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Abstract

The paper established the relationship between training (training needs,
training contents, training methods, training evaluation) and performance of
employees in Microfinance Institutions located in North-Kivu. Using Slovin’s
formula, a sample size of 110 was derived from the total research population
of 152 employees in microfinance institutions. The purposive sampling tech-
nique was used for this study. The tool used to collect data in this study was
questionnaire and reliability of the research instruments was ensured through
test and expert judgment respectively. The statistical tools used to analyze
data in this study were correlation analysis and multiple regression analysis
and these were done using SPSS (v.20). The results indicate that there is a
positive relationship between training needs assessment and employee per-
formance in Microfinance Institutions located in North-Kivu (r = 0.612; sig.
= 0.000), that any variation in training contents will lead to significant and
positive variation in employee performance in Microfinance Institutions si-
tuated in North-Kivu (r = 0.0544; sig. = 0.000); that there is a positive rela-
tionship between training methods and employee performance in Microfin-
ance Institutions located in North-Kivu (r = 0.496; sig. = 0.000) and that ef-
fectiveness in training evaluation positively and significantly influences em-
ployee performance in Microfinance Institutions situated in North-Kivu (r =
0.62; sig. = 0.000).
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1. Introduction

As one of major activities of human resource management, training has for long
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been recognized to improve and develop employee performance (Sultana et al.,
2012; Pfeffer, 1994). In order to prepare their workers to do their jobs as desired,
organizations provide training to optimize employee’s potential (Tahir, 2014;
Nassazi, 2013). According to Swart et al. (2005), training increases workers’
productivity also improves the services of the workers and brings optimistic
change in the organization. According to Buckey & Caple (2000) and Belcourt &
Saks (2000), training is a systematic process, which helps people to learn how to
be more effective at work by modifying knowledge, skills or attitudes through
learning experience to achieve effective performance.

In microfinance, employees are the valuable asset as they can make or break
microfinance’s reputation and can adversely affect profitability (Adeleye et al.,
2014). Training enables employees to deal with the customer in an effective
manner and respond to their complaints in a timely manner (Elnanga & Imran,
2013). Most of the firms invest in the building of new skills by their workforce,
enabling them to cope with the uncertain conditions that they may face in fu-
ture; thus, improving the employee performance (Ameeq & Hanif, 2013).

Microfinance Institutions in North-Kivu have invested in training in order to
achieve performance. With training programs in place, one would expect im-
provement of employee performance since effective training programs help em-
ployees to get acquaintance with the desired new changes, also gainful command
on the competencies and skills required to perform a particular job and to avoid
on the job errors and mistakes (Roberts, 2006). However, there is evidence of
poor performance. This study therefore, goes on to discuss training, employee
performance, and how training affects employee performance.

In the effort of finding the solution for this study, the research tried to find
out the following objectives: To assess the relationship between training needs
assessment and employee performance in Microfinance Institutions; To examine
the relationship between training contents and employee performance in Micro-
finance Institutions; To establish the relationship between training methods and
employee performance in Microfinance Institutions; To determine the relation-
ship between training evaluation and employee performance in Microfinance
Institutions.

This study helped microfinance institutions understand the importance of
training to overcome challenges faced. It also enabled them structure their
training and make them more effective in terms of helping to improve the effi-
ciency of the workforce and to lead to better performance. This also ensured the
existence of a pool of skilled workforce who could be utilized for national de-
velopment.

Several studies have been carried out on the effects training including Githinji
(2014) who did the study on the effects of training on employee performance: A
case study of United Nations support office for African union mission in Soma-
lia. The study showed that training influences employee performance by posi-

tively influencing employee engagement to change process; innovation; better
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performance and enhance enthusiasm to work. Benedicta (2010) carried out the
study on the impact of training on employee performance: A case study of HFC
bank (Ghana). His study revealed that training has impact on the performance
of employees who work in HFC bank. Nassazi (2013) did a study on effects of
training on employee performance; Evidence from Uganda. He found that
training and development have an impact on the performance of employees with
regards to their jobs.

To the best of our knowledge, no study has been published on training and
employee performance in Microfinance Institutions of North-Kivu (DRC).

Therefore, this study is carried out to fill this knowledge gap.

2. Literature Review

The literature relates the components of training and the employee performance

that has been documented by various scholars and authors in the area of study.

