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ABSTRACT 

The major assets in the organisation are the employees; they have a role to play towards an 

organisational success. The success of an organisation largely depends on the proficiency, 

commitment and effectiveness of the employees and the management. Staff training and 

development is imperative for achieving the needed improved performance of both the 

government and the non-governmental organisations. Principally, the management of an 

organisation should spearhead staff training and development Because of this, 

management needs to care about their learning to increase the employee performance. This 

study examined staff training as an effective tool for improving organisational 

performance. It employed empirical review approach and found out that organisational 

performance, especially in the area of increased productivity is mostly achieved through 

staff training and development although other variables like employees motivation also 

play significant role.  
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INTRODUCTION 

Employees are the most important and 

the most difficult of all the resources in 

the organisation. It is not enough to 

employ and utilise them, but it is equally 

important to ensure that they do their job 

efficiently. This can only be possible 

through training and development [1]. 

Globally, managers believe that training 

and development contributes to the 

improvement of employees’ performance 

and productivity in organisation. That is 

to say, training and development helps to 

ensure that organisational members have 

the knowledge and skills they need to 

perform their jobs effectively [2]. 

However, there are some organisations 

that consider training and development as 

a waste of money [3]. 

Also, organisations are facing increased 

competition due to globalisation, changes 

in technology, political and economic 

environments [4] and therefore prompting 

these organisations to train their 

employees as one of the ways to prepare 

them to adjust to the increases above and 

thus enhance their performance [5]. As is 

evident that employees are a crucial 

resource, it is important to optimize the 

contribution of employees to the 

company aims and goals as a means of 

sustaining effective performance [6]. This 

therefore calls for managers to ensure an 

adequate supply of staff that is 

technically and socially competent and 

capable of career development into 

specialist departments or management 

positions [7]. 

Statement of the Problem 

The main objective of every organisation 

is to improve its performance but it can 

never be possible without the efficient 

performance of employees [8]. Improved 

performance of employees could be 

achieved through the training and 

development of staff to acquire greater 

skills and knowledge required for 

improved service delivery. Unfortunately, 

many organisations ignore or do not take 

staff training and development as vital for 

improving the efficiency of an 

organisation [9]. Also, the majority of 

governmental, private organisation and 

international organisations are not 

recognising the importance of training 

and development to increase employees’ 

productivity [10] and enhance 

organisational efficiency. 

In Nigeria, in spite of the various 

government interventions and efforts, the 

Nigerian public sector’s score-card still 

indicates poor performance and 

inefficiency. This sector is argued to have 
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underperformed in the delivery of its 

services to the people. [12] state that 

Nigerians have for too long been feeling 

short-changed by the quality of public 

service. Our public offices have too long 

been showcases for combined evils of 

inefficiency and corruption, whilst being 

impediments for effective implementation 

of government policies [13].  [14]. [15] 

asserts that the public service which was 

seen as the custodian of rules and 

regulations and the engine of the 

development had lost its prestige and 

confidence. The aftermath of this is the 

invention of series of reforms which, have 

led to privatisation, downsizing and right-

sizing of the public service and even 

minimising the role of the public sector in 

the national life.  

Objectives 

The study aims at identifying the impacts 

of training and development on the 

efficiency of organisational employees. It 

explores literature to find out how staff 

training and development help to improve 

the competence of employees and 

increase productivity in an organisation.  

CONCEPTUAL CLARIFICATIONS 

Training and Development 

Staff training and development is a 

function of human resource management 

that undertakes organisational activity 

targeted at improving the performance of 

individuals and groups in organisational 

setting [16]. It is also called human 

resource development. Training is 

defined as the process specifically 

designed to impart new skills, knowledge, 

abilities and activities [17]. According to 

[18] training refers to bridging the gap 

between the current performance and the 

standard desired performance. [19] 

defined training as any learning activity 

which is directed towards the acquisition 

of specific knowledge and skills for the 

purposes of an occupation or task while 

development is seen as any learning 

activity which is directed toward future 

needs rather than present needs, and 

which is concerned more with career 

growth than immediate performance.  

[20] defined training as the process of 

developing skills, habits, knowledge and 

aptitudes in employees for the purpose of 

increasing the effectiveness of employees 

in their present positions as well as 

preparing employees for future positions. 

It is a systematic process to enhance 

employee’s skill, knowledge and 

competency, necessary to perform 

effectively on job. According to the [21], 

training enhances employees’ initiative 

and quality of work, thereby assisting 

them to be more committed to achieving 

the organisational goals and objectives 

and in turn enhancing employee’s 

effectiveness within the organisation. [22] 

defined Training and Development as 

planned learning experiences which teach 

employees how to perform current and 

future jobs more effectively. That is, 

training is not merely concerned with the 

worker’s present activity, but prepares 

the worker for imminent work necessities  

On the other hand, development can be 

seen as a process of increasing the 

quality, value, or skill of an employee. It 

specifically refers to activities leading to 

the acquisition of new knowledge or skills 

for purposes of growing [23]. [24] defined 

development as “the growth or realisation 

of a person’s ability and potential through 

the provision of learning and  educational 

experiences,” while training is “the 

planned and systematic modification of 

behaviour through learning events, 

programmes and instruction which enable 

individuals to achieve the levels of 

knowledge, skill and competence needed 

to carry out their work effectively”.  Some 

researchers see training as the 

impartation of knowledge, enlightenment 

or wisdom [25]. This impact on the 

performance, effectiveness of the 

workforce and the productivity of the 

organisation. [26] affirms that training is 

a procedure or strategy through which the 

abilities, talent and knowledge of a 

worker is upgraded and expanded. As 

such, a fruitful training programme must 

add to the development and improvement 

of workers at all levels [27]. 

