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ABSTRACT
Employees are major assets of any organization. The active role they play towards a company’s success cannot be underestimated. As a result, equipping these unique assets through effective training becomes imperative in order to maximize the job performance. Also position them to take on the challenges of the today’s competitive business climate. Although extensive research has been conducted in the area of Human Research Management, the same cannot be said on employee training especially as it concerns developing countries. The purpose of this research was to evaluate the impact of training on employees’ performance, using Dangote Flour Mills, Ilorin as case study. In order to understand the study aim, four aims were developed and these focused particularly on identifying the impact of training on employees’ performance, the relationship between training and development and employees’ performance, the methods employed and finally the effects of training and development on employee performance. A qualitative research approach of the data collection was adopted using a questionnaire comprising of 19 questions distributed to 55 respondents. Based on this sample the results obtained indicate that training have a clear effect on the performance of employees. The findings can prove useful to Human resource managers, Human resource policy decision makers, as well as government and academic institutions. 
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CHAPTER ONE

INTRODUCTION

1.1
BACKGROUND OF THE STUDY
DeCenzo & Robbins (2000), defines training as a “learning experience, in that, it seeks a relatively permanent change in an individual that will improve his ability to perform on the job”. This mean training must be designed in such a way that, it will involve the either the changing or enhancing of skills, knowledge, attitudes, and social behavior. This change or enhancement of skills, knowledge, attitudes, and social behavior could involve what the employee knows, how he works, his relations and interactions with co-workers and supervisors.

The basic aim of an organization is to provide goods and or services. In order to accomplish this task, organizations need people (work-force). People are the critical components of the organizational system (Hayes, Wheelwright and Clark, 2008). Thus, the attainment of organization goals depend largely on the ability and capability of its employees and this is easily achievable through an efficient and effective training and development programmes thus training and development plays significant role in achieving organizational objectives by keeping in view the interest of employees and organization (Stone, 2002).


Training and development have played no small role on the overall development of the work force in most of the developed Countries such as the United States of America, Canada, Russia, Japan, Germany, and Britain among others. Therefore, Developing Countries like Nigeria can also benefit immensely if her work force is properly and adequately trained and developed by their respective work organizations. Moreover, Nigeria is greatly blessed with rich and abundant human and material resources, efforts to provide relevant training and development will enable her reap the desired result. Training and development is concerned with increasing, improving, enhancing and modifying employees’ skills, abilities, capabilities and knowledge to enable current and future jobs to be more effectively conducted (Bature, Friday & Abubakar, 2013). Yet some organizations see training and development as a waste of money and time, because they fail to understand that manpower training and development can contribute in improving the overall organizational performance or profitability.


Globally, managers believe that training and development contributes to the improvement of employee’s performance and productivity in organization Jones, George and Hill (2000) opined that training primarily focuses on teaching organization members how to perform their current job and helping them acquire the knowledge and skills they need to be effective performers. On the other hand development focuses on building the knowledge and skills of organization members so that they might be prepared to take on new responsibilities and challenges.


In Nigeria, many organizations are faced with the challenges of getting the most suitably, qualified and competent persons to fill job vacancies that can add value and bring about the most desired turn-around. The formal educational system does not adequately teach the specific job skills for positions in particular organizations (Agagu, 2008). Thus, few employees have the pre-requisite skills knowledge, abilities and competencies needed to work Armstrong (2006). There is a dire need for the training and development of manpower resources, in virtually all organizations for its effectiveness (Ezeani & Oladele, 2013). Dangote Flour Mills, Ilorin is not exceptional, it needs employees whose contributions will go a long way in meeting the objectives of training, learning and innovation which is a cardinal goal for its establishment. The employees should have the right kind on training and development required to meet the job expectations at the right time and cost. Thus, there is a need for full understanding of the requirement of employees regarding training and development in accordance to the training programmes (Adams 2002). More so, employee participation can improve the process of training and development programmes and design in order to ensure high level performance.

1.2
STATEMENT OF PROBLEM       
The efficiency of an organization depends heavily on how well their work forces are trained. Thus, employees training and development in any organization should aim at ensuring that employees acquire basic skills and knowledge require for the efficient executions of the functions for which he/she was hired.

Several previous studies relevant to this study included Ahmad, Igbal, Mir, Haider and Hamad (2014) on impact of Training and Development on the employee performance concentrated on the huge cost investment rather the benefit Bature, Friday and Abubakar (2013) has attributed the impact training and development to low  productivity and poor services delivery in Banking sector.
In spite of several training and development programmes attended by staff of the organization there in still noticeable lapses resulting from poor job-knowledge, mis-match of skills acquired and lack of feedback.
However, some of these researches focused on training and development in the Banking Sector. It is against this background that this study is designed to fill the gap on the impact training and development on Employees performance in an organization.
1.3
OBJECTIVES OF THE STUDY
The first objective of the study is to fulfill part of  the requirements for the award of Higher National Diploma (HND) in Business Administration


Other specific objectives are to: - 

· assess the impact of training and development on employees’ performance in Dangote Flour Mills, Ilorin.
· identify the relationship between training and development and employee performance.

· determine the impact of training and development on employees’ performance.
1.4
SIGNIFICANCE OF THE STUDY

The study will focus on the understanding of the fact that improving employee performance is an important factor and the building- block which increases the overall performance. Many organizations in this contemporary world are striving to gain competitive edge and there is no way this can be achieved without improving employees’ competencies, capabilities, skills etc through adequate training design. However, the study will no doubt help the management to identify the challenges of employees training on organizational performance and to ascertain the areas where improvements through training can be done. Also, it will help the management of the organization in planning for the development and implementation of effective and efficient training needs that will lead to improved performance of employees. 


This study will also be of significance to the work force of the organization on the type of training required to assist them overcome their deficiencies and improve their performance. This study further provide in sight for the policy- makers on the areas of training needs and development schemes and programmes.


In addition, the study will also add to the existing knowledge of researchers on comparative studies on training and development in other sectors and serves as future reference material for further studies on related topics.
1.5 
SCOPE AND LIMITATION OF THE STUDY 

The study will examine the impact of training and development on employees’ performance in Dangote Flour Mills, Ilorin. The study will collect primary information from both staff and Management of the organization.

The followings are the limitation of the study

Time constraint: The time constraints 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. Additionally, the length of time (4 months) available for this project work from the organization’s programme schedule to complete the course made it impossible to cover every aspect of interest to the researcher in minute detail as would have been expected.

