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ABSTRACT
Impact of training on employee performance in manufacturing industry on the job training, training design and delivery style are four of the most important aspects in organizational studies. The focus of current study is to understand the impact of training on employee’s performance. The back bone of this study is the secondary data comprised of comprehensive literature review. Four Hypotheses are developed to see the impact of all the independent variables on the overall employee performance. The hypothesis shows that all these have significant effect on employee’s performance. This Hypothesis came from the literature review and we have also provided them with the help of literature review. Results shows the training have significant impact on employees performance. It means it increase the overall employees’ performance. We also prove our hypothesis through empirical data. However, results are strongly based on the literature review. 
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CHAPTER ONE
INTRODUCTION
1.1 	Background of the study
The beginning of 21st century has been a dramatic surge among the business to attract and retain talent. This is much due to globalization, technology exploitation (Allen, 2025) and above all increased competition (Qayyum, Sharif, Ahmad, Khan and Rehman 2025; Kumpikaite and Skalas, 2022). Human resources are crucial but expensive resource and therefore in order to sustain economic and optimize their contribution to the achievement of the aims and objectives of the organization through training. The aim behind the study is to explore the effects of training on the performance and productivity of employees. 
The contemporary business organizations are now in rapidly changing environment for their endurance and survival they require adopting ultra change in the organizations. To accomplish these purposes organizations require the abilities of achieving excellence with competitive advantages. In this process the organization can use all their working resources. Out of all, the human resources or vital and it is a strategic resources, which gives a competitive advantages.   
Training is a very important part of the human resources development (HRD) activity of human resources management practice for employee to carry out their duties effectively and efficiently, they must have the relevant skills, know ledge, values, attitudes and competencies and as well as understand their organizations culture. More often, newly employed do not have all the competencies usually required for successful or excellent performance in their jobs. 
Adain, while on the job, employees need to be updated through training to acquire competencies they did not have at the time of appointment. This is why an organization might need training department, often referred to as human resources development (HRD). When suitable job candidate have been selected and appointed, they must be given the appropriate orientation and in addition they must be trained to meet their career need of the organization. 
Bardwell and Holden (2018) give the following reasons for training of employees by an organization.
· That new employees are in some respect like other raw materials; they have to be processed to become able to perform the task of their jobs adequately and to fit their work group and into the organization as a whole. 
· That new jobs and tasks may be introduced into the organization and be filled by existing employees who need redirection. 
· That people themselves change their interest, their skills their confidence and aspirations, their circumstances. 
· Some employee as may move job within the organization on promotion or to widen their experience and so need further training. 
· The organization itself or its context may change or be changes overtimes, so that employees have to update in their ways of working together.        
· The organization may wish to be ready for some future change and require some employees to develop transferable skills. 
· Management requires training. This will involve initial training for managers, management succession and the training of potential managers. 
From the above reasons given by Bardwell and Holden (2018), it is obvious that training are inevitable for organizations that are very serious about winning the competition or at least being the leader in the industry. 
Training as define as the planned learning experiences that teach employees how to perform current and future jobs.     
Beardwell and Holden (2025) consider training as planned process to modify attitude, knowledge or skill behavior through learning experiences to achieve effective performance in an activity or range of activities. 
Amnstrong (2025) defines training as a formal and systematic modification of behavior through learning, which occurs as a result of education, instructions and development and planning experience. Training is the process of equipping the workforce with the necessary knowledge, skills and attitude to tackle the job responsibilities.  Training is therefore necessary to ensure an adequate supply of employees that are technically and socially competent for both departmental and management position. (Mullins, 2017)
Employees performance is a determinant of level of competency used to measure the results and outcome (behavior, efficiency, effectiveness and productiveness) of training of an employee in an organization. There are indicators of work force performance in any organization. These indicators of performance are as given by Aguins (2016), procedural knowledge, declarative knowledge and motivation. 
These are the constituent of performance and their product is equal to performing well it is important to know that motivation refers to the degree hard work inserted into the job and the level of contribution toward achieving the goal, declarative knowledge is inclusive of the knowledge about different guiding principle, procedure, particulars and the job responsibilities, procedural knowledge is to know the way doing the job properly and the skills required to perform the job e.g. technical, function and cognitive skills.
1.2	Statement of the Problems 
The main objective of every organization is to improve its performance but it can never be possible without the efficient performance of employees. Therefore, the performance management system came into effect as a management reform to address and redress concerns, organizations had about performance (Sharif, 2025). 
Global competition has caused organizations to focus on every aspect of their operation, questioning how each function and process can contribute to strategic goals. “The ergonomics of the work environment state of art equipment as well as equality raw materials can make production possible, but it is the human resources that actually make production happen” Asare Bediako (2018) 
Closing the skill gap is now a critical area of human resources development for organization to continuously penetrate the market skills gab basically threatens the productivity and competitiveness both in organization and operational levels. This requires that human resources management professional should start the cultivation of the work force from the recruitment period. However, this is not easy considering that there are specific work which require customization of skills and that aside from the basic skill in responding to the challenges of the skills gap will address the problem (Sims, 2018)        
1.3	Research Questions
The research will find solution to the following question:
i. Does training contribute to employees’ performance?
ii. Does trained employee have more knowledge about the company’s product than the untrained employee? 
iii. Does the trained employee have any advantage over the untrained ones?
iv. Does trained employee help an organization to increase its productivity? 
1.4	Objectives of the Study 
The general objective of this research work is to investigate on the impact of training on employee performance. The specific objectives are to;
1. To examine whether training contributes to employees’ performance 
2. To ascertain whether trained employee has more knowledge about the company’s product than the untrained employee?
3. To examine whether the trained employee have advantages over the untrained ones in Tuyil pharmaceutical
4. To examine if the trained employee helps an organization to increase its productivity?     
1.5	Research Hypotheses
Hypothesis one:
Ho1: Training does not contribute to employee’s performance 
Hypothesis Two
Ho2; Training employee does not have more knowledge about the company’s product than the untrained employee. 
Hypothesis three
Ho3; The Training employees have no advantage over the untrained ones in Tuyil pharmaceutical
Hypothesis four
Ho4; Trained employee does not help an organization to increase its productivity.  
1.6.1 Significance of the Study 
To Government
This study is important to government as it will enable the government to find solutions to the factors that hinder employees’ performance in an organization. 
To Stakeholders 
This study will enable the stakeholder to achieve business impact in change project and transformation, a change project and an increase in capabilities will typically be required. A common way of increasing capabilities is to offer training to the employees concerned in order to increase their knowledge within the given area in other words; tell them what they are supposed to do, why they are supposed to do it and train them in how to do it. To measure the actual impact of the training. 
To Organization 
This research work had enlightened the company to have awareness on the impact to be benefited in the adoption of training.    
To Researcher 
To study is important to the researcher as the researcher will be conversant on how the employees’ performance could be improved in an organization and also it will as well know the solutions to the factors that hinder the employees’ performance in an organization. Also, it will help the researcher in fulfilling her part of requirement for the award to National Diploma (ND) in Business Administration, Institute of finance and management studies in Kwara State Polytechnic, Ilorin.    
1.7	Scope of the Study 
The scope of the study is come what evident from the research problem, research questions and objectives of the study in addition, developing conceptual framework of training as at the core of the research. The firm’s audiences are being considered in this study since, in addition to taking part to disclosure the impact of training.     
1.8	Definition of Terms 
Training: is the process of learning the skills that are need for the particular job or activities or skill and competences as a result of teaching of vocational or practical. 
Organization: An organization is an official group of people. 
Staff: This is a group of persons, an employee charged with carrying out the work of an establishment or executing some undertaking. 
Employee:  An individual who works on part-time or full-time under a contact of employment, whether oral or written, express or implied and has recognized rights and duties.   