However, [28] state that some scholars 

use the two concepts as synonyms, while 

some view the two terms as being 

different. [28] belong to the group of 
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those who see the terms as being 

different. To them training primarily 

focuses on teaching organisational 

members how to perform their current 

jobs, and that development on the other 

hand, focuses on building the knowledge 

and skills of organisational members to 

prepare them to take on new 

responsibilities and challenges.  

Specifically in the Nigerian public sector, 

the importance of training was 

emphasised in the Report of the Public 

Service Review Commission in 1974 under 

the chairmanship of Chief Jerome Udoji. A 

result-oriented public service will need to 

recruit and train specialised personnel. 

However, over four decades of this report, 

the public service in Nigeria at various 

sectors is yet to accord training the 

priority it deserves [29]. 

Theoretical Framework 

This study is based on Human Capital 

Theory. The fundamental principle 

underpinning Human Capital Theory is 

the belief that peoples’ learning capacities 

are of comparable value to other 

resources involved in the production of 

goods and services [30]. Human capital 

can be referred to as the knowledge, 

skills, competencies and attributes 

embodied in a person that will help 

him/her to improve his/her effectiveness 

and performance. The skills or 

competencies embodied in human capital 

generally pay off in the form of enhanced 

productivity, which, when valued by the 

labour market, results in positive 

outcomes, e.g., promotion. In the same 

manner, companies train their employees 

to acquire skills that enhance their 

productivity [31].  

Human Capital Theory seeks to explain 

the gains of education and training as a 

form of investment in human resources 

[32], and the main proposition is that 

people are considered a form of capital 

for development [33]; [34]. From this 

perspective, staff training and 

development are seen as deliberate 

investment that prepare labour force and 

increase productivity of individuals and 

organisations [35]. The main contention 

of human capital theory is the supposed 

association between training and skills 

and knowledge acquisition, an increase in 

productivity and the ability to compete 

favourably in the labour market which 

eventually results in higher earnings for 

employees [36], and increased efficiency 

for the organisation. Therefore, training 

policy which depends on human capital 

theory and is resource-based will have a 

significant influence on organisational 

performance [37]. 

Although the modern theory of human 

capital has been developed over the past 

half century, the concept of human 

capital has been traced at least as far back 

as the 17th century.  [38] traced the 

development of Human Capital Theory 

from 1953 when William Farr proposed 

that the present value of a person’s net 

future earnings, which he defined as 

earnings less living expenses, represented 

wealth in the same way as did physical 

property and should be similarly taxed.  

Theodore Wittstein, in 1867, proposed 

that Farr’s present value of net future 

earnings should be used to determine 

compensation for claims involving loss of 

life [39]. Many others were early 

contributors to the literature on human 

capital economics by suggesting in 

various ways that human beings are an 

investment which generates a return.  

Among them were [40], [41], [42], [43] 

[44]. 

Human capital Theory is directly related 

to this study. This is because the basis for 

developing human resource is to improve 

the knowledge and skills of the 

employees in order to enhance 

organisation’s efficiency. Therefore, this 

theory provides sufficient explanations 

for exploring staff training and 

development as a way of improving 

organisation’s efficiency 

REVIEW OF LITERATURE 

Training and Development in Public 

Sector in Nigeria 

In a developing country like Nigeria, 

training and development of manpower 

resources is highly needed in virtually all 

business organisations for its 

effectiveness [45]. Ideally, training and 

development are more effective when the 
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training methods match the learning 

styles of the participants and the types of 

jobs needed by the organization [46].  

Training and development in public 

sector of Nigeria and all over the world 

became necessary to ensure effectiveness 

and efficiency of public service and 

institutions [47]. Changing employees’ 

work attitude/behaviour is a necessity for 

organisational success. Specifically, the 

Nigerian Public service has been 

described as lazy and nonchalant [48]; 

tardy; unwilling to put in a day’s job for a 

day’s pay; driven by a mindset that takes 

high work performance as unattainable 

and an unnecessary bother, among other 

traits, all of which are reducible to lack of 

work commitment [49] [50]. 

The federal government of Nigeria 

currently desires to become one of the 20 

largest economies in the world by the 

year 2020. There is no better and ready 

instrument available to government to 

achieve this vision than an effective 

public service. It comes to reason then 

that the public service has a big role to 

play in its execution and attainment. This 

is so because the success of any 

government initiative is directly 

dependent on the ability and willingness 

of the public sector to execute. But it has 

been established that the public service is 

sick and barely performs its ordinary 

function of service delivery. The 

implication of this on the present public 

sector is that drastic measures must be 

taken to revitalise the human capital 

serving in this sector, re-engineer and 

reposition it for service delivery so as to 

be able to contain with the challenges that 

go with Vision 20: 2020 [51]. 

