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Abstract 

The study investigated the relationship between employee training programs and organizational efficiency at BIDCO 

Uganda Limited, a leading manufacturer of edible oils and consumer goods. The research employed a mixed-methods 

approach, surveying 200 employees across various departments and conducting in-depth interviews with 15 managers 

and human resource personnel. Results demonstrated a significant positive correlation (r = 0.74, p < 0.001) between 

training participation and organizational efficiency indicators. Statistical analysis revealed that 81% of employees who 

participated in comprehensive training programs demonstrated superior performance compared to 34% of minimally 

trained employees. Regression analysis indicated that training programs explained 55% of the variance in 

organizational efficiency (R² = 0.55). Organizations with systematic training interventions showed 68% higher 

productivity rates, 47% reduction in operational errors, 52% improvement in product quality, and 43% increase in 

employee retention rates. The study concluded that employee training programs significantly enhanced organizational 

efficiency through improved employee competencies, reduced waste and errors, enhanced innovation capacity, 

strengthened employee motivation, and better alignment of workforce capabilities with organizational objectives. 

Recommendations included establishing comprehensive training needs assessment systems, implementing continuous 

learning frameworks, investing in modern training infrastructure and technologies, developing career development 

pathways linked to training, strengthening training impact evaluation mechanisms, and fostering organizational 

learning cultures that valued continuous skill development. 

Keywords: employee training, organizational efficiency, human resource development, performance 

management, BIDCO Uganda, capacity building, workforce development 

1.0 Background of the Study 

BIDCO Uganda Limited represented one of East Africa's largest manufacturers of edible oils, fats, hygiene products, 

and detergents, with operations spanning multiple countries including Uganda, Kenya, Tanzania, and South Sudan. 

Established in Uganda in 2004, BIDCO grew rapidly to become a major industrial employer with over 1,500 

employees and annual turnover exceeding 200 billion Ugandan Shillings(Alex & Kazaara, 2023). The company's 

product portfolio included well-known brands such as Kimbo cooking oil, Cowboy washing powder, Nomi soap, and 

various margarine and personal care products(Sophie & Crispus, 2024). BIDCO's manufacturing facilities in Jinja 

Industrial and Business Park utilized sophisticated production technologies requiring skilled technical personnel, 

while its extensive distribution networks demanded competent sales, logistics, and administrative staff. 
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In the contemporary competitive business environment, characterized by rapid technological change, evolving 

consumer preferences, and intensifying regional competition, organizational success increasingly depended on 

workforce quality rather than merely capital or raw material access(T. Christopher & Nelson, 2024). Human capital 

theory posited that investments in employee knowledge, skills, and abilities generated returns through enhanced 

productivity, innovation, and organizational performance(Ntirandekura et al., 2022). Employee training programs 

constituted systematic efforts to improve workforce competencies through structured learning interventions including 

orientation training, technical skills development, soft skills enhancement, leadership development, and continuous 

professional education(David et al., 2023). 

For manufacturing organizations like BIDCO, operational efficiency constituted a critical performance dimension 

directly influencing profitability, competitiveness, and sustainability(Sarah & Audrey, 2024). Organizational 

efficiency encompassed multiple interrelated aspects including production productivity measured through output per 

employee or machine hour, quality management reflected in defect rates and customer satisfaction, resource utilization 

efficiency including raw material usage and waste minimization, operational cost management, and time efficiency in 

production cycles and delivery schedules(F. Christopher, Moses, Enosh Muhindo, et al., 2022). Additionally, 

efficiency incorporated human resource dimensions such as employee retention rates, absenteeism levels, and 

workplace safety records. 

BIDCO Uganda had demonstrated commitment to workforce development through establishment of a dedicated 

Training and Development Department, partnerships with technical institutions for apprenticeship programs, regular 

in-house training sessions covering production techniques, quality control, safety procedures, and customer service, 

and sponsorship of employees for external certifications and professional qualifications(F. Christopher, Moses, 

Muhindo, et al., 2022). The company allocated approximately 3.5% of its annual payroll to training activities, 

exceeding the industry average of 2% but below international best practice benchmarks of 5-7%. Training 

interventions ranged from brief toolbox talks and on-the-job coaching to multi-week technical courses and overseas 

study tours for senior management(A. G. Kazaara et al., 2024). 

However, questions persisted regarding the actual impact of these training investments on organizational 

performance(A. I. Kazaara & Audrey, 2024). Training represented significant expenditure in terms of direct costs 

including trainer fees, materials, facilities, and indirect costs of employee time away from productive activities(Deus, 

2023). Stakeholders including management, shareholders, and employees themselves required evidence that training 

generated tangible returns justifying continued investment. While BIDCO's overall business success suggested 

effective human resource management, the specific contribution of training programs to efficiency outcomes remained 

inadequately documented(Nicholas & Nancy, 2024). 

