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ABSTRACT 

On-the-job training, also known as job instruction training, refers to an employee learning that 

takes place in the actual working site. It entails a more experienced employee “showing the 

ropes” to a less experienced employee in the physical work setting. On-the-job training can take 

the form of job shadowing, apprenticeship, mentoring, coaching among other methods. This 

research study examined the effects of on-the-job training on employee performance in Ocean 

Distributors Limited (ODL), a cigarette distribution company with branches across all counties 

in the Coast region. This research study examined the extent to which on-the-job training affects 

employee performance using four different variables relating to on-the-job training. The first 

variable was training content relevance which refers to the applicability of the actual subject 

material contained in the training. The second variable was training methodology which refers to 

the structure and pace of the training program. The third variable was training environment 

which refers to the time scheduling, duration and physical setting of the training. The final 

variable was post training rewards received which refers to any incentives in terms of salary 

increment and job promotion that an employee would receive after completion of the training 

session. This research study examined both theoretical and empirical research work conducted 

on similar studies nationally and globally. This research also used records from the ODL human 

resource department and a structured questionnaire to collect data. Data analysis was carried out 

using the Statistical-Package for Social Sciences (SPSS) IBM Statistics 23. Through Pearson 

correlation and multiple regression analysis this study concluded that training environment was 

the most significant variable in determining employee performance in ODL. Training content 

relevance was determined to be the second most influential variable in determining employee 

performance followed by training methodology. The least significant variable in regards to 

employee performance was determined to be post training reward. The study then concludes by 

recommending that ODL management focuses its energies on ensuring training venues are 

optimal for learning, training content is in line with employee development goals, training 

sessions are participatory and that post training rewards include additional employee 

responsibilities in order to impact positively on employee performance in ODL. 

Keywords: Content relevance, Human capital, Employee performance, On-the-job training, Post 

training reward, Training environment and Training methodology. 
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INTRODUCTION 

It is a common perception that better trained workers are more efficient in performing their core 

job tasks compared to their counterparts who are less trained. It has been established that the 

intellectual capital or knowledge is a critical force that is responsible for the economic growth 

(Huang & Liu, 2005). In this age of globalization, the modern economy is mainly driven by 

intellectual capital that the employees of an organization possess and this helps organizations to 

establish and maintain their competitive advantage (MacDougall, 2005). Well trained employees 

are responsible for creating wealth for their organizations and the mere machinery will not do 

this fete (Garcya-Meca, 2005). Therefore, it is clear that a highly skilled and trained workforce is 

fundamental to organizational success.  The aim of this research was to examine the effects of 

on-the-job training on employee performance in employees of Ocean Distributors Limited 

(ODL) in Kenya. ODL is part of the cigarette supply chain function of British American 

Tobacco, Kenya. It is headquartered in Mombasa, Kenya and is a private limited company that 

was formed in 2009. The Sales and Distribution department is the largest and most key 

department in ODL as it drives the core company business – driving sales and distribution of 

cigarettes. This descriptive research study of ODL was based on four independent variables – 

training content relevance, training methodology, training environment and post training reward 

and one dependent variable – employee performance. 

Research Objectives 

 

This research study had four specific objectives namely; 1. To examine the effects of training 

content relevance on employee performance, 2. To examine the effects of training methodology 

on employee performance, 3. To examine the effects of training environment on employee 

performance and 4. To examine the effects of post-training rewards on employee performance. 

 

LITERATURE REVIEW 

 

Theoretical Framework 

This paper examines four learning theories applicable to on-the-job training. The four theories 
are; the social learning theory, cognitive learning theory, behavioral learning theory and situated 
learning theory. 

Social Learning Theory  

The social learning theory focuses on the learning that occurs within a social context. It considers 
people learn from one another including concepts such as observational learning, imitation and 
modeling (Brown A. L., 1994). Among others, Albert Bandura is considered the leading 
proponent of this theory. The social learning theory is mainly concerned about how cognitive 
factors influence development. This theory asserts that learning processes are primarily 
responsible for an individual‟s development and that cognitive abilities affect learning processes 
(Bandura A., 1977). The social learning theory proposes that new patterns of behavior can be 
acquired through direct experience or by observing the behavior of others.  