As organisations try to survive in the 

turbulent dynamic market, strong 

emphasis must be laid on human capital 

in order to be competitive and financially 

solvent. In addition, organisations 

differentiating on the basis of human 

capital due to its intangible 

characteristics such knowledge, skills and 

motivation of workforce increasingly sees 

it as invaluable in order to remain 

sustainable in the market [52]. Thus 

organisations should have employees that 

have capability of adjusting to swift 

dynamic business environment.  

In an environment where there is high 

uncertainty that tends to present 

organisations with high risk, the success 

of organisations will depend on its 

knowledgeable, skilled as well as 

experienced workforce. This will provide 

organisations with a reliable competitive 

advantage over those that do not have 

such [53]. Therefore in order to maintain 

sustainability, organisations must see 

continuous employee training and 

development as invaluable [54].  

Staff Training and Development versus 

Organisational Effectiveness 

Training and development means 

different things to different 

organisations. In some organisations, 

training and development is considered 

as an unnecessary and underused 

function. Some organisations see is it as a 

waste of money and time [55]. Many 

organizations fail to understand that 

manpower training and development can 

contribute in improving the overall 

organisational performance or 

profitability [56]. 

The importance of training and 

development (T&D) cannot be over-

emphasized in organizations. This is 

because the expectation of every 

employer is the evolution of a competent, 

capable highly motivated ethical and 

above all, able work force whose hall 

marks would be the attainment of 

organisational goals [57]. But where there 

is a gap between actual performances and 

established performance standard, 

productivity and goals of the organisation 

suffer. However, this can be resolved 

through an investment in training and 

developing skills and talents of 

employees. This is sure to transform 

marginally competent employees into 

innovative and motivated top performers. 

Training and development are inter-

woven; they go hand in hand together 

[58]. 

Training not only develops the 

capabilities of the employee but sharpen 

their thinking ability and creativity in 

order to take better decision in time and 

in more productive manner. Moreover it 
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also enables employees to deal with the 

customer in an effective manner and 

respond to their complaints in timely 

manner [59]. Also, [60] state that training 

develops self-efficacy and results in 

superior performance on job by replacing 

the traditional weak practices by efficient 

and effective work related practices.  

Thus, effective training programmes must 

be put in place to allow management 

sustain a pool of workers that could 

adequately substitute employees who 

may exit the organisation or are 

redeployed to different departments [61].  

Staff training enables employees to adjust 

to advanced or modern-day technology, 

and ensures that suitable manpower are 

made available for expansion into 

different and new areas [62]. [63] further 

posits that training is possibly regarded 

as one of the best strategies for 

manpower improvement. According to 

author, the aim of staff training is to 

encourage workers to accumulate greater 

skills in order to perform at the most 

acceptable level on the present job and to 

broaden their knowledge towards future 

opportunities in the organisation.  

In facilitating career changes, training and 

development also caters for the personal 

and professional developments of the 

employees [64]. [65] argued that training 

is the crux of better organisational 

management, as it makes employees more 

efficient and effective.  Moreover, training 

supports to shape employees’ job related 

behavior and facilitate them to participate 

for the success of the organisation and 

ultimately firm gets higher return due to 

superior performance of its employees.  

Staff training and development meets 

organisational expansion due to 

environmental changes and technological 

innovations. Opportunities for framing 

are used as responses to organisational 

expansion and change [67]. Thus, in a 

complex organization, such as 

educational institutions which comprise 

basically of human being the level of staff 

training and development will go a long 

way in determining the staff effectiveness 

and improve productivity [7]. The author 

submits that training and development 

are mandatory for the upliftment of 

employees in their areas of specialisation. 

Organisations investing in effective 

training and development for human 

resource tend to achieve both short and 

long term benefits.  Employees tends to 

become absolute, and therefore making 

the need to adapt to the continuous 

learning and updating of the skill and 

knowledge invaluable, due to the 

organisational, technological and social 

dynamics [9]. According to [11], “Training 

and development is very important in 

today’s scenario because the business 

world is becoming more competitive and 

posing new challenges in front of the 

organisations. To survive and stay ahead, 

organisations need to continuously work 

out on various strategies to remain in the 

market and keep on delivering the best 

services to the customers to retain their 

share and move on [14]. And this is not 

possible if the employee of the 

organisation does not update themselves 

and improve upon their skills to keep 

pace with their competitors. This can best 

be achieved by organising training and 

development programmes which improve 

the employees’ skills and enhance their 

performance, motivation and give a sense 

of job satisfaction to them [17]. 

In an organisation, poor or no training 

shall mean its slow death due to obsolete 

people.  Training and development 

activities improve performance in present 

job, improve quality, and increase 

productivity, also, decrease absenteeism 

and employee turnover, reduce accident 

rate, and help people to have vision for 

future business environment [3]. Through 

training the employee competencies are 

developed and these enable them to 

implement the job related work 

efficiently, and achieve firm objectives in 

a competitive manner [23].  