Busy Schedule: Busy schedules of respondents at work coupled with their individual social responsibilities made it very challenging for them to respond to the questionnaires in time and to return them for the researcher to continue with data analysis. This further reduced the returns rate of questionnaire.

Financial constraint: Financing the research was very challenging because Dangote Flour Mills as an organization was neither sponsoring the researcher’s education nor was it supporting the research financially. The financial challenges were compounded by some respondents demanding honorarium form researcher as motivation before they responded and returned the questionnaires.

1.6
RESEARCH QUESTIONS 
· What is the relationship between training and development on employees’ performance?

· To what extent do training influence and development affect employees’ performance?

· To what extent does training influence employees’ development?

1.7
FORMULATION OF RESEARCH HYPOTHESIS
Ho1
There is no significant relationship between training and development and employees’ performance.

Hi1
There is significant relationship between training and development and employees’ performance.

Ho2
Training and Development do not have significant impact on employee performance.

Hi2
Training and Development have significant impact on employee performance.

Ho3
Training does not have significant impact on employee development.

Hi3
Training has significant impact on employee development.
1.8
DEFINITION OF TERMS
Training: Any learning activity which is directed towards the acquisitions of specific knowledge and skills for the purposes of an occupation or task. The focus of training is the job / task; the acquisition or learning of specific competencies.

Performance: This is about employee effort. Employee performance is measured in terms of input-output relationship. 

Competency: A competency is not a physical resource. It is an innate or acquired characteristic of a person which facilitates effective or superior performance. 

Technical competencies are job knowledge or job skills. They are knowledge or skills that relate to a particular job or profession. Because they are specific to a job or position, technical competencies differ from job to job.

Personality competencies refer to knowledge, skill, traits or attributes that relate to an individual’s personality. 

Managerial competencies refer to knowledge or skills in the key functions of management. Management functions in this research refer to the following: Decision making, Organizing, Communication, motivating and controlling.

Outcome: Outcomes are the employee competencies that human resource seeks to deliver to organization through Training and Development. 

Staff / Employee/Worker: A person employed under a contract of employment whether on a continuous, part-time, temporary or casual basis. (Labour Act 2003, Act 651) 

Management Development: An attempt to improve managerial effectiveness through a planned and deliberate learning process (Mumford, 2007).

Efficiency: The amount of resources used to achieve a goal. It is based on how much raw materials, money, est. are necessary for producing a volume of output. 

Effectiveness: The degree to which the employee achieves a stated goal. It means that the employee successes in accomplishing what he/she tries to do. 

Policy: Policies are basic rules to govern the functioning of a department / unit so that in their implementation the desired objectives are met. It is a “guide” to decision making 
Evaluation: Any attempt to obtain information (feedback) on the effects of a training programme and to assess the value of the training in the light of that information. (Cole, 2000)

Succession Planning: An executive inventory report indicating what individuals are ready to move into higher positions in the organization (DeCenzo & Robbins, 2000). 

Development: Preparing individual through learning and education for the future needs of an organization. Its focus is on learning and personal development.
CHAPTER TWO

LITERATURE REVIEW

2.1
INTRODUCTION
This chapter provides a review of available literatures in the areas of training and development and employee performance. The first part of this section begins with a review of literatures on concept of training and development, principles of training and importance of Employee Development, Training and Development Model, Concept of Performance, Measures of Performance, Concept of Employee Performance, Obstacles of Employee Performance.
The second part presents a review of empirical studies which will reveal the investigation and studies of other people as related to training and development and employee’s performance. Also, it discussed theoretical framework as related to this study.
2.2
CONCEPTUAL FRAMEWORK
2.2.1

Concept of Training

This involves training and development of workforces and managers (Briscoe 2005: 83). Training and development are often used to close the gap between current performances and expected future performance. Training and development falls under HRD function which has been argued to be an important function of HRM (Weil & Woodall 2005). Amongst the functions activities of this function is the Identification of the needs for training and development and selecting methods and programmes suitable for these needs, plan how to implement them and finally evaluating their outcome results (McCourt & Eldridge 2003, 237. 
Guest (2008) argues that policies are necessary to ensure that employee performance is evaluated, which in turn ensures that the appropriate training and development take place. With the help of the performance appraisal reports and findings, the organization can be able to identify development needs. However, individuals themselves can help to indicate the areas requiring improvement as a result of the issues raised in the performance appraisal process and their career path needs. 
2.2.2 Performance appraisal 
Performance appraisal is a process that is carried out to enable both the individual and the organization to analyze, examine and evaluate the performance of specified objectives over a period of time. This process can take up formal and informal forms (McCourt & Eldridge 2003, 209). The purposes of performance appraisal have been classified into two groups that is the developmental and administrative purposes. 
The developmental purposes of performance appraisal include providing performance feedback, identifying individual strengths/weaknesses, recognizing individual performance, assisting in goal identification, evaluating goal achievement identifying individual training needs, determining organizational training needs, improving communication and allowing employees to discuss concerns. 
On the other hand, administrative Under the developmental purposes are purposes of performance appraisal include but are not limited to documenting personal decisions, determining promotion candidates, determining transfers and assignments, identifying poor performance, deciding layoffs, validating selection criteria, meeting legal requirements to mention a few. Performance appraisal can be conducted once, twice or even several times a year. 
The frequency will be determined by the organizations depending on the resource capability and what is to be evaluated with regard to organization’s objectives and strategies. There are a number of alternative sources of appraisal and these include; 
1.
Manager and/or supervisor Appraisal done by an employee’s manager and reviewed by a manager( one level higher.
2. 
Self-appraisal performance By the employee being evaluated, generally on an appraisal form( completed by the employee prior to the performance interview. 
3. 
Subordinate appraisal Appraisal of a superior by an employee, which is more appropriate for developmental than for administrative purposes. 
4. 
Peer appraisal Appraisal by fellow employees, complied into a single profile for use in an interview conducted by the employee’s manager. 
5. Team appraisal based on total quality management concepts, recognizing team accomplishments rather than individual performance. 
6. Customer appraisal Appraisal that seeks evaluation from both external and internal. Customers. It is however important to note that, if there are no proper systems and plans to deal with the findings of the performance appraisal, the expected benefits of this process for the organization may not be realized. 
Further still, although good performance appraisal may be good for an organization, it may be bad if not professionally handled. Depending on the appraisal feedback; negative or positive, its impact to the employee may damage the organization if not taken well by the employee (McCourt & Eldridge 2003, 211 – 212). It can demoralize the employee and sometimes may lead to loosing the key employees just because they could not take the appraisal feedback and feel that they will be better off somewhere else. HRM needs to note some of the reasons as to why performance appraisals fail. 
2.2.3
Compensation and benefit 
This involves the designing and implementation of individuals and organizations pay and benefits schemes. Employee compensation and benefit practices differ across employment units (e.g., organizations, business units, and facilities) on several dimensions (see e.g. Gerhart, Milkovich & Murray 2002) and organizations. 
Barry, Harvey & Ray (2004) state that employee compensation and benefit can be considered of crucial importance to both the employers and employees in such a way that it plays a key role of being one of the essential hearts of employment relationships. They continue by explaining that this is so in such a way that while employees typically depend on wages, salaries, and so forth to provide a large share of their income and on benefits to provide income and health security. For employers, compensation decisions influence their cost of doing business and thus, their ability to sell at a competitive price in the product market. 
In addition, compensation decisions influence the employer's ability to compete for employees in the labor market (attract and retain), as well as their attitudes and behaviors while with the employer.
2.2.4
Union, employee relations, health and safety 
Trade Unions are organization of workers, acting collectively, seeking to protect and promote their mutual interests through collective bargaining. The role of trade unions is mainly to protect employees’ interests and they tend to be the link between the organization management and employees. 
Therefore, there are a lot of negotiations between management and unions in either resolving dispute between employees and management or try to fight for the best interest to its members (employees). It is important to note that, in the absence of the trade unions representing employees, most organizations would be more inclined to setting and thereby focusing on HRM policies promoting efficiency. Because of this representation however, organizations are forced into focusing on those policies that not only reflect organizational benefits but also putting consideration for the preferences of workers being represented by the union as a whole. Health and safety is important since the well-being of employees is important. 
Depending on the country’s labour policy, there may be some rules set with regards to safety and health of employees. These rules and controls over organizations against employees may be such as; compulsory workman compensation schemes where all organizations are required to insure employees at work. Another control may be regular inspection of working environment by the government and union officials. The inspection may be aiming at ensuring that the company is following the set policies and has a safe working environment for its employees.
2.2.5
Training 
As one of the major functions within HRM, training has for long been recognized and thus attracted great research attention by academic writers (see e.g. Gordon 1992, Beardwell, Holden & Claydon 2004). This has yielded into a variety of definitions of training. For example, Gordon (2002, 235) defines training as the planned and systematic modification of behavior through learning events, activities and programs which result in the participants achieving the levels of knowledge, skills, competencies and abilities to carry out their work effectively. 
It is worth nothing that, as researchers continue with their quest into the training research area, they also continue their arguments into its importance. Some of these researchers argue that the recognition of the importance of training in recent years has been heavily influenced by the intensification of competition and the relative success of organizations where investment in employee development is considerably emphasized (Beardwell et al. 2004). 
Related to the above, Beardwell et al. (2004) add that technological developments and organizational change have gradually led some employers to the realization that success relies on the skills and abilities of their employees, thus a need for considerable and continuous investment in training and development.

