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                               ABSTRACT
The objective of this study is to examine the effect of training and development on employee’s performance of Fiolu Pharmaceutical Company, Ilorin. The methodology adopted in this research is the primary and secondary method of gathering data. The population of the study were staff of Fiolu Pharmaceutical Company and the statistical techniques used in analyzing data is the descriptive statistics through statistical packages for social science (SPSS) software. The study established that there is significant relationship between employees’ training and development and organizational performance. It also shows that that there is significant relationship between employees’ training and development company’s profitability and adoption of on-the-job and off-the-job training has also improved the efficiency of company’s employees. Since training and development is a major key success to organizational performance the study recommends that there is always need for assessment which 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.


CHAPTER ONE
1.1. Background of Study
Today every organization’s top priority is to manage the human resources. The level of the productivity and the efficiency of employees should be increased to take maximum output (Gamage & Imbulana, 2021). The survival of any organization in the competitive society lies in its ability to train its human resource to be creative, innovative, inventive who will invariably enhance performance and increase competitive advantage (Edralin, 2022; Lynton & Pareek, 2000; Vemic, 2007). Business owners need employees that are able to get the job done, because employee performance is critical to the overall success of the company. 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.
 Learning is very important and the backbone of every organization and it is also the main resource of the organization (Anam, Rashi, Rad & Mizana, 2013). So organizations invest huge amount on the human resource capital because the performance of human resource will ultimately increase the performance of the employee and the organization. Performance is a major multidimensional construct aimed to achieve results and has a strong link to strategic goals of an organization (Raja, Furgual & Mohammed, 2011; Gambo, 2015). Accordingly, this research is aimed to examine the effect of training and development on employee‟s performance in International Tobacco Company Ilorin, Kwara State, Nigeria.
Various factors like skills, training, motivation, dedication, welfare, management policies, fringe benefits, salary and packages, promotion, communication etc. are responsible to encourage the people to work sincerely and give their best output. Kerney (1992) described employee’s performance as measurement of performance of an employee on the basis of the set standards by the organization. Performing up to the standards set by the organization means that an employee meets the organizational expectation and they are considered good performers.
Employees are the most valuable asset of every company as they can make or break a company’s reputation and can adversely affect profitability. Employees often are responsible for the great bulk of necessary work to be done as well as customer satisfaction and the quality of products and events. Without proper training, employees both new and current do not receive the information and develop the skill sets necessary for accomplishing their tasks at their maximum potential. Employees who undergo proper training tend to keep their jobs longer than those who do not. Organizations are facing incremented competition
In a company like Fiolu pharmaceutical company that focuses its production on drugs, learning and development of employees is important to optimize their contribution to the achievement of the aims and objectives of the organization. Due to globalization, transmutations in technology, political and economic environments and consequently prompting these organizations to train their employees as one of the ways to prepare them to adjust to the incriminations above and thus enhance their performance. Before an organization can achieve its main objective, it has to ensure that employees contribute their best and most efficient performance towards production. Therefore, the performance management system came into effect as a management reform to address and redress concerns, organizations had about performance (Sharif, 2002).
Richard B Johnson summarized it all very succinctly, as he said the organization itself is a constant flux. It is either growing or dying. It is either expanding or shrinking in its particular market place. It changes pace and direction under the impact of an ever changing environment. New products, new processes, new materials and new services; the expansion of technology; the new products, new processes, new materials and new services; The expansion of technology; the activities of competitors; it influences of regulations and other controls all these and all other factors combined to either help or hinder and organization’s ability to survive and grow (Johnson, 1976).
1.2. Statement of the Problem
Training and staff development assist individual performance to impact positively on employee’s productivity. Unfortunately, most companies fail to recognize the effect of training and development on employee’s performance and productivity. Most managers are ignorant and misinformed on the need and importance of training and development of manpower in their companies. When the economy slows or when profits decline, many organizations first seek cuts in their training budgets. This will leads to high job turnover, increased cost of hiring new employees, thereby causing a decrease in the organizational profitability term.
Generally speaking, Pharmaceutical companies are not just faced with only production problems but also adhering to quality standards and also meeting up to government speculations or standards. Therefore, in order to meet up with standards, necessary orientations and training has to be put in place.
Although most researches and study have been carried out on the effect of training and development on employee’s performance by Dr. David Ackah, 2014 (public sector), Kasimu Sendawula, 2018, Everlyne Naumwo Efumbi & Dr. Anthony Alexis, 2018 (health sector), Hassan Raza, 2014 (petroleum sector), Sohail Imran Khan & Nabaz Nawzad Abdullah, 2019, David Twumasi- Ankrah, 2017 (education sector), but there has been less or no studies carried out in the Pharmaceutical sector. This study will emphasize on the effect of training and development on employees performance in the Pharmaceutical sector.
1.3. Research Objectives
The primary aim of this research is to be able to understand the effects of training and development on employee’s performance in Fiolu Pharmaceutical Company and Pharmaceutical sector generally.
At the end of this research it must be able to fulfill the following objectives to;
· Examine the effect of training and development on employee performance in Fiolu Pharmaceutical company.
· Identify and investigate the need for training and developing employees in Fiolu Pharmaceutical company.
· Find out the major hindrances to training and development in Fiolu Pharmaceutical company. 
1.4. Research Questions
(I) Does training and development have effect on the staffs of Fiolu Pharmaceutical company?
(II) Is there need for training and development in Fiolu Pharmaceutical company?
(III) Is training and development policy necessary for boosting employee’s productivity?
1.5. Hypothesis of the Study
H1: Training and development does not have effect on the staff Fiolu Pharmaceutical company.
H2:There is no need for training and development in Fiolu Pharmaceutical company.
H1: Training and developmen policy is not necessary for boosting employee's productivity.
1.6. Significance of the Study
This study (effect of training and development on employee’s performance in Fiolu Pharmaceutical company) is significant and important in the sense that it will help or assist the company to know whether training the employees will improve their efficiency and effectiveness towards productivity, or whether training and development of employees in an organization is worth investing on. The outcome could provide some yardstick for measuring the practice of training and development in Fiolu Pharmaceutical company.
At the same time relevant suggestions will be provided on how to improve employee’s efficiency through training and development.
Most importantly provide necessary solutions to tackle major challenges associated with training and development of employees especially for a company like Fiolu Pharmaceutical company whose staffs are more than 500.
1.7 Scope and Limitation of the Study
Although there are many Pharmaceutical companies in Nigeria or globally but this study will just be limited to Fiolu Pharmaceutical Company, this company will make a good case study because of its ability to handle a staff of 500 and above. In the course of this study we intend to look deeply on the results accumulated from training and development of employees in Fiolu Pharmaceutical company, Examine the results to determine whether it will be favorable for a company like ITC whose staff strength is more than 500 to train and develop their staffs.
Also this study will offer suggestions and recommendations based on the research findings.
1.8  Definition of Terms
TRAINING: It is a systematic development of the knowledge, skills and attitudes required by the employees to perform adequately on a given task or job. It can take places in a number of ways, on the job on or off the job; in the organization and outside organization; 
DEVELOPMENT: Development refers to the overall holistic and educational growth and maturity of people in managerial position. The process of development is in relation to insights, attitudes, adaptability, leadership and human resources.
PERFORMANCE: Is defined as the relationship between output and input; between results or proceeds and sacrifices. If it involves the ratio between output and a specific part of the input, this is referred to as ‘partial productivity’.
PRODUCTIVITY; Productivity can be defined as an overall measure of the ability to produce a good or service. More specifically, productivity is the measure of how specified resources are managed to accomplish timely objectives as stated in terms of quantity and quality