Methods of Staff Training and 

Development within an Organisation 

Training and development programmes 

offered by an organisation might include 

a variety of educational techniques and 

programmes that can be attended on a 

compulsory or voluntary basis by staff 

[25]. It could take other various methods –

traditional or modern - to train staff. 
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However, a method of staff training and 

development has shifted from the 

traditional method to modern method. 

Under the traditional approach, “most of 

the organisations before never used to 

believe in training. They were holding the 

traditional view that managers are born 

and not made. There were also some 

views that training is a very costly affair 

and not worth. Organisations used to 

believe more in executive pinching. But 

now the scenario seems to be changing” 

[28]. In the modern approach to training 

and development, most organisations 

have realised the importance of corporate 

training. According to [31], training is 

now regarded as more of retention tool 

than a cost, hence, most corporate 

organisations have has changed their 

training system to create a smarter 

workforce and yield the best results.   

Generally, training methods can be 

classified into two categories: On-the-job 

training and off-the-job training [35]; [36]; 

[37]; [38]. On-the-job training also known 

as direct instruction, takes various forms 

including coaching, technology and 

apprenticeship, job rotation, internship, 

observation, mentoring, job rotation, 

learning contract, orientation, job 

instruction and acquaintanceship among 

others [5]; [6]. This type of training is not 

only cost effective, but it provides 

opportunities for employees to acquire 

multiskills through rotation as well as 

quick learning, though its effectiveness is 

limited especially in terms of exposure to 

external resources and facilities [21].  

Off-the-job training on the other hand is 

offered outside the usual workplace. 

Employees have the opportunities of 

interacting and exchanging ideas with 

colleagues from other organisations as 

well as being exposed to external facilities 

and resources [28]. It takes the forms of 

lectures, conferences, case studies, visual 

training and simulated programme 

instructions, day release, short term and 

long term courses among others.  

Empirical Review 

[34] investigated the Impact of Training 

and Development on organisational 

performance. Survey research method was 

employed to for the study. The study 

sampled 100 employees of different 

organisations of Islamabad, capital of 

Pakistan. The data was collected through 

a questionnaire consists of 15 questions. 

All questions are close ended questions 

with the use of a five point Likert scale 

[43]. The study found that training and 

development improves organisational 

performance [47]. Findings from the 

study show that on the job training helps 

employees to get the knowledge of their 

job in a better way [23]. People learn from 

their practical experience much better as 

compared to bookish knowledge. On the 

job training reduces cost and saves time 

[51]; [52]; [53]. Based on the findings of 

the study, [40] recommended that there 

every organization should provide 

Training and Development for its 

employees.  

In a study by [61] on Impact of Training 

and Development on Organization 

Performance with Mediating Role of 

Intention to Quit as Human Resource 

Quality Cost, the researcher used survey 

research method to examine how training 

and development impact on Small and 

Medium Scale Enterprises (SMEs) in 

Pakistan. The survey results show that the 

focus of SMEs in Pakistan is shifting 

towards providing trainings to the 

employees [63]. But still the “saith” 

culture is more prominent and informal 

discussion with the respondents had 

shown that the owners still do not 

appreciate highly skilled employees in the 

organizations [64]. 

[45] carried out a study on The impact of 

training and development on employee 

performance and effectiveness: a case 

study of District Five Administration 

Office, Bole Sub-City, Addis Ababa, 

Ethiopia to assess the impact of training 

and development on employee’s 

performance and effectiveness in the 

organisation. The researchers used survey 

research method to conduct the study. “A 

questionnaire was administered to the 

various groups of employees of the 

organisations. A total of 100 

questionnaires were administered in the 

form of one to one interviewer by trained 

data collector” [38]. The study found that 

majority of the employees (89.3%) of the 
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organisation attended training in the last 

three years. The authors state that the 

finding is in line with the 

recommendations of [11] that the role of 

an organisation’s manager should include 

providing others the vision and ability to 

perform for the successful achievement 

of their goal. The finding of the research 

confirms that the training and 

development activities in which 

employees had participated brings new 

potentials of employees in performing 

task and resulted in employee 

effectiveness. The finding was in line with 

the principles of [33] suggestion on 

purpose of facilitating training as it was 

to create a learning media directed 

towards the acquisition of specific 

knowledge and skills for the purpose of 

an occupation or task. 

[22] carried out a study on Analysis of 

training and development management 

practices: a case study of Zenith Bank 

Nigeria PLC using survey research 

method. The research instrument used for 

the collection of data was questionnaire. 

The questionnaire was designed to collect 

enable the collection of data from the 

employees of the organization, trainees, 

trainers and heads of training and 

development department. Findings from 

the study indicate training has significant 

impact on workers performance. Training 

led to improvement on the effectiveness 

of the employees and this resulted in 

increased productivity. Based on this 

finding [26] recommended that 

organisations should not relent in placing 

adequate emphasis on staff training and 

development  in order to give them a 

sustained edge within the competitive 

industry; human capital being the most 

important production factor in any 

organisation should be given serious 

attention as far as training and 

development are concerned by the 

managements; employees training and 

development programmes must be 

carefully designed and well implemented 

to ensure its success and so on.   

