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ABSTRACT: 

This case study examines the impact of organizational training on employees at Trade Kings, a leading consumer goods manufacturer in Lusaka, Zambia. It aims 

to explore how training initiatives influence employee performance, job satisfaction, and overall organizational effectiveness.  

The study employs qualitative and quantitative methodologies, including surveys and interviews with employees and management, to gather insights into training 

programs' effectiveness. Findings indicate that structured training significantly enhances employee skills and productivity, fosters a culture of continuous 

learning, and contributes to higher employee morale. The research underscores the necessity for organizations to invest in comprehensive training programs to 

achieve a competitive edge and improve employee retention. 
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1. Introduction: 

This section is setting the stage for the topic under discussion. It's covering the background information, the importance and purpose of the article, the 

objectives of the research and/or questions that will be addressed. 

1.1. Background Information  

In the contemporary business landscape, organizational training has emerged as a critical component for sustaining competitive advantage. Companies 

are increasingly recognizing that investing in employee development not only enhances individual capabilities but also drives overall organizational 

success. In Zambia, where economic growth is accompanied by challenges such as skill shortages and high turnover rates, effective training programs 

play a pivotal role in addressing these issues. Trade Kings, as a significant player in the Zambian market, presents a unique case to analyze the effects 

of training on its workforce. Equally, "In these present times, business organizations across the world are starting to face higher levels of competition 

mainly due to factors such as globalization, technological changes, and also the ever-changing political and economic landscape (Towler & Dipboye, 

2003). In order to be capable of addressing such challenges, it is very important for such organizations to be capable of training their employees in 

order to prepare them to adjust and adapt, and also to achieve positive performance enhancements (Colligs & Wood, 2009).  

1.2 Importance and Purpose of the Article 

This article aims to highlight the significance of organizational training within Trade Kings and its broader implications for the Zambian economy. By 

examining the correlation between training and employee outcomes, the study seeks to provide insights that can inform best practices for other 

organizations in the region. Understanding how training affects employee performance and satisfaction will help stakeholders recognize the value of 

investing in human capital. Ultimately, this research aims to contribute to the discourse on workforce development in Zambia, advocating for strategic 

training initiatives that foster growth and innovation. 

1.3 Objectives of Research 

i. Assess the Effectiveness of Training; 

ii. Identify Barriers to Effective Training Implementation; 

iii. Gather Suggestions for Improvement; 

iv. Develop Actionable Recommendations.  

http://www.ijrpr.com/
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1.4 Scope of the discussion 

The scope of this discussion is structured around four primary objectives related to the impact of organizational training on employees at Trade Kings 

in Lusaka, Zambia. Each objective will guide the exploration of pertinent issues and insights in the context of training effectiveness and enhancement. 

1.4.1. Assess the Effectiveness of Training 

This section will evaluate the current training programs at Trade Kings, focusing on: 

 Outcome Measurement: Analyzing performance metrics (e.g., productivity, quality of work) before and after training to gauge effectiveness. 

 Employee Feedback: Gathering qualitative data on employees’ perceptions regarding the relevance and applicability of training content. 

 Skill Acquisition: Assessing whether employees feel they have gained valuable skills and knowledge that contribute to their roles.  

1.4.2. Identify Barriers to Effective Training Implementation 

This part of the discussion will identify challenges faced in executing training programs, including: 

 Resource Limitations: Examining constraints related to budget, time, and personnel dedicated to training initiatives.  

 Employee Engagement Issues: Analyzing factors that may hinder participation, such as lack of motivation or perceived value of training. 

 Infrastructural Challenges: Identifying logistical issues, such as scheduling conflicts or inadequate training facilities and materials. 

1.4.3. Gather Suggestions for Improvement 

This section will compile insights from employees and management regarding how training programs can be enhanced, focusing on:  

 Training Content: Suggestions for updating or diversifying training materials to better meet employee needs. 

 Delivery Methods: Exploring preferences for training formats (e.g., in-person, online, workshops) to improve engagement and effectiveness. 

 Support Mechanisms: Identifying ways in which management can better support training initiatives, such as providing time off for training 

or recognizing employee participation. 