Cognitive Learning Theory 

The dominant aspects of the cognitive learning theory involve the interaction between mental 

components and the information that is processed through this complex network (Neisser, 1967). 
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As individuals learn, they actively create cognitive structures which determine their concepts of 

self and the environment. Cognitive learning requires individuals to internalize facts and 

information through not only memorization but also by gaining an understanding of concepts in 

which ideas are connected in some way. The cognitive learning theory stresses that training 

improves the quality of thinking by moving learners toward achievement of goals. The trainer‟s 

role is that 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 

of facts are keys to enhancement of learning in cognitive training.  Many trainers also focus their 

attention on building strong motivation into the learning exercise while others emphasize the 

importance of making the learning engaging. The cognitive learning theory therefore asserts that 

the learner controls most of the factors that influence the success of their training.  

 

Behavioral Learning Theory 

The behavioral learning theory was rooted in the 1880s and continues to evolve in the twenty-
first century and beyond. Behaviorism is a worldwide view that operates on a principle of 
“stimulus-response”. This theory assumes that a learner is essentially passive, responding to 
environmental stimuli. The learner starts off as a clean slate and behavior is shaped through 
positive or negative reinforcement which discourages antecedent behavior from recurring. In this 
theory, learning is therefore defined as a change in behavior in the learner. Behaviorists affirm 
three principles for teaching new and complex behaviors namely: shaping, chaining, and fading. 
Shaping refers to the reinforcement of successive approximations to a goal behavior. Chaining 
refers to the acquisition of complex behaviors made up of discrete, simpler behaviors already 
known to the learner. Fading on the other hand refers to the departure of non-reinforced behavior 
as desired behavior continues to be positively reinforced (Drisoll, 2000).  These three principles 
of the behavioral learning theory have proved useful in not only managing employee behavior 
but also managing the way training in the workplace is delivered. The most prominent examples 
of how behavioral learning theories have been applied to the management of training include the 
development of behavioral objectives, contingency contracts and personalized systems of 
instruction. Therefore, to assess the degree to which an employee has achieved an objective, it is 
important to specify desired instructional outcomes in terms of clear, observable behaviors i.e. 
performance objectives.  

Situated Learning Theory 

Situated learning is an instructional approach developed by Jean Lave and Etienne Wenger in the 
early 1990s, and follows the work of Dewey, Vygotsky, and others who claim that students are 
more inclined to learn by actively participating in the learning experience (Overskeid, 2008) 
(Dewey, 1981) (Vygotsky, 1978). Content situated in a learner's daily experiences becomes the 
means to engage in reflective thinking (Shor, 1996). Retention of content is not the goal of 
learning. Application rather than retention becomes the mark of a successful instructional 
encounter.  Learning in context refers to building an instructional environment sensitive to the 
tasks learners must complete to be successful in practice. Context embraces notions of power 
relationships, politics, competing priorities, and the learner's interaction with the values, norms, 
culture, of a community, organization, or family (Courtney, Speck, & Holtorf, 1996). Boud 
(1994) describes context as drawing out and using experiences as a means of engaging with and 
intervening in the social, psychological, and material environment in which the learner is situated 
(Boud, 1994). Context is not just bringing life events to the classroom but re-experiencing events 
from multiple perspectives. Learners are in the experience rather than being external to the event 
(Wilson, 1993). Context provides the setting for examining experience; community provides the 
shaping of the learning. Through community, learners interpret, reflect, and form meaning. 
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Community provides the setting for the social interaction needed to engage in dialogue with 
others to see various and diverse perspectives on any issue (Lave & Wenger, 1991) (Brown A. L., 
1994). Community is the joining of practice with analysis and reflection to share the tacit 
understandings and to create shared knowledge from the experiences among participants in a 
learning opportunity. Participation describes the interchange of ideas, attempts at problem 
solving, and active engagement of learners with each other and with the materials of instruction.  

Conceptual Framework 

This study examined four independent variables – training content relevance, training 
methodology, training environment and post training reward – and one dependent variable – 
employee performance as shown in figure 1 below. 

