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ABSTRACT
The main purpose of this study is to evaluate the effect of training and development on employee productivity with reference to the Nigerian custom service training colleges. This research study consists of five chapters. Chapter one of this research study which is an introduction part shows that the background of the study contains time major ways through which an organization can make its personnel to achieve that desired skill, traits and abilities through proper training and development. In chapter two of this research study deal with literature review shows the model and theories relevant to the study which explain a clear term of training by each authors identifies development as the continues process of modifying behaviour. Chapter three of this research study shows the research methodology which deals with historical background of Nigeria custom services which is a product of history indeed its growth evolved through gradual metaphor followed by effectives and function of Nigeria custom services which deals with invading and smuggling in the country and through this system they protect the industries in Nigeria.  Chapter four of this research study contains the data presentation and analysis which shows majority of staff response that training and development increase employee’s productivity in an organization. Finally, the chapter five of this research study contains the summary of the researcher the conclusion based on the research carryout.  The recommendations of the research studies are based on the conclusion of this research project for the organization better improvement and effectiveness on the training and development. 
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CHAPTER ONE
Introduction
1.1 Background to the study
[bookmark: _GoBack]In any organization today, the main aim is to achieve its goals, this can only be done through proper training and development of employees within such organization . Hence, the two major ways through which an organization  can enable its personnel to passes that desired traits, skill, as well as abilities are through proper training and development programmes (Otokiti, 2002). In Nigeria today, most organization s have their own training and development centre which organize programme for improving the skill and knowledge of their employees. Many other organization senrol their employees for external training and development programme both within and outside the country in order to improve their effectiveness and efficiency in the productive process(Amao,2006). Manpower has been identified as the major and critical factor in the country’s National Manpower Secretariat. A recent inquiry, however made by the secretariat (National Manpower Secretariat) on the stock of manpower employed on various ministries in the country revealed the reality of trained manpower in the country today. As a result of the growth of an organization, hence improved productivity performance and profitability, there is an upsurge and quick modalities put in place toward enhancing training and development needs of the employees. At this point, an organization  beginning to realize the importance role of manpower training and development can eventually lead to realization of an organization al goal. At this juncture, one may define manpower development or human capital formation as the process of acquiring and increasing the number of persons who have education, skill and experience, which are critical for economic and social development of an organization. Manpower development calls for the investment of the society in education, by the employee in training and development.
1.2 Statement of the problem
As a result of competitive nature of Nigerian organization s, it has been the ultimate of most organization s within the country to exert more effort on the production process, thus, increasing their productivity through the training and development of an employee with a large market share, With reference to this project, the topic is well deserved and reasonable one, and with exert of co-operation from the Nigeria Custom Services will no doubt contribute a lot to this project. This study is aimed at knowing the impact of training and development programmes on the employee productivity in Tuyil Pharmaceutical Limited. The problem of training and development is not supporting the organizational objectives which emphasizes on the programmes instead of its desired impact on employees. Likewise the cost benefit analysis whether to keep the centre or employ a consultancy and the employee sent on training does not meet the requirements of the organization .
1.3 Research questions
i. To what extent do training and development influence productivity?
ii. How can training and development lead to improvement of organizational productivity?
iii. What will be the effect of training and development on the employee quality of works?
1.4 Objectives of the study
The objective of this study is to critically examine the effect of training and development of an employee with particular reference to the staff training colleges of Tuyil Pharmaceutical Industry. Other specific objectives are:
i. To examine how training and development of an employee lead to better productivity.
ii. To measure how training and development lead to improvement of organizational productivity.
iii. To evaluate the effect of training and development on the employee quality of works.
1.5	Research hypotheses
Ho1:Training and development do not influence productivity.
Ho2: Training and development does not lead to improvement of organizational productivity.
Ho3: Training and development does not have effect on the employee quality of works.
1.6 Significance of the study 
Apart from the benefit that the researcher stands to gain, this study is also of benefit to the following group (s)
a) The research: This study is significant or beneficial to the researcher as it is one of the pre-requisites or requirement for the awards of Higher National Diploma (HND) in Business Administration. Also it enriches the knowledge of the researcher through different consultations.
b) The case study: The research work is equally of immense benefit to Tuyil Pharmaceutical Company in knowing the rational of adopting the techniques social responsibility.
c) It is significant to all firms in the society. This is because virtually all firms in the society need to adopt similar but related strategies regardless of the location and potentialities 
1.7  Scope of the study
For better understanding, this research work would have been extended to other organization, but as a result of certain constraint such as time and finance, the research is narrowed down to Ilorin area and specifically, Tuyil Pharmaceutical Industry, which stands as one of performing organization in Nigeria today.
