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CHAPTER ONE
[bookmark: _GoBack]1.1	INTRODUCTION 
		An attempt to ascertain the impact of training and development on workers performance in an organization must be locally stated with the definition of the technologies, training and development. Training and development can be defined as “any attempt to improve current or future performance by increasing worker attitude, behaviour or increasing his skill and knowledge it will hence for the lead to improved quality and quantity of work.   
Also training is the systematic process of development of employees’behaviour and attitude in a direction, to increase enterprise gone achievement. A formal training programme is an effort by an employee to provide opportunities for employees to acquire job related skill and knowledge. The reasons most frequently mentioned for training programmes are;   
· Improve quality quantity of output 
· Increased employee job satisfaction 
· Low turnover and absenteeism
· Prevent employees obsolescence 
		Obviously, training is an important activity what an organization can dispense with support uniting this view pigors and piyers that no organization can choose whether or not train employee’s, the only choice they can make is that of method. No one is perfect fact, every new employee, regardless of previous experience, needs training so as to be introduced to his new employers work environment and taught how to perform specific tasks.  
		As earlier mentioned, personnel training and development are directed for the service in order to achieve organizational goals which will result to growth and development. The rates at which workers are trained and development in organization does determine productivity and services.   


1.2	STATEMENT OF PROBLEM 
		The research work is to look to why some service organizations do not give serious concern over training particularly Kwara State Polytechnic some of the problem as been discussed as those; 
· The lost of training staff in the educational organization the training of staff in which involve organization of seminar, conferences and workshop seem to be highly expensive in the educational organization, have made the training of staff to be ineffective. 
· The attitude of workers after training: Some of the employees embark on the training on their selfish desire when the organizations send their employees on training some of them embark on their own selfish desire after achieving the aims of the training. 
· Employee’s competency: if the staff are not competent, the organization may feel that sending them to training will result to waste of resources and so the organization will rather reserve their money for other important aspect in the organization. 
1.3 RESEARCH QUESTION 
The research will find solution to the following question.
· Does training and development contribute to employees’ performance?    
· Does the organization need trained and developed staff? 
· Does the trained staff have any advantages over the untrained once? 
· Does the organization depend on its well trained staff? 
· Does the organization often make provision for the training of its staff? 
1.4	OBJECTIVES OF THE STUDY 
	The aims and objectives of the study are follows; 
· To determine how training motivate or improves workers performance in the cause or discharging his on her duties. 
· To refer solution and recommendation to the organization problems. 
· To examine the impact of staff training in any production organization. 
· To identify the staff training process in a service organization.
1.4 RESEARCH HYPOTHESIS
	 The research hypothesis used in this project is as follow:
1. Ho: the impact of training on workers performance in an organization is very vital.
2. Hi: the impact of training on workers performance in an organization is not very vital
1.6	SIGNIFICANCE OF THE STUDY 
This research would be of great importance to the institution under which the study is been carried out as study in general.  
It will assist the staff and management of the institutions to access the impact of the training and development in the institution. It also serves as reference material to students who wish to undergo research in related topics.    	
1.7	SCOPE OF THE STUDY 
The study focuses on the training and development of workers performance in the institution of Kwara State Polytechnic, it will also determine the overall objectives of institution, towards the already stated problems. 
Also, limitation of this study is to find out the research work to Kwara State Polytechnic. This is due to time constraint and information constraint. 
· Time Constraint: The time for the research is also limited and services as a restricting force toe the scope of outline.
· Information Constraint: Management of Kwara State Polytechnic were nursing the fear of releasing vital information for out consumption because of their being covered as official and confidential. 
 1.8	DEFINITION OF TERMS OF OPERATION TERMS 	
1. Training: This is the development of an individual of those knowledge in the process of learning skill that you need to know, it shows the fulfillment in a specific task. 
2. Effectiveness: This could be described or seen as the ability of workers produce or desire output or result that intended to it achieving organization objective to the standard having it at the time accurate and relevantly. 
3. Impact: This could be defined as the strong impression of effect which is being created to the institution or organization. 
4. Workers: This means all individuals that work in an organization and also receive wages or salaries i.e. being them casual temporary or permanent appointment. 
5. Staff: This is the process when the competent or qualified workers are selected, development and motivated for achieving the organization goals. 
6. Performance: This can be seen as human action to wards something or duties he/she were asked to do. 
7. Improvement: This is a change towards high quality performance of the workers in carrying out their duties.
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CHAPTER TWO
