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CHAPTER ONE
1.1 INTRODUCTION
	The need for employee retention has encouraged the employers to pay attention towards employee development through training in order to keep them motivated.
	Training with development as a function of human resource management is concerned with organizational activity aimed at bettering the performance of individuals and groups in organizational settings. For the organization, training and development leads to improved profitability while cultivating more positive attitudes toward profit orientation. For the individuals, training and development improve job knowledge while also helping in identifying with the goals of the organization. Training and development can be defined as the planned learning experiences that teach employees how to perform current and future jobs.
	According to Raja, Furqan and Muhammad (2011: P. 7), training and development have become the most important factor in the business world today, because training increases the efficiency and the effectiveness of both employees and the organization. Training is a systematic restructuring of behaviour, attitude and skills through learning, education, instruction and planned experience. Training is designed to change or improve the behaviour of employees in the work place so as to stimulate efficiency. The cardinal purpose of training is to assist the organization achieves its short and long term objectives by adding value to its human capital. Training and development are not undertaken for the sake of training, but rather are designed to achieve some needs.
1.2 STATEMENT OF PROBLEM
	Training and development play a vital role in any organization today. The Hospital and Medical center sector is one of the fastest growing sectors of the global economy. It is also among the top-job creating sectors because its labor intensive nature and the significant multiplier effect on employment in other related sectors.
	There are various forms of training carried out at Radisson blu hotel, this study however seeks to examine how the various training has helped in developing staffs and also improving their performance on the job. Debra and Ofori (2001: P. 217) explained that despite the increasing effects on training of organizational employees, there is still limited literature on human resource development issues in developing countries. Despite the fact that training and development is well planned and systematic in Kwara State Polytechnic , it still have issues of employees still not performing up to standard operating procedure in the work environment. Some of the employees have not enhanced their skills and abilities to enable them to be effective and efficient on their job duties. Overtime, there have been complaints from the management and some of the clients about some employees‟ performance and attitude towards the job, it has however been an issue to ponder on that despite several training undergone in the organization there are still some employees that the performance has not improved.
The motive behind this study is to understand and know the reasons why training and development do not have any impact on some employee‟s performance in Kwara State Polytechnic, Ilorin.
1.3 RESEARCH QUESTIONS
This study seeks to provide answers to the following questions:
i.)	Does New Hire Orientation training have impact on employees‟ performance in Kwara State Polytechnic, Ilorin?
ii.)	Is there any impact of Yes I Can training on employees‟ performance in Kwara State Polytechnic, Ilorin?
iii.)	Have employees performance improved due to the Standard Operating Procedure
training in Kwara State Polytechnic, Ilorin?
iv.)	Does Responsible Business training have impact on employee performance in Kwara State Polytechnic, Ilorin?
1.4 RESEARCH  OBJECTIVES 
General Objective
The main objective of this study is to determine the impact of training and development on employee performance in Kwara State Polytechnic, Ilorin.
Specific objectives
i.)	To identify the impact of New Hire Orientation Training on employees‟ performance ii.)	To examine if Yes I Can training have impact on employees performance
iii.)	To investigate the effects Standard Operating Procedure Training on employees performance
iv.)	To determine the impact of Responsible Business Training on employees performance
1.5 RESEARCH HYPOTHESIS 
Hypothesis 1
H0: New Hire Orientation Training does not have any impact on employees‟ performance in Kwara State Polytechnic, Ilorin   
Hypothesis 2
H0: Yes I Can training does not have any impact on employees‟ performance in Kwara State Polytechnic, Ilorin   
Hypothesis 3
H0: Standard Operating Procedure Training does not have any impact on employees‟ performance in Kwara State Polytechnic, Ilorin   
Hypothesis 4
H0: Responsible Business Training does not have any impact on employees‟ performance in Kwara State Polytechnic, Ilorin   
1.6 JUSTIFICATION FOR THE STUDY
	The development of any organization depends on its employees. For organizational productivity training and development assume great significance. Training and development play an important role in the effectiveness of organizations and to the experiences of people in work. Training has implications for productivity, health and safety at work and personal development. All organizations employing people need to train and develop their staff. Most organizations are cognizant of this requirement and invest effort and other resources in training and development Training is the act of increasing knowledge and skills of an employee for doing a particular job. It utilizes a systematic and organized procedure by which learns technical knowledge and skills. It also means that operational personnel, employed in the organization‟s main business functions, such as production, maintenance, sales, marketing and management support, must also direct their attention and effort from time to time towards supporting training development. As important as training is to organization, with the effort of Kwara State Polytechnic, Ilorin    in putting in place different training programs no research has been carried out to examine their effects on employee performance in the company. Therefore, this study tries to determine the impact of training and development on employee performance in Kwara State Polytechnic, Ilorin .
1.7 DEFINITION OF TERMS
Training: It refers to learning activities carried on for the primary purpose of enabling members of an organization acquire and apply the knowledge, skills, abilities, and attitudes needed by a particular job.
Development: It is a broad ongoing multi-faceted set of activities, which covers not only activities/skills which improve job performance, but also those activities which bring about growth of the personality, help individuals progress toward maturity and actualization of their potential.
Employee performance: It is defined as the outcome or contribution of employees on the job to make them achieve organizational goals. Performance is the achievement of specific tasks measured against predetermined standards of accuracy, completeness, cost and speed. Employee performance can also be defined as employees using their skills, ability, and competencies to perform the assigned task required by their subordinate with effectiveness and efficiency
Employee Performance Management: It can be seen as a process for establishing a mutual workforce understanding on what is to be achieved at an organization level. Employee performance management is also a process by which the employees skills, competencies, knowledge are aligned to meet to the strategic objectives and priorities of the organization.