1.8 Definition of terms
TRADING: Involve teaching operational or technical employee on how to do the job for which they were hired. Or it concern with the increasing knowledge as skill in carrying out a particular job.
DEVELOPMENT: Is the process of assisting employees in attainment of the level of performance and quality of personnel and social behaviour that meet their needs and that of the organization.
EMPLOYEE: These are person employed in an organization to achieve the goals and objectives
PRODUCTIVITY: This can be simply defined as the net income in a given period from a known input of resources or that capacity to product.
OBJECTIVES: This is being able of perform duties well producing a design result.
TASK: This is simply refers to a ob assigned to an employee. Which is expected t be carried out efficiently.
SKILL: This is simply refers to the cleverness of dong some things resulting either from constant practice/training or natural ability.
MANPOWER: This can be simply define as the process of acquiring and increasing the number of person who have education, skill, and experience which are critical for the economic and social development of an organization .







CHAPTER TWO
Literature review
2.1	Introduction
Every organization  experiences “change” this change may affect the workers, machines, management and the general working environment. In order, for the organization to achieve it’s objective. It has to keep abreast of the change. In order to do this, it has to be replaced, there is need to train, and retrain the employees who will handle these machines. Apart from achieving organizational goals through employees’ training, the employees themselves become more motivated. Training promotes employees’ efficiency and effectiveness. According to Oxford English Dictionary, training can be explained as a discipline and instruction directed to the development of power of formulation of character, it also means, education rearing, bringing up every systematic instruction and exercise in some art profession or occupation with a view to proficiency in it. 
2.2	Conceptual framework
Training can defined as any organized effort to bring change in behaviour (i.e. learning) not just skills training (Beach, 2000) Banjoko (1996) defined training as an organized procedure by which people learn knowledge and/or skills for a definite purpose. Training should be continuous throughout the employees life time in the organization . No matter how excellent the recruitment process is, there is need for constant employee development.   Heneman et al (1983) defined employee development as “a planned process designed to provide employees with learning experiences that will enhance their contributions to the organization ’s goals. Training can also be defined as a process of updating the old skills and developing the new ones. The role of training as well as development is important in an organization  to be left alone to staff for its contributes immensely to business competitiveness. True to this fact a number of authors have given different definition to the word. Training according to John Bentley (1991), is “helping people to learn“ emphasizing primary role of training is to create and provide the best learning opportunities resource. By this ,training has a role to ensuring that the organization  has people (i.e employee) with the correct mix of  attributes through providing appropriate learning opportunities and motivating them to lean and thus enabling them to perform to the highest level of qualify and services. Then, it is obvious that the role of training is of paramount importance to the management of an organization  as well as the employees themselves. Ishola (2001), defined training has the acquisition of practical knowledge and skills. It is acquiring more responsibilities at a shorter period to improve productivity. Dessler (2003), defined training as method used to give new or present employees, the skill they need to perform their jobs. Training might mean showing a new lives design the intricate of your site, a new sales person how to sell your firms products or now supervisor on how to interview and evaluate employee. Training is a hallmark of good management and a manger over hole at their peril. And also, according to millichamp (1990), training as the process of teaching skills and imparting knowledge to the people for a defined purpose. Thus, while education aims at developing the individual generally, training is usually sub-oriented and utilitarian in nature. The purpose of training is to change the behavior of the trainee themselves or to enable them undertaken, so as to help to achieve predetermined organizational goal. He said in one of his book titles elements of personnel management” that no matter how well trained and developed an employee may be presently, change in their tasks and general environment as well as in the needs for further training and development.  Training is not an activity that is desirable, but it is an activity that an organization  must commit its resources to, if it is to maintain a viable and knowledgeable workforce. Therefore mobliness (1991), said training is a process that up-date old skills and develop new ones. But it is very obvious that some organization (i.e small or medium sized) do not engage in these activities or those that dose it, does it haphazardly. To sum it up, Tare and Rob (2000), define training as all first of planned experience and activities designed to make positive changes to performance and other behavior (including the acquisition of new knowledge, skills, beliefs, values and attributes) accordingly. Therefore, it is important that all employees in an organization undergo both Training and development. The companies that train and develop its people gain competitive advantage over others. Thus, having gotten the right qualified caliber of people to do a particular job in an organization, the human resource planning department should make sure there is no excessive recruitment, training, development and transfer of staff to anywhere they are not needed.  