2.1. Training Needs

“Training Needs Assessment” (TNA) is a process of collecting information
about an expressed or an implied organizational need that could be met by con-
ducting training (Barbazette, 2006). According to Goldstein & Ford (2002) needs
assessment or needs analysis seeks to answer the question of whether the organ-
ization’s needs, objectives and problems can be met or addressed by training.
The purpose of a TNA is to identify performance requirements and knowledge,
skills, and abilities needed by an agency’s workforce to achieve the requirements
(Wagonhurst, 2002). TNA is a crucial initial step to design a training program
and can substantially influence the overall effectiveness of training programs
(Goldstein & Ford, 2002).

2.2. Training Contents

Training contents include any and all information presented to learners with the
aim of teaching knowledge or skills (Megan, 2017). According to Wexley & La-
tham (2002), the need to consider skill and tasks characteristics in determining
the most effective training delivery approaches should be highlighted. A number
of typologies have been offered for categorizing skills and tasks (Gagne, Briggs,
& Wagner, 1997), which can be categorized into two broad categories: people or
technical skills. People skills are typically hard to observe; quantify and measure
as much as it needed for everyday life and in work because it has to do with how
people relate to each other: communicating, listening, engaging in dialogue,
giving feedback, cooperating as team member, solving problems and resolving
conflicts (Coates, 2004). Organizations should also acknowledge that their em-
ployees have the latest technical skills training, which are designed and offered
by organizations in updating their existing skills and acquiring new technologies
that will best suit with organization’s technical training needs, goals and budgets
(Hamid et al., 1987).
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2.3. Training Methods

Training methods include but are not limited to:

Job rotation and transfers

Job rotation is the method which refers to the process whereby by the trainee
moves from one function to another as the planned timetable or schedule will
dictate (Adeleye et al., 2014). Transfers involve movement of employees from
one country to another (McCourt & Eldridge, 2003).

Coaching and| or mentoring

This involves having the more experienced employees with more specific of
knowledge, skills and abilities in problem solving, conflict resolution, commu-
nication, goal setting and planning coach the less experienced employees (Tor-
rinton et al., 2005). So the goal of mentoring is the exchange of knowledge so
that the mentee is better socialize and becomes better prepared to take on im-
portant duties in the organization (Burges, 2007).

Orientation

This method deals with a situation whereby new employees are given training
to enable them to get acquainted with the work and the organization as a whole
in respect of values, rules and regulation (Olaniyan & Ojo, 2008).

Conferences

This method involves presentations by more than one person to a wide au-
dience. It is more cost effective as a group of employees are trained on a particu-
lar topic all at the same time in large audience (Cole, 2002).

Role playing

Trainees are provided with some information related to the description of the
roles, concerns, objectives, responsibilities, emotions, and many more. Following
is provision of a general description of the situation and the problem they face.
The trainees are there after being required to act out their roles (Blatner, 1995).

Formal training courses and development programs

These courses and programs are usually a set of defined and known programs
where the contents, durations and all the details about the training are clear to
both the organization and the personnel to be trained (Ahammad, 2013).

Field trip or tour

Field trip or tour is usually observation for training and non-experimental re-
search in order to provide employees with experiences outside of their everyday
activities, which with the aim to observe its natural state and possibly collect

sample in purpose of works tasks (Goldstein & Ford, 2002).

2.4. Training Evaluation

The choice of evaluation criteria is a primary decision that must be made when
evaluating the effectiveness of training. The main objective of training evaluation
is to prove that the training has actually taught what was intended and to im-

prove the course contents for future use (Goldstein & Ford, 2002).
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However, training evaluation is a difficult and complex task (Arthur et al,
2003) but the most important activity in the training process because it is the fi-
nal logical stage; and organizations should assess their training efforts systemat-

ically.

2.5. Employee Performance

According to Sultana et al. (2012), training is an effective tool to equip or push
employees to improve upon their performance. Training is determined as the
process of enabling employee to complete the task with greater efficiency, thus
considered to be vital element of managing the human resource performance
strategically (Huselid, 1995). Employee performance, achieved through training,
refers to the enhancement of the knowledge, skills, and abilities acquired by em-
ployees so that they can perform their duties to achieve organizational goals
(Huselid, 1995).

2.6. Training and Employee Performance

Learning through training influences the organization performance, and is said
to be a key factor in achievement of corporate goals (Harrison, 2000). Imple-
menting training programs as a solution to covering performance issues such as
filling the gap between the standard and the actual performance is an effective
way of improving employee performance (Swart et al., 2005). The employee su-
perior performance occurs only because of a good quality training program that
leads to employee motivation and their needs skills (Swart et al., 2005). Accord-
ing to Wright & Geroy (2001), employee competencies change through effective
training programs. It not only improves the overall performance of the em-
ployees to effectively perform the current job but also enhances the knowledge,
skills and attitude of the workers necessary for the future job, thus contributing
to superior organizational performance.