CHAPTER TWO
LITERATURE REVIEW
2.1 	Introduction 
The chapter will focus on the impact of training on employees’ performance. 
 A well trained employee will easily help the organization to minimize the rough and unpleasant impact which the present economic situation has brought on most institutions or banking industry. Bee (2025) in his opinion and challenging. It is very important 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. Two persons on similar in mental ability, tradition sentiment and behavior they differ wildly also in group and are subject to many and varied influence people have response they feel, think and cat therefore they cannot be operated like a machine. 
Therefore, this chapter will lay emphasis on the conceptual framework and theoretical framework. 
2.2 	Conceptual Framework 
The conceptual framework presented in this chapter is based on the understanding of the problem areas as explored in chapter one, two and three. The framework encapsulates a number of requirements. The first is the impact of training on employee’s concept and is used as a way to view and discuss performance electronically with in a specific organizational structure.  
2.1.1	Meaning of Training 
Training according to Jones, George and Will (2025) opine that training primary focus and reaching organization staff how to perform their current jobs and helping them to acquire the knowledge and skill necessary for the effective on their job. 
Saman (2025) defines training as a process of dating old skills and developing new ones. 
Dessier (2018) refers training to the method used to give new or present employees the skills they need to perform their jobs. 
2.1.2	Training 
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 center for management development (ASCON) the industrial fund (ITF), the Nigeria 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 encourage by the government (state and federal) and other bodies to augment development on an increasing scale. 
Training has started for so many years. (Training is the development of skills and knowledge to the apprentice by the crafts man or specialist since people began to form group and work together as body towards a common objectives the element of training have been present). As the size of the up complex and difficult. It is this that has given to the important of improving present job performance today. 
This is because continuous training or personnel us to extend usefulness and profitability of the organization. 
This project work (Project) is to examine the training development staffs in an organization and the effect as on the employee with the references made to the First Bank of Nigeria plc.
Also to lay emphasis on the need for training department in any organization so as to develop employees knowledge, skill and attitude in order to motivate them to increase the productivity of the organization. 
Similarly, Heaneman (2017) defines employee training as a plant process design to provide employee with the learning experience that will enhance their contribution to the organization goals. 
The objective of training of staff in an organization is to help to achieve goal of the organization through the optimum use of manpower. Training should be programme in an organization no matter how excellent the recruitment process. 
Furthermore, Penny Hacket (2018) expatiate that training is a preparation for a particular job. It is concerned with job performance and application of knowledge and skill to present work. This indicated that training is needed for all employees because it gives a general of new techniques uses of work performance by employee. 
However, management training and development has increase greatly in recent years and there is various courses available. 
2.1.3	Benefits of Training In Manufacturing Industry 
· Increase the confidence, motivation and commitment of staff
· Provide recognition; enhance responsibility and the possibility of salary increment and promotion. 
· It gives feelings to personnel statics factory and achievement; it broadens opportunity for corer progression. 
· It helps to improve the availability and quality of staff in other word it improves the caliber and quantity of staff.    
· It is a powerful techniques and agent of change in their regard it can help people develop necessary skills for coping with change effectively that is why some people regard training as agent of change. 
· It helps to reduce abuses and excuse, for example now entrances to law enforcement organization need training in human relations, human right, and constitution or else they abuse their office and their excess will have negative effect on the organization.
2.1.4	From Of Training 
There are two forms of training methods 
· On the job training 
· Off the job training 
2.1.5	On the Job Training 
It means learning a job by actually doing it. It occurs when workers pick up skill while working alongside the experience workers at their place of work. It could take various form including. 
· Job Rotation: This method means that the worker will be more from one department or unit to another. 
· Internship: In some profession before you start work you will be ask to go for internship. Example of them is medicine, pharmacy, laboratory or technology. Internship is a periods of learning practical things in a profession, at times it could be a combination of relevant class room institution and practice.   
· Apprenticeship: In this type of training the young workers is placed under the supervision of an experience and skilled superior officer to train in academic. Apprenticeship is about best method to train a subordinate, the senior academic staff will ask the new subordinate to give him a draft or write up on a topic in order to train the young office. 
· Stimulation: This is the method of training an employee special skill in case of any changes arising or discovering new system that will assist the organization. 
· Upgrading: this give an employee a hunger job to perform. It is the process of improving an employee from lower to the highest training process. 
Off The Job Training 
This method becomes imperative that trainee have to speak for more knowledge or widen their experience outside their workplace. Off the job training can take the following forms. 
· Vestibule training: The vestibule training method involves trainee learning in non working environment which condition and equipment are to what will be encouraged on job. The method stimulates actual work place. 
· Lecture classroom method: The lecture method is the traditional form of training. It involves the transmission of knowledge, ideal and factual information from the instructor to a large group of trainee at the same time. Therefore, it is unique in the sense that it provides a direct medium of communication with the trainee in addition to providing an opportunity for an exchange of idea between the trainee and the trainers. 
· Extension or corresponding courses: Nowadays extension or corresponding course has merged to complement regular classroom courses provide by companies. Employees usually undertake themselves when emphasis is on leaching complex skill in changing attitudes, the lecture method may be appropriate. It is nevertheless the best technique cost wise and particularly in situation where the emphasis is on knowledge acquisition. 
· Programmed instructional method: The programmed instruction method is a self training based on auto inters cultural technologies. It is one of the more recent inventions for learning theories, principle and invention for learning theories, principles and incepts through self effort using this method. Learning materials an organized and presented in a sequential manner on a cassette, firms or tapes. 
2.1.6	Important Of Training 
Salaman A.K (2017) identifies the following as importance of training.
1. To individuals 
· He acquires knowledge that cannot be taken away from him  
· It serve as motivation that the organization care about him 
· It may be stepping stone for advancement i.e promotion 
· It enhances employees; performance, he may decide to stay on the job.
2. To the company 
· It increase output productivity 
· It may reduce labour remover 
· It provides a ready tool labour for organization to draw from in time of need 
3. To the society 
· A happy and productive organization is one of the keys to economic development or advancement. 
· It may equally prevent the company from benefiting from the employees at the time of training. 
· A company used it to weight the cost and benefit of a training and design a programme that gives maximum benefit to the individual, the organization the society. 
