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CHAPTER ONE
	INTRODUCTION
1.1	BACKGROUND TO THE STUDY
	Many companies do not regard training as an effective tools and professional activity. And in many cases training officers are not themselves trained. Many courses are held and employees are sent to college without any serious, though being given to the real training needs of a company.
	Some organizations or firms have noted the waste of money on external training. Course objective is often defined, these should be determined together with the staffs qualifications and experience course literature is more attractive than informative on course. A system of reporting back after each course is essential.
	The report should go to the training officer as well as to the departmental heads. In addition, individuals must be given the opportunity to use the knowledge gained. When the skill and knowledge required have been noted, a training programme is the need to train instructional progress. This programming should be of course that periodically evaluated. The training officer, therefore, advise the management on the training policy, basing his advise on training needs. He analyses jobs to identify skills, he plans programmes and evaluate cost of training also he must keep.
	The organization absents with method of training and these include programme learning committee are to ensure that staff get the most from of their job are able to access personal development opportunities and in order to achieve that, they will have to ensure the following:
i. Implement key to deliver in order to have high quality of staff 	development and training.
ii. Provide the resources to implement the staff development and training 	programmes
iii. Ensure efficient communication and staff development and training 	opportunity.
iv. Developed a learning culture and workers towards becoming a learning 	organization.
v. Ensure the investor in people, standard is net in all aspect of people’s 	management.
1.2	STATEMENT OF THE PROBLEMS
	It has been observed that technological change in machinery, method of production materials to be used, production to be introduced, all these pose problem to the organization all these must be taken into consideration while marking on the training and development of the employees people are not competent because of lack of technical which invariable leads to inefficiency of workers
	More accident on the job was recorded because workers and the firms as well, are unequipped therefore, adequate training and development programme should be provided for an organization.
	If employees are not trained in an organization on there will be.
i. Increase in the number of breakage and spoilage during and after production process.
ii. High rate of labour turnover and absenteeism
iii. Reduction in the number of production procedure
iv. Increase wastage of time on a given tasks or job
v. Increase in the number of accidents
vi. Low quality of performance
vii. Much more constant and unnecessary supervision.
1.3	RESEARCH QUESTIONS
For the purpose of this research study shall undertake to test (5) five research questions which will enable me to arrive at necessary conclusion as well as to advice the objective of the study.
The question shall be answered by “Yes” or “No” these question are:
1. How can management assist in improving their performance, hence increasing productivity?
2. What is the relationship between promotion, training and development?
      3. What will be the effect of training on the employee quality of works?
1.4	OBJECTIVES OF THE STUDY
	The importance of training and development cannot be overemphasized through, many large manufacturing organization action in Nigeria train and development of their employees. To ensure that the organization has a skill motivated workforce, this is able to deliver high quality continually improving service to the people. 

	The following are the objectives.
i. To analysis clearly the effect of training and development of employee performance
ii. To assess how training leads to the problem facing employee performance 
iii. To distinguish clearly how training of an employee leads to better productivity.
1.5	RESEARCH HYPOTHESIS
1. Hi: There is significant effect of training and development on employee 	performance. 	
    Ho: There is no significant effect of training and development on employee 	performance.
2. Hi: Training is a major cause problem facing employee performance in 	Nigeria.
    Ho: Training is not a major cause problem facing employee performance in 	Nigeria  
3. Hi: Training is useful in the effort to increase employee performance in Nigeria.
	Ho: Training is not useful in the effort to increase employee 	performance in 	Nigeria.
1.6	SIGNIFICANCE OF THE STUDY
The significance of this study is its ability to proper solution to the problems of a fraud. 
Secondly, if exposes the students to information and builds them in the act of research data and information collection and bold project writing.
Thirdly, serves as literature material to prospecting research for future research.
Lastly, it serves as an alert to the regulating body of financial institution on that, if fraud is not urgently death not spanning the business section, as they say a study in time serves nine.
The significance is dependent upon as a source of possible solution to the problems of fraud.
1.7	SCOPE OF THE STUDY
This research work covers all that details in training as a tool for staff development in an organization, It involves not only the recruitment but also types of training method of training and other activities will be exposed in this research work.
1.8 DEFINITION OF TERMS
TRAINING: Training can be defined as an experience, discipline or a gradual process which causes people to acquire new skills and knowledge and predetermined behaviours. It can also been define as the acquisition of more responsibilities at a short period to improve productivity. In addition, at it also the process of learning the skill that you needs do to a job.
TOOLS: These are instrument that are implemented for carrying out certain process or work. It is also a thing that helps you to do your job to achieve something.
STAFF: This refers to group of employees working together in an organization or the workforces of an organization ranging from the newly employed staff of the highest position in the organization hierarchy. In other words staffs are the workers employed in organization considered as a grove group.
DEVELOPMENT: This is a long term learning process designed to develop officers to acquaint them with changes in technology and management methods. It is, also, the increase and improvement in the quantity and quality physical change which may include output increase, input and their technical efficiency. In order words development is the gradual growth so that it can becomes more advanced or the process of producing or creating some their new or advice. 
MANAGEMENT: This can be defined as planning, organizing, controlling and directing of organizational resources in order to accomplish a specific goals and objective or process geared toward the attainment of common goals but purposely objectives.
PLANNING:  Planning is the function of anticipating the intimate and determining the best course of involves devising a systematic process for attaining the goals of the organization. It prepares organization for the future. This is the process for deciding what should be done.
ORGANIZATION: This is two or more working together in structured formal environment to achieve a common goal, organization is group of people with ideals and resource working towards common goals.
PRODUCTION: This refers to the result or the output of a given employees in an organization shortly efficient he/she has been able to accomplished the rate of which a workers, a company or a carry provide goods and another produced. 
JOB: A job consist of a related set of task that are carried out by a person to fulfill a purposes. It is also a partially task piece of work that you have to do.