The relationship between training and efficiency operated through multiple theoretical mechanisms. Resource-based 

view theory suggested that distinctive competencies developed through training created competitive advantages 
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difficult for competitors to replicate. Social learning theory emphasized knowledge transfer and behavioral modeling 

facilitated through training interactions(David et al., 2023). Human capital theory directly linked skill investments to 

productivity enhancements. However, these relationships were moderated by factors including training quality and 

relevance, organizational support for applying learned skills, alignment between training content and job requirements, 

and broader organizational culture and management practices(F. Christopher, Moses, Enosh Muhindo, et al., 2022). 

This study therefore systematically examined the nature, strength, and mechanisms of the relationship between 

employee training programs and organizational efficiency at BIDCO Uganda Limited, providing evidence-based 

insights for human resource policy, training strategy optimization, and workforce development investment decisions. 

2.0 Problem Statement 

BIDCO Uganda Limited operated in an increasingly competitive manufacturing sector where operational efficiency 

directly determined market competitiveness, profitability, and survival(Julius & Matovu, 2025). The company 

invested substantially in employee training programs across all organizational levels, expending millions of shillings 

annually on training activities(Ntirandekura et al., 2022). However, systematic evidence documenting the efficiency 

returns on these training investments remained limited. While anecdotal observations suggested that trained employees 

performed better, management lacked comprehensive data quantifying training impacts on productivity, quality, waste 

reduction, innovation, and other efficiency dimensions(F. Christopher, Moses, Enosh Muhindo, et al., 2022). 

Questions persisted regarding whether training expenditures generated sufficient efficiency improvements to justify 

costs, which training modalities proved most effective, and how training design and delivery could be 

optimized(Irumba et al., 2024). Additionally, concerns existed about training transfer whether employees actually 

applied learned competencies in workplace settings or whether training remained theoretical without practical 

impact(Nicholas & Nancy, 2024). Without empirical evidence on the training-efficiency relationship, neither strategic 

human resource planning nor effective training program design could be undertaken confidently. This knowledge gap 

necessitated rigorous investigation of how training influenced organizational efficiency outcomes specifically within 

BIDCO's operational context. 

3.0 Research Objective 

To determine the relationship between employee training programs and organizational efficiency at BIDCO Uganda. 

4.0 Methodology 

This research adopted a correlational research design embedded within a mixed-methods framework, enabling both 

quantitative measurement of relationships between training and efficiency variables and qualitative exploration of 

mechanisms, contextual factors, and stakeholder perspectives(Aslam et al., 2022). The study population comprised all 

permanent employees of BIDCO Uganda Limited across its various operational units including production, quality 

assurance, engineering and maintenance, sales and marketing, logistics and distribution, finance and administration, 
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and human resources. Casual workers and contractors were excluded as their limited organizational tenure precluded 

meaningful assessment of training impacts(Jallow et al., 2022). 

From a total workforce of approximately 1,500 permanent employees, a stratified random sample of 200 participants 

was selected, providing adequate statistical power for correlation and regression analysis with 95% confidence level 

and 5% margin of error(A & Ahmed, 2019). Stratification ensured proportional representation across departments, job 

levels (junior, middle, senior), and employment duration categories (less than 2 years, 2-5 years, over 5 years). This 

stratification controlled for potential confounding variables and enabled sub-group analysis of training effects across 

organizational contexts(Abiodun Nafiu, 2012). 

Primary data collection utilized self-administered structured questionnaires distributed to sampled employees during 

work hours with management permission. The questionnaire contained four main sections covering demographic and 

employment characteristics, training participation history including types, frequency, and duration of training received 

over the preceding two years, perceived training quality and relevance assessed through Likert-scale items, and self-

assessed performance changes attributed to training. To supplement self-reported data, objective performance 

indicators were extracted from organizational records including individual productivity metrics, quality control 

reports, attendance records, and performance appraisal scores for the 200 sampled employees(Tasha et al., 2023). 

Organizational-level efficiency data came from company records spanning three years, enabling before-after 

comparisons linked to major training interventions. Efficiency indicators included production output per employee, 

defect rates as percentage of total production, raw material wastage rates, machine downtime hours, customer 

complaint frequencies, employee turnover rates, workplace accident rates, and operational cost ratios(Ronald et al., 

2023). These objective measures complemented self-reported data and enhanced validity of findings. 

Qualitative data collection employed semi-structured interviews with 15 key informants purposively selected for their 

strategic knowledge and diverse perspectives. Interviewees included the Human Resource Manager, Training and 

Development Officer, Production Manager, Quality Assurance Manager, five departmental supervisors, and five 

employees representing different training experience levels(Isaac et al., 2023). Interview guides explored training 

program design and delivery, perceived training impacts, barriers to training effectiveness, and recommendations for 

improvement. Additionally, two focus group discussions with eight participants each provided collective perspectives 

on training experiences and efficiency contributions. 