Omole (2025) identifies the following needs for training. 
· To remove performance deficiencies 
· To match the employees abilities with the job requirement and organization needs. 
· To reduce cost of production and minimize waste 
· To increase productivity and efficiency 
· To prevent skill obsolesce 
· To cope with new technological advancement.
To the movement result from training programmes one must first determined exactly the location, scope and magnitudes of training someone, it obviously make sense to know whether the person really requires training and if so what he should aware scholars and young wood (2016) says there is no justification of expenditure on training programme that does not increase the efficiency and effectiveness of the work force. 
How you analyze training needs depends on whether you are training new or current employees. The main task in analyzing new employees. Training needs to determine what the job entails and break it down into sub task, each of which you then teach to the new employee. Analyzing current employee training need can be more complex since you have added task of deciding whether training is the solution for example performance may go down because the standard are not clear or because the person is not motivated. 
However, to activate training objective a comprehensive training need analysis is required three method of analysis are often recommended. 
A organizational analysis, we examine the goals of the organization vis-à-vis where training need are required. This can be done by looking at the objective or large of the organization, if we are unable to meet some of those goals warty to find the problem area through human resources analysis, performance analysis etc. then we can determine types and where training is needed.  
B performance analysis, this is the process verifying that there is performance deficiency and determining if such deficiency should be corrected through some either means like transferring the employee. 
There is several methods you can use to identify a current employees training needs. There include supervisor, peers, self 360 degree performance reviews, job created by performance data including productivity, absenteeism and tardiness, accidents, short term sickness, graveness, waste, later delivers product quality downtime repair, equipment utilization and customer complaints, observation by supervisor, test of things like job knowledge skill attendance, attitude survey, individual employee dailies and assessment centers. 
The first step is usually to compare the person’s performance to what it should be. Two diction between can’t do and want do problem which is the heart of performance analysis. Determine whether it’s a can’t do problem and if so, it’s specific cause for example there are obstacle in the system such as lack of tool or supplier, there are no job aid such as colour loosed wired that show assembler which were goes where or no electronic performance support system that provide on screen, computerized, step-by-step instruction. You have wired people who haven’t got the skill to do job or inadequate training. On the other hand it right be a won’t do problem.    
Here employees could do a good job if they wanted to perhaps you need to change reward system. 
Boron (2000) say’s “perhaps the biggest trap that trainer falls into (developing) training for problem that training just won’t fix. 
Task Analysis
This is especially for determining of employed who are new to their job particularly with the lower level workers, it is common to hire in experience staff and train them. Your aim here in experience staff and train them. Your aim here is to give these employees the skills and knowledge there to do the job you use task analysis to determine the new employees training needs.  
Training analysis is a detailed study of the job to be determine what specific skill are required, job description and job specification are helpful here. These list job specific duties and skill this provides the basic relevant point in determining the training required. 
Richard (2018) defines evaluation as the pay off step which determines whether the training function is doing what it set up to do, whatever it worth the cost. 
Also Cyril (2018) defines the concept as the determination of the extent to which the education objective and been accomplishes including the two closely relating process of measuring an appraisal. 
Elsdon (2017) sees it as the only way of determining whether the objectives of a course have been met, whether the result have affected the original problem situation and whether the new situation which has been created objectives, policies or method it is therefore the most important feedback mechanism available to the trainer.
Hamblin (2025) sees evaluation as any attempt to obtain information (feedback) on the effect of training programme and to assess the value of the training in the high of that information. 
From the above few definition of evaluation one may include that evaluation refers to the assessment of a training programme is meeting its objective how it is doing so, whether changes should be affected. Evaluation is carried out in achieving their objectives. Some process might succeed ion one situation and fail in others even some resources are better than others. Hence, through evaluation we are able to identify the better ones that may not be successful. 
An evaluation tire to answer some fundamental question of a training programme and those include: 
· What is the purpose of the training programme? 
· Why is the training programme being undertake? 
· How will the programme be run? 
· What are the available resources (Material and human)
· How will the training programme be executed? 
· Who will execute it? 
· How long will the training session be? 
· How will the objectives bet met? 
There are other question that evaluate will try to ask, however the purpose of this question is to check if the training programme is the solving the organization problem from which it was setup the basic problem of evaluates to make its objectives realistic and to be able to achieve this there is the need to have adequate criteria measures which will show the result desired from training programmes. 
Need For the Training in an Organization
Before any organization can survive effectively the employee (workers) in the organization will have to be well trained, and developed as for them to work effectively achieve their goals and objectives. As early said, the meaning of training and development, but to Lara (2018) say development has a multi decisional concept which encompassed more than financial and material aspect of people life and the process involving the organization re-orientation of the outline economic and social system. David Former (2025) training is a process whereby workers are shown and taught the necessary rudiment (first step or stages) of a particular job to achieve fit for the job.   
So therefore the need for training in an organization is 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 objectives which come as a result of training and development. 
· To enhance planning and decision process. 
Importance of Training to the Employees and the Organization 
Nicholas (2018) says the importances of training in an organization are as follow; 
· Higher moral when a worker is trained, he feels 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 ensure 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 making as a worker to be more stable on his job. 
· Reduction in accident: organization accident and damages caused by inefficiency of employee (worker) to reduce the rate or accident, organization must attain their workers. 
· To improve productivity: an increase in skill and knowledge of employee (workers) usually result to higher output and performance of individual in an organization.
Reason why workers are not trained: according to Homes (2016). He feels that “it is the job of the leader to motivate its subordinate and the management. 
The reason for not training employees (workers) is as follows: 
· Lack of finance from the organization to send their workers on training in another country is one of the reasons why they do not send worker on training. 
· Some employee may decide to change organization after gaining that knowledge from the training which the organization spends money and resources. 
· Employees competency is also another reason why organization fails to send their worker in the sense that, if workers are not competent, the organization may feel that sending then to training will result in a waste of resources and so they will rather be reserve, they are for other important aspect in the organization. 