Before any meaningful training and development of employee can be undertaken in any organization there must be job description, job analysis and job specification. The personnel department in connection with is to be broken down into manageable work units and be allocated to the various employees so that there would be non for specialization and production stabilization. This is otherwise referred to as “Job Design” After designing a job, it has to be analyzed, job analysis can be defined as the description of characteristics of the job, which has become vacant and the determination of the requirement that prospective candidate must possess. It consists of two elements job description and job specification. Job description is the statement of account of the work to be performed and the responsibilities that it entails. This may include a title of job, the place where the job is located, the duties that job holder would perform and the condition under which the job is to be done. Job specification is the description of the qualities that the prospective employees who want to fill a given post must possess. These include; educational qualification, experience already acquired, sex, age, marital status, communication skills and neutrality, while job description states the characteristics of the job that is vacant job specification states the qualities that the holder of the job must have. After the employee has been recruited and selected he/she would be placed in his new where he would have to undergo and orientation or an induction, familiarize him or her with how things are being done in the organization in relation to his or her line of duty. Then, adequate training programme has to be provided for such new employee to avoid the consequences which unskillfulness of such employee may bring into the organization . It should, therefore, be noted that existing employee, who has just been transferred or retain to a new position should, also go on training exercise for more understanding on the task given, incase if there is need to do so. According to Boydel (1975); explained the word “NEED” as something lacking, while training implies that this lack can be supplied by systematic training needs exists when the application of systematic training will serve to overcome a particular neakness. We can then say training needs is a gap between the kind of performance or competence an employee has and the kind of performance or competence which he is expected to have when we subtract the knowledge, skills and attitudes (KSA) which an employee has from those he his required to perform a job that given us the gap, Thus KSA (needed) KSA (possessed) Training needs. The failure of some performance is an indicator which provides the organization the first symptom of employee’s unskillfulness and this bring about the need for training. These needs are n=more systematically established by carry out detailed analysis of the organization which shows a change in the market technologies and organization to train and retain their employees. The analysis of the job will reveal area of ambiguities in the job description and area of the job description on which present employee cannot undertake or the basis of their present skills. The analysis of the individual employee themselves will focus in the performance of the individual concerned, that is whether they apply. The correct procedure and method in the performance of the task given and also whether the individual exhibit what may be termed the correct attitude towers the organization, such information on will surely be obtained from performance appraised, trainability test, observation of the individual employees on the work, and his or her motion studies. Meanwhile, it should be noted that before training and development could take place the staff has to be appraised and adjudged whether they possess traits for further development when staff is appraised the management will know whether the employee has adequate skill for greater responsibilities even he or she might have been trained or if he is deficient so much that training will not help he may be dismissed of at least best donated. When it comes to training, organizations face many of the same problems. One of the biggest issues is the quality of training being given and the methods used. Training is after times ineffective and very expensive. Employees spend weeks learning have to do a job, and they are often very unproductive during this period. There is also the issue of employees quitting shortly after training, which costs a company a large amount of time and resources. Some training methods also use a trial and error approach which is wildly ineffective. Employees go about a task in a number of different ways, and only stop once they have completed it “their” way. These approaches lack a clear sense of direction and can lead to deadlines being missed and tasks being delegated. One of the biggest issues with training is the lack of clears, concise communication. Poor communication can undermine the entire training process, and employees when certain situations arise. They may be unsure what to do in specific situation or confused at time when they shouldn’t. Having outside resources can help tremendously, and it’s good to see that the college can in people with a certain expertise to help in the training process. Interaction with the group training is the fact that some people may not be giving their full attention. These individual think they understand the process, but when in reality they do not getting people physical involved and giving them task during the training process is idea.
