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1. Introduction 

 The Education and training systems have a key role to play in ensuring that opportunities are provided for all 

individuals to develop their skills continually in a lifelong learning perspective, enabling them to adapt to rapidly changing 

labour market requirements and conditions (ETF-Cedefop-ILO, 2016). Training and labour market policy makers decide 

on the configuration of education and training systems, employment policies and investments. Training institutions decide 

on the type and content of the training courses to be delivered. Individuals and their families decide on their own 

education and training while employers take decisions on how to enhance the skills of their employees/ employees (ibid).  

Throughout the world, different countries are trying to create closer synergies between the needs and purposes of their 

education training systems, the local and regional labour markets, and their national economies. Aroge (2012) asserts that 

in Nigeria, there are various federal and state training centers all over the country. The private sectors also established 
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Abstract: 

This study assessed the impact of in-service training programmes on employee performance in the Uganda Public 

Service, using Civil Service College Uganda Alumni as a case study. The study employed a cross sectional research 

design. The instrument was emailed for self-administration to a randomly selected population of 159 respondents, 

with 91 questionnaires filled and returned making an overall response rate of 57% as this is a COVID-19 period where 

the country is still under Lockdown. Data generated were analyzed to generate descriptive statistics such as tables 

and graphs while the hypothesis was tested using a Multiple Regression Analysis at 0.05 level of significance. The 

findings showed that Civil Service College Uganda’s various in-service training programmes were pertinent to the 

transformation and development of public servants in Uganda’s Ministries, Department and Agencies (MDAs) and 

Local Governments (LGs) for improved public service delivery. Findings further revealed that in-service training 

programmes does have significant affect employee (Alumni) performance (F =32.390; p ˃ 0.05) as the signi:icance 

value of 0.001 was less than the probability value of 0.05. The independent variable (in-house training programmes 

measured using induction (IND), Team building (TB), Strategic Leadership (SL), Impact Assessment (IA), Performance 

Enhancement (PE) and Voluntary Retirement (VR), statistically significantly predicted the dependent variable 

(employee performance), F(6, 94) = 32.390, p< .005, R2 = .577 and all the six variables added, were statistically 

significantly to the prediction, p< .05. The study therefore recommended that the Uganda government through her 

Ministry of Public Service-Civil Service College Uganda undertakes training needs assessment for different cadres 

(public employees) before administering in-service training, that in-service training opportunities lead to individuals’ 

success and probably to institutional goal achievement and that institutional managements should allow employees 

some degree of autonomy in the use of their ideas to ensure they contribute positively to organization effectiveness 

and performance. 
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their own training centers and schools while many others depend on private consultants and university organized training 

programmes and seminars as well as executive development and general management courses run by the Nigeria 

Institutes of Management (NIM) and that of Institute of Personnel Management (IPM). It is pertinent to note that there 

must be continuous reviews of manpower training to ensure that there is effectiveness throughout the organization so as 

to enable the organization achieve its objectives. It is also believed that a vast majority of new employees have not been 

prepared to perform the job they may encounter in their organizations irrespective of the technical or professional 

education they received.  

 Unwin (2003) observe that largely as a result of an international consensus which, though contested, argues that 

people and organizations need to embrace new skills and knowledge at regular periods in order to meet the challenges of a 

much more dynamic and unstable economic climate. In an environment where there is lack of a systematic and accurate 

examination of employment outcomes of formal and informal training graduates/ employees such as is the case in Uganda, 

it is difficult to establish any synergy between the economy and labour markets outcomes. In such cases, tracer studies 

could be used as a means of maintaining curriculum/ training relevance and providing targeted benefits to 

graduates/employees to enhance performance at the work place (ibid).  

 The Uganda Public Service continues to undertake the needed reforms to make a meaningful contribution towards 

the transformation of the country (MoPS, 2020). These reforms show a paradigm shift that encompasses not only the 

structures and systems but also the values, attitudes and mindset of public service employees. In this regard, the Civil 

Service College Uganda (CSCU), a department in the Ministry of Public Service as a centre of excellence in public service 

development is mandated to build, a department under the Ministry of Public Service is mandated to build the capacities of 

Public Service Institutions and human resources for improved performance in public service delivery. The College 

continuously upgrade and refresh the skills, knowledge and attitudes of public servants, including enhancing their 

leadership capacity to effectively respond to current and emerging local and global challenges. It is against this back 

ground that this study sought to the assess the impact of In-Service Training on Employee (Alumni) Performance in the 

Uganda Public Service, using Civil Service College Uganda Alumni as a case study. 

