent’s marital status

Married 60.0
Single 39.1
Widowed 0.90
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Education level of respondents

PhD 10.4
Masters 50.4
Bachelors 39.2
Length of service of respondents

Below 1 year 2.2
1-2 years 10.8
3-5 years 39.6
Over 5 years 47.4
Position held by the respondent

Top Management 11.7
Senior managers 88.3

4.2 Regression results for on job training and job satisfaction

Table 3: Regression model summary for on job training and job satisfaction

Model R R Square Adjusted R Square Std. Error of the Estimate
1 3812 145 141 16792

a. Predictors: (Constant), On the job training

Source: Primary Data (2022)

Study results as indicated in table 3 shows that on job training had a positive and significant
association with job satisfaction (r = 0.381, p < 0.01) confirming the study hypothesis H1. It
implies that training conducted on-site positively influence employees’ mood reminding
managers to always allocate a big budget for it annually. This finding is reinforced by one of the
qualitative respondents “...... The training received here at work has been instrumental in
enabling me to achieve my work targets [...... ] above all I feel happier for their training support
since me and my supervisors have good relations [....... ] I owe all this from knowledge and
skills acquired in many workshops and seminars that | attend here at work” (A female non-

teaching staff respondent, Case 6).

4.3 Regression analysis for off-job training and job satisfaction

Table 4: Regression model summary for off job training and job satisfaction

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .308? .095 .091 17276

a. Predictors: (Constant), Off the job training

Source: Primary Data (2022)
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As indicated in table 4, study findings show that off job training had a positive and a significant
relationship with job satisfaction (r = 0.308, p < 0.01), which helped in confirming hypothesis
H2. This model results imply that a unit change in off-job training program implementation
yields positive effect on job satisfaction including individual employee’ willingness to stay
longer, to work more hours, achieve sets targets and increase team spirit.

4.4 Discussion of findings

It was confirmed in this study that on-job just like off job trainings affect positively job
satisfaction of employees. Researchers established that various employee training methods were
used including: mentorship, job rotation, seminars and conferences, and transfers for the on job
training programs and lecturers and special courses for the off job training programs. Despite this
however respondents had varied views when it came to giving their opinions of which training
methods impacted on their work mood or job satisfaction. For example; the view of a male
respondent case number 1 reflects this, “I find trainings off-work very much helpful [......... ]I
am at least a way from work and family stress, it helps me to gain more in terms of new
knowledge and skills than when | attend trainings organised at work. | find these trainings
making tremendous changes in my ability to deliver thus feel better and happy”.

The views held by a female non-teaching staff respondent, Case 6; were supportive to on job
training: Thus; “The trainings received here at work have been instrumental in enabling me
achieve my work targets [........ ] above all I feel happier for their training support since me and
my supervisors have good relations/........ ]1 owe all this from knowledge and skills acquired in
many workshops and seminars that I attend here at work”

From the quantitative and qualitative findings, it is more apparent that on-job and off job training
are key for employees to maintain a balance of feeling well while executing their duties. This all
is in agreement with various scholarly works, including Sri Dhurgah et al., (2018) who
acknowledge such trainings enriches the staff with specific know how, which solves a hitherto
performance deficiency and increases his or her confidence at work. Related views are shared by
Sajitha, (2015), who associate employee training with gaining right attitudes towards work life.
Moreover, African countries are seen develop only if they pay close attention to their various
capacity building needs (DeCorby-Watson et al., 2018). Considering the volatility that
characterise most business environment today, training which raises knowledge and skills levels
of staff, prepares the institution to overcome competition challenges, thanks to its capable staff
who are innovative. The knowledge, skills, ability, competencies and behaviour are such tools
for confronting forces of change (Jehanzeb & Bashir, 2013).