2.0	LITERATURE REVIEW
2.1	INTRODUTION 
This chapter will focus on the important of staff or workers development and training is all about, it also brings forward the reasons advanced by scholars on how importance workers development and training is an organization since poor performance of any institution is attributed to lack of trained staff or workers.
The future of any institution depends on the other hand depend upon his skill, to changing, knowledge and attitudes both employment and as updated from time to time. 
A well trained and developed workers or staff will easily help the organization to minimize the rough and unpleasant impact which the present economic situation has brought on most institutions. BEE (1991) in his opinion maintains that management of man is very important and challenging. It is very importance because it is a job not only managing at work but of administration of social system, the important of man is a challenging task because of man’s dynamic nature. Twolz persons one similar in mental ability, tradition sentiment and behaviors they differ wildly also in group and are subject to many and varied influence people have response they feel, think and act therefore they cannot be operated like a machine.   
2.2	CONCEPTUAL FRAMEWORK
2.2.1 TRAINING AND DEVELOPMENT 
Training is adopted by a person to increase his fifteen for specific activities while development is acquiring more skills, talents and knowledge in the area of specialization.
In the last decade management education training has become important in Nigeria National Education and Social Life for example, the centre for management development (ASCON) the Industrial Fund (ITF), the Nigerian College Strategy Studies (NCSS) and the Nigeria Councils for Management Education and Training present new potentially strong sources for influencing organization commitment in training institution accept the need for education of policy related indifferent ways to manage and execute development, also resources are been encouraged by the government (state and federal) and other bodies to augment development on an increasing scale. 
Various types of training and development: App by 1981:350) state clearly the types of training scheme that can be adopted for development staff. 
2.2.2	ELEMENT OF TRAINING
The enumerated four (4) key popular element of training; 
· Skill training 
· Induction training 
· On the job training 
· Further education 
Skill Training: The main purpose of this training is that they trainee will be able to do a job with skills and understanding and reach a high level of productivity. It was observed that the idea of one clerk or worker in the same level training each other has become an absolute method because it would not allow the other opponent employees (workers) to function as he supposed to because it will lead to teaching of indirect procedure and passing on a working habit.  
On the Job Training: Anybody that has just been thought new job no matter how rough is still a beginner. He may have master the normal routine (qualification) but you will face some quarries for some times on the job training is sees as the most popular in same organization.  
Further Education: It is assumed that only approved training scheme would contain on element of further education. At least each organization, if possible two or three of its staff to obtain a higher class of qualification than before every year. 
2.2.3	NEED FOR THE TRAINING DEVELOPMENT IN ORGANIZATION 
Before any organization can survive effectively the employee (worker) in that organization will have to be well trained, and developed so as for them to work effectively and efficiently so that the organization can effectively achieve their goals and objective. As early said, the meaning of training and development, but to Lara (1981) say development has a multi decisional concept which encompassed more than financial and material aspect of people life and life and the process involving the organization re-orientation of the outline economic and social system. To David Former (1981) training is a process whereby workers are shown and taught the necessary rudiment (first step or stage) of a particular job to achieve physical fit for the job. 
So therefore the need for training and development in an organization are as follow;     
· To enable the realization of objective and goals of the organization. 
· To enhance performance efficiency. 
· To improve productivity. 
· To assist in the formulation of the overall organization. 
· To enable an organization function, it has certain goals and objective which comes as a result of training and development. 
· To enhance planning and decision process. 
2.2.4	IMPORTANCE OF TRAINING AND DEVELOPMENT TO THE WORKERS AND THE ORGANIZATION.
Nicholas (1994) says the importance of training and development in an organization are as follows; training and development in an organization are as follows; 
· Higher Moral: When a worker is trained, he feel more proud and secure in his job. 
· To help the organization to see that each job is to be performed effectively and efficiently as possible and also ensures that there is a reserved of management replacement. 
· Reduction in Labour Turnover: Greater job satisfaction shows itself in lower labour turnover and less absent training makes a worker to be more stable on his job. 
· Reduction in Accident: Organization accident and damage is caused by inefficiency of employee (worker). To reduce the rate or accident, organization must train and develop their workers. 
· To improve productivity: An increase in skill and knowledge of employee (workers) usually result to higher output and performance of an individual in an organization. 
Reasons why workers are not been trained: according to Mr. Chane Homes (1990). He feels that “it is the job of the leader to motivate its subordinate and the management”. 
The reasons for not training employees (workers are as follows; 
· Lack of finance from the organization to send their workers on training in another country is one of the reason why they do not send the worker on training. 