Case for training
1. Increase executive management skills
2. Development in each executive of a brand background and appreciation of the company’s overall operations and objectives.
3. Greater delegation of authority because executives down the like are better qualified and better able to assure increased responsibilities.
4. Improved selection for promotion.
5. Improved executive morale.
Case against training
1. Probably the biggest disadvantage to training is that it is too expensive. Someone has to be paid to do the training either or internally.
2. Sufficient time is not allowed for covering all the training material.
3. Losing control of the training content. This is especially concerning if the training is being conducted by an outside company.
4. The wrong person is doing the training.
5. Scheduling issues can make it difficult to arrange for training.

Objectives of training programmes
	Before developing objectives of training programme, organization should established or ascertain it’s objectives. 
	A training programmes will have some of these objectives: - 
(i)	To familiarize the new employees with the organization and their jobs. 
(ii)	To provides entry training in entry – jobs assignment for new employees. 
(iii)	To improve employees knowledge and skills for better performance. 
(iv)	To provide re- training for the new jobs 
(v)	To provide employee effectiveness and efficiency for better quality and increased quantity of work. 
(vi)	To be able to adapt to changes in the organizational environments. 
(vii)	To be able to reduce cost and waste
(viii)	To ensure increased in productivity. 
Because of the cost involved in employee development, it should be carefully planned and executed. Organizational should ensure that there is need for employee development and that the training should be able to improve organizational objectives.  There is need for organizational needs analysis, job needs analysis and employee needs analysis to be carried out before planning and executing training programme. 
Importance of training
The importance’s of trainings are summarized as follows. To encourage the workers to keep up in a rapidly change of job requirement and acquire higher level of academic technical and professional skills desirable to improve their condition of service. To increase efficiency by reducing spoilt work, misuse of machine and by lessening physical risks. To equip individuals with the necessary skill to enable them to find employment to gain promotion and to have a reasonable expectation of redevelopment in the event of their being made redundant. To provide for the organizations manpower need to increase workers market value to let the trainees be more productive to their present jobs and be ready for advancement. To provide for succession so that replacement workers will be available To serve as reminder of what the trainees has previously learned.
Resources for staff development and training
The organization  will demonstrate its commitment to staff development and training by: Allocation deducted staff development and training budget. Utilizing internal 


training capacity skills and resources within the department. Working in co-operative with other city council departments to maximizing training opportunities.  Accessing multi-agency training staff providing dedicated time and space for staff training employing models of best practice to access staff development and training resources building up a modern and useful library of training resources for staff to use.
TYPES OF TRAINING 
There are different types of training methods.
i.	ON-THE JOB TRAINING (OJT): - is a method in which is used by a department head or a supervisor to teach a new employee in order to acquire some knowledge and skills needed for a job. It also provides a trainer trainee relationship within a working environment. It also has the advantage of close supervision and enables the employee to add to the overall production also, the training is conducted in the actual work environment A major disadvantage is that, mistakes, by employees can be costly as it may disrupt. Production and involve a lot of expenses to remedy the situation. A lot of things can be learnt through this method.
SIMULATION OR SPECIAL TRAINING: - This is as a result of advancement in electronics and other sophisticated products. For cost or safety reasons it is impossible to train employees on the machines but something close or similar to actual machine e.g. pilot training. 
RETRAINING AND UPGRADING TRAINING: - Retraining involves teaching new skills to an employee, because of technological changes or to increased labour mobility. 
While upgrading, is giving an employee a higher job to perform. It improves his skills and enhances his opportunity for promotion. 
II.	IN-HOUSE LECTURE/DEMONSTRATION: - Where there are many new trainees or employees requiring re-training, the organization may organize an in-house lecture/demonstration for the staff. It is a method where by a lot information may be passed to the workers at the same time. Film or videotape may be used. 
iii.	JOB ROTATION: The job rotation is a method whereby new employees are made to rotate through the different departments of the organization. The new employees are made to perform a few activities on every job in each department. 
iv. VESTIBULE TRAINING: This method is used for skills development. The trainee is not trained on the actual working environment but he is provided with a 
simulated environment and equipment. It is expected that the trainee will be provided with all necessary skills which will be transferred to actual working situation. 