2.2.6
Benefits of training 

The main purpose of training is to acquire and improve knowledge, skills and attitudes towards work related tasks. It is one of the most important potential motivators which can lead to both short-term and long-term benefits for individuals and organizations. There are so many benefits associated with training. Cole (2001) summarizes these benefits as below:
1) High morale – employees who receive training have increased confidence and motivations; 
2) Lower cost of production – training eliminates risks because trained personnel are able to make better and economic use of material and equipment thereby reducing and avoiding waste; 
3) Lower turnover – training brings a sense of security at the workplace which in turn reduces labor turnover and absenteeism is avoided; 
4) Change management – training helps to manage change by increasing the understanding and involvement of employees in the change process and also provides the skills and abilities needed to adjust to new situations; 
5) Provide recognition, enhanced responsibility and the possibility of increased pay and promotion; 
6) Help to improve the availability and quality of staff.

2.2.7
Training and development methods 
Nadler (2004:1.16) noted that all the human resource development activities are meant to either improve performance on the present job of the individual, train new skills for new job or new position in the future and general growth for both individuals and organization so as to be able to meet organization’s current and future objectives. There are broadly two different methods that organizations may choose from for training and developing skills of its employees. These are on-the-job training given to organizational employees while conducting their regular work at the same working venues and off-the-job training involves taking employees away from their usual work environments and therefore all concentration is left out to the training. Examples of the on-the-job training include but are not limited to job rotations and transfers, coaching and/or mentoring. On the other hand, off-the-job training examples include conferences, role playing, and many more as explained below in detail. 
Armstrong (2005) argues that on-the-job training may consist of teaching or coaching by more experienced people or trainers at the desk or at the bench. Different organizations are motivated to take on different training methods for a number of reasons for example; 
(1) depending on the organization’s strategy, goals and resources available,

(2) depending on the needs identified at the time, and 

(3) the target group to be trained which may include among others individual workers, groups, teams, department or the entire organization.
2.2.8
Coaching and/or mentoring 
This involves having the more experienced employees coach the less experienced employees (Devanna, Fombrun & Tichy 1984; McCourt & Eldridge 2003, 256; Torrington et al. 2005, 394 - 395). It is argued that mentoring offers a wide range of advantages for development of the responsibility and relationship building (Torrington et al. 2005, 394 – 395). The practice is often applied to newly recruited graduates in the organization by being attached to mentor who might be their immediate managers or another senior manager. This however does not imply that older employees are excluded from this training and development method but it is mainly emphasized for the newly employed persons within the organization.
2.2.9
Orientation 
This is yet another training and development method. This involves getting new employees familiarized and trained on the new job within an organization. During this process, they are exposed to different undertakings for example the nature of their new work, how to take on their identified tasks and responsibilities and what is generally expected of the employees by the organization. They are further given a general overview of the organizational working environment including for example working systems, technology, and office layout, briefed about the existing organizational culture, health and safety issues, working conditions, processes and procedures. 
2.2.10
Conferences 
A as a training and development method involves presentations by more than one person to a wide audience. It is more cost effective as a group of employees are trained on a particular topic all at the same time in large audiences. This method is however disadvantageous because it is not easy to ensure that all individual trainees understand the topic at hand as a whole; not all trainees follow at the same pace during the training sessions; focus may go to particular trainees who may seem to understand faster than others and thus leading tot under training other individuals. 
2.2.11
Role playing 
Involves training and development techniques that attempt to capture and bring forth decision making situations to the employee being trained. In other words, the method allows employees to act out work scenarios. It involves the presentation of problems and solutions for example in an organization setting for discussion.