 

2. The Problem Statement 

 Appiah (2010) argues that in-service training has been demonstrated to produce performance change through 

development of employee knowledge, skills, capability, proficiency and behavior. Ebru(2015) analyzing the In-Service 

Training of English Language Teachers at Elementary Schools in Turkey, concluded that, the in-service training has 

significant impact in the field of knowledge acquisition, aptitudes, attitudes and employment behavior. Emojong (2004) in 

a study on the effect of in-service training on Uganda Revenue Authority employees, established that the training was 

beneficial to the staff at URA at different lengths. Therefore, training should be considered as one of the necessary 

managing procedures in quality management that plays a vital role in organizational development and in development of 

human resources. Civil Service College Uganda on behalf of Government of Uganda is mandated to undertake in-service 

training classes, however, these training opportunities involves huge sum of financial support; thus, managers need to be 

sure of productivity of such opportunities of their staff trained so as to avoid uncertainties. Therefore, making benefit of 

in-service training classes for employees and managers in Ministries, Department and Agencies (MDAs) and Local 

Governments (LGs) becomes a priority. This paper assessed the impact of in-Service Training on Employee Performance in 

the Uganda Public Service, using Civil Service College Uganda Alumni as a case study 

 

3. Objectives of the Study 

 The study was guided by the following objectives: 

• To identify the in-house training programmes undertaken by public employees (alumni) at CSCU. 

• To examine how in-house training programmes affect public employees (Alumni) performance  

• To capture suggestions on how the College can support the public employees (Alumni) to use the learning for 

tangible performance improvement and continued learning. 

 

4. Hypothesis of the Study 

• H0: In-House Training programmes have no significant effect on public employees (Alumni) performance 

 

5. Empirical Review 

 Ezigbo (2003) observe that Training and development programmes of an organization help to improve a worker’s 

skill and technical competence by integrating a worker in the organization and integrate the diverse departments of an 

organization as a whole. No organization or federal parastatal has a choice of whether to twin their employees or not, the 

only choice there is that of the method to use. Training helps implement employees’ plans by improving the productivity of 

people already employed in the firm. In short, training makes better use of existing employee talent. William, Rothwell and 

Kazanas (2004) argue that training contributes to the realization of strategic business plans in two ways; first, it furnishes 

people involved in formulating plans with skills necessary to do it. Second, it provides new knowledge and skills to 

employees out each organizational level, so they can go about their jobs in ways leading to the realization of long-term 

plans. Training and development are important to employee in terms of better security and greater opportunity for 

advancement within and outside the organization 

 Lahsaeezadeh (2005) in his study entitles ‘In-service training dimensions: concepts’ which was accomplished over 

89 employees of welfare organisation in Bushehr province. The result was that the certain organizations which held in-

service training classes for employees displayed higher levels of productivity while they enjoyed better function rates. 
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 Mirsepasi (2010) in a paper entitled ‘Productivity and productivity evaluation principles’ concluded that optimal 

use of in-service training classes caused an improvement in human resources function in work place, arguing further that, 

if the necessary trainings are presented to employees, they will display more favourable administrative activities; thus, an 

optimal evolution in organization and increased rate of productivity among human resources are observed. 

 Grinyer and Singleton (2000)asserts that the most frequently used techniques in employees’ development in 

acquiring job skill, attitude and efficiency, is on-the-job training, arguing further that trainee subordinate in acquiring job 

skill, uses the machinery and materials which they will use when the format training is completed and that in practices, on-

the-job training varies in formal organizations from simple assigned the new employee to an experienced worker to be 

shown the job, to a formal arrangement with instructors assigned to grade and evaluate the training efforts of trainees. 

Reyans (1963) describes the training approach as his ‘major positive performance of task’. In his analysis, he asserts that 

when for example in a hospital one brings together a senior matron, Doctor and a senior Administrator into a project team 

to look into a particular issue which they felt was important, one would observe that there will be a significant 

accomplishment of the project tasks and the administrator will learn more from the team on hospital activities. 

 

6. Methods and Materials 

 The study adopted a cross sectional study design incorporating both quantitative and qualitative methods to data 

collection. The population in this study constituted public employees (alumni) in Ugandan Public Service, who had trained 

with CSCU in the last three years (2018-2020).  Yamane (1967) sample size formula was used for determining sample size 

of the study.  
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Where,  

n is the sample size required 

N is the total population size (263 alumni) in the last three years (2018-2020),  

e is the error or confidence level (5%) for the conventional confidence level of 95% used to ensure a more accurate result 

from the sample.  