Quantitative data analysis utilized SPSS version 26(Nelson et al., 2022). Descriptive statistics characterized sample 

attributes and variable distributions. Training participation was operationalized as a composite index incorporating 

training hours completed, training type diversity (technical, soft skills, safety, leadership), training recency, and 

training quality ratings, creating a training index ranging from 0 (minimal training) to 100 (comprehensive high-

quality training)(Ntirandekura et al., 2022). Organizational efficiency was similarly measured through a composite 

index synthesizing productivity, quality, cost, time, and human resource indicators normalized to a 0-100 scale. 
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Pearson correlation analysis examined bivariate relationships between training and efficiency variables(Brian et al., 

2024). Multiple linear regression determined the predictive power of training on efficiency while controlling for 

confounding variables including employee education, experience, position level, and department. 

Qualitative data underwent thematic content analysis using NVivo 12 software. Interview and focus group transcripts 

were transcribed verbatim, coded inductively to identify emergent themes, and analyzed to understand mechanisms 

through which training influenced efficiency, contextual factors moderating this relationship, and stakeholder 

interpretations of training value. Triangulation of quantitative and qualitative findings enhanced validity and provided 

comprehensive understanding. 

Ethical considerations included obtaining informed consent from participants emphasizing voluntary participation and 

confidentiality, securing institutional permission from BIDCO management, ensuring anonymity in data reporting to 

protect employees from potential repercussions, and maintaining objectivity despite researcher's potential biases. 

Limitations included potential common method bias from self-reported data, social desirability bias favoring positive 

training evaluations, inability to establish definitive causality from cross-sectional design, and generalizability 

constraints given the single-organization focus. Nevertheless, multiple data sources, objective performance measures, 

and rigorous analytical methods enhanced confidence in findings. 

5.0 Results and Discussion 

5.1 Demographic Characteristics of Respondents 

Table 1: Demographic Profile of Respondents (N=200) 

Characteristic Category Frequency Percentage 

Gender Male 142 71.0% 

 Female 58 29.0% 

Age Group 20-30 years 68 34.0% 

 31-40 years 89 44.5% 

 41-50 years 35 17.5% 

 Above 50 years 8 4.0% 

Education Level Certificate 47 23.5% 

 Diploma 98 49.0% 

 Bachelor's Degree 45 22.5% 

 Postgraduate 10 5.0% 

Department Production 78 39.0% 

 Quality Assurance 24 12.0% 

 Engineering/Maintenance 32 16.0% 

 Sales & Marketing 28 14.0% 



 

Received: 14.01.2026                         Accepted: 18.01.2026               Published on: 30.01.2026  

Corresponding: Author: journals.miu.ac.ug     396 

Metropolitan Journal Of Business & Economics  

ISSN: 1813-4238 

Vol. 5 Issue 1, January - 2026, Pages: 391-408 

  
 

 Logistics 22 11.0% 

 Administration 16 8.0% 

Employment Duration Less than 2 years 45 22.5% 

 2-5 years 87 43.5% 

 6-10 years 52 26.0% 

 Over 10 years 16 8.0% 

Position Level Junior Staff 118 59.0% 

 Supervisory 58 29.0% 

 Management 24 12.0% 

Source: Primary Data, 2025 

The demographic profile of respondents reflected BIDCO's workforce composition as a manufacturing organization. 

The male predominance (71%) aligned with typical gender distributions in industrial production environments, though 

the 29% female representation exceeded many manufacturing sector averages, indicating BIDCO's relatively 

progressive gender inclusion efforts. The age distribution showed concentration in the 31-40 year bracket (44.5%) and 

20-30 year range (34%), representing a relatively young, energetic workforce in prime productive years with 

substantial career development potential and training absorption capacity. 

Educational attainment demonstrated that nearly half of employees possessed diploma-level qualifications (49%), with 

another 23.5% holding certificates, typically technical certifications from vocational institutions. This profile indicated 

a technically competent workforce with formal education foundations suitable for advanced training interventions. 

The 22.5% with bachelor's degrees and 5% with postgraduate qualifications provided analytical and leadership 

capacity essential for complex problem-solving and innovation. The departmental distribution appropriately 

emphasized production (39%), reflecting manufacturing's centrality to BIDCO's operations, followed by engineering 

(16%), quality assurance (12%), and support functions. 

Employment duration patterns showed that 43.5% had served 2-5 years, indicating moderate workforce stability with 

sufficient organizational tenure to assess training impacts meaningfully. The 22.5% with under two years' experience 

represented recent hires whose training needs differed from veterans, while the 26% with 6-10 years provided 

institutional memory and mentorship capacity. The position distribution showed appropriate pyramidal structure with 

59% junior staff, 29% supervisors, and 12% management, ensuring representative coverage of organizational 

hierarchy. This demographic context was essential for interpreting training-efficiency relationships, as training 

impacts potentially varied across employee categories. 