CHAPTER TWO 
LITERATURE REVIEW
2.1 CONCEPTUAL AND THEORETICAL REVIEW
	Chandrasekar (2011: P.17) explained that, workplace have two types of impact on employees‟ moral, productivity and engagement positive and negative, if you give a good work environment the effect will be positive. According to Garavan (1997: P.32) without any pre-training employee cannot perform easily. According to Flynn et al. (1995:659) organizational goals can be achieved effectively if employees of those organizations are provided sufficient training and development. Training and development should have significant role  for the development of employee‟s performance. According to Drucker (1999: P.69), the one contribution a manager is uniquely expected to make is to give others vision and ability to perform.
Benefits of Training
	The purpose of training is mainly to improve knowledge and skills, and to change attitudes or behaviour. It is one of the most important potential motivators which can lead to many possible benefits for both individuals and the organization. According to Cole (2002: P.330) training can achieve:
a) High Morale: Training not only improves the basic skill and knowledge of employees but also moulds their attitudes towards organization's activities and generates greater loyalty.
b) Higher Productivity: Training provides opportunities for employees to learn different skills, knowledge and technical know-how. This enables them for better performance in the actual work place thereby leading to increase quantity and quality of output.
c) Quick Learning: A well planned and systematic training program provides opportunity for trainee for quick learning because, it reduces the time and costs involved in training.
d) Better Management: A manager can make the use of training programs for better management of organizational activities. It facilitates overall management functions by providing efficient and capable human resource.
Methods of Training
	The selection of method for training need to be based on identified training needs, training objectives, an understanding on the part of the trainees, the resources available and an awareness of learning principles. According to De Cauza et al (1996: P.70) the most popular training and development method used by organizations can be classified as either on-the-job or off-the-job. In Kwara State Polytechnic, Ilorin   , the on-the-job training is more embraced. According to De Cauza et al, there are a variety of training approaches that managers can use and these include:
· On-The-Job Training
	This is the most widely used training method; on-the-job method of training is simple and less costly to operate. Observing this method critically, the training places the employee in actual work situations and makes them appear to be immediately productive. The method is suitable for imparting operative or technical skills to operative personnel. This places the employees in the actual work environment and trainees are provided with knowledge, skill and abilities of performing different tasks. There are three common methods that are used in on-the-job training and these are; apprenticeship, mentoring and job rotation
i.) Apprenticeship: it is a popular method of teaching new skills and methods to employees. Here the now employee observes a senior experienced worker and learns what to do. The advantage here is that this method is tried and tested and fit the requirements of the organization. The disadvantages are that the senior worker is not usually trained in the skills and methods of training therefore it can be a process that may be time consuming as a new comer struggles to cope with the senior worker‟s explanations.
ii.) Mentoring: This system the senior experienced worker acts as an advisor and protector to the trainee and also takes charge of the training and development of the new employee
iii.)      Job rotation: Job rotation is another form of training that became popular in the 1970s to help relieve boredom and thereby raise the productivity of shop floor workers. It is a management technique used to rotate incumbents from job to job or from department to department or from one plant to another in different geographical areas. This usually aims to give trainee managers a feel for the organization by giving them the experience of working in different departments

