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ABSTRACT
This paper main objective was to investigate whether training and development has impact on employees’ performance and productivity. This paper is quantitative in nature. Data for the paper have been collected through primary source that are from questionnaires surveys. The data have been checked through statistical software to find the impact of training and development on employees’ performance and productivity. There were two variable Training and Development (Independent) and Employees’ performance and productivity (Dependant). Eight united banks limited were selected for the study. Eighty questionnaires were distributed for the collection of data. Descriptive statistic tools SPSS were applied on the questionnaire to see the reliability and consistency. The goal was to see whether Training and Development has an impact on Employees Performance and Productivity. Data were analyzed and discussed. The result showed that there was significant relationship between the variables, the Pearson correlation was used in study and Cronbach Alpha for each questionnaire was obtained. Frequency distribution was used to see the individual result of the study. Relevant literatures were also studied about topics related to this research. Recommendation and conclusion form the last part of this paper.
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CHAPTER ONE
1.0	INTRODUCTION
1.1 BACKGROUNDS TO THE STUDY
The effectiveness in the realization of an organization’s set goals and objectives within the framework in which it was set up. Human and material resources in every organization should not be over-emphasized, and therefore, must be harnessed and oriented for the achievement of the set goals and objectives. It is true that material resources form an integral part of the desired goal but human resource is more important in the sense that they help in achieving organizational goals and objectives in an effective and efficient manner, this need arises as a results of the need for the improvement in job performance. And this method depends on the type in which the organization adopts to achieve her goals.
The success of an organization is determined by the quality of its labour force, since the labour determines the output of the organization by the labour-inputs. Human resources can be improved through a graded and systematic process of development that includes education, training and the appropriate motivation.
Training: This can be described as a short-term systematic process through which an employee acquires technical knowledge, skills and attitude required performing a specific task or jobbing adequately. Workers must be trained and developed in order to get the best from them and this also, has to be in a continuous bases and in various fields.
Ubeku emphasized the importance of training in the organization in the following words: “money spent on training and development of employee in an organization is money well invested. Employees who have received adequate training before being assigned with responsibilities have the necessary confidence with which to carry out the job”.
At the 14th Annual General Meeting of the Nigeria Employers Consultative Association in December, 1970, Chief Anthony Enahoro the then Federal Commissioner for Labour, commenting on the role of employers in training their employees asserted that: “the development of human resources cannot be entirely the concern of our nation’s educational institutions, it is also the responsibility of other institutions capable of performing training functions.
Every enterprise, whether public or private, necessarily does considerable on-the-job, some of which is organized and some haphazard and incidental. If employers display greater readiness than many of them do to invest in training, we can hope more rapidly to supplement the work of educational and other training institutions”.
An employee should be helped to grow into more responsibilities by systematic training and development. It is only through this process that an employee feels confident to carry out the responsibilities of the job because he knows already what is expected of him. Training of employees can help to improve the performance of the organization thereby improving the overall performance of the organization. It is in view of this, that the study wants to look at the impart of training on the performance of workers in the organization by using some selected federal establishment in Benin City as a case study.

1.2 STATEMENTS OF THE PROBLEM
One of the problems of the most modern organizations is that favourable fluctuation in the performance of workers and this can be attributed to the dynamics of organization due to new knowledge and technology.
In any organization, training needs shows itself in various ways, new employees must be instructed in their duties, poor selection may necessitate specialized training efforts; individual employees who cannot perform certain aspects of their task must be made equal to those tasks; completed change of work methods as a result of change in technology, all these can necessitate the need for training.
Employers cannot avoid cost, without proper training errors and misunderstanding arise. And stealing trained employees from competitors is a costly practice, which can work both ways.
Training can affect the performance of the workers; this is because training entails the acquisition of new skills, with the new skill acquires in the course of training, workers will be able to adapt themselves to the dynamics of the organization.
In view of this, the study wants to look at the impact of training on workers’ performance by using Sterling Bank Plc, Ilorin as a case study.
1.3 	RESEARCH QUESTIONS
· What is training?
· Why is training important on workers?
· How is it effective on workers?

1.4	OBJECTIVES OF THE STUDY
· This study hopes to achieve the following objectives:
· To look at the impact of training on workers’ performance in organization.
· To look at the various strategies of training in organizations.
1.5 	RESEARCH HYPOTHESIS 
In an attempt to achieve a thorough analysis of this study hypothesis are needed to give focus and direction to the study.
A hypothesis is a specific declarative statement of tentative nature whose validity is to be established by resources to empirical findings. For proper analysis of the study, the following hypothesis has been formulated to assist in giving focus and direction to the resources work.
Ho: represent null hypothesis
Hi: represent alternative hypothesis
Ho: the impact of training on workers performance have  impact in an organization
1.6	SIGNIFICANCE OF THE STUDY
The research would not only add to works that have been done in this area, but also provoke  further research into the training and development of senior members of both academic and administrative staff and its resultant effect on the achievement of the object of the bank . It would benefit the bank in its effort to train and develop its employees. 
1.7	SCOPE OF THE STUDY
The research covered Sterling Bank Plc, Ilorin as a case study and the coverage was limited to the senior staff members in administration since the Bank was elevated to tertiary status in 1993. 
Firstly as a worker, the researcher was very much constrained with time. This is because from Monday to Friday, the researcher has to be at work which also sometime included travels into the other regions for weeks and months. At other times the schedule of work took closing time from the office very late. This made it very challenging for the researcher to find enough time to go to the library for research. The time constraints also made quite challenging in following up on respondents to collect questionnaire feedback for the necessary required data for analysis as well as meeting with supervisor for consultations. 
1.8	DEFINITION OF TERMS
TRAINING: Training thus consists of planned programmes designed to improve the performance at the Individual, group or organizational levels, Cascio (1992).  With an improved performance on the part of the individual, group or organization means, there have been measurable changes or enhancements in the knowledge, skills attitude and social behaviors. 
IMPACT: measure of tangible and intangible effects (consequences of one things or entities of influence upon another  
WORKER: A person who does a particular job to earn money or a person who is actively involved in a particular activity or one who is employed by another.
PERFORMANCE: the accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract. 
DEVELOPMENT: 
· The systematic use of scientific and technical knowledge to meet specific objectives or requirements.
· An extension of the theatrical or practical aspects of concept, design, discovery, or invention.
· The process of economic and social transformation that is based on complex cultural and environmental factors and their interactive. 
· The process of adding improvements to a parcel of land, such as grading, subdivisions, drainage, access road utilities.
ORGANIZATION: A social unit of people that is structured and managed to meet a need or to pursue collective goals. All organization have a management structure that determines relationships between the different activities and the members and subdivides and assigns roles, responsibilities, and authority to carry out different tasks. Organizations are open systems they affect and are affected by their environment.



CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION 
This chapter discussed training and development concepts and definitions, organization’s need for training and development, identification of training needs, training and transfer of training, training policy, performance appraisal and training and development, training techniques (methods) used evaluation of training and development and finally benefits of training and development.  
2.2 CONCEPTUAL FRAMEWORK
Well trained employees are key to a business’ success. It has been shown that the most successful and productive employees are those who have received extensive training and development. These groups of employees can be described as the “cream of the crop” that often has the strongest stake in an organization’s future.  
According to Dessler (2008), even when employees are carefully selected, it does not still guarantee totally acceptable performance from the employees. This is because while the Potential of an employee to perform is one thing, performing is another and therefore an Employee with a high potential to perform may not still perform his job if he does not go through training and development. This is why training of newly employed starts with organizational orientation.  
Cole (2004), postulates that human resources are the most dynamic of all the organization’s resources and therefore they need considerable attention from the organization’s management, if the it human resource are to realize their full potential in their work.  
 ORGANIZATION’S NEED FOR TRAINING PERFORMANCE
Well trained and developed employees when fully utilized by the employing organization benefits it as well the employees themselves. Therefore for an organization to grow and survive in today’s globally competitive and fast changing environment especially in the technology, for a very long time, there would be the need for organizations to come up with systems and programmes that would bring out of their they need efforts, attention, creativity and general innovations as individual employees and as groups or teams of network, AsareBediako (2008). For this reason organizations seek to adapt to new structures, new cultures and new effective methods of performance management and employee motivation to be able to cope with rapid change and competition in the business environment.  Innovative changes or adjustments become successful when people acquire new perspective or understandings, values, knowledge and skills. For an example, the introduction of effective and up-to-date technique in performance management would require that the employees (supervisors and management) who administer this system must
1. Understand the need for it and 
2. Have the knowledge and skills to implement it. 
This understanding, Knowledge and skills would come from organizing seminars or training programmes that will provide these implementers the relevant perspectives, skills and knowledge for successful implementation. The ultimate human resource management outcome therefore is performance and hence all other outcomes such as competencies, morale of employees, attitudes and motivation are determinants of performance, A (Ibid). Performance of employees as said elsewhere thus is about employee output which is twofold; first, the effective use of inputs or resources and second, the translation of efficiency into quality services in an organization like Accra Polytechnic which has been granted accreditation for the running of courses in bachelor of technology, (Ibid) Human resource training, education and development activities therefore aim at the equipping of employees with the necessary competencies that they require for their effective performance on their job. It therefore  fairly correct and important to argue that, without the right kind of competencies, no amount of motivation either in cash or kind will be able to get employees to perform creditably or totally acceptable. 
Training and development interventions therefore must aim at providing employees with the required technical, managerial and personality competencies for them to achieve and sustain a high level of performance. Adoption of this position in an organization 
However, training can have an impact on both of these variables (ability x motivation); it can heighten the skills and ability of the employees and their motivation by increasing their sense of commitment and encouraging them to develop and use new skills. Training is thus a powerful tool that can have a major impact on both employees’ productivity and morale if properly used. 
AIMS AND OBJECTIVES OF TRAINING AND DEVELOPMENT 
Argyris (1971) contends that an organization’s effectiveness is dependent on its ability to accomplish the following objectives: 
1. To achieve goals 
2. To maintain itself internationally 
3. To adapt to its environment  
Further to this contention, B.M. Bass (1969) identified three other factors which could necessitate training activity as quoted by Monappa & Saiyadain: 
1. To keep pace with advanced industrialization for the organization’s survival 
2. To train and retrain from the shop floor to the top executive (development) because of expansion in numbers of employees and layers of hierarchical levels and variety of complex organization structures and control mechanisms 
3. Training inhuman relations has become necessary for tackling human problems for peaceful industrial relations. 
 TRAINING NEEDS IDENTIFICATION AND ASSESSMENT   
According to Monappa & Saiyadain (2008), many methods for training needs identification and analysis have been proposed.  They quote a survey that was conducted by Sinha (1974) in which the under listed methods have been identified: 
Views of the line manager 
· Performance appraisal 
· Organization and developmental plans 
· Views of the training manager and  
·  Analysis of job difficulties and job description 
In the Thayer and McGhee model the above methods seem to have been summarized into only three broad areas for consideration: 
· Organizational analysis 
·  Task analysis and 
· Man analysis.   
TRAINING AND DEVELOPMENT POLICY 
Policies are formulated to provide guides to action and to set limits to decision making; what should be done in certain circumstances and how particular requirements and issues must be dealt with, Armstrong & Stephens (2005).  Policies are therefore set up in such areas as marketing, finance, operations as well as human resource. In human resource, there could policies on training and development, recruitment and selection and salary administration and compensation; just to mention a few. Such organizational policies (human resource policies) are either formally expressed in manuals or informally as haven grown from customs and traditional practices over the years. However to avoid ambiguity, it is very important that all major policy statements are formally expressed in manuals. This makes it possible and easier for managers, supervisors, union/association executives to familiarize themselves with relevant policies and how they should be interpreted. Again there is the need for senior management to communicate policies if they have not been written. 
The attend time taken that could be used on more pressing issues and the confusion that comes with oral traditions could be avoided with a formally expressed policies in a manual. Again it is the position of 
the researcher that, since employees come and go, while management and leadership of unions / associations also changes, there would be the strong need for policies to be more formally expressed in manuals for to avoid misinterpretation and to encourage consistency and fairness. 
A policy document usually starts with a statement of broad objectives of management and its philosophy for the establishment of a mutuality of interest with its employees for great cooperation. Mullins (2007), lists the following as the essential components of a training and development policy. 
· The view that continuous training (and retraining of employees) is the norm 
·  The assumption that training will be a life – long process (may as long as employee remains in the employment of the organization) 
·  Recognition of the need to update existing skills, replace redundant skills and train for new skills 
·  The need for multi-skilling to cope with change. (In today’s work labour market multi-skilling is the new paradigm shift for would be employees). This is because with the increase in the cost of doing business while profit are declining, management of business are working to cut cost in the numbers of hired employees. 
While policy formulation is an exercise meant for the attainment of organization’s goals, it also serves the concurrently as a statement of the organization’s corporate philosophy. 
Monappa & Saiyadain (2008), fine policy in three different contests: 
· Those policies are the basic rules to govern the functioning of a department or unit so that in the implementation of the policy the desired objectives are met. This means the policy is a guide to decision making e. g. what to do when certain situations arise.       
· Those policies that are used as control mechanisms in order to restrain managers from undesirable actions or from mishandling situation 
· Policy guidelines can be used to rationalize decision making whenever standard decisions are involve; i. e. those decisions that are repeated given the same situation. 
It could be inferred from the above that, policies statements serve as guidelines to action and the establishment of equality or parity among employees of an organization. 
This notion is also express by Asare-Bediako (2008) when he defined policy as a guide to actions and decisions of organization members. Policies are thus directives that emanate from top management of the organization and so provide the basis for the general of organization members. They tell employees how they should act in certain specific situations or circumstances. 
For these reasons every organization including Sterling Bank Plc, would as of necessity need a policy on its human resource management including. This would enable supervisors to know what to in circumstances of the non performance of their team members, whether to recommend them for training or otherwise. Again this system when it is practice throughout the organization would lead to the accruing of the benefit of management by policies such as 
· Control
· Consistency
· Uniformity and 
· Fairness
Training policy in an organization like a bank would indicate to employees’ management’s commitment training and development as it is expressed rules and procedures which govern and influence the scope of training and development.  
Training policies of organizations further highlight the following to its members: 
· The organization’s approach to the training functions and provides guidance for the design and execution of training. It would further provide information to employees on training and development. 
·  The identification of priority areas in training and prioritize according to real felt needs since resources are scarce and  
· It would communicate the organization’s intentions with respect to members’ career development and give members the opportunity to enhance their career prospects through training. 
Taking an opportunity of training programmes to enhance ones career prospects could be possible with the existence of training and development policy. This is why the seeming absence of training and development policy in the Polytechnic may not help in its growth and development. This seems to have become more imperative with the threat that looming establishment of private polytechnics poses to the premier organization 