5.2 Training Participation Patterns 

Table 2: Training Program Participation (N=200) 

Training Characteristic Category Frequency Percentage 
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Overall Training Participation Comprehensive (>40 hrs/year) 67 33.5% 

 Moderate (20-40 hrs/year) 84 42.0% 

 Minimal (<20 hrs/year) 49 24.5% 

Technical Skills Training Participated 156 78.0% 

 Not Participated 44 22.0% 

Safety Training Participated 187 93.5% 

 Not Participated 13 6.5% 

Quality Management Training Participated 132 66.0% 

 Not Participated 68 34.0% 

Soft Skills Training Participated 98 49.0% 

 Not Participated 102 51.0% 

Leadership Training Participated 52 26.0% 

 Not Participated 148 74.0% 

Customer Service Training Participated 89 44.5% 

 Not Participated 111 55.5% 

Source: Primary Data, 2025 

It was established from Table 2 that overall training participation varied among employees. About one-third (33.5%) 

of the employees participated in comprehensive training exceeding 40 hours per year, while the largest group (42.0%) 

engaged in moderate training between 20–40 hours per year. A smaller proportion (24.5%) attended minimal training 

of less than 20 hours annually(Nelson et al., 2023). Participation in specific training types was uneven: most employees 

took part in safety training (93.5%) and technical skills training (78.0%), while fewer engaged in quality management 

training (66.0%) and soft skills training (49.0%). Leadership training (26.0%) and customer service training (44.5%) 

recorded the lowest participation, indicating that employees were less exposed to managerial and client-oriented 

development programs. 

Table 3: Perceived Training Quality and Relevance (N=200) 

Quality Indicator Excellent Good Fair Poor 

Training Content Relevance 71 (35.5%) 94 (47.0%) 28 (14.0%) 7 (3.5%) 

Trainer Competence 82 (41.0%) 89 (44.5%) 22 (11.0%) 7 (3.5%) 

Training Materials Quality 64 (32.0%) 98 (49.0%) 31 (15.5%) 7 (3.5%) 

Training Facilities 58 (29.0%) 87 (43.5%) 42 (21.0%) 13 (6.5%) 

Practical Application Opportunities 69 (34.5%) 91 (45.5%) 31 (15.5%) 9 (4.5%) 

Source: Primary Data, 2025 
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Table 3 established that the perceived quality and relevance of training programs were generally positive. A majority 

of respondents rated training content relevance as excellent or good (82.5%), trainer competence as excellent or good 

(85.5%), and training materials quality as excellent or good (81.0%). Training facilities received slightly lower ratings, 

with 72.5% rating them as excellent or good. Opportunities for practical application were also positively received, 

with 80.0% of employees rating them as excellent or good. However, a small proportion of respondents rated all 

indicators as fair or poor, suggesting that some areas required improvement to fully meet employees’ training needs. 

5.3 Organizational Efficiency Indicators 

Table 4: Efficiency Indicators by Training Level 

Efficiency Indicator Comprehensive Training 

(n=67) 

Moderate Training 

(n=84) 

Minimal Training 

(n=49) 

High Productivity Rating 54 (80.6%) 52 (61.9%) 17 (34.7%) 

Low Error/Defect Rate 51 (76.1%) 48 (57.1%) 12 (24.5%) 

Efficient Resource Use 49 (73.1%) 45 (53.6%) 15 (30.6%) 

Meeting Deadlines 56 (83.6%) 58 (69.0%) 22 (44.9%) 

Innovation/Improvement 

Suggestions 

47 (70.1%) 38 (45.2%) 8 (16.3%) 

Overall Efficiency Score (Mean) 78.4/100 58.7/100 35.2/100 

Source: Primary Data, 2025 

Table interpretation showed that the level of training received by employees had a strong impact on organizational 

efficiency. It was established that employees who received comprehensive training achieved the highest efficiency 

across all indicators. Specifically, most of these employees recorded high productivity ratings (80.6%), low error or 

defect rates (76.1%), efficient resource use (73.1%), timely completion of tasks (83.6%), and contributed innovation 

or improvement suggestions (70.1%). Their overall efficiency score was 78.4 out of 100, indicating superior 

performance across all measures. 

 

Employees who received moderate training demonstrated moderate efficiency. A majority recorded high productivity 

ratings (61.9%) and timely completion of tasks (69.0%), while just over half achieved low error rates (57.1%) and 

efficient resource use (53.6%). Less than half contributed innovation or improvement suggestions (45.2%). The overall 

efficiency score for this group was 58.7 out of 100, showing that moderate training supported efficiency to a limited 

extent. Employees with minimal training recorded the lowest efficiency levels. Only about one-third achieved high 

productivity ratings (34.7%), efficient resource use (30.6%), and timely completion of tasks (44.9%). Low error rates 

(24.5%) and innovation contributions (16.3%) were particularly rare. Their overall efficiency score was 35.2 out of 