                                            CHAPTER TWO
2.0. Literature Review
2.1. Conceptual Clarification
Training and development has been a subject of many studies over the years. One major key to a company’s success or growth is determined by the level of experience of the employees. It has been evidence that the most productive employees and workers are basically those who have received professional, extensive training and development. These groups of employees are often regarded as the strongest stake in an organization’s future. 
Training both physically, socially, intellectually and mentally are very essential in facilitating not only the level of productivity but also the development of personnel in any organization. Therefore, training can be put in a contact relevant to school administrators. However, knowledge is the ability, the skills the understanding, the information, which every individual requires acquiring in order to be able to function effectively. Human resources, are the most valuable assets of any organization, with the machines, materials and even the money, nothing gets done without manpower Abiodun, (1999) submitted that; training is a systematic development of the knowledge, skills and attitudes required by the employees to perform adequately on a given task or job. It can take place in a number of ways like, on the job on or off the job; in the organization and outside organization.
Training and development describes the formal ongoing efforts that are made within Organizations to improve the performance and self-fulfillment of their employees through a variety of educational methods and programs .Employee performance is an important building block of an organization and factors which lay the foundation for high performance must be analyzed by the organizations Abbas & Yaqoob, (2009).
An organization cannot progress by an individual’s effort, but by the collective effort of everyone in the organization. Performance is a major multidimensional construct aimed to achieve results and has a strong link to strategic goals of an organization Mwita, (2000). For the people involved with human resource development, “the performance appraisal interview is widely regarded as one of the main instruments for identifying training and development needs at the individual level” Armstrong & Baron (1998).

2.1.1. Training
Training is a learning activity directed towards the acquisition of specific knowledge and skills for the purpose of an occupation or task. The focus of training is the job or task for example, the need to have efficiency and safety in the operation of particular machines or equipment, or the need for an effective sales force to mention but a few, Cole (2002).
Training refers to a systematic setup where employees are instructed and taught matters of technical knowledge related to their jobs. It focuses on teaching employees how to use particular machines or how to do specific tasks to increase efficiency.
Training is defined as a set of activities which react to present needs and is focused on the instructor and contrast with learning as a process that focuses on developing individual and organizational potential and building capabilities for the future. Training is essentially a management tool derived to foster, develop and increase skills and knowledge base of employees and also employers with a view to ultimately increasing both the employees and organizations performance in terms of efficiency, effectiveness and overall productivity. Reynolds et al, (2004)
Most organization has long recognized the importance of training to its development. As new technology progresses, making certain jobs and skills redundant, an increasing emphasis is being placed on the need for a skilled and highly trained workforce. Many of the jobs being replaced by machines have been of an unskilled and semi-skilled nature, and this emphasizes the need for higher education and skills for those wishing to gain employment in the future.
2.1.2. Functions of the Training Department
i. Determination of training needs, i.e. assessment of training needs.
ii. Development of overall plans, objectives and assignment of responsibilities.
iii. Development of training programs in consultation with the executives.
iv. Collection and preparation of training materials outline curricula, textbooks and possibly audio visual aids.
v. Instruction on certain courses and selection of qualified instructions.
vi. Determination and co-ordination of all training programs.
vii. Evaluation of effectiveness of training efforts.
2.1.3. Challenges Faced in Training and Development of Employees
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, Robbins et al. (2003). He 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.
Furthermore, 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 behavior. Whenever training is considered as a single event, the chances of behavior 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 behavior. 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. 
Below are some outlined challenges faced in training and development of employees:
1. Identifying training needs
2. Identifying of staffs that needs to be trained
3. Trained staffs are always discouraged because they are not given the job that’s relevant to the knowledge he has acquired during training, thereby rendering the effort of the trainee useless.
4. Availability of funds; the cost for training is becoming higher every day in a country 
5. Implementing training plans and programs. 
6. Most staff nominated for training doesn’t see it as an opportunity to learn new things but enjoying their own benefits or jamboree period.
7. Most staff trained end up being stolen by other competitive company.
6. Training program needs the strong support of the top management, without this the benefit of training won’t be appreciated.
7. Selfishness on the part of the trainee not ready to share their knowledge.
8. Most of the materials needed to train are very expensive 
2.1.4. Way out of this Challenges Faced in Training and Development
1. Establishment of training needs and identify individual and departmental training needs
2. Ensuring employees doing relevant job are sent on relevant training and not a means of compensating loyal staffs
3. Ensuring adequate preparation of the mindset of any employee that is to be sent on training
4. Ensuring employees sent on training are given relevant assignment or task to do.
2.1.5. Definition of Development
Development is a more advanced tool which essentially allows the employees to progress along a career plan or path with the skills and knowledge gained over time. It allows employees progress according to the needs of the organization.
Development refers to the overall holistic and educational growth and maturity of people in managerial position. The process of development is in relation to insights, attitudes, adaptability, leadership and human resources.
2.1.6. Trends in the Development of Persons
Naturally human beings tend to develop along certain dimension and directions such as has been identified by Likert (1976):-
a. All human beings tend to develop from a state of passivity or near indolence as infants to a state of increasing activity as adults. This is what is known as the theory of self-initiative or self-determination.
b. People tend to develop from a state of dependence upon others to a state of relative independence. Here relative independence upon others to a state of relative independence. Here relative independence means the ability to stand on one’s own feet and also to acknowledge at the same time healthy mutual interdependence. It is characterized by the liberation of the individual from his/her childhood and primordial determiners of behavior (e.g. family and tribe) and developing his/her own set of behavioral determiners.
c. People tend to develop from being capable at behaving only in a few ways to being dexterous and versatile.
d. They develop from having erratic, casual, shallow, quickly dropped interests to having deeper interests. The mature state is characterized by an endless series of challenges, where the reward comes from doing something for its own sake.
e. Human beings develop from having a short time perspective and here and now in which the present largely determines behavior to a much longer time perspective in which the behavior is more affected by the past and the future (i.e. a futuristic orientation). There is a general trend for people to develop from being in subordinate positions in the society to aspiring to occupy an equal and or super ordinate position relative to their peers or even their superiors. Thus a popular saying in Nigeria is that “the young shall grow”.
f. Finally a normal person would tend to develop from a lack of awareness of self to an awareness of and control over self. The adult who tends to experience adequate and successful control over his own behavior tends to develop a sense of integrity and feelings of self-worth.
2.2. Training and Development Variables
2.2.1. Training and Development Need
Some authors use the terms “training” and “development” as synonyms. However, some view the two concepts as being different. Jones, George and Hill, (2000) believe that training primarily focuses on teaching organizational members how to perform their current jobs and helping them perform their current jobs and helping them acquire the knowledge and skills they need to be effective performers. Development on the other focuses on building the knowledge and skills of organizational members so that they will be prepared to take on new responsibilities and challenges.
Most organization sees training and development of employees to be irrelevant, time consuming and also money consuming but this ideas can be counter minded by the numerous benefits attached to training and developing employees. And below will be discussed the reasons why an organization needs to train and develop their employees.
1. To increase the skills and knowledge of the employees thereby making works much easier, and at the same time builds their confidence in their ability thereby improving their performance and make them work more efficiently and effectively.
2. Cost efficiency; when an employee is being trained in a particular field, the employee/ worker becomes very familiar with the job, thereby finding it easy to save cost and at the same time increase output. In other words one can say it brings about financial gain.
3. Motivates the employees to put in their best into production. This in the sense that since time and money is being put in place to train and develop the employee, the employee will have the mindset that much will be expected of him thereby encouraging him put his best into production. In other words it brings positive attitude among employees and at the same time improving the results of the organization.
4. Increased capacity to adopt new technologies and method. As long as there’s globalization new methods or easier methods of doing things will be adopted, training and developing of employees makes it easier for them to adapt to the latest trends of doing things.
2.2.2. Identification of Training Needs
This is the process of determining who among the staff needs training and in what areas of job performances that such training is needed. Because training is expensive (time, money, and energy are expended), it can only be embarked upon as and when necessary. Training becomes necessary under any or combination of the following conditions;
· Changes in organizational structure and processes
· Introduction of new technology
· Introduction of new products
· Changes in consumer tastes, behavior, styles and pretenses
· Competitive market forces
· Re-location of site
· Regulatory sanctions and controls (e.g. by government or employees)
· Expansion of scope of organizational activities
· Changes in job-related behaviors of employees (i.e. in terms of job satisfaction, employee morale, value orientations and attitudes, and productivity). 
McGhee and Thayers analyzed training needs into three levels:
1. Industry-Related Needs: understanding this need can be complicated in the sense that an employee needs to know any information pertaining the industry. There surely exist certain pieces of industry knowledge that employees should have about how the organization fits into the industry.
2. Job-Related Needs: this is less complicated compared to the former. Here job related needs are those that relate directly to jobs which are part of the organization. The purpose of these needs is to improve the final output of the job itself. The key is to identify which aspect of the job belongs to executive positions and which ones are related to on-the-job training.
3. Task-Related Needs: This need usually comes in form of a requirement in a particular part of the job. In other words it’s a combination of different tasks and processes that creates your job on a daily to yearly basis.
Let’s briefly look at what training needs analysis means.
Training needs analysis is the process of identifying training needs in an organization for the purpose of improving employee job performance.
2.2.3. Transfer of Training
Transfer of training is applying knowledge and skills acquired during training to a targeted job or role. The goal here isn’t to gain knowledge and skills, but to transfer learning into performance, which in turn leads to improvement in agency results. There are three types of transfer of training cited by Baldwin and Ford (1988).
1. Positive Transfer: training increases performance in the targeted job or role. It is the goal of most training programs.
2. Negative Transfer: this is the opposite of positive transfer. Here, it decreases performance in the targeted job or role.
3. Zero Transfer: unlike the above two, zero transfer neither increases nor decreases performance in the targeted job or role.
2.2.4. Training and Development Policy	
A training and development policy is a set of guidelines and requirements reflecting the organization’s values and culture, and is based on a set of principles to which the organization adheres in its overall management and development of the workforce. While the policy tells the user what to do, training provides the user the skills required to follow the policy. When an organization Have a training policy for its employees’ it shows that it cares about them.
Kenney et al (1992) makes a point that companies should have different policies for training depending on the class or level of employment or levels of employees to be trained. They pointed that training policies are necessary for the following reasons:
1. To provide guidelines for those responsible for planning and implementing training.
2. To ensure that a company’s training resources are allocated to the pre-determined requirements.
3. To provide for equality of opportunity for training throughout the company, and
4. To inform employees of training and development opportunities.
As much as these policies seem to be accurate, they are silent on the elements of budgetary provision and top management support for training. According to Michael Armstrong in his book A Handbook for Personnel Management practice (1996), training policies are expressions of training philosophy of the organization. He also affirms the assertion of Kenny et al (1992), but even further stated that training policy shows the proportion of turnover that should be allocated to training.
He also advocated that a training philosophy is imperative to indicate the degree of importance the organization attaches to training. This will not eliminate entirely, reduce the laissez-faire approach to training. Notwithstanding the essence and the benefits of training, policies can improve to be a difficult task for directors especially if they are doing so for the first time, and if they do not have the advice of a training officer with previous experience at the level.