5.0 CONCLUSION AND MANAGERIAL IMPLICATIONS

The study findings lead researchers to conclude that continued expenditure on employee training
programs for purposes of elevating job satisfaction levels of staff is justified for public
institutions. This feeling was found to positively affect their willingness to stay long, work more
hours, achieve set targets and increase among them team spirit. As public higher learning
institutions attend to their employees’ training needs, they become more knowledgeable, skilled,
competent, and are able to face demands of the changing world with ease.

The study findings extract the need for managers to appreciate the vital role that trainings
conducted on-site and those conducted off-site have for their employees in terms of raising their
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knowledge and skills. Human resource personnel in Western Uganda’s public institutions are
called upon to have a formal focus on not only short term but also long-terms skills acquisition if
they are to minimise possibilities for low performance emanating from knowledge and skills
deficiency. In depth interviews revealed that supervisors are not formally trained on how to
appraise their subordinates. On the basis of this observation, the study challenges top
administration to reconsider staff performance appraisal approaches that have direct influence on
job satisfaction and performance.

6.0 RECOMMENDATIONS

Researchers recommend that public institutions in Western Uganda should consider on-job
training’s significance towards enabling their employees’ acquisition of job-related skills that
enable them deliver better. Trainings conducted away from work environment have also been
found to positively impact on employee’s job satisfaction levels. From this finding, the study
recommends also that higher learning institutions orient their employee knowledge and skills
management focus to trainings conducted away from work. Lastly, they should allocate
sufficient budget to both trainings conducted at work and those conducted away from work
setting since they have been found to yield results in terms of enabling employees to attain
pertinent work skills which enable them to happily perform assigned tasks.

6.1 LIMITATIONS AND AREAS FOR FUTURE RESEARCH

This study used employee training as the only predictor of job satisfaction using cross-sectional
data. Moreover, the study centred on one institution in Mbarara City. Future research may use
other predictors of job satisfaction and study on-job and off-job training trends to see whether the
effects would be different on job satisfaction in a non-academic institution in a different country

REFERENCES

Adams, J. S. (2005). Equity theory and Organizational behaviour: Essential theories of
motivation and leadership, 134-159.New York;
https://www.mindtools.com/pages/article/newLDR_96.htm

Ajayi, S. (2019). Motivational Drives and Employee Performance: Evidence from Selected
Universities in Nigeria. Ogun State.Available at SSRN 3335829;

Ahmed, 1. (2010). Effects of Motivational factors on Employees Job Satisfaction: A case study
of University of the Punjab, Pakistan. International Journal of Business and
Management, 5(3). doi:10.5539/ijbm.v5n3p70

Amos, K. J., &Natamba, B. (2015). The Impact of Training and Development on Job
Performance in Ugandan Banking Sector. Journal on Innovation and Sustainability.
RISUS ISSN 2179- 3565, 6(2), 65-71; DOI: 10:24212/2179-3565.2015V612P65-71

Bakoti¢, D. (2016). Relationship between job satisfaction and organisational performance,
Economic Research-Ekonomska Istrazivanja, 29:1, 118-130, DOI:
10.1080/1331677X.2016.1163946

Bell, E., Bryman, A., & Harley, B. (2018). Business research methods. Oxford university press.
https://global.oup.com/ukhe/product/business-research-methods-
97801988098767cc=ug&lang=en&



file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
https://www.mindtools.com/pages/article/newLDR_96.htm
https://global.oup.com/ukhe/product/business-research-methods-%20%0d%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%209780198809876?cc=ug&lang=en&
https://global.oup.com/ukhe/product/business-research-methods-%20%0d%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%209780198809876?cc=ug&lang=en&
https://global.oup.com/ukhe/product/business-research-methods-%20%0d%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%209780198809876?cc=ug&lang=en&

=
European Journal of Human Resource AJ P @

ISSN 2520-4697 (Online)
Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Card, D., J. Kluwe and A. Weber (2010). Active Labour Market Policy Evaluations: A Meta-
Analysis. Economic Journal, 120(548);
https://EconPapers.repec.org/RePEc:nbr:nberwo:16173