Trainees are provided with some information related to the description of the roles, concerns, objectives, responsibilities, emotions, and many more. Following is provision of a general description of the situation and the problem they face. The trainees are there after required to act out their roles. This method is more effective when carried out under stress-free or alternatively minimal-stress environments so as to facilitate easier learning. It is a very effective training method for a wide range of employees for example those in sales or customer service area, management and support employees.

2.2.12
Employee performance 
Employee performance is normally looked at in terms of outcomes. However, it can also be looked at in terms of behavior (Armstrong 2000). Kenney et al. (2002) stated that employee's performance is measured against the performance standards set by the organization. There are a number of measures that can be taken into consideration when measuring performance for example using of productivity, efficiency, effectiveness, quality and profitability measures (Ahuja 2002) as briefly explained hereafter. Profitability is the ability to earn profits consistently over a period of time. It is expressed as the ratio of gross profit to sales or return on capital employed (Wood & Stangster 2002). Efficiency and effectiveness - efficiency is the ability to produce the desired outcomes by using as minimal resources as possible while effectiveness is the ability of employees to meet the desired objectives or target (Stoner 1996). Productivity is expressed as a ratio of output to that of input (Stoner, Freeman and Gilbert Jr 2005). It is a measure of how the individual, organization and industry converts input resources into goods and services. The measure of how much output is produced per unit of resources employed (Lipsey 2009). Quality is the characteristic of products or services that bear an ability to satisfy the stated or implied needs (Kotler & Armstrong 2002). It is increasingly achieving better products and services at a progressively more competitive price (Stoner 2006).
As noted by Draft (2008), it is the responsibility of the company managers to ensure that the organizations strive to and thus achieve high performance levels. This therefore implies that managers have to set the desired levels of performance for any periods in question. This they can do by for example setting goals and standards against which individual performance can be measured. Companies ensure that their employees are contributing to producing high quality products and/or services through the process of employee performance management. This management process encourages employees to get involved in planning for the company, and therefore participates by having a role in the entire process thus creating motivation for high performance levels. It is important to note that performance management includes activities that ensure that organizational goals are being consistently met in an effective and efficient manner. Performance management can focus on performance of the employees, a department, processes to build a product or service, etc. Earlier research on productivity of workers has showed that employees who are satisfied with their job will have higher job performance, and thus supreme job retention, than those who are not happy with their jobs (Landy 2005). Further still, Kinicki & Kreitner (2007) document that employee performance is higher in happy and satisfied workers and the management find it easy to motivate high performers to attain firm targets.

2.3
THEORETICAL FRAMEWORK
2.3.1
Agency Theory

Agency Theory describes firms as necessary structures to maintain contracts, and through firms, it is possible to exercise control which minimizes opportunistic behavior of agents. Accordingly, Barlie & Means (2002) posit that in order to harmonize the interests of the agent and the 13 principal, a comprehensive contract is written to address the interest of both the agent and the principal. They further explain that the relationship is further strengthened by the principal employing an expert to monitor the agent. This position is also supported by Coarse (2007) who maintains that the contract provides for conflict resolution between the agent and principal, the principal determines the work and agent undertakes the work. He however, proposes that the principal suffers shirking which deprives him or her from benefiting from the work of the agent. Nevertheless, the theory recognizes the incomplete information about the relationship, interests or work performance of the agent described as adverse selection and moral hazard. Coarse (2007) explains that moral hazard and adverse selection affects the output of the agent in two ways; not doing exactly what the agent is appointed to do, and not possessing the requisite knowledge about what should be done.

This therefore, affects the overall performance of the relationship as well as the benefits of the principal in form of cash residual. Other related reviews include; The Sarbanes-Oxley Act of 2002 (SOX) which requires companies to report on the effectiveness of their internal controls over financial reporting as part of an overall effort to reduce fraud and restore integrity to the financial reporting process. John J. Morris (2011) asserts that software vendors that market enterprise resource planning (ERP) systems have taken advantage of this new focus on internal controls by emphasizing that a key feature of ERP systems is the use of “built-in” controls that mirror a firm’s infrastructure.

2.3.2
Social Learning Theory

In social learning theory, employees acquire new skills and knowledge by observing other members of staff whom they have confidence in and as well belief to be credible and more knowledge (Falola, Osibanjo & Ojo, 2014). The theory accepted that training and learning is influenced by person’s self-efficacy and ability to successfully learn new skills which can be influenced by encouragement, oral persuasion, logical confirmation, and observation of others (Kendra 2016 Retrieved).

The researcher who developed self-efficacy theory, Albert Bandura argues that employees’ performance increases in the following manners:

· Enactive mastery, that is gaining relevant experience with the task or job. He explained that if employees are able to do a job successfully in the past, then they will have the confidence that they will be able to do it in the future.

· Vicarious modeling- when employees see someone else doing/performing a task/job, they become more confident of doing it.

· Verbal persuasion- this is a situation when someone convinces you that you have the skill necessary to be successful on a job, this creates more confidence in the employees.

· Arousal- this is a kind of energizer, which drives a person to complete a task. The employees get “psyched up” and perform better.

2.4
EMPIRICAL REVIEW
The intent here is to bring into focus the various empirical studies carried out by scholars which are related to this topic.

Barber (2004),on effect of training employee performance in northern Indian, in a qualitative study involving mechanics found that on-the-job training led to greater innovation and tacit skills. Furthermore, he noted that some jobs require feels of success and that some categories of employees develop an intuitive through producing high performance level and greater productivity for the employee and organization respectively.

Dvir (2002), in a field experiment on transformational leadership training in Israel, implemented a longitudinal randomized field experiment, using Cadets in the Israel defense forces. These transformational leaders exhibited charismatic behaviors and were able to motivate and provide intellectual stimulation among followers and treat followers with individual consideration. The result showed that transformational leadership training enhanced follower motivation (i.e. self efficacy)

In a related programme, Goeters (2002) delivered Crew Resource Management (CRM) training to aircrews from an Eastern European Airline. At the end of the training, aircrews substantially improved non-technical skills (e.g. team building) as well as situation awareness and decision making, each of which contribute in no small measures to air safety

In another development, Garcia (2005), effects of organization’s training policies on Employees performance. The study centered on organization’s training policies (e.g. functions assumed by the training units, goals of the training units, nature of training, and how training is evaluated with four types of organization-level benefits), employee satisfaction as well as an objective measure of business performance. The study revealed a strong link between training and development and Employees performance.

Guerren, Barrand and Didier (2004) in France administered a questionnaire to1530 Human Resource Directors working in large companies in France. Five questions in the survey addressed the extent to which the company implemented training practices. The survey also included questions about social and organizations performance including work climate, employee attendance, and quality of products and services and employees productivity. He collected financial information from the Companies Financial Directors through databases a year late. Results showed that training has greatly enhanced higher productivity and good practices.