2.2.5. Training Objectives and Training Plan 
After these analyses have been done, it is easier for the training objectives to be established and also to know what the learners must be able to do after the training program. “It is important that a sound basis is established for other associated elements of human resources management practice such as performance management (appraisal), reward management (motivation) combined with training and development itself cannot help in total employee development without the complement of employee appraisal and motivation. McKenna & Beech (2002)
One of the things to consider in designing a training program is what the program is to accomplish, that is the objectives. In other words a training program cannot be designed until what that program is to accomplish is known. It is imperative for organizations to realize that in designing a training program it is equally important to consider what the trainees should know or be able to do after the training is complete. Training objectives should however be attainable and measurable. A training program is successful if the objectives are achieved. Zaccarelli (1997) outlines the process of planning training as;
I) Develop a training plan
Once attainable and measurable training objectives have been considered, a training plan can be developed. This planning tool provides a step-by-step written document for others to follow. A training plan details the course content, resources required method of training, who should do the training and who should be trained.
     II)  Design a training lesson
           Once a training plan outlining general program requirements has been developed, the organization will need to concentrate on specific segments of that plan. This is done with the use of a training lesson. Generally, there is one training lesson for each training session. This means if ten sessions are planned, ten training lessons must be developed. A training lesson services the following purpose;
a) It provide a content outline for the lesson
b) It suggests activities/specific instructions which will help to make training easier
c) It defines suggested time to spent on each segment write the segment
     III) Select the trainer(s) 
      Who is going to train? Who is a good communicator and has the necessary knowledge/skill to train? What should the trainer do to get the trainees ready for the training? These are the questions to be addressed when selecting a trainer.
     IV) Prepare the trainer(s)
       Training is one of the most important things any organization does. As a result, the personnel responsible for training must be given adequate training themselves, as well as equip them with the necessary logistics. Remotely linked to this, trainees must also be concerned and prepared for the learning experience.
2.2.6. Training and Development Methods
The methods for manpower training and development in organizations differs, and it is largely determined by the objectives of organizations, the idiosyncrasy of management staff or the chief executive officer, the organizational policy, as well as the organizational environment to mention a few. Thus, it is a common feature to see methods for manpower training and development varying from one organization to the other, just as a given organization can be tailored at adopting different methods at different times or a combination of techniques at the same time. However, some methods for manpower training and development are stated below:
Orientation: this method of manpower training and development could be said to be an integral part of the recruitment exercise in that once an employee has been found appoint able, it is expected that such an employee need to be positively oriented in line with the vision and aspiration of the organization for effective discharge of function, and since employee function in an organization is basically affected by his perception of the organization vis-à-vis the rules and principles that exist in the organization. It therefore follow that an employee undergoes formal and informal orientation in a place of work. While the formal orientation focuses on job specification and occupational demands placed on the employees, the informal orientation involve the social interaction that take place in the place of work which could either boost productivity or be detrimental to it Koontz et al. (1980). 
On the Job Method of Manpower Development: this method is basically different from the orientation method in that while orientation is at the point of entry into the organization or a new assignment; on the job method is a process through which knowledge and experience are acquired over a period of time either formally or informally. This process involves the following:
1. Coaching: this is a method of on the job training and development in which a young employee is attached to a senior employee with the purpose of acquiring knowledge and experience needed for the performance of task Yalokwu, (2000).
2. Job Rotation: this method either involve the movement of an employee from one official assignment or department to the other, in order for the employee to be acquainted with the different aspects of the work process or through job enlargement – that is given additional responsibility to an employee who has been uplifted as a result of the acquisition of additional skill or knowledge Yalokwu, (2000) & Lawal, (2006).
3. In House Training: this involve a formal method of on the job training in which skills and knowledge are acquired by employees through internally organized seminars and workshops geared toward updating the workers with new techniques or skills associated with the performance of their jobs Lawal, (2006).
4. In Service Training: this method involves training outside the organization or workplace in higher institution of learning or vocational centers under the sponsorship of the organization or on terms that may be agreed upon between the organization and the worker Lawal (2006).
Commitment/Work Group Method: this method entails manpower training and development through the involvement of employees in meetings, committees, and work group discussion geared towards injecting inputs in form of decision making as regard solving organization problem. This method is quite indispensable, especially in the aspect of training employees for managerial functions or heading organizational units.
Vestibule Training Method: this is a method of manpower training and development through the acquisition of skills in a related working environment Nongo, (2005). Under this method the trainee practices his skill with identical equipment that he uses or he is expected to use in his actual place of work. This method is most suitable for sensitive operations where maximal perfection is expected. The purpose is therefore to enable perfection at work place.
Apprenticeship Method: this method of manpower training and development involve the acquisition of skill through extensive practice for over a period of time by the trainee. This type of manpower development device could either be formal or informal. In the informal environments the trainee is attached to the trainer, and he/she is expected to pay for an agreed period of apprenticeship Nongo, (2005). In the formal environment on the other hand, an employee of an organization could be placed under apprenticeship in the organization with pay.
2.3. Employees Performance Variables
2.3.1. Performance Appraisal
Regrettably, performance evaluation reports in our public and private institutions are seen only in relation to promotion or non-promotion of employees. Ideally, first and foremost, performance appraisal/ evaluation report should serve as a critical employee training need determinant. This is because such appraisals focus on the requirements of the job and employee job behavior as matched against those requirements.
2.3.1.2. Measurement of Employees performance
 Evaluating employee performance is carried out on an on-going basis and encompasses all areas of work ethic and individual achievements. Every company has a process to monitor and evaluate their employees, in ITC‟ performance on the job is measured with the basic strategic objectives. Here are some ways in which employees‟ performance are measured: 
i. Punctuality: Employees who regularly arrive late for work or are frequently absent from the office are unlikely to be meeting their performance objectives. Issues with punctuality mean an employee is not doing their job to their full potential and a negative attitude may also be affecting their colleagues. The Human Resource Manager will address the underlying issue with the following question: 
 Have they received adequate training? 
 Do they get along with their co-workers and manager? 
ii. Quality of work: The timely completion of projects to the desired standard is a key indicator in measuring employee performance. The answers to the following questions will help Managers to understand why the employee does not perform as well expected. 
 is the work being carried out averagely or outstanding? 
 Are they committing maximum effort to the projects? 
 is their attitude affecting their ability to meet expectations? 
 Do they understand their personal performance objectives? 
iii. Attitude Check: A bad attitude will often manifest itself in insubordinate behavior. Again, this is indicative of an individual who is unlikely to be meeting their performance objectives. Typically, these employees will not comply with company policies and are likely to display disrespect for your company and co-workers 
iv. Observing personal habits: Perpetual bad habits can detract from employee performance. This may include indulging in office gossip, taking unauthorized breaks, disruptive behavior and the use of computers for personal reasons (such as social media, online shopping). 
v. Carry out a client survey: The consequences of poor employee performance will ultimately manifest themselves in customer service. A client survey can quickly identify issues with individuals. A positive response means your employee performance is meeting or exceeding expectations. 
vi. Carry out random checks: Due to the nature of the business implementing random checks against quality standards is used to review employee performance. 
2.3.2. Personnel Development
According to Miles (1965) peoples do not only have to feel good in their jobs, they also have a genuine sense of learning, growing and developing as persons in the process of making their organizational contribution. Properly designed professional development not only enhances the professional development of the employee, it also promotes the development and achievement of the organizational goals.
A good personnel development is therefore one, which is both person-oriented and job-oriented.
2.3.3. Employees Productivity
In order to enhance productivity, management is advised to direct its attention to, and improve upon its programs in the area of work planning and scheduling; elimination of irrelevant paper work and movement of persons; introduction of new tools, equipment and facilities; automation; and effective bargaining with labor unions.
In short, improvement in productivity does not happen by chance; they have to be planned and worked for. And for labor unions, they have to be made to understand that improved productivity is a quid pro quo for any pay rise.
Above all, productivity management depends very much on the appreciation of the fact that people are the key to productivity. Public service institutions must learn to select qualified people, develop them and of course remunerate them adequately.
Katz (1964) suggests there basic types of behavior necessary for every organization to function effectively, namely:-
a. People must be induced to enter into, and remain within the system. Every effort has to be made to retain them because employee turnover and absenteeism are usually very expensive and detrimental to organizational health. Of course, were physical presences at one’s place of work is surely not enough; in fact, it is far from ideal.
b. Employees must carry out their role assignments in a responsible a dependable manner.
c. There must be innovative and spontaneous activities in achieving the objectives of the organization for beyond the routine role definition and specification.
There three anticipated behaviors are themselves contingent on the existence of certain basic factors, factors which invariably influence an employee’s decision either to commit or not to commit his or her time and energy in carrying out such behaviors. Prominent among such factors is the satisfaction of what Abraham Maslow calls basic human needs. Maslow views every individual as a perpetually wanting animal, an “Oliver Twist”, one might say. He maintains that nearly all human beings are motivated by the desire to satisfy a number of certain basic needs categorized into five, as follow;
.   Physiological needs: these are those basic fundamental needs which sustain life itself. They include- food, water, air, sleep, rest, sex and excretion.
.    Safety needs: these refer to those needs for a harmless state environment, devoid of fear or unpleasantness.
.    Love (social) needs: these are those needs for affectionate relations with other people; the need to belong to a group; a deep sense of belongingness as acceptance as a member of a group.
.   Esteem need: there according to Maslow, are the “needs or desire for a stable, firmly based usually high evaluation of themselves for self-respect or self-esteem” Maslow, (1943). They also include the need for attention, recognition and prestige as well as esteem from other people.
.   The need for self-actualization: this is the desire or the need for self-fulfillment, a realization of one’s full potential in terms of doing or creating. This is the ultimate need of all human beings; that is, the need to become that entire one is capable of becoming.
2.3.3.1. Factors Affecting Employee Performance 
Anderson (2003), 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. 
2.4 . Theoretical Review
2.4.1. Human Capital Theory
The Human Capital Theory was developed by Smith (1776) and re-invigorated by Schultz (1961) postulates that education and training are a form of investment in human beings. The underlying belief then is that education creates assets in the form of knowledge and skills, which in turn increases the productivity of the worker. Schultz argued that skilled human resource has been able to acquire these skills as a result of staff development programs or investment in the existing human resource through appropriate on-the job training both within and outside the organization for example seminars, workshops, conferences, and by creating conducive environment through appropriate welfare care like promotion. According to Flamholtz and Lacey (1981), human capital theory proposes that people's skills, experience, and knowledge are a form of capital and that returns are earned from investments made by the employer or employee to develop these attributes. The Human capital theory holds that employees should invest in specific training and further initiation of more promotion opportunities to enhance employees' career path prospects.
2.4.2. Theory of Experiential and Cognitive Learning
It was propounded by an American psychology David Allen Kolb (educational theorist). He explained that the humanistic and constructivist approaches to education, which emphasize that learning occurs naturally.
Kolb also proposed that experience was critical in the development of knowledge construction, as learning occurs through discovery and active participation. Kolb defined leaning as: the process whereby knowledge is created through the transformation of experience” Kolb, (1984).
There are two parts to Kolb’s Experiential Learning Theory. The first is that learning follows a four-stage cycle, as outlined below. Kolb believed that, ideally, learners progressed through the stages to complete a cycle, and, as a result, transformed their experiences into knowledge.
 The second part to Kolb’s Theory focused on learning styles, or the cognitive processes that occurred in order for acquire knowledge. Essentially, Kolb believed that individuals could demonstrate their knowledge, or the learning that occurred, when they were able to apply abstract concepts to new situations.
Completion of all stages of the cycle allows the transformation of experience to knowledge to occur. Kolb’s entire theory is based on this idea of converting experience into knowledge. With each new experience, the learner is able to integrate new observations with their current understanding. Ideally, learners should have the opportunity to pass through each stage.
Experiences are central to Kolb’s theory, as he viewed it as a process by which something must be changed or transformed. Memorization or recollection of ideas taught does not equal learning, as no value has been added to the learner. Kolb’s model acknowledges that something must be generated from the experience in order for it to be defined as learning.
 2.5. Empirical Review of Related Literature
Cheng and Ho (2001) claim that as a result, “ungraded” employees look for improving their job performance as well as enhancing their future career prospects. Obviously, when employees transfer their positive learning content to their job, a win-win solution for organizations and employees can be accomplished. Therefore when employees are provided better and more intensive training, the result is an increase in self-worth and greater job performance proficiency. If the employee’s perception is one of having sufficient training and development, it may also serve as a catalyst for enhancing the employee teaming effect.
Amir Elnaga, Amen Imran (2013) explained in their research that the accomplishment or disaster of the firm depends on its employee performance. Hence, top management realized the importance of investing in training and development for the sake of improving employee performance. It aimed at studying the effect of training on employee performance and to provide suggestion as to how firm can improve its employee performance through effective training programs.
Philipina Ampomah (2016) study focused on the effect of training and development on employee’s performance in a private tertiary institution in Ghana; and the study found out that employees are motivated through training; and the training and development results into higher performance. The study also recommended that training and development of all staffs should be vigorously pursued and made compulsory.
Debra L Truitt (2011) emphasized that it is incumbent on training and development professionals to design, implement, and evaluate the effectiveness of their programs in reducing disputes in workplace performance. It also explores the relationship between training experiences and attitudes about perceived job proficiency.
All these related works have been able to emphasize on the effect of training and development on employees performance but are still yet to proffer basic solutions to the challenges faced by the Human resource manager when it comes to the need and importance of training and development in the tobacco industry.
                                  CHAPTER THREE
3.1  METHODOLOGY
3.2 Area of Study
This study will be limited to training and development as an independent variable and employee’s performance as a dependent variable. The area of this study is to investigate and evaluate the effect of training and development on employee’s performance in Fiolu Pharmaceutical company, Ilorin, kwara state.
The analysis to be made in this research will be based on data made available to the researcher by the company’s staff and head of departments through the questionnaire that will be administered
3.3  Sample Size
Fiolu Pharmaceutical company is made up of many employees in different level ranging from top management to the cadre staff. Thus, it will therefore not be possible for everybody to be included in the sample for the fact that the data will be too large and unmanageable. In order to avoid this, it was necessary to select a sample from total of more than 500 staffs.
Selection was based on random sampling method in order to have a sample, which is a good representative of all various categories of workers and all departments. In an attempt to have full representative of the entire categories of staff in various departments, the principle of simple proportion was used to determine the number of people to select from each category.
A total sample size of 55 employees was used. Fiolu pharmaceutical Company is a very big company hence to get an adequate opinion of the employees; such sample population has to be used.
3.3.1 Sample Techniques
For the purpose of this study and in order to ensure an empirical survey, questionnaires were sent out to a size of 55 respondents consisting of Fiolu Pharmaceutical company staff manager 10, senior staff 15 and junior staff 30: given a total of 55
3.4 Design of Research Instrument
Though the idea of formal methodology is of relatively recent in origin, it is becoming more and more important in social inquiry. Methodology in the context of this research basically with its rules of interpretations and criteria for admission explains that these instruments and routines exist independently. There is a determined effort to achieve the objectives of the study, which is critically to appraise the impact of training development on workers to achieve both corporate and individual objective.
The research material and other relevant data used for the conduct of this research were obtained from both the primary and secondary data. The primary data are original project and they were obtained through the survey method which involves the use of online questionnaires and personal interviews conducted on some of the management staff to get some of the information needed for the research work. The secondary data on the other hand are data that have already been fattened for some other purpose.
Thus it is that data collected from previous work of other scholars and usually obtained from various textbooks that give necessary and useful information in gathering the primary data used in this research work, an oral interview was conducted with some top level management of International Tobacco Company. Their response to the questions asked were quite encouraging, informative and quite revealing. The corporation of the senior management staff was most helpful and the information gathered from the interview also assisted me immensely in the research work.
3.5 Validity and Reliability of the Instrument
The research instrument was validated by the project supervisor. The instrument was prepared by the researcher and submitted to the project supervisor for scrutiny. The corrections made by the supervisor were carefully incorporated by the researcher in order for the instrument to be valid.
The reliability of the instrument was done by the researcher through the test-retest method. That is to say, the instrument was pre-tested twice before proceeding to administer the instruments to the respondents. 
3.6  Method of Data Analysis
The analysis covers data obtained through online questionnaires which was systematically organized to facilitate descriptive analysis. Using Statistical Package for Social Sciences (SPSS) software, data obtained were coded and analyzed using descriptive statistics which includes frequency distribution, mean scores percentage and standard deviation. All this methods will be useful to determine the effects of training and development on employees’ performance in Fiolu Pharmaceutical company, Ilorin, Kwara state, Nigeria.
3.6 Model Specification
In determining the relationship between training and development and employees performance of Fiolu Pharmaceutical company Ilorin, Kwara State, Nigeria, a model stated in general form estimated is as follows.
FUNCTIONAL FORM
EP =F (TDN, TOT, TDM)
TESTABLE FORM
EP = β0 + β1TDN + β2TOT + β3TDM + 1μ
Where   EP = employee performance
TDN = training and development needs
TOT = transfer of training
TDM = training and development methods
β0 is constant (intercept of the dependent variable)
  μ is the error term
  β1 = coefficient of the first independent variable.   
  β2 = coefficient of the second independent variable
              β3 = coefficient of the third independent variable.   
3.7 Description and Measurement of Variable
This study consist majorly on five independent variables; training and development needs (industry – related, job – related, task – related) needs, transfer of training (positive, negative and zero) transfer, training and development policy, training objectives and training plan, training and development method (orientation, on – the job, commitment, vestibule, apprenticeship) and the dependent variable is employees performance which will be measured in performance appraisal, personnel development and employees productivity (physiological, safety, social, esteem, self-actualization) needs. But for this study we’ll make use of just three independent variables which will be measured through the Likert scales using measurement items that will be adapted from relevant literatures while the relationship with dependent variables will be measured through running correlation and regression analysis.