Chandan, C.B., & C. Harish, (2017). Handbook of Research on Human Factors in
Contemporary Workforce Development. 1GI Global

Chen, P.Y., & C. Cooper (2014). Wellbeing: A Complete Reference Guide, Work and
Wellbeing. John Wiley & Sons; www.wiley-vch.de/en/areas-interest/humanities-social-
sciences/wellbeing-a-complete-reference-

Chen, T.Y., Chang, P.L. and Yeh, C.W. (2004). A study of career needs, career development
programs, job satisfaction and the turnover intensity of R & D personnel. Career
Development International, VVol. 9 No. 4, pp. 424-37,
https://doi.org/10.1080/0958519032000106182

Culibrk, J., M.Delic., S. Mitrovic and D. Culibrk, (2018). Job satisfaction, organisational
Commitment and Job Involvement: The mediating role of job involvement.
Front.Psychol. DOI: 10.3389/fpsyg.2018.00132

DeCorby-Watson, K., Mensah, G., Bergeron, K., Abdi, S., Rempel, B., & Manson, H.
(2018). Effectiveness of capacity building interventions relevant to public health
practice: a systematic review. BMC Public Health, 18(1). doi:10.1186/s12889-018-5591-
6

Duan, W., Ho, S. M. Y., Tang, X,, Li, T., & Zhang, Y. (2013). Character strength-based
intervention to promote satisfaction with life in the Chinese university context. Journal of
Happiness Studies, 15, 1347-1361,
https://link.springer.com/article/doi:10.1007/s10902-013-9479-y

Elif, B. (2019). Handbook of Research on Positive Organizational Behaviour for Improved work
place Performance. 1GI Global;
acikerisim.medipol.edu.tr/xmlui/handle/20.500.12511/4942%locale-attribute=en

Evans, J. R., & Jack, E. P. (2003). Validating Key Results Linkages in the Baldrige Performance
Excellence Model. Quality Management Journal, 10(2), 7—
24. doi:10.1080/10686967.2003.11919060

Faroog, M., & M. A. Khan, (2011). Impact of training and feedback on employee performance.
Far East Journal of Psychology and Business, 5(1), 23-33;
https://EconPapers.repec.org/RePEc:fej:articl:v:5a:y:2011:i:2:p:23-33

Fassoulis, K., & Alexopoulos, N. (2015). The workplace as a factor of job satisfaction and
productivity. Journal of Facilities Management, 13(4), 332—-349. doi:10.1108/jfm-06-
2014-0018

Field, A. (2009). Discovering Statistics Using SPSS. 3rd Edition, Sage Publications Ltd.,
London; https://www.betterworldbooks.com/product/detail/discovering-statistics-using-
spss-3rd-edition-1847879071

10


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
https://econpapers.repec.org/RePEc:nbr:nberwo:16173
http://services.igi-global.com/resolvedoi/resolve.aspx?doi=10.4018/978-1-5225-2568-4&buylink=true
https://books.google.co.ug/url?id=A0zHCgAAQBAJ&pg=PA118&q=http://www.wiley.com&linkid=1&usg=AFQjCNEs0B7PUb0bRXCx5QOfOemsEE4qcQ&source=gbs_pub_info_r
http://www.wiley-vch.de/en/areas-interest/humanities-social-sciences/wellbeing-a-complete-reference-
http://www.wiley-vch.de/en/areas-interest/humanities-social-sciences/wellbeing-a-complete-reference-
https://doi.org/10.1080/0958519032000106182
https://doi.org/10.3389/fpsyg.2018.00132
https://link.springer.com/article/doi:10.1007/s10902-013-9479-y
https://books.google.co.ug/url?id=lGqtDwAAQBAJ&pg=PA207&q=http://www.igi-global.com&linkid=1&usg=AFQjCNFx4k7xUssG-TbQ6Q5sefqRV34X6A&source=gbs_pub_info_r
https://econpapers.repec.org/RePEc:fej:articl:v:5a:y:2011:i:2:p:23-33
https://www.betterworldbooks.com/product/detail/discovering-statistics-using-spss-3rd-edition-1847879071
https://www.betterworldbooks.com/product/detail/discovering-statistics-using-spss-3rd-edition-1847879071