v.	INTERSHIP TRAINING: - Internship is a very popular method of enabling the trainee to put into practice in all the theory he has learnt about a profession. Doctors call it horsemanship students who have completed a course of study in medicine, pharmacy, engineering, teaching e.t.c. are compelled to undergo some months of internship before graduation. During the internship periods, the interns are expected to perform practical activities involved in the profession. 
vi.	APPRENTICESHIP: - Apprenticeship training is provided for apprentices in trades such as, plumbing, printing, engraving, carpentry, machine repairing e.t.c. Apprenticeship training method is always very long. 
vii.	AUDIO-VISUAL METHOD: - Audio-visual equipment such as television, radio, e.t.c. television can provide a very good learning environment. Film and video tapes can be carried from one place to another for learning purpose. The filmed materials can easily be updated to suit current practice. These media however lack human interactions and they have only one-way communication. 
viii.	ROLE PLAYING: - A simulated environment is created whereby potential supervisors and some trainees are made to act certain roles of staff that relate to the actual jobs of the organization while other trainees watch. This method is also called psycho-drama.
ix.	PROGRAMMED INSTRUCTION: - Programmed instruction method is motivational and provides independent self – study. One advantage that this method possesses is that, the trainee will learn at his own pace. The trainee is provided with programmed instruction materials. The materials may have in-built answers to question.   
x. 	IN-BASKET TRAINING: - This is also a simulation technique whereby a prospective worker in a given description of a higher position. He is then promoted to that higher position. A problem which is assigned to that position is given to him to make all necessary decisions and solutions on it. 
xi.	BUSINESS GAMES: - This is also called decision simulation meant for top and middle managers. A model of an organization  which simulates an actual organization is provided. Certain activities with the use of a computer requiring decisions are presented to the managers decision to be made are those that will increase production, efficiency and decrease cost. 
xii.	CASE STUDIES: - Before a training session, a written case containing history of a problem in an organization  is given to the trainees to study with a view to providing solution. Each trainee provides his solution to the class and this enables all the trainees to compare their solutions. At the end of the presentations, the trainer presents actual decisions of the organization on the problem. 
xiii.	COMPUTER – ASSISTED INSTRUCTION (CAI): Those who are familiar with computers know that there are some learning programmes which do not require any trainers. Such programmes are tutor – Dos, Microsoft tutorial and Prof. – Dos. Infact most computer programmes have self – learning or “help” facilities without any trainer. 
EMPLOYEE DEVELOPMENT AS A PROCESS
 (
Identifying employee development needs 
Formulating an employee development plan                                                      
Evaluation the employee                                                       development plan 
Designing training programmes 
Teaching training programmes  
Evaluating training programmes   
)	The diagram below shows employee development as a process consisting of several interrelated phases or steps. 












Fig. 1:	PROCESS OF EMPLOYEE DEVELOPMENT Source: Heneman et al (1983) Personnel Human Resource Management 
TRAINING METHODS
	In determining the training methods to employ, Keeling and Kallaus (1983) suggested the following factors for consideration. 
i. The number of trainees and their location. 
ii. Their similarities and differences in education, experiences, abilities, functions, and occupational levels. 
iii. The abilities of the trainers
iv. The instructional space, equipment, the media available for the training programme and 
v. The cost of the method selected in relation to the result expected. The method to be selected should be one that is capable of achieving organizational objectives of increasing skills, knowledge, change of attitudes and behaviour. 

IMPORTANCE OF TRAINING AND DEVELOPMENT TO INDIVIDUALS 
(a) He acquires knowledge that cannot be taken away from him. 
(b) It serve as motivational tools, thereby giving the employee the impression that the organization  cares about him. 
(c) It may be a stepping store for advancement i.e promotion. 
(d) It enhances employee’s performance, he may decide to stay on the job.

TO THE COMPANY 
(a) It increases output or productivity
(b) It may reduce labour turn over 
(c) It provides a ready fool labour for organization  to draw from a time of need. 

TO THE SOCIETY 
A happy and productive organization is one of the keys to economic development or advancement. Training, however desirable, has it’s costs. To the organization it costs time, money and other resources. It may equally prevent the company from benefiting from the employee at the time of training. A company therefore used a weigh the costs and benefits of a training and design a programme that gives maximum benefit to the individual, the organization even the society.

