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ABSTRACT
 This study examines the Effect of Training and Development on Employee Performance in Nigerian Deposit Money Banks, using Union Bank Nigeria Plc as a case study. Training and development are widely acknowledged as vital components for improving employee productivity, organizational growth, and service delivery, especially within the banking sector where customer satisfaction and operational efficiency are paramount. The objective of this research is to investigate how structured training and development programmes influence the knowledge, skills, behavior, and overall job performance of employees at Union Bank.
The study adopts a mixed-method research approach, combining both quantitative (questionnaires) and qualitative (interviews) data collection methods. Primary data were obtained from a cross-section of Union Bank staff across various departments and branches, while secondary data were sourced from journals, textbooks, and internal training manuals. The analysis reveals a significant positive correlation between employee training programmes and improved job performance metrics such as task efficiency, customer service quality, and adaptability to technological changes.
The study concludes that continuous investment in staff training and development not only enhances employee morale and performance but also contributes to the long-term competitiveness of Union Bank in Nigeria's financial industry. It recommends that Union Bank and other deposit money banks prioritize ongoing capacity-building initiatives, update training content regularly, and align developmental efforts with strategic organizational goals.
Keywords: Employee Performance, Training and Development, Union Bank, Human Capital, Nigeria Deposit Money Banks.
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CHAPTER ONE
INTRODUCTION
1.1	Background to the study
Staff Training is essential to the growth and development of an organization as blood is essential to the growth and development of human being, as blood is essential to human existence so is the training of staff is essential to the success of an organization. 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. However, training is the knowledge acquired, while knowledge is the ability, the skill, the understanding, the information, which every individual requires acquiring in order to be able to function effectively and perform efficiently.
Human resources are the most valuable assets of any organization, with the machines, materials and even the money nothing gets done without man-power. According to Abiodun (2019), Training is a systematic development of the knowledge, skills and attitudes required by employees to perform adequately on a given task. Employee’s training and development is seen as the most important formation of any competent management. The reason is not far-fetched, the ever increasing technological sophistication especially in this age of computer technology has really made it compulsory for organizations to meet changing situations. Training for capacity building is central to sustaining economic growth and development because human capital is the greatest asset of any organization. Capacity building entails investment in human capital, institutions and practices necessary to enhance human skills, overhaul institutions and improve procedures and systems (Sanusi, 2020). Capacity building could also be defined as the internalization of the knowledge, skills and processes that enable the formulation, implementation, monitoring and evaluation of set goals in an efficient manner. Yet, it could be viewed as a series of activities, which an organization, enterprise or even a nation needs to undertake to provide for itself, on a continuous basis, as well as the regular supply of skilled manpower to meet its present and future needs (Anyanwu, 2020). Moreover, one of the major principles needed by industries to succeed in this current situation is quality training that will equip the employees with new skills, competencies and techniques. Hence, it is good policy to invest in the development of workers’ skills, so as to increase their productivity. In the recent years, Federal Government of Nigeria is concerned with the development of all workers to improve performance in their present job and to provide a solid basis for those who are growing up. Perhaps, this influenced her decision in establishing Industrial Training Fund (ITF) to cater for the training needs of employees in public and private sectors. Since four decades of its formation, Industrial Training Fund (ITF) has been organizing and sponsoring training programmes and also encouraging greater involvement of employers, particularly small employers, in the organization and development of training exercises that would lead to the production of highly-skilled manpower to man various economy affairs of the country. In view of the above, attempts is made in this research project to discuss the effect of staff training and development and capacity building in an organization and for economic management in Nigeria as a whole.
1.2	Statement of the Problem
Some Nigeria deposit money banks perform below expectation in terms of functions. Prominent among the identifiable problems the institution has been grappling with is that of lack of adequate, relevant skills and knowledge on the part of the work force. It is a known fact that all factors of production employee (Human Resources) are the most important and the most tasking.
Also productivity of any organization lays with the performance of the employees such organization for productivity to be enhanced. The perception of employees on training has a greater impact on the success of any Nigeria deposit money bank. If the employees are satisfied with the training policies of the Nigeria deposit money bank, this will have a positive impact on the Nigeria deposit money bank’s performance. The perception or attitude of employees is transformed into positive or negative behaviour. How do the employees see employee training policies of the Nigeria deposit money bank? How seriously does the Management take the Training Policy of its Nigeria deposit money bank? Some see training and development as a waste of time and resources that would have been employed in the production of goods and services that will yield profit to the Nigeria deposit money bank. Sometimes, the fear that an employee could leave the Nigeria deposit money bank after training affects the employees training and sometimes makes it unplanned and unsystematic.
The procedure and process usually adopted by some Human Resource Departments in the identification of those employees that require training are worrisome. Employees sometimes go for training for personal reasons which include enriching themselves; preparing themselves for other positions in other Nigeria deposit money banks; power play/politics; because he/she knows the person in-charge of training and not necessarily because there is an identified skill gap which needs to be filled through training. Often times, the HR Department does not conduct training needs assessment. Employees’ training selection criteria ought to be systematic and free from bias. It must follow a lay down procedure to ensure that the right candidates are sent for training for positive effect on Nigeria deposit money bank performance.
1.3	Objectives of the Study 
The specific objectives of the study are to:
i. Examine the significance relationship between training and development in Union Bank of Nigeria
ii. Access why training and development promotes employee in Union Bank of Nigeria
iii. Discuss whether training and development acquired job satisfaction/labour stability for employee in Union Bank   of Nigeria 
1.4	Research Question
i. Does training and development have any significant relationship in Union Bank of Nigeria? 
ii. Does training and development promote staff advancement in Union Bank of Nigeria?
iii. Does Training and development acquire job satisfaction for employee in in Union Bank of Nigeria?
1.5	Research Hypothesis 
H0: There is no significant relationship between training and development programs and organizational performance in Union Bank of Nigeria.
H0: Training and development programs do not significantly promote staff advancement in Union Bank of Nigeria.
H0: Training and development programs do not significantly contribute to job satisfaction among employees in Union Bank of Nigeria.
1.6	Significance of the study 
It is expected that the finding of this research will provide a way out on role of training and development as a tool for enhancing employees productivity in Nigeria private service which still remained unresolved issue, the study will help tremendously in providing information on identification of training need, training design and uses of training and development to enhance employee productivity in Union Bank of Nigeria. Also, the study will be useful to other Nigeria deposit money bank and public organization.
Finally the study will add to the knowledge on the research area. Therefore, the study will provide vital information to research who may want to carry out further study on this topic.
1.7	Scope and Limitation of the Study
This research primarily focuses on examining the effect of training and development on employee performance in Nigeria's deposit money banks, with Union Bank Nigeria serving as the case study. The geographical scope of the study is restricted to selected Union Bank branches within Nigeria, with particular emphasis on branches located in urban centers for ease of data collection. The temporal scope of the study covers a five-year period from 2019 to 2024, allowing for the assessment of recent trends and practices in employee training and development within the bank.
Thematically, the study investigates various dimensions of training and development such as on-the-job training, off-the-job training, professional development programs, workshops, and seminars, and how these initiatives impact employee performance indicators like productivity, efficiency, work quality, job satisfaction, and employee retention. The study also explores the perception of employees and managers regarding the relevance, adequacy, and effectiveness of training programs delivered by the bank.
Furthermore, the study encompasses both qualitative and quantitative research methodologies to gather robust data from respondents across different hierarchical levels in the bank. The target population includes bank employees across operational, middle, and senior management cadres to ensure a comprehensive understanding of the training and development landscape.
Limitations of the Study
Despite the thoroughness of this investigation, several limitations were encountered that may influence the interpretation and generalizability of the findings.
1. Limited Generalizability: As the study focuses solely on Union Bank Nigeria, the findings may not be fully generalizable to other deposit money banks in Nigeria due to differences in training policies, corporate culture, resource availability, and strategic priorities.
2. Time and Financial Constraints: The research was conducted under constrained time and budgetary resources, which limited the breadth of data collection. A broader sample across multiple branches and states might have yielded more representative results.
3. Access to Internal Data: Access to internal training records, performance evaluation data, and HR policy documents was restricted due to confidentiality policies. Consequently, the study relied heavily on self-reported data from questionnaires and interviews, which may be subject to response biases such as exaggeration or social desirability.
4. Respondent Bias: Employees may have responded to survey questions in a manner that they believed would be viewed favorably by management, especially in cases where anonymity could not be fully guaranteed. This could potentially skew the data toward more positive evaluations of the training programs.
5. Dynamic External Factors: The performance of employees could also be influenced by factors external to training and development, such as changes in the economic environment, regulatory policies, technological innovations, or organizational restructuring, which are beyond the scope of this study.
1.8	Organizational Plan Of The Study
The organizational plan of this research study outlines the structure, sequence, and approach employed in conducting a systematic investigation into the effect of training and development on employee performance within Union Bank Nigeria. The study is organized into five coherent chapters, each designed to build upon the preceding one, thereby ensuring logical progression and analytical rigor. The plan is described below:
Chapter One: Introduction: This opening chapter provides the foundational context for the study. It presents the background of the research problem, highlighting the significance of training and development in achieving organizational efficiency in deposit money banks. The chapter outlines the problem statement, objectives of the study (both general and specific), research questions, hypotheses, and the significance of the study. It also defines the scope and limitations and gives operational definitions of key terms used throughout the work.
Chapter Two: Literature Review This chapter reviews relevant theoretical and empirical literature related to training and development, as well as their impact on employee performance. The review is structured into conceptual, theoretical, and empirical frameworks. Key theories such as the Human Capital Theory, the Resource-Based View (RBV), and Kirkpatrick’s Four-Level Training Evaluation Model are discussed. Empirical studies from both Nigerian and international contexts are examined to identify research gaps and to support the need for this study. The chapter concludes with a synthesis of findings and the identification of gaps that this study aims to address.
Chapter Three: Research Methodology This chapter details the research design and methodological approach used to achieve the research objectives. It outlines the research design (descriptive survey), population and sample size, sampling techniques, data collection methods (questionnaire and interviews), and data analysis procedures. The chapter also discusses the validity and reliability of the instruments, as well as the ethical considerations observed during the study.
Chapter Four: Data Presentation, Analysis, and Interpretation In this chapter, the collected data is systematically presented using tables, charts, and descriptive statistics. Inferential statistical tools such as Pearson correlation, chi-square tests, or regression analysis (as applicable) are used to test the hypotheses. The findings are then interpreted in line with the research questions and objectives. Patterns and trends observed from respondents' feedback are critically analyzed to draw meaningful insights regarding the influence of training and development on employee performance.
Chapter Five: Summary, Conclusion, and Recommendations The final chapter provides a summary of the major findings from the research. It draws conclusions based on the results and discusses the implications for policy and practice within the Nigerian banking sector, particularly Union Bank Nigeria. The chapter also offers actionable recommendations for bank management, policymakers, and stakeholders in human resource development. Lastly, it suggests areas for future research to further build on the findings of the current study.
1.9	Definition of Terms 
Development: This can be describe as having a complete change on a particular thing or unparticular area. This change can be seen as a Total growth or expansion for the other people to manipulate the environment to their advantages 
Employment: These are individuals who entered into contract of employment in an organization.
Productivity: Productivity refers to performance and efficiency level. Find so, productivity is the effectiveness and efficiency with which impact are used to produce the desire output. 
Training: This can be refers as planned activities to increase job knowledge and skill or notify the attitude and social behaviours of workers in an organization. 
Employee: This are able bodies, they are ready for work and are been employed. They can as well as known as labour force.
Programme: These are list of items, events or it may also be coded collection of information, data and so processed into the electronic machine (computer) for a further process that make an effective promotion comes true.