European Journal of Human Resource

AIPE
ISSN 2520-4697 (Online)

Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Gielen, A.-J. (2018). Exit programmes for female jihadists: A proposal for conducting realistic
evaluation of the Dutch approach. International Sociology, 33(4), 454—
472. doi:10.1177/0268580918775586

Gould-Williams, J. (2003). The importance of HR practices and workplace trust in achieving
superior performance: A study of public-sector organizations. The International
Journal of Human Resource Management, 14(1), 28—

54. doi:10.1080/09585190210158501

Halawi, A., & Haydar, N. (2018). Effects of Training on Employee Performance: A Case Study
of Bonjus and Khatib & Alami Companies. International Humanities Studies, Vol. 5(2),
https://www.researchgate.net/publication/325420167 Effects of Training_on_Employee

Performance

Halidu, S.G, (2015). The Impact of Training and Development on Workers’ Productivity. Review
Pub Administration Manag 3: 160. doi:10.4172/2315- 7844.1000160

Hanif, F. (2013). Impact of training on employee's development and performance in hotel
industry of Lahore, Pakistan. Journal of business studies quarterly, 4(4), 68;
https://www.academia.edu/36265825/Impact_of Training_on_Employees_Development

and_Performance_in_Hotel _Industry of Lahore Pakistan

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between
employee satisfaction, employee engagement, and business outcomes: A meta-
analysis. Journal of Applied Psychology, 87(2), 268—

279. https://doi.org/10.1037/0021-9010.87.2.268

He, P., Findley,H. & Wheatley,R. (2014). The effects of training on job satisfaction and service
quality among temporary employees: the mediating role of affective commitment.
Journal of Management and Marketing Research, Volume 21,
https://www.aabri.com/manuscripts/162529.pdf

Jehanzeb, K.,& N.A. Bashir (2013). Training and Development Program and its Benefits to
Employee and Organization: A Conceptual Study. European Journal of Business and
Management, VVol.5, No.2; https://iiste.org/Journals/index.php/EJBM/article/view/3947

Jiang, J. J., Klein, G., & Saunders, C. (2011). Discrepancy Theory Models of Satisfaction in IS
Research. Integrated Series in Information Systems, 355-381. doi:10.1007/978-1-
4419-6108-2_18

Judge, T. A., Locke, E.A., Durham, C.C., & Kluger, A. N. (1998). Dispositional effects on job
and life satisfaction: The role of core self-evaluations. Journal of Applied Psychology, 83,
17-34; iaap-journals.onlinelibrary.wiley.com/doi/pdf/10.1111/j.1464-0597.2007.00318.x

Kanapathipillai,K., & Ferdous Azami, S.M. (2020). The impact of employee training programs
on job performance and job satisfaction in the telecommunication companies in Malaysia.
European Journal of Social Sciences Studies, Vol,4, Issue,3;
Doi:10.46827/ejhrm.v4i3.857

11


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
https://www.researchgate.net/publication/325420167_Effects_of_Training_on_Employee_Performance
https://www.researchgate.net/publication/325420167_Effects_of_Training_on_Employee_Performance
https://www.academia.edu/36265825/Impact_of_Training_on_Employees_Development_and_Performance_in_Hotel_Industry_of_Lahore_Pakistan
https://www.academia.edu/36265825/Impact_of_Training_on_Employees_Development_and_Performance_in_Hotel_Industry_of_Lahore_Pakistan
https://psycnet.apa.org/doi/10.1037/0021-9010.87.2.268
https://www.aabri.com/manuscripts/162529.pdf
https://iiste.org/Journals/index.php/EJBM/article/view/3947

=
European Journal of Human Resource AJ P @

ISSN 2520-4697 (Online)
Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Kanelopoulos, C. and Akrivos, C. (2006). Career development in Greek management. Spoudai,
Vol. 56 No. 1, pp. 79-106;
citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.684.9465&rep=repl&type=pdf

Khan, R. A. G., Khan, F. A., & Khan, M. A. (2011). Impact of training and development on
organizational performance.Global Journal of Management and Business Research,

11(7).