2.3 THEORETICAL FRAMEWORK
 TRAINING METHODS / TECHNIQUES  
According to Dessler (2008), training and development must consist of five steps: 
Step 1: Needs analysis -: In this step the trainer identifies the specific job performance skills needed, assess the prospective trainee’s skills and then develop specific, measurable knowledge and performance objectives based on any deficiencies identified.   
Step 2: Instruction design -: Here the trainer decides on, compile and produce the training programme content including workbooks, exercises, and activities. Some the techniques might include on-the-job training, off-the-job training and so on. 
Step 3: Validation -: (optional) this stage validates step 2 in which there is testing of the training programme on a small representative audience. 
Step 4: Implementation -: This is where the training programme is actually put into action.    
Step 5: Evaluation -: Here management assesses success or failure of the programme. 
In looking at training methods, it is important to first consider and outline the basic principles of learning. As has already been defined and explained, learning is the process of acquiring knowledge, understanding, skills and values in order to be able to adapt to any environment; it underpins all training and development programmes. To promote efficient learning, long tern retention and the effective and efficient application of skills or factual information learned in training back to the job situation, training programmes should incorporate various principles of learning that has been developed, tried and tested over the years., Cascio (1992). 
This would be much easier with professional training and consulting institutions that might have been using method like experiential learning to various organizations employee. However for any of such principle to be considered would depend on whether trainees are learning skills or factual material. For a training and development programme that strongly considers using learning principles to be most effective in skills learning, the under mentioned four essential ingredients must have to be present.    
· Goal setting. In order words what is to achieved at the end of the training programme 
· Behavior modeling; i.e. the behaviors need to change with training programme 
·  Practice; i. e. what activities must trainee go through during the training sessions and upon return to the job situation from training and 
· Feedback; mechanisms to find what changes have occurred in trainee’s performance and behavior since returning from the training programme. 
However when the goal is on learning facts as in the case of newly appointed orientation, the second ingredient in the four ingredients mentioned above change from behavior modeling to meaningfulness of material while the first, third and fourth remain the same and experiential method or the andragogical principle still applies.  
There are various training techniques for organizations to train it its employees especially the training is to done by personnel internally (on-the-job training). Dessler (2008) lists the following types: 
· On-the-job 
· Off-the-job 
· Apprenticeship 
· Job rotation 
· Lectures 
 TRAINING EVALUATION 
The final step in the training and development process is the evaluation of the whole training programme. The evaluation process is very important because, the training had at it on set some objectives to achieve and thus the evaluation process at the end of the training programme. The evaluation gives an opportunity to take a look and make a cost-benefit analysis of the training programme. This is done by comparing the results of the training with the objective of the training and development programme that were set before the commencement of the programme. The criteria used to evaluate training and development programme depends on the objectives set. According to Ivancevich (2010), it is more effective to use multiple criteria to evaluate training. There are also others who argue that a single criterion such as the extent of transfer of the training to the job performance is enough or satisfactory approach to evaluation. This would be true where the main purpose of the training programmed was to improve employee performance to increase productivity for example.  
Dessler (2008), sets four basic categories of training programme outcomes: 
· Reactions of the trainees to the programme are evaluated; an example is whether they ike the programme and that they think it was worth their time, energy and efforts. 
·  In respect of learning, trainees are given some kind of a test to find out whether they learned the principles, skills and facts that they were suppose to learn. 
·  Find out whether trainees behavior on the job has changed due to the training 
programme and finally 
Find out whether the objectives set before the training has been achieved. This last category seems to be the most important. Though the previous three categories are important, yet the training programme must achieve measurable results to achieve its goals as stated in the objectives. 
Additionally it is important for both organization and trainers to set an enabling work environment for trainees to be able to put into practice new behaviors learned at training. 
This must vigorously be supported by trainees’ supervisor to make sure the new behavior is entrenched and thus become the normal work life.  
For this to be achieved, supervisors and managers must be involved in the training programme right to the end by visiting trainees during the training programme, but more importantly at the final planning session when trainees are made to show commitment on things they would do differently when they return to their jobs. The caution however is that, since results may be poor due to the inability of training to solve the problem that led to the training in the first place, training must be evaluated through systematically documenting the outcomes of the training in terms of how trainees actually behaved back on their jobs and the relevance of this behaviors to the objectives of the organization. Cascio (2008), says to thoroughly assess the utility or value of the training, answers must be sought to the following question: 
· Did change occur? 
· Was the change due to the training programme? 
·  Was the change positively related to the achievement of the organization’s goals? 
· Would similar changes occur with new participants in the same programme? These questions give a clue to issues that must be measured after a training programme. 
Change due to training must be measured in terms of productivity, quality, improvement, and turnover or accident reduction. Cascio agreed with Dessler in the four areas/categories training programmes that must be evaluated (Reaction, Learning, Behavior and Results). 
Asare –Bediako (2008), with a strong background in the Ghanaian context virtually agreed with the evaluation of a training programme. He argued that planning and organizing training programmes represent an investment by the organization and therefore just as returns are expected on investments in other areas of business, training must also yield results to the organization. He also suggested four ways (which are not different from what has been said already by the previous writers except the choice of words) as:  
· Trainee satisfaction 
· Evaluating learning 
·  Evaluating learning application and 
· The impact of all three above on the organization. 
The most important amongst these evaluation mechanisms however are the learning application and the impact on the organization. These would actually bring about the needed 
Positive change and growth of the organization.  
 BENEFITS OF TRAINING 
Mullins (2007), gives the purpose of training and development – to improve knowledge and skills and to change trainees attitude. Thus training becomes one of the most important potential motivator and hence the following benefits do accrue from training and development programmes: 
i. Increase in the confidence and commitment of staff 
ii.  It provides the needed recognition and enhances responsibility which could lead to an increase in pay and promotion. This more so in organization where payincreases and promotion are based on the results of performance appraisals e. g. VALCO   
iii. With confidence comes the feeling of personal satisfaction and achievement. This could further broaden career progression opportunities 
iv. Training and development improves the availability, quality and skills of staff. 
According to Cole (2004), benefits to organizations from systematic training and development include: 
a. The provision of a pool of skilled personnel for the organization; (same as Mullins fourth point) 
b.  Greater commitment of staff (first point of Mullins) 
c.  Improved service to customers 
d.  Improvement in job performance with its resulting increase in productivity overall. 
From all of the above, it becomes quite clear that training and development is a very key element in the improvement process of  organization’s performance and increased level of individual performance and finally leading to organizational competence. Training therefore bridges the gap between what should happen and what is happening; i. e. the desired goals or standards and the actual level of performance An organization which therefore facilitates learning, growth and development of individual employees must have training as an integral part of the organization’s business strategy. This however seem to be lacking in Sterling Bank Plc, Ilorin Ilorin Branch.
Other benefits that would accrue from training and development are: 
· Reduction in the need to supervise employees or subordinates thus freeing supervisors to concentrate other res of the their departments 
· Improvement in job satisfaction 
· Reduction in employee turnover and scrap and wastage. 
Though the benefits discussed above are no exhaustive, they gave an indication to the Bank about the need to take training and development very seriously.                  

CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
This chapter on research methodology took a look at the research background (vision and mission of the Polytechnic), research design, population, sampling technique, sampling size, data collection procedure and data analysis. 
3.2 RESEARCH DESIGN 
The design that was considered for the research was survey. The case study approach that was adopted took place at Sterling Bank Plc, Ilorin. The case study method was chosen because; case study is suitable for practical problems. It is often seen as being problem – centered, small scaled and manageable. Again, case study method has the uniqueness ability to use and apply differently a lot of different empirical evidence, Yin (1994). The aim of this research was to identify the extent to which Sterling Bank Plc, have been using planned and systematic training and development to motivate and improve the performance of its employees and therefore the choice of case study.   
3.3	POPULATION OF THE STUDY
The case study focused on senior staff of Sterling Bank Plc, Ilorin. This was based on the assumption that, this group of employees within the administrative set up were the fulcrum around which all administrative activities in the Bank revolves. They assume the roles of heads of department and supervisors in the absence of substantive heads of departments and supervisors in the administration of the Polytechnic, implementing the policies of management and ensuring that work in the Bank progresses smoothly. The total population of the senior staff in Sterling Bank Plc, Ilorin is about One fifty-five (55). Therefore, the purposive sampling would eliminate from the population those who do not matter in the research.
3.4 SAMPLE SIZE AND SAMPLING TECHNIQUE 
The purposive (also known as judgmental or subjective) sampling technique was used in the sampling process of the population of the research. Purposive sampling is a non probability sampling in which the decision concerning the individuals to be included in the sample was taken by the researcher based on the fact that these individuals have been around long enough to have the knowledge of the research issue and also the willingness to participate in the research.  This technique was also chosen because the sample size was quite small when compared with probability sampling.  
The total population of the 30 mentioned above does not only involve senior staff in academics, but also 4 newly employed senior staff who was still on probation. These groups of senior staff are therefore eliminated from the research sample in line with the purposive sampling technique that was adapted to the research. A sample size of fifty (50) senior staff within bank administration were selected and interviewed for the research. 
3.5	METHOD OF DATA COLLECTION 
With the source of information been the sampled senior staff, the data collection procedure adapted was the self administered questionnaire by the respondents (selected senior staff).  The respondents to this questionnaires were free to answerthe questions according to their own conscience without been compelled to satisfy the researcher. Information from these questionnaires constituted the primary data for the research. Additionally interviews were conducted with the selected executive members and heads of departments. 
The interviews were conducted because; it is an important source of gathering data for case studies. The kind of interview used was what is called by Merriam (1998), semi-structured interview. Because of the presence of pitfalls in the use of interviews by way of response bias and reflexivity Yin (1994), though questions are predetermined, the questions for the interview were not asked in any specific order. The interview was designed to allow respondents bring up other issues they felt were of interest to the subject matter. This created the needed friendly and cordial atmosphere which enabled researcher to ask follow-up questions freely. 
The questionnaires were pretested on a smaller size of the sampled respondents for the research. This was to ensure that the questionnaires designed solicited the appropriate responses from the respondents to answer the research question for the achievement of research stated objectives. The use of closed end as well as opened ended questions allowed the researcher to make easy categorization and analysis.  
  3.6	RESEARCH INSTRUMENT 
There are various sources of data analysis for every research work, both the primary and secondary method were used for this study. Data analysis through questionnaire, document search, personal interview, observation and combination of these strategies.
The questionnaire consist of ifs multiple choice question divided into two (2) sections A and B with section “A” containing questions on personal data and section “B” containing the organization.
Also observation were carried out in order to obtain more information that 
were provided in the question are explain that “observation” include monitoring behavioral and non-behavioral activities and condition of sampling subject
3.7 METHOD OF DATA ANALYSIS
This research work is planned to cover a wide area. However the time this research work is expected to be stated and complete within a limited time during which is research will to travel for research data distributed with questionnaire and evaluate all responses. The financial aspect of this research work is immense. The real cost of living a comprehensive work on the subject matter can be met by the research due to the prevailing situation in the country and distant factor also make it difficult for me have enough time for travelling from time to time due to a shorted academic semester being experience at present.
3.8 HISTORICAL BACKGROUND OF THE CASE STUDY
[bookmark: _GoBack]Sterling Capital commenced operations in January, 2006 as a re-branding of the investment banking capabilities and experience of the five legacy institutions that merged to form Sterling Bank, following the conclusion of the Banking Industry consolidation in Nigeria in December, 2005.  The Banks were NAL Bank Plc, Magnum Trust Bank Plc, Indo-Nigeria Bank Ltd, NBM Bank Ltd and Trust Bank of Africa Plc.  This implies that its presence in the Nigerian Capital Market precedes its legal existence.
Sterling Capital currently boasts of over 50 years of capital market experience and a rich investment banking antecedent, given that two of its legacy banks were strong investment banking institutions.  The former NAL Bank Plc was the pioneer merchant bank in Nigeria, which commenced banking operations in 1960 as Nigerian Acceptances Limited, a wholly owned subsidiary of John Holt (Liverpool) Limited.  In July, 1969, NAL merged its operations with those of Financial Holdings (Nigeria) Limited, then trading under the name of Phillip Hills Nigeria Limited.  
In November, 1969, NAL became the first Nigerian financial house to be granted a licence to operate as a merchant bank in the country. NAL was very instrumental in implementing the Indigenisation programme of the Federal Government in the early 70s and played a major role in the development of the Nigerian Capital Market. 
Today about 60 % of the companies quoted on the Nigerian Stock Exchange had NAL’s imprint either having handled their Initial Public Offers (IPO) or Capital Issues.  Similarly Magnum Trust Bank Plc was a key player in the capital market and a major settlement bank for the Central Security Clearing System, the depository and clearing agent for the Nigerian Stock Exchange. Magnum was the clearing Bank for major brokers, which settle , among them, 35% of trades done on the floors of the Nigerian Stock Exchange.
It is interesting to note that not only has the capital market activities of the legacy institutions continued in Sterling Capital, the key individuals that masterminded and executed the various transactions also still exist in the company.
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND 	INTERPRETATION