CHAPTER FOUR
4.0 ANALYSIS AND PRESENTATION OF DATA
4.1 Introduction 
This chapter discusses the data analysis and findings from 55 online questionnaires completed by employees in Fiolu pharmaceutical Company. The purpose of this study was to be able to understand the effects OF training and development of employee’s performance in Fiolu pharmaceutical company and drug sector generally.
The objectives of the study were to 
· Examine the effect of training and development on employee performance in Fiolu Pharmaceutical company.
· Identify and investigate the need for training and developing employees in Fiolu Pharmaceutical company.
· Find out the major hindrances to training and development in Fiolu Pharmaceutical company. 
An online questionnaire was sent to the employees (lower level, middle level, and top level managers) each of the respondent dropped their Gmail account which was used as an access to the questions provided. The Gmail account was provided in case of need for any further questioning. The SPSS version 11 program was used for the data analysis. The findings are discussed according to the sections of the questionnaire.
Questionnaires were grouped into the following sections:
· Section A: Socio-Demographic information of the Respondent
· Section B: training and development effect
· Section C: training and development needs
· Section D: training and development policy
·  Section E: Training and development methods
4.2 Socio-Demographic information of the Respondent 
This section of the questionnaire covered the respondents’ age, sex, marital status, ethnic group religion, educational qualification, managerial status. Though not central to the study, the personal data helped contextualize the findings and the formulation of appropriate recommendations to help this study.