Many scholars or authors who dealt with training and performance, talked
about training in a global way. In this paper, we try to deal in depth with the
elements of training (training needs, training contents, training methods, train-
ing evaluation) and to highlight the influence of each component on employee
performance in order to identify the overall relationship between training and
employee performance.

3. Methodology

In this study, quantitative methods were used in order to determine the rela-
tionship between training (training needs, training contents, training methods,
and training evaluation) and employee performance. Questionnaire was used to
collect quantitative data. Through quantitative methods, data were analyzed and
interpreted. The study was conducted in North-Kivu. The population was con-
stituted of 152 employees, and the sample was constituted using Slovin’s formula
which is n = N/(1 + N&), where N = 152 and e = 0.05. From this formula, the
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sample (1) of 110 employees was obtained. The sampling technique used in this
study was purposive sampling. This technique was effective as it helped us to
choose those employees who are able to give us detailed information on how the
training received has influenced their performance. The study used both primary
data and secondary data sources, where primary data were collected from em-
ployees of each organization using structured questionnaires and interviews and
secondary data were collected from documentation, archival records, magazines,

Internet and other documents which were relevant to the study.

4. Results and Discussion

Quantitative research was used for the purpose of this research because quantit-
ative analyses results provide support for anticipated directions of the associa-
tions between independent and dependent variables. So by using SPSS version
20 for windows software, correlation between dependent and independent va-
riables was examined. To analyze data we used techniques such as descriptive

statistics, correlation analysis and multiple regression analysis.

4.1. Descriptive Statistics

Descriptive statistics is the way to summarize data which use tabular, graphical,
or numerical. The descriptive statistics provides frequencies and measures of
central tendency of this research analysis. So, frequencies of this analysis can be
referred to histograms or bars charts of various subcategories, such as age, gend-
er, marital status, education background, years of services. The main objective of
conducting descriptive statistics is to make all data easier to read. There are 110
people participating in this survey. Hence, we use descriptive statistics to illu-
strate the socio-demographic profile of respondents.

1) Age analysis

Based on age the main respondent in this research is in the group 31-35 years
old. This age largest group showed a percentage of 32%. The second group was
people that were 36 - 40 years old; this showed a percentage of 23%. The third is
the age between 26 - 30 years old that showed around of 17%. The fourth was the
group of people between 41 - 45 years old and showed a percentage of 11%. The
fifth is the age above 46 years and showed a percentage of 9%. And the smallest
group is the age bellow 25 years this is 8%. This means that the force labor in
Microfinance Institutions in North-Kivu has from 31 - 35 years old (Figure 1).

2) Gender analysis

This figure reflects the gender distribution of the participants in this re-
search. The majority was male (females were 35% while males were 65% higher
than females), which supports that the number of men who are working in
Microfinance Institutions in North-Kivu is higher than the number of women
(Figure 2).

3) Marital status

The result shows that status of distribution of the participants in this research.
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Figure 1. Age analysis. Source: Research data.

B male

m female

Figure 2. Gender analysis. Source: Research data.

The majority was 80% married while the single was 18%, the separated 0% and
the other case 2%. This supports that the number of married persons who are
working in Microfinance Institutions in North-Kivu is higher than the number
of single and separated persons (Figure 3).

2%

m single
® married
I separated

Figure 3. Marital status analysis. Source: Research data.

4) Education background

This chart presents that most of the respondents 54% claimed that they have a
post graduate level, followed by 34% who are graduates. Those with the state
diploma had a percentage of 12%. Master and PHD levels had 0%. The majority
was postgraduate level 54% is the force labor of these Microfinance Institutions
(Figure 4).

5) Years of service

The chart presents that most of respondents “years of service above 5 years” is
50%, followed by 23% who has year of service from 4 to 5 years, 1 - 3 years of
service is a percentage of 19%. And the percentage of 8% is years of service bel-

low 1 year (Figure 5).
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Figure 4. Education background analysis. Source: Research data.
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Figure 5. Years of service. Source: Research data.

4.2. Correlation Analysis

Before presenting the correlation analysis, we checked first the consistency of the
variables using the reliability test.