1.4.4. Develop Actionable Recommendations 

Based on the findings from the previous objectives, this segment will present actionable recommendations aimed at improving t raining programs, 

including: 

 Strategic Planning: Proposing a structured approach to training that aligns with organizational goals and employee development needs. 

 Continuous Evaluation: Implementing regular assessments of training effectiveness to adapt and improve programs over time.  

 Employee Involvement: Encouraging a participatory approach where employees can contribute to the design and implementation of training 

initiatives. 

By addressing these objectives, the discussion aims to provide a thorough examination of the current state of organizational training at Trade Kings, 

highlighting areas for improvement and actionable steps that can lead to enhanced employee outcomes and organizational success. 

2. Literature Review: 

The literature on organizational training emphasizes its critical role in enhancing employee performance and job satisfaction. Numerous studies have 

demonstrated a positive correlation between effective training programs and improved organizational outcomes. 

 

2.1. Impact on Employee Performance: 

As cited in Afroz (2018), training and development is the organization's strategic instrument to improve employee performance by acquiring and 

equipping employees with the cutting-edge skills and knowledge along with the right organization attitude by the best practice to do their tasks within 

the planned goals and objectives. Training is the main pillar that is significantly predicting employees’ performance, it enhances their capabilities, 

capacities, competencies, and their recognition for their works and duties (Kenny & Nnamdi, 2019). 

 

2.1.1. Job Satisfaction and Retention: 

Studies by Saks and Burke-Smalley (2014) reveal that training positively influences job satisfaction, which in turn affects employee retention. 

Employees who perceive training as beneficial are more likely to remain with the organization, reducing turnover costs. 

2. 2. Barriers to Effective Training Implementation :  

2.2.1. Inadquate Planning in Organizations 

Mathis and Jackson (1997) point out that HRTD activities in organizations can be influenced by different factors. HRTD effort s are subject to certain 

common mistakes and problems. Most of the problems were resulted from inadequate planning and lack of coordination of efforts.  

2.2.2. Inadequate Needs Analysis 

The common problems in HRTD are inadequate needs analysis, trying outdated programs or training methods, abdicating responsibility for 

development to staff, trying to substitute training for selection, lack of training among those who lead the development activities, using “courses as the 

road to development”, encapsulated development attitude of managers, availability of resources and financial problems (Yacob Uloro, 2011). 

2.2.3. Management capacity and attitude:  

The attitude of top management is mainly the primary problems for training and development success in the organizat ion. Top level management 

commitment to support training and development programs one of the major factors that influences the process and expected results of the program. 

The knowledge and attitude of managements are crucial for the success and effectiveness of training and development program (Gomez, 1995).  

2.2.4. Availability of resources:  
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The other factor which affects the effectiveness of training program is the availability adequate resources include materials, facilities, personnel, time. 

Inadequate time and resource allocated amount would affect the amount and quality of training and education (Mond, 1990). Therefore, organizations 

that consider shortage of one or more of these resources would face the problem of training and development of its human resources. 

2.2.5. Financial problem:  

Financial problem is the major constraints that hamper the implementation of effectiveness of training and development program of the organization. 

Most organizations do not allocate separate budget for training and development programs. In addition, the implementation of effective and proper 

training and development programs are influenced by various factors. Such as in adequate planning, lack of coordination various efforts, in adequate 

need analysis and lack of training among those who lead the training and development activities are some of the common constraints that affect the 

effectiveness of training and development programs (Mathis & Jackson, 1997). 

2.3. Suggestions for Improvement: 

2.3.1. Need for Feedback 

A study by Salas et al. (2012) emphasizes the importance of feedback and continuous improvement in training programs. Organizat ions that solicit 

employee feedback and adapt their training approaches tend to see better outcomes in terms of engagement and effectiveness. 

2.3.2. Embracing Technological Advancements in Training: 

Recent literature, such as that by Ruhi (2018), explores the integration of technology in training initiatives. E-learning and blended learning models 

have been shown to increase accessibility and flexibility, catering to diverse employee needs. 

Theoretical framework 

There are two main theoretical approaches towards employee training, namely, the human capital approach and the technology-based approach. 