Kong, C.S., T.L. Wong., M. Yang., C.F. Chow & K.H. Tse (2017). Emerging Practices in
Scholarship of Learning and Teaching in Digital Era. Springer;
https://www.springer.com/gp/book/9789811033421

Krejcie, R.V., & Morgan, D.W. (1970). Determining Sample Size for Research
Activities. Educational and Psychological Measurement, 30, 607-610;
https://psycnet.apa.org/record/1971-03263-001

Leung, L., & P, S.N. Lee, (2011). The influences of information literacy, internet addiction and
parenting styles on internet risks. New Media & Society, 14(1), 117—
136. doi:10.1177/1461444811410406

Manuti, A., Pastore, S., Scardigno, A. F., Giancaspro, M. L., & Morciano, D. (2015). Formal and
informal learning in the workplace: a research review. International Journal of
Training and Development, 19(1), 1-17. doi:10.1111/ijtd.12044

Maria C.W. P., Jan de Jonge, T. & Taris, W. (2013). An Introduction to Contemporary Work
Psychology. John Wiley & Sons; www.wiley.com/en-
ai/An+Introduction+to+Contemporary+Work+Psychology-p-9781119945529

Martin, B. O., Kolomitro, K., & Lam, T. C. M. (2013). Training Methods. Human Resource
Development Review, 13(1), 11-35. doi:10.1177/1534484313497947

Maslow, A.H. (1943). A Theory of Human Motivation. Psychological Review, 50, 370-
396; https://doi.org/10.1037/h0054346

Mbarara University of Science and Technology (MUST), (2018). Annual Budget Performance
Report, 2017/18. Retrived from
https://budget.go.ug/sites/default/files/National%20Budget%20docs/Annual%20Budget%
20Performance%20Report%20%28 ABPR%29%20FY %202017-18.pdf

Mbarara University of Science and Technology (MUST), (2020). Three Years Strategic Plan,
2017/18-2019-20; Retrieved from
https://www.must.ac.ug/downloads/3YearStrategicPlanMUST .pdf

Mréz, J., & K. Kaleta, (2016). Relationships between personality, emotional labor, work
engagement and job satisfaction in service professions. International Journal of
Occupational Medicine and Environmental Health, 29(5), 767-782;
pubmed.ncbi.nim.nih.gov/27518886

12


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
https://www.springer.com/gp/book/9789811033421
https://psycnet.apa.org/record/1971-03263-001
https://books.google.co.ug/url?id=IQDVAAAAQBAJ&pg=PA331&q=http://www.wiley.com&linkid=1&usg=AFQjCNEs0B7PUb0bRXCx5QOfOemsEE4qcQ&source=gbs_pub_info_r
http://www.wiley.com/en-ai/An+Introduction+to+Contemporary+Work+Psychology-p-9781119945529
http://www.wiley.com/en-ai/An+Introduction+to+Contemporary+Work+Psychology-p-9781119945529
https://psycnet.apa.org/doi/10.1037/h0054346
https://budget.go.ug/sites/default/files/National%20Budget%20docs/Annual%20Budget%20Performance%20Report%20%28ABPR%29%20FY%202017-18.pdf
https://budget.go.ug/sites/default/files/National%20Budget%20docs/Annual%20Budget%20Performance%20Report%20%28ABPR%29%20FY%202017-18.pdf
https://www.must.ac.ug/downloads/3YearStrategicPlanMUST.pdf

