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ABSTRACT 

The purpose of the study was to investigate whether training and development practices have influence on 

employee performance in Kakamega County Government. The study was carried out in Kakamega County which 

is one of the 47 Counties   in the republic of Kenya. The study specifically focused on influence of training and 

development practices on employee performance in all the 10 devolved departments/ ministries in Kakamega 

County. Cognitive learning theory was used. The research design employed in the study was descriptive survey 

design carried out in the 10 devolved departments that considered a target population of 267 employees at the 

County Government of Kakamega. The sampling frame for this study was a list of all employees in County 

Government of Kakamega. Head office provided by the Human Resource Department. The sample size of this 

study was 160 employees. The study purposively sampled out all cadres which play key roles in the County.  

Random sampling technique also used to select respondents. Questionnaires were used as research instruments.  

Structured and semi structured questionnaires were used as data collection instrument. The data collected was 

analyzed using both qualitative and quantitative methods. The Pearson correlation results revealed that training 

and development practices had significant and positive relationship with employee performance. The study 

concluded that analyzed using both qualitative and quantitative methods. The Pearson correlation results 

revealed that training and development practices were useful predicator of employee performance. The study 

recommended that county government should formulate policies that would enhance training and development. 
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INTRODUCTION 

According to Rodrigo (2013) succession planning 

practices is a process of identifying and preparing 

suitable employees through mentoring, training and 

job rotation to replace key players within an 

organization as those key players leave their position 

for whatever reasons such as retirement, 

advancement and attrition. Succession planning 

practices is a strategy of workforce planning. Practice 

of succession planning is an on-going dynamic 

process that identifies, assesses and develops talents 

to insure that an organization can keep up with 

changes in the work place and market plan.    It is a 

process designed to ensure the organization recruits 

and develops new hires and in-house staff to fill each 

key role within the organization. Its goal is similar to 

workforce planning –hiring the right people, in the 

right positions at the right time (Burwell, 

2011).succession planning practices is a systematic 

approach to building leadership continuity, 

developing potential successors in ways that best fit 

their strengths, identifying the best candidates for 

categories of positions and concentrating resources 

on the talent development process yielding a greater 

return on investment. 

Khan (2016) defines employee performance as the 

degree of accomplishment of the task that makes up 

an employee’s job. According to him job performance 

is determined by: an employee’s capacity, which 

relates to the extent to which an individual possesses 

the relevant skills, abilities, knowledge and 

experience to perform. Sofat, (2012) defines 

employee performance as a combination of staff 

being available and staff being competent, productive 

and responsive. They both agree that employee 

performance is important to an organizations 

survival. Employee performance is of major concern 

in any economy worldwide. 

Employee Performance is associated with quantity of 

output, quality of output, timeliness of output,  

presence attendance on the job, efficiency of the 

work completed and effectiveness of work completed 

(Mathis & Jackson 2010). Employee Performance is 

the successful completion of tasks by a selected 

individual or individuals, as set and measured by a 

supervisor or organization, to pre-defined acceptable 

standards while efficiently and effectively utilizing 

available resource within a changing environment.  

Performance oriented employees are the motivator 

because they have a predetermined directions to 

achieve positive assessment of their competence 

relevant by others Heintz & steele ( 2014).  

Succession planning practice is very important for 

realization of individual and organizational objective 

including employee’s performance Ooi (2017). This is 

the point which intersects the relationship of 

employees and their performance.  

The promulgation of the 2010 Kenya constitution 

heralded a devolved form of government with the 

formation of one Central Government and 47 county 

governments to give local people and communities an 

opportunity to make decisions and manage their own 

affairs through elected leaders and representatives. 

Kakamega County is number 37 among 47 Counties 

created by the Constitution.  

Kakamega County boarders Vihiga County to the 

South, Busia and Siaya County to the West, Bungoma 

and Trans Nzoia County to the North, Uasin Gishu to 

the North East and Nandi County to the East. The 

county covers an area of approximately 3050.3 Km2. 

Administratively the County has 12 sub-counties, 60 

wards,7 townships and village units. The Office of the 

Governor is the highest office in the County 

administrative structure. It provides overall policy 

direction and oversight of all activities performed in 

the County.  