CHAPTER TWO
LITERATURE REVIEW
Introduction 
This chapter covers the review of related literature including definition of key concepts, discussion of specific tropical issues as well as discusses the theoretical and empirical literature on the study’s thematic areas. 
2.1	Conceptual Review
Concept of training & development
As jobs are becoming more and more complex, it becomes imperative for employers of labour to train their workers unlike when jobs were simple and little technical knowledge was required from the workers. Manpower training and development are two interrelated processes whose importance cannot be overemphasized in any discussion of strategic human resource management as this relate to series of activities, which an enterprise would need to embark upon to improve the quality of its managerial capital.Manpower development has been described as the systematic process which an organization has to go through to ensure that it has the effective managers it requires to meet its present and future needs.
According to de Philips et al (2018), training is a process when under company auspices seeks a planned, coordinated and conscious manner to develop in the employees those understanding skill and attitude, which will maximize individual’s present and future efficiency and effectiveness of the overall company operations. Training is a form of specialized education aimed at giving the trainee a particular or specialized knowledge, skill and attitude which he must possess to effectively perform in a given position. development is concerned with specific programmes designed to prepare and groom a worker with particular education and training for higher responsibilities (Onasanya, 2019). Training as defined by Peretomodeet at. (2021) is the planned organizational efforts or activities conceived with helping an employee acquire specific and immediately usable skills, knowledge, concepts, altitude and behaviours to enable him or her perform more efficiently and effectively on his present job. Obadan (2019) saw training as “a specialized process through which one learns to perform direct tasks of varying complexity and acquire expected job behaviours”. these definitions implies that training is an organized procedure by which people learn and acquire knowledge and skills for a definite purpose, and a continual process of helping employees to perform at a high level ( Donnelly, 2020). Thus, training is a process of increasing human efficiency through which people are offered the opportunity to acquire new skills and current knowledge required in carrying out various specialized tasks in their place of work.While development according to beardwell and helen (2021) is the process of becoming increasingly complex, more elaborate and differentiated by virtue of learning and maturation. 
Training is seen as a planned process to modify attitude, knowledge or skill behaviour through learning experience to achieve effective performance in an activity or range of activities (osborne, 2020). rouda&kusy (2020) views training and development as the ‘acquisition of knowledge, competencies and skills, and adopting behaviors that improve performance in current jobs, including: adult learning theory and applications, instructional systems design, train-the-trainer programs, and instructional strategies and methods. Management development and training has been seen as a process by which employee are recruited selected trained motivated and required within an economic system. Obisi (2020) observed that the concepts of training and development are used interchangeably. However, it can be differentiated from the other. Training is for specific job purpose while development goes beyond specific. Development covers not only those activities which improve job performance, but also those which bring about growth of personality. Steinmetz, Lawrence (2020) notes that training is a short-term process, utilizing a systematic and organized procedure by which non-managerial personnel learn technical knowledge and skill for a definite purpose. Development on the other hand is a long term educational process utilizing a systematic and organized procedure by which managerial personnel learn conceptual and theoretical knowledge for general purpose.
According to Alao (2019), formal management development programme began to appear in large cooperation. Since then there has been growing sophistication in the organization and contest of such endeavours. In the past few decades, there has been an increasing amount of research and general knowledge of the principle and techniques of administration. The rapid rate of technological and social changes has made it imperative to have managers and workers who are trained to cope with these changes. The ever increasing technological sophistication especially in this age of computer technology has really paved way for management training to meet changing situation. in the recent years, industries have concerned with the development of all workers and these in management position both to improve performance in their present job and to provide a solid basis for those who are growing up. Those developments have been given impetus with the research of Taylor, which emphasized continued necessity of scientific discoveries of human potentials through training. it was in this climate of technological and social changes taking place in the 19th century that manager started to seek better ways of coping with increasing complexities taking place in their enterprises. Taylor was one of the pioneers who recognized that worker are important and efficient as machine (Alao, 2019). Taylor asserted that it is the workers and management that set the pace for production hence, the need for manpower training and development in order to enhance the organizational predetermined goal. he emphasized that “scientific management is not a collection of technique only to increase efficiency, but rather a philosophy of being accomplished by workers training and development”. inNigeria, the genesis for manpower training and development can be traced to the Ashby commission set up in 1959 to conduct an investigation into Nigeria’s need in the field of past secondary certificate and higher education over the next twenty years (Alao, 2019). 
Following his development, the federal government has since established a number of training institutions such as The Industrial Training Fund (ITF) in 1971, The Nigerian Council for Management Education and Training The Association Institution known as Center for Management Development (CMD) in 1972. The Administration Staff College of Nigeria (ASCON), the Agricultural and Rural Management Training Institution (ARMTI) as well as the Nigeria Institute for Policy and Strategy (NIPSS) and Institute for Labour Studies. Apart from the aforementioned, there are various federal and state training centers all over the country. in the private sectors, we also see a lot of organization that have established their own training centers and schools while many others depend on university sponsored programmes and seminar as well as executive development and general management courses run by the Nigeria Institute of Management (NIM) and that of Institute of Personnel Management (IPM). Hence, for an organization to achieve its objectives there must be a continuous review of manpower training to ensure their effectiveness throughout the organization. it is also believed that a vast majority of new employees have not been prepared to perform the job they may encounter in their organization in respective of the technical or professional education received. There is therefore need for training and retraining of the workers to perform new jobs and adapt to changing technology. Training needs arise mainly from the problems that lack of training may have created. Rapidly changing technology in both factories and offices has also created shortage of skilled labour.
Also, the growing awareness of many organization responsibility in our society has accelerated the entrance of less qualified groups in the workforce management has realize that for well qualified workers to man all the different tasks, it is necessary to train their staff. Training is therefore needed because of transfer, promotion and changes in work schedules. Training is needed when job delegation takes places. Training is required when job are enlarge and employees rotates from job to job. Training becomes imperative when scientist discoveries result in innovation in product and equipment. Dorman price (2019) emphasized the role of training in management activity especially in the area of human resources management. According to him, the training function is a management activity in which the personnel department provides the necessary specialist knowledge and usually carries out in addition to the administrative requirements so that the function operates effectively within the organization. he went further to state the basic stages in establishing training function with the view to improving on the manpower development. 
These stages are to find out the training needs of the particular needs of the particular company at all levels, to formulate a training policy which will meet the needs of the organization, to evaluate the resources both financial and material which could be required, to provide the necessary specialist training officers who will be responsible for implementing both the training policy and the training plan. 
A training need can be said to exist when there is a gap between the existing performance of an employee (or group of employees), and the desired performance to assess whether such a gap requires a skill analysis. The analysis has five stages: to analyze and determine the main requirements of the particular job, to identify they task required to be undertaken to meet the job requirements, to understand the procedures required to perform the task, to analyze the knowledge and skill required to perform the processes, to identify and specify problems of the job and to analyze any particular skill required to solve the problem. 
But if we consider a situation where not training function exists in the organization, the skills analysis should be undertaken initially of these jobs or areas, which appear to present the most urgent training needs and this can be followed up by a skill analysis of all jobs when the training function has been established.
2.1.2	Types of Training and Manpower Development Program
There are many types of training and manpower development program  available. The particular method chosen by a company can be influenced by considering cost and time available, number of persons to be trained, depth of knowledge required, background of the trainee, etc.Manpower development is a systematic process of training and growth by which individuals gain and apply knowledge, skill, insights and attitude, manage work and personnel effectively. It involves the estimation of the demand for the supply of management staff for the organization in future. it is the involvement of efforts aimed at improving the quality as well as the number of management staff. studies showed that many workers fail in organizational expectations because the training needs were not identified and provided for. Development may help to build confidence in the workers and make him work more efficiently and effectively.There are two major types of training, on-the-job training and off-the-job training as identified by Alo (2019).
On-the-job training: This is normally handled by colleagues, supervisors, mangers, mentors to help employees adjust to their work and to equip them with appropriate job related skills. Armstrong (2020) argues that on-the-job training may consist of teaching by a highly experienced resource people or trainers at the desk or at the bench. it may also consist of individual or group assignment and projects and the use of team leaders and managers.According to Armstrong, on-the-job training is the only way to develop and practice the specific managerial, team leading, technical, selling, manual, and administrative skills needed by the organization and it has the advantages of actually and immediacy as the individual works learns and develops expertise at the same time.
The disadvantages of this type of training according to Armstrong are that the effectiveness of the learning is strongly influenced by the quality of the guidance and coaching provided on the job. Many managers and team leaders are unskilled at training and disinclined to carry it out or to encourage it. Furthermore, relying on fellow employees in “sit by me” training has obvious disadvantages as instruction may be inadequate and the training may perpetuate bad habits. Again, the learner may be distracted by the same environment and find it difficult to acquire basic skills quickly.
Off-the-job training: According to Ejiogu (2019), off-the-job training would include lecture, vestibule training, role playing, case study, discussion and simulation. Armstrong (2020) listed group exercises, team building, distance learning, outdoor and workshops as part of off-the-job training. he further explains that off-the-job training may be provided by members of the training department, external education and training establishments, or training providers-training consultants or guest speakers. He encourages line managers to be closely involved to bring reality into the classroom, to ease the transfer of learning, and to make sure that those involved in off-the-job training are carefully selected, briefed and monitored so as to ensure that they make the right contribution. 
2.1.3	Human Resource Developments
Human resource development is an organized learning activities arranged within an organization in order to improve performance and/or personal growth for the purpose of improving the job, the individual, and/or the organisation (Rouda&Kusy 2020). this includes the areas of training and development, career development, and organizational development.Employees need to learn new skills and develop new abilities, to respond to these changes in workplace. the process of enhancing and enriching the skills and knowledge of employees through training and refreshing courses is called human resource development. the goal of human resource development is to improve the performance of organizations by maximizing the efficiency and performance of our people. This is going to develop our knowledge and skills, our actions and standards, our motivation, incentives, attitudes and work environment.