In a study on Effectiveness of training and 

development on employees’ performance 

and organizational competitiveness in the 

Nigerian banking industry. [35] found that 

coaching is a strategic method of training 

that leads to improvement in workers 

effectiveness. In addition, it was also 

found that the computer based training is 

the most effective off-the-job training 

techniques to train employees to gain 

competitive advantage [23]. The 

researchers investigated the subject the 

phenomenon using survey research 

method. [27] concluded that training and 

development are indispensable strategic 

tools for effective individual and 

organisation performance, thus, 

organisation are spending money on it 

with confidence that it will earn them a 

competitive advantage in the world of 

business.  “It is also imperative for 

effective performance of employees, 

enhancement of employees’ ability to 

adapt to the changing and challenging 

business environment and technology for 

better performance, increase employees’ 

knowledge to develop creative and 

problem solving skills” [41]. 

[36] carried out a study on Training and 

Development and Job Satisfaction in 

Education Sector to find the relationship 

between training and development and 

job satisfaction in education sector. [13] 

employed a mix of descriptive and 

exploratory research design. Sample of 

125 teaching staff/ faculty has been 

randomly selected from various 

Universities operating in NOIDA1. Survey 

method was used for collecting the data 

from the respondents. Using 

questionnaire instrument (survey 

approach), the scholars explored 

organisational support for training and 

employee development, Employee 

feelings about training and development. 

[62] study reveal a strong correlation 

between training and development and 

job satisfaction. Results show that the 

faculties who undergo training and 

development programmes feel that they 

are able to enhance their functional areas 

and expertise. 

The work of [19] conceptually examines 

the importance of training and 

development in public service in the light 

of the growing complexity of the work 

environment, the rapid change in 

organisations and advancement in 
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technology, among other things. The 

authors noted that Training and 

development helps to ensure that 

organisational members possess the 

knowledge and skills they need to 

perform their jobs effectively, take on 

new responsibilities, and adapt to 

changing conditions [24]. The authors 

observe that despite the recognition of 

the importance of training by 

management experts and government as 

expressed in white papers on various 

reforms in Nigeria, the experience of 

manpower training and development in 

the Nigeria public service has been more 

of ruse and waste. [53] stressed the need 

to introduce new orientations on training 

that will address training contents; 

training evaluation; attitudes to training 

and training utilisation in other to 

enhance maximum economic and social 

growth in the country. 

Similar study has been done by [44] on 

the Perception and relevance of training, 

and manpower development on job 

performance among civil servants in 

Ebonyi State. The study adopts 

descriptive methodology where a pre-

coded questionnaire was administered on 

300 civil servants stratified into three 

categories: GL 04-06; GL 07-12 and GL 13+ 

to ensure equitable representation of civil 

servants in the study area and to elicit 

their opinion on the theme of study. The 

study reveals that the primary aim of 

training and manpower development was 

rather to meet statutory requirements, as 

against improvement on the job and has 

policy implications for training and 

manpower development relevant to 

organisational need or goal to be 

provided to employees [40]. The authors 

conclude that training and manpower 

development enhance job performance. 

CONCLUSION 

Staff training and development is vital for 

improving the skills and efficiency of 

employees. Organisations are known to 

have improved its performance through 

staff training and development. It is vital 

that the government of Nigeria should 

make funds available for the training and 

development of staff. This can be 

achieved through negotiation. This source 

of funds needs complemented by funds 

provided by development organisations 

and agencies such as the Petroleum Trust 

Fund. Staff should be encouraged to go 

for training and development to enhance 

their skills and knowledge that should 

translate into efficient performance at the 

workplace.  

REFERENCES 

1. Abdul H.A.W. (2011). Employee 

development and its effect on 

employee performance: a 

conceptual framework. 

International Journal of Business 

and Social Science, 2(13), 224.  

2. Abonyi, N.N. (2007). Systems of 

manpower development for 

effective local government 

administration in Nigeria. 

International Journal of Studies in 

the Humanities, (4), 120-133. 

3. Abiodun, E.J.A. (1999). Human 

Resources Management: An 

overview. Concept Publication, 

Shomolu, Lagos 

4. Abosede, O.C. (2015). Staff training 

and development and quality 

education delivery. Literacy 

Information and Computer 

Education Journal (LICEJ), 6(4), 

2020-2029.. 

5. Armstrong, M. (2006). A Handbook 

of Human Resource Management 

Practice, London, UK: Kogan Page, 

Ltd. 

6. Asfaw, A.M. Argaw, M.D. and 

Bayissa, L. (2015). The impact of 

training and development on 

employee performance and 

effectiveness: a case study of 

District Five Administration Office, 

Bole Sub-City, Addis Ababa, 

Ethiopia, Journal of Human 

Resource and Sustainability 

Studies, 3, 188-202 

7. Audu, E.; Paul, S.O.; &Omisore, O. 

(2015) Staff Training and 

Development in Lokoja Local 

Government Council, Kogi State, 

Nigeria (2003-2009), in European 



 

 

Opudo                                                                                                                                                 www.iaajournals.org 

IAA Journal of Communication 6(1):25-36, 2020.                                                                                                                  ISSN: 2636-7262 

©IAAJOURNALS  

33 
 

Journal of Training and 

Development Studies. 2 (2), 1-22. 