It is not negotiable for organization to adequately train and develop their employees for efficient and optimal performance towards the realization of their set goals and objectives. Employees training and development is a strategic determination to facilitate learning of the job related knowledge, skills, ability and behaviour that are crucial for efficient performance capable of enhancing organizational effectiveness (Neo 2000).
2.5
GAP IN LITERATURE
In spite of the large number of researches on the relationship between training and employee performance, there appears to be a gap, concerning the study of effect of training on employee performance. The purpose of this study is to close this gap by deeply investigating this phenomenon through the relevant literature, shedding more light into the relationship of training effectiveness, and superior employee performance and providing suggestions to the firms as how they can make best use of training programs to make their employees perform well on job.
The greater the gap between the skills necessary and those possessed by the workforce, the higher the job dissatisfaction of the workers. Rowden (2002), suggest that training may also be an efficient tool for improving ones job satisfaction, as employee better performance leads to appreciation by the top management, hence employee feel more adjusted with his job. According to Rowden and Conine (2005), trained employees are more able to satisfy the customers and (Tsai et al., 2007), employees who learn as a result of training program shows a greater level of job satisfaction along with superior performance.
According to Swart et al., (2005), bridging the performance gap refers to implementing a relevant training intervention for the sake of developing particular skills and abilities of the workers and enhancing employee performance. He further elaborate the concept by stating that training facilitate organization to recognize that its workers are not performing well and a thus their knowledge, skills and attitudes needs to be moulded according to the firm needs. There might be various reasons for poor performance of the employees such as workers may not feel motivated anymore to use their competencies, or may be not confident enough on their capabilities, or they may be facing work- life conflict. All the above aspects must be considered by the firm while selecting most appropriate training intervention, that helps organization to solve all problems and enhance employee motivational level to participate and meet firm expectations by showing desired performance. As mentioned by Swart et al.(2005) this employee superior performance occur only because of good quality training program that leads to employee motivation and their needs fulfillment. 
CHAPTER THREE
RESEARCH METHODOLOGY

3.1 INTRODUCTION 
This chapter on research methodology took a look at the research background (vision and mission of the Company), research design, population, sampling technique, sampling size, data collection procedure and data analysis.

3.2
RESEARCH METHOD USED

The method used in this study is primary data. The primary data consists of the questionnaires drafted and distributed to the staff, management and customers of the case study, oral interview were conducted and personal observation was also employed.
3.2 SOURCES OF DATA

Primary data is the data collected by the researcher themselves, i.e. interview, observation, questionnaires

Secondary sources are data that already exists i.e Previous research, Web information, and Historical data and information

3.4
DATA COLLECTION TOOLS
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 answer the 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.

3.5
RESEARCH POPULATION AND SAMPLE SIZE

The case study focused on senior staff of the Company. 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 Company 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 Company, implementing the policies of management and ensuring that work in the Company progresses smoothly. 


The total population of the senior staff in the Dangote Flour Mills (including senior staff in the company) is about One Hundred and Fifty Two (152). Therefore the purposive sampling would eliminate from the population those who do not matter in the research (senior staff in the company).

3.6 SAMPLING PROCEDURE EMPLOYED
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 152 mentioned above does not only involve senior staff in the company, but also 24 newly employed senior staff who were 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 Dangote Flour Mills administration were selected and interviewed for the research. Respondents were supplemented with a set of questionnaire.

	Composition
	No.

	Prin. Asst. Administrators
	10

	Senior Asst. Administrators
	25

	Senior Finance Assistants
	5

	Assistant Administrators
	10

	Total
	50


Sources: Field Survey, 2025
3.7
STATISTICAL TECHNIQUES USED IN DATA ANALYSIS

This study shall employ descriptive method on the first part of data analysis. The descriptive analysis involves the use of frequency tables and percentage in presenting the data collected from the questionnaire administered to the respondent. The second part of the data analysis shall involve the use of correlation and regression analysis using SPSS version 23. The rational for using Regression Analysis was because it is a statistical tool that does not only explore the relationship between two or more variables but also assessing the contribution of individual predictors in a given model.

CHAPTER FOUR
DATA ANALYSIS AND DICUSSION OF RESULTS

4.0 INTRODUCTION
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 Dangote Flour Mills. 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.

4.1 ANALYSIS OF FINDINGS

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 Dangote Flour Mills. 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 Dangote Flour Mills administration.

4.1.1 Findings from Employees

A total number of fifty (50) employees were selected to provide answers to the structured questionnaire.

Table 1: kindly indicate your Sex 

	Options
	No of Respondents
	Percentage (%)

	Male
	35
	70

	Female
	15
	30

	Total
	50
	100


Sources: Field Survey, 2025

Results from Table 1 indicate that 70% of the employees of Dangote Flour Mills 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 Dangote Flour Mills.

Table 2:
Kindly indicate your age

	Options
	No of Respondents
	Percentage (%)

	18-25 years
	10
	20

	26-35 years
	10
	20

	36-45 years
	10
	20

	46-55 years
	5
	10

	56 years Above
	5
	10

	Total
	50
	100


Sources: Field Survey, 2025

Table 2 above shows that 18-25 years, 26-35 years and 36-45 years are 20% each, 46-55 years and 56 years and above represented 10% each.
Table 3:
Kindly indicate your Marital Status

	Options
	No of Respondents
	Percentage (%)

	Single
	35
	70

	Married
	15
	30

	Total
	50
	100


Sources: Field Survey, 2025

Table 3 above shows that 35 respondents representing 70% of the population are Single, while 15 respondents representing 30% are Married

Table 4:
Kindly indicate your Educational Background
	Options
	No of Respondents
	Percentage (%)

	SSCE
	10
	20

	NCE/ND
	10
	20

	Bsc/HND
	10
	20

	PGD
	5
	10

	Msc/MA/MBA
	5
	10

	Total
	50
	100


Sources: Field Survey, 2025

Table 4 above shows that 10(20%) of the respondents hold SSCE Certificate, 10(20%) hold NCE/ND Certificate, 10(20%) holds Bsc/HND Certificate, 5(10%) holds PGD Certificate, while 5(10%) of the respondents holds Msc/MA/MBA Certificate
Table 5: Kindly indicate your Department
	Options
	No of Respondents
	Percentage (%)