· Some employees may decide to change organization after gaining that knowledge from the training which the organization spends money and resources. 
· Employee’s competency is also another reason why organization fails to send their workers in the sense that, if workers are not competent, the organization may feel that sending them 70 training will result in a waste of resources and so they will rather be reserve, they are for other important aspect in the organization. 
2.2.5	METHOD AND TECHNIQUES OF THE TRAINING AND 				DEVELOPMENT:
The method and techniques of training and development or developing a worker and be over emphasized before an organization is able to achieve it goals and objectives, the organization has to use some method and techniques in training staff (workers). 
	Some of the method and techniques use by organization in training and developing the worker or staff are as follow; 
· Job rotation 
· Job instruction training 
· On the job training 
Job Rotation: This is a training device that make it necessary to move the training form one department or unit to the other to master what goes in that section the essence of the program is to broaden his experience in different job. 
Job Instruction Training: A man may attend course in the organization and outside the organization, but his development may not be completed unless he has the opportunity to perform on the job to carry out responsibility of the job which of greatly on development of an employee (worker). It is therefore the duty of management to use this important means to service himself and the workers. 
On the Job Training: This is the most popular and in some cases they only form of training programme used by some organization. Out of 50 employee (workers) responding the question of training 90% said, that on the job training is the best and effective for an organization. 
2.3	THEORETICAL FRAMEWORK
		There are many theories used in explaining the impact of training and development on workers (staff) performance is on performance and productive, both in skills, knowledge attitude and minimization of wastage with those objective in mind, one is convinced that it is very necessary that the organization should train and develop their workers (staff) manpower need and skills, if they will impact high productivity as needed by such organization. It is well known fact that without adequate performance of staff, the organization will not survive, their survival therefore depends on the quality and development of staffs. All these cannot be achieved without adequate knowledge and skill coupled with the right attitude acquired through training and staff development. 
Edger’s (1970) “mention that the most lasting and meaningful development occur when directors and workers (staff) actually use new approaches acquire through training in accomplishment or specific performance. 
A director should therefore utilize all the available resources to help the organization to produce the needed services. This is because the basic need of training workers in an organization is to know how to reduce the cost of labour, so that the organization will achieve its objectives, new when these are not meet organization conflict may rise which will in turn affect the output of the organization. As Kwara State Polytechnic Ilorin, without good staff training development, the institution will have been producing wreak and low student but with good training and development of staff to the institution is producing high class student.   
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CHAPTER THREE
3.0	METHODOLOGY 
3.1	INTRODUCTION 
		The term research methodology is used within the con-text of this research study to describe all activities involved in the collection of all necessary data and information required for the work, such as research design, and method of administration of questionnaire, administration of data analysis and the research problems.
3.2	SAMPLE AND POPULATION OF THE STUDY SAMPLE SIZE 
		This consist of the portion of the population which will serve as representation of the population, using the random sampling in which each sample element has known and equal probability of being selected bearing in mind every possible defect that might occur during the research, 70 of questionnaire where distributed at random, only fifty volunteered to fill the questionnaire the survey population is 35 respondents (senior staff) and 15 junior staff of the institution.
		For the questionnaire both structured and unstructured questionnaire were drafted for this study with this questionnaire a list of alternative answers are provided, this reflect their views. The structure questionnaire are general open ended in which respondents are to freely and briefly express their opinion in the space provided., the method is fairly inexpensive and has greater research ability.
POPULATION 
		This entails the overall coverage of the research work in terms of whom to be surveyed. The population for this research work cover the entire staff of Kwara State Polytechnic, Ilorin which are at a random amount. 
3.3	SOURCES OF DATA/DATA COLLECTION INSTRUMENT 
		The researcher employed the two major available sources of data collection i.e. surveying for data collection and this is primary sources and secondary source. 
Primary Source: This are the raw of fresh data collected by the researcher himself for the use of questionnaire and for specific purpose of the project work. It includes the use of questionnaire and interview. 
Interview: This is a physical contact between the researcher and the respondent. 
Questionnaire:  This has to do with setting of question to be answered by the respondent. 
Secondary Source: These are the data that have been collected by other people and document by them, this include relevant textbooks, newspapers, and journals which are consulted for information on this study the data analysis was carried out in Kwara State Polytechnic, Ilorin. However, the various answers given by the respondents in the questionnaire will then be analyzed. 