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
This chapter deals with the systematic identification location and analysis of documents contain information related to this research problem (training as an effective tool for staff development in an organization). The purpose of this is to help in understanding of how the training and development on employee performance have helped the Nigeria custom service. It is also a critical examination of what persistence research and other scholars have found or written on a particular subject of study.
2.2	CONCEPTUAL CLARIFICATION
The term training, according to the concise oxford dictionary, suggests that the process of bringing a person to desired states or standard of efficiency, etc. by instruction and practice. With this interpretation, training provides employees with knowledge, skill and attitude which he/she possesses in order to perform his/her duties effectively.
	Thus, French (1964) in his book personnel italics management process believes that training and development. If properly done and supervision, employee would be more productive while in (1970), he discussed in details why an organization established training and development programme. He noted particularly that, lack of skills in the labour market, inability to meet or cope with job specification, management have witness to develop the full effectiveness of an organization and its people. Declining production standard, increase in the number of accident in the factory and excessive number neglects and absence in the factory necessitated the utilization of training and development programme.      
In his own justification of having training and development in an organization, Dugn Laid (1978) in his book “approach to training and development noted that organizations get output because people perform task properly they must master the special technology used by their organizations. 
Sometimes, according to him their acquisition is needed when the employee is new to the organization or necessary because technology used by the organization or necessary because an individual is to be placed in another position within the organization either by lateral transfer or by promotion. Thus, he defined training as experience, a discipline or regime, which make people to acquire new. 
Furthermore, he was one of the opinion department do other than just fill up holes in people’s repertories for accomplishment. In summary, he noted that training and development centre or college seems to be even, more relevant to organization goals to solve performance problems through the entire organization and to do so in variety ways.
Similarly, according to Classier (1990), training is referred to as the process by which people acquire knowledge and skill required to fill the gap, where it exists between their actual knowledge and skills and those that require for effective and efficient performance in the job they are expected to do. Both of there writer/author have emphasized on performance.
According to Jacob Mince Freaser, he defined training as investment in acquisition of skill or improvement of workers productivity. The concept therefore includes schwlings and training programmes in a job solution as well as what can be termed as learning from experience.   
However, Mosel (1976) suggested that new employees must be introduced to the management process which would in corporate orientation and possible formal training course he believes in the use of  specialist in designing and conducting programme, so as to update their skills. Also, he believed that there steps can be used in acquiring  the productivity from employees. Within an organization and this includes skills, knowledge and attitudes. 
Ubeku, (1975), in his bood improving management performance referred to as process of training and development as a continuous one that money on training and development of employee is money will invest. He said that employees who have not received adequate training before assigned with responsibilities might back the necessary confidence with which to carry out job. Consequently, an employee should be helped to grow into responsibility by systematic training and development. It is very only training will make limited confidence to carry out the responsibility being entrusted to him. 
It should be noted that there are various center and designed programme aimed at training and developing manpower in Nigeria in respect of this, the center for management development as established in Nigeria council for management education and training was also established in (1979).       
Other institutions connected with manpower training are the Industrial Training Fund (ITF), Training Service and Technology Development Agency (TSTDA), the are established in furtherance of providing manpower training with the objectives of promoting and encouraging the acquisition of skills. 
Essentially, it is important to make a distinction between training and development programme. Although the two aimed at behavioural change towards the organization and enhancing performance, hence, productivity and their administration to individual need vary, training is a devised for cadre while development is mainly for top level management. Training programmes are directed toward maintaining and improving current job performance while development programme seeks to develop the skill for future jobs. Both management and employee receive help from training and development programme but use of experience is very much likely to vary. Non manager is why manager frequently receive consistence in developing the skill particularly conceptual and human relation skill require for future jobs. 
More over, management development is a means whereby the organization can systematically provide them with effective manpower. Ayia (1975), pointed out why training in concerned with impacting of specific skill for specific purpose. Development of the individual to attain a higher performance with respect of their job.
In addition, Mitchel Noult (1979), identifies development as the process of modifying behaviours, developing emphasis on generalized skill like decision making skill and interpersonal skill. It is therefore concerned with all learning experience given to workers. 
2.3	THEORETICAL REVIEW
	The role of training, as well as, development is important in an organization to be left alone to staff for it contributes immensely to business competitiveness. True to this fact a number of authors have given differs definition to the word “training” according to John Bentley (1991), defined training as “helping people to learn” emphasizing that the primary role of training is to create and provide the best learning opportunities resources. By this, training has a role to ensuring that the organization has people (i.e. employee) with the correct mix of attributes through providing appropriate learning opportunities and motivating them to learn and thus enabling them to perform to the highest level of qualify and services.
	Then, it is obvious that the role of training is of paramount importance to the management of an organization as well as the employees themselves.
	According to J.A Ishola (2004), he defined training as the acquisition of practical knowledge and skills. It is acquiring more responsibilities at a shorter period to improve productivity.
	According to Gary Dessler (2003), he defined training as method used to give new or present employees the skill they need to perform their jobs. Training might mean showing a new lives design the intricate of your site, a new salesperson how to sell your firms products or now supervisor on how to interview and evaluate employee. Training is a hallmark of good management and manager over whole at their peril.
	Also according to Millichamp (1990), defined training as the process of teaching skills and imparting knowledge to the people for a defined purpose.
	This is while education aims at developing the individual generally, training is usually sub-oriented and utilitarian in nature. The purpose of training is to change the behaviour of the trainee, themselves or to enable them undertaken, so as to help to achieve predetermined organizational goal. He said in one of his books titles elements of personnel management” that no matter how well trained and developed an employee may be presently, change in their tasks and general environment as well as in the needs for further training and development.
	Training is not an activity that is desirable, but it is an activity that an organization must commit its resources to, it is to maintain a viable and knowledgeable workforce. 
Therefore Mobliness (1991), said training is a process that up-dates old skills and develop new ones. But it is very obvious that some organization (i.e. small or medium sized) do not engage in these activities or those that does it, does it haphazardly.
	To sum it up, Tare and Rob (2000), define training as all first of planned experiences and activities designed to make positive changes to performance and other behaviour (including the acquisition of new knowledge, skills, beliefs values and attributes) accordingly.
Therefore, it is very important that all employees in an organization undergo both training and development. The companies that trains and develops its people then gain competitive advantage over others.
	Thus, having gotten the right qualified caliber of people to do a particular job in an organization, the human resource planning department should make sure there is no excessive recruitment, training, development and transfer of staff to any where they are not needed.
	Before any meaningful training and development of employee can be undertaken in any organization there must be. Job description, job analysis and job specification. The personnel department in connection wit the management first and foremost define what work is to be broken down into manageable work units and be allocated to the various employees so that there would be non for specialization and production stabilization. This is otherwise referred to as “JOB DESIGN”
	After designing a job, it has to be analyzed, JOB ANALYSIS can be defined as the description of characteristics of the job, which has become vacant and the determination of the requirement that prospective candidate must possess. It consists of two elements JOB DESCRIPTION and JOB SPECIFICATION.
	JOB DESCRIPTION: Is the statement of account of the work to be performed and the responsibilities that it entails. This may include the title of job, the place where the job is located, the duties that duties that job holder would perform and the condition under which the job is to be done.
	JOB SPECIFICATION: is the description of the qualities that the prospective employees who want to fill a given post must posses. These include; educational qualification, experience already acquired sex, age, martial status, communication skills and neutrality, while job description states the characteristics of the job that is vacant job specification states the qualities that the holder of the job must have. After the employee has been recruited and selected he/she would be, placed in his new where he would have to undergo and orientation or an induction, to familiarize him or her on how things are being done in the organization in relation to his or her line of duty. Then, adequate training programme has to be provided for such new employee may brought into the organization.
	It should, therefore, be noted that existing employees, who has just been transferred or retain to a new position should, also go on training exercise for more understanding on the task given, incase if there is need to do so.
EVALUATION OF TRAINING NEED
	In the evaluation of training needs there are certain criteria that must be used in determine training and development need of an individual employees in an organization such criteria includes performance appraisal, analysis of job requirement, organization analysis and survey or personnel.
	Training is a continuous process from recruitment to retirement people with result – oriented and who can identify opportunity and meet objective needs to be trained. In order to improve productivity and enhance efficiency by both private and public organization the first step to achieve this, is ability to identification of training needs.
	In view of this, KSA (knowledge skill and attitude) must be known of a personnel in executing a given job and current (KSA) he posses which can be bridged by systematic training.
	Training must be seen as “CHANGE AGENT”  which is to exist when the application implies that lack can be supplied by systematic training need, which exist when the application of systematic training will serve to overcome a particular weakness.
	We can then say, training need is a gap between the kind of performance or competence an employee has and the kind of performance or competence which he is expected to have when we subtract the knowledge, skills and attitudes (KSA) which an employee has from those he is required to perform a job that gives us the gap. Thus KAS (needed) KSA (Possessed) training needs.