=
European Journal of Human Resource AJ P @

ISSN 2520-4697 (Online)
Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Mudor, H. and P. Tooksoon, (2011). Conceptual framework on the relationship between human
resource management practices, job satisfaction, and turnover. Journal of Economics and
Behavioral Studies. 2(2), 41-49;
ojs.amhinternational.com/index.php/jebs/article/view/220

Nguyen, C., & Duong, A. (2020). The Impact of Training and Development, Job Satisfaction and
Job Performance on Young Employee Retention. International Journal of Future
Generation Communication and Networking, Vol. 13, No. 3, (2020), pp. 373 — 386;
d0i:10.1567/s10008-012-9199-6

Ostroff, C. (1992). The relationship between satisfaction, attitudes, and performance: An
organizational level analysis. Journal of Applied Psychology, 77, 963-974;
https://sciendo.com/downloadpdf/journals/czoto/2/1/article-p18.xml

Pastore, F., & M. Pompili, (2019). Assessing the Impact of Off- and On-TheJob Training on
Employment Outcomes: A Counterfactual Evaluation of the PIPOL Program. IZA —
Institute of Labor Economics, IZA DP No. 12074;
www.iza.org/publications/dp/12074/assessing-the-impact-of-off-and-on-the-job-training-

on-emplo

Patanakul, P. (2014). Managing large-scale IS/IT projects in the public sector: Problems and
causes leading to poor performance. The Journal of High Technology Management
Research, 25(1), 21-35. doi:10.1016/j.hitech.2013.12.004

Raja, M., & Sal, A. (2016). The Impact of Training and Development on Employees
Performance and Productivity. International Journal of Management Sciences and
Business Research, Vol. 5, Issue 7, July 2016, Available at
SSRN: https://ssrn.com/abstract=2849769

Ravaghi, H., Mannion, R.& Sadat Sajadi, H. (2017). Organisational Failure and Turnaround in
Public Sector Organisations: A systematic review of Evidence. Medical Journal of the
Islamic Republic of Iran, 10.14196/mjiri.31.76

Ryan, A. M., Schmit, M. J., & Johnson, R. (1996). Attitudes and effectiveness: Examining
relations at an organizational level. Personnel Psychology, 49(4), 853—
882. https://doi.org/10.1111/j.1744-6570.1996.tb02452.x

Sajitha, B. (2015). The Imperative of Skills Development for the Structural Transformation of
Sub-Saharan Africa: Potential for China-World Bank-Africa Collaboration. World Bank,
Washington, DC. © World Bank.
https://openknowledge.worldbank.org/handle/10986/22380 License: CC BY 3.0 IGO.

Sanjaya, L. (1999). Competing with labour: skills and competitiveness in developing countries.
International Labour Organization; ISBN 92-2-111800-2; Retrieved from
http://www.ilo.int/wcmsp5/groups/public/---
ed_emp/documents/publication/wcms_123613.pdf

13


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
https://sciendo.com/downloadpdf/journals/czoto/2/1/article-p18.xml
http://www.iza.org/publications/dp/12074/assessing-the-impact-of-off-and-on-the-job-training-on-emplo
http://www.iza.org/publications/dp/12074/assessing-the-impact-of-off-and-on-the-job-training-on-emplo
https://ssrn.com/abstract=2849769
https://dx.doi.org/10.14196%2Fmjiri.31.76
https://psycnet.apa.org/doi/10.1111/j.1744-6570.1996.tb02452.x
http://www.ilo.int/wcmsp5/groups/public/---ed_emp/documents/publication/wcms_123613.pdf
http://www.ilo.int/wcmsp5/groups/public/---ed_emp/documents/publication/wcms_123613.pdf

=
European Journal of Human Resource AJ P @

ISSN 2520-4697 (Online)
Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Saraf, P. (2017). On-the-job training: returns, barriers to provision, and policy implications
(English). Policy Research working paper; no. WPS 8090; WDR 2018 background
paper.Washington, D.C.:World Bank Group.
http://documents.worldbank.org/curated/en/215081496860711954/On-the-job-training-
returns-barriers-to-provision-and-policy-implications