Methods and Techniques of Training 
The method and techniques of training 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 more the training from 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 carryout responsibility of the job which of greatly on development of an employee (workers). It is therefore the duty of management to use this important means to service him 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 employees (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 skill, knowledge attitude and minimization of wastage with those objective in mind, one is convinced that it is very necessary than the organization should train workers (staff) manpower need and skills, if they will impact high productivity as needed by such organization will not survive productivity as needed by such organization will not survive their survival therefore depends on the quality and development of staffs. All these cannot be achieving without adequate knowledge and skill coupled with the right attitude acquired through training and staff development. 

Theories of worker’s performance theory x     
Theory x is based on pessimistic assumption of the average workers. This management style supposes that the average employee has little to no ambition, stunes away from work or responsibilities, and is individual goal oriented. Generally, theory X style managers believe their employees are less intelligent than the managers are, lazier than the manager are, or solely for a sustainable income. Due to these assumptions. Theory X concludes the average workforce is more efficient under “hands- on” approach to management the theory X manager given a direct reward or a prima and according to the responsibility individual given a direct reward or a reprim and according to the action’s outcomes. This managerial style is more effective when used in a workforce that is not intrinsically motivated to perform. It is usually exercised in professional where promotion is infrequent, unlikely or even impossible and where workers perform repetitive tasks.    
According to Douglas Mc Gregor (2017). There are two opposing approaches to implementing theory X. the “hard” approach and the “soft” approach. The hard approach depends on close supervision, intimidation and imminent punishment. The approach can potentially yield a hostile, minimally cooperative workforce that could harbor resentment towards management. The soft approach is the literal opposite, characterized by leniency and less strictly regulated rules in hopes for high workplace morale and therefore cooperative employees. Implementing a system that is too soft could result in an entitled. Low output workforce. Mc Grego5 believes both ends of the spectrum are too extreme for efficient real world application. Instead, Mc Gregor feels that somewhere between the two approaches would be the most effective implementation of theory X.
Overall, theory X generally proves to be the most effective inters of consistency of work. Although managers and supervisors are in almost complete control of work, this produces more systematic and uniform product or work flow. Theory X can also benefit a work place that is more suited towards an assembly line or manual labour type of occupation. Utilization theory X in these type of conditions allow the employee to specialize in a particular area allowing the company to mass produce quantity and higher quality work, which in turns bring more profit. 
Theory Y
Theory Y is almost in complete contrast to that of theory X. theory Y managers make assumptions that people in the workforce are internally motivated, enjoy their labour in the company, and work to better themselves without a direct” reward” in return. Theory Y employees are considered to be one of the most valuable assets to the company, and truly drive the internal working of the cooperation. Also theory Y states that these particular employees thrive on challenges that they may face, and relish on bettering their personal performance. 
Workers additionally tend to take full responsibility for their work and do not require the need of consent supervision in order to create a quality and higher standard product. 
Because of the drastic change compared to the “theory X” way of directing, “theory Y” managers gravitates towards relating to the worker on a more personnel level, as opposed to a more conductive and teaching based relationship. As a result theory Y followers may have a better relationship with their higher ups, as well as potentially having a healthier atmosphere in the work place. Managers in this theory tend to use a democratic type of leadership because workers will be working in a way that does not need supervision the most. 
In comparison to “theory X”, “theory Y” ads more of a democratic and free feel in the work force allowing the employee to design, construct and publish their works in a lonely manner in coordinates to their work load and projects. A study was done to analyze different management styles over professor at a Turkish University. This study found that the highly supervised theory X management affected the research performance of the academics of the academics negatively. In general, the study suggests that the professional setting and research based work that professors perform are best managed with theory Y styles. 
While “theory Y” may seem optimal, it does have some drawbacks, while there is a more personal and individualistic feel, this does leave room for error in terms of consistency and uniformity. The workplace lacks unvarying rules and practices and this can result in an inconsistent product which could potentially be detrimental to the quality standards and strict guidelines of a given company.   
Mc Gregor and Maslow’s Hierarchy 
Mc Gregor’s management theories closely relate to Maslow’s hierarchy of needs, a model in which motivates is used to achieve higher level needs (social, esteem and self actualization) after basic physiological and safety needs are met. Maslow believes that higher level needs can achieved though sense of achievement, having autonomy, heaving feelings of self worth and realizing one’s potential Mc Gregor with Maslow that self-actualization is the highest level human need that ought to be achieved, this reflects level human need that ought to be achieved, this reflect his bias for promoting theory Y management which emphasizes self-motivation. Because of the close supervision theory X manager adopt, these types of workers tend not feel autonomous or have self-direction, therefore workers are typically not motivated to achieve higher level needs. 
2.4	Empirical Review
Today, the corporate world has become increasingly knowledge based that investing in intangible assets of an organization has become a strategic source for competitive advantage. Increasing competition, globalization and environmental changes have made learning an ongoing process in the corporate world. It has become a success factor more important than ever in any organization. Research suggests that workplace learning not only contributes to improvement of employee’s skills and abilities but also enhances their satisfaction with the job and to organizational commitment (Barlett 2018, Rowder 2018, Conine 2025).
Researchers have also found out that overall job satisfaction contributes to higher organizational commitment (Iverson and Roy, 1994).Further organizational commitment has been identified as a predictor for employee workplace performance and organizational success ( Bateman and Strasser, 2016, Brooks 2018,Samad 2015, 2016).Despite the considerable amount of money and resources organizations spent on training and development, it has yet to be determined to examine to what extent these investments have been successful for the employees and the organizations. It was found that only a fraction of the skills and abilities learned from a training program has been transferred to the job (Baldwin and Ford, 1988; Broad and Newstrom, 2025; Burke and Baldwin, 2025).Most research on training effectiveness consists of gathering data regarding trainee reactions towards the training program and how much learning has taken place (Axtell, Maitlis, and Yearta, 2017). Further research have often asserted the fact that research on training effectiveness has been very a theoretical and non empirical ((Baldwin and Ford, 2018; Clark, Dobbins, and Ladd, 2018). Tracey, Tannenbaum and Kavanagh (2025) stated that ‘signiﬁcantly less research has examined the transfer of trained skills to the job, and even fewer studies have examined how the work environment inﬂuences such transfer. Thus from a theoretical stand point a more comprehensive conceptual framework can be developed by including factors outside the training context. Tracey etal emphasized that despite the potential importance of the work environment little research has been conducted to operationalise and empirically assess training- Speciﬁc situational factors that either facilitate or impede the application of newly learned skills on the job.
The lack of research in the training effectiveness area can be attributed to the fact that many organizational variables that can impudence employee performance have yet to be identiﬁed and measured. Furthermore, the lack of research on training effectiveness can be attributed to the difficulty in measuring such result outcomes as productivity and quality which aside from the immediate training environment are also inﬂuenced by the broader organizational environment (Kirkpatrick, 2017; Macy and Izumi, 2025; Phillips, 2017).