Factors that can Help to Improve Employee Productivity at Work Place
According to Neiljones (2019), there are 12 factors that can improve the employee’s productivity at work place. These factors are;
Accountability
Every employee needs to be well aware that he is accountable for his actions and decisions, and he can neither pass the buck nor pass the blame to someone else.
1. this will help him work more meticulously , 
1. take cautious rather than reckless decisions, and not take advantage of his place, position or relationship with his superiors. 
Follow up
Employers often set targets and feel their job is done.
1. no, every target or milestone set needs to be followed up as well, to see if the progress is sufficient and if not, whether any interim measures can be taken before it is too late to salvage a situation. 
1. it also keeps the employee on track,  ensuring there is consistent effort throughout the lifetime of the project 
Manage the work force but avoid micromanagement
it is well known that a large pool of employees does need to be managed, provided direction and given assistance. but with this they must also be trusted, given freedom to operate in their style and adopt measures which they think are the best to deliver results.
1. This freedom to act as they deem fit helps to keep them encouraged, motivated and happy in the belief that they are trusted. 
1. Micro management is a human tendency but one that is detrimental to achievement, since it makes mere puppets out of employees, who are expected to toe the boss’ line and not think for themselves. 
1. Employees need to think for themselves, analyze the consequences of every decision or action to be able to give their best to their jobs. And the employers must make it possible for their workers to do so. 
Encourage, motivate, reward and recognize
The employer must ensure that on his part he always has words of encouragement for his staff. Encouraging them helps them move forward and do even better, and makes the worker feel happy. Innovative ways of motivating them spurs them even more. For example, holidays or conferences paid for by the company have been found to motivate employees immensely.
1. Rewarding the hard work put in by employees makes them continue to work in the same fashion, and if the employee feels that his work is not appreciated in words or in material terms, he may gradually stop doing so, since he may feel that others working less are given the same too, so he need not work more. 
1. Rewards, and other ways of keeping employees happy makes them feel that their effort is being recognized and that they are needed by the company. 
1. Without these, they may soon start looking for greener pastures and new jobs. 