 
                               Independent variables                     Dependent variable 

Figure 1: Systematic Diagram of Variables 

Training Content Relevance  

The first objective of this research study is to examine the effects of training content relevance 
on employee performance. A recent survey conducted by Root Inc. on more than 1,000 U.S. 
based employees revealed that 62% of them felt that the on job training available to them was 
somewhat or not applicable to their job (Root, 2013). Many business enterprises, organizations 
and other commercial entities are aware of the importance of investing in employee training. 
However, employee training needs to be properly planned and delivered in such a way that your 
employees are interested in the subject matter and willing to get the most out of it (Silberman, 
2013). Thus, it is crucial that the relevance of employee training is put under the lens. An 
organization‟s employees‟ training and development activities will only be successful as long as 
its employees are able to see the relevance in that particular training. There are several ways that 
organizations can demonstrate the relevance of in-the-job training to its employees. Employees 
want to listen to something that they will be able to find some value in. Therefore, training 
sessions need to be well prepared so as to ensure that they are relevant to the employees who will 
be attending the course or activity. Otherwise, it will only be a waste of time and resources. 

One of Kirkpatrick‟s (1967) levels of training outcomes is the trainees‟ reactions to the program 
content and training process (Kirkpatrick, Evaluation of Training, 1967). In this case, on-the-job 

Employee 
Perfomance

Training content 
relevance

Training  
methodology

Training 
environment

Post training  
reward



International Journal of Research in Management                                                                                 ISSN 2249-5908 

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm                       Issue 5, Vol. 6 Oct.-Nov- 2015 

©2015 RS Publication, rspublicationhouse@gmail.com Page 31 
 

trainers, who are often supervisors, need to be able to convey relevance and make the subject 
matter interesting. One of the best ways to achieve this is by making use of examples. Practical 
matters are more interesting, and most people manage to understand by seeing something being 
carried out in practice, right in front of their eyes. Pictorial examples and visual aids are very 
useful here. Rather than simply defining an abstract concept or theory, it is much better to offer a 
practical example so as to explain how that issue, theory or concept will be applied in real life.  
Another important aspect is the fact that most adults will be inclined to pay attention if they can 
find value in what they will be learning. Many employees will ask questions such as „what‟s in it 
for me?‟, „how will I use this in my work?‟, „why do I need to learn this?‟ The best way to 
answer these questions is for organizations to ensure that the on-the-job training is truly relevant.  

According to Silberman (2013), there are three main ways that can help organizations ensure that 
their training is relevant: (1) putting emphasis on the „how': How to do it is the best way to help 
your employees find relevance and value. Therefore it is important that organizations focus on 
the „how to‟ areas and try to make the instructions as simple and specific as possible. Details, 
practical examples and demonstrations can assist in clarifying how certain work is carried out. 
(2) Practice makes perfect: By making use of practical examples, organizations can offer a more 
tangible way to do things to the employees. Therefore, it is best to make sure that on-the-job 
training sessions incorporate a sufficient number of examples and demonstrations, rather than 
just speeches and theoretical explanations. Organizations should provide opportunities to their 
employees to participate. In such a way they will be more involved in the training sessions, and 
at the same time they will be able to understand better and acquire relevance and value. The use 
of assessments, test groups and coaching can also further assist in the on-the-job training process. 
(3) Set standards and expectations: Every training activity should have a set of standards. These 
will be the goals which will need to be achieved by the end of the training. Employees will be 
more motivated if they are given a set of realistic standards that they need to meet. 
Benchmarking and assessments should also be carried out in order to establish more relevance 
and value (Silberman, 2013). 

Training Methodology 

Another objective of this study is to examine the effects of training methodology on employee 
performance. According to D. Agochiya (2002): “A training methodology can be understood as 
an instrument or a technique that a trainer employs for delivering training content or for 
facilitating the learning process, in pursuance of predetermined learning objectives. Considered 
from another perspective, training methodology can also be viewed as a means of 
communicating with a particular group of participants or reaching out to them in the context of a 
training program with the expressed purpose of enhancing learning. It is, therefore, evident that 
training methodology is not an end in itself, but a means to achieve certain specific objectives. 
Training methods have a lot of variations. Some are relatively low risk methods and demand 
little involvement from the participants. On the other hand, there are those whose success 
depends on active participation of the group. Some training methods need minimal preparations 
but some others require elaborated preparatory work.  Some test the level of expertise of the 
trainers while some others require a low level of expertise” (Agochiya D. , 2002). 