 

Based on the above formula, the sample size was calculated as follows: 
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 Therefore, the study sample was 159 public employees (Alumni) from twelve Ministries, Departments and 

Agencies (MDAs) and Local Governments (LGs) using simple random sampling technique because it allows items in 

population fair chances for inclusion in study frame. The questionnaire was developed and pre-tested for validity and 

reliability as recommended by Joppe (2000).  Both open and Closed ended type of questionnaire was used for the study. 

One hundred and fifty-nine (159) questionnaires were emailed to respondents as this was Covid-19 pandemic and 

lockdown period in Uganda, ninety-one (91) questionnaires were returned. Descriptive statistics such as frequency tables, 

mean and standard deviation were used to analyze the research questions while Analysis of Variance (ANOVA) and 

regression analysis were used to analyze the relationship between types of training programmes and employee 

performance variables. 

 

7. Findings 

 Results from Table 1 below show respondents’ response rate across entities that trained with the CSCU for the 

period 2018 – 2020. A total of 159 respondents were targeted and emailed the questionnaires for self-administration. Of 

the 159 respondents targeted for this study, 91 actually responded and participated, overall returning 57% response 

rate.Visser et al. (1996) have shown that some studies with low response rates, even as low as 20%, are able to yield more 

accurate results than studies with response rates of 60% to 70%. Holbrook et al., (2007) concluded that studies with 

response rates ranging from 5% to 54%, were often only marginally less accurate than those with much higher described 

response rates. Schaefer and Dillman (1998) observed that in a completed study comparing differing methods of 

administration, response rates close to 60% were achieved by multimode contacts. This mixed-mode approach, combining 

both mailed and e-mailed survey instruments with an Internet-based response mechanism, also is an approach to help 

reduce the problem of coverage error in administration of surveys. Therefore, the study response rate of 57% make the 

study findings reliable and valid which was over and above the 54% response rate as recommended by Holbrook et al., 

(2007) and Schaefer and Dillman (1998). 
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Ministry of Public Service

Ministry of Works and 

Transport

Ministry of Local Government

Office of the President

Secretariat

Ministry of Finance, Planning & 

Econ Development

Jinja District Local Government

Ministry of Agriculture, Animal 

Industry & Fisheries

State House

Uganda Registration Service 

Office of the Auditor General

Ministry of Defense and Veteran 

National Agricultural Research 

Organization

 

 

Figure 1: In-Service Training Carried Out During 

 

 Results from Figure 1 above shows the different in

period 2018-2020.  Majority 53% (48) of the respondents had been inducted as new staff joining the public service, 14% 

(13) of the respondents had either trained in performance enhancement or strategic leadership, 7% (6) of the respondent 

had trained either in voluntary retirement or impact assessment while 5% (5) of the respondents had trained in team 

building. The implication from the study is that public institutions releasing the need to transform and improve public 

service delivery, are now acknowledging the value to train their employee to ensure higher levels of productivity while 

they enjoyed better functioning rates as argued by 

core mandate for the establishment of CSCU as a centre of excellence for public service transformation in Uganda.

• H0: In-House Training programmes have no significant effect on public em

 In this study, the independent variable was in

building (TB), Strategic Leadership (SL), Impact Assessment (IA), Performance Enhancement (PE) and Voluntary 

Retirement (VR) while Employee performance (EP) was the dependent variable. 

Table 2 below shows that R2 value is 0.577, which means that 57.7% of the total variance in 

has been explained. This means that in-

development goals and plans. 
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Entity 
Targeted 

Respondents 

Actual 

Response

Ministry of Public Service 19 

Ministry of Works and 

Transport 
18 

Ministry of Local Government 23 

Office of the President-Cabinet 

Secretariat 
7 

Ministry of Finance, Planning & 

Econ Development 
13 

Jinja District Local Government 12 

Ministry of Agriculture, Animal 

Industry & Fisheries 
11 

State House 7 

Uganda Registration Service 

Bureau 
13 

Office of the Auditor General 10 

Defense and Veteran 

Affairs 
15 

National Agricultural Research 

Organization 
11 

Total 159 

Table 1: Response rate 

Source: Survey Data (2021) 