	The failure of some performance is an indicator which provides the organization the first symptom of employee’s unskillfulness and this bring about the need for training. These needs are more systematically established by carrying out detailed analysis of the organization which shows a change in the market technologies and organization to train and retain their employees. The analysis of the job will reveal area of ambiguities in the job description and areas of the job description on which present employee can not undertake on the basis of their present skill. The analysis of the individual employee themselves will focus in the performances of the individual concerned, that is whether they apply.
	The correct procedure and method in the performance of the task given and also whether the individual exhibit what may be termed the correct attitude towards the organization, such information on will surely be obtained from performance appraised, trainability test, observation of the individual employees on the work, and his or her motion studies.
	Meanwhile, it should be noted that before training and development could take place the staff has to be appraised and adjudged whether they posses traits for further development when staff is appraised the management will known whether the employee has adequate skill for greater responsibilities even he or she might have been trained or if he is deficient so much that training will not help he may be dismissed of at least best denoted.
IMPORTANCE OF TRAINING
	The importance of training are summarized 
i. To encourage the workers to keep up in a rapidly change of job requirement and acquire higher level of academic technical and professional skills desirable to improve their condition of service.
ii. To increase efficiency by reducing spoilt work, misuse of machine and by lessening physical risks
iii. To equip individuals with the necessary skill to enable them to find 	employment to gain promotion and to have a reasonable expectation of 	redeployment in the event of their being made redundant.
iv. To provide for the organizations manpower need
v. To increase workers market value
vi. To let the trainees be more productive to their present jobs and be ready for 	advancement.
vii. To serve as reminder of what the trainees has previously learned.
RESOURCES FOR STAFF DEVELOPMENT AND TRAINING
The organization will demonstrate its commitment to staff development and training by:
Allocation dedicated staff development and training budget. Utilizing internal training capacity skills and resources within the department.
Working in co-operative with other city council departments to maximizing training opportunities.
Accessing multi-agency training staff training.
Providing dedicated time and space for staff training
COMMITTEE ASSIGNMENT: This entails giving trainees important work as assignment to do. 
This method aimed at development the ability and by the both organization as well as the individual employee that has undergo the training and conceived strategies for developing management talents, in an organization is to roper. Some organization periodically organization short courses dealing with the philosophy and objectives of management for all employees. A variety of methods can be used in lectures, conferences and programmes instruction to training development.
	In some organizations, the impact of training and development is evaluated through performance while doing the job or assessing their end products, performance appraisal is a process of evaluating the employee’s job performance before and after training and development programme. It involves written assessment issued on a regular basis where it is applicable. As a rule however, the written evaluation is only the part of multi-step process perform and appraisal had taken place when the personnel manger commend on employees say you are doing a good job” or “you have not been doing well” after the employee has been exposed to training programmes.
	The impact of training and development in an organization can be felt though the following aspects of areas in an organization.
SOCIOLOGICAL ASPECT: An effective training and development programme bring a very strong social relationship not only within the individual employee in the organization but also between the management and the entire employee. Due to the newly acquired effective working techniques, which as been introduced to the employees, they detect an effective way or method of achieiving the organization goals together without having bias mind of conflict within themselves.
ECONOMIC ASPECT: The cost used in introducing the required quality of a particular product or goods is so important to the management of an organization to the extent that an employee may loose his job if such employee is not experience of the training involved. 
	Employing models of best practice to access staff development and training resources.
Building up modern and useful library of training resources for staff to use.
METHOD OF TRAINING AND DEVELOPMENT
The aspect tends to discuss various method of carrying out training and development for the staff in an organization.
According to Appleby (1981), says this is essential because organization differ in culture and in order to work out of training programme,  the training needs of each organization have to be assessed.
	The training methods through which an employee can be trained are follows:
On the job training
Off the job training
ON THE JOB METHOD INCLUDES:
i. Job rotation
ii. Programme instruction
iii. Apprenticeship
iv. Coaching
v. Committee assignment
JOB ROTATION: This involves moving staff systematically from one job to another sometime it allow for basic competency. The purpose is to make the trainee appreciate the interrelationship between each of several jobs.
PROGRAMME INSTRUCTION: This is designed for trainer to learn their own, that is self-learning instructional material in machine of programme and are arranged in text books in ascending order of complexity and mastery as one level is a pre-requisite to another level.
APPRENTICESHIP: It is a feature of both on the job and of the job techniques of training. It is combination of both theory and practical which includes: participation, logical progression, feedback and adequate time practice. 
COACHING: This is the training of subordinate by his supervisor. The supervisor guides the individual’s fond solution to their problem and setting the right example.
OFF THE JOB METHOD INCLUDES
i. Lectures
ii. Conference/ workshop
iii. Demonstration
iv. Films/ video tape
v. Vestibule training
LECTURES: This is method of training, which gives the trainer the greatest degree of control over the training situations. Its effectiveness can be assessed by objective test or knowledge.
CONFERENCE: This is a meeting of several people who come together to share experience on a common topic or problem with the aim of evolving a course of action for solving the identified problem.
WORKSHOP: This is teaching or learning situation where participant learn about operational problems in their specific field and tells the traines on how to do things usually physical skills. The learner is given the opportunity to perform the task after making errors and correcting them.
FILMS/ VIDEO TAPE: Films are shown to demonstrate appropriate behaviour or to communicate essential details of procedure videotapes are similar films in usage.
VESTIBULE TRAINING: This involves trainees learning in non-work environments in which equipment is similar to the ones that would be encountered on the jobs. In this technique trainees are equipped with preliminary learning experience prior to nay actual work practice.
EXTENSION/ CORRESPONDENCE SOURCE: Which employees undertake to upgrade themselves.
IMPACT OF TRAINING AND DEVELOPMENT IN AN ORGANIZATION
	In an organization where training and development is undertaken it is very necessary that the impact of such activity is felt conservating enough in her handling of materials. Therefore, training and development programme enable the employee to manage, the resource committed into hand, in such as way that wastage and spoilage will be minimized if it cannot be totally eradicated. 
OCCUPATION ASPECT: In the performance of th8e work committed to the employee’s hard training and re-training brings specialization in the employee’s work, which in turn increase the quality of the organization’s rate of productivity with this, the rate of labour turnover will reduce and the employee will be greatly encourage due to the fact that the organization will sure aims at motivating them in their line of duty.
ADVANTAGE OF TRAINING OF STAFF DEVELOPMENT
	There are number of advantages to be gained in training employee (i.e. both new and existing ones) the more an employee undergo training programme the more developed he/she becomes.
	Training is an advantage of staff development in that, it makes an employee who has benefited from training programme before to be re-trained again, thereby guilty more capability in line of duty.
	Also, training contributes more to staff development training or re-training exercise.
Learn new skills: Training and re-training enables staff to be acquainted with modern technological innovation applicable to their jobs and modern techniques of management. They thereby have the advantage of being within the existing system of the organization, due to the acquired knowledge or skill during training or retraining exercise.
Develop correct attitude to follow staffers and customers: Constant training and re-training programme boost the employee’s relationship with customers are taught during training and retraining programme which makes the organization to retain most of their customer’s patronage.
Gain more work quality: Training gives an employees special potential that makes the work are involved in to be of high quality. during retraining process the employees are being exposed to several skills and working techniques which makes what they do to be of high quality.
Gives and show employee’s undiscovered potentials:-  due to different kinds of exposure during training are show, and this thereby gives the employees  the chance potentials that he to discover some of his or her potentials that he/she has never be able to discover before.
Prepare for promotion: Training affords the employee the ability to prepare themselves for greater task ahead of them. it makes them to be capable of holding new management position in the organization effectively, have undergone a training programme, which makes the employee to be qualified for promotion in the organization .
Acquire high moral: Different situation should be combated using different approaches, reaction and attitude, which make and bring out productive result for the organization. Training give the employee the adequate experience for the work they are to perform, therefore they acquire high moral needed for the organization goal and objectives to be accomplished.
Satisfy the organization’s need: One of the primary role of training to staff development is that, it make available the require manpower needed expected in the organization, which will surely satisfy the main organization needs, manpower need may be in terms of technological experience in certain field like computer engineering automobile repair and so on.
Be motivated: Training and development of staff is also advantageous in that, it has the capability of motivating employees. When employees are re-training they acquire more knowledge and this makes them to be abreast of other employee in other organization that are not trained. Therefore they are to be motivated.
PROBLEMS IN TRAINING
Bienuenu (1965), observes some problems in training of staff development in an organization. They are as follow
	At times organizations water money by sending wrong workers for training.
Some of the organizations do not use these workers effectively after training.
	Some workers leave the organization after completing their training where by making the organization spending money without gain.
Many organizations lack enough capital to purchase necessary equipment or machine e.g. computer this makes trained workers loose interest in the display his/ her talent.
Some workers after benefit from the training organized by the organization they always put non challant attitude towards the organization because they believe that the organization will not like to loose them apart from the experience they have.
The organization will be considering the cost of the training.
Lack expert in the field of personnel management is one of the problems facing some of the organization.
Some themselves of the members of management allow themselves to be used by accepting bribe before sending any worker to seminar or conference.


















CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
The conduct of a worthwhile research work is used on figures and facts which need to be gathered. This chapter looks into ways and manners in which those necessary facts were gathered for this project work since data can be collected in various dimensions.
3.2 	RESEARCH DESIGN
A research design is the base plan which guides the collection and analysis of the research works. However, for the purpose of this research work, personal interview and questionnaires were used. The past record of international breweries industries were used. The questionnaires drafted include. What is the meaning of training to an individual its role in the organization, the importance to individual in the society. it’s contribution over the years, sources of generating finance, problem facing training development and why training fail in Nigeria from the respondents. General question were asked in semi- structured from so as to allow flexibility in answering the questions. Also technical question are structured and unstructured in such a way that options are agree, disagree e.t.c more so, questionnaire were drafted and distributed to the public and question naira for companies were also designed.
	The sampling method used for the purpose of this study is random sampling. This is done with the aims of covering as many respondents as possible so as to ensure that the facts are proving beyond or reasonable doubt. The random sampling method applied also give the researcher on open spaced to reach and gathered information as much as possible, which in no doubt has help tremendously in the course of this research work. However, the numbers of questionnaire sent out and those reserved will be discussed in the next chapter of this work.
3.3 	POPULATION OF THE STUDY  
A population may be simply referred to as collection of individual items either of people or object which is to be used in a given problem study. The study of population in this project rallies among the top, middle as well as the lower level management irrespective of the facts that this level of management is of great importance to this study, project it was impossible to cover the whole population of this sets of people in the organization, hence sampling was made use of.
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES
A sample can be referred to as given position of total population to be used for a given study. Hence, the procedure used in drawling a sample out of a given population is referred to as sampling. In this project work, a sample random of staff of Dangote Company were selected, given all the member of staff represented in the population of chance of his/her own sample to be selected. The reason for choosing this choice of sampling method was due to the fact that it is possible to cover all the population being chosen for this study.