· Off-the-job Training
This is another method of employee training which is concerned with the arrangements organized away from organizational work station. The trainees focus on learning experience by going under training outside the organizational work place. The trainees are removed from the stress and demands of workplace as the training program is organized away from organizational workplace. The following are examples of this method of training:
i.) Vestibule training: This method of training is where the worker is trained to use machine o r perform a task similar to the ones in the real work situation. Under this method of training, the training program is conducted out of the job in an area separate from the work place under the supervision of a skilled instructor. After going through the vestibule training for a specified time period, the trainees are expected to apply their newly acquired skills when they are assigned to their real job
ii.)   Case study method: Case study deals with any problem confronted by a business which can be solved by an employee. The trainee is given an opportunity to analyze the case and come out with all possible solutions. This method can enhance analytic and critical thinking of an employee.
iii.)    Business Exercise: In this type of training exercise, the work situation is stimulated and the trainees are presented with reports, correspondence and memoranda, as in a real work situation, to handle. Business exercise training helps employees to develop decision-making, time management, planning and communication skills.
Training Process and Steps involved
Training is a step-by-step process that will complete only after successful completion of given sequential activities. Past literatures on training indicate that, training in an organization involves systematic approach which generally follows a sequence of activities involving the establishment of a training policy, followed by training needs   identification,   training plans   and programs design and implementation, evaluation and training feedback for further action. An effective training program is built by following a systematic, step-by step process which includes the following:
i.) Identifying and assess Training Needs: Employee training needs may already be established in the organization‟s strategic, human resources or individual development plans. Training need is a difference between standard performance and actual performance.
ii.) Establish specific objectives: The gap identified should be analyzed, prioritized and converted into the organization‟s training objectives. Training program will be developed to bridge the gap between the standard performance and actual performance.
iii.) Select appropriate methods: An action plan is created to identify and determine the training objectives. There are various training methods available but their suitability is judged as per the need of organizational training needs.
iv.) Implement Training Initiatives: Program implementation includes the scheduling of training activities and organization of any related resources. This stage brings the training program into existence. The prepared plans and programs are implemented to get the desired output. Employees are trained to develop for better performance of organizational activities.
v.) Evaluate Program: The entire program should be evaluated to determine if it was successful and met training objectives. It refers to the training utility in terms of effect of training on employees' performance.
vi.) Feedback: Feedback is obtained from all stakeholders to determine program and instructor effectiveness. Analyzing this feedback will allow the organization to identify any weaknesses in the program.
Employee Development
	One of the most important functions of Human Resource Management is employee development. Antonacopoulou (2000: P.498) defines Employee development as a means to develop the abilities of an individual employee and organization as a whole. In every organization the success is tremendously relayed on its employees. However, there are different other aspects that perform a major part; an organization need to ensure efficient employees in line with financially dominant and competitive in the market. Organizations want to have the employees, who are capable to swiftly adjust in continuously fluctuating business environment. Most companies are investing a lot of money on the training and development of employees in order to remain competitive and successful.
Importance of Employee Development
	The importance of developing employees‟ skill is rapidly growing and organizations are using this to compete with their competitors in the market. According to Antonacopoulou (2000: P.498) employee development activities are very important for the employees, as the activities are performed, it indicates that organization cares about their employees and wants them to develop. Many organizations are contributing towards the employee development activities, it enables the employees to work hard, utilize their full skills and efforts to achieve the goals of the organizations.