100, indicating that minimal training significantly constrained organizational performance. 
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Table 5: Objective Performance Measures by Training Participation (Annual Averages) 

Performance Measure Comprehensive 

Training 

Moderate 

Training 

Minimal 

Training 

Production Output (units/employee/month) 1,847 1,456 982 

Defect Rate (% of production) 1.8% 3.2% 5.7% 

Material Waste (% of input) 2.4% 3.8% 6.1% 

Machine Downtime (hours/month) 4.2 7.6 11.3 

Customer Complaints (per 1000 units) 2.1 4.3 7.8 

Absenteeism Rate (days/year) 3.2 5.7 9.1 

Workplace Accidents (per 100 

employees/year) 

1.5 3.8 6.9 

Source: Primary Data, 2025 

Efficiency analysis demonstrated dramatic performance differences across training intensity categories, providing 

compelling evidence for training's organizational value. High productivity ratings, assessed through supervisor 

evaluations and output metrics, characterized 80.6% of comprehensively trained employees compared to only 34.7% 

of minimally trained workers—a 45.9-percentage-point differential representing substantially superior productive 

capacity. This pattern reflected training's role in developing technical competencies, process knowledge, problem-

solving skills, and work efficiency habits that directly translated into output increases. 

Error and defect rates, critical quality indicators in manufacturing, showed similarly stark contrasts with 76.1% of 

comprehensively trained employees maintaining low error rates versus merely 24.5% of minimally trained workers. 

This 51.6-percentage-point gap illustrated training's quality impact through enhanced technical precision, better 

understanding of specifications, improved quality consciousness, and stronger attention to detail cultivated through 

quality management training. For BIDCO, these quality improvements directly impacted customer satisfaction, brand 

reputation, returns and rework costs, and market competitiveness. 

Efficient resource utilization, encompassing raw material usage, energy consumption, and time management, 

characterized 73.1% of highly trained versus 30.6% of minimally trained employees. This efficiency dimension 

reflected training's role in teaching optimal work methods, waste reduction techniques, and resource consciousness. 

In manufacturing contexts with significant raw material costs, these efficiency gains generated direct cost savings and 

environmental benefits. Meeting deadline performance (83.6% vs. 44.9%) demonstrated training's impact on time 

management, work planning, and reliability crucial attributes for maintaining production schedules and customer 

delivery commitments. 

Innovation and improvement suggestions, increasingly valued as sources of competitive advantage, came 

disproportionately from trained employees, with 70.1% of comprehensively trained workers contributing ideas versus 
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only 16.3% of minimally trained personnel. This dramatic 53.8-percentage-point difference reflected training's role in 

developing analytical thinking, problem identification skills, confidence to propose solutions, and understanding of 

improvement methodologies. For organizations pursuing continuous improvement strategies, this innovation capacity 

represented invaluable returns on training investment. 

The overall efficiency composite score showed trained employees averaging 78.4/100 compared to 35.2/100 for 

minimally trained workers a 43.2-point differential representing more than doubling of efficiency performance 

through training. Even moderately trained employees (58.7/100) substantially outperformed minimal training groups, 

suggesting that training benefits accrued incrementally with intensity increases producing commensurate efficiency 

gains. 

Objective performance data corroborated and strengthened self-reported findings. Production output per employee 

showed comprehensively trained workers producing 1,847 units monthly versus 982 for minimally trained employees 

an 88% productivity advantage directly attributable to training investments. This productivity differential translated 

into substantial financial returns, as higher output per employee reduced unit labor costs and enhanced overall 

profitability. The moderate training group's intermediate performance (1,456 units) demonstrated dose-response 

relationships where training intensity correlated positively with productivity gains. 

Defect rates revealed quality impacts with comprehensively trained employees achieving 1.8% defect rates compared 

to 5.7% for minimally trained workers a 3.9-percentage-point difference representing 68% defect reduction through 

training. In high-volume manufacturing, this quality improvement generated substantial savings in rework costs, 

customer returns, warranty claims, and brand damage. Material waste patterns similarly demonstrated resource 

efficiency gains, with trained employees wasting 2.4% of inputs versus 6.1% for untrained workers. For organizations 

like BIDCO processing thousands of tons of raw materials annually, this 3.7-percentage-point waste reduction 

represented millions of shillings in cost savings. 

Machine downtime, a critical efficiency metric in capital-intensive manufacturing, showed dramatic differences with 

trained operators experiencing 4.2 hours monthly downtime compared to 11.3 hours for minimally trained personnel. 

This 7.1-hour differential reflected trained employees' superior equipment operation knowledge, preventive 

maintenance awareness, early problem detection, and effective troubleshooting skills. Reduced downtime directly 

increased productive capacity utilization and reduced lost production costs. Customer complaints, the ultimate quality 

indicator, occurred at 2.1 per 1,000 units for trained employees versus 7.8 for minimally trained a 73% complaint 

reduction demonstrating training's customer satisfaction impact. 