3.5 METHODS OF DATA COLLECTION
	Primary data are records of an even in an organization. It is data collected by an organization for the use of the organization. The data is obtained directly from the field by researchers.
	Primary data are fresh data collected specially to solve the problem, they are data information which have to be collected for first time and they can be collected in either one or a blend of the followings.
	Secondary data extracted from the primary data (presumable by another body, person or the user) it is the total which purpose not directly from the field. It is a data collected for a purpose but are use for different purpose from that of a statistical enquiry. Most published data are in this category.
	Secondary data however can be gathered through secondary method of data collected for the purpose of this study work. We shall limit ourselves to secondary data collection.
3.6 INSTRUMENT OF DATA COLLECTION
The instrument adopted for the study is questionnaire method tagged the role of training and development in the achievement of organization objectives.
	The questionnaire are made up of two parts (A and B). the first part (A) deals with the respondents personal data such as names, sex, age and educational qualification. While the second part (B) contain structured question on training and development on worker’s performance.

3.7 METHODS OF DATA ANALYSIS
The data computed from the research field will be computed in percentage to show the proportional representation of items measured by various responses obtained. The use of percentage is appropriate since it brings out a glance, the overall result in relative proportion showing the position of respondents to issues in variable. The chi-square will be employed and decision rule for the establishment of relationship between the dependent and independent variables Is reached through the setting of the (HO) and alternative (HI) hypothesis. Furthermore, decisions are made relating the observed chi-square (X2O) and expected chi-square (X2E) at specific level of significant of 0.05 relative to the corresponding degree of freedom.
3.8 HISTORICAL BACKGROUND OF THE CASE STUDY
Dangote flour milk plc commenced operation in 1999, as a division of Dangote industry limited [DIL] one of Nigerians largest and fastest growing conglomerate, the following the statistics decision of dil to unbundle it various operation. Dangote flour milk was incorporated in January, 2006 when the federal high court sectioned a scheme of arrangement where  in all the asset and liability and also undertaken of the Er while flour division of Dill was transferred to Dangote flour milk.
	From an initial installed capacity of 500MT per dat and it Apapa mill, Dangote flour has extended rapidly by opening quick succession three other flow mills in Kano (2000), calabar 
(2011), and Ilorin (2005). Each these mills stated with an installed capacity of 500MT per day but all of them have subsequently expanded resulting in a total installed capacity of 5,000MT per day, distributed as follows:
Apapa 		1,000 MT 		Per day
kano 			500 MT 		Per day
Calabar 		1,500 MT 		Per day
Ilorin 			1,000 MT 		Per day
	These expansions were in response to a growing national demand for flour and based products in addition to the company’s drive for increased market share. Thus from a modest beginning the company has growing to become one of the industry leaders within a six years period. The company has 3 wholly owned subsidiaries namely: -
Dangote Agro Sack Limited
Dangote Pasta Limited
Dangote Noodle Limited
	In line with Dangote Industries Limited business philosophies of establishing a dominant presence in any sector it operate in these subsidiaries occupy leadership position in their respective industries.
BUSINESS
	The company is in the business of flour milling processing and marketing of branded flour. Its product port-folio comprises the following:
· Confectionery Flour
· Semolina and
· Wheat Offal (Bron)
	Wheat is transformed into high-quantity flour, by using state of the art plant and equipment backed by renowned technical expertise Dangote Flour Mills across the country equipped with the least flour milling technology available in the word.
COMPANY RAW MATERIALS
	The company import its principal raw materials wheat (the hard Red winter wheat No. 2 variety) from united state of America in shiploads, Wheat Silo trucks (also Dangote Industries Limited Owned) there after convey the Wheat to the inland mills to Kano and Ilorin.
	Aliko Dangote holds the position of chairman of the board of direction at Dangote Flour Mills Plc. In addition he occupies the post of Dangote group’s president and chief executive officer. He also serves on the board of National Council of Nigeria Vision, Mohammed Bello endowment for justice and jurisprudence, Kano foundation, the Nigeria Economic submit group African Petroleum Plc, National Investment Promotion Council and the heart of African (a management group on Nigeria Image Project) etc Alhaji Aliko Dangote Graduated in Business from Al – Azahar University Caire, Egypt.