The Public Service Management and Administration 

Ministry in the Office of the 
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Statement of the Problem  

The County Government of Kakamega came into 

existence after the promulgation of the new 

constitution and currently it has a workforce of 973.   

Most employees were retained from the previous 

county council and municipal council.  30% of them 

are approaching the 60 years age limit for retirement 

or require new skills for optimum integration into 

county government. Other employees were seconded 

from the national government.  Besides all this, the 

county government still employees other cadres of 

staff.  This has resulted in having excessive staff and 

therefore the need for the management of the 

county to initiate a number of succession planning 

practices to ensure that the current and future 

employees enhance their performance (Patrick, 

2013). Managers and top level authorities are 

constantly met with issues of succession planning and 

hence globally retaining talented staff is a serious 

concern to organizations in the face of increasing 

employee turnover (Armstrong 2010). A major 

concern is orderly succession of vacant position in 

county government of Kakamega and ensuring future 

needs of their own.  In actual sense, there is great 

need to have succession practices as a minimum 

guideline for effective management of the whole 

succession cycle. It is in this light that this study 

sought to be undertaken to ascertain the influence of 

training and development practices on employee 

performance.  

Objectives of the Study 

The objective of the study was to establish the 

influence of training and development practices on 

employee performance in Kakamega County 

Government  

Research Hypothesis  

H01 Training and development practices have no 

significant influence on employee 

performance at County Government of 

Kakamega. 

 

LITERATURE REVIEW 

Cognitive Learning Theory  

Cognitive learning is concerned with the change in 

what the learner knows rather than what is done 

Mukokoma (2008). Batt and Colvin, (2011 posted that 

cognitive theory is based on an observable change in 

mental knowledge. The origin of this theory was 

founded by the three researchers Max  

Wethrtheimer, Wolf gang Kohlar & Kurt Lawin, known 

as the Gestait theorists  suggesting that human 

consciousness can only be  examined   by assessing its 

overall shape or pattern.  

According to Bernardin and  Russel, (2012)  mental 

process of trial and error gives the insight learning, as 

learners evaluates outcome, compose   it with logical  

alternatives and chooses option that is likely to assist 

in decision making. Besides this it is vital for learners 

to acquire plans, strategies and knowledge. According 

to Batt and Colvin, (2011) there are various factors 

linked to  cognitive psychology things like  instruction 

should be well organized and clearly structured.   The 

task should be clearly outlined and prior knowledge is 

vital about the success or failure of task.  

This was relevant to the study in that learning 

influences employees to progress.  They become 

capable of increasing their knowledge, organize their 

things, and learn new ideas. New information is 

mostly acquired when people are able to associate it 

with things they have already learned and people can 

control their own learning Zabaiiza & Matey (2011). 

Therefore a learning organization is capable of 

improving employee’s skills and become competitive. 

Through learning a pool of talents is developed hence 

succession planning will be easier.  
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Empirical Review 

According to De Sario et. al. (2011), training “refers to 

learning experiences designed to enhance the short-

term and/or long-term job performance of individual 

employees”. In this respect, training is viewed as part 

of an on-going developmental process. Training needs 

to be linked with the organizational mission Fischer 

(2015). So when County governments plan their 

training activities, they need provide the link with the 

organizational mission and local budget and 

implementation. 

According to Heath field (2012), the right employee 

training, development and education at the right 

time, provides big pay offs for the organization in 

increase productivity, knowledge, loyalty and 

contribution. Training helps an organization to 

achieve its goals and objectives. Grossman and Salas 

(2011) indicated that training is an arranged work of 

ideas, skills and attitudes aiming at enhancing 

performance in a certain circumstances. According to 

Salas et al. (2012) training enables an organization to 

change, be competitive, improve skills, be innovative, 

progress, improve employee safety, enlarge services 

and attain organization goals.  

Monappa and Saiyadain (2008) argued that training is 

the act of increasing the knowledge and skill of an 

employee for doing a particular job. Training 

therefore needs to be seen by management of every 

organization as a long term investment in its human 

resource.   Dessler (2008), sees training further, as the 

means of giving new or current employees the skills 

they need to perform at their various jobs. A yenda 

(2011),  Georgiadis  and Pitelis, (2012), Omolo et at. 

(2013) from their study they found out that training 

and development have influence on employee 

performance.  