Reliability Test

The reliability analysis is used to test consistency of respondents’ answers to
all the items of variables in the questionnaire, whether the items are hung to-
gether as a set which they are highly correlated with another (Cronbach, 1946).
According to Cavana et al. (2001), Cronbach’s alpha is a reliability coefficient
that indicates how well the items in a set are positively correlated to one another.

A commonly accepted rule of Thumb for describing internal consistency us-
ing Cronbach’s alpha is as in Table 1 (Cronbach, 1946).

Consistency of this research was examined through Cronbach’s coefficient
Alpha.

It can be seen for the independent variable that all the Cronbach’s alphas are
accepted and they are at a good level as they are all between 0.7 and 0.9 (Table
2). Hence the factors in training can be considered as well designed items and
data are trustworthy.

It can be seen for the dependent variable that all the Cronbach’s alphas are at
the acceptable level since they are between 0.6 and 0.7 (Table 3). Therefore,
performance can also be considered as well-designed items and data are trust-
worthy.

After the reliability test, we presented and discussed the results about the cor-
relation analysis in the following sections:

The Pearson correlation coefficient, r, can take a range of values from +1 to
—1. If there is a strong positive linear relationship between the variables, the val-
ue of r will be close to +1. If there is a strong negative linear relationship be-

tween the variables, the value of r will be close to —1. When there is no linear
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Table 1. Cronbach’s alpha level.

Cronbach’s alpha Internal consistency
a=0.9 Excellent (High-stakes testing)
0.7<a<09 Good (Low-Stakes testing)
0.6 <a<0.7 Acceptable
0.5<a<0.6 Poor
a<0.5 Unacceptable

Table 2. Reliability statistics for the independent variable.

Variable Cronbach’s Alpha N of Items
Training needs 0.861 8
Training contents 0.761 6
Training methods 0.714 8
Training evaluation 0.840 13

Source: Author’s calculation with SPSS software.

Table 3. Reliability statistics for the dependent variable.

Variables Cronbach’s Alpha N of Items
Service quality 0.747 7
Dependability 0.738 4

Cooperativeness 0.633 3
Adaptability 0.687 4
Communication 0.723 4

Source: Author’s calculation with SPSS software.

relationship between the variables or only a weak relationship, the value of r will
be close to 0. The study variables were measured on a continuous scale, and thus
Pearson correlation was found to the most appropriate to test the relationships
between training and employee performance. The results are presented based on
the objectives as follow:

Relationship between training needs and employee performance

The first objective of this study was to determine the relationship between
training needs assessment and performance for the employees working in mi-
crofinance institutions sited in North-Kivu. To determine that relationship, a
Pearson correlation was employed and findings are established in Table 4.

The findings presented in Table 4 indicate that there is a positive and signifi-
cant relationship between training needs assessment and employee performance
in microfinance institutions found in North-Kivu. Training needs assessment is
correlated with employee performance with r = 0.612. This means that any unit

improvement in training needs assessment in Microfinance institutions leads to
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Table 4. Correlation between training needs assessment and employee performance.

Training Needs =~ PERFORMANCE

Pearson Correlation 1 0.612**
Training Needs Sig. (2-tailed) 0.000
N 110 110
Pearson Correlation 0.612%* 1
PERFORMANCE Sig. (2-tailed) 0.000
N 110 110

Source: Author’s calculation with SPSS software.

improvement of employee performance by 0.612. Training needs assessment is a
crucial initial step to design a training program and can substantially influence
the overall effectiveness of training programs.

The above result confirms the study for Mutisya et al. (2017) in which they
concluded that training needs assessment influence employee performance,
therefore organization performance. The study specified that the most influenti-
al of the training needs assessment was individual needs assessment where indi-
vidual training needs assessment involves taking into account both the needs of
individuals, but also anything that can help the department/organization to work
together as effectively as possible.

The results for this study regarding the relationship between training needs
assessment and employee performance are in the same line with the work of
Hartoyo & Efendy (2017) where he found that the results of the analysis training
needs are useful as a basis for making a decision in providing solutions to a per-
formance problem. He concluded that training needs analysis developed and
implemented can meet the needs and impact on improving performance.

The study findings by Anuar et al. (2015) are in line with the present findings
of this study. It revealed that the right adoption of TNA process will increase ef-
fectiveness without wasting time, energy and money in order to achieve the de-
sired performance.