NAME				CURRENT POST
Alhaji Aliko Dangote		Chairman of the Board
A. Samuel				Legal Advisor, secretary
Rohit Chavdhry			managing director
Shuaibu Idris				Executive Director
Olakule Alake			Director
Uzoma Nwankwo			Director
Sani Dangote				Director
Abdullahi Mahmond		Director
S. Teidi				Director
Abdul Dantana			Director 


CHAPTER FOUR
	DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION	
This chapter is basically divided into two (2) sections. The first section (A) deals with the general analysis of the bio-data of the respondents. While section (B) attempts to analyses the entire respondent.
A total of 50 questionnaires were distributed among the staff of Dangote flour mill plc, but only forty (40), from forty (40) respondents and these responses were used to analyses the study.
It should also be mentioned that the sample population was small, but for the time constraints, the researcher was left with no option than to make use of the data available also a simple percentage was used in analyzing the data in the questionnaire.
Finally, based on the respondents’ percentage, conclusion is being drawn on each of the table analyzed and this was also used as a basis of recommendation on the study.
4.2	DATA PRESENTATON, ANALYSIS AND INTERPRETATION
TABLE 1: DISTRIBUTION OF RESPONDENTS BY SEX
	SEX 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Male
	36
	92.5

	Female
	4
	7.5

	Total 
	40
	100


Source: Survey Research 2025
From the above data presented, the male respondents are 36 in number, which constitute 92.5% while the female respondents are just 4, represented by 7.5.
TABLE 2: DISTRIBUTION OF RESPONDENTS BY AGE
	AGE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Below 25
	-
	-

	26-35
	8
	20

	36-45 
	26
	65

	46-55
	6
	15

	55-above
	-
	-

	TOTAL
	40
	100


Source: Survey Research 2025
	From the above data, it could be seen that majority of the respondent fall wihti9n the age bracket of 36-45, which constitute 65%. This followed by respondent within the age bracket 26-35 which constitute 20% while those within the age bracket of 46-55 constitute 15%.   
TABLE 3: RESPONSE ON THE POSITION IN THE ORGANIZATION 4.5 BY POSITION
	POSITION 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Messenger
	5
	12.5

	Senior staff
	6
	15

	Supervisor 
	20
	20

	Junior staff
	9
	22.5

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, It could be seen that majority of the respondents fall within the position of supervisor which constitute 50%, this followed by respondents in junior staff “9” which constitute 22.5%, which the staff “6” constitute 15% and the messenger “5” which constitute 12.5%.
TABLE 4: EDUCATIONAL BACKGROUND OF DISTRIBUTE TO RESPONDENT	
	QUALIFICATION 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	WAECS
	-
	-