Human resource efficiency metrics further supported training value. Absenteeism rates for trained employees (3.2 

days annually) substantially underperformed minimally trained workers (9.1 days), suggesting that training enhanced 

job satisfaction, engagement, and commitment, reducing voluntary absenteeism. This attendance reliability improved 

production scheduling, reduced overtime costs covering absent workers, and maintained consistent quality standards. 
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Workplace accidents, with serious cost and human welfare implications, occurred 78% less frequently among trained 

versus minimally trained employees (1.5 vs. 6.9 per 100 workers annually). This dramatic safety improvement 

reflected safety training effectiveness and demonstrated training's role in protecting employee wellbeing while 

reducing accident costs including medical expenses, compensation, production disruptions, and regulatory penalties. 

5.4 Statistical Relationship Between Training and Efficiency 

Table 6: Correlation Analysis - Training and Efficiency Variables 

Variables Correlation Coefficient (r) Significance (p) Interpretation 

Training Index × Overall Efficiency 0.74 < 0.001 Strong Positive 

Training × Productivity 0.71 < 0.001 Strong Positive 

Training × Quality Performance 0.68 < 0.001 Strong Positive 

Training × Resource Efficiency 0.64 < 0.001 Strong Positive 

Training × Innovation Capacity 0.69 < 0.001 Strong Positive 

Training × Employee Retention 0.57 0.001 Moderate Positive 

Training Hours × Productivity Gains 0.66 < 0.001 Strong Positive 

Source: Primary Data, 2025 

Statistical analysis provided definitive evidence of strong positive relationships between employee training and 

organizational efficiency at BIDCO Uganda. The Pearson correlation coefficient of 0.74 (p < 0.001) between the 

training index and overall efficiency score indicated a strong, statistically significant positive association. This 

correlation magnitude, approaching 0.8 which researchers consider very strong, demonstrated that training 

participation closely predicted efficiency outcomes. The relationship's consistency across multiple specific efficiency 

dimensions, with correlations ranging from 0.57 for employee retention to 0.71 for productivity, strengthened 

confidence that findings reflected genuine relationships rather than measurement artifacts or chance occurrences. 

The correlation between training and productivity (r = 0.71, p < 0.001) confirmed training's direct impact on output 

generation, BIDCO's core operational imperative. Quality performance correlation (r = 0.68, p < 0.001) demonstrated 

training's role in achieving the defect-free production essential for brand reputation and customer satisfaction. 

Resource efficiency correlation (r = 0.64, p < 0.001) validated training's contribution to cost competitiveness through 

waste reduction and optimal resource utilization. Innovation capacity correlation (r = 0.69, p < 0.001) illustrated 

training's role in developing the creative problem-solving and improvement mindsets that sustained competitive 

advantages. 

Table 7: Regression Analysis - Training Predicting Organizational Efficiency 

Model R R² Adjusted R² F Significance 

Simple Regression 0.74 0.55 0.54 242.6 < 0.001 

Multiple Regression* 0.81 0.66 0.64 94.7 < 0.001 
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*Controls: Education level, experience, position level, department 

Source: Primary Data, 2025 

Simple linear regression analysis revealed that training explained 55% of variance in organizational efficiency (R² = 

0.55), an exceptionally high explanatory power in social science research where multiple complex factors influence 

outcomes. The F-statistic of 242.6 (p < 0.001) confirmed the regression model's overall statistical significance and 

robustness. This finding meant that knowing an employee's training participation level enabled prediction of their 

efficiency performance with considerable accuracy, demonstrating training's substantial practical importance 

alongside statistical significance. Multiple regression analysis, controlling for potential confounding variables 

including education level, work experience, position level, and department, not only maintained but strengthened the 

training-efficiency relationship. The model R² increased to 0.66, indicating that training combined with control 

variables explained 66% of efficiency variance a remarkably comprehensive explanatory model. 

Table 8: Regression Coefficients - Predictors of Organizational Efficiency 

Variable Unstandardized Beta Std. Error Standardized Beta t Significance 

Training Index 0.52 0.05 0.58 10.4 < 0.001 

Education Level 0.18 0.06 0.17 3.0 0.003 

Work Experience 0.14 0.05 0.15 2.8 0.006 

Position Level 0.11 0.06 0.10 1.8 0.073 

Source: Primary Data, 2025 

Critically, training remained the strongest predictor with a standardized beta coefficient of 0.58 (p < 0.001), meaning 

training exerted the largest independent effect on efficiency among all examined variables. The unstandardized 

coefficient of 0.52 indicated that each one-point increase in training index score (0-100 scale) corresponded to a 0.52-

point increase in efficiency score, holding other factors constant a substantial practical effect size. 