Table 1: Socio-Demographic Information of Respondents
	S/N
	QUESTION
	VARIABLES
BETWEEN
	SAMPLE SIZE
	ACTUAL
RESPONSE
	%

	1
	AGE
	Under 20
21 – 30
31 – 40
41 – 50
Over 50
	

55
	2
18
19
10
6
	4
33
35
18
11

	2
	SEX
	Male
Female
	55
	32
23
	58
42

	3
	MARITAL
STATUS
	Single
Married
Widowed
Divorced
Separated
	
55
	25
30
-
-
-
	45.5
54.5
-
-
-

	4

	RELIGIOUS

	Christianity
Muslim
Traditionalist
	55

	49
6
-
	89
11

	5
	ETHNIC 
GROUP
	Yoruba
Igbo
Edo
Hausa/Fulani
	54
	27
12
10
5
	50
22
19
9

	6
	EDUCATIONAL
QUALIFICATION
	BSC/HND
Post graduate
SSCE
ND/NCE
MBA
	55
	34
13
6
1
1
	61.8
23.6
11
1,8
1.8

	7
	MANAGERIAL
STATUS
	Middle level
Lower level
Top level
No response
	55
	22
21
9
3
	40
38
16
6


Source: Survey Study 2025
Interpretation	
According to the table above, there is the indication that employees between the ages of 31 – 40 dominate the total population of the organization that is 35%followed by the employees between the ages of 21 – 30 which represents 33%.
It is very clear that there are more male employees in Fiolu pharmaceutical Company than the female counterpart. In the organization, male workers represent about 58.2%, While the female workers represent only 41.8%.
There is a strong indication that the company’s population consists mostly of married employees which represents the dominant 54.5% of the total population while single employees only represent 45.5%. 
It can be seen that there are 89% Christians more than the Muslims in Fiolu pharmaceutical Company.
Ethnic groups Ishan and Esan are still categorized under Edo and they all make up 23.4% of the total ethnic groups. With the result from the table there are 50% more Yoruba’s than any other ethnic groups. 
With the result from above, it is clearly indicated there are more BSC/HND holders (61.8%) in Fiolu pharmaceutical Company. It is closely followed with the post-graduates with 23.6%.
The questionnaire was largely answered by the middle level manager 42.3%, closely followed with the lower level managers 40.4%.