Schneider, B., Hanges, P. J., Smith, D. B., & Salvaggio, A. N. (2003). Which comes first:
Employee attitudes or organizational financial and market performance? Journal of
Applied Psychology, 88(5), 836-851. https://doi.org/10.1037/0021-9010.88.5.836

Slavich, G. M., & Zimbardo, P. G. (2012). Transformational Teaching: Theoretical
Underpinnings, Basic Principles, and Core Methods. Educational Psychology Review,
24(4), 569-608. d0i:10.1007/s10648-012-9199-6

Spehar, 1., Forest, J.& Stenseng, F. (2016). Passion for Work, Job Satisfaction, and the Mediating
Role of Belongingness. Scandinavian Journal of Organizational Psychology, 8 (1);
file:///C:/Users/user/Downloads/Spehar_Forest_Stenseng_2016 Passion_for_work job s
atisfaction_and_the mediating_role_of belongingness.pdf

Sri Dhurgah, D. V. G., Hassan, A., Shashveena, T. V. G., Baker, R., Yunus, W., & Norazman, .
(2018). The Effect of Training on Job Satisfaction: A Review Paper. Management
Faculty, University Teknology Malaysia, ISBN 978-967-15950: 137- 140;
https://www.academia.edu/37167151/The Effect of Training_on_ Job_Satisfaction A_R

eview_Paper

Steptoe-Warren, G. (2013). Occupational Psychology: An Applied Approach [online] Harlow:
Pearson. available from https://locate.coventry.ac.uk/primo-
explore/fulldisplay?docid=COV_ALMA2137394840002011&context=L&vid=COV_VU
1&search _scope=LSCOP_COV&tab=local&lang=en US

Swart, J., Mann, C., Brown, S. and Price, A. (2005). Human Resource Development: Strategy
and Tactics, Elsevier Butterworth-Heinemann Publications, Oxford;
https://researchportal.bath.ac.uk/en/publications/human-resource-development-strateqy-
and-tactics

Szolnoki, G., & Hoffmann, D. (2013). Online, face-to-face and telephone surveys—Comparing
different sampling methods in wine consumer research. Wine Economics and Policy,
2(2), 57-66. doi:10.1016/j.wep.2013.10.001

Tabachnick, B.G. & Fidell, L.S. (2007). Using Multivariate Statistics. 5™ Edition, Pearson
Education, Inc, Boston; https://dl.acm.org/doi/10.5555/1213888

Taylor, J. and J. Westover, (2011). Job Satisfaction in the Public Service: The Effects of Public
Service Motivation, Workplace Attributes and Work Relations, Public Management
Review, 13, 4, 731-751; https://doi.org/10.1080/14719037.2010.532959

Timsal,A., M. Awais, & O. Shoaib (2016). On job Training and Its Effectiveness: An Employee
Perspective. South Asian Journal of Banking and Social Sciences, Vol. 02, No.01 (2016),
ISSN: 2410-2067;
https://www.researchgate.net/publication/305699923 On_job_Training_and_Its Effectiv
eness_An_Employee Perspective