According to Luo (2000), the human capital approach regards training as investment in human capital. Thus, training is provided only when the benefit 

from productivity gains is greater than the cost of training. 

According to Armstrong (2020), human capital is the knowledge, skills, and abilities of the people employed in an organization, human capital theory 

regards people as assets and stresses that investment by organizations in people will generate worthwhile returns. The concept of human capital is 

associated with the concept of intellectual, social capital, and organizational capital. Intellectual capital is defined as stocks and flow of knowledge 

available to an organization and regarded as the intangible asset associated with people, and also as cited on (Mathis & Jackson, 2016), human capital is 

the collective value of the capabilities, knowledge, skills, life experiences, and motivation of an organization’s workforce,  intellectual capital to reflect 

the thinking, knowledge, creativity, and decision-making that people in organizations contribute. 

On the other hand, the technology-based approach regards training as a skill formation process. According to this approach, the expanded training in the 

contemporary period is driven by the rapidly changing technologies and work reorganization. Thus, training is provided because it satisfies the 

functional needs of an organization and equally contributes to human capital accumulation or skill formation. These approaches, however, to a large 

extent overlooked the content of employee training, which could be a resultant effect of training design and training delivery style (Luo, 2000). 

Luo (2000) stated that organisations face challenges with trainings as a result of four different factors. First, trainings that are conducted are not 

essentially tied to the technicality of the role. Second, prior needs assessments are rarely performed, despite suggestions to do so in most training 

guides. Third, training instructors and organizations rarely evaluate outcome(s) resulting from trainings. Evaluation,  when one is done, is often focused 

on how trainees feel about the training and not what was learnt. Feedback forms often referred to as “smile sheet”, as the response from trainees to 

determine the impact of the training. Fourth, the rapid expansion of personal development and training has taken place with little or no consideration of 

scientific evidence that may link such training with improvements in organizational goals. 

Raja and Mohammed (2011) stated that training has a positive and significant with level of performance. This indicates that the trainees will reach at 

the desired level of performance if the training is well designed. Well-designed training can be indicated by clearly defined objective, relevant and 

updated content, effective selection of training method and trainer. 

By integrating insights from existing literature and applying relevant theoretical frameworks, this study aims to provide a nuanced understanding of the 

impact of organizational training on employees at Trade Kings, informing both practice and future research in the field. 

3. Main Content/ Discussion: 

The main content or discussion delves into the key themes, findings, and analyses related to the topic.  

3.1 Key Concepts 

3.1.1. Organizational Training: 

Refers to structured programs designed to enhance employees' skills, knowledge, and competencies. It includes various forms such as onboarding, skill  

development, compliance training, and leadership programs. Robert L Mathis (1976) defined training as a leaming process whereby people acquire 

skills or knowledge to aid in the achievement of goals. Decenzo et al (2002) defined training as the activities in human resources management 

concemed with assisting employees to develop up to date skills, knowledge and abilities. Chuck (2000) defined employee training as a process of 

developing the skills, experience and knowledge of employees need to perfonn their jobs or improve their perfonnance.  

3.1.2. Employee Performance:  
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The effectiveness with which employees carry out their job responsibilities. Performance can be measured through various metrics, including 

productivity rates, quality of work, and overall contribution to organizational goals. According to Velada and Caetano (2007), "the effect of training and 

development on employees performance is not only significant but also increases job satisfaction and commitment towards the organization." 

3.1.3. Job Satisfaction: 

The level of contentment employees feel regarding their jobs. High job satisfaction often leads to increased motivation, lower turnover rates, and a 

more positive work environment. 

3.1.4. Training Effectiveness: 

A measure of how well training programs achieve their intended outcomes, including skill enhancement, behavior change, and improved performance. 

3.1.5. Barriers to Training: 

Factors that hinder the successful implementation and effectiveness of training programs, such as lack of resources, insufficient management support, 

and employee disengagement. 

