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Abstract
The content of the study was Employee Development programs on employee
performance, the study applied four objectives and they were as follows:
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To determine the level of respondent’s interns of age, gender, education and work
experience;

To determine the level of employee development programs in a Hormud Telecom

Received: company in Beletweyne

0112,2021
To determine the level of employee performance of Hormuud Telecom Company in

Accepted: Beletweyne

2001, 2022 And finally to determine the relationship between employee development programs
on employee performance

Published:

2701, 2022 The study had a sample size of 66 participants and used research design of descriptive

survey design and coo relational research design.

The study revealed that there is a strong relationship between employee development
programs on employee performance.
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INTRODUCTION

Employee Development Programs refers to the steps
taken within a company to encourage each employee's
professional and personal growth. Employees within
organizations that offer employee development feel
valued by their employer and produce larger amounts of
quality work. By developing the employees both
professionally and personally, the organization benefits
from this growth. Employee development is now, more
than ever, a key issue within human resources
management and looks set to stay that way.
Organizational change, particularly downsizing, has
stimulated the need for employees at all levels to become
more flexible and responsive (Donaldson, 1993). Employee
development programs are ways to improve an
employee’s broader skills as a person over an extended
time period in a more holistic approach. Learning and
development opportunities help boost employee
engagement and productivity. Often, these programs are
administered or managed by human resources
departments.

1.1 Statement of the problem.

The employee performance in Hormuud Telecom
organization is very low and failed to satisfy the
management and other stakeholders who have an interest
in this organization to grow and compete in the globally and
exchanging markets. This showed that the productivity of
the organization has dramatically been reduced during the
last two years and this automatically affected the existence
and the competence of the organization by diverting
customers to other competing organizations and lowering
the quality of the product previously known by the
customers. This means that if no tackled the widely spread
poor performance immediately by the managers and the
board of directors it will damage the integrity of the
organization. The employees can not adopt with the
changing environment in terms technology and information
sharing systems and this is why the study is going to
examine the effect of employee development programs on
employee performance.

1.2 Research objectives

The purpose of this study is to determine the
relationship between employee development
programs and employee performance Hormuud
Telecom organization Beldweyne-Hiiran —Somalia.
The study aims to test the hypotheses employee
development programs may affect employee
performance and to fill the existing gaps left by
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others researchers conducted a similar study or a
study which has a relationship to this one.

a) General objective
To correlate employee development programs
and employee performance

1.3 Specific objectives

2 To determine the level of respondents in terms of age,
gender, education and work experience.

3 To determine the level of employee development
programs in Hormuud Telecom Organization.

4 To determine the level of employee performance in
Hormud organization.

5 To determine if there is significant relationship
between employee development programs and
employee performance.

1.4 Research questions

2 Whatis the level of respondents in terms of age,
gender, education and work experience?

3 What s the level of employee development programs
in Hormuud Telecom organization?

4  What is the level of employee performance in
Hormuud Telecom Organization?

5 Is there a significant relationship between employee
development programs and employee performance?

1.5 Scope of the study

a) Geographical scope
The study conducted from Beledweyne district-
Hiiraan- Hirshabelle State- Somalia.

b) Content scope
The study described employee development
programs and employee performance.

c) Time scope
The study was carried out with in a period of
December 2019 — May 2020.

1.6 Significance of the study

The findings of this study will be useful to all
managers of business companies in this region
particularly and in the world generally. University
students, academicians, future researchers,
international and nongovernmental organizations,
librarians and government officials will all benefit
from this findings.
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1.7 Limitation of the study

Language barriers: the questionnaire and the
interview written in English that is major limitation
because the respondents want the questionnaire and
the interview guideline to be interpreted in to their
own language.

The security: there was security problem of data
collection because the situation of Somalia poses a
great limitation on the study. In addition to that time
was also one of the limitation to this study where the
time to finalize this study was in adequate which
pressured the researcher to summarize and conclude
the study to meet the given deadline of the university.
Availability of library and internet services were also
limiting factors that hindered the researcher to attain
and collect a very useful and relevant data to the
study.