14


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
http://documents.worldbank.org/curated/en/215081496860711954/On-the-job-training-returns-barriers-to-provision-and-policy-implications
http://documents.worldbank.org/curated/en/215081496860711954/On-the-job-training-returns-barriers-to-provision-and-policy-implications
https://psycnet.apa.org/doi/10.1037/0021-9010.88.5.836
file:///C:/Users/user/Downloads/Spehar_Forest_Stenseng_2016_Passion_for_work_job_satisfaction_and_the_mediating_role_of_belongingness.pdf
file:///C:/Users/user/Downloads/Spehar_Forest_Stenseng_2016_Passion_for_work_job_satisfaction_and_the_mediating_role_of_belongingness.pdf
https://www.academia.edu/37167151/The_Effect_of_Training_on_Job_Satisfaction_A_Review_Paper
https://www.academia.edu/37167151/The_Effect_of_Training_on_Job_Satisfaction_A_Review_Paper
https://locate.coventry.ac.uk/primo-explore/fulldisplay?docid=COV_ALMA2137394840002011&context=L&vid=COV_VU1&search_scope=LSCOP_COV&tab=local&lang=en_US
https://locate.coventry.ac.uk/primo-explore/fulldisplay?docid=COV_ALMA2137394840002011&context=L&vid=COV_VU1&search_scope=LSCOP_COV&tab=local&lang=en_US
https://locate.coventry.ac.uk/primo-explore/fulldisplay?docid=COV_ALMA2137394840002011&context=L&vid=COV_VU1&search_scope=LSCOP_COV&tab=local&lang=en_US
https://researchportal.bath.ac.uk/en/publications/human-resource-development-strategy-and-tactics
https://researchportal.bath.ac.uk/en/publications/human-resource-development-strategy-and-tactics
https://dl.acm.org/doi/10.5555/1213888
https://doi.org/10.1080/14719037.2010.532959
https://www.researchgate.net/publication/305699923_On_job_Training_and_Its_Effectiveness_An_Employee_Perspective
https://www.researchgate.net/publication/305699923_On_job_Training_and_Its_Effectiveness_An_Employee_Perspective

=
European Journal of Human Resource AJ P @

ISSN 2520-4697 (Online)
Vol.6, Issue 1 pp 1 - 15, 2022 www.ajpojournals.org

Valavanidis,A.,& Vlachogianni, T., (2013). Research and Development. The Role of
Universities for the Knowledge-based Society and Technological Innovations
Expenditure in Scientific Research and Applications as Crucial Factors for Economic
Growth and the New Technological Frontiers; file:///C:/Users/user/Downloads/RD-
UNIVERSITIES-PDF39pp-NOV-2016.pdf

Vasanthi.S., & S.R. Basariya (2019). Pros and Cons of On the Job training versus Off the Job
Training. International Journal of Scientific & Technology Research, VVolume 8, Issue
10;
www.researchgate.net/publication/343392046 Pros_and_Cons_of On_the Job_training

versus Off

Victor, J., & Hoole, C. (2017). The influence of organisational rewards on workplace trust and
work engagement. SA Journal of Human Resource Management,
15(0). doi:10.4102/sajhrm.v15i0.853

Watson, D., Tregaskis, O., Gedikli, C., Vaughn, O., & Semkina, A. (2018). Well-being through
learning: a systematic review of learning interventions in the workplace and their impact
on well-being. European Journal of Work and Organizational Psychology, 27(2),
247-268. d0i:10.1080/1359432x.2018.1435529

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs and
affective experiences. Human Resource Management Review, 12(2), 173—
194. https://doi.org/10.1016/S1053-4822(02)00045-1

Wright, P. C., & Geroy, G. D. (2001). Changing the mindset: the training myth and the need for
world-class performance. The International Journal of Human Resource
Management, 12(4), 586—600. doi:10.1080/09585190122342

Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job satisfaction as
predictors of job performance. Journal of Occupational Health Psychology, 5(1), 84—
94. https://doi.org/10.1037/1076-8998.5.1.84

15


file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org
file:///C:/Users/user/Downloads/RD-UNIVERSITIES-PDF39pp-NOV-2016.pdf
file:///C:/Users/user/Downloads/RD-UNIVERSITIES-PDF39pp-NOV-2016.pdf
http://www.researchgate.net/publication/343392046_Pros_and_Cons_of_On_the_Job_training_versus_Off_
http://www.researchgate.net/publication/343392046_Pros_and_Cons_of_On_the_Job_training_versus_Off_
https://psycnet.apa.org/doi/10.1016/S1053-4822(02)00045-1
https://psycnet.apa.org/doi/10.1037/1076-8998.5.1.84