4.2 Testing Of Hypothesis
For the purpose of data analysis weights will be allocated to each variable in order to find the means and standard deviation of the responses. Thus:
        	Variables                                      	Weights 
Strongly agree                                         5
Agree                                                      4
Indifferent                                               3
Strongly disagree                                    2
Disagree                                                  1
The following statistical formula will also be used;
Arithmetic Mean
This is sometimes called the mean. The arithmetic mean of a set of numbers can be defined simply as their sum total divided by the number of observations. The arithmetic mean is calculated thus:
		
Where      Ʃ = the summation sign
                 x = the value of the set
                 n = total number of observations
                 f = frequency of the distribution
Standard Deviation
The standard deviation is the most comprehensive of all the measures of dispersion. It takes into account every item in a distribution. The standard deviation can be described as the square root of the variance.
The standard deviation for a set of n numbers x1, x2, ...., xn is noted by S and defined as below:
	
Does training and development have effect on the staffs of ITC?
Table 2: Analysis of variables to determine the standard deviation
	Variables
	x
	f
	fx
	
	
	

	Strongly agree
	5
	30
	150
	0.44
	0.1936
	5.8080

	Agreed
	4
	24
	96
	- 0.56
	0.3136
	7.5264

	Indifferent
	3
	-
	-
	-
	-
	-

	Strongly disagree
	2
	-
	-
	-
	-
	-

	Disagree
	1
	-
	-
	-
	-
	-

	Total
	
	Ʃf = 54
	Ʃfx = 246
	
	
	13.3344


Mean 
Standard deviation                 
               		= 
= 
       			= 0.4969 ~ 0.5
Interpretation
In respect of the above, we can confidently say that the respondents have clearly shown through the 0.5 dispersion and a mean of 4.56 that training and development has an effect on employee’s performance.
            Training and development tend to motivate employees.
 Table 3: Analysis of variables to determine the standard deviation
	Variables
	x
	f
	fx
	
	
	

	Strongly agree
	5
	29
	145
	0.473
	0.22
	6.5

	Agreed
	4
	26
	104
	-0.527
	0.28
	7.28

	Indifferent
	3
	-
	-
	-
	-
	-

	Strongly disagree
	2
	-
	-
	-
	-
	-

	Disagree
	1
	-
	-
	-
	-
	-

	Total
	
	55
	249
	
	
	13.8



Mean  
Standard deviation S =      = 
                                        =
                                          = 0.5       
Interpretation
From the above table, it is obvious that with a dispersion of 0.5 and a mean of 4.5, the respondents strongly agree that training and development tend to motivate employees.
Training and development does not have an effect on employee’s performance.
 Table 4: Analysis of variables to determine the standard deviation
	Variables
	X
	f
	fx
	
	
	

	Strongly agree
	5
	4
	20
	3.5
	12.25
	49

	Agreed
	4
	1
	4
	2.5
	6.25
	6.25

	Indifferent
	3
	-
	-
	-
	-
	-

	Strongly disagree
	2
	9
	18
	0.5
	0.25
	2.25

	Disagree
	1
	41
	41
	-0.5
	0.25
	10.25

	Total
	
	55
	83
	
	
	67.75


Mean 
Standard deviation S =      =                
                                        =
                                  = 1.109 ~ 1.1
Interpretation
From the above table, it is obvious that with a dispersion of 1.1 and a mean of 1.5, the respondents disagreed that training and development does not have effect on employee’s performance.
Training and development improves employee’s productivity.
Table 5: Analysis of variables to determine the standard deviation
	Variables
	X
	f
	fx
	
	
	

	Strongly agree
	5
	20
	100
	0.64
	0.41
	8.2

	Agreed
	4
	35
	140
	-0.36
	0.13
	4.55

	Indifferent
	3
	-
	-
	-
	-
	-

	Strongly disagree
	2
	-
	-
	-
	-
	-

	Disagree
	1
	-
	-
	-
	-
	-

	Total
	
	55
	240
	
	
	12.75


Mean  
Standard deviation S =      = 
                                 =
                           = 0.479       ~ 0.5
Interpretation
From the above table, it is obvious that with a dispersion of 0.5 and a mean of 4.36, the respondents agreed that training and development tend to motivate employees.
Training and development has a positive effect on employee’s performance.
Table 6: Analysis of variables to determine the standard deviation
	Variables
	X
	F
	fx
	
	
	

	Strongly agree
	5
	32
	160
	0.44
	0.19
	6.08

	Agreed
	4
	22
	88
	-0.56
	0.31
	6.82

	Indifferent
	3
	1
	3
	-1.56
	2.43
	2.43

	Strongly disagree
	2
	-
	-
	-
	-
	-

	Disagree
	1
	-
	-
	-
	-
	-

	Total
	
	55
	251
	
	
	15.33


Mean  
Standard deviation S =      = 
                                      =
                                 = 0.527 ~ 0.5
Interpretation
From the above table, it is obvious that with a dispersion of 0.5 and a mean of 4.56, the respondents strongly agreed that training and development tend to motivate employees
Training and Development Needs
Training and development helps to increase the skills and knowledge of the employees thereby making works much easier.
Table 7: Analysis of variables to determine the percentage
	VARIABLES
	SAMPLE SIZE
	ACTUAL RESPONSE
	PERCENTAGE %

	Strongly agree
	55
	35
	63.6%

	Agreed
	
	20
	36.4%

	Indifferent
	
	
	

	Disagree
	
	
	

	Strongly Disagree
	
	
	

	Total
	55
	55
	100


                    Source: Survey study 2025
Interpretation
With the above diagrammatical illustration it is so clear that the respondent strongly agreed that training and development helps to increase the skills and knowledge of the employees thereby making works much easier.
Training and development helps to save costs and save time.
Table 8: Analysis of variables to determine the percentage
	VARIABLES
	SAMPLE SIZE
	ACTUAL RESPONSE
	PERCENTAGE %

	Strongly agree
	55
	15
	27.3%

	Agreed
	
	34
	61.8%

	Indifferent
	
	5
	9.1

	Disagree
	
	1
	1.8

	Strongly Disagree
	
	
	

	Total
	55
	55
	100


                   Source: Survey study 2025
Interpretation
With the above diagrammatical illustration it is so clear that the respondent agreed that training and development helps to save costs and save time.
Training and development motivates the employees to put in their best into production.