The findings for this study regarding relationship between training needs as-
sessment confirm the work for Humphrey et al. (2013) as his results indicated
there was a positive and significant effect between training needs assessment and

employee performance in Mumias Sugar Company Limited.

4.2.1. Relationship between Training Contents and Employee
Performance

The second objective of this study was to determine the relationship between
training contents and employee performance in microfinance institutions found
in North-Kivu. To establish that link between training contents and employee
performance, a Pearson correlation was also used and the findings regarding

these are presented in Table 5.
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Table 5. Correlation between training contents and employee performance.

Training Contents PERFORMANCE

Pearson Correlation 1 0.544**
Training Contents Sig. (2-tailed) 0.000
N 110 110
Pearson Correlation 0.544** 1
PERFORMANCE Sig. (2-tailed) 0.000
N 110 110

Source: Author’s calculation with SPSS software.

From these findings, it can be confirmed that there is the significant and posi-
tive linear relationship between training contents and employee performance.
This result is confirmed by the Pearson correlation value r = 0.544 and signifi-
cant value 0.000 which is far less than the standardized significant value 0.05.
The result implies that any unit improvement in training contents in Microfin-
ance institutions leads to improvement of employee performance by 0.544.

Regarding the effect of training contents on employee performance, the above
findings confirm the study for Huyen (2014) where he concluded that training
contents significantly and positively influence employee performance.

Also findings for this study regarding relationship between training contents
confirm the work for Humphrey et al. (2013) as his results indicated that there
was a positive and significant effect between training contents and employee

performance in Mumias Sugar Company Limited.

4.2.2. Relationship between Training Methods and Employee
Performance

The third objective of this study sought to find out the relationship between
training methods and performance of the employees in microfinance institutions
situated in North-Kivu. As it was in the case of the first two research objectives,
this research objective was established using correlation at the standardized sig-
nificant value of 0.05. The findings regarding this are presented in Table 6.

Taking into consideration the significant values presented in Table 6, it can be
noted that training methods positively and significantly correlate to employee
performance with r = 0.496. This result means that the performance of the em-
ployees in microfinance institutions will be boosted by 0.496 in every unit im-
provement in the training methods.

The findings above are in agreement with the findings in the study of Nassazi
(2013) which suggested that training methods have an impact on the perfor-
mance of employees with regards to their jobs.

Regarding the effect of training contents on employee performance, the above
findings confirm the study for Huyen (2014) where he concluded that training

contents significantly and positively influence employee performance.
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Table 6. Correlation between training methods and employee performance.

Training Methods PERFORMANCE

Pearson Correlation 1 0.496**
Training Methods Sig. (2-tailed) 0.000
N 110 110
Pearson Correlation 0.496** 1
PERFORMANCE Sig. (2-tailed) 0.000
N 110 110

Source: Author’s calculation with SPSS software.

4.2.3. Relationship between Training Evaluation and Employee
Performance

The last specific objective of this study was to examine the relationship between
training evaluation and the performance of employees in microfinance institu-
tions located in North-Kivu. To determine the relationship between training
evaluation and employee performance in microfinance institutions, a Pearson
correlation was used and the findings are established in Table 7.

The findings presented in Table 7 indicate that there is a positive and signifi-
cant relationship between training evaluation and performance with r = 0.62 and
significant value of 0.000. This result implies that any unit improvement in
training evaluation leads to improvement of performance by 0.62. Training
evaluation is the most important activity in the training process because it
proves that the training has actually taught what it was supposed to teach and
improves the training contents for future use.

The above findings on relationship between training evaluation and employee
performance are in agreement with the one by Wanigasingha et al. (2018) in
which they established that more than 60% nurses were satisfied with the train-
ing evaluation system. There was a positive a significant relationship between
training evaluation and performance in ABC Hospital. Training is a very impor-
tant part of training programs which provide a feedback about the training pro-
gram.

The findings regarding effect of training evaluation on employee training are
in agreement with the work of Emerso (2017) in which he was able to find that
training evaluation is positive and significantly correlated to employee perfor-
mance.

The findings for this study about the relationship between training evaluation
and employee performance confirms the findings of Mohammed (2018) where
the results indicated that trainer performance was positively and significantly
related to training outcomes: reaction, learning; behavior and in addition, train-

ing environment had a strong and positive impact on learning.

4.3. Multiple Regression Analysis

This analysis was used to increase the accuracy of predictions for the dependent

DOI: 10.4236/0jbm.2022.101006

112 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2022.101006

K. N. Neema

Table 8. Model summary.