4.0	INTRODUCTION 
4.1	Data Presentation, Analysis and Interpretation
This chapter thoroughly examined and analyzed the data gathered on the sampled respondents on the effect of training and development on employees’ performance, motivation, retention and morale in Sterling Bank Plc, Ilorin. The findings of this research study and the subsequent evaluation carried out on the responses reflect the key areas of training and development and its challenges on employee performance, motivation, retention and morale. Results of this study have important implications for human resource managers whether they are using effective human resource strategies such as training and development for quality staff performance delivering. Responses from multiple questions in some cases were more than the sample size as respondents had the option to choose more than one answer.   
ANALYSIS OF DATA 
The data was analyzed giving thought to the main research question: the effect of training and development on employees’ performance, motivation, retention and morale in Sterling Bank Plc, Ilorin. Each assessment was looked at individually and descriptive statistics were computed for each. Tables, charts and descriptive explanations were employed to illustrate data collected from the field to make the research findings more meaningful. The following analysis shows the responses received from 50 employees within Sterling Bank Plc, Ilorin.
4.2	 FINDINGS 
A total number of fifty (50) employees were selected to provide answers to the structured questionnaire.  
TABLE 1: SEX OF RESPONDENTS
	SEX
	FREQUENCY
	PERCENTAGE (%)

	Male
	35
	70%

	Female
	15
	30%

	Total
	50
	100%


Source: Field Research, 2025
Results from Table 1indicate that 70% of the employees of Sterling Bank Plc, Ilorin were males and 30% of them were females. This is analysis is an indication of a slightly high male composition of the members of staff of Sterling Bank Plc, Ilorin.   
TABLE 2 DISTRIBUTION OF RESPONDENT BY AGE
	AGE 
	FREQUENCY
	PERCENTAGE (%)

	20-30
	35
	70%

	31- 40
	10
	20%

	41-50
	10
	20%

	50 above
	5
	10%

	Total
	50
	100%


Source: Field Research, 2025
Results from Table 1indicate that 70% of the employees of Sterling Bank Plc, Ilorin were within the age of 20-30 and 20% are within the age of 31-40, 20% are also within the age of 41-50 and 10% are 50years and above.