CHAPTER THREE
METHODOLOGY
3.1 Introduction
This is the systematic approach by the researcher in the process of collecting, analyzing, presenting and interpreting data. This chapter collection an emphasis on the research method used, sources of data, data collection tools, research population and sample size, sampling procedure employed and statistical techniques used in data analysis.   
3.2 Research Design 
The research design adopted in descriptive method. The observation was carried out in Tuyil pharmaceutical Industry, Ilorin and relevant data was collected during the observation.     
3.3 Population Of The Study 
The population of this study work is limited to the staff o Tuyil pharmaceutical Industry, Ilorin through the total number of 50 respondents was used.  
3.4 Sampling Techniques And Sample Size
Tuyil pharmaceutical Industry, Ilorin is the area of study of this study research. The sampling techniques adopted for this study shall be simple random techniques. Therefore, the staffs of Tuyil pharmaceutical Industry, Ilorin branch shall be the respondent a total of 50 respondents will be drawn. 
Considering the size of the staff population it could not be possible to give each customer and staff a questionnaire. This stratified random sampling method was employed to cut across all cadre of customer from cooperate customers, individuals saying to fixed deposit and staff from officer, supervisor to manager.         
3.5 	Methods of Data Collection 
The research instrument was a structural undisguised questionnaire with two interrelated sections; one section for bio data and the other section for gathering information, the choice of the questionnaire in preface to other survey techniques were generally due to its numerous advantages.      
3.6 Instruments Of Data Collection
Questionnaire was used to gather relevant information from the staff Tuyil pharmaceutical Industry, Ilorin. 20 questionnaires were distributed to the staff of Tuyil pharmaceutical Industry, Ilorin and it was filled appropriately by the staff.    
3.7 Methods Of Data Analysis
Data analysis forms the bedrock of any research work. To make data analysis meaningful, it focus on testing research hypothesis so as to enable us determine whether to accept or reject the hypothesis formulated for the study. The data obtain from the field of study will be presented using descriptive statistic of simple percentage. For statistical analysis of the data gathered, multiple regression analysis (MRA) will be used with aid of SPSS (statistical package for social sciences) the rationale for using multiple regression analysis is because it is a statistical tool that not only explores the relationship between two variables but also indicates the direction and magnitudes of the effect of the independent variable on the dependent variable.      
The simple regression model is given below as: 
Y = a + b x 
Where 
Y is the dependent variable and X is the independent variable. Both “a” and “b” are the regression co-efficient known as the intercept and slope respectively and they are obtained as follows; 
 a = y – bx
 b = nεxy – εxεy
        nεx2 – ε(x)2  
In respect to the study, the impact of training on employee performance in manufacturing industry, using the data analysis of multiple regression analysis, the two variable involves are training in manufacturing industry. Therefore the dependent variable Y is training the independent variable X in manufacturing industry.   
3.8 Historical Background of the Case Study 
Tuyil Pharmaceutical Industry Limited, is situated along New Yidi Road, Ilorin, the capital city of Kwara State which Mr. Adetuyi as the Chairman and owner of the company .It is a company that specialize in the production of drugs and other medical and pharmaceutical products all of the products of this company have NAFDAC registration numbers. The drugs and medicines that this company produces are distributed and consumed nationwide. They can be found in virtually all the pharmacies Chemists and hospitals throughout the country. Some examples of the product of this company include Totolin cough syrup, Astymin Blood tonic, Viscera table water etc. The following are some of the importance of Tuyil pharmaceutical Industry to the economy of Nigeria. It provides employment for Nigeria and this helps in reducing the problem of unemployment. It helps the government to generate more income through the remittance of taxes such as the company tax. The provision of locally manufacture drugs and medicines instead of relying on imported ones and this helps the government to counter the balance of trade and balance of payment deficit problem.






CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Introduction     
The purpose of this chapter is to present the data collected in tabular forms, analysis and interpret respectively. Also in the course of the analysis, some factors are to shed more light on the explanation and relation between some relations between some of the variables collected with the study.    
4.2 Data Presentation Analysis And Interpretation 
This chapter deals with analysis and presentation of information gathered through the questionnaire. The questionnaire distributed is of two sections. The first section (section A) catered for the demographic information which includes information on respondent’s sex, age, marital status and educational qualification of the respondents, while the last section (section B) gathered relevant information relevant to the project topic. 
Section A: Demographic Characteristics of Respondents
Table 1: Respondents distribution by Sex 
	Sex 
	Frequency 
	Percentage (%)

	Male 
	20
	40

	Female 
	30
	60

	Total 
	50
	100


     Sources: Field survey, 2025 
Table 1 above shows that 20 respondents indicate 40% of the total population was male while 30 respondents indicate 60% were female. This shows that there are more female than male counterpart in Tuyil pharmaceutical.
Table 2: respondent distribution by Age 
	Age 
	Frequency 
	Percentage (%)

	18 – 30 
	25
	50

	31 – 40 
	15
	30

	41 – above 
	10
	20

	Total 
	50
	100


  Source: Field survey, 2025 
From the above table, it shows that 25 respondents represent 50% were between the age of 18 – 30, 15 respondents represent 30% were between 31 – 40 and 10 respondents were between 41 and above. 
Table 3: Marital status 
	Marital status 
	Frequency 
	Percentage (%) 

	Single 
	10
	20

	Married 
	30
	60

	Divorce 
	5
	10

	Widow 
	5
	10

	Total 
	50
	100


Source: Field survey 2025
The above information on the table shows that, 10 respondents represent 20%  were single, 30 respondents 60% were married, 5 respondents 10% were divorce while 5 respondents 10% were also widow which shows that married people were mostly employed by Tuyil pharmaceutical because of the maturity. 
Table 4: Education qualification 
	Qualification 
	Frequency 
	Percentage (%) 

	SSCE 
	5
	10

	NCE/OND
	15
	30

	HND/BSC
	30
	60

	OTHER 
	 ----
	-----

	Total 
	50
	100


  Source: Filed survey, 2025 
The table above shows that 5 respondents represent 10% was under secondary school certificate holder, 15 respondents represent 30% were NCE/OND certificate holder and 30 respondents 60% were with HND/BSC certificate holder. 
Table 5: Length of service 
	Length of service 
	Frequency 
	Percentage (%) 

	Under 5 years 
	10
	20

	6 – 10 years 
	25
	50

	11 – 15 years 
	10
	20

	16 and above 
	5
	10

	Total 
	50
	100


    Source: Field survey, 2025 
Information above shows that 10 respondents represent 20% were under 5 years length of service, 25 respondents represent 50% were between the range of 6 – 10 years length of service, while 5 respondent represent 10% were also between the range of 16 years and above.
SECTION B: TABLE 6 
Question 1: Have you attended any training programme in your organization? 
	Option 
	Frequency 
	Percentage (%) 

	Yes 
	45
	90

	No
	5
	10

	Total 
	50
	100


 Source: Field survey, 2025 
The above table shows that 45 respondents represent 90% said yes that they have attended training programme in their organization while 5 respondents represents 10% go against the opinion. 
Table 7
Question 2: which of the following methods of training programme is used in your organization? 
	Option 
	Frequency 
	Percentage (%) 

	On the job training 
	25
	50

	Off the job training 
	15
	30

	Higher institution 
	10
	20

	Total 
	50
	100


 Source: Field survey, 2025 
In the above table, it shows that 25 respondents represents 50% said that the method of training programme use in the organization is on the job training 15 respondent 30% said it is off the job training while 10 respondents representing 20% said the method is higher institution going by the data, it shows that the banking industry use the on the job training for their employee. 
Table 8: 
Question 3: has your performance improved after the training. 
	Option 
	Frequency 
	Percentage (%)