	O.N.D
	5
	12.5

	HND/B.SC/M/BA/PGD
	15
	37.5

	Professional certificate
	20
	50

	Total 
	40
	100


Source: Survey Research 2025
 	From the above table, it could be seen that out of the questionnaire sent to Dangote Flour Mill plc training centre, only 40 was returned. 40 questionnaires we have 5 for OND constitute 12.5% while the category of HND/B.SC/M.BA/PGD constitute 37.5% while the professional certificate have the major share of 20 constitute the half of the respondent which constitute 50%.
TABLE 5
Question 1
Have you attended any training programme organized by Dangote Flour Mill plc Ilorin training college?
	RESPONSE
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
	38
	95

	No
	2
	5

	Total 
	40
	100


Source: Survey Research 2025
	From the above table present, it can be seen that 38 respondents agreed that they have attended training programme organized by Dangote Flour Mill plc Ilorin training college. 38 respondent constitute 95% while those that disagree are just (2) respondent representing 5%.
TABLE 6
Question 2: Have you attended another course outside the one organized by the Dangote Flour Mill plc Ilorin training college.
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
	27
	67.5

	No
	13
	32.5

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, it can be seen that 27 respondents have attendant course outside the one organized by the Dangote Flour Mill plc Ilorin training college, which constitute 67.5%, while those that have not attended training outside the one organized by the Dangote Flour Mill plc Ilorin training college are 13 and constitute 32.5%. This goes along way to show that the organization is concerned with the training of its employees.
TABLE 7
Question 3: Have you been promoted since attending the course? 
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
	38
	95

	No
	2
	5

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, we could see that 38 of the respondent, which is represented by 95% were promoted after their training programme, while 2 of the respondent represented by 5% said the have never been promoted since attending training programme.
TABLE 8
Question 4:If yes, do you think the promotion is a result of this training?
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
	38
	95

	No
	2
	5

	Total
	40
	100


Source: Survey Research 2025
	From the table above, 38 respondents 95% strongly believe and agreed they have attended while the remaining 2, represented by 5% still maintain their stand that they have been promoted since attending training programme in the organization training college this shows that the organization has tried to an extent in boosting the moral of employee through promotion after training.
TABLE 9
Question 5: Do you think these courses are relevant to your job situation?
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
	38
	95

	No
	3
	5

	Total
	40
	100


Source: Survey Research 2025
As could be seen in the above table, 95% of the respondents rated the experience gotten from situations very high. While 5% rated it low. Thus, it is obvious that the experience that the experience gotten from the training programme has been very applicable to the job situation, which will definitely improve the productivity. 
 TABLE 10
Question 6: Do you think that training and development of staff employee can improve productivity activities?
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%)

	Yes
			27
	67.5

	No
	13
	32.5

	Total
	40
	100


Source: Survey Research 2025
	From the above table, 27 respondent representing 67.5% strongly believe that training and development of employee should lead to high productivity, while the remaining 13 representing 32.5% do not agree to this. Thus, training and development of an employee will lead to high productivity.
TABLE 11
Question 7: If yes there is positive effect in the employee productivity.
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	Yes
	34
	85

	No
	6
	15

	Total 
	40
	100


Source: Survey Research 2025
	From the above, 34 respondents representing 85% agree that training has positive effect on the employee has a positive effect on the employee productivity. 


TABLE 12
Question 8: Training and development of employee should lead to high productivity?
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	High motivation
	34
	85

	Job security 
	6
	15

	Enhance level of performance
	
	

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, it can be seen that 13 of the respondents representing 32.5% of the total respondent believe that through high motivation an employee training will increase productivity, while on the other hand, 15 respondent representing 37.5% of the total respondent believe that an employee sent on training will being about high productivity via job security. The remaining 12 respondents believe that while an employee is sent to training. It will enhance his level of productivity hence increasing productivity. 
TABLE 13
Question 9: Is productivity of employee before training low?
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	Yes
	28
	70

	No
	12
	30

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, it is clearly that productivity of employee before training is low, it can be seen that 28 of the respondent, representing 70%, while the remaining 12 do not agree to this respondent 30%. Thus, the productivity of employee before training is low.
TABLE 14
Question 10: What roles does Dangote Flour Mill play in training and development of employee?   
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	Fair participation 
	5
	12.5

	Average participation 
	10
	25

	Active participation 
	25
	62.5

	Total 
	40
	100


Source: Survey Research 2025
	As could be seen from the above table, 62.5% of respondents rated that Dangote Flour Mill active in training of personnel. While 22.5% rated as average participation, the remaining 12.5% rated as fair participation. Thus, it is obvious that the organization benefit from the training programme has been very attractive which will definitely encourage the organization to put in more on training programme for their personnel. 
TABLE 15
Question 11: Has the training and development increased, the employee productivity? 
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	Yes  
	34
	85

	No
	6
	15

	Total 
	40
	100


Source: Survey Research 2025
	From the table above, it can be seen that 34 of the respondents believe that training and development of employee increased productivity. While 6 respondents representing 15% do not agree. 
TABLE 16
Question 12: What is the actual performance of employee productivity before and after training?  
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE %

	Active performance 
	10
	25

	Fair performance 
	3
	7.5

	Average performance   
	27
	67.5

	Total 
	40
	100


Source: Survey Research 2025
	From the above table, it can be seen that 10 respondents representing 25% agreed that actual performance of employee’s productivity before training is encourage, while 3 respondents representing 7.5%. The remaining 27 respondents representing 62.5% agree that the employee productivity is at average capacity. 
	