	Registry
	19
	38

	Finance
	15
	30

	Manufacturing Dept
	11
	22

	Human resource Dept
	5
	10

	Total
	50
	100


Sources: Field Survey, 2025

Table 5 shows the response received from the employees regarding the types of departments they belong. A majority of 38% of respondents indicated that they were with the registry dept. 30% said they worked at the finance dept., 22% said manufacturing dept. whiles 10% said human resource dept. This implies that a higher percentage of the employee population worked at the registry department.
Table 6: kindly indicate your Current position at Dangote Flour Mills
	Options
	No of Respondents
	Percentage (%)

	Prin. Asst. Administrators
	10
	20

	Snr. Finance Assistants
	5
	10

	Snr. Asst. Administrators
	25
	50

	Assistant Administrators
	10
	20

	Total
	50
	100


Sources: Field Survey, 2025

With regards to the current position of respondents, Table 6 shows that majority of 50% of sampled respondents were senior assistants, 20% each were principal administrators and assistant administrators respectively. However, 10% were senior finance assistants. The results implies that majority of sampled respondents worked in the position of senior assistant administrators.

Table 7: Kindly indicate your Length of service with Dangote Flour Mills
	Options
	No of Respondents
	Percentage (%)

	Less than 3 years
	3
	6

	Between 3 years and 5 years
	25
	50

	More than 5 years
	22
	44

	Total
	50
	100


Sources: Field Survey, 2025

Table 7 shows the response received from the employees regarding the number of years they have worked with Dangote Flour Mills, 50% indicated that they had worked between 3 and 5 years. 44% said they have worked with Dangote Flour Mills 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, so competition among employees will increase.
Table 8: Does Knowledge of training and development policy of the Dangote Flour Mills is essential?
	Options
	No of Respondents
	Percentage (%)

	Yes
	39
	78

	No
	11
	22

	Total
	50
	100.0


Sources: Field Survey, 2025

Table 8 shows that 11% of respondents at Dangote Flour Mills indicated that they were not aware of any training and development policy, 78% said they were aware of the existence of a training and development policy. The analysis implies that training and development policy at organizations are mostly known to employees which sometimes hinder any proposed training and development programme.

Table 9: Does Dangote Flour Mills conduct training and development for employees?
	Options
	No of Respondents
	Percentage (%)

	Yes
	31
	62

	No
	19
	38

	Total
	50
	100


Sources: Field Survey, 2025

Table 9 shows that 62% of respondents at Dangote Flour Mills mentioned that they had received training since joining Dangote Flour Mills whilst 38% said they had not received training since joining Dangote Flour Mills
Table 10: Does Training have impact on employees’ performance?
	Options
	No of Respondents
	Percentage (%)

	Yes
	36
	72

	No
	14
	28

	Total
	50
	100


Sources: Field Survey, 2025

Data analysis from table 10 indicates that a maximum of 72% of sampled respondents agreed that the training have impact on their work performance. 14 representing 28% of respondents disagreed. The implication of the results confirms that training adversely impacts on work performance.

Table 10: Does Training have a relevant content to achieving personal needs, goals and self development?
	Options
	No of Respondents
	Percentage (%)

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100.0


Sources: Field Survey, 2025

With regards to the question of whether training is a relevant content to achieving personal needs, goals and self development, 40 respondents representing 80% indicated that the training is a relevant content to achieving their personal needs, goals and self development. 10 respondents representing 20% disagreed. The analysis explains that training is a relevant content to achieve individual personal needs, goals and self development.

Table 11: Does training and development contribute to effectiveness and efficiency of Dangote Flour Mills goals?
	Options
	No of Respondents
	Percentage (%)

	Yes
	50
	100

	No
	0
	0.0

	Total
	50
	100.0


Sources: Field Survey, 2025

Table 11 shows analysis on whether training and development at Dangote Flour Mills would contribute to achieving effectiveness and efficiency of Dangote Flour Mills goals. Total respondents representing 100% all indicated that training and development would contribute to achieving effectiveness and efficiency of Dangote Flour Mills goals. Ivancevich (2010) confirms the analysis which says “training contributes to improving efficiency and effectiveness of current or future performance of employees in any organization”.

Table 12: Does Organizational issues constraining training and development at Dangote Flour Mills?
	Options
	No of Respondents
	Percentage (%)

	Yes
	50
	100

	No
	0
	0

	Total
	50
	100.0


Sources: Field Survey, 2025

Table 12 shows that total respondents representing 100% indicated that there were organizational issues constraining training and development at the company. The observation clearly implies that since training is a systemic process, it is bound to face challenges in the process (Armstrong, 2000).

Table 13: Does training and development have significant impact on employees’ ability in Dangote Flour Mills?
	Options
	No of Respondents
	Percentage (%)

	Yes
	50
	100

	No
	0
	0

	Total
	50
	100.0


Sources: Field Survey, 2025


The table 13 shows that 50 respondents representing 100% of the total respondents said Yes that training and development have significant impact on employees’ ability in Dangote Flour Mills, while no respondents said no.
Table 14: Does training and development strategies have influence on the achievement of Dangote Flour Mills goals?
	Options
	No of Respondents
	Percentage (%)

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100.0


Sources: Field Survey, 2025


The table 14 shows that 40 respondents representing 80% of the total population said Yes that there are training and development strategies that have influenced the achievement of Dangote Flour Mills goals, while 10 respondents representing 20% said No.
Table 15: Does Training and development been traditionally used to ensure that the right person is in the right job at the right time?
	Options
	No of Respondents
	Percentage (%)

	Yes
	50
	100.0

	No
	0
	0.0

	Total
	50
	100


Sources: Field Survey, 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 training and development has traditionally been used to ensure that the right person is in the right job at the right time. According to Cole (2000), heightened domestic competition can interfere with efficient operations, so organizations typically attempt to use training and development to ensure that the right person is in the right job at the right time.

Table 16:
Does the Company gives opportunity for personal development?
	Options
	No of Respondents
	Percentage (%)

	Yes
	50
	100

	No
	0
	0

	Total
	50
	100.0


Sources: Field Survey, 2025

Table 16 shows that all the respondents representing 100% indicated that the company gives opportunity for personal development. 

Table 17:
Does Training have impact on higher skills?
	Options
	No of Respondents
	Percentage (%)

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100.0


Sources: Field Survey, 2025

Table 17 shows that 40 respondents representing 80% indicated that training have impact on higher skills. While 10 respondents representing 20% said No.
Table 18:
Does Dangote Flour Mills provide Accessibility of training to respondents?
	Options
	No of Respondents
	Percentage (%)

	Yes
	36
	72

	No
	14
	28

	Total
	50
	100


Sources: Field Survey, 2025


The table 18 shows that 36 respondents representing 72% said Yes that there are accessibility of training at Dangote Flour Mills, while 14 respondents representing 28% said No.