2.2 TRAINING AND DEVELOPMENT
Training and development is one of the imperatives of human resource management as it can improve performance of individual in the organization. The processes of increasing employees‟ capacity to take action, organizations are becoming more focused with organizational learning and collective development. Organizational learning can be described as the efficient procedure to process, interpret and respond to both internal and external information of a predominantly explicit nature. Easterby-Smith et al (1999: P.2), describes the emergence of the concept of organizational learning as central on the idea that advocacies of learning are tended to its commercial significance and are lacking of empirical information on learning processes. Closing the performance gap and growth gap is now a critical area of human resource development for organizations to continuously penetrate the market. The gap basically threatens the productivity and competitiveness both in organizational and operational levels. Kwara State Polytechnic, Ilorin    has cultivated the concept of training and development of the employees. During the course of this research previous discussion between scholars and professionals was discovered, that training and development program has effective impact on objectives of employee and organizations. Some of the scholars suggest that training opportunities increase in high employee turnover whereas the other claimed that training is an instrument which is beneficial for employee retention. Most writers agree that employee training is a complicated human resource practice that can expressively influence on the accomplishment of the organizations.
Smit et al (2003: P.336) described three methods for identifying needs: the generic methods, performance analysis, and competency assessment. Where performance analysis focuses on deficiencies or problems, competency assessment focuses on opportunity for improvement. Trainers identify how they believe people should perform and then design a training program to give the workers the skills they need. According to Byrne (1999: P.104) Training and development has been acknowledged to be a very important component of organizational performance, it is not an end goal rather training is characterized as a means to an end, the end being productive, efficient work organizations, populated by informed workers who see themselves as significant stakeholders in their organizations success.
Goldstein et al (2002: P.124) defined Training as an organized method of learning and development which expand the efficiency of individual, group, and the organization. Development means leading to gaining of new abilities and skills for personal growth of employees.
Training and development programs
Training must be addressed in such a way that it covers the employees‟ performance- development needs and is in accordance with their job descriptions. Globally different companies provides training and development program to their employees for the improvement of their skills and abilities. Kleiman (2000: P.70) described that the essentials parts of a worthy employee training program are constructed on orientation, management skills, and operational skills of employees.
The employee and the employer have to work together in order to determine the employees gap. The training method will be identified, need to suite the particular gap. The employee should be accorded the responsibility to make decisions regarding the training, while employers should provide their employees with opportunities to improve their background skills so as to enable them to adjust with more complex situations.
According to Kottke (1999: P.532), employee development programs must be comprises with core proficiencies, appropriate structure through which organizations develop their businesses at corporate level. Technical training program for employees raise their job satisfaction and help to understand the culture of organization, which lead to the success of the organization. Employee will be more productive, if companies provide them training as per the requirement of the job. Noe et al. (2003) explained that, there must be a collective responsibility held by the employer and the employee in the education process of the employee. The first step, the employee must carry out self-assessment, where the employee is expected to identify the opportunities and needs for improvement. The second step is a reality check where the employee identifies which needs can realistically be developed. The third step is about goal setting. At this stage, the employee identifies goals and methods in order to determine progress towards the goal. The final step consists of action planning, which enables identifying a time frame in order to reach the desired level of development.