The study done by Della Torre and Salan  (2013) on 

training and development with employee 

performance indicate that there is a relationship 

between employee performance and training and 

development practices. Trained employees 

contribute to the success an organization.  It has been 

shown that the most successful and productive 

employees are those who have received extensive 

training and development. According to Dessler 

(2008) it is not a must that when employees are 

carefully selected they will perform. 

 

This is because while the potential of an employee to 

perform is one thing, performing is another and 

therefore an employee with a high potential to 

perform may not still perform his job if he does not 

go through training and development. This is why 

training of newly employed starts with organizational 

orientation.  

Cole (2004) indicated  that human resources are the 

most dynamic of all the organization’s resources and 

therefore they need considerable attention from the 

organization’s management, if the  human resource 

are to realize their full potential in their work Training 

and Development activities just as most other 

activities in an organization depended on the policies 

and strategies of the organization. An organization 

with a well-organized training would refer to it as 

“systematic training” which is why job descriptions 

are inevitable during the recruitment and selection 

process. Furthermore, in establishing what training 

and development needs an organization has must 

start with a job description and later performance 

appraisal.  

In part III Protection of Employment of the Labour Act 

2003, Act 651 section 10 Rights of a worker, it states 

that “the rights of a worker include the right to be 

trained and retrained.  According to Nyanjom (2013) 

the aim of employee development is to increase 

employees’ morale as development progress 

improves on employees’’ confidence in handling 

assigned tasks at the organization and it reduces 

wastages and consequently the cost of production is 

lowered. Belcher & Woodward (2009) posted the 
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employee development enhances skills, abilities, job 

satisfaction and worker commitment which leads to 

improvement of individual output form assigned tasks 

at the organization. 

Employee development is the most vital succession 

planning practice in the organization and it refers to 

developing employees and organizations, abilities as 

a whole. Therefore, there is a direct link between 

development of employees and their performance.  

The more developed employees are the more 

contented and dedicated they become with their job. 

Consequently this will lead to increased performance 

of employees Champathes, (2006). Omerzel and 

Gulev (2011) posted that most of the organizations 

are concentrating on employee development.  

Organizations have discovered that when employees 

are developed they increase their effort and make 

use of their skills to achieve organizational goals. 

Therefore there will always be employees to take up 

positions when they fall vacant. Succession planning 

involves career development; a process that prepares 

individuals for more senior positions in the corporate 

hierarchy. Its effectiveness is enhanced by the 

implementation of good succession plans which 

enable organizations to prepare successors of 

leadership positions by equipping them with the 

relevant skills and competencies required 

(Lamoureux, Campell & Smith, 2009).  

 Rothwellet al. (2005) observes that effective career 

planning ensures leadership continuity in an 

organization that key positions retain and develop 

intellectual and knowledge capital and encourage 

advancement.  According to Namusonge (2012) 

training can be used for retention and development 

of employees. There are various kinds of training 

given to employees, include on-the-job training, 

vocational training, general and specific training.  

  

 

Conceptual Framework 

 

    

 

Independent Variables             Dependent Variable 

Figure 1: Conceptual Framework 

Source: Author (2018) 

 

 

METHODOLOGY 

The study used descriptive design. A descriptive study 

was undertaken in order to ascertain and describe 

the characteristics of the variables of interest in a 

situation.  The goal of descriptive study hence was to 

describe relevant aspects of the phenomena of intent 

from an individual organization, industry oriented or 

other perspective Best & Kahn (2007). This study 

considered a target population of 267 employees at 

the County Government of Kakamega (HR 

Department, 2018).  These employees were drawn 

from various cadres as follows:  clerical officers, office 

administrators, supplies officer, Human resource 

management, accountants. Finance, economists, 

communication, public relations, legal officers, chief 

officers and directors.  All these employees were 

located at the County Government of Kakamega 

Offices. The study purposively sampled out all cadres 

which play key roles in the County government of 

Kakamega. The researcher developed the research 

instruments basing on objectives of the study. The 

study used both primary and secondary data.  The 

data collected was analysed using descriptive 

statistics and inferential statistics.  
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RESULTS 

Training and Development Practices 

To measure training and development practices, a set 

of seven statements were formulated. The 

respondents were asked to indicate the extent of 

agreement with each of the training and 

development practices statements in a five point 

likert scale from 1-strongly disagree, 2-disagree, 3-

undecided, 4-agree and 5-strongly agree. The 

pertinent results were presented in Table 1. 