Table 19:
Does Dangote Flour Mills provide for self-Sponsorship for further studies?
	Options
	No of Respondents
	Percentage (%)

	Yes
	46
	92

	No
	4
	8

	Total
	50
	100


Sources: Field Survey, 2025


Table 19 above shows that the company gives opportunity for self-sponsorship for further studies as 46 respondents representing 92% said Yes while 4 respondents representing 8% said No.

4.2
TESTING OF HYPOTHESIS
HO1: there is no significant relationship between training and development on employees’ performance.

	Model Summary

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

	1
	.512a
	.262
	.255
	.38412

	a. Predictors: (Constant), Further studies, Training; b. dependent variable: employee performance

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	11.471
	2
	5.736
	38.873
	.000b

	
	Residual
	32.313
	219
	.148
	
	

	
	Total
	43.784
	221
	
	
	

	a. Dependent Variable: Skills

	b. Predictors: (Constant), Further studies, Training


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.190
	.110
	
	-1.729
	.085

	
	Training
	.174
	.035
	.415
	4.933
	.000

	
	Further studies
	.052
	.035
	.123
	1.465
	.144

	a. Dependent Variable: Skills  b. Independent variables: Training, Further studies


From the Model summary above, the result shows that there is significant relationship between employee’s performance and training & development in further studies which is explained by the correlation coefficients (R=0.512, R2=0.262 & adjusted-R2=0.255). It is however noted from this results that 26.2% of employee performance is accounted specifically by Training and development. The adjusted R2 depict the fact that not more than 0.7% would have been the variance in outcome if the model were derived from population rather than the sample, and the fact that our sample is fair representative of the total population because this value (0.262-0.255=0.007) is negligible. 

The ANOVA table that follow test for the significant of the regression coefficients at 5% level and it posited that model is properly fitted. The significant impact of the predictor (Training) on employee’s performance is accepted and the null hypothesis is rejected (Beta=0.415; p=0.00<0.05) and the fact that about 41% increase in employee skills was a result of increase in training by 1. Development in Further Studies on employee’s performance is insignificant at 5% level but have a little impact on employee’s performance (Beta=0.123; p=1.44>0.05). 
Therefore, the null hypothesis that there is no significant impact of further studies on employee’s performance is accepted at 5% level and the alternative hypothesis is rejected. It is however point of note here that in-service training like workshop, seminar and conference contribute greatly to employee’s performance acquisition than development in further studies. The intercept of the regression line (constant=-0.190) implies that as the two predictors (Training & Development in further studies) were dropped, i.e. becoming zero the employee’s performance is reducing by 19% and this may further reduce employee’s performance in Dangote Flour Mills, Ilorin.

HO2: Training and development do not have significant impact on employee’s performance.

	Model Summary

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

	1
	.663a
	.440
	.435
	.37610

	a. Predictors: (Constant), further studies, training & development; b. dependent variable: employee performance

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	24.360
	2
	12.180
	86.106
	.000b

	
	Residual
	30.978
	219
	.141
	
	

	
	Total
	55.338
	221
	
	
	

	a. Dependent Variable: employees performance

	b. Predictors: (Constant), further studies, training & development


	Table 9: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.781
	.150
	
	18.558
	.000

	
	Training 
	.217
	.075
	.344
	2.897
	.004

	
	Further Studies
	.174
	.062
	.336
	2.825
	.005

	a. Dependent Variable: Employees knowledge; b. predictors: Training, development in further studies 




To assess the extent of impact of Training & development on employees’ performance, multiple linear regression analysis was carried out. The result of the regression model shown in table above indicates the value of the multiple correlation coefficient R= .663 and the adjusted R- square = .440 give us some idea of how well our model generalizes and ideally we would like its value to be the same, or close to the value of R-square. In the above summary, the difference for the final model is a fair bit (0.440-0.435=0.005 or 0.5%). This shrinkage means that if the model were derived from the population rather than a sample it would account for approximately 0.5% less variance in the outcome. Thus, the aggregated effect of training & development on employees’ knowledge is explained by the value of the R square, which indicates that 44% of employees’ knowledge is accounted specifically by the training and development. 

The next part of the result here contains an analysis of variance (Anova table above) that test whether the model is significantly better at predicting the outcome than using the mean as a ‘best guess’. Specifically, the F-ratio represents the ratio of the improvement in prediction that the results from fitting the model (labeled ‘Regression’ in the table), relative to the inaccuracy that still exists in the model (labeled ‘Residual’ in the table).  And by dividing the regression sum of square value by the Total sum of square in the table, indicating a significant relationship by returning the value of R=0.663, and the fact that the final model is significantly improve our ability to predict the outcome variable. However, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (Training & development) is positively related with the dependent variable (employees’ knowledge). Hence, we posited that there is significant relationship between training & development and employees’ knowledge at 5% level of significant. 

Based on the adjusted R square explained above, the two independent variables explain 43.5% of the variance of depended variable “employees’ knowledge”. Using non- standardized weight of regression, multiple regression of equation can be presented as below:

Ŷ = β0 + β1x1+ β2x2 + εi
Ŷ = dependent variable “employees knowledge”

x1 = independent variable “Training”

x2 = independent variable “Development in Further Studies”

εi = stochastic error.

From the formula presented above, the employee’s knowledge is equal to the sum of non-standardized beta coefficients with the average of using the appropriate method and non standardized weight constant. From the multiple regression analysis results, the two independent variables are statistically meaningful for the model. They have regression coefficient positive which means with the raise of one of the independent variables factors will have even raise of the dependent variable in “employee’ knowledge”.  According to the results the statistical test for individual coefficient control the same result is taken (t1= 2.897 and p=0.004), (t2= 2.825 and p=0.005), individual coefficients showed that independent variables have a huge contribution for the model in order to improve employees performance.

HO3: Training does not have significant impact on employee’s development
	Model Summary

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

	1
	.962a
	.925
	.924
	.24858

	a. Predictors: (Constant), Training; dependent variable: employee’s development

	Table 11: ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	167.144
	1
	167.144
	2704.924
	.000b

	
	Residual
	13.594
	220
	.062
	
	

	
	Total
	180.739
	221
	
	
	

	a. Dependent Variable: employees development

	b. Predictors: (Constant), Training



	Table 12: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.500
	.096
	
	-5.181
	.000

	
	Training
	1.095
	.021
	.962
	52.009
	.000

	a. Dependent Variable: employees ability; Predictor: Training


To assess the level of relationship between Training and employees’ development (in the form of job satisfaction), simple regression analysis was carried out. The result of the regression model in the table shows the value of the regression coefficient R= .962, R- square = .925 and adjusted R- square = .924. From this result, the extent of relationship between Training and employees' ability is clarified by the value of the R square. The R- square value denotes 92.5% of employees’ ability is accounted definitely by the in-service training acquired in the process. 