Service Training Carried Out During the Period 2018-2020

Source: Survey Data (2021) 

Results from Figure 1 above shows the different in-house trainings undertaken by the respondents at CSCU for the 

2020.  Majority 53% (48) of the respondents had been inducted as new staff joining the public service, 14% 

pondents had either trained in performance enhancement or strategic leadership, 7% (6) of the respondent 

had trained either in voluntary retirement or impact assessment while 5% (5) of the respondents had trained in team 

study is that public institutions releasing the need to transform and improve public 

service delivery, are now acknowledging the value to train their employee to ensure higher levels of productivity while 

they enjoyed better functioning rates as argued by Lahsaeezadeh (2005) and Mirsepasi (2010) and this also alludes to the 

core mandate for the establishment of CSCU as a centre of excellence for public service transformation in Uganda.

House Training programmes have no significant effect on public employees (Alumni) performance

In this study, the independent variable was in-house training programme measured as induction (IND), Team 

building (TB), Strategic Leadership (SL), Impact Assessment (IA), Performance Enhancement (PE) and Voluntary 

while Employee performance (EP) was the dependent variable. Results from regression model summary, 

is 0.577, which means that 57.7% of the total variance in 

-house training programmes contribute to the realization of strategic human 
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Actual 

Response 
Percent 

13 68% 

8 44% 

7 30% 

5 71% 

8 62% 

9 755 

9 82% 

6 86% 

5 38% 

8 80% 

7 47% 

6 55% 

91 57% 

 
2020 

house trainings undertaken by the respondents at CSCU for the 

2020.  Majority 53% (48) of the respondents had been inducted as new staff joining the public service, 14% 

pondents had either trained in performance enhancement or strategic leadership, 7% (6) of the respondent 

had trained either in voluntary retirement or impact assessment while 5% (5) of the respondents had trained in team 

study is that public institutions releasing the need to transform and improve public 

service delivery, are now acknowledging the value to train their employee to ensure higher levels of productivity while 

Lahsaeezadeh (2005) and Mirsepasi (2010) and this also alludes to the 

core mandate for the establishment of CSCU as a centre of excellence for public service transformation in Uganda. 

ployees (Alumni) performance 

house training programme measured as induction (IND), Team 

building (TB), Strategic Leadership (SL), Impact Assessment (IA), Performance Enhancement (PE) and Voluntary 

Results from regression model summary, 

is 0.577, which means that 57.7% of the total variance in employee performance (EP) 

contribute to the realization of strategic human 
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Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .760a 0.577 0.569 5.65177 

a. Predictors: (Constant), IND, TB, SL, IA, PE, VR 

Table 2: Regression Model Summary 

Source: Survey Data (2021) 

 

ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 4196.48 6 1049.12 32.390 .001b 

Residual 3076.78 94 32.39 
  

Total 7273.26 100 
   

a. Predictors: (Constant), IND, TB, SL, IA, PE, VR 

b. Dependent Variable: EP 

Table 3: The ANOVA 

Significant Level at 0.05 (2 Tailed) 

Source: Survey Data (2021) 

 

 Table 3 above show the ANOVA result on the impact of in-house training programmes and employee (Alumni) 

performance. Results revealed that in-service training programmes does have significant affect employee (Alumni) 

performance (F =32.390; p ˃ 0.05). The result show that the signiMicance value of 0.001 was less than the probability value 

of 0.05. This shows significant relationship between in-service training programmes and employee (Alumni) job 

performance. Therefore, the null hypothesis which stated that in-service training programmes does not enhance employee 

(Alumni) job performance was rejected and the alternative accepted and concluded that in-service training programmes 

does significantly affect employee (Alumni) job performance. 

 

Model 
Unstandardized 

Coefficients  

Standardized 

Coefficient    

Constructs 
B 

Standard 

Error Beta     β t P-Value Interpretation 

(Constant) 87.84 6.386 
 

4.474 0.001 Significant 

IND 0.348 0.023 0.412 1.881 0.009 Significant 

TB 0.301 0.012 0.278 1.344 0.006 Significant 

SL 0.398 0.009 0.290 1.765 0.001 Significant 

IA 0.564 0.007 0.873 7.598 0.000 Significant 

PE 0.389 0.012 0.368 5.252 0.000 Significant 

VR 0.050 0.062 0.054 0.801 0.031 Significant 

a. Dependent Variable: EP 

Table 4: Regression Coefficient 

Significant Level at 0.05 (2 Tailed) 