The framework advanced by the D. Agochiya suggests that training methodology or technique is 
key in accomplishing certain predetermined objectives rather than an end in itself. Whatever the 
variation be in its nature, training techniques are considered a means for effective learning. They 
are a strong tool for producing effectiveness in training programs and improving the level of 
learning in order to achieve the set targets.  In their paper “Effectiveness of Training Techniques 
for Human Resource in the NGOs of Balochistan: An Innovative Perspective”, Ramzan, S., 
Muhktar U. and Achaktzai J. (2002) classify training methodology into two categories namely: 
(1) traditional training techniques and (2) innovative training techniques. Traditional training 
techniques are the old methods that have been existed from a long time without change. 
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Traditional techniques usually involve conventional informational approach. Such techniques 
lack new ideas and modern approaches of pedagogy in training. Innovative techniques refer to 
fresh ideas, new and creative ways of doing things. Innovation in procedures and techniques 
reflects modern approaches usually associated with technological advancements. In essence, it 
refers to activity-based and experiential methods of training that involve modern pedagogical 
approach (Ramzan, Muhktar, & Achaktzai, 2002). 

L.J. Mullins (2007) states: “Organizations and teams which practice reflexivity and are prepared 
to continually challenge and re-define their organizational roles, goals and paradigms, via 
processes of innovation, develop a more comprehensive and penetrating intellectual 
representation of their role. Such organizations are better at anticipating and managing problems 
within the organization, in turn encouraging effectiveness, growth and development. The most 
reflexive organizations are those within which there is a maelstrom of activity, debate, argument, 
innovation and a real sense of involvement of all employees” (Mullins, 2007). Therefore, 
original and creative tactics in training can create more productive outcomes among trainees 
which would eventually develop efficacy in the organizational setup.  

Training Environment 

The third objective was to examine the effects of training environment on employee performance 

in ODL. A setting that is specifically established to accommodate the activities associated with 

training and education of individual or groups of resources (TIFIT, 2009). As we move into a 

knowledge society, with its emphasis on knowledge building, it is learning that becomes more 

and more important. Workplace learning is a key part of this, driven by the impact of changes in 

demographics, skills demands, technologies, and people‟s relationships and roles within various 

institutions and communities. Transitions from school to work are not as distinct and linear as 

they once were. Learning is no longer confined to a “front loaded” activity in a formalized, 

classroom environment. Work and career are no longer static and predetermined entities 

(Vaughan, Roberts, & Gardiner, 2006). Knowledge is not necessarily individualized. The way an 

entire organization learns can be instrumental in its innovation and profitability.  

Post Training Reward 

The last objective is to examine the effects of post training rewards on employee performance. A 
substantial volume of research, both in the US, EU, and in other countries and economies, has 
documented short and long-term wage growth from training spells in large longitudinal studies 
(Agochiya D. , 2002) (Evertsson, 2004). The large volume of research on training and wages has 
produced overwhelming evidence that training generates wage growth for individuals 
participating in company-based training. There are a few studies arguing that the wage returns 
are due to ability and not to training. But, on the whole, the research suggests that individuals 
receiving training have substantially higher wage growth, which also suggests long-term wage 
effects for individuals staying with a firm that invests in their employees. The findings of 
Lengermann (1999) indicate that longer training periods (four weeks or longer); can detect 
effects on wages up to 9 years after the training event (Lengermann, 1999).  

Employee Performance 

Employee performance was the dependant variable in this study. At the most basic level, 

performance can be differentiated in terms of process and outcome (Van Scotter, Motowidlo, & 

Cross, 2000). High performing employees in organizations get promoted, awarded and honored. 

Career opportunities for individuals who perform well are much better than those of moderate or 

low performing individuals. Researchers agree that performance has to be considered as a multi-
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dimensional concept. On the most basic level one can distinguish between a process aspect i.e. 

behavioral and an outcome aspect of performance (Roe, 1999). The behavioral aspect refers to 

what people do while at work, the action itself. Performance encompasses specific behavior such 

as sales conversations with customers. Employee performance can also refer to core task 

behavior, citizenship behavior and counterproductive behavior. Core task behavior refers to the 

basic required duties of a particular job i.e. what an employee is paid to do (Borman & 

Motowidlo, 1997). Citizenship behavior refers to extra-role behavior performed by employees 

that is over and above their core task requirements which actively promotes and strengthens the 

organization‟s effectiveness e.g. helping out a fellow employee (Bateman & Organ, 1983). 

Counterproductive performance refers to voluntary behavior on the part of an employee that 

harms the wellbeing of an organization e.g. theft (Bennett & Stamper, 2001).  