CHAPTER FIVE
	SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS
	The purpose of this research work is to find out the impact of training and development of staff performance in the organization.
	This project work is being carried out to know hoe the training of staff in an organization affect their performance and the attainment of the organization goals.
	It is also to know the problem facing organization in terms of training of staff, the problem facing the staff training and development in Dangote Flour Mill plc.
	The research has shown the purpose of the study, which is to develop new employee knowledge, skill and attitude. 
	The study also make it clear that effective performance of training function by the development by the department and the achievement of organization goals and also to see how the training of staff in an organ man power, the productivities and effect on the employee performance and kill it conclude selection, replacement of staff, during training staff welfare motivation and stimulation of interest in the organization and job itself.
	Training and development as given by different authors shown how important is the training in the organization i.e. it allow the workers to have confidence to carry out responsibility of the job assigned to him respectively.


5.2	CONCLUSION
	In conclusion, one can say that there is great impact in training and development on staff performance in an organization but to be able to achieve this, there method is used in collecting information and fact were adopted. 
I used secondary source of data to carry out the option of staff in Dangote Flour Mill, Ilesha and I also make use of the library to build this data as well.
	There is a general feeling that training program improves employee performance motivation and job satisfaction. From the various scholar points of view, there is need to correct evaluation of training program before member of staff in an organization are sent on training program.
	In addition, the increase in productivity of the organization has been improved time without numbers.
This is simply achieved through the role of the staff training has played in the organization.
	Lastly, from the analysis in chapter four above started point, the individual organization should not hesitate in encourage the training and development of staff purposely be encourage increase in the volume of sales and profit margin to the organization. The management should make sure that it employee are well trained and developed and identifying the staff that need training and arrange for it at the right time.


5.3	RECOMMENDATIONS
	In view of the above, it his therefore, imperative that training and development be given perioty in all establishments.
	Every employee should be given equal opportunity of selected for training and development may not be over emphasized the policy will state the rules involved in selecting and sponsoring employees for training. And also, when there is a separate will be less delay in sending trainees for programmed.
	A career guidance and counseling unit should be established with the training and development for free counseling of staff.
	The company should systematically evaluate its training should be made a rule of routing since morning as been noted to a project incentive for worker.
	If there is automatic pay increase to officers that who want on courses the other staff member who have not benefited who be motivated to go training.
	However, the pre-independence period was characterized by an economic based largely on Agriculture and small-scale, one man industries and trading business, training and manpower development were then accorded little recognition as emphasis was place on the job training, infact the government’s main pre-occupation they was the maintenance law and other. The big business owned by the government and some private organization now seen all over the country were then not their. But with the advert of political independent 1960 came draft and transformation in the life style and social needs of the citizens. There emerged an urgent need for conscious and Ni vigorous efforts by government to develop a well framed work fore so that civil servant may be able to serves their follow citizens more effective and opportunity to add to their knowledge, skills and understanding necessary for the successful implementation of the country’s development plans.
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APPENDIX
							Department of  Business 
							Administration
							Kwara state polytechnic
							Ilorin,
							Kwara state
Dear Respondents,
I am a final year student of the department of business administration, Kwara state polytechnic, Ilorin.
A  part of the conditions for the award of higher national diploma (HND) in business administration, I am researching on the training as an effective tool for staff development in an organization. (a case study of Dangote Flour Mill Company Nig. Plc).
I will therefore be grateful if you could do me a favour in completing the attached questionnaire as objectively as possible.
Please be assured that any information provided in this regard will treated confidentially and used from the purpose of this academic exercise.
Thanks for your unreserved assistance.
Your Faithfully,
Adedolapo Stella Taiwo


QUSETIONNAIRE
SECTION A
1. Position in the organization:(a) Messenger (  )(b)Senior Staff( )(c)Supervisor (   ) (d) Junior Staff  (   )
2. Age distribution:  (a) Below 25(    )(b) 26-3 (   ) (c) 36-45 (  ) (d) 46-55 ( )  (e)56 and above (   )
3. Martial Status:  (a) Male (   ) (b) Female  (   )
4. Educational Background: (a)WAEC (   )(b)O.N.D( )(c) H.N.D/B.sc/MBA/AGD   (   ) (d)Professional Certificate   (  )
SECTION B
5. Have you attended any training programme organized by Dangote Flour Mill plc   (a)  Yes  (    )    (b) No  (   )
6. Have you attended another course outside the one organized by the Dangote Flour Mill plc Ilorin training college. (a)  Yes  (    )(b) No  (   )
7. Have you been promoted since attending the course. (a) Yes(    ) 
(b) No  (   )
8. If yes, do you think the promotion is a result of this training. (a)Yes(    )    (b) No  (   )
9. Do you think these courses are relevant to your job situation.  (a)  Yes  (    )    (b) No  (   )
10. Do you think that training and development of staff employee can improve productivity activities.  (a)  Yes  (    )    (b) No  (   )
11. If yes there is positive effect in the employee productivity?(a)Yes(   )(b) No (   )
12. Does training and development of employee should lead to high productivity? (a)  Yes  (    )    (b) No  (   )
13. Is productivity of employee before training low. (a)  Yes(  ) (b) No (  )
14. What roles does Dangote Flour Mill plc Ilorin play in training and development of employee.  (a) Fair participation  (   )   (b) Average participation  (    )   (c) Active participation   (   )
15. Has the training and development increased, the employee productivity? (a)  Yes  (    )  (b) No  (   )
16. What is the actual performance of employee productivity before and after training?  (a) Fair participation  (   ) (b) Average participation (    )   (c) Active participation   (   ).