1.8 Research design

This study used a descriptive survey design and
co-relational design in order to describe the
relationship between Employee development

programs and Employee performance in Hormud
Telecommunication Company Beledweyne
branch —Hiiran —Somalia.

1.8 Research population

The population of this study was 80 individuals
who operate in Hormud Company in Beletwein
district, Hiiran-region Somalia. This is the
population that the researcher based on his
study and generalized back the results of the
sample that was chosen from this target
population.

2.0 Sample size

The sample size of this study was 66 people of
which were selected from the target population
of 80 that could be categorized in to 5 top
managers, 10 middle managers and 65
subordinates or operating staff as shown in the
table below. The Slovenes formulas was used to
obtain the sample from the target population

Categories of expected | Population Sample

respondents

Top managers 5 4

Middle managers 10 8

Subordinates /Operating staff 65 54

Total 80 66
hand, was used to give the respondents equal
opportunities to participate and involve in the study.

2.1 Sampling procedure

The researcher used both purposive sampling and
simple random sampling. The purposive sampling
was utilized to select the required respondents who
are very useful for the study and mainly they were
top managers. Simple random sampling on the other

2.1 Research instrument

The researcher used an interview and questionnaire
to collect the required data from the field. The
questionnaire was self-administered and submitted
directly to the respondents by the researcher himself
and the questions were close ended questions to
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2.2

2.3

simplify the answers for the respondents to tick
easily and participate openly and friendly in the
study.

Validity and reliability

To ensure that the data is reliable and valid, standard
tests on the questionnaire was done. The reliability
testinvolves a “ test and retest” exercise. This means
the instrument subjected to the representative
sample in a different time of period to make sure
whether the answers are same. A few selected
respondents advised whether the questions asked in
the questionnaire made a sense by ranking it on a
scale of very clear, clear, not clear, and very unclear.
Any question which is ranked as not clear was
amended.

Data gathering procedure

The researcher requested an introductory letter or
permission from the university to conduct the study
and go to the field. The researcher introduced

2.4 DATA ANALYSIS

The data obtained from the field was
systematically analyzed, examined, edited and
summarized by using a qualitative and
quantitative approach. The data was also
represented in tables by converting it into
percentages to enable the researcher to analyze
the data and reach final conclusions on the
variables understudy. Editing of data was used to
check for errors and omissions on the study and
consistency. The data was analyzed and
processed electronically by using Microsoft Excel
and SPSS to to evaluate the employee
development  programs  and employee
performance of Hormud Company in Beletwein
district —Hiiran Somalia

2.5 Ethical Consideration

The respondents were informed that their
participation is voluntary and they have the final
decision of participation. The participants or
respondents were informed the purpose of the
study to feel free and answer the questionnaires
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himself to the respondents and briefed them to
avoid inconvenience. The researcher informed the
participants that their provided information will be
kept and privacy and confidentiality will be
considered as much as possible the respondents
were given freedom to either participate the study or
with draw any time basing on their willingness.

The collected data from the field was logically
studied, scrutinized, edited and summarized
qualitatively and quantitatively. Thereafter, the data
is represented in tables, graphs and counted by
converting it into percentages to enable the
researcher to analyze the data systematically to
reach logical conclusions on the study variables.

Editing of data was used to check for errors and
omissions on the study and consistency and all
collected data was analyzed and processed
electronically using Microsoft Excel and SPSS to
evaluate the employee development programs and
employee performance of Hormuud Company in
Beletweyne district —Hiiran Somalia.

smoothly and emotionally. The researcher
presented an introductory letter and kept the
responses of each participant in a safe mode and
privacy. The scholars whom their theses were
quoted were recognized by the researcher and
their names, Books, places and published dates
were mentioned to avoid plagiarism.

From the above table 2 indicated that different
categories were involved in the study 86% were
male and 14% of the respondents were female,
and it is clear that these majority of companies
were dominated by male employees.

The findings of the study showed that the
majority of the employees represented 51% lay
in between 20-30, and the minority of the
respondents in the study represented 8% were
of the age bracket 40 and above. The majority
were in the age category of 20 to 30 years.