Factors Hindering Training and Development
According to Robbins et al. (2003: P.231) many employers are not in support of training and development initiative because they assume employees should have gotten enough training from the institutions, most employers consider that it is the responsibility of the employees to learn how to do their job so that they are hired, training and development programmes are regarded as an expense which it is difficult to convince shareholders to approve.
The researchers (Robbins et al., 2003: P.401) also added that, if training and development are delivered the right way and at the right time it will provide substantial returns for the employer in terms of increased productivity, knowledge, loyalty and profit. In spite of the innumerable reasons and benefits derived from training, in most cases training and development programmes fail. This is regardless of whether the courses were attended in the best universities or delivered by the most prominent trainers.
Perry (2007: P.282) and Kleiman (2003: P.389), addressed the failures of training and development programmes in greater depth. In these two works, the first reason identified for the failure of training and development programmes stems from the training objectives not being aligned with the business needs. If the root of the problem of poor performance, for instance, it is related to factors such as reward systems, job design and motivation, which are not related to training, training will be pointless.
Furthermore, the absence of objectives to provide direction and focus, training will certainly not succeed. Training and development should include a focused process that allows the employee to ponder desired results. Objectives afford important direction and focus for learning the final product, which is a change in job performance. Researchers also hold that when training is too expensive if compared to its short-term return on investment, then companies may consider it a failure and, therefore, unacceptable. However, the long-term pay-off may be rewarding. Training will be worthless if the participants regard the training programme as a mere event without any change to their behaviour. Whenever training is considered as a single event, the chances of behaviour change are slim.
Training is also likely to fail if participants are not held accountable for the results. Generally, employees are not held accountable for the use of the contents of their course in the workplace. Unless they are held accountable, no change will occur in their behaviour. If the conditions are not conducive to learning, the training efforts will have been in vain. Moreover, without the support of line management training will also fail. When there is no support from direct managers/supervisors, the employees will resist implementing the new skills and knowledge acquired during the training course. Management involvement is crucial to the learning process. Another reason for the failure of training and development occurs when the company fails to isolate the effects of training and development.
However, other factors rather than training may influence performance. Thus, the advances directly related to training must be isolated. If not, some training programmes clearly noticeable as impacting on the bottom line may be discarded as irrelevant. For the success of a training programme, top executives‟ commitment is critical. Top management will not only allocate resources but, for the training and development to succeed, will also participate in the design of the process. Lastly, training and development will be unsuccessful if there is a failure to provide feedback and use information about results. If the company fails to evaluate training by providing feedback, employees will not be able to know about their progress, nor facilitators to understand the success of their programmes.
Kwara State Polytechnic, Ilorin   , employees are provided with training; however, after training they fail to transfer whatever they have learnt to their working environment in order to improve performance. When an employee retires or leaves the organization it becomes difficult to find someone internally to fill the vacant post, even though other employees have been sent for training for such positions.
Reasons for Carrying Out Training and Development
Katcher and Snyder (2003: P.90) identify some of the reasons why employers need their employees to continuously learn new skills, and they include the following:
i. Capital improvement: Employees are asset to the organization but employers are more concerned about reaching deadlines and profit maximization rather than employees skills development, without which employee performance could be hampered. Although the organization still achieves productivity, the focus should also be on the dedication, commitment and loyalty of employees. If employees do not receive ongoing training, up- to-date equipment will not be used optimally.
ii. Morale improvement: Employees who continuously upgrade their job skills will also improve their productivity. Developing employee skills not only plays a role in the workplace, but in the external world as well. It contributes to the full personal development of each employee and the socio-economic development of the nation at large; therefore, happy employees may be productive, but more productive employees are happier.
iii. Ability to adapt to change: The more skilled the workforce is, the easier it will be for the entire organization to adapt to changes that may arise in the domestic and global market place in the demand of its products and services.
2.3 EMPLOYEE PERFORMANCE
Ramanujam (1986: P.803), defines Organizational performance as a sign of the capacity of a company to efficiently achieve independent goals. All organization has been established with certain objectives to achieve. The objectives that have been established can be achieved by utilizing the resources like men, machines, materials and money. Manpower plays an important role in performing tasks for accomplishing the goals. Organization needs highly skilled and dedicated manpower to perform well. The business environment is constantly changing due to some internal and external factors. Organizations get the advantage over other competitors through their talented and dedicated manpower that can take the lead in the market. The contribution of employees on job is the most important factor for development and excellence in business. Factors such as acquired skills, training, motivation, dedication, welfare, management policies, fringe benefits, salary and packages, promotion, communication are responsible to encourage the employee to work sincerely and give their best output. Management must put in sincere efforts to improving employee performance in the organization as this will have great impact on the total production, sales, profit, progress and market position of the company in the market.
Advantages of Employee Performance
i.)	Productivity increases ii.)	Job satisfaction
iii.)	High profit
iv.)	Improves sales and market shares of the company in the market v.)	Employees develop sense of commitment and loyalty
vi.)	Total production increases in quality and quantity
Factors Affecting Employee Performance
Anderson (2003: P. 122), stated that the following are the factors affecting employee performance in an organization, they include: Experience, Balancing home and work and Manager Interaction
i.)    Experience: Hiring employees who do not have the proper background for the job is one of the things that start a performance downward spiral (Anderson, 2003:122). Company training should be used to enhance the employee's background. If an employee has undergone extensive training but is still experiencing performance issues, then the problem could be that the employee does not possess the necessary experience to do the job.
ii.) Balancing Home and Work: Managers need to be sensitive to employees‟ personal problems, and be prepared to discuss the issues with employees when necessary. If an employee requires time off to deal with a personal problem, then granting that time off will help to show all employees that the company values them (Anderson, 2003). As much as an employer may not want to be affected by the personal life of his employees, personal problems can sometimes affect employee performance.
iii.) Manager interaction: If an employee does not get feedback from the manager as regards performance on the job, the employee has no idea how to rate their performance. Managers should be trained to give positive and negative employee performance feedback. In negative situations, the manager should work with the employee to create a programme that will help address the performance shortcomings. It is easier for employees to improve their performance when they know what they are doing right and what they are doing wrong.
iv.) Setting goals: Employers need to set goals that employees are required to achieve. Performing to the minimum standards means the employee is doing his job, and that can help an employee understand what is expected of him at a minimum. It would also be helpful to create incentives that will give employees motivation to go beyond the set goals.