2.3 THEORETICAL FRAMEWORK 
The terms training according to the concise of oxford dictionary suggest that the process of bringing a person to desired states or standard of efficiency e.t.c by instruction and practice. With this interpretation training provide employee with knowledge, skill and attitude which he/she pass in order to perform his/her effectively. Thus, French (1964) in his book personnel management process believes that training and development. If properly done and supervision, employee would be more productive. While in (1970), he discussed in details why an organization established training and development programme. He noted particularly that, lack of skills in the labour market, inability to meet or cope with job specification, management have witness to develop the full effectiveness of an organization and its people. Declining production standard, increase in the number of accident in the factory and excessive number neglects and absence in the factory necessitated the utilization of training and development programme. In his own justification of having training and development in an organization, Dugan Laid (1978) in his book ‘approach to training and development noted that organizations get output because people perform task properly, they must master the special technology used by their organization. Sometimes, according to him their acquisition is need when the employee is new to the organization  or necessary because technology used by the organization or necessary because an individual is to be placed in another position within the organization either by lateral transfer or by promotion. Thus, he defined training as experience, a discipline or regime, which make people to acquire new. Furthermore, he was one of the opinion department do other than just fill up holes in people’s repertories for accomplishment. In summary, he noted that training and development centre or college seems to be even, more relevant to organization goals to solve performance problems through the entire organization  and to do so in variety ways. Similarly, in classier (1990), training is referred to as the process by which people acquire knowledge and skill required to fill the gap, where it exist between their actual knowledge and skills and those that require for effective and efficient performance in the job they are expected to do. Both of there writer/author have emphasized on performance. According to Jacob Mince Freaser (1999), he defined training as ‘investment in acquisition of skill or improvement of workers productivity’. The concept therefore includes schoolings and training programmes in a job solution as well as what can be termed as learning from experience. However, Mosel (1976), suggested that new employees must be introduced to the management process which would incorporate orientation and possible formal training course he believes in the use of specialist in designing and conducting programmer, so as to update their skills. Also, he believed that three steps can be used in acquiring the productivity from employees. Within an organization and this includes skills, knowledge and attitudes. Ubeku (1975), in his book improving management performance referred to as process of training and development as a continuous one that money on training and development of employee is money will invest. He said that employees who have not received adequate training before assigned with responsibilities might back the necessary confidence with which to carry out job. Consequently, an employee should be helped to grow in to responsibility by systematic training and development. It is very only training will make limited confidence to carry out the responsibility being entrusted to him. It should be noted that there are various centers and designed programme aimed at training and developing manpower in Nigeria in respect of this, the centre for management development as established in (1972) and Nigeria council for management education and training was also established in (1978). Other institution connected with manpower training are the Industrial Training Found (ITF), Training, Service and Technology Development Agency (TSTDA), they are established in furtherance of providing manpower training with the objectives of promoting and encouraging the acquisition of skills. Essentially, it is important to make a distinction between training and development programme. Although the two aimed at behavior alchange towards the organization and enhancing performance, hence, productivity and their administration to individual need vary, training is a devised for cadre while development is mainly for top level management. Training programmes are directed toward maintaining and improving current job performance while development programmes seeks to develop the skill for future jobs. Both management and employee receive help from training and development programmes but use of experience is very much likely to vary. Non-manager is why manager frequently receive consistence in developing the skill particularly conceptual and human relation skill require for future jobs. Moreover, management development is a means whereby the organization can systematically provide them with effective manpower. Ayia (1975), pointed out why training is concerned with impacting of specific skill for specific purpose. Development of the individual to attain a higher performance with respect of their job.  In addition, Nouit (1979), identities development as the process of modifying behaviours, development emphasis on generalized skill like decision making skill and inter personal skill. It is therefore concerned with all learning experience given to workers. 