Table 2 showed that the findings of the study
indicated that the majority of the respondents
were Bachelor degree holders which makes up
49% of the respondents, the second group of
the respondents are certificate holders which
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represents 31% of the respondents, the third
group of the respondents have Diploma holders.
The majority (48%) had served in the firms for a
period of between 1to 2 years.

From the findings the researcher observed that
the managers of the selected company hold
Bachelor Degree which indicates that they have
the skills, knowledge and competence towards
the employee development programs and the
operation and activities of the entire of the
Institution.

The table 3 revealed that the mean of employee
training is 3.40 which indicates that majority of
the respondents agreed that the managers of the
selected company highly engaged for employee
training and development programs while the
minority of the respondents agreed that
managers of the selected company do not
provide for its staff any trainings properly or as
needed, this is because it reveals that this
company is strong because they have well and
effective training programs that can be used to
develop the employees to make sure they have
their own capability to perform their duties.

The table 3 indicated that the mean 3.20
represents the majority of the respondent
agreed that employees are valued and their
voices are listened by the managers of this
company. This shows that employees are treated
as the owners of the company treated and this
makes employees to be more comfortable and
confidence to this company.

The above table 3 indicated that the mean of
employee job rotation is 3.00 which means that
majority of the respondents were agreed that the
selected company has a job rotation polices
where employees do not over stay on one
position but they are transferred in to variety and
new position to effectively enhance the
productivity of the employees.

The findings also revealed that the managers
motivate their employees and encourage them
to perform effectively as shown in a mean study
of 2.20 which indicates that the majority of the
respondents agreed that the mangers of the

selected company motivates the staff to perform
well and compete their counterparts.

Table 3 also revealed that the mean of the
rewards and incentives availability in this
company as 2.46 which shows that the majority
of the respondents agreed that there is a reward
and bonuses provided to highly performed
employees to encourage both them and others
to aspire and follow the rewarded staff.

The findings of the table revealed that the mean
2.09 represents that the capacity building
programs are put in place by the company to
empower the employees who perform slowly
compare to their colleagues. The company trains
the unskilled staff to effectively promote their
performance but this company is neither strong
nor weak as the mean showed.

The findings of the table revealed that the
company inducts and orients the newly hired
employees and as well as they are introduced to
their specifically work places and their offices in
the organization teachers as attested by mean
study 2.25, this means that the majority of the
respondent agreed that the company has good
induction polices towards the hired employees.
The findings revealed the mean of 1.98 of the
question that manages consider the safety of the
employees to make the staff more comfortable
and enjoy their work environment. It also
revealed the mean of 1.95 over the question of
employees are allowed to enhance their skills by
gaining relevant knowledge from colleges and
universities but according to this mean the
employees building their capacity are very few.

Table 4 revealed that the company has
performance appraising system to effectively
monitor and evaluate the staff performance as
attested the mean study 2.90, this means that
the majority of the respondent agreed that the
company is doing well to monitor its staff and
correct them if necessary as early as possible
and at this point the company is neither strong
nor weak because the mean showed to be good.
Table 4 also revealed over the question asked
respondents which was the performance of the
employees working in this company is low
basing on the means of 1.70 which means that
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majority of respondents agreed that the staff
performance is no high.

The table indicated the mean of 1.99 according
to the question being asked respondents which
says the absenteeism of the employees in this
organization is something common, the
respondents disagreed that the absenteeism is
common in this company. It was revealed by the
study that there is a control and monitoring on
the employees done by the management of this
company basing on the mean of 2.60 which
showed that majority of the respondents said
that the management is striving towards the
performance of the company by effectively
monitoring and controlling their staff on their
day to day activities. Asked the respondents a
question of work is done effectively and on a
fixed time of period basing on the findings
revealed with the mean of 1.65 which shows
that majority of the respondents of the study
answered that the work is not done effectively
and on its fixed time.

Table 4 indicated that half of the respondents
that the company pays the
employees on the time mentioned in the

answered

2.7 SUMMARY

The summary revealed that the majority of the
respondents inquired were male as measured 86%
while 14% of them were female. According to the
age of respondents, majority which is 51% aged
between 20-30 followed by minority of 41% aged
between 31-40. In education level, 49% of
respondents were bachelor holders and in
experience 40% of respondents were between 1
up to 2 years.