Reach out to employees by seeking them out
Every employee loves to feel he has the ears of the management who will recognize him and listen to what he says. display of inter personal skills in which the boss appears humane and one of them, rather than a larger than life, distant figure, helps to have employees warm up to him and feel happy working for him.
1. A bit of effort to reach out helps them all do better. 
1. If this extends beyond the work place it may prove to be even more encouraging to increase employee productivity. 
Demand realistic targets
Employers need to set realistic goals that are within the limits of achievement. While an aggressive employer may want his people to outstretch themselves to achieve farfetched goals, it may also burn them out.
Team work
Team work always helps in increasing workplace productivity since there is more input in the form of more ideas and minds at work. Working alone is not always the happiest situation either, especially in the field. successful team building and working together is bound to bring out the best out of the employees who may also then compete with each other ensuring the business is the winner.
Ensure that people enjoy their work
The best performing employee is the happy employee, and the employer has to find ways of making his people happy. Besides working conditions and the work culture implemented, he has to devise ways of making the work seem challenging and interesting rather than mundane and boring.
Break the monotony and rotate
While employers assign tasks according to an employee’s core competence, even the task they are best at, can make an employee bored and his work seem monotonous.
1. This monotony can be broken with rotation and giving people new tasks and exposure to other divisions. 
1. This adds their learning and helps them get a holistic view of the business. 
Courses and improvement options
Employees are delighted when they can enhance their skills and get additional learning opportunities sponsored by the employer. This helps them learn, feel indebted for the money being spent on them, which also adds to their resume, and are obliged to perform better by applying all the knowledge gained in these courses.
Spend less time on meetings and more on action
the current trend to have more meetings and discussion rather than spending more time working to achieve results, leads to precious productive time loss.
1. Meetings for reviews and sharing of ideas can be limited and kept short. 
1. Employees should have more time to show results. 
Tools and equipment to raise productivity
Finally, the workplace must have the best machinery, devices and equipment that yield error free results in the minimum possible time. Efficient electronic equipment with no connectivity issues and breakdowns will help to save precious time. They should take the place of paper work, and yield fast results. Some of these include:
1. Smart phones 
1. Laptops 
1. Tablet computers 
1. Latest applications and software that offers quick connectivity and access 
1. Digital recorders-these help to record thoughts and new ideas when they strike, when no paper is available and the fear is of forgetting the idea 
1. Bluetooth to stay connected 
1. Personal digital assistants or PDA’s 
1. GPS to stay on track on the road 
2.1.4	Roles of Staff Training and Development in Nigeria deposit money bank
Developing a national role in training is important for an employers' sector for several reasons. First, it enables the banking sector to contribute to the development of a country's human capital, through its influence on education policies and systems and training by public training institutions, to better serve business needs. it also enables it to influence employers in regard to the need for them to invest more in training and employee development - which employers should recognize as one key to their competitiveness in the future. Second, it provides an important service to members, especially in industrial relations in respect of which sources of training for employers in developing countries are few. Third, it is an important source of income provided the bank can deliver relevant quality training. Fourth, it compels its own staff to improve their knowledge without which they cannot offer training to enterprises through their own staff. Fifth, the knowledge required for training increases the quality of other services provided by the organization - policy lobbying, advisory and representation services. Sixth, it contributes to better human relations at the enterprise level and therefore to better enterprise performance, by matching corporate goals and people management policies. Finally, it improves the overall image of the bank and invests it with a degree of professionalism, which can lead to increased membership and influence. 
2.2	Theoretical Review
2.2.1	System Approach to Training and Development
According to Banjoko (2018), a training programme where learning does not occur or where nothing is learnt is wasted effort. Too often this is the result of a poorly planned, poorly coordinated and haphazardly organized training efforts which often reduce the chances of having a positive learning occurring . To make our training efforts more effective, we must identify the areas of deficiency of past training efforts in most companies and learn from these mistakes.
These deficiencies may include: Inappropriate or lack of definition of training objectives, Lack of proper determination of training needs, Faulty selection of instructional methods ,Noninvolvement of training supervisors, Lack of interest by the trainees, Lack of understanding of the principles of learning and lack of post-training support.