Source: Survey Data (2021) 

 

 Results in Table 4 above shows a multiple regression was run to predict employee (Alumni) job performance 

(dependent variable) from induction (IND), Team building (TB), Strategic Leadership (SL), Impact Assessment (IA), 

Performance Enhancement (PE) and Voluntary Retirement (VR) as independent variables. The result revealed that the 

coefficient of the constant term (86.84) was positive. This indicated that positive association existed between dependent 

variable and independent variables. The coefficients and the p-values for in-service training [IND (0.348, p=0.009); TB 

(0.301, p=0.006); SL (0.398, p=0.001); IA (0.564, p=0.000); PE (0.389, p=0.000); VR (0.050, p=0.031)]. The results 

indicated that in-service training programmes had positive effect on employee (Alumni) job performance. 

 Conclusively, the independent variable (in-house training programmes statistically significantly predicted 

employee (Alumni) job performance, F(6, 94) = 32.390, p< .005, R2 = .577 and all the six variables added, were statistically 

significantly to the prediction, p< .05. 

 

8. Discussion 

 In this dynamic and fast changing world, different factors play significant role in progress and advance of 

organizations, implying that in service training plays a significant role. Since expectations face growing change, employees 

need to change their efficiency to be able to meet daily challenges at their work place. The theoretical contribution of the 

paper is that in-service training programmes stands against rigidness and the result is improvement and advancement in 



 www.ijird.com                                                July, 2021                                                                                                        Vol10 Issue 7 

   

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH & DEVELOPMENT                  DOI No. : 10.24940/ijird/2021/v10/i7/JUL21030                Page 70 

 

the skills base of an employee for enhanced productivity and transformation of organizations within which they operate.  

 In order to analyse different aspects of the issue, different hypothesis described above are now under discussion  

The study findings are in disagreement with Oni et al (2013) and Atif et al (2011) studies that concluded that employees’ 

training had insignificant effect on employees; productivity. The study findings are supported by Chris (2011), 

Samaneh&Zoure (2014) and Aroge (2012) studies that found significant relationship between employees’ training and 

employees’ performance. 

 The study findings are supported by Iwuoha (2002) and Ezeani (2013) whose studies concluded that staff 

development has no significant relationship with employees’ productivity. The study findings further disagreed with Atif 

et al (2011) study that found insignificant relationship between employees’ training and development and employees’ 

productivity. 

 The study findings concur with Ahmed and Hanson (2011) study that observed that developing the capacity of 

public officers, is fundamental to instill self-confidence plus inspire employees into a common idea to realize 

organizational objectives. The study findings also agree with Espinos (2009) whose study conducted hat the quality of 

courses, increased skills and expertise are the important factors of participating in in-service training courses. 

 

9. Conclusions 

 The study established that personnel development is an important activity in organizational management which 

reflects the innovativeness of employees in such organizations and also indicates new way of working principles/relations 

and enhancing employees’ productivity for optimal job performance. In-service training programmes and employee 

(Alumni)’s performance should be important issues in organizational management, as all goal driven organization, always 

strive to employ the services of skilled and capable employees for better productivity. This is made possible through the 

constant and frequent in-service training and development programmes being offered by the CSCU. Therefore, In-service 

training programmes offered by CSCU provide public employees (Alumni) with the opportunities to improve their career 

opportunities and enhances them to get in better positions in the organization and in doing so, organizations efficiency 

would be increased. 

 

10. Recommendations 

 The study established that the Uganda government through her Ministry of Public Service-Civil Service College 

Uganda undertakes training needs assessment for different cadres (public employees) before administering in-service 

training. Since needs assessment is a dynamic and continuous process, the government should promote the deployment of 

modern technologies such as online learning in order to enhance timely information on training needs for decision making 

purposes. 

 Results indicate that in-service training opportunities granted empowerment to public employees in decision 

making and improving organisation productivity. These trainings equipped public employees for higher occupational 

abilities. Holding in-service training programmes lead to individuals’ success and probably to institutional goal 

achievement. 

 Based on the findings it was recommended among others that CSCU should continue to design proper and 

functioning in-service training programmes for public employees to enhance their performance. Institutional 

managements should also ensure employee training are conducted frequently to ensure they cope with changing work 

environments and allow employees some degree of autonomy in the use of their ideas to ensure they contribute positively 

to organization effectiveness and performance. 
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