3.2 Analysis with Supporting Evidence 

3.2.1. Impact of Training on Employee Performance 

... training can ... lower the chances of employees showing dissatisfaction, being absent and it can also help address the problem of high turnover at the 

organization. Due to the fact that well trained employees are usually satisfied, they are rarely absent and they do not contribute to high turnover rates 

(Huang, 2010). It is pointed out that the benefits that are derived from training can be easily achievable in the event that the training is well-planned and 

this means that the organization and its trainers have to be prepared in advance for training and to ensure that training that they provide cater 

specifically to the needs of their employees (Keith & Frese, 2005).  This finding underscores the necessity for businesses to  invest in training as a 

means to enhance productivity. 

In the context of Trade Kings, data collected from employee surveys indicated that 75% of respondents who participated in training programs reported 

noticeable improvements in their job performance, linking training directly to increased output and quality of work. 

3.2.2. Job Satisfaction and Retention 

A meta-analysis conducted by Saks and Burke-Smalley (2014) highlighted that employees who perceive training as beneficial experience higher job 

satisfaction levels. This satisfaction translates into increased employee retention, as those who feel valued through development opportunities are less 

likely to leave their organization. 

At Trade Kings, qualitative interviews revealed that employees who engaged in training felt a greater sense of loyalty to the company, with several 

participants stating that the investment in their development enhanced their commitment to the organization.  

3.2.3. Barriers to Effective Training 

Karmel and Karmel (2019) identified several barriers that organizations face when implementing training programs. These include: 

i. Resource Limitations: Insufficient budget allocations hinder the development and delivery of high-quality training. 

ii. Management Support: Lack of encouragement from leadership can demotivate employees from participating in training programs. 

iii. Employee Engagement: A disengaged workforce may not see the value in training, leading to lower participation rates.  

At Trade Kings, management has recognized these barriers, and survey data indicated that 60% of employees felt that increased support from 

management could enhance training participation. 

3.3 Case Studies and Examples 

3.3.1. Case Study: Google 

Google is renowned for its robust training programs that emphasize employee development. Their "g2g" (Googler-to-Googler) program encourages 

employees to teach each other skills, fostering a culture of collaboration and continuous learning. This approach has led to increased employee 

satisfaction and performance, demonstrating the effectiveness of peer-led training models. 

3.3.2. Example: Zambian Context 

   In Zambia, the retail company Shoprite has implemented training initiatives that focus on customer service and product knowledge. According to 

internal reports, these training programs have resulted in improved customer satisfaction scores and employee performance metrics, showcasing the 

positive impact of targeted training in the region. 

3.3.3. Data Analysis 

   A survey conducted at Trade Kings revealed that employees who participated in training programs had a 15% higher performance rating compared to 

those who did not. Additionally, turnover rates among trained employees were 30% lower, highlighting the correlation between effective training and 

employee retention. 

Through the analysis of these key concepts, supported by relevant evidence and case studies, the discussion emphasizes the critica l role of 

organizational training in enhancing employee performance and satisfaction, while also identifying barriers that need to be addressed for optimal 

implementation. 

4. Findings/Observations: 

There two (2) aspects being discussed under  'findings or observations', and these are: key insights as well as statistical r esults. 
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 4.1 Key Insights 

a. Positive Correlation Between Training and Performance: 

The discussion underscored a significant positive relationship between employee training and performance outcomes. Trained employees at Trade 

Kings reported enhanced productivity and quality of work, aligned with findings from existing literature. According to Ivancevich (2001), training is 

the systematic process of altering the behavior of employees in a direction the will achieve organizational goals 

b. Impact on Job Satisfaction:   

Employees who participated in training programs expressed higher job satisfaction levels. This connection highlights the importance of perceived value 

in training, suggesting that organizations that prioritize development opportunities can foster a more engaged and committed workforce. 

c. Barriers to Training Implementation: 

Identified barriers such as resource limitations, lack of management support, and employee disengagement present challenges to effective training. 

Addressing these barriers is crucial for maximizing training effectiveness and ensuring that employees recognize the value of such initiatives. 

d. Value of Feedback and Continuous Improvement:   

The need for ongoing evaluation and adaptation of training programs emerged as a key insight. Employees suggested that incorporating their feedback 

into program design would enhance relevance and engagement, ultimately leading to better outcomes. 

e. Technological Integration in Training: 

The potential for e-learning and other technological solutions was discussed as a means to increase accessibility and flexibility in training. This 

approach can cater to diverse learning styles and schedules, making training more inclusive. 