Table 1: Descriptive results on Training and Development Practices 

S.
N 

Training and development practices 1 2 3 4 5 M SD 

1 In county Government of Kakamega 
there is mentorship  programmers to 
enhance   employees performance 

12.9% 
(18) 

14.4% 
(20) 

13.7% 
(19) 

38.1% 
(53) 

20.9% 
(29) 

3.40 1.3 

2 Training analysis is considered 
seriously  in county Government of 
Kakamega  

10.1% 
(14) 

38.1% 
(53) 

10.8% 
(15) 

28.8% 
(40) 

12.2% 
(17) 

2.95 1.2 

3 My organization makes a planned 
effort to facilitate employees to 
learn job related competencies in 
order to improve performance.  

2.9% 
(4) 

42.4% 
(59) 

7.9% 
(11) 

29.5% 
(41) 

17.3% 
(24) 

3.16 1.2 

4 Training methods are influenced by 
organizational m policy  

7.2% 
(10) 

34.5% 
(48) 

9.4% 
(13) 

28.8% 
(40) 

20.1% 
(28) 

3.20 1.3 

5 The training context is always 
relevant to my job and it enhances 
my career progression 

6.5% 
(9) 

18% 
(25) 

8.6% 
(12) 

46% 
(64) 

20.9% 
(29) 

3.57 1.1 

6 Training needs analysis is normally 
carried out before the employees 
are selected to attend an training 

14.4% 
(20) 

19.4% 
(27) 

15.8% 
(22) 

31.7% 
(44) 

18.7% 
(26) 

3.21 1.3 

7 Training analysis is normally done in 
our organization to ensure that 
equal training opportunities are 
offered to all employees 

15.8% 
(22) 

24.5% 
(34) 

10.1% 
(14) 

37.4% 
(52) 

12.2% 
(17) 

3.06 1.3 

 Overall      3.22 1.2 

From Table 1, 38.1%(53) and 20.9%(29) of the 

sampled respondents agreed and strongly agreed 

respectively that in county Government of Kakamega 

there was mentorship programmers to enhance 

employees performance. A mean of 3.40 and 

standard deviation of 1.31 implies there is significant 

deviation from mean. On the other hand, 28.8%(40) 

and 12.2%(17) of the respondent agreed and strongly 

agree respectively that training analysis is considered 

seriously  in county Government of Kakamega with a 

mean of 2.95 and standard deviation of 1.22. The 

results also revealed that 29.5%(41)  agreed that 

their organization makes a planned effort to facilitate 

employees to learn job related competencies in order 

to improve performance and 17.3%(24) strongly 

agreed. A mean of 3.16 and standard deviation of 

1.22 indicated that there is great deviation from the 

mean. 

There results further revealed that 28.8%(40) and 

20.1%(28) of the sampled respondents agreed and 

strongly agreed respectively that training methods 
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were influenced by organizational m policy. A mean 

of 3.20 and standard deviation of 1.30 implied that 

there was significant deviation from the mean. 

However, majority of the respondents confirmed that 

training context is always relevant to their job and it 

enhances their career progression as indicated by 

46%(64) of the respondents who agreed and 

20.9%(29) who strongly agreed. A mean of 3.57 and 

standard deviation of 1.19 implies there great 

deviation from mean.  

Further, 31.7%(44) and 18.7%(26) of the sampled 

respondents agreed and strongly agreed respectively 

that training needs analysis was normally carried out 

before the employees were selected to attend an 

training. A mean of 3.21 and standard deviation of 

1.34 implied that there was significant deviation from 

the mean. Lastly, 37.4%(52) agreed and 12.2%(17) 

strongly agreed that training analysis is normally done 

in our organization to ensure that equal training 

opportunities are offered to all employees with a 

mean of 3.06 and standard deviation of 1.32. The 

overall mean of training and development is 3.22 with 

a standard deviation of 1.28. This postulated that 

there was great deviation from the mean in regard to 

the effort of County Government of Kakamega in 

relation succession planning practices through 

training and development. It also means that 

respondents did not confirm with certainty training 

and development in County Government of 

Kakamega influence success planning. 