On the level of employee development programs,
the study got overall means 3.40 interpreted as
very good over the institution having highly
qualified and skilled teachers. The study also
showed the mean of 3.20 interpreted as very good
which indicated that the company always
enhances the capacity of its staff. The other mean
of 2.25 interpreted as good indicated that the
company has good induction and orientation

contract basing on the mean of 2.00 and this is
the result of a question reading payments are
made on the mentioned time in the contract.
The study also indicated that the respondents
were not fully agreed whether the company
respects its employees or not basing on the
question asked the respondents reading that
workers are respected and treated kindly by the
managers as shown in the mean of 2.01 of the
study.

The study revealed that the majority of the
respondents agreed that the managers reward
the employees as they progress basing on the
mean of 2.40. This was after the questions of
managers reward employees as they progress.
The question of motivation and incentives are
regularly gained by the employees, half of the
respondents agreed that there are motivation
and incentives in the company basing on the
mean of 2.25 which means the company to
some extent has its own motivation and
incentives polices.The findings showed that
there is significance relationship between
employee  development programs and
employee performance.

2.6
polices put in place to introduce the newly hired
employees to work.

The study indicates the means of 1.95 and 1.98
which interpreted as fair revealing that the
company mangers take care about the safety of
their employees and employees are allowed to
enhance their skills.

On the level of employee performance, the study
revealed the mean of 2.90 interpreted as good
and indicating that the company has a well
performance appraising system and is doing well.
The research got a mean of 2.40 interpreted as
good which indicated that the performance of the
employees is low. Another mean 2.25 which
interpreted as good showed that the company has
motivations and incentives intended to the
employees.

The means of 2.00 and 2.01 of the study and
interpreted as fair showed that the payment of
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the employees is made on the time mentioned in increase the productivity of the organization in the
the contract and the employees are respected and future to compete with its counterparts in the
treated them kindly by their mangers which can region and across the world.

2.8 Conclusions

The findings of the profile of respondents
indicated that the majority of the respondents
inquired were male which is 86% followed by 14%
of the respondents who were female. The 51% of
respondents were aged between 20-30 followed
by 41% aged between 31-40. The 49% of the
respondents were bachelor holders while 40% of
them had experience of 1-2 years.

The overall mean of 1.95 and 1.98 interpreted as
fair over the level of the mangers taking care of
their worker’s safety and employees are allowed
to enhance their skills by gaining extra knowledge
from colleges and universities. This shows that the
company has employee development programs in
the system to effectively develop them and
enhance their skills.

The findings revealed that as far as employee
performance is concerned, the company is not
performing well and this is based on the means of
2.00 and 2.01 interpreted as fair. The mean of 2.25
which interpreted as good that there are
employee motivation and incentives to develop
the company’s productivity. The study indicated
that the level of company’s motivation is low.

The findings revealed that there is a significance
relationship between employee development
programs and employee performance of the
Hormud Company operating in Beledweyne-
Hiiraan- Somalia. The correlation was positive and
strong one based on the correlation level of 0.05
and pear sons correlation reading 969. And in the
view of this output the Null hypothesis was
rejected and the significance relationship
between the two variables was accepted.
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2.9 Recommendations

Based on the findings revealed and the
conclusions of the study, the following were
recommended by the researcher.

Appropriate training should be provided for the
employees to enhance their performance in the
company. Training and capacity building
programs are very important to increase the
productivity of the organization.

Monitoring and controlling system should be
provided by the company to ensure the
effectiveness of the employee’s activities and
tasks. This means promoting the highly
performing ones and training the poor ones so
that the organization competes well.

Rewards and incentives should be provided to
the employees. This can increase the
performance of the employee of the entire
company and hence, the company competes
accordingly.

Recruiting qualified employees to avoid job
misplacement which consequently result poor
performance and hinder the company’s
productivity.

Management system should be improved to
match the company with the changing world,
the technological improvements and
globalization emerges.

Skills enhancement should be done by
managers of the company to improve the
poorly performing staff who do not have
adequate skills and competences as their
counterparts do.

5.4.1. Recommendation for further
research

Capacity building and employee

performance could be further
researched.
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