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BACKGROUND
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Day in day out, organizations are constantly seeking to address issues
concerning efficiency and productivity on the job. Thus, it is often speculated
that training, especially, “on-the-job” training, leads to higher performance
on the job.

However the question is,
“Does mere training lead to higher job performance?”



INTRODUCTION
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What is Training?
The concept of training, like any psychological construct, is very difficult to define. There has not
been any universally accepted definition for the construct.

1. In the field of human resource management, training and development is the field concerned with
organizational activity aimed at bettering the performance of individuals and groups in
organizational settings. It has been known by several names, including employee development,
human resource development, and learning and development (Harrison 2005 as cited by Kennedy,
2009).

2. Training has traditionally been defined as the process by which individuals change their skills,
knowledge, attitudes, and/or behaviour (Robbins and DeCenzo, 1998 as cited by Kennedy, 2009).



PROBLEM STATEMENT
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While researchers and practitioners alike are
convergent on the importance of training and work
experience to job satisfaction and ultimately
performance, they could not tell what kind of training
and experience would produce maximum results and
improve productivity.



AIMS AND OBJECTIVES OF THE STUDY
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The Aims and objectives of this study is:

 To investigate the general impact of “on-the-job” training on job
performance

 To examine gender differences in training and performance
among participants

 To explore the influence of training on job satisfaction



SIGNIFICANCE OF THE STUDY
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A major relevance of this study remains in the fact that
findings from this research would serve as a reference
material for policy makers, stakeholders as well as human
resource practitioners in relation to issues surrounding
training and job satisfaction among employees-



METHODOLOGY
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A. Sample Size
Hundred (100) Nurses  from the 37 Military Hospital

B. Sampling Technique
The convenience sampling technique was used because only nurses were willing to 
participate.

C. Instruments
• The Kirkpatrick Training Evaluation Questionnaire (1967) was used by this researcher to 

assess the impact of training on participants. This questionnaire initially designed in the 
United States has a validity coefficient of 0.7 and a reliability of 0.8



METHODOLOGY
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The Overall Job Satisfaction Scale developed by Warr, Cook and Wall (1979) was used to assess 
participants evaluation of training programmes.

D. Scoring of Responses
The Kirkpatrick Training Evaluation Questionnaire (1967) was scored using numerical values 
ranging from 1-4 with 1 corresponding to a Poor response and 4 corresponding to Very Good 
for positively worded questions.

E. Data Analysis
- SPSS Version 16.0



RESULTS

Judith Naa Klorkor Asiamah (MRS)

Based on the objectives and a thorough review of literature, the study tested three 
hypotheses:

The first hypothesis of the study stated that “A significant positive relationship is likely to 
exist between training and job satisfaction”(Table 1.0).

The second hypothesis postulated that “Female personnel with adequate training are likely 
to perform significantly better than their male counterparts” (Table 2.0).

It was conjectured in the final hypothesis that “Experienced personnel with adequate 
training will perform significantly better than their inexperienced counterparts” (Table 3.0). 



RESULTS
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Table 1.0: Summary of Means,
Standard Deviations, and the
Results of the Pearson r for the
relationship between training and
job satisfaction

Table 2.0: Summary of Independent t
test: Gender differences in
Performance based on Adequate
Training

Table 3.0: Independent t test:
Differences between Experienced and
Inexperienced Nurses in Performance



DISCUSSION
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With regards to the present study, 69.2% of employees interviewed agreed
to have benefited from their training session and this led to improvement
in their job performance in one way or the other, whilst 30.8% of
respondents were either indifferent or replied not to have benefited.

When asked to suggest ways of making training more beneficial to them in
terms of performance, close to 88% of subjects suggested that trainers or
instructors should be more interactive and practical, than instructive and
theoretical.



LIMITATION
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1. The negative insignificant relationship observed between the two main research variables does
not amount to causation. Thus, it cannot be determined from the observed relationship that
training produces negative effect on job satisfaction.

2. Secondly, results from the study lacks to a certain degree external validity. The study was
conducted among hundred (100) nurses of the sampled Hospital. Thus results cannot be
generalized to nurses in Ghana.

3. The study employed the average system where any score above the average was regarded as
high and those below it were regarded as low. This however might not be the case in reality as
the mere fact that a subject had a high score does not necessarily mean that his or her job
performance was higher.



RECOMMENDATION
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1. It is recommended that future studies should include variables other than
experience and gender; not taken care by this research, but which are also believed
to have effects on the job performance of employees.

2. It is also recommended that at least the descriptive research method should be
used in subsequent research rather than the correlational method.

3. It is suggested that policy makers should as a matter of urgency, come out with
pragmatic policies to improve nurses’ satisfaction level and also enhance training
programmes significantly



CONCLUSION
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Using a total number of hundred (100) participants, the study examined whether:

1. The research variables are related or not and also if gender differences exist among
participants in relation to training.

2. Experience play any role when related to “on-the-job” training. Findings of the research
indicated a negative insignificant relationship between training and job satisfaction.

3. Findings further suggested gender differences exist between participants in relation to
training whiles experience play no role in relation to training.

In effect, findings from this research have a philosophical connotation on the fields of
Industrial and Organizational Psychology and Human Resource Development policy decisions.
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