8. Babatofe, B.A. (2010), “Problems of 

facilities in South-West Nigerian 

universities and the way forward” 

Journal of Education 

Administration and policy studies, 

2(2), .39-43 

9. Beardwell, I. and Holden, L. (2001) 

Human Resource Management: A 

Contemporary Approach. Essex: 

Pearson Education Limited. 

10. Chaudhary, N.S andBhaskar, P. 

(2016). Training and development 

and job satisfaction in education 

sector, Journal of Resources 

Development and Management. 16, 

4-45.  

11. Chand, S. (2008). Training 

methods: on-job training and off-

the-job training, [online] Available 

at: http://www.yourarticlelibrary.c

om/employees/training-methods-

on-job-training-and-off-the-job-

training-methods/5421/ [Accessed 

January, 2020]. 

12. Cole, G.A. (2002). Personnel and 

Human Resource Management. 5th 

Edition, York Publishers, 

Continuum London 

13. Dialoke I., Ukah F. O. &Ikoro E. I. 

(2016) Implications of Training 

and Manpower Development on 

Employee Productivity in 

AlvanIkoku Federal College of 

Education, Owerri. International 

Journal of Economics and Business 

Management, 2 (4), 30-39. 

14. Drucker, P.F. (n.d) Training and 

development: a conceptual 

framework, [online].[Accessed 12 

August 2017].  

15. Ehiametalor, E. T. (2001). School 

facilities management practice in 

Nigeria. In N. A. Nwagwi,E. 

16. Evans, P., Pucik V. &Barsoux J-L 

2002. The Global Challenge: 

Framework for International 

Human Resource Management. 

Boston: McGraw-Hill. 

17. Falola, H.O. Osibanjo, O.A. and 

Ojo, S.I. (2014). Effectiveness of 

training and development on 

employees’ performance and 

organisational competitiveness in 

the Nigerian banking industry, 

Bulletin of the 

TransilvaniaUniversity of Braşov 

Series V: Economic Sciences, 7(1), 

161-170. 

18. Ghauri, P. &Grönhaug, K. 2005. 

Research Methods in Business 

Studies: A Practical Guide. 3rd Ed. 

London: Prentice Hall. 

19. Greene, W. (2002). The Bias of the 

Fixed Effects Estimator in 

Nonlinear Models,Working Paper, 

New York University. 

20. Hemdricks, L. (2002). How 

important is human capital for 

development? Evidence from 

immigrant earnings’ American 

Economic Review, 92(1), 198-219.  

21. Igbaekemen, G.O.  Adeyeye T.C. 

and Odivwri, J.E. (2014). Analysis 

of training and development 

management practices: a case 

study of Zenith Bank Nigeria PLC, 

Higher Education of Social Science, 

6(3), 170-175. 

22. Isa, A.  andYusoff, W.Z.N. (2015). 

State of physical facilities of 

higher education institutions in 

Nigeria. International Journal of 

Scientific and Publications, 5(4), 1-

5. 

23. Isiwu, G. O. (2012) Impact of staff 

training in the productivity of 

workers in public sector in Nigeria: 

a case Study of personnel services 

department University of Nigeria, 

Nsukka From 2000-2010 (Master’s 

Thesis), University of Nigeria, 

Nsukka. 

24. Jelena V. (2007). Employee training 

and development and the learning 

organization. Facta Universitatis 

Series, Economics and 

Organisation, 4(2), 2007, 209 – 

216.  

25. Jehanzeb, K. and Beshir, N.A. 

(2013) Training and Development 

Program and Its Benefits to 

Employee Organisation: A 

Conceptual Study. European 

Journal of Business and 

Management, 5, 243-252. 

http://www.yourarticlelibrary.com/employees/training-methods-on-job-training-and-off-the-job-training-methods/5421/
http://www.yourarticlelibrary.com/employees/training-methods-on-job-training-and-off-the-job-training-methods/5421/
http://www.yourarticlelibrary.com/employees/training-methods-on-job-training-and-off-the-job-training-methods/5421/
http://www.yourarticlelibrary.com/employees/training-methods-on-job-training-and-off-the-job-training-methods/5421/
http://www.yourarticlelibrary.com/employees/training-methods-on-job-training-and-off-the-job-training-methods/5421/


 

 

Opudo                                                                                                                                                 www.iaajournals.org 

IAA Journal of Communication 6(1):25-36, 2020.                                                                                                                  ISSN: 2636-7262 

©IAAJOURNALS  

34 
 

26. Jones, G.R., George, J.M., & Hill, 

C.W.L. (2000) 2
nd

Ed.Contemporary 

Management. New York: Irwin and 

McGraw Hills 

27. Kicker, B.F. (1966). The Historical 

Root of Human Capital, Journal of 

Political Economy, 2(5), 24-28.  