TABLE 3: MARITAL STATUS
	MARITAL STATUS 
	FREQUENCY
	PERCENTAGE (%)

	Single
	22
	44%

	Married
	25
	50%

	Divorce
	3
	6%

	Total
	50
	100%


Source: Field Research, 2025
Table 3 shows the response received from the employees regarding the marital status, 50% indicated are married. 6% said they are single whiles another 44.0% said they single.  
TABLE 4: DISTRIBUTION OF RESPONDENT ACCORDING TO EDUCATIONAL BACKGROUND 
	EDUCATIONAL BACGROUND
	FREQUENCY
	PERCENTAGE (%)

	SSCE/WASSCE 
	0
	0%

	HND
	5
	10 %

	DBS
	0
	0%

	A’ Level
	0
	0%

	Degree
	45
	90%

	Total
	50
	100%


Source: Field Research, 2025 
Table 4 reveals that a maximum of 90% of employees interviewed had their highest level of educational background at the Degree level. Whiles a minimum of 10% of the respondents said their level of education was at the HND level. This observation implies that staff of Bank had advanced their educational level to the undergraduate level.

TABLE 5 WHAT IS YOUR CURRENT POSITION?  
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Administrator
	20
	40%

	Finance officer
	20
	40%

	Office assistance 
	10
	20%

	Total
	50
	100%


Source: Field Research, 2025
Table 5 shows that 40% of the staff at Sterling Bank Plc is under the administrator 40% said they are under the financial officer while the remaining 20% are office assistance.  
TABLE 6: HOW HAVE YOU BEEN WORKING WITH STERLING BANK PLC
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Less than 3 years
	3
	6%

	Between 3 years and 5 years
	25
	50%

	More than 5 years
	22
	44%

	Total
	50
	100%


Source: Field Research, 2025
Table 6 shows the response received from the employees regarding the number of years they have worked with Sterling Bank Plc, 50% indicated that they had worked between 3 and 5 years. 44% said they have worked with Sterling Bank Plc for more 5 years whiles another 6% said they have worked for less than 3 years.  
All of these demographic projections have significant implications for managing human resources, thereby increasing the importance of training and development (Armstrong & Baron, 2002). The changing demographics mean there will be fewer entry-level employees, 
SECTION B
TABLES 7 ARE YOU AWARE OF THE TRAINING AND DEVELOPMENT POLICY OF THE BANK? 
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	YES
	45
	90%

	NO
	5
	10%

	Total
	50
	100%


Source: Field Research, 2025  
Table 7 shows that 10% of respondents at Sterling Bank Plc indicated that they were not aware of any training and development policy, 45% said they were aware of the existence of a training and development policy whilst. The analysis implies that training and development policy at institutions are mostly known to employees’
TABLE 8 HAVE YOU EVER RECEIVED ANY FORM OF TRAINING SINCE JOINING STERLING BANK?  
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	YES
	30
	60 %

	NO
	20
	40%

	Total
	50
	100%


Source: Field Research, 2025 
Table 8 shows that 60% of respondents at Sterling Bank Plc mentioned that they had received training since joining Sterling Bank Plc whilst 40% said they have not received training since joining Sterling Bank Plc the analysis implies that most of the staff had gone for training and development programme 


TABLE 9: HOW DID THE TRAINING IMPACT ON YOUR WORK PERFORMANCE?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Excellent
	30
	60%

	Better than before
	6
	12%

	Very good
	14
	28%

	Total
	50
	100%


Source: Field Research, 2025 
Data analysis from table 9 indicates that a maximum of 60% of sampled respondents agreed that the impact of training on their work performance was excellent. Fourteen (14) respondents representing 28% mentioned that the impact of training on their work performance was very good whilst 12% said the impact of training on their work   performance was better than before. The implication of the results confirms that training adversely impacts on work performance 
TABLE 10 WAS THE TRAINING CONTENT RELEVANT TO ACHIEVING YOUR PERSONAL NEEDS, GOALS AND SELF DEVELOPMENT
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Totally relevant 
	30
	60%

	Very relevant
	15
	30%

	Not relevant
	5
	10%

	Cannot tell 
	-
	-

	Total
	50
	100%


Source: Field Research, 2025
Data analysis from table 10 indicates that 60% of sampled respondents agreed that training content relevant to achieving your personal needs. 30% mentioned that the training content relevant to achieving your personal needs very relevant whilst 5% they cannot tell. The implication of the results confirms that the training content relevant to achieving your personal needs, goals and self-development
TABLE 11: DO YOU AGREE THAT TRAINING AND DEVELOPMENT AT STERLING BANK CONTRIBUTE TO ACHIEVING EFFECTIVENESS AND EFFICIENCY OF THE BANK GOALS?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Strongly Agree
	30
	60%

	Agree
	20
	40%

	Disagree
	0
	0%

	Strongly disagree
	0
	0%

	Total
	50
	100%


Source: Field Research, 2025
 Regarding analysis indicate that 60% strongly agree that training and development at Sterling Bank contribute to achieving effectiveness and efficiency of the bank goals, while 200 respondents representing 40% mentioned that they agree that training and development at Sterling Bank contribute to achieving effectiveness and efficiency of the bank goals
TABLES 12 ARE THERE ORGANIZATIONAL ISSUES THAT CONSTRAIN TRAINING AND DEVELOPMENT AT THE BANK?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	YES
	20
	40 %