CHAPTER THREE 
3.0	METHODOLOGY
		This chapter explains the design adopted to accomplish the study population, sample size and data collection method. This research will examine the impact of training and development on employee performance in Kwara State Polytechnic, Ilorin . The data is gathered from primary and secondary data. The questionnaire administered will be tested in SPSS.
3.1 [bookmark: _TOC_250007]RESEARCH DESIGN
		The study is a survey in the form of cross sectional study in which data was collected through sampling. Sixty eight employees were selected and questionnaires were administered. The questionnaires were administered personally by the researcher to the respondents. The Training Manager and the Human Resource Manager provided some of the information needed. Documents on training from Kwara State Polytechnic, Ilorin    were also reviewed. This was to help the researcher ascertain whether Kwara State Polytechnic, Ilorin    has a training policy in place, whether Kwara State Polytechnic, Ilorin    has career progressions projection for each employee, and also to check whether the processes of training were being duly followed.
3.2 [bookmark: _TOC_250006]POPULATION OF THE STUDY
		All employees of Kwara State Polytechnic, Ilorin    comprising Front office department, Maintenance department, Food And Drinks department, IT department, Accounting department, Housekeeping department and the Security department.

3.3 [bookmark: _TOC_250005]SAMPLING SIZE AND SAMPLING PROCEDURE
		The sample size was 68, made up of employees from Kwara State Polytechnic, Ilorin    which comprises of the following: 5 attendants, 2 banquet officers, 1 barman, 1 chef, 5 desk clerks, 4 concierges, 2 guest relations, 1 housekeeper, 5 OTS, 5 porters, 11 receptionists, 2 reservations, 7 room services, 7 room supervisors, 5 waiter/waitress, and 2 securities. The sample size of 68 was small	for the kind of study intended but time and other constraints made it imperative to restrict the sample to that size Sampling procedure employed was:
i. Convenience sampling selection method was used.
	A formal letter permission was obtained from the Human Resource Manager and the Training Manager
ii. Employees were informed about the research and were asked to willingly fill the questionnaire when available.
3.4 [bookmark: _TOC_250004]SOURCE OF DATA COLLECTION
		The data for this research work was obtained essentially from primary and secondary sources. The researcher traces the history of Kwara State Polytechnic, Ilorin    and its role of training and development over the years from secondary sources. The purpose of the questionnaires was to investigate the awareness of the various training programs and the role the various training plays in improving employee performance.
		Primary data was also sourced from semi-structured personal interviews conducted. There was also a brief interview with the Training Manager and the Human resource manager. These interviews were also intended to provide general perception on how Kwara State Polytechnic, Ilorin    has traditionally dealt with issues of training and development
		Secondary data constitutes the source of data, gathered from Kwara State Polytechnic, Ilorin    corporate plan, its Human Resource   Management   policy,   in-house   newsletters,   books and journals on Human Resource Management, training and development.
3.5 [bookmark: _TOC_250003]RESEARCH INSTRUMENT
		A questionnaire for this research was administered to 68 employees; this questionnaire was developed after discussions with the Training manager. The items were subsequently edited and vigilantly selected bearing in mind the research questions. The questionnaire was in one part only, constituting the main items, which directly addressed the research questions. Items 1-4 was expected to provide answer to basic demographic data such as gender, age, educational qualification, income range, department and the rank. Items 7-10 was expected to provide answer to the number of year(s) employees had worked with the organization, if the employee has undergone any training, the type of training and how often the training is undergone. Items 11-24 was to sought positive/negative information on how the various training has impacted the employees‟ job performance. The remaining items were basically to throw more light on the problems faced with training and development and ways training and development can be improved. The questionnaire greatly helped the researcher in her data analysis. Other minor tools used were personal interviews, occasional conversations and direct observation.

3.6 METHOD OF DATA ANALYSIS
		In order to ensure logical completeness and consistency of responses, data editing was carried out frequently by the researcher. Identified mistakes and data gaps were rectified as soon as possible. Once editing was done with, Data was analyzed quantitatively. Quantitative data analysis was done by the use of Microsoft word integrated package on a personal computer and the SPSS software. The technique for quantitative data analysis was the frequency distribution and percentages, which were used to determine the proportion of respondents choosing the various responses. This was done for each group of items relating to the research questions. The proportions showed the diverse views of employees on the various sub-issues. Tables and charts were also used to ensure easy understanding of the analyses.
3.7 [bookmark: _TOC_250002]LIMITATIONS
		Collection of data from senior employees was restricted. Problems such as the swearing of an oath of secrecy on the part of respondents were limitations to the study.

CHAPTER FOUR
ANALYSIS AND PRESENTATION OF RESULT
DESCRIPTIVE STATISTICS
Table 1: Sex distribution of the respondents

	S/N
	Sex
	Frequency
	Percentage (%)

	1
	Male
	46
	67.6

	2
	Female
	22
	32.4

	3
	Total
	68
	100


Source: Researcher field survey, 2024
The table 1 above shows that most of the participants are male 46(67.6%). That is, male were involved more in the study than female
Table 2: Age distribution of the respondents
	S/N
	Age
	Frequency
	Percentage (%)

	1
	18-25
	4
	5.8

	2
	26-35
	33
	47.8

	3
	36-45
	28
	40.6

	4
	46-55
	3
	4.3

	5
	56 and above
	1
	1.4

	
	Total
	69
	100.0


Source: Researcher field survey, 2024

The table 2 above shows that most of the participants are between 26-35 years 33 (47.8%). That is, most of the people who participated in the study are young adults.
Table 3: Educational qualification distribution of the respondents
	S/N
	Educational Qualification
	Frequency
	Percentage (%)