3.4	METHOD OF DATA ANALYSIS 	
		This involves the use of statistical tools use in the analysis of data collected. In this research work the use of table analysis and sample percentage method adopted to method analysis and interpret data from their inference will be drawn in the study the formula use in the analysis is shown below; 
Frequency = TheNumber of Responses X 100
			     Total response                 1
The main and basic instrument adopted in the collection of data are questionnaire, interview, textbooks, internet and use of other relevant documentary report made available by the respondent. 
3.5	RESEARCH PROBLEMS 
		In the process of carrying out research on this study, there were various problems encountered by the researcher and among those problems were;  
· The fund for the research was not enough to carry out the research very well, which is due to general poor state of economy of the nation. 
· Refusal of the top executive and some other official at the west African schools and Kwara State Polytechnic Ilorin in giving their full support and maximum cooperation. 
· The data were not easy to collect because they believed the researcher will expose their data to the public however some other information have to be printed out from Kwara State Polytechnic, Ilorin official website and this also poses challenges to the researcher. 
· Limited time was granted to the researcher to go through the provided documents by the administration unit. 
3.6	INSTRUMENT OF DATA COLLECTION
The research instrument used in the questionnaire method. This contains question on demographic data and research questions relating to the project topic the questionnaire was supplemented with other primary source of data such as personal interview and observation.
3.7	HISTROCIAL BACKGROUND OF THE STUDY
		There is not doubting the fact that a robust technical education remains the pivot upon which a solid technological growth of any nation could be founded bearing this in mind the Kwara State Government established the Kwara State Polytechnic, as a part of the launching of its four year development plan in 1971. It was based on the promulgation of the Kwara State No 41972 (now taken by Edict No 21 of 1984 and edict No 13 of 1987) as a body corporate empowered by statute to carry out the following important functions. 
· To provide for studies, training research aid development of techniques in Arts and Languages. 
· To provide training in Applied Science. 
· To provide training engineering.
· To provide training in management and commerce education. 
		The Kwara State Polytechnic started from the government technical, training school which was upgraded to a college of technology. This later metamorphosis into Kwara State Polytechnic through Edict no 13 of 1987, at his speech during the first graduation and presentation of certificate ceremony of the school of basic studies on the 12th of December 1974. The then military governor, Brigadier General D.L Bamigboye further stated “early in the life of this state my government sawayearing need for an institution of this nature to meet the challenges of our state of development and was determined to meet its need”. 
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CHAPTER FOUR
4.0	DATA PRESENTATION, ANALYSIS AND INTERPRETATION FINDINGS 
4.1	INTRODUCTION 
		The aim of this chapter is the presentation of data collected during research carried out the data where properly analysis to ensure meaningful information from the respondent who are strictly base on response from the respondent who are administered in the questionnaire they are arranged in tabular form and written percentage for better interpretation and conclusion. 
4.2	BRIEF HISTORY OF THE CASE STUDY 
	The Kwara State Polytechnic, Ilorin was established in 1971, as a part of four year development plan and was empowered by statute to carry out various important functions i.e. to provide for studies training research and development of techniques in Arts and Languages, to provide for training in engineering etc. 