Table 9: Analysis of variables to determine the percentage
	VARIABLES
	SAMPLE SIZE
	ACTUAL RESPONSE
	PERCENTAGE %

	Strongly agree
	55
	16
	29%

	Agreed
	
	36
	65.5%

	Indifferent
	
	3
	5.5

	Disagree
	
	
	

	Strongly Disagree
	
	
	

	Total
	55
	55
	100


                   Source: Survey study 2025
Interpretation
With the above illustration it is so clear that the respondent agreed that training and development motivates the employees to put in their best into production.
Training and development increase capacity to adopt new technologies and method.
Table 10: Analysis of variables to determine the percentage
	VARIABLES
	SAMPLE SIZE
	ACTUAL RESPONSE
	PERCENTAGE %

	Strongly agree
	55
	22
	40%

	Agreed
	
	31
	56.4%

	Indifferent
	
	2
	3.6

	Disagree
	
	
	

	Strongly Disagree
	
	
	

	Total
	55
	55
	100


                   Source: Survey study 2025
Interpretation
With the above illustration it is so clear that the respondent agreed that training and development increase capacity to adopt new technologies and method.
Training program helps to increase the productivity of both quality and quantity.
Table 11: Analysis of variables to determine the percentage
	VARIABLES
	SAMPLE SIZE
	ACTUAL RESPONSE
	PERCENTAGE %

	Strongly agree
	55
	15
	27.3%

	Agreed
	
	38
	69.1%

	Indifferent
	
	1
	1.8%

	Disagree
	
	1
	1.8%

	Strongly Disagree
	
	
	

	Total
	55
	55
	100


                    Source: Survey study 2025
Testing and Interpretation of Hypothesis
Variance:
The variance is the mean square deviation from the mean. The variance statistics unlike some of the other methods above is more comprehensive and also takes into account every item in a distribution.
The variance of a set of ‘n’ numbers
X1, X2………..Xn is defined as below:
S² = Ʃ(X1 – X)²
              N
Where
        S² = Variance
       X1 = the value of x
        X = mean of the sample
        N = number of observations
Population mean:
     Ux ± 1.96 = S/N
Where:
          X = Mean or average of x
          U = deviation from the population of mean
          S = standard deviation
          N = sample size or total response.
Ho¹ Hypothesis
H1. A good training and development programme will transform the attitude formation which leads to greater cooperation and greater loyalty.
H0: A good training and development programme will not transform to attitude formation which leads to greater cooperation and great loyalty.
Table 12: Analysis of variables to determine the standard deviation
	Variables
	X
	F
	fx
	
	
	

	Strongly agree
	5
	11
	55
	-0.9
	0.81
	8.91

	Agreed
	4
	38
	152
	0.1
	0.01
	0.38

	Indifferent
	3
	6
	18
	1.1
	1.21
	7.26

	Disagree
	2
	
	
	
	
	

	Strongly Disagree
	1
	
	
	
	
	

	Total
	
	55
	225
	
	
	16.55


Mean  
Standard deviation S =      = 
                         = = 0.548
Standard mean error = S/N
= 0.55
    55 = 0.01
Population mean = Ux ± 1.96 = S/N
=4.1 ± 1.96 (0.01)
= 4.1 ± 0.0196
U = 4.1 + 0.0196 or 4.1 – 0.0196
U = 4.1196 or 4.0804

Z = score mean X – U
                             S/N
4.1 – 4.1196         OR          4.1 – 4.0804
 0.01	0.01
= - 1.96                                     = 1.96
From the above analysis, it is suffice to say that since the 2 score mean falls within the acceptance region of – 1.96 and 1.96. The alternative hypothesis is accepted as valid while, the null hypothesis is rejected that is, a good training and development programme will transform to attitude formation which leads to greater cooperation and greater loyalty.

4.5.2 Ho² Hypothesis
H1. A well-equipped development Centre is necessary condition for employees’ performance as well as the attainment of the organizational goal.
H0: A well-equipped development center is not a necessary condition for employees’ performance as well as the attainment of the organizational goal.
Table 13: Analysis of variables to determine the standard deviation
	Variables
	X
	F
	Fx
	
	
	

	Strongly agree
	5
	35
	175
	-0.42
	0.176
	6.16

	Agreed
	4
	17
	68
	0.58
	0.3364
	5.719

	Indifferent
	3
	3
	9
	1.58
	2.496
	7.489

	Disagree
	2
	
	
	
	
	

	Strongly Disagree
	1
	
	
	
	
	

	Total
	
	55
	252
	
	
	19.368


Mean  
Standard deviation S =      = 
                                        = = 0.592
Standard mean error = S/N
= 0.592
    55 = 0.011
Population mean = Ux ± 1.96 = S/N
=4.58 ± 1.96 (0.011)
= 4.58 ± 0.02156
U = 4.58 + 0.02156 or 4.58 – 0.02156
U = 4.60156 or 4.558

Z = score mean X – U
                             S/N
4.58 – 4.60156         OR          4.5 – 4.558
 0.011	0.011
= - 1.96                                     = -5.27
In view of the above analysis, the Z score mean falls within the acceptance region of – 1.96 and -5.27. The null hypothesis is accepted as valid while, the alternative hypothesis is rejected that is, a well-equipped development centers is necessary condition for employees’ performance as well as attainment of organizational goal. 
Hoᶟ Hypothesis
H1: A well-developed employee is geared towards a contemporary need of the company.
H0: A well-developed employee is not geared towards a contemporary need of the company
Table 14: Analysis of variables to determine the standard deviation
	Variables
	X
	F
	fx
	
	
	

	Strongly agree
	5
	12
	60
	0.92
	1.2464
	14.957

	Agreed
	4
	35
	140
	-0.08
	0.0064
	0.224

	Indifferent
	3
	4
	12
	-1.08
	1.1664
	4.6656

	Disagree
	2
	2
	4
	-2.08
	4.3264
	8.6538

	Strongly Disagree
	1
	
	
	
	
	

	Total
	
	53
	216
	
	
	28.299


  Mean  
Standard deviation S =      = 
                                      =  = 0.731
Standard mean error = S/N
= 0.731
    53              = 0.0138
Population mean = Ux ± 1.96 = S/N
=4.08 ± 1.96 (0.0138)
= 4.08 ± 0.02705
U = 4.08 + 0.02705   or 4.08 – 0.02705
U = 4.11    or 4.053
Z = score mean X – U
                             S/N
4.08 – 4.11         OR          4.08 – 4.053
 0.02705                             0.02705
= - 1.11                                     = 0.998
In view of the above analysis, the Z score mean falls within the acceptance region of – 1.11 and 0.998. The alternative hypothesis is accepted as valid while, the null hypothesis is rejected that is, a developed employees’ is geared towards, the contemporary need of the organizational. 
Ho⁴ Hypothesis
H1: A well-developed employee will enhance the productivity and achievement of organizational goal. 
H0: A well-developed employee will not enhance the productivity and achievement of organizational goal.


Table 15: Analysis of variables to determine the standard deviation
	Variables
	X
	F
	fx
	
	
	

	Strongly agree
	5
	13
	65
	-1.16
	1.35
	17.55

	Agreed
	4
	31
	124
	-0.16
	0.0256
	0.7936

	Indifferent
	3
	5
	15
	0.84
	0.7056
	3.528

	Strongly Disagree
	2
	1
	2
	1.84
	3.386
	3.386

	Disagree
	1
	5
	5
	2.84
	8.07
	40.35

	Total
	
	55
	211
	
	
	65.61


                Mean  
Standard deviation S =      = 
                                   =  = 1.09
Standard mean error = S/N                             
                         = 1.09
                             55 = 0.0198
Population mean = Ux ± 1.96 = S/N
=3.84 ± 1.96 (0.0198)
= 3.84 ± 0.0388
U = 3.84 + 0.0388 or 3.84 – 0.0388
U = 3.9 or 3.8

Z = score mean X – U
                             S/N
3.84 – 3.9         OR          3.84 – 3.8
 0.0198                             0.0198
= - 3.03                                     = 2.02
In view of the above analysis, the Z score mean falls within the acceptance region of – 3.03 and 2.02. The alternative hypothesis is accepted as valid while, the null hypothesis is rejected that is, a well-developed employee will enhance the productivity and achievement of organizational goal. 
Training methods
Table 16: Analysis of training methods 
	QUESTIONS
	Orientation
	On- the job
	Work group
	Apprenticeship
	All