	1
	No formal education
	1
	1.5

	2
	WASCE/SSCE
	26
	38.2

	3
	BSC/B.A/HND
	35
	51.5

	4
	MBA
	1
	1.5

	5
	MSC
	1
	1.5

	6
	Others
	4
	5.9

	3
	Total
	68
	100


Source: Researcher field survey, 2024
Table 3 indicates that most of the participants are BSC/B.A/HND holders 35(51.5%). That is, a lot of the participants are very educated.
Table 6: Rank distribution of the respondents
Table 7: Length of service distribution of the respondents
	S/N
	Length of service
	Frequency
	Percentage (%)

	1
	Less than a year
	18
	26.1

	2
	1-2 years
	43
	62.3

	
	3-5 years
	          8
	11.6

	
	Total
	69
	100.0


Source: Researcher field survey, 2024
		The table 7 above depicts that most participants have worked in Kwara State Polytechnic, Ilorin    between 1-2 years 43 (62.3%).
Table 8: Have you ever undergone any training in Kwara State Polytechnic, Ilorin   
	S/N
	Response
	Frequency
	Percentage (%)

	1
	Yes
	60
	92.3

	2
	No
	5
	7.7

	
	Total
	65
	100.0


Source: Researcher field survey, 2024
The table 8 above depicts that most participants have worked in Kwara State Polytechnic, Ilorin    between 1-2 years 43 (62.3%). It means that a lot of the participants are relatively new in the organization.
Table 9: What type of training have you attended?
	S/N
	Response
	Frequency
	Percentage (%)

	1
	New Hire Orientation
	62
	88.6

	2
	Yes I Can
	57
	81.4

	3
	      Standard Operating
Procedure

	52
	74.3

	
	Responsible Business
	46
	65.7


Source: Researcher field survey, 2024

	The table 9 above depicts that most participants in Kwara State Polytechnic, Ilorin   . between have undergone New Hire Orientation training programme 62(88.6%). This perhaps is because most employees need to be orientated about the values, ethics and rules of the organization.
Table 10: How often do you undergo training?
	S/N
	Response
	Frequency
	Percentage (%)

	1
	Quarterly
	4
	6.2

	2
	No specific schedule
	60
	93.8

	
	Total
	46
	65.5


Source: Researcher field survey, 2024
	The table 10 shows that most participants indicate that there is no specific schedule for training in Kwara State Polytechnic, Ilorin   . 60(93.8%). This means that training is undergone as at when needed by the organization.
INFERENTIAL STATISTICS
Hypothesis 1:
H0: New Hire Orientation Training does not have any impact on employees‟ performance in Kwara State Polytechnic, Ilorin   .
H1: New Hire Orientation Training has impact on employees‟ performance in Kwara State Polytechnic, Ilorin   .
Table 11: New Hire Orientation training has enhanced my performance on the job

	S/N
	Response
	Frequency
	Percentage (%)

	1
	Disagree
	2
	2.9

	2
	Neutral
	6
	8.7

	3
	Agree
	19
	27.5

	4
	Strongly Agree
	42
	60.9

	
	Total
	69
	100.0


Source: Researcher field survey, 2024
	Most of the participants agree that New Hire Orientation training has enhanced my performance on the job. This means that this type of training has contributed significantly to the performance of employees in the organization. Thus it should be retained and improved.
Table 12: The New Hire Orientation training received is relevant to my area of operation
	S/N
	Response
	Frequency
	Percentage (%)

	1
	Disagree
	2
	2.9

	2
	Neutral
	4
	5.8

	3
	Agree
	22
	31.9

	4
	Strongly Agree
	41
	59.4

	
	Total
	69
	100.0


Source: Researcher field survey, 2024
	Majority of the participants agree that New Hire Orientation training received is relevant to their area of operation. This shows that the content of the training modules is meeting the needs of each department or unit in the organization.
 Summary and Interpretation
	

Model
	

R
	

R Square
	

Adjusted R Square
	Std.	Error	of	the

Estimate

	1
	.672a
	.451
	.443
	1.58336


The model summary above explains the percentage of the dependent variable (i.e. employee performance) that can be determined by the independent variable (i.e. new hire orientation).
According to this Table, the value of the R square is 45% (i.e. 0.45), this implies that 45% of the variation in the dependent variable can be accounted for by the independent variable, while the remaining 55% can be explained by other factors outside the scope of this model
Table 15: New Hire Orientation training and Employee Performance
ANOVAa and Interpretation
	

Model
	

Sum of Squares
	

Df
	

Mean Square
	

F
	

Sig.