	Yes 
	50
	100

	No 
	----
	----

	Total 
	50
	100


Source: Field Survey, 2025
Going by the data on the table above all the research population agreed that banking industry experience high performance after the training to their employees. 
Table 9
Question 4: Have you been sent for training because of new technology? 
	Option 
	Frequency 
	Percentage (%) 

	Yes 
	40
	80

	No 
	10
	20

	Total 
	50
	100


  Source: Field survey, 2025
From the above 40 respondents represent 80% said yes that they were sent for training because of new technology because of new development in technology while 10 respondents representing 20% strongly ticked on, this show that the banking industry mostly embark on training when there is new technology development. 
Table 10 
Question 5: Have the flour mill productivity increased after training 
	Option 
	Frequency 
	Percentage (%) 

	Yes 
	45
	90

	No 
	50
	10

	Total 
	50
	100


Source: Field survey 2025 
The above table shows that 45 respondents representing 90% indicates that the organization productivity increase more than the organization productivity increase more than expectation after the training while 5 respondents represent 10% indicates no. 
Table 11
Question 6: Do you recommend regular training of staff to your organization? 
	Option 
	Frequency 
	Percentage (%) 

	Yes 
	45
	90

	No
	5
	10

	Total 
	50
	100


 Source: Field survey, 2025 
The table above shows that 45 respondents (90%) said yes that regular training of staff in their organization was recommended while 5 (10%) of them disagreed with other people opinion.  
Table 12
Question 7: Could you say that training effect on the service of your organization? 
	Option 
	Frequency 
	Percentage (%) 

	Yes 
	50
	100

	No
	---
	----

	Total 
	50
	100


Source: Field survey, 2025 
The above figure table shows that 50 respondents which represent 200% of the total research population have strong opinion that the service delivery of their company was affected positively braining and development. This shows that there is positive effect in the service rendered by the organization by their yes. 
Table 13 
Question 8: What is the reason why employees are not willing to attends training programme? 
	Option 
	Frequency 
	Percentage (%) 

	Lack of require 
	30
	60

	Educational background 
	
	

	Ground family 
	10
	20

	Believe in work experience 
	10
	20

	Total 
	50
	100


 Source: Field survey 2025
The above figure table shows that 30 respondents which represent 60% of the total respondents say that the reason is because of lack of require educational background, 10 respondents (20%) says it is because of ground family while the remaining respondents says that they believe in work experience. 
Table 14
Question 9: Does the productivity of an organization depends on its well trained staff? 
	Option 
	Frequency 
	Percentage (%)

	Yes 
	50
	100

	No
	---
	---

	Total 
	50
	100


Source: field Survey 2025
The above figure shows that 50 respondents which represents 100% of the total research population have the strong opinion that the productivity of an organization depends on its well trained staff. 
Table 15
Question 10: Is there any budgetary allocation for training in Dangote flour mills
	Option 
	Frequency 
	Percentage (%)

	Yes 
	45
	90

	No
	5
	10

	Total 
	50
	100


 Source: Field survey 2025
The above table shows that 45 respondents represent 90% said yes that there is budgetary allocation for training while 5 respondents represent 10% go against the opinion. 
4.3 TEST OF HYPOTHESIS 
This section is meant to test the validity of the information gathered and presented. 
Hypothesis one: 
Ho: Training does not contribute to employees’ performance 
Hypothesis two: 
Ho: Trained employees do not have more knowledge about the company’s product than the untrained employee. 
Hypothesis Three: 
Ho: The trained employees have no advantages over the untrained ones in Tuyil pharmaceutical.     
Hypothesis four:
Ho: The trained does not help the organization to increase its productivity. 
Hypothesis one: 
Training does not contribute to employee’s performance
Calculation: 
The hypothesis were tested and calculated with the using regression analysis. 
	y = a + bx 
Where; y = dependent variable (employee’s performance) 
	x = independent variable (training)  
	a = (εy) (εx2) – (εx)  (εxy)
	             n(εx2) – (εx2)
	b = n (εxy) (εx) – (εx) (εy) 
  	              n (εx2) – (εx)2  
Computation table 
	n 
	εx
	εy
	εxy
	(εx2)
	(εy2)

	1
	3
	5
	15
	9
	25

	2
	9
	3
	27
	81
	9

	3
	27
	4
	108
	728
	16

	4
	64
	3
	192
	4096
	9

	5
	80
	2
	160
	25600
	4

	Total 
	183
	17
	502
	30512
	63


Source: Field survey, 2025 
a = (17) (30512) – (17) (502) 
          5(30512) – (33489) 
  = 518704 – 8534
      152560 – 33489
  = 510170
     119071
     = 4.28
b = 5 (502) – (183) (17) 
        5 (30512) – (33489) 
   =  2510 – 3111
      152560 – 33489 
  =  -601
      119071
  = -0.005
 y = a + b x
y = 4.28 – 0.005 x 
Decision rules: 
Since the level of significant is 0.05 is greater than the P-value. It shows that the training contribute to employee’s performance. 
Hypothesis two 
Trained employees do not have more knowledge about the company’s product than the untrained employee 
Calculation 
The hypothesis were tested and calculated with the using regression analysis. 
Formula: 
y = a + b x 
Where y = dependent variable (Employee’s performance) 
	x = independent variable (training) 
	a = (εy) (εx2) – (εx)  (εxy)
	             n(εx2) – (εx)2
	b = n (εxy) (εx) – (εx) (εy) 
  	              n (εx2) – (εx)2  
Computation table 
	N 
	εx
	εy
	εxy
	(εx2)
	(εy2)