Employee performance 

Employee performance was measured using Service 

delivery, results based output and compliance. The 

respondents were asked to indicate the extent of 

agreement with each of the four statements from 

strongly disagree (1) to strongly agree (5). The 

relevant results were presented in Table 2. 

Table 2: Employee performance 

S.N Employee performance 1 2 3 4 5 Mean SDV 

1 There is prompt Service delivery 10.1% 

(14) 

12.9% 

(18) 

7.2% 

(10) 

44.6% 

(62) 

25.2% 

(35) 
3.62 1.27 

2 In County Government of 

Kakamega employees produce 

high quality Output.  

8.6% 

(12) 

22.3% 

(31) 

7.9% 

(11) 

48.2% 

(67) 

12.9% 

(18) 
3.35 1.20 

3 In our organization there is 

results based  output  

4.3% 

(6) 

25.9% 

(36) 

20.9% 

(29) 

37.4% 

(52) 

11.5% 

(16) 
3.26 1.09 

4 Employees Comply with 

performance standards 

required. 

12.9% 

18) 

16.5% 

(23) 

8.6% 

(12) 

43.2% 

(60) 

18.7% 

(26) 
3.38 1.31 

 Overall      3.4 1.22 

From Table 2, majority (69.8%) of the sampled 

respondents confirmed that there is prompt Service 

delivery with a mean of 3.62 and standard deviation 

of 1.271 implying their great deviation from the 

mean. The results also revealed that 48.2% (67) of the 

respondents agreed that in County Government of 

Kakamega employees produce high quality Output 

while 12.9%(18) strongly agreed on the same with a 

mean of 3.35 and standard deviation of 1.208. This 

implies that there is great deviation from the mean. 

Thirty seven point four percent of the respondents 

agreed that in their organization there is results 

based output while 11.5% (16) strongly agreed with a 

mean of 3.26 and standard deviation of 1.099 
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Lastly, 43.2%(60) and 18.7%(26)of the respondents 

agreed and strongly agreed respectively that 

employees comply with performance standards 

required. A mean of 3.38 and standard deviation of 

1.315 implying that there was great deviation from 

mean. The overall mean was 3.4 and standard 

deviation of 1.223 indicating that there is great 

deviation as far as employee performance is 

concerned in the county government of Kakamega. 

Inferential Analysis 

Influence of Training and Development Practices On 

Employee Performance  

The objective of the study was to determine the 

extent to which training and development practices 

influence employee performance in County 

Government of Kakamega. The objective sought to 

test the first hypothesis: H01: Training and 

development practices have no significant influence 

on employee performance at County Government of 

Kakamega. This was accomplished by use of linear 

simple regression (R2) at significance level of 0.05 

(95.0% confidence level) with aid of SPSS version 20. 

Regression analysis was used to tell the amount of 

variance accounted for by one variable in predicting 

another variable. Regression analysis was conducted 

to find the proportion in the dependent variable 

(Employee Performance) which can be predicted 

from the independent variable (training and 

development practices) Table 3 showed the analysis 

results. 

Table 3: Regression Results of Training and Development Practices and Employee performance 

Model Summary 

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

1 .626a .391 .387 .74646 
a. Predictors: (Constant), Training and development practices 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 
Regression 49.103 1 49.103 88.124 .000b 
Residual 76.336 137 .557   
Total 125.439 138     

a. Dependent Variable: Employee performance 
b. Predictors: (Constant), Training and development practices 

Coefficientsa 
Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 1.557 .207   7.536 .000 
Training and 
development  

.569 .061 .626 9.387 .000 

a. Dependent Variable: EP 

The results revealed a coefficient of determination 

(r2) of 0.391. Meaning training and development 

practices could explain up to 39.1 % of the variance in 

employee performance at County Government of 

Kakamega. The F test gave a value of (1, 138) = 

88.124, P<0.01, which supported the goodness of fit 

of the model in explaining the variation in the 

dependent variable. It also meant that training and 

development practices were a useful predictor of 

employee performance at County Government of 

Kakamega. The unstandardized regression coefficient 

(β) value of training and development practices was 

0.569 and significance level of p< .001.  This indicated 

that a unit change in training and development 
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practices would result to change in employee 

performance by 0.569 significantly.  