	Which training method do you prefer
	14
	36
	2
	2
	1

	Which training method have you experienced before?
	21
	26
	1
	5
	1

	What is the most effective training method?
	11
	36
	2
	5
	-

	What kind of training method does FPC provide?
	15
	35
	2
	1
	2

	Which method is more cost 
Effective
	10
	38
	2
	2
	3


Source: Survey Study 2025
Contributions
Over a 100% how can you rate the effectiveness of training and development in ITC?
Table 17: Analysis on the effectiveness of training and development in ITC
	Interval 
	Frequency 
	Cumulative frequency

	0 – 25
	9
	9

	26 – 50
	6
	15

	51 – 75
	21
	36

	76 – 100
	14
	50


Source: Survey Study 2025
Some answered non- quantitatively which are as follow:
1. It increases production, reduces man hour lost and empowers the employee
2. Very effective
3. It helps more for those who doesn’t know anything about the job.
4. I am a new employee
5. Training and development has been very effective and productive, it has improved the quality of work done and speed

Table 18: Contributions of training to the organization
	Answers 
	Responses

	Very well
	14

	Positively
	2

	It has contributed a lot
	4

	90%
	1

	Training has really improved the organization
productivity over the few years
	1

	In my opinion every form of training is meant to improve firstly the value that an employee offers and to improve the company's productivity which consequentially increases company worth and quality. However, this outcome can be aborted or unrealized if the employee fails to apply the knowledge gained and prefers to do things the way he/she has been doing it before the training. The outcome of training is dependent on the employee's willingness and open-mindedness to growth and development. 
	1

	it has helped to raise the bar in respect of on the job
performance and a reorientation of the workforce
	1

	A lot
	2

	Training in various ways have done a lot of good to the
Organization
	1

	It has provided very well
	1

	40
	1

	It has maximally contributed to the organization
	1

	It has positively affected the financial and image of the organization within and outside Nigeria
	1

	Effectively
	1

	Maximally contributed
	2

	Enough to maximize production positively
	1

	It has educated employees about new skills or provides updates on existing skills to enhance productivity.
	1

	increase both Quality and quantity productivity
	1

	Very effective and well balanced
	1

	It has helped to improve employees performance and Productivity
	1

	Very well, depending on the individuals’ attitude towards work. That is if the individual has the willingness to contribute to his/her organization
	1

	To some appreciable extent
	1

	Wonderful
	1

	It enable organization to produce a good and effective worker
	1

	It has brought about efficiency and effectiveness
	1

	Training and development has positively contributed to the development of human capital thereby improving the quality and speed of work done.
	1

	It has encouraged the staffs to be more effective and well experienced in new technology.
	1

	To some extent
	1


Source: Survey Study 2025
4.8 Conclusion
This chapter discussed the data analysis and interpretation with reference to the literature review.
The aim of this study was to identify the effect of training and development in Fiolu pharmaceutical Company. The main findings of the investigation were summarized in each section. Chapter 5 concludes the study, discusses its limitations and makes recommendations for practice and further research.




CHAPTER FIVE
DISCUSSION OF RESULTS, RECOMMENDATION AND CONCLUSION
5.1 Summary of Findings
This research work was carried out primarily to find out the necessary means of achieving organizational goals and objective through training and development programme, as an effective tool for achieving personnel efficiency as well as recommending solutions to basic challenges faced with training and development programme. It was conducted with particular reference to Fiolu Pharmaceutical company, Ilorin, Kwara state. The company believes in its workforce, which is its greatest asset. Training and development of the company’s staff is constant.
Training courses are geared towards the developmental needs of staff and the improvement in their skill sets to face the increasing challenges in the industry.
The entire study was structured into five chapters. Chapter One (1) which constitutes the introduction to the study contains the background to study, statement of the problem, research objectives, relevant research questions, hypotheses of the study, significance of the study,scope and limitation, definition of terms.
Chapter Two (2) of the study was used to review relevant literature involving the examination of key concepts like training & development, training needs, training policy, training objectives and plans, training methods, performance appraisal, personnel development and employee productivity. It also covers some theoretical review like Human capital theory and experiential and cognitive learning.
Chapter three (3) deals with the methodology of the study and contains the area of study, sample size, design of research instrument, validity and reliability of the instruments, method of data analysis, model specification, description and measurement of variable.
Chapter four (4) the data collected from the primary and secondary sources were presented and analyzed with regards to the research questions and hypotheses of the study. Accordingly, the results of the study were summarized below, and a conclusion provided for the study. Chapter five (5) constitute of the summary, conclusion and recommendations.
The study was conducted with the use of the research question which relates to the hypothesis of the study. Data collected from an online questionnaire with the help of the Human Resource Manager and Training Manager who assisted in distributing amongst his colleagues. Thus training and development activities have long been human resource management tools in Fiolu Pharmaceutical company over the years.Data collected, presented and analyzed also indicated that the purpose of training and development activities in Fiolu Pharmaceutical company 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 effect of training and development on employee performance using Fiolu Pharmaceutical Company Ilorin, Kwara state, Nigeria as a case study for findings and recommendations provided. Fiolu Pharmaceutical company will need to take action to improve and see the relevance of training and development programme, and make sure the prescribed methods are duly followed. The findings of this research indicates that the various training undergone in Fiolu Pharmaceutical company has had an effect in employee performance but the management needs to emphasize its focus into the training programme. From the results of the study, it can be concluded that Fiolu Pharmaceutical company has invested in the training and development of employees.
5.3 Recommendation
On the basis of the finding, during the course of writing this project, the following recommendations were proffered.
1. That the company should train its staff extensively and on a continuous basis. Effort should also be made to ensure that training programme is relevant and useful to both the individual employee.
2. The company should always acknowledge an employee’s performance and achievement through rewards and forms of motivation.
3. The company should also recognize the fact that for human resources planning to achieve its objectives, training and development must be put into consideration.
4. When job methods change or equipment is replaced e.g., the frequent replacement of computer and some other equipment in the company, there should be a call for training.
5. There’s need for a well-structured calendar which can be used monthly to inform and prepare employees ahead about training that are likely to hold
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         KWARA STATE POLYTECHNIC, ILORIN

   DEPARTMENT OF BUSINESS ADMINISTRATION


Dear Respondent,
I am Ibrahim Suliyat, a final year student in the above stated department. I am currently seeking your permission to use this questionnaire to obtain quantitative data for a study titled, “The Effect of Training and Development on Employee’s Performance in Fiolu pharmaceutical company Ilorin, Kwara State, Nigeria”. The exercise is purely for an academic purpose and so any information supplied would be used strictly for that purpose and thus treated as confidential.
Thanks for your cooperation.
Yours Sincerely,

Ibrahim Suliyat.

SECTION A: SOCIO-DEMOGRAPHIC INFORMATION OF THE RESPONDENTS
What is your age bracket?
Under 20 years (   ), 21-30 years (   ), 31-40 years (   ), 41-50 years (   ), 
over 50years (   ).
Specify your Gender:     Male (   )     Female (   )
Marital Status: A. Married (   ) B. Divorce (   ) C. Separated (   ) 
D. Widowed (   ) E. Single (   )
Religious Status: A. Christianity (  ) B. Muslim (  ) C. Traditional religion (   )
Ethnic:   A. Yoruba (    )	B. Hausa/Fulani (    )   C. Igbo (    ) D. Others….......
Educational Qualification:
Primary Certificate	(    )	B. Secondary Certificate (     )	
 ND/NCE ( ) D. BSC/HND ( ) E. Post-graduate ( ) 
Others Specify………………………………………
Managerial status.
Top level manager (  )   Middle level manger (  ) Lower level manager (  )

Note: SA- Strongly Agree; A- Agree; I- Indifferent; D- Disagree; SD- Strongly 
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