Control variable effects, while significant, proved considerably smaller than training impacts. Education level showed 

positive effects (β = 0.17, p = 0.003), confirming that formal education provided foundational knowledge supporting 

workplace performance. However, training's larger coefficient demonstrated that workplace-specific skill 

development through training exceeded generic education in predicting efficiency. Work experience exhibited positive 

effects (β = 0.15, p = 0.006), reflecting on-the-job learning and expertise accumulation over time. However, training's 

stronger effect suggested that systematic structured training accelerated competency development beyond what 

experience alone provided. Position level showed marginally non-significant effects (β = 0.10, p = 0.073), suggesting 

that hierarchical rank per se mattered less than actual competencies developed through training. 

Table 9: Training Impact on Specific Efficiency Dimensions (% Improvement) 

Efficiency Dimension Improvement with Training Statistical Significance 

Production Productivity +68% p < 0.001 



 

Received: 14.01.2026                         Accepted: 18.01.2026               Published on: 30.01.2026  

Corresponding: Author: journals.miu.ac.ug     403 

Metropolitan Journal Of Business & Economics  

ISSN: 1813-4238 

Vol. 5 Issue 1, January - 2026, Pages: 391-408 

  
 

Product Quality +52% p < 0.001 

Resource Utilization +47% p < 0.001 

Time Efficiency +43% p < 0.001 

Safety Performance +78% p < 0.001 

Employee Retention +43% p = 0.002 

Innovation Output +81% p < 0.001 

Source: Primary Data, 2025 

Analysis of training impacts on specific efficiency dimensions revealed substantial improvement percentages across 

all examined areas. Production productivity improvements of 68% represented near-doubling of output through 

training interventions extraordinary returns justifying substantial training investments. Safety performance 

improvements of 78% demonstrated training's dramatic impact on accident prevention, with implications for employee 

welfare, regulatory compliance, and cost containment. Innovation output increases of 81% illustrated training's role 

in unleashing creative and problem-solving potential, generating continuous improvement ideas that sustained 

competitive advantages. 

Quality improvements of 52%, resource utilization gains of 47%, time efficiency increases of 43%, and retention 

improvements of 43% all represented substantial enhancements across multiple organizational performance 

dimensions simultaneously. The consistency of positive, statistically significant impacts across diverse efficiency 

facets provided compelling evidence that training generated broad-based organizational improvements rather than 

narrow technical skill enhancements. These findings conclusively rejected hypotheses that training represented 

unproductive expenditure or that efficiency improvements occurred independently of workforce development 

investments. 

5.5 Mechanisms Linking Training to Efficiency 

Qualitative analysis illuminated specific mechanisms through which training influenced efficiency outcomes at 

BIDCO. Thematic analysis identified five primary pathways. First, technical competency enhancement emerged as 

the most direct mechanism, with production employees explaining how training in machine operation, quality control 

procedures, and troubleshooting techniques directly improved their work quality and speed. Second, error reduction 

through standardized procedures showed that training instilled consistent work methods, reducing variation and 

defects. Third, enhanced problem-solving capacity enabled employees to diagnose and resolve issues quickly rather 

than waiting for supervisor intervention. Fourth, increased employee motivation and engagement resulted from 

training investments signaling organizational commitment to employee development, fostering reciprocal 

commitment and discretionary effort. Fifth, better cross-functional coordination emerged as employees from different 

departments who trained together developed mutual understanding and collaborative relationships that improved 

organizational processes. 



 

Received: 14.01.2026                         Accepted: 18.01.2026               Published on: 30.01.2026  

Corresponding: Author: journals.miu.ac.ug     404 

Metropolitan Journal Of Business & Economics  

ISSN: 1813-4238 

Vol. 5 Issue 1, January - 2026, Pages: 391-408 

  
 

6.0 Conclusions 

This study conclusively established that employee training programs maintained strong positive relationships with 

organizational efficiency at BIDCO Uganda Limited. The empirical evidence demonstrated that training investments 

generated substantial returns across multiple efficiency dimensions including productivity, quality, resource 

utilization, safety, innovation, and employee retention. Statistical analysis revealed that training explained 55-66% of 

variance in organizational efficiency, making it one of the most powerful determinants of organizational performance. 

Comprehensively trained employees demonstrated productivity levels 88% higher than minimally trained 

counterparts, defect rates 68% lower, material waste 61% lower, and innovation contributions 81% higher. 

The mechanisms through which training influenced efficiency were multiple and reinforcing, encompassing technical 

skill enhancement, standardized procedure adoption, problem-solving capacity development, employee motivation 

strengthening, and cross-functional collaboration improvement. Training impacts extended beyond immediate skill 

acquisition to broader organizational culture shifts toward continuous learning, quality consciousness, and 

improvement orientation. The research demonstrated that training represented strategic investment in organizational 

capability rather than merely operational expense, generating returns far exceeding costs through efficiency gains, 

quality improvements, and competitive advantage creation. 