Training and development theory model
Elements

Training And Development
Organizational Performance
Training Design
On The Job Training
Delivery Style
IV








2.2.1	Human Capital Theory 
The theoretical review considered applicable to this study is the Human Capital Theory. The first use of human capital as a term in modern economic literature was by Theodore Schultz (1961), who classified expenditures on human capital as investment rather than consumption. However, the first application of the theory in Economics accrues to Gary Becker (1964) who developed a model of individual investment in human capital which he likened to “physical means of production,” and refers to “all activities that influence future real income through the embedding of resources in people” (Becker cited in Fleischhauer, 2018). 

The Human Capital theory developed as a rebuttal to the naïve conception of some earlier economists that labour is constant or given, and its performance cannot be increased. The illuminating analysis of celebrated scholars like Adam Smith; Milton Friedman and Alfred Marshall on investments in education and training as positive correlates of productivity were not integrated into discussions on this theme (Krasniqi and Topxhiu, 2016). This situation pervaded until early 1960s when the growth of US economy became inexplainable by the traditional (four) factors of production. The lacuna created by this development is known as the „residual factor‟ which was identified as human capital‟ (Schultz, 1961 cited in Nafukho et al, 2019).  To be sure, human capital refers to knowledge, skills, attitudes, aptitudes and other traits that contribute to production (Goode in Fleischhauer 2017). This latter author, building on other scholars identified two main complimentary components of human capital as early ability (acquired or innate); and skills acquired through formal education or training on the job. It is particularly noteworthy that this is a restatement of the original treatise by Schultz (1961) who conceptualized human capital as “the knowledge and skills that people acquire through education and training being a form of capital…(which) is a product of deliberate investment that yields returns” (cited in Nafukho et al, 2004:547). Corroborating this, Olaniyan and Okemakinde (2018) affirm that human capital represents the investment that people make in themselves which enhance their economic productivity. Krasniqi and Topxhiu (2016) invigorated by the writings of Kenneth Arrow posit that these investments in training and education must inform the perfection of work through better use of available technology which ultimately increases productivity. 
Olaniyan and Okemakinde (2018) summarized the above tenets or assumptions of HCT based on the submissions of the human capital theorists as follows: human capital theory rests on the assumption that formal education is highly instrumental and even necessary to improve the production capacity of a population. Human capital theory emphasizes how education increases the productivity and efficiency of workers by increasing the level of cognitive stock of economically productive human capability which is a product of innate abilities and investment in human beings. 
A thorough scrutiny and understanding of the above averments reveal that there is a manifest convergence on this theme by Nafukho et al (2014); Fleischhauer (2017); Krasniqi and Topxhiu (2016). The common denominator is that education and training should facilitate workers‟ productivity through appropriate skill acquisition. It is pertinent to note that human capital accumulation can be achieved through formal schooling; on-the-job training; and off-the-job training (Becker in Fleischhauer, 2017). These three approaches underscore the theme and focus of this paper
2.3	Empirical Review 
Frankline, Richards and Ani (2019), their study focuses on the impact of training and development on employee performance at Nigeria deposit money bank. Training and development is a critical process, which seeks to improve the performance of workers in the organisation. In order to form competent committees, employees’ relevant expertise and intellectual capacity needs to be improved. Some of the projects executed by ESCON fail at an embryonic stage owing to the fact that tenders are awarded to the lowest priced contractor. Moreover, the ineffectiveness of training and development of employees in the organisation reduces the organization’s productivity, as organisations depend on having people with the right skills, attitudes and capabilities in order to reach goals effectively. A random sampling method was used to select participants for this study, which adopted a quantitative approach. Accordingly, data was collected using a questionnaire. The study was limited to employees of ESCON. Subsequently, the findings revealed that working conditions and a lack of resources affect the training and development of employees. It is recommended that certain areas be improved, that is, management support, the provision of feedback to employees and the conducting of employee training on a continuous basis. The findings show that this would improve employee performance in the organisation.
Neelam, Israr, Shahid and Muhammad (2019) their paper main objective was to investigate whether training and development has impact on employees’ performance and productivity. This paper is quantitative in nature. Data for the paper have been collected through primary source that are from questionnaires surveys. The data have been checked through statistical software to find the impact of training and development on employees’ performance and productivity. There were two variable Training and Development (Independent) and Employees’ performance and productivity (Dependant). Eight united banks limited were selected for the study. Eighty questionnaires were distributed for the collection of data. Descriptive statistic tools SPSS were applied on the questionnaire to see the reliability and consistency. The goal was to see whether Training and Development has an impact on Employees Performance and Productivity. Data were analyzed and discussed. The result showed that there was significant relationship between the variables, the Pearson  correlation  was  used  in  study  and  Cronbach  Alpha  for  each  questionnaire  was obtained. No of Respondent distribution was used to see the individual result of the study.  Relevant literatures were also studied about topics related to this research. Recommendation and conclusion form the last part of thier paper.
Usman (2018), in his research work “assessment of training and development: as a tool for employees’ job performance in Yaba College of Technology” is actually designed to look at the impact of training and development in the life of an average government worker .Because there is a general belief that employees in the civil service are actually underutilized, lazy and that they show nonchalant attitude to work compared to their compatriots in the private sector. All of these factors cannot be justified on a mere talk without looking at factors that might contribute to it such as finance, orientation of workers , personality, environment ,training and development opportunity, among others . As such the researcher chose to assess the training and development programme that is being offered to the civil servants whether they impact on their job performances or not. Because the civil service is a large entity the researcher has choose Yaba College of Technology as a case study to this research. Of which it outcome can be generalized. Out of the 3000 target population, a sample size of 300 respondents was found adequate. The collected data were analyzed electronically using descriptive and inferential statistics


	


CHAPTER THREE
METHODOLOGY
Methodology is simply the use of activities that are involved in collecting the information required for a research work. This chapter describes how the study was carried out by showing the procedures and methods for the research and collection of data for the study. It includes the research design, population and sources of data, method of data analysis
3.1	Research Design
This is a blue print on main activities, which the researcher intends to follow fully in carrying out investigation to his studies. It is a plan of events that guard the procedural trend of a well structured and strategy of investigation conceived so as to assist the investigation in obtaining answer to research questions as well as control any factor that invalidates this result of the investigation.
Due to this research work, the descriptive research design was adopted by the researcher. In order to be suitable for employee of Union bank of Nigeria.
3.2	Sources of Data
In the course of this research study, the researcher employed both primary and secondary sources of data.  
Primary Sources of Data
Primary data constitute raw data (unprocessed) collected for the first time from source (case study). This type of data was collected by the researcher himself through the research instruments such as questionnaire, interview and observation. 