28. Khalil, N.H&Nawawi, H.N.  (2012). 

Evaluation and concept of building 

performance towards 

sustainability in Malaysian higher 

institution. Journal of Environment 

Behavior Studies, 3 (8), 27-39.  

29. Khan, R.A.G, Khan, F.A. and Khan, 

M.A (2011). Impact of Training and 

Development  

30. Lawal, M.M. (2006) Manpower 

Management: A Handbook for 

Personnel Managers and Students 

of Administration. Abuja: Roots 

Books and Journals Nigeria Limited 

31. Levine, A. (2001). Privatization in 

higher education” National Centre 

for the Study of Privatization in 

Education, New York, NY, Available 

at: 

www.nga.org/cda/files/HIGHEREDP

RIVATIZATION, [Accessed January, 

2020].  

32. Lucas, R.E. (1990). Why doesn’t 

capital flow from rich to poor 

countries? American Economic 

Review: Papers and Proceedings, 

[online] Available at: 

https://scholar.google.com/schola

r?hl=en&as_sdt=0%2C5&q=Why+do

esn%E2%80%99t+capital+flow+from

+rich+to+poor+countries%3F+&btn

G= [Accessed January, 2020]. 

33. Madubueze, M.C.; Ananti, M.O.; 

Onyekwelu, R.U.; &Okpalibekwe, 

N.U. (2015) Manpower 

development and utilisation in 

Nigeria‟s local government system: 

a study of Ayamelum Local 

Government Area, Anambra State, 

Research on Humanities and Social 

Sciences. 5 (8), 105-121. 

34. Malaolu, V. A., Ogbuabor, J. E. 

(2013) Training and manpower 

development, employee 

productivity and organizational 

performance in Nigeria: an 

empirical investigation. 

International Journal of Advances 

in Management and Economics, 

2(5), 163-177. 

35. Mamoria, C.B (1995), Personnel 

Management, New Delhi: Himalaya 

Publishing House. 

36. Mansoor, H.S. Shah, F.T. Rehman, 

A.U and Tayyaba, A. (2015).Impact 

of training and development on 

organisation performance with 

mediating role of intention to quit 

as human resource quality cost, 

European Online Journal of Natural 

and Social Sciences, 4(4), 787-797.  

37. Muktar, B. (2007). The state of 

Nigerian public universities 

[online], Available at 

www.gamji.com/article6000/NEWS

7632.htm2007 [Accessed 5 

February, 2020].  

38. Nda, M.M and Fard, R.Y. (2013).  

Impact of employee training and 

development on employee 

productivity, Global Journal of 

Commerce and Management 

Perspective. (2(6), 91-93.  

39. Ndibe, B. C. (2014) Effect of 

employees training on 

organizational performance in soft 

drinks bottling companies in Enugu 

State, Nigeria, (Master‟s Thesis), 

University of Nigeria, Nsukka 

40. Nife, O. (2016).In service training 

and job satisfaction in the Nigerian 

public service: a theoretical 

analysis.International Journal of 

Academic Research in Business and 

Social Sciences 6(5), 141-151. 

41. Nongo, S. (2005) Fundamentals of 

Management. Makurdi: Aboki 

Publishing Company 

42. Nwokeiwu, J. Fields, Z and Nwosu, 

H. E. 2015. Perceived impact of 

training and development on job 

satisfaction and performance 

among Nigerian railway staff, The 

International Journal of Business & 

Management, 479(3), 14-23. 

43. Obasanjo, O. (2003). On SERVICOM 

[Online] Available at: 

http://www.servenigeria.com 

[Assessed January, 2020]. 

44. Odiaka, B. I., (1991) in Ogunrin F.O. 

and Erhijakpor A. E. O. (2009), 

http://www.nga.org/cda/files/HIGHEREDPRIVATIZATION
http://www.nga.org/cda/files/HIGHEREDPRIVATIZATION
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Why+doesn%E2%80%99t+capital+flow+from+rich+to+poor+countries%3F+&btnG
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Why+doesn%E2%80%99t+capital+flow+from+rich+to+poor+countries%3F+&btnG
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Why+doesn%E2%80%99t+capital+flow+from+rich+to+poor+countries%3F+&btnG
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Why+doesn%E2%80%99t+capital+flow+from+rich+to+poor+countries%3F+&btnG
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Why+doesn%E2%80%99t+capital+flow+from+rich+to+poor+countries%3F+&btnG


 

 

Opudo                                                                                                                                                 www.iaajournals.org 

IAA Journal of Communication 6(1):25-36, 2020.                                                                                                                  ISSN: 2636-7262 

©IAAJOURNALS  

35 
 

Services policy intervention; 

improving service quality in 

Nigerian public sector, Global 

Journal of Social Sciences,8(1), 51-

60. 

45. Okereke, C.I. &Igboke, B. N. (2011) 

Training, manpower development 

and job performance: perception 

and relevance among civil servants 

in Ebonyi State, Nigeria. Journal of 

Economics and International 

Finance, 3(6), 399-406. 

46. Okeke, C. S. (2011) Manpower 

training and development in 

organisations: a key to achieving 

operational efficiency. 