METHODOLOGY 
 

Target Population 

 

The target population in this study was the 62 employees in the Sales and Distribution 

department in ODL who are spread all over the Coast region (ODL, 2014). 

 

Sample Size and Sampling Technique 

 

In this study we derived our sample from our target population which is the 62 Sales and 

Distribution employees at ODL. We derived our sample from a combination of the stratified 

random sampling and systematic random sampling techniques. We therefore stratified our target 

population into homogeneous subgroups (eight branch shops) then took a systematic random 

sample in each subgroup (every 2
nd

 employee in the branch shop). Therefore our sample size for 

this study was 33 employees as shown in table 1 below. 

 

Table 1: Stratified Random Sampling 

  
Target 

Population 

Sample Size (every 

2nd employee in 

each strata) 

 

Mombasa 23 12 

 

Voi 5 3 

 

Taveta 4 2 

 

Ukunda 8 4 

 

Kilifi 5 3 

 

Malindi 11 6 

 

Hola 4 2 

 

Lamu 2 1 

Total   62 33 

 

 

Data Processing and Analysis 
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Structured questionnaires were issued and then collected and checked for completeness then 

coded. Data was then grouped according to independent and dependent variables measured by 

research question then input into the Statistical-Package for Social Sciences (SPSS) IBM 

Statistics 23. SPSS was then used to generate tabulated reports, charts, and plots of distributions 

and trends, descriptive statistics, and conduct complex statistical analyses such as Pearson 

correlation analysis and multiple regression analysis. 

 

DATA ANALYSIS 

Pearson Correlation 

The study sought to establish the relationship between the variables of the study which were 

training content relevance, training methodology, training environment and post training reward 

and employee performance. The relationship between variables was established using the 

Pearson correlation tests (r, correlation coefficients). It should be noted that the Pearson 

correlation coefficient (r) tests the relationship between variables and it shows the degree of 

effect one variable has on another as shown in table 2 below. 

 

Table 2: Correlation Matrix of Variables 

 

  Content Methodology Environment Reward Performance 

Content 

Pearson 

Correlation 1 0.024 0.256 0.124 .548** 

  Sig. (2-tailed) 

 

0.897 0.15 0.491 0.001 

  N 33 33 33 33 33 

Methodology 

Pearson 

Correlation 0.024 1 .535** 0.015 .424* 

  Sig. (2-tailed) 0.897 

 

0.001 0.936 0.014 

  N 33 33 33 33 33 

Environment 

Pearson 

Correlation 0.256 .535** 1 0.205 .613** 

  Sig. (2-tailed) 0.15 0.001 

 

0.253 0 

  N 33 33 33 33 33 

Reward 

Pearson 

Correlation 0.124 0.015 0.205 1 0.17 

  Sig. (2-tailed) 0.491 0.936 0.253 

 

0.346 

  N 33 33 33 33 33 

Performance 

Pearson 

Correlation .548** .424* .613** 0.17 1 

  Sig. (2-tailed) 0.001 0.014 0 0.346   

  N 33 33 33 33 33 

**. Correlation is significant at the 0.01 level (2-tailed). 

   *. Correlation is significant at the 0.05 level (2-tailed). 

    

Interpretation of Pearson Correlation Analysis 
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From the analysis of results in the table above, we can observe that there is a highly positive 

correlation between training content relevance and employee performance in ODL signified as 

.548 (r). We can also observe that significance is 0.001 (p) which is lesser than the 0.01 level. 

This means that there is a significant relationship between training content relevance and 

employee performance because p<.01. We can therefore conclude that: There is a significant 

positive relationship between training content relevance and employee performance, r (31) = 

.548, p = .001. We can also observe that there is a moderately positive correlation between 

training methodology and employee performance in ODL signified as .424 (r). We can also 

observe that significance is 0.014 (p) which is less than the 0.05 level. This means that there is a 

significant relationship between training methodology and employee performance because 

p<.05. We can therefore conclude that: There is a significant positive relationship between 

training methodology and employee performance, r (31) = .424, p = .014. Additionally, we can 

observe that there is a highly positive correlation between training environment and employee 

performance in ODL signified as .613 (r). We can also observe that significance is 0 (p) which is 

less than the 0.01 level. This means that there is a significant relationship between training 

environment and employee performance because p<.01. We can therefore conclude that: There is 

a significant positive relationship between training environment and employee performance, r 

(31) = .613, p = 0. Finally, we can observe that there is a slightly positive correlation between 

post training reward and employee performance in ODL signified as .17 (r). We can also observe 

that significance is 0.346 (p) which is greater than the 0.05 level. This means that there is no a 

significant relationship between post training reward and employee performance because p>.05. 