	NO
	30
	60%

	Total
	50
	100%


Source: Field Research, 2025  


Table 12 shows that 60% of respondents at Sterling Bank Plc mentioned that there is no organizational issues that constrain training and development at the bank whilst 40% said there is organizational issues that constrain training and development at the bank.
TABLE 13: DO YOU AGREE THAT TRAINING AND DEVELOPMENT HAS TRADITIONALLY BEEN USED TO ENSURE THAT THE RIGHT PERSON IS IN THE RIGHT JOB AT THE RIGHT TIME? STRONGLY
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Strongly Agree
	0
	0%

	Agree
	50
	100%

	Disagree
	0
	0%

	Strongly disagree
	0
	0%

	Total
	50
	100%


Source: Field Research, 2025
 Regarding analysis whether training and development has traditionally been used to ensure that the right person is in the right job at the right time; all the 50 respondents representing 100% mentioned that that training and development has traditionally been used to ensure that the right person is in the right job at the right time. 
TABLE 14 IS THE MANAGEMENT RESPONSIBLE FOR THE TRAINING COURSE?
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	YES
	50
	100%

	NO
	0
	0%

	Total
	50
	100%


Source: Field Research, 2025

Table 14 shows that 100% of respondents at Sterling Bank Plc mentioned that is the management responsible for the training course
TABLE 15   HOW FREQUENTLY DOES STERLING BANK SENDS THEIR STAFF ON TRAINING
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Monthly
	0
	0%

	every six month
	0
	0%

	once in a year
	50
	100%

	Total
	50
	100%


Source: Field Research, 2025
Table 15 shows that (50) representing 100% of respondents at Sterling Bank Plc said the bank mostly sent them on training once in a year 
TABLE 16 HOW MANY STAFF CAN THE MANAGEMENT SEND ON TRAINING AT A GO
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	1
	20
	40%

	2
	30
	60%

	3
	50
	100%

	4
	
	

	Total
	50
	100%


Source: Field Research, 2025
Table 16 shows some of the time 40% of their staff are sent on training at a go, while 60% are mostly sent on training course at a go




TABLE 17 WHO IS RESPONSIBLE FOR THE EXPENSES DURING THE TRAINING PROGRAM
	RESPONSES
	FREQUENCY
	PERCENTAGE (%)

	Staff 
	0
	0%

	Management 
	50
	100%

	Total
	50
	100%


Source: Field Research, 2025
Table 17 shows that 100% of respondents at Sterling Bank Plc mentioned that the management is responsible for expenses during the training program











CHAPTER FIVE
5.0	SUMMARY, CONCLUSIONS AND RECOMMENDATIONS   
5.0	 INTRODUCTION 
The purpose of this research was to evaluate the impact of Training and Development on job performance within sterling bank plc. The target respondents for the bank is to review how training help in the organization performance  
This chapter deals with summary, findings, conclusions and recommendations of the research. 
5.1 SUMMARY OF FINDINGS 
Training and development has achieved a high degree of recognition for their importance in helping individuals become better performers and assisting organizations in achieving their goals. The field has become more visible, training processes more clearly defined, and the need for training more evident as societal and technological changes have occurred. 
Through designing training and development activities, the benefits outlined in this project work both direct and indirect can be achieved. Further, when employees learn new skills and acquire new knowledge, they increase their career potential and add extra value to their employers and others whose work is impacted by their performance. 
Following a well-structured plan for designing, implementing, and evaluating training and development programs is helpful in ensuring the effectiveness of the program and achieving a return on investment. To be effective, training should reflect the following guidelines: 
• It should be tied to the organization's culture and goals. The current mission and goals should guide the development of all training and development activities. Each potential training activity should be reviewed by asking: How will this help achieve the organization's mission or goals? 
• It should be perceived as important by trainee. Training should be viewed as important and relevant for achieving personal success and high performance levels. 
• It should be relevant to the needs of the trainees. Some form of assessing the needs of the trainees should be completed prior to training to ensure that the program and learning activities are relevant to what the trainees need to learn or do. 
• It should be linked to the workplace. Once training is completed, a plan should be completed by all trainees outlining how they will integrate the training results into their job. Some type of action plan—defining what activities will be completed, how they will be done, and when they will be implemented— should be used. 
• It should be applied but based on sound learning principles. Current learning and training theories and principles should be used as the foundation for developing and delivering training programs, but the learning activities should stress how these theories and principles can be used in daily job duties. 
• It should be supported and reinforced. If training is to be implemented effectively, support should be given by the trainees' supervisor and others who have an impact 
On the performance of trainees. In addition, policies and performance reward systems should help to support the training efforts and recognize when performance has improved as a result of training. 
Data Analysis obtained from the research indicate that most of the staff within the selected courts confirmed that Training and Development can improve job performance. 
It was also observed that, the only form of Training received by majority of the respondents was job orientation.
Again, a large number of the respondents were of the view that, the frequency of training received can have an impact on job performance. However, less than half of the respondents indicated that, Training and Development was addressed as a key issue in the work conditions of the Judicial Service of Ghana. 
A large number of the respondents confirmed that, the current Training provided by the Judicial Service of Ghana can assist in achieving set targets and objectives of their job functions. 
5.2 	FINDINGS 
The following findings were obtained from the research analysis: 
· Effective Training and Development can improve job performance of the respondents within the Judicial Service of bank.
· Appropriate Training content and delivery approaches can assist in achieving set targets and objectives of the bank.
· The frequency of Training conducted for employees within the Judicial Service of Ghana was very negligible. 
· The conduct of best practices Training programmes for the respondents within the bank. was rarely done. 
· It was observed that most of the respondents had rarely received external Training targeted at improving their job performance in the bank.
· A large number of the respondents indicated that, some of the benefits of Training and Development provided by the bank. include improved customer service and a reduction in the number of complaints from clients. 
· Majority of responses analyzed indicated that Training and Development provided by the sterling bank. resulted in the acquisition of new skills to cope with changes in the internal and external work environment. 
· Less than half of responses analyzed indicated that Training and Development provided by sterling bank resulted in efficient data management and improved interpersonal relationship. 
· Most of the respondents indicated that, Training offered by the sterling bank did not provide a better understanding of their performance objectives
5.3	 CONCLUSIONS 
Staff training and development has been identified by various scholars to be very crucial to an organization and its effectiveness. In the light of the above, organizations are therefore encouraged to train and develop their staff to the fullest advantage in order to enhance their effectiveness. 
As training reduces the work of the manager in terms of close supervision it also improves the drive, initiative and quality of work of the employees thus assist them to be more committed to achieving the goals and objectives of the organization and this has the tendency of enhancing effectiveness among workers within the organization. 
The following conclusions were obtained from the research findings. 
· It can be concluded that, the role of Training and Development in the Judicial Service were, establishment of training gaps and to build capacity of employees relative to achieving the overall vision and mission statements of the  bank. 
· The study concluded that, the impact of Training and Development in the Judicial Service of bank were mainly concerned with offering learning and development opportunities for staff and improvement of knowledge and skills at all levels in the organization. 
· Finally, the research findings concluded that, Training and Development would enable management of sterling bank to better appreciate the challenges associated with staff performance. 
5.4 RECOMMENDATIONS 
For any organization to succeed, training and development of all staff in form of workshops, conferences and seminars should be vigorously pursued and made compulsory. Accordingly, when organizations adopt this learning culture, they create a variety of training opportunities for all employees and develop performance expectations that instil in all employees the need for and value of training and development on a continual basis. 
The following recommendations are outlined for future reference: 
· Training content and delivery approaches should be relevant to the job functions of employees. 
· Training and development provided by the sterling bank should result in a better understanding of performance objectives of employees. 
· Sterling bank should conduct appropriate training needs assessment to ensure that, Training content for employees would result in efficient data management and improved interpersonal relationship.
· The frequency of external Training provided by the Judicial Service of sterling bank should be improved and targeted at improving employee job performance. 
· Sterling bank should encourage best practices Training programmes for employees to ensure consistency in the performance of their job functions. 
· The frequency of Training provided by the sterling bank should be improved to ensure that more employees have access to Training and Development. 
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APPENDIX
Department of Business Administration,
Kwara State Polytechnic,
Ilorin.