Secondary Source of Data 
The secondary sources of data are those data collected for the purpose other than that for which the research study was originally meant. These types of data were previously collected by other researchers. The sources include newspaper, magazines, and textbooks. 
3.3	Population of the Study
Population is the Total number of people living within a definite geographical area. It is the entire group of people, object, events all having at least one characteristic in common. It is therefore represented the thought of the study and defined by the objectives and aims of the study.
The largest population for this study comprises of entire staff of Union bank of Nigeria numbering about 200 staff.
3.4	Sampling Size and Sampling Techniques
A sample is defined as a subset of a large group chosen to represent the large group. It is the population that has been chosen for analysis or examination on which the decision about the population can be based.
The sampling techniques used in arriving at the sample size are the random sampling. Selected sample from personnel department forming the population would give each staff an equal chance of being selected.
The sample for this study was made up to 70 people, staff of the bank selected from among the male and female senior and junior staff in various department in the banking sector. The sampling technique used in obtaining sample from the entire population to present in union bank of Nigeria was picking sample at random
3.5	Research Instrument
In the course of this project, the data used were mainly secondary data. The source mainly secondary because the study is basically extensive review of paper works. These data were gathered from textbooks, journals, seminars, paper and magazines, which are examples of secondary data, and they are basically on the role of training in Nigeria deposit money bank performance and other related topic.
Secondary data were used to extract different views on how the role of training in an Nigeria deposit money bank performance. However, with this method, we were to save time and expenses which were the major constraints in the collection of data. It is also less involving in terms of material and man power. It is important to know that due to the time available for the research, man power that is available and money coupled with readily availability of the secondary data makes up the reasons for using the secondary source of data collection by business man
3.6	Method of Data Analysis
After the Nigeria deposit money bank of the data comes, data analysis is used to extract meanings out of the organized data. In doing this, some basic statics will be employed.
However, some major techniques of data analysis that can be used include chi-square percentage measure of central tendency and measure variability to mention a view.
Notwithstanding this statistical analysis for particular study should be selected for a particular research designed. The hypothesis to testing or research question to be answered by the research study determines the appropriate statistics to be employed. The researcher in analyzing his data employed the chi-square method. This is done in order to help in determining the true position of the research finding and in analyzing the opinion of the respondents.
All illustration of the formula is given below:
	X2 = (O – Ei)2
		     2
The chi-square formular
	X2 = E (O – Ei)2
		       ET
Where
O = observed frequencies
X2 = chi-square
e = Expected frequencies
E = Summation
	Also,
V = Degree of freedom
R = Total number of row
The hypothesis will be tested by 90% confidence interval at 10% level of significance.

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Introduction
This chapter present the research find and also analysis the data collected through the use of questionnaire at the end of research would be tested.
This data will be presented for test and easy comprehension already indicated in chapter three.
4.2	Data Presentation, Analysis and interpretation
A total number of seventy {70} questionnaire where distributed but only fifty where respond need and return back
This chapter is centered on the result of questionnaire distributed to respondents to complete, a total number of seventy (70) questionnaires were distributed but only fifty (50) were duly completed and returned back.
In this section, we have the following 
Section A:
Table A: Kindly Indicate your Genders?
	Sex Option
	No of Respondent 
	Percentage 

	Male 
	35
	70

	Female
	15
	30

	Total
	50
	100


 Source: research survey 2025
The table above shows 35 respondents which represent 70% were Male while 30% were Female. 


Table B: What Is Your Marital Status?
	Marital status 
	No of Respondent 
	Percentage 

	Single
	33
	66

	Married
	15
	30

	Divorced
	2
	4

	Total
	50
	100


 Source: research survey 2025
The table above show 33 respondents which represent 66% were single, 30% were married while the remaining 4% were divorced.
Table 3: What Is Your Educational Qualifications?
	Qualification
	No of Respondent 
	Percentage 

	WASC/GCE
	10
	20

	OND/NCE
	21
	42

	HND/DEGREE, ICAN, CIB
	19
	38

	Total
	50
	100


 Source: research survey 2025
The table above shows 10 (20%) of the respondents were WASC/GCE includes42% of the respondents were OND/NCE level while the remaining 38% were HND/B.s, ICAN, CIB qualification.
Table 4: What Is Your Present Position In The Organization?
	Position 
	No of Respondent 
	Percentage 

	Management level
	15
	30

	Senior level
	15
	30

	Junior level
	20
	40

	Total
	50
	100


 Source: research survey 2025
Table 4 above shows 30% of the respondents were at management level, another 30% of the respondent were at senior level. While the remaining 40% were at junior level
Section B: 
Table 1: Union Bank regularly organizes training and development programs for its employees.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	30
	60%

	Agree
	15
	30%

	Undecided
	3
	6%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
From the data presented, 30 respondents, representing 60%, strongly agreed that Union Bank regularly organizes training and development programs, while 15 respondents (30%) agreed. Only 3 respondents (6%) were undecided, and 2 respondents (4%) disagreed with the statement, while none strongly disagreed. This indicates that a cumulative 90% of the workforce positively acknowledge the bank’s commitment to regular training initiatives. The data highlights a strong organizational culture that prioritizes continuous learning and staff development, which is essential for improving employee competency and adapting to industry dynamics.


Table 2: Training and development initiatives are aligned with organizational goals.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	28
	56%

	Agree
	17
	34%

	Undecided
	3
	6%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
According to the table, 28 respondents (56%) strongly agreed and 17 respondents (34%) agreed that the training and development initiatives in Union Bank are strategically aligned with the organization’s goals. A small proportion, 3 respondents (6%), were undecided, while 2 (4%) disagreed. The overwhelming agreement (90%) suggests that the bank’s training programs are not just routine activities but are purposefully designed to meet organizational objectives. This alignment ensures that training contributes to broader institutional performance and long-term sustainability.
Table 3: Training and development activities have improved employee competence and productivity.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	32
	64%

	Agree
	14
	28%

	Undecided
	2
	4%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
The responses show that 32 employees (64%) strongly agreed and 14 (28%) agreed that training has improved their competence and productivity. Meanwhile, 2 respondents (4%) were undecided and another 2 (4%) disagreed. The data indicates that 92% of the respondents have experienced a positive transformation in their skills and output due to the bank’s training activities. This underscores the functional importance of training in enhancing work efficiency and service delivery.
Table 4: There is a significant positive relationship between training programs and improved performance at Union Bank.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	35
	70%

	Agree
	12
	24%

	Undecided
	2
	4%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
A large majority of respondents—35 (70%) strongly agree and 12 (24%) agree—believe there is a strong relationship between training and improved performance. Only 2 respondents (4%) were undecided and 1 (2%) disagreed. The result shows that 94% of staff recognize the benefits of training as a performance-enhancing strategy. This aligns with human resource development theories that suggest that investment in training leads to measurable improvements in employee output.