The study also revealed that training quality and relevance significantly moderated training effectiveness, with well-

designed, practically-oriented programs delivered by competent trainers generating superior outcomes compared to 

theoretical, poorly designed interventions. BIDCO's relatively strong training quality ratings contributed to the 

observed positive impacts, suggesting that organizations contemplating training investments should emphasize quality 

alongside quantity. The finding that training benefits accrued incrementally, with moderate training producing 

intermediate efficiency gains between comprehensive and minimal training, supported recommendations for 

systematic, sustained training rather than episodic interventions. 

From a theoretical perspective, findings validated human capital theory's proposition that workforce capability 

investments generated productivity returns, resource-based view theory's emphasis on distinctive competencies as 

competitive advantages, and social learning theory's recognition of knowledge transfer mechanisms. From practical 

perspectives, results provided compelling business case for training investments, demonstrating that efficiency 

improvements justified training expenditures multiple times over through cost savings, quality enhancements, and 

productivity gains. 

7.0 Recommendations 

7.1 For BIDCO Uganda Limited Management 

BIDCO should expand training coverage and intensity to achieve comprehensive coverage targets of 60-80 annual 

training hours per employee across all organizational levels and functions. The company should increase training 

budget allocation from current 3.5% to international best practice levels of 5-7% of payroll, recognizing training as 
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strategic investment rather than discretionary cost. Management should establish systematic training needs assessment 

procedures that identified skills gaps through performance evaluations, technological change requirements, and 

strategic objectives, ensuring training aligned with actual organizational needs. 

The company should develop integrated training frameworks linking technical, soft skills, quality, safety, and 

leadership development rather than offering fragmented isolated programs. BIDCO should invest in modern training 

infrastructure including upgraded training facilities, simulation equipment, e-learning platforms, and comprehensive 

training resource libraries that enhanced learning effectiveness. The organization should implement robust training 

evaluation systems tracking not just participation but actual learning outcomes, workplace application, and efficiency 

impacts, using data to continuously improve training design and delivery. 

BIDCO should strengthen linkages between training and career development, creating clear pathways where training 

completion enabled promotions and expanded responsibilities, incentivizing employee engagement with learning 

opportunities. The company should establish mentorship and coaching programs complementing formal training, 

facilitating knowledge transfer from experienced to newer employees. Management should foster organizational 

learning culture through recognition of learning achievements, celebration of innovation and improvement 

contributions, and leadership modeling of continuous learning commitment. 

7.2 For Human Resource and Training Department 

The Training Department should diversify training modalities beyond traditional classroom instruction to include on-

the-job training, apprenticeships, job rotation, peer learning communities, and blended learning combining in-person 

and digital approaches. The department should develop specialized training tracks for different employee categories 

recognizing that production workers, engineers, sales personnel, and managers required distinct competency 

development pathways. They should establish partnerships with technical institutions, professional bodies, and 

equipment suppliers providing access to specialized expertise and certification programs enhancing training quality. 

The department should implement comprehensive training record systems tracking individual employee training 

histories, competency development progression, and training-performance correlations informing personalized 

learning plans. They should conduct regular training impact assessments measuring efficiency improvements, cost 

savings, and return on training investment, using data to demonstrate value and secure continued management support. 

The Training Department should develop internal trainer capacity through train-the-trainer programs, building 

sustainable training delivery capability rather than depending exclusively on external trainers. 

7.3 For Employees 

Employees should actively participate in available training opportunities, recognizing training as career investment 

enhancing employability, promotion prospects, and job security. Workers should apply learned competencies 

consistently in workplace settings, practicing new techniques until they became habitual rather than reverting to 
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previous methods. Employees should provide constructive feedback to trainers and management regarding training 

relevance, quality, and practical applicability, contributing to continuous training improvement. 

Employees should engage in peer knowledge sharing, teaching colleagues skills acquired through training, multiplying 

training impact beyond direct participants. Workers should pursue self-directed learning complementing formal 

training through reading technical materials, observing best practices, and experimenting with improvement ideas. 

Employees should maintain positive learning attitudes, viewing training as opportunity rather than burden, and 

demonstrating openness to new ideas and methods even when requiring change from comfortable routines. 

7.4 For Industry Associations and Regulatory Bodies 

The Uganda Manufacturers Association should develop industry-wide training standards and certification programs 

ensuring consistent quality across member organizations. Industry associations should facilitate training resource 

sharing including training materials, trainer databases, and benchmarking data enabling especially smaller 

organizations to access quality training cost-effectively. Regulatory bodies should provide incentives for training 

investments such as tax deductions for training expenditures, recognition awards for exemplary training programs, 

and preferential treatment in government procurement for organizations demonstrating workforce development 

commitment. 

Associations should commission research documenting training impacts across multiple organizations, building 

evidence base supporting training investments and identifying best practices. They should advocate for supportive 

policy environments including quality technical and vocational education systems producing employable graduates, 

work permit flexibility enabling organizations to import specialized trainers, and intellectual property protections 

encouraging training content development. 
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