We can therefore conclude that: There is no a significant positive relationship between post 

training reward and employee performance, r (31) = .17, p = .346. 

 

Model Summary 

Table 3: Model Summary 

Model R R Square 

Adjusted 

R Square 

Std. Error of 

the Estimate 

1 .776
a
 .602 .546 .67662 

 

a. Predictors: (Constant), Reward, Methodology, Content, Environment 

 

Interpretation of Model Summary 

 

From the model summary table 3 shown above, adjusted R
2
 is .602. This indicates that the four 

variables (training content relevance, training methodology, training environment and post 

training reward) explain a 60.2% of variations in employee performance. Other factors not 

included in this model explain the remaining 39.8%. Further research should be conducted top 

explain these other factors that affect employee performance at ODL Kenya. 

 

Regression Analysis of Variables 

To establish the extent to which training content relevance, training methodology, training 

environment and post training reward predict employee performance at ODL Kenya, a prediction 

model using multiple liner regression analysis was used and results presented in the table below. 
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The regression linear equation Y = ą + β1Χ1 + β2Χ2 + β3Χ3 + β4Χ4 + e was used to show the 

extent to which the predictors i.e. training content relevance, training methodology, training 

environment and post training reward could explain the dependent variable, employee 

performance.  

 

 

Table 4: Coefficients
a 

    

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

Model   B Std. Error Beta     

1 (Constant) 1.92 1.309   1.467 0.044 

  Content 0.415 0.108 0.495 3.848 0.001 

  Methodology 0.277 0.15 0.268 1.838 0.077 

  Environment 0.471 0.237 0.309 1.987 0.057 

  Reward 0.205 0.157 0.164 1.306 0.202 

a. Dependent Variable: Performance 

 

Y = 1.92 + 0.415Χ1 + 0.277Χ2 + 0.471Χ3 + 0.205Χ4 + e 

Where 

Y   Employee performance of Ocean Distributors Limited in Kenya 

Χ1  Training  content relevance in Ocean Distributors Limited in Kenya 

Χ2 Training methodology in Ocean Distributors Limited in Kenya 

Χ3 Training environment in Ocean Distributors Limited in Kenya 

Χ4 Training reward in Ocean Distributors Limited in Kenya 

ą Constant value of y when x = 0 

β Coefficient of variables X1, X2, X3, Χ4  

e Error margin 

 

Interpretation of Regression Analysis 

 

Multiple regression analysis was conducted to determine the relationship between the 

independent variables (training content relevance, training methodology, training environment 

and post training reward) and the dependent variable (employee performance). Using the SPSS 

generated table 5.1, the equation Y = ą + β1Χ1 + β2Χ2 + β3Χ3 + β4Χ4 + e becomes Y = 1.92 + 

0.415Χ1 + 0.277Χ2 + 0.471Χ3 + 0.205Χ4 + e. The independent variables in this study explained 

60.2% of variance in employee performance (R Square = .602). The most influential predictor of 

employee performance was training content relevance (Beta = .495) with a relative importance of 

3.848 (in t-test).  The second most influential predictor of employee performance was training 

environment (Beta = .309) with a relative importance of 1.987 (in t-test). The third most 

influential predictor of employee performance was training methodology (Beta = .268) with a 

relative importance of 1.838 (in t-test). The least influential predictor of employee performance 

was post training reward (Beta = .164) with a relative importance of 1.306 (in t-test). The 

implication in this model is that training content relevance and training environment significantly 

determine employee performance in ODL Kenya. 
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DISCUSSION  

Training Content Relevance and Employee Performance 

 

Employee training and development activities will only be successful as long as employees are 

able to see the relevance in them. Employees want to listen to something they will find value in, 

not to what they consider to be repetitive lectures or useless theories. Organizations can ensure 

that their training activities are relevant to their employees by making use of practical on the job 

examples to explain how issues, theories or concepts can be applicable to real life work 

situations (Silberman J. , 2013).  According to the findings of this study, there is a highly 

positive significant relationship between training content relevance and employee performance. 