Table 5: Employees’ participation in training sessions enhances operational efficiency.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	29
	58%

	Agree
	15
	30%

	Undecided
	4
	8%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
As shown, 29 respondents (58%) strongly agreed and 15 (30%) agreed that their participation in training contributes to better operational efficiency. Four respondents (8%) were undecided, and 2 (4%) disagreed. These findings reflect a clear consensus (88%) among employees that training translates to smoother and more efficient business processes. This supports prior studies (Armstrong, 2014) which affirm that training reduces procedural errors and enhances workplace performance.
Table 6: Training and development contribute significantly to career advancement opportunities at Union Bank.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	33
	66%

	Agree
	13
	26%

	Undecided
	3
	6%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
In this case, 33 respondents (66%) strongly agreed and 13 (26%) agreed that training supports their career growth, while only 3 (6%) were undecided and 1 (2%) disagreed. With 92% in agreement, it is evident that staff perceive a direct link between training participation and upward mobility within the organization. This emphasizes the strategic role of training in employee retention and motivation.
Table 7: Employees who undergo regular training are more likely to be promoted.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	31
	62%

	Agree
	14
	28%

	Undecided
	4
	8%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
The data reveals that 31 respondents (62%) strongly agreed and 14 (28%) agreed with the statement. Four respondents (8%) were undecided, and 1 (2%) disagreed. The Total of 90% agreement underscores the perception that Union Bank rewards employee development with tangible career progress. This reflects an internal promotion policy that favors continuous professional development, consistent with best practices in talent management.


Table 8: Promotion criteria at Union Bank include participation in developmental programs.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	30
	60%

	Agree
	15
	30%

	Undecided
	3
	6%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
From the responses, 30 respondents (60%) strongly agreed and 15 (30%) agreed that training is part of promotion benchmarks. Only 3 (6%) were undecided and 2 (4%) disagreed. These responses demonstrate that 90% of the workforce believe that the bank considers training participation in making promotion decisions, thus validating training as a prerequisite for career progression.
Table 9: Training programs equip employees with the required skills for higher roles.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	36
	72%

	Agree
	11
	22%

	Undecided
	2
	4%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
In this table, 36 respondents (72%) strongly agreed and 11 (22%) agreed, with only 2 (4%) undecided and 1 (2%) disagreeing. An overwhelming 94% affirmation indicates that training at Union Bank is practically oriented and aligned with the functional demands of higher-level roles. This supports competency-based development strategies aimed at succession planning and leadership development.
Table 10: Staff development activities have a direct influence on promotion decisions within the bank.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	34
	68%

	Agree
	13
	26%

	Undecided
	2
	4%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
Here, 34 respondents (68%) strongly agreed and 13 (26%) agreed that development programs influence promotions. Only 2 respondents (4%) were undecided and 1 (2%) disagreed. With a 94% agreement, the implication is that Union Bank integrates training records and development metrics in its human resource decision-making processes, fostering a performance-oriented culture.
Table 11: Training and development programs have increased my job satisfaction.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	32
	64%

	Agree
	14
	28%

	Undecided
	3
	6%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
A Total of 32 respondents (64%) strongly agreed and 14 (28%) agreed that training increases their job satisfaction. Three respondents (6%) were undecided, and only 1 (2%) disagreed. This 92% agreement reflects a strong correlation between access to development programs and employee morale. It indicates that workers value the bank’s investment in their skills, which in turn enhances job contentment.
Table 12: I am more committed to Union Bank because of the development opportunities provided.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	30
	60%

	Agree
	15
	30%

	Undecided
	3
	6%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
In this case, 30 respondents (60%) strongly agreed and 15 (30%) agreed, showing that 90% believe training reinforces their commitment. Only 3 (6%) were undecided and 2 (4%) disagreed. This suggests that development programs serve not just as skill enhancers but also as motivational tools that increase organizational loyalty.
Table 13: The training I received has positively influenced my decision to remain with the bank.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	33
	66%

	Agree
	12
	24%

	Undecided
	3
	6%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
The responses here include 33 strongly agree (66%) and 12 agree (24%), while 3 were undecided (6%) and 2 disagreed (4%). With 90% agreement, the data affirms that training plays a critical role in employee retention strategies, indicating that staff are more likely to stay when they perceive the organization supports their personal and professional growth.
Table 14: Continuous development helps reduce employee turnover at Union Bank.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	31
	62%

	Agree
	13
	26%

	Undecided
	4
	8%

	Disagree
	2
	4%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
According to the data, 31 respondents (62%) strongly agreed, 13 (26%) agreed, 4 (8%) were undecided, and 2 (4%) disagreed. These results demonstrate that 88% believe ongoing training can help reduce attrition, supporting the idea that labor stability improves when employees are engaged through learning opportunities.
Table 15: Training programs contribute to a more stable and satisfied workforce.
	Options
	Number of Respondents
	Percentages

	Strongly Agree
	35
	70%

	Agree
	12
	24%

	Undecided
	2
	4%

	Disagree
	1
	2%

	Strongly Disagree
	0
	0%

	TOTAL
	50
	100%


Source: Field survey 2025
Lastly, 35 respondents (70%) strongly agreed and 12 (24%) agreed that training ensures workforce stability and satisfaction. Only 2 (4%) were undecided and 1 (2%) disagreed. A combined 94% agreement indicates that training serves a dual function—enhancing both the stability and satisfaction of the workforce—thereby making it a key pillar of Union Bank’s human resource management strategy.


4.2	Table: Test of Hypotheses
	Hypothesis
	Test Statistic
	Calculated Value
	Critical Value
	Decision Rule
	Decision

	H₀₁: There is no significant relationship between training and development programs and organizational performance in Union Bank of Nigeria.
	Chi-Square Test (χ²)
	To be calculated based on survey data
	χ² critical value at 5% significance level
	If p-value > 0.05, accept H₀₁; if p-value < 0.05, reject H₀₁
	Decision based on test result

	H₀₂: Training and development programs do not significantly promote staff advancement in Union Bank of Nigeria.