The first null research hypothesis posited H01: Training 

and development practices have no significant 

influence on employee performance at County 

Government of Kakamega was rejected using both r 

and R2. From the results, training and development 

practices had significant positive effect on employee 

performance with P<0.01 and it significantly 

accounted 39.1% variance in employee performance 

at County Government of Kakamega. Therefore, the 

first null hypothesis is rejected as training and 

development practices have no significant influence 

on employee performance at County Government of 

Kakamega.  

These findings compare favorably with Della Torre 

and Salan (2013) on training and development with 

employee performance indicate that there is a 

relationship between employee performance and 

training and development practices. This also agrees 

with Ayenda (2011), Georgiadis and Pitelis, (2012), 

Omolo et at. (2013). From their studies they found 

out that training and development have influence on 

employee performance. 

Summary of Study Findings 

H01: Training and development practices have no 

significant influence on employee performance at 

County Government of Kakamega 

HA1: Training and development practices have 

significant influence on employee performance at 

County Government of Kakamega 

T-Test Statistics results: (t=2.819) 

Beta Standardized Coefficient results: β1 ≠ 0 

(β1=0.225) and P<0.05 (P=0.006)  

Verdict: First null hypothesis was rejected 

Interpretation: Training and development practices 

have significant influence on employee performance 

at County Government of Kakamega 

The objective was to determine the extent to which 

training and development practices influence 

employee performance in County Government of 

Kakamega. The Pearson correlation analysis revealed 

that training and development practices has 

significant relationship with employee performance 

(R=0.626**) which implied that it has significant 

positive influence on employee performance in 

County Government of Kakamega. The simple 

regression analysis indicated that up to 39.1% 

variation in County Government of Kakamega 

employee performance is significantly accounted for 

by training and development practices. In multiple 

linear regression, when other variables in the study 

model (talent management practices, leadership style 

practices & organization cultural practices) are 

controlled, a unit change in training and development 

practices would results 0.225 significant changes in 

employee performance in the same direction. 

Results from likert scale revealed that the overall 

mean of training and development is 3.22 with a 

standard deviation of 1.28. This postulated that there 

was great deviation from the mean in regard to the 

effort of County Government of Kakamega in relation 

succession planning practices through training and 

development. The respondents agreed that training 

context is always relevant to my job and it enhances 

my career progression with mean of 3.57 although 

there was great deviation from mean (1.19). The 

results also revealed that 59% of the sampled 

respondents confirmed that in county Government of 

Kakamega there is a mentorship programmer to 

enhance   employees’ performance. 

CONCLUSIONS 

The study conclusion was derived from study findings 

after testing the study hypotheses which were 

derived from the study objectives. The overall 

conclusion of the study was that succession planning 

practices has significant positive influence on 

employee performance in County Government of 
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Kakamega. The specific conclusions as per objective 

were as follows: 

It was concluded that there is significant positive 

influence of training and development practices on 

employee performance at County Government of 

Kakamega. Therefore, the research hypothesis was 

rejected. An increase in training and development 

practices would make County Government of 

Kakamega to be more responsive to success planning 

practice hence improve employee performance. The 

extent of county Government of Kakamega 

mentorship programs to enhance employees 

performance is conducted moderately and training 

context is always relevant to employee job and it 

enhances their career progression. 

RECOMMENDATIONS 

Training and development practices were found to 

have positive influence on employee performance of 

County Government of Kakamega. Therefore, the 

study recommends that county government should 

consider training analysis so as to ensure that 

employees who left duty are replaced with easiness. 

This can be achieved by ensuring that training context 

is always relevant to job and employees are 

supported to achieve career progression. This would 

ensure that the right people with the right skills and 

attitudes are in the right place at the right time to 

achieve organizational objectives. 

Suggestion for Further studies 

The study sought to study to establish the influence 

of succession planning practices on employee 

performance in Kakamega County Government. The 

study revealed that succession planning practices 

(leadership styles, training and development, 

organizational cultural and talent management) have 

not been highly practiced in Kakamega County 

implying that there may be other factors that 

influence effectiveness of succession planning 

practices on employee performance. Therefore, 

further studies can be conducted on the challenges in 

the management of succession plan in county 

governments in Kenya. 
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