Dear Respondent,
 Hb  b b 
REQUEST FOR YOUR ASSISTANCE AND COOPERATION ON RESPONDING TO THE ATTACHMENT QUESTIONNAIRE

This is to request for your assistance and cooperation responding to the attached questionnaire. The questionnaire will enable the topic “The Impact of Training on Workers’ Performance”.
I assure you that all information provided will be held in strict confidence and solely used for purpose of any research work (Project), which is in partial fulfillment of requirements for the award of National Diploma in Business Administration in Kwara State Polytechnic, Ilorin.
Thanks for your cooperation.

Yours sincerely,

.


KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF FININCIAL MANAGEMENT STUDIES
DEPARTMENT OF BUSINESS ADMINSTRATION

QUESTIONAIRE ON THE IMPACT OF TRAINING ON WORKERS’ PERFORMANCE
Dear Respondent 
This questionnaire is designed for the purpose of researching in the above topic by obtaining data as relevant to the study the intention is purely academic without any basis (political or ethnic). All the information will be treated with strict and confidently.
SECTION A SOCIO-DEMOGRAPHIC DATA 
SECTION A
1.  Age    (a)20-30 (  ) (b) 31- 40 (  ) (c) 41-50 (  ) (d) 50 above (  )
2. Sex (a) Male (   )  (b) Female (   )
3. Education  (a) primary (  ) (b )Secondary (  ) (c) Post secondary (  ) (d )Non (  )
4. Marital status (a) Single (  ) (b) Married (   ) (c) Divorce (   ) (d) Widow (  ) (e) Widower (   )
5.  What is your current position?  (a). Administrator (   ) (b) Finance officer (   ) (c) Tutor (  ) (d) Office assistant (  ) (e) Other(s)………………………………  
6. How long have you been working with Sterling Bank?  a. less than 3 years (   ) b. between 3 and 5 years (   )  c. more than 5 years (    ) 

SECTION B
7.  Are you aware of the training and development policy of the Bank? Yes (     )    No (     )   
8.   Have you ever received any form of training since joining Sterling Bank?  Yes (    )   No (   )
9.  How did the training impact on your work performance? a. Excellent (     ) b. Very good (     ) c. Good (     ) d. Better than before training (     ) e. No change at all (     ) 
10.  Was the training content relevant to achieving your personal needs, goals and self development?  a. Totally relevant (   ) b. Very relevant (     ) c. Not relevant (    ) d. Cannot tell (     )  
11. . Do you agree that training and development at Sterling Bank contribute to achieving effectiveness and efficiency of the bank goals? Agree (    ) Disagree (     )   
12.  Are there organizational issues that constrain training and development at the bank? Yes (     )    No (     ) 
13. Do you agree that training and development has traditionally been used to ensure that the right person is in the right job at the right time? Strongly Agree (    )  Agree (    )   Disagree (   )  Strongly disagree(    )     
14. Is the management responsible for the training course? Yes (     )    No (     )   
15. How frequently does Sterling Bank send their staff on training? (a) Monthly (   ) (b) every six month (   ) (d) once in a year (  ) 
16. How many staff can the management send on training at a go (a) 1  (  )  (b) 2 (  ) (c) 3  (   ) (d)   4 (   )
17. Who is responsible for the expenses during the training program? (a) staff (b) management (   ) 