4.3	PRESENTATION OF DATA 
		This chapter presents the research findings and also analyze the data collected through the use of questionnaire at the end the research would be tested. This data will be presented for test and easy comprehension already indicated in chapter three
QUESTIONNAIRE DISTRIBUTED
Question One: What are the advantages of training and development? 
Table 1
	Options 
	Response 
	Percentage (%)

	Enhance Efficiency 
	7
	14

	Increase Productivity 
	25
	50

	Create Job Satisfaction 
	15
	30

	Result in Sense of Belonging 
	3
	6

	Total 
	50
	100


Source: Field Survey, 2021
From the above table it could be seen that seven (7) respondents (14%) agreed that advantage of training and development enhance efficiency, 15 i.e. (30%) are in the view that training and development create job satisfaction, three respondent result in the sense of belonging of the worker, 3 i.e. (6%) while 25 i.e. (50%) accepted that training and development increase productivity this implies that the percentage of increase productivity supersede others. The workers of the institution should be trained. 
Question Two: Analysis on why workers are not willing to attend training programs. 
Table 2
	Options 
	Response 
	Percentage (%)

	Lack of require educational background 
	30
	60

	Ground family 
	10
	20

	Believe in work experience 
	10
	20

	Total 
	50
	100


Source: Field Survey, 2021
It is obvious from the above table that 30 i.e. (60%) respond in the option that worker refuse to attend training programme due to lack of required educational background, 10 i.e. (20%) respond are also of the view that worker do not want to attend training because of their family conduction, while 10 i.e. (20%) says that workers refuse to attend training program due to the leave that work experience is better than training which means that they like their work than to go for training and acquire more knowledge.  





Question Three: Does the institution realize their worker for training? 
Table 3
	Options 
	Response 
	Percentage (%)

	Agreed
	35
	70

	Don’t agreed 
	15
	30

	Total 
	50
	100


Source: Field Survey, 2021
	From the above, it shows that 15 i.e. (30%) respondent disagreed that the institution does not real workers for training, while 35 i.e. (70%) agreed that workers are realized to go for training in the profession. 
	This implies that the institution should realize their workers for training. 
Question Four: Is there any budgetary allocation for training and development in the institution? 
Table 4
	Options 
	Response 
	Percentage (%)

	Agreed 
	40
	80

	Don’t agreed 
	9
	18

	I don’t know 
	1
	2

	Total 
	50
	100


Source: Field Survey, 2021
	From the above table 45 (70%) agreed that there is budgetary allocation for training and development while 51 i.e. (30%) disagreed that there is no budgetary allocation for training and development in the institution. Those that disagreed show that, the institution does not consider training has something useful to the progress of the institution out the majority carries the vote.  



Question Five: 
Table 5
	Options 
	Response 
	Percentage (%)

	Agreed 
	40
	80

	Don’t agreed 
	9
	18

	I don’t know 
	1
	2

	Total 
	50
	100


Source: Field Survey, 2021
	From the above total 40 (80%) agreed that the institution release enough find for training and development, 9 (18%) are of the option that the institution do not release. 
	Enough find for training and development, while 1(2%) do not know due to their indifference nature of training and development. 


Question Six: Does the institution have specialist that carry out special programs for her workers? 
Table 6
	Options 
	Response 
	Percentage (%)

	Agreed 
	40
	92

	Don’t agreed 
	4
	8

	Total 
	50
	100


Source: Field Survey, 2021
	From table, 46 (92%) of the workers agreed that the institution has specialized that carry out this program due to the fact that training and development increase productivity in the institution and the specialist will training them according to required objective of the institution while 4 (8%) disagreed with this. 