Multidisciplinary Journal of 

Research Development, 17(2), 1-8. 

47. Okanya, S.P. (2008) Reconciling 

Organisational Performance and 

Employee Satisfaction Through 

Training: The Case of Soroti District 

Local Government (Master‟s 

Thesis). Institute of Social Studies, 

Hague. 

48. Okotoni, O. and  Erero, J.  (2005). 

Manpower training and 

development in the Nigerian public 

service”. African Journal of Public 

Administration and Management.  

16 (1), 1-13. 

49. Olusegun, A. (2009) Leadership 

and Accountability. In:Oladimeji, 

A. and Aransi, I. (eds). Public 

Administration in Nigeria. n.p: 

Catawba Publishing Company, 82-

102. 

50. Omodia, S. M. (2009). Manpower 

development in Nigeria: 

conceptual and methodological 

perspectives. Journal of social 

sciences, 18(2), 113-117 

51. Onwumere, J. and Okoro, U. (2012). 

Factors affecting manpower 

capacity development among 

agribusiness-based entrepreneurial 

organisations in Abia State, 

Nigeria, European Journal of 

Business and Management, 4(19), 

75-86. 

52. Otti N. N. (2011). A critical analysis 

of manpower development in 

Nigeria (Master‟s Thesis). 

University of Nigeria, Enugu 

campus 

53. Purcell, J., Kinnie, N., Hutchinson, 

S., Rayton, B. & Swart, J. 2003. 

Understanding the people and 

performance link: unlocking the 

black-box. Research Report, CIPD, 

London. 

54. Raheja, K. (2015). Method of 

training and development, 

Innovative Journal of Business and 

Management, 4(2), 35-41. 

55. Saint, W. Teresa, A. and Strassner, 

H.E. (2014). Higher education in 

Nigeria: a status report,  Higher 

Education Policy,16(3), 23-35.  

56. Sam-Okere, J. &Agbeniga, F. I., 

(2014) Training as capacity 

development for effectiveness and 

productivity of lower cadre 

employees of local governments. 

Journal of Research and 

Development, 2(3), 1-10 

57. Serbu, M, (2013). Steps to develop 

an effective employee training 

programme, [online] Available at:  

http://www.business.org/hr/empl

oyees/steps-to-develop-an-

effective-employee-training-

program/ [Accessed January 2020].  

58. Schultz, T. W. (1961). Investment 

in human capital. The American 

Economic Review, 51(1), 1–17. 

59. Shafiq. S.  Hamza, S. M. (2018). The 

effect of training and development 

on employee performance in 

private company, Malaysia. 

International Journal of Education, 

Learning and Training, 2 (2), 42-56.  

60. Shaw, J. (2017). All about training 

and development (learning and 

development) [online] Available at: 

http://managementhelp.org/traini

ng/ [Accessed 1 January, 2020]. 

61. Scott. Clotheir and Spriegel (1977) 

6
th

 ed. Personnel management: 

principles, practices and point of 

view. New Delhi:Tata McGraw-Hill 

Publishing Company Ltd. New 

Delhi,  

62. Sims, R. (2002). Organizational 

Success through Effective Human 

Resources Management. Westport 

CT: Quorum Books. 

http://www.business.org/hr/employees/steps-to-develop-an-effective-employee-training-program/
http://www.business.org/hr/employees/steps-to-develop-an-effective-employee-training-program/
http://www.business.org/hr/employees/steps-to-develop-an-effective-employee-training-program/
http://www.business.org/hr/employees/steps-to-develop-an-effective-employee-training-program/
http://managementhelp.org/training/
http://managementhelp.org/training/


 

 

Opudo                                                                                                                                                 www.iaajournals.org 

IAA Journal of Communication 6(1):25-36, 2020.                                                                                                                  ISSN: 2636-7262 

©IAAJOURNALS  

36 
 

63. Swart, J., Mann, C., Brown, S. & 

Price, A. (2005). Human Resource 

Development: Strategy and Tactics. 

Oxford. Elsevier Butterworth-

Heinemann Publications. 

64. Tahir, N. Yousafzai, I.K. Jan, S. and 

Hashim, M. (2014). The impact of 

training and development on 

employees performance and 

productivity: a case study of 

United Bank Limited Peshawar 

City, KPK, Pakistan, International 

Journal of Academic Research in 

Business and Social Sciences. 4(4), 

86-98. 

65. Vemic, J. (2007). Employee training 

and development and the learning 

organisation. Economics and 

Organisation4 (2), 209 – 216.  

66. Wikipedia, (2017). Imo State 

Polytechnic, [online] Available at: 

https://en.wikipedia.org/wiki/Imo

_State_Polytechnic [Accessed 

January, 2020]. 

67. Wright, P. &Geroy, D. G. (2001). 

Changing the mindset: the training 

myth and the need for word-class 

performance. International Journal 

of Human Resource Management 

12(4), 586–600. 

 

 

 

 

https://en.wikipedia.org/wiki/Imo_State_Polytechnic
https://en.wikipedia.org/wiki/Imo_State_Polytechnic