The analysis of variance table (Anova table above) showed regression sum of square value of (167.144) which is higher than the residual sum of square value of (13.594). This implies that the model accounted for most of the variations in the dependent variable. More so, the F calculated value of (2704.924) is greater than the tabulated value of (1.96) indicating a significant relationship. In addition, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (Training) is positively associated with the dependent variable (employees’ ability). Hence, we posited that there is significant relationship between training and employees’ ability at 5% level. 

The beta coefficient of the model in table above indicates the beta value of the constant is -0.50 whereas; the beta value for the predictor variable (Training) is 1.095. The t-value of 52.009 and the p-value of .000 indicates the model is significant at p<0.05. Therefore, the beta coefficient (Beta= 0.962) implies the level of employees’ ability is increase by 96.2% if their in-service training in the process increases by one. 

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1
SUMMARY OF FINDINGS
This chapter gives a summary of the study with conclusions based upon the results of the study and recommendations for the way forward.

This research examined the effect of training and development on employees’ performance, motivation, retention and morale, a case of Dangote Flour Mills. The research had the objectives to find out how training and development of employees contribute to the achievement of the goals of the Company. Again it found out whether there were organizational issues that constrain training and development in the Company. Furthermore it investigated how training and development needs of employees were determined.

To achieve these objectives a sample of 50 senior staff were selected and questionnaire were administered. This was further supported with an interview of the rector, registrar and finance officer of the Company. The study revealed the following interesting findings:

Firstly total respondents representing 100% indicated that training and development contributed to achieving effectiveness and efficiency of A – Poly goals. Additionally this same percentage mentioned that training and development has traditionally been used to ensure that, the right person is in the right job at the right time. Again the total respondents representing 100% said that there were organizational issues constraining training and development at Dangote Flour Mills.

Furthermore, 60% of the sampled employees admitted that, impact of training on their work performance was excellent. They indicated also that, training content was relevant to achieving their personal needs, goals and self development. Below are the summaries of findings itemized:
1. A large number (60%) of the sampled employees admitted that impact of training on their work performance was excellent.

2. The study also revealed the training content was relevant to achieving their personal needs, goals and self development.

3. Total respondents representing 100% all indicated that training and development contributed to achieving effectiveness and efficiency of Dangote Flour Mills goals.

4. Regarding analysis on the organizational issues constraining training and development at Dangote Flour Mills, total respondents representing 100% indicated that there were organizational issues constraining training and development at A Poly.

5. The research also revealed that 40% indicated that the lack of top management support for the training and development at Dangote Flour Mills was the main organizational issue, 20% said employees failure to understand the training needs of Dangote Flour Mills whilst 10% said inability to gain the understanding and acceptance of employees.

6. A large percentage (50%) of the respondents mentioned a development strategy and system that grows the technical, core and leadership competencies which accelerate Dangote Flour Mills’s performance was the current training and development strategy which has influenced the achievement of Dangote Flour Mills goals.

7. 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.

5.2 CONCLUSIONS
Based on the results of the study, it became clear that training and development strategy was a haphazardly carried out activity at Dangote Flour Mills. Although the respondents were aware of the various aspects of training and development, there was no strategic framework in place as the basis for an operational plan for the training and development strategy even though all respondents indicated that training and development was part of the strategic business plan process of Dangote Flour Mills.

Furthermore, it can be concluded that clear human resource management in general, and training and development in particular at Dangote Flour Mills, should become more closely tied to the needs and strategies of Dangote Flour Mills. As this occurs, training and development at Dangote Flour Mills will be the thread that ties together all other activities and integrates these with the rest of the departments.

It became clear from respondents that the major organizational issue constraining training and development at Dangote Flour Mills was lack of top management support for the training and development programs. Therefore Dangote Flour Mills in its attempt to enhance employee performance, motivation, retention, and morale competition must endeavour to ensure effective training and development strategies across all departments.
5.3 RECOMMENDATIONS
Based on the findings and conclusions, the following recommendations are outlined for addressing challenges identified as well as ways of improving training and development at Dangote Flour Mills:

1. Training and development should be seen not only as the thread that ties together all human resource practices, but also as the instrument for establishing and signalling when and how work practices should change. In other words, employees of Dangote Flour Mills should take on the role of organizational change agents (Beer & Walton, 1987). To be effective in this role, the HR manager will need to create a framework for making HR decisions based on Dangote Flour Mills vision and strategic plan.

2. In order to position Dangote Flour Mills for success, management must empower departments in the various branches to engage in training and development. Corporately, three key directions have been identified to assist management in managing the workforce changes. They include:

a. Building Our Potential

b. Strengthening Our Competitiveness

c. Renewing Our Workplace.

The purpose of this is to ensure that Dangote Flour Mills workforce and strategic objectives are aligned to guarantee the delivery of quality programme and services to the public, and that the training would assist in positioning Dangote Flour Mills for the future. Through a collaborative process, each department should develop its own training and development plan, which outlines its critical strategic issues for the next 3 – 5 years as well as proposed strategies to address those issues.

3. Some key examples of how departments can plan for the future training and development must be outlined in a document and should be used to help mitigate any negative impacts as a result of demographics, Dangote Flour Mills priorities and competency requirements. The documents can also help ensure that Dangote Flour Mills departments have what they need to get the job done, and that there is efficient matching of skills and competencies to departmental tasks, requirements and outcomes.

4. To better compete in the global market, Dangote Flour Mills will need to create and implement corporate strategies to promote itself as a “preferred employer” – investing in progressive HR policies and programs with the goal of building a high-performing organization of engaged people, and fostering and creating a work environment where people want to work, not where they have to work.

5. Retention and attraction in today’s changing labour market requires Dangote Flour Mills to look at the key drivers that are important to it and potential employees. Examples of these include offering employees:

· Diversified and Challenging Work

· An Attractive Compensation Package (not just salary)

· Advancement Opportunities
· Access to Continuous Learning

· Opportunities for Personal and Professional Growth

· An Inclusive Workplace

· Work-Life Balance

· Ongoing Recognition of Contributions to the Organization
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