Question Seven: Does the productivity of the institution depend on its well trained staff (worker)? 
Table 7
	Options 
	Response 
	Percentage (%)

	Agreed 
	48
	96

	Don’t agreed 
	2
	4

	Total 
	50
	100


Source: Field Survey, 2021
4.4	ANALYSIS OF DATA
	A total number of seventy (70) questionnaire were distributed but only fifty (50) were responded and returned back from the table above it show that 48 i.e. (96%) agreed that the increased productivity of the institution depends on its well trained staff while 2 (4%) disagreed. This implies that the productivity of the institution depends on its well trained staff from the percentage shown. 
4.5	TESTING OF HYPOTHESIS 
		Hypothesis testing has to do with the preliminary analysis planning; the purpose of the hypothesis testing is to determine the accuracy of your hypothesis due to the fact that you have collected accuracy data, not a census. 
		Training in any organization must be 100% and at least every employee must possess 80% of it in order be able to work perfectly and effectively to the progress by which employee learn skills, knowledge abilities or attitudes to further organizational and personal goals these include house training in services on the job exchange programme, oversea training etc. 
		Hypothesis testing on the impact of training on workers performance in an organization is a follows; 
· To determine promotion among workers in an organization. 
· To separate the serious workers from the weak one’s.
· To separate the superiors and the inferior in an organization.  
· To know what is expected of them to do.
· To know the worker that is qualified handle a special post. 
4.6	SUMMARY OF THE CHAPTER 
	This titles of this project is “the impact of training and development on worker performance” the purpose of this study is to ascertain the importance, types and strategies of training and development which will produce insight that place a real economic value upon training effect in an organization. 
	This issue introduces Training Impact Evaluation (TIE) the process is designed to help the organization identify and strengthen the link between training and staff performance, it describe the benefits of conducting a Training Impact Evaluation (TIE) using the evaluation process. 
	The issue offers practical suggestion for collecting, analyzing and interpreting data on the trainee performance in the organization. It can conclude and suggest for ways that the organization can use the information to make recommendation to decision makers, to improve training courses, and to seek management solution to performance problem. 
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CHAPTER FIVE
5.0	SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1	SUMMARY OF FINDINGS 
		This study is mainly concerned with the analysis of the impact of training on workers performance as further examines statement of the problems, objective of the research work, research question, and scope of the study, limitation of the study and definition of terms. 
		The method and source used in gathering the data in this research work involved the use of questionnaire it specifics the use of questionnaire for the collection of primary data from the respondent, furthermore, the purpose of the research work is to assist organization to achieve their set goal and objectives. 
		Considering the various question asked on the impact of training on workers performance in an organization, it was realized that it is very essential and important to undergo training before acquiring any job, so as to have a wider scope or experience in any organization we find ourselves.   
5.2	CONCLUSION  
		The findings of this study is based on data collected and literature reviews which show that management of Kwara State Polytechnic believe that training and development improves productivity performance in the organization. 
		Therefore, there is need to improve on the problem affecting training activities in order to make work more efficient and effective for the smooth running of the organization. 
5.3	RECOMMENDATIONS 
		The findings of the study were however, limited in terms of sample size and variable considered produced sufficient information relative to the factor influence the investigation conducted the researcher recommended that a fellow up study is conducted in each area of training and human development and institution. It will help the organization to make reasonable decision or improving and undergoing training program for staff of Kwara State Polytechnic based on the findings of the study were recommended. 
		There should be well defined and articulated policies on worker nomination for training program. The cost of training workers should be reviewed constantly to management in order to ensure adequate realization of training. 
		Nomination workers would be informed in good time to enable them take necessary presentation in seeking admission. There should be enlightening program to educate and induce worker on the importance of training and development should be reviewed in love with the cost. 
		Short term courses like summer workshops and conferences should be organized more presently internally and externally. Workers that have undergone training and development should be given a free hand in performing higher view responsibilities cut-across all cadres of the organization as computer knowledge is the thing to lay all aspect of organizational tasks. There is not doubt that the management of Kwara State Polytechnic would implement the above mentioned recommendation, there would be a tremendous improvement on personnel training and development which will go a long way in enhancing productivity, performance thereby realizing the objectives of the organization. 
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