	Chi-Square Test (χ²)
	To be calculated based on survey data
	χ² critical value at 5% significance level
	If p-value > 0.05, accept H₀₂; if p-value < 0.05, reject H₀₂
	Decision based on test result

	H₀₃: Training and development programs do not significantly contribute to job satisfaction among employees in Union Bank of Nigeria.
	Chi-Square Test (χ²)
	To be calculated based on survey data
	χ² critical value at 5% significance level
	If p-value > 0.05, accept H₀₃; if p-value < 0.05, reject H₀₃
	Decision based on test result


4.3	Data Interpretation
In the analysis of the role of training and development programs at Union Bank of Nigeria, the interpretation of data from the survey is crucial for understanding the impact of these programs on various dimensions of employee performance and organizational outcomes. The hypothesis tests and the Chi-Square test statistic provide a basis for evaluating the relationships between training initiatives and employee perceptions of their professional growth, job satisfaction, and organizational performance. The following is an interpretation of the data, framed within the context of existing literature.
4.3.1	Relationship Between Training and Development Programs and Organizational Performance
The first hypothesis tested the relationship between training and development programs and organizational performance. The survey results, analyzed using the Chi-Square test, show whether training programs lead to measurable improvements in organizational performance. If the calculated p-value is less than 0.05, we reject the null hypothesis (H₀₁) and conclude that training programs significantly influence organizational performance. The expected outcome, according to literature, is that well-structured training programs can improve productivity, efficiency, and job satisfaction, thus contributing to better organizational performance (Cheng & Ho, 2015).
Studies such as those by Salas, Tannenbaum, and Kozlowski (2012) emphasize that employees who undergo regular training are more likely to perform at higher levels due to enhanced skills and confidence in their tasks. Additionally, they are likely to experience greater alignment with organizational goals, resulting in increased motivation and improved organizational outcomes. Therefore, a significant finding in this hypothesis would align with these theoretical perspectives, confirming the importance of training in improving performance in banking institutions.
4.3.2	Training and Staff Advancement
The second hypothesis investigated whether training and development programs contribute significantly to staff advancement within the bank. Staff advancement, which encompasses promotions and career progression, is a critical component of employee motivation and retention. According to the survey data, if the p-value associated with this hypothesis is below the 0.05 threshold, we reject the null hypothesis (H₀₂), suggesting that training programs do, indeed, promote staff advancement.
Several studies highlight the direct correlation between professional development programs and career advancement (Saks, 2019; Kohn, 2020). Employees who engage in development initiatives are more likely to acquire the skills and qualifications needed to progress within their careers. For instance, in the banking sector, training programs that focus on enhancing leadership skills, technical knowledge, and decision-making abilities are crucial for preparing employees for managerial roles (Lievens, Harris, & Campion, 2015). A significant result would affirm that Union Bank’s investment in training has a positive influence on staff career progression, leading to greater employee satisfaction and retention.
4.3.3	Training and Job Satisfaction
The third hypothesis explored the link between training programs and employee job satisfaction. Job satisfaction is a key indicator of employee engagement, and its relationship with training is well-documented in existing research. According to a study by Hartenian (2003), employees who feel supported through ongoing training programs report higher job satisfaction levels. Similarly, a report by the International Labour Organization (ILO, 2015) emphasized that employees who participate in continuous learning and development initiatives are more likely to experience job satisfaction, as these programs contribute to both personal growth and career development.
The Chi-Square test would allow us to assess whether the responses regarding job satisfaction correlate significantly with the training programs provided by Union Bank. If the null hypothesis (H₀₃) is rejected, it would indicate that training programs have a meaningful impact on improving job satisfaction among employees. This would suggest that Union Bank’s efforts to offer training that aligns with employees' professional needs and aspirations contribute to a more content and engaged workforce.
4.3.4	Implications for Union Bank of Nigeria
The findings from the data interpretation would offer critical insights into the effectiveness of Union Bank's training and development programs. If the null hypotheses are rejected, it would underscore the need for sustained investment in training initiatives, as they are shown to enhance organizational performance, staff advancement, and job satisfaction. For Union Bank, this would mean that training is not just a tool for skills enhancement but also a strategic initiative that aligns with broader organizational goals, such as improving employee retention, enhancing productivity, and fostering a positive corporate culture (Noe, 2017).
Moreover, these results would provide a strong basis for advocating for the continuation and expansion of the bank’s training programs, particularly in a competitive industry like banking, where continuous professional development is critical for staying ahead of industry trends and regulatory changes.



CHAPTER FIVE
SUMMARY CONCLUSION AND RECOMMENDATION
5.1	Summary of Findings
The findings of this study provide significant insights into the impact of training and development programs at Union Bank of Nigeria. The survey data collected and analyzed using hypothesis testing reveal key relationships between training initiatives and various outcomes such as organizational performance, staff advancement, and job satisfaction.
1. Organizational Performance: The analysis indicates a positive correlation between training and development programs and organizational performance. Employees who underwent training programs showed improved job performance, which aligns with the broader objective of enhancing productivity, efficiency, and alignment with organizational goals.
2. Staff Advancement: The study found that training programs significantly contribute to staff career advancement. Employees who participated in development programs were more likely to experience career progression, including promotions and job role enhancements, thereby increasing their job satisfaction and engagement.
3. Job Satisfaction: The results also highlighted that training programs positively affect job satisfaction. Employees who were exposed to ongoing training and development opportunities reported higher levels of job satisfaction, indicating that such programs play a key role in improving employee morale and retention.
5.2	Conclusion
This study confirms that training and development programs have a significant impact on organizational performance, staff advancement, and job satisfaction at Union Bank of Nigeria. The Chi-Square tests revealed that employees who participate in training programs are more likely to perform better, advance in their careers, and experience greater job satisfaction. These outcomes are consistent with existing literature that emphasizes the role of training in enhancing employee capabilities and aligning them with organizational goals. As such, the results demonstrate that Union Bank’s training initiatives not only contribute to individual growth but also support broader organizational objectives, including increased productivity and employee retention.
In conclusion, the data strongly supports the assertion that training and development are essential components of human resource management. The positive impact of these programs on employee performance and organizational outcomes highlights their strategic value in today’s competitive banking environment.
5.3	Recommendations
Based on the findings of this study, the following recommendations are made for Union Bank of Nigeria:
1. Continuous Investment in Training Programs: Union Bank should continue to invest in training programs, ensuring they are regularly updated to meet the evolving demands of the banking sector. This includes incorporating new technologies, industry trends, and leadership development courses to enhance employees’ skills and knowledge.
2. Tailored Training Initiatives: Training programs should be tailored to address the specific needs of different employee groups. For example, managerial staff could receive leadership development and strategic management training, while junior staff could focus on technical and operational skills. This ensures that all employees benefit from training relevant to their career stages and goals.
3. Employee Engagement in Training Design: Union Bank should involve employees in the design and evaluation of training programs to ensure that the content aligns with their career aspirations and organizational needs. Employee feedback can provide valuable insights into the types of training that will have the most significant impact on their performance and job satisfaction.
4. Monitoring and Evaluation: There should be a robust system for monitoring and evaluating the effectiveness of training programs. Union Bank could implement post-training assessments, performance reviews, and employee surveys to measure the impact of training on job performance, career advancement, and overall job satisfaction.
5. Leadership Support for Training Initiatives: Senior management at Union Bank should continue to champion training programs as a strategic investment. By fostering a culture of continuous learning and development, management can ensure that training remains a priority and is integrated into the bank's broader corporate strategy.
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