Table 7. Correlation between training evaluation and employee performance.

Training evaluation PERFORMANCE

Pearson Correlation 1 .6207%*
Training evaluation Sig. (2-tailed) 0.000
N 110 110
Pearson Correlation 0.620** 1
PERFORMANCE Sig. (2-tailed) 0.000
N 110 110

Source: Author’s calculation with SPSS software.

Model R R Square

1 0.656* 0.431 0.425

Adjusted R Std. Error of Change Statistics
Square

. Durbin-Watson
the Estimate R Square Change F Change dfl  df2 Sig. F Change

0.393 0.431 81,693 1 108 0.000 1626

Source: Author’s calculation with SPSS software. a. Predictors: (Constant), TRAINING; b. Dependent Variable: PERFORMANCE.

variable over the independent variable. To verify the research findings obtained
through correlation, multiple regression analysis was employed and the findings
regarding these are presented in Table 8.

The results of primary interest are the R square and the Adjusted R Square
values, which are 0.431 and 0.425 respectively. We learn from these that the
overall variance (employee performance) explained by training is 42.5%. In oth-
er words, 42.5% of the variance in employee performance is predictable from
training. This is well understood as employee performance is not only influenced
by only training in Microfinance Institutions but it might also be influenced by
other factors such as credit risk management, financial resources. Training alone

occupies 42.5% in the influence of employee performance.

5. Conclusions and Recommendations

Regarding the relationship between training needs assessment and employee
performance in microfinance institutions located in North-Kivu, this study con-
cludes that there is a positive and significant relationship between training needs
assessment and employee performance thus any unit improvement in training
needs assessment in microfinance institutions located in North-Kivu leads to
improvement of employee performance by 0.612.

Concerning the relationship between training contents and employee perfor-
mance in microfinance institutions situated in North-Kivu, this research con-
cludes that any improvement in training contents for employees working in mi-
crofinance institutions situated in North-Kivu will lead to positive and signifi-
cant improvement of their performance by 0.544.

On the association between training methods and performance for employees
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working in Microfinance institutions located in North-Kivu, this study con-
cludes that there is a positive and significant correlation between training me-
thods and employee performance thus, the improvement in one unit in training
methods leads to employee performance improvement in 0.496 in microfinance
institutions located in North-Kivu.

Finally, on the relationship between training evaluation and performance for
employees in microfinance institutions situated in North-Kivu, this study con-
cludes that effectiveness in training evaluation significantly and positively influ-
ences the performance of the employees in microfinance institutions in
North-Kivu, thus any unit improvement in training evaluation leads to im-
provement of employee performance by 0.62.

The results of this research can easily be generalized to a wider population as
the sample was representative.

From the foregoing, the study proposed the following recommendations to
improve the efficiency and effectiveness of training:

1) Training needs should start with explanation about the essence of training
so that employees identify the real and strong needs for training, otherwise they
may present needs which are fictive and which will not have great influences on
work performance.

2) Managers should well plan about the content of training based on training
needs established by the employees as the relationship between training contents
and employee performance is not strong. This will help training to cover the gap
it is intended to cover.

3) Managers should also choose the training methods which fit with the or-
ganization mission, vision, values, and culture to make sure trainees acquire de-
sired skills, knowledge and attitudes during training. This is will help to get a
strong relationship between training methods and employee performance.

4) Training evaluation should be a current activity in MFIs as it influences
performance. Future training depends on training evaluation because it is the
only step which shows whether training taught what is it is intended to teach.
Therefore it should be done carefully to rise up gaps which training did not cov-
er.

Usually, it is almost impossible for a piece of work of this nature to be realized
without limitations. Firstly, the study focused only on fewer employees or sub-
ordinates. It did not include managers or the hierarchy level. Secondly, the study
of insecurity in other territories of North Kivu limited the research to only three
cities which are Beni, Butembo and Goma. It was impossible to reach the areas
where there is massacre and war.

A number of topics for future research can be identified. Future research can
look at the hierarchy level and see if training managers can also influence their
performance as well as the performance of the whole organization, because it is
not enough to train employees if their managers are not too. In addition, future

studies may compare the training of employees to that of managers and see

DOI: 10.4236/0jbm.2022.101006

114 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2022.101006

K. N. Neema

which affects mostly the performance of the organization so that it is followed
with much attention. Moreover, future research should consider all Microfin-
ance institutions from all the corners of the province as soon as there is pacifica-

tion of territories under war.
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