	1
	Regression
	132.049
	1
	132.049
	52.671
	.000b

	
	Residual
	160.451
	64
	2.507
	
	

	
	Total
	292.500
	65
	
	
	


	The study also conducted ANOVA (i.e. analysis of variance) to determine the extent of relationship between the Independent and dependent variable and the result established that p- value, which is 0.00 in the table, is lower than the fixed level of significance or alpha level of 0.05 used specified in SPSS for this analysis, therefore according to the decision rule, in these type of case the Alternate hypothesis is accepted and while the Null hypothesis is rejected. This implies that New Hire Orientation training will have impact on employee performance in Kwara State Polytechnic, Ilorin .


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY
	This study looked at the impact of training and development on employee performance in Kwara State Polytechnic, Ilorin .
	The entire study was structured into five chapters. Chapter One (1) which constitutes the introduction to the study contains the background information, problem statement with relevant research questions, objectives of the study, the hypotheses, justification of the study.
	Chapter Two (2) of the study was used to review relevant literature involving the examination of key concepts like training, benefits of training, training process and methods, employee development, employee performance and the relationship between training, development and performance.
	Chapter three (3) deals with the methodology of the study and contains the research design, population, sample of the study, sampling procedures, data collection methods, design and administration of research instruments, data analysis procedures and limitations.
	Chapter four (4) the data collected from the primary and secondary sources were presented and analyzed with regards to the hypotheses of the study. Accordingly, the results of the study are summarized below, and recommendations provided, and a conclusion provided for the study. Chapter five (5) constitute of the summary, conclusion and recommendations.
	The study was conducted with a set of hypotheses which relate directly to the research questions. Data collected from interviews with the Human Resource Manager and Training Manager, and supported by secondary data indicates that indeed training and development activities in Kwara State Polytechnic, Ilorin    date back to when the hotel was established. Thus training and development activities have long been human resource management tools at Kwara State Polytechnic, Ilorin    over the years. The hypothesis was supported by evidence from data collected. Data collected, presented and analyzed also indicated that the purpose of training and development activities at Kwara State Polytechnic, Ilorin    is to enhance the skills of employees and also to achieve improved individual and organizational performance.
5.2 CONCLUSION
On the whole, the study sought to investigate the impact of training and development on employee performance using Kwara State Polytechnic, Ilorin    as a case study for findings and recommendations provided. Kwara State Polytechnic, Ilorin    will need to take action to correct its training and development package, and make sure the processes involved are duly followed. The findings of this research indicates that the various training undergone in Kwara State Polytechnic, Ilorin    has impact in employee performance but the management needs to look into the training package. From the results of the study, it can be concluded that Kwara State Polytechnic, Ilorin  as invested in the training and development of employees, however the management needs to look into the various training programmes.

5.3 [bookmark: _TOC_250001]RECOMMENDATIONS
In order to reap the full benefits of a training initiative, Kwara State Polytechnic, Ilorin    should ensure that the following are instituted at the work place.
i.)    Systematic Training
Identification of training needs should be done more professionally in conjunction with the line manager as well as the individuals involved together with the HR/Training manager. Everyone involved should agree exactly to what the trainees are lacking.
ii.)    Well structured training calendar
There is need for a well structured training calendar which can be used monthly at the Kwara State Polytechnic, Ilorin    to inform/prepare employees ahead about trainings that are likely to hold for the month. The training calendar will also help the Training manager to keep proper track of the training package
iii.)    Evaluate training for effectiveness
It is vital to evaluate training in order to assess its effectiveness in producing the learning outcomes specified when the training intervention is planned, and to indicate where improvements or changes are required to make the training even more effective. The basis upon which each category of training is to be evaluated should be determined at the planning stage while considering how the information required to evaluate learning events would be obtained and analyze
iv.)    Provide Specific information to employees
Performance appraisal information system which is used monthly in Kwara State Polytechnic, Ilorin    to assess employees‟ performance should provide specific information to employees about their performance problems and ways they can improve their performance. This assessment should provide a clear understanding of the differences between current and expected performance, identifying the causes of the performance discrepancies and develop action plans to improve performance of employees through training and development programs
v.)    Enrich job experience
Most employee development occurs through job experiences. Development is most likely to occur when there is a mismatch between the employee‟s skills and past experiences, and the skills required for the job. There are several ways that job experiences can be used for employee these include the enlargement of current job, job rotation, and promotion to positions with greater challenge.
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