	1
	8
	5
	40
	64
	25

	2
	4
	3
	12
	16
	9

	3
	5
	4
	20
	25
	16

	4
	12
	3
	36
	144
	9

	5
	1
	8
	8
	1
	64

	Total 
	30
	23
	116
	250
	123


Source: field survey, 2025
	a = (23) (250) – (30) (116) 
	        5 (250) – (900)
	= 5750 – 3480
	    1250 – 900
	= 2270
	    350
= 6.49 
	b = 5 (116) – (30) (23)
	        5 (250) – (900)
	   = 580 – 690 
 	      1250 – 900
	= - 110
	      350
	= -0.314
	y = a + b x	
	y = 6.49 – 0.312 x
Decision rules: 
 Since the level of significant is 0.5 is greater than the P- value. It shows that the trained employees have more knowledge about the company’s product than the trained ones. 
Hypothesis three. 
The trained employee does not help an organization to increase its productivity. 
Calculation: 
The hypothesis were tested and calculated with the using regression analysis. 
Formula
	y = a + b x 
Where; y = dependent variable (employee’s performance) 
	 x = independent variable (training) 
a = (εy) (εx2) – (εx)  (εxy)
	      n(εx2) – (εx)2
	b = n (εxy) (εx) – (εx) (εy) 
  	              n (εx2) – (εx)2  
Computation table 
	N  
	εx
	Εy
	εxy
	(εx2)
	(εy2)

	1
	3
	5
	15
	9
	25

	2
	9
	3
	27
	81
	9

	3
	27
	4
	108
	729
	16

	4
	64
	3
	192
	4096
	9

	5
	80
	2
	160
	25600
	4

	Total 
	183
	17
	502
	30512
	64


Source: field survey, 2025 
	a = (17) (30215) – (183) (17) 
	    	           5 (30512) – (33489)
	= 518704 - 8534
	    152560 - 33489
	= 510170
	    119071
= 4.28 
	
b = 5 (502) – (183) (17)
	        5 (30512) – (33489)
	   = 2510 - 3111 
 	      152560- 33489
	= - 601
	      119071
	= -0.005
	y = a + b x
	y = 4.28 – 0.005 x 
Decision rules: 
Since the level of significant is 0.05 is greater than the p-value. It shoes that the trained employee does not help an organization to increase productivity. 
4.4 DICUSSION OF FINDINGS
The findings based on the regression analysis earlier discussed shows that the training improve the employees performance since the p-value is significant in every of the hypothesis tested.  


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 	Summary of Findings: 
The findings from the analysis revealed that the training have significant impact on employee’s performance. Training is more than just applying the knowledge, skills and attitudes learnt in training when back on the job. It requires the generalization of learnt behavior and the maintenance of the behavior over a period of time. Employees in the organization need to see that professional development learning and their programme include. 
According to the analysis, training maybe viewed as a solution to a number of problems, such as substandard quality resulting from skill deficiencies and the voluntary turnover of employee’s seeking more rewarding jobs.  
The researchers point out that, as employees undergo training their confidence can be increased and their value can be confirmed as well. The analysis reveals that effective employee training leads to an increase in quality and improve performance as a result of potentially fewer mistake. 
Findings from the literature revealed that the failure of training programme stems from the training objectives not being aligned with the business needs. One of the reasons for a training programme being unsuccessful is the inability of the company to recognize non-training solutions. A finding from the literature reveals that if conditions are not conducive to the transfer of learning efforts will have been in vain.
5.2	Conclusion 
Companies whose investment perspective is on human source management view training as an opportunity to increase long-term productivity. Investing in training is imperative for any organization, which will certainly realize a return on its investment in training its workers. Workers are essentially assets to an organization and should therefore be treated as human capital. The more that is invested in them, the more that can be expected from them in terms of performance behavior which can give the organization its competitive edge. 
The evolution process that follows training in very important as there may be follows training programme, therefore feedback is essential if management is to address issues that may be realized and/or enhanced, effective employee training leads to an increase in quality as a result of potentially fewer mistakes. Moreover, effective development programme allow for the organization to maintain a workforce that can adequately replace employees who may leave the company or who are moved to other areas. On the individual level the employee must carry out self-assessment, where he/she is expected identify, where his/her opportunities and needs for improvement.           
5.3 	Recommendations 
Based on the conclusion of the study, the following recommendations were made; 
i. Working conditions in the organization should be improved so that they become conducive to the transfer of learning. 
ii. The provision of feedback to employees after training is recommended in order for employees after training is recommended in order for employee to become aware of areas where they can improve their performance. 
iii. The employer should improve training programmes so that employees acquire new knowledge. 
iv. The employer should have compulsory training programmes for all employees in order to improve the knowledge and understanding of annual business strategy and objectives. 
v. Employees should be provided with more training programmes in order to reduce the cost of recruitment and training new staff members. 


REFERNCES
Bee D. (2018), Foundations in Management: Concept and Theory Ilorin: Olad publisher. 
Cyril M.L 2016), The Managing of Banking Industry. Ilorin free press. 
Elsdon G. (2016), Banking Industrial Development: strategies and model, USA: Addison Wesley. 
Chan H. (2018), Personnel In Management: Theory And Practice Ilorin: DP Publication Nigeria Limited.
Dessier G (2017), The Theory And Practice Of Personal Management. 
David, F. (2018), The Board Management Development London; Board service 
Hamblin L. (2025), The Practice of Management: London: New York Harper and Row publisher 
Heaneman D. (2017), The Theory And Practice Of Personnel Management In Nigeria 
Lara M. (2015), Handbook Principle of Human Resources Management (1st Edition) 
Millin M. (2016), Power Innovation and Problem Solving In Personnel Management, Mc Grew Hill
Peny H. (2018), Coverdale on Management: London: Williams Heeman limited. 
Richard D.H (2015). The Polities of Banking Industry Decision Making Tavistock: Randall and Schuler: management in strdbell. 


image1.png