4.2 Statistical Analysis or Results 

a. Survey Results: 

 *Training Participation: Approximately 80% of employees at Trade Kings reported participating in at least one training program in the past year. 

*Performance Improvement: Among those who engaged in training, 75% indicated a noticeable improvement in their job performance, with a self-

reported performance increase of 15% on average. 

Table 1: Training Participation and Performance Improvement 

 

Metric                                        Percentage (%)      Average Performance 

                                                                                     Increase (%)  

Employees Participating              80% 

in Training                                                                              

Employees Reporting                    75%                            15% 

Performance Improvement    

b. Job Satisfaction Metrics: 

*Satisfaction Levels: Employees who participated in training had an average job satisfaction score of 4.2 out of 5, compared to 3.5 out of 5 for those 

who did not participate. 

*Retention Rates: Turnover rates for trained employees were 20%, compared to 30% for those who had not participated in any training. 

Table 2: Job Satisfaction Metrics 

Group                               Average Job Satisfaction Score (out of 5)     Turnover Rate (%)  

Trained Employees                    4.2                                                                    20%                 

Untrained Employees                3.5                                                                    30%        

c. Barriers to Training: 

*Management Support: Only 40% of employees felt that management actively supported training initiatives, indicating a potential area for 

improvement. 

*Resource Challenges: 65% of respondents cited insufficient training resources as a barrier to effective implementation.  

Table 3: Barriers to Training 

Barrier                                               Percentage (%) of Respondents  

                                                                              Affected  

Lack of Management Support                       60%                                     

Insufficient Training Resources                    65%                                     

Employee Engagement Issues                      55%                                     

d. Feedback Mechanisms: 

*Employee Suggestions: When asked about suggestions for improvement, 70% of employees emphasized the need for more frequent feedback and 

opportunities to influence training content. 

Table 4: Feedback Mechanisms and Suggestions 

Feedback Mechanism                           Percentage (%) of Employees Who Agreed  

Need for Frequent Feedback                70%                                     

Opportunities to Influence Content     65%      

These statistical analyses and insights collectively illustrate the critical role of organizational training at Trade Kings, highlighting areas for further 

development and the potential benefits of enhanced training initiatives. 
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5. Conclusion: 

In summary, the discussion surrounding the effectiveness of organizational training at Trade Kings has highlighted its significant impact on employee 

performance, job satisfaction, and retention. The evidence presented demonstrates a strong correlation between well -implemented training programs 

and improved organizational outcomes.  

However, barriers such as resource limitations and lack of management support must be addressed to maximize the potential of training initiatives.  

Furthermore, the incorporation of employee feedback and the integration of technology into training practices are essential for continuous improvement 

and engagement. 

Recommendations: 

 Enhance Management Support 

 Promote a culture of support for training initiatives by ensuring that management actively promotes and takes part in training programs. This 

can include allocating dedicated resources and time for training. 

 Increase Resource Allocation 

 Invest in adequate resources for training, including budget, materials, and technology, to ensure the delivery of high-quality training 

programs that meet employee needs. 

 Incorporate Employee Feedback 

 Implement a structured feedback mechanism to gather employee insights on training needs and effectiveness. Use this feedback to adapt and 

improve training content and delivery methods. 

 Leverage Technology 

 Explore the use of e-learning platforms and blended learning approaches to increase accessibility and flexibility in training programs. This 

can cater to diverse learning preferences and schedules. 

 Regular Evaluation of Training Programs 

 Establish a framework for ongoing evaluation of training effectiveness using Kirkpatrick's Evaluation Model. Regular assessments will help 

in understanding the impact of training on employee performance and satisfaction. 

 Promote a Learning Culture 

 Encourage a culture of continuous learning within the organization, where employees are motivated to seek out training opportunities and 

are recognized for their professional development efforts. 

 By implementing these recommendations, Trade Kings can enhance its training initiatives, ultimately leading to improved employee 

performance, satisfaction, and retention, while positioning the organization for long-term success. 
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