Therefore, it is safe to say that training content relevance affects employee performance in Ocean 

Distributor Limited in Kenya. 

 

Training Methodology and Employee Performance 

 

Employee training and development activities will only be successful as long as on-the-job 

training is well structured so as to ensure optimal employee learning. For this to take place, 

training must be tailored to the employees‟ pace, must include feedback sessions, be 

participatory and training material must be broken down into simpler explanations that all 

employees can understand (Mandakini P., 2011). According to the findings of this study, there is 

a moderately positive significant relationship between training content relevance and employee 

performance. Therefore it is safe to say that training methodology affects employee performance 

in Ocean Distributor Limited in Kenya. 

 

Training Environment and Employee Performance 

 

The physical environment in which training is conducted can have a significant impact on the 

effectiveness of the training. Skills acquisition maybe adversely affected by the environment in 

which either those being trained or the trainers themselves feel uncomfortable or the facilities are 

inadequate for the requirements of the training session. It is important that intended training 

venues are checked in advance to ensure basic facilities are available and actually work. Training 

time scheduling and duration are also important in order to maximize on knowledge retention of 

employees, to cater to the knowledge absorption capacities of employees, to ensure the 

evaluation of knowledge transfer and in order to cater to the number of employees being trained 

(The Electoral Knowledge Network, 2010). According to the findings of this study, there is a 

highly positive significant relationship between training environment and employee 

performance. In fact, the findings of this study reveal that training environment has the highest 

effect on employee performance. Therefore, it is safe to say that training environment affects 

employee performance in Ocean Distributor Limited in Kenya. 

 

Post Training Reward and Employee Performance 

 

Reward in organizations should support behaviour directly aligned with accomplishing the 

strategic goals of an organization, should be tied to passion and purpose instead of pressure and 

fear, should be clearly associated to employee accomplishments and should occur shortly after 

the behaviour they are intended to reinforce (McNamara, 2014). According to the findings of this 



International Journal of Research in Management                                                                                 ISSN 2249-5908 

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm                       Issue 5, Vol. 6 Oct.-Nov- 2015 

©2015 RS Publication, rspublicationhouse@gmail.com Page 38 
 

study, post training reward has a weak positive relationship with employee performance. 

However, it has the least significant impact on employee performance in ODL.  Therefore it is 

safe to say that post training reward somewhat affects employee performance in Ocean 

Distributor Limited in Kenya. 

CONCLUSION 

The findings of this research study concluded that training environment was the most influential 

variable affecting employee performance at Ocean Distributors Limited Kenya. Training content 

relevance was the second most influential variable affecting employee performance, training 

methodology was the third most influential variable affecting employee performance and post 

training reward was the least influential variable affecting employee performance at Ocean 

Distributors Limited Kenya. 

 

RECOMMENDATIONS 

Based on current and previously existing findings on on-the-job training and literature reviewed, 

it appears that some work needs to be done to create harmonization between the study variables 

(training content relevance, training methodology, training environment and post training 

reward) and their evidence in daily practice within ODL. These recommendations include: that 

ODL management ensures that on-the-job training venue is ideal for optimal employee learning, 

that ODL management ensures that on-the-job training content is in line with employee career 

development goals and that ODL management ensures that on-the-job training is participatory. 

This study also recommends that ODL ensures that post on-the-job training rewards include 

additional employee responsibilities. 

LIMITATIONS OF THE STUDY 

The following problems were encountered during this study: the scope of the study was limited 

to the 98 employees of ODL therefore further studies covering a wider scope would yield more 

definitive results, the limited time and resources could not permit the researcher to give 

respondents ample time they were requesting for to respond to the questionnaire, the possibility 

of subjectivity in the responses from the responses may skew the finding of this research and 

finally this study was limited to the outcome aspect of employee performance and left out the 

process aspect.  

AREAS FOR FURTHER RESEARCH 

This study focused on four objectives as discussed above; however, other factors that affect 

employee performance can be a basis for further study. The four objectives only contribute to 

60.2% of factors that affect employee performance. More on-the-job training attributes and their 

effects on employee performance can be considered for further future study. Additionally, other 

types of training can also be discussed on a wider scope in order to determine their effect on 

employee performance. 
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