2.4	EMPHIRICAL REVIEW
	Krontz O Donnel and Wcilrich (1980) said in their book ‘management to the future and prepare for it and that an important way is to develop and train managers so that they are able to cope with new demand, new problem and new challenges. They are of the opinion that executives have the responsibilities to provide training and development opportunities for their employees, so that they can become more skilled in a particular occupation or have a wider and general knowledge of techniques likely to be required in the future. Furthermore, according to Pigors and Myer (1981) no organization can choose whether or not to train employees. All new employees regardless of their previous training education and experienced need to be introduced to their new employers work enrolment and to show how to perform specific task. In addition that specific occasion for retraining arise when employee are transferred, promoted or when jobs and their new skill must aid physically. The works of manager are routine one. Hence, it is necessary that the managers have a well developed mind which enhance him in sorting out problems. Management development and also be seen as systematic process of training and growth by which individual gain and apply knowledge, skills and attitude to manage the work effectively. Management development differ from training in the sense that it is broadly based to cater for unforeseen contingencies that may arise in future, this is because management development is any plan, guided or directed activities undertaken by manager to help him prepare for heavier responsibilities to come. Where as training relates to skills, routine acts and predetermined which management immediately in order to perform effectively on their job. Development on the other hand is concerned with the expansion of the whole man’s ability to fully use his capacity and apply his knowledge and experience to the solution of new and different programmes and assumption is highly made that the participate is not doing well where he is not measuring up to expectation in his duty. Rather, the programme is organized to prepare him for a greater future task, training in to consideration that they can perform his parent task well and may need to be equipped against future occurrence. This management development includes formal training and continuing education. However, training and development of personnel can be considered alike that be learned, perhaps because of change introduced by advanced technological changes and automation. Even when responsibilities for orientation include re-training are not regarded by managers as calling for planned procedures, they will be met in some way or other some one in the work situation. Similarly, Bottomely (1983) said an intrinsic aim of training is to equip individuals with necessary skills to enable them find employment. To gain promotion and to have reasonable expectation or re-deployment  in the event of their being made redundant but that higher level, if pinpoints provide those who are capable with a breather of knowledge, not simple to innovate and pioneer technically or otherwise creative change. Bottomley also went ahead to say that fundamental purpose of training is voluntary and that willingness to spend money in his direction is obviously related to its perceived pay-off to quote from the Manpower Services Commission July (1980) publication “outlook on training aim is to help avoid persistent and economically damaging shortages of skills include shortages, which would inhabit, technological development. The man power service commission emphasis ‘the aim has remained central to national training policy. In giving credence to the ‘outlook in training’ by the manpower service commission Diapered (1981) see if as action aimed at preparing  anindividual for certain line of action and is delineated y technology and the organization in which they work. Thus training as her saw it as an end product of technological changes in changing job itself and also all other organization that is witnessing rapid technological changes in the organization must train its staff to meet up with the changes or ready to price itself out of  the markets or environment challenge. Ogunlana (1985) stated that training is usually preceded by training need analysis and in the process of doing things. Thus one will need to examine the job and describe it before analyzing the training requirement. They went further to state that one will need assessing individuals performance with a view to identifying in the employees knowledge as reflected in his or her performance In addition, Dr. Lyzobia (1986) urged management to indicate the employees objectives into organizational objectives and work out modalities of how these objectives could be achieve by providing training and development facilities. This would enable the employee to acquire the necessary skill for effective performance on the hob and create a work environment that encourages workers commitment to th organization. Thus, the duty is on the organization or the training and development department, centre/college as it is being named by various organization to identify the training needs of the individual employee and manager.      















CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION 
This chapter present methods and procedure that the researcher used when assessing the findings of the study, which includes population of the study, sampling technique and sample size, method of gathering and analyzing the data collected on specific field of the survey.

3.2	RESEARCH DESIGN
The method adopted to accomplish the objective of this study (research work) is descriptive research method because it is aim to accurately and systematically describe a population or situation.

3.3	POPULATION OF THE STUDY 
The population for the study comprised both junior and senior staff of Tuyil Pharmaceutical Industry. Junior staff of 100 while senior staff of 62,the total is amounted to 162.
3.4	SAMPLING SIZE AND SAMPLING TECHNIQUES
Simple random sampling technique was employed for the work so that each and every member of the population will have equal right of being chosen. Taro Yarmanemodel techniques was adopted in deriving the sample size.
n = 	N
     1+N (e)2
The sample size is 162.
3.5	METHODS OF DATA COLLECTION 
Both primary and secondary method of gathering data were used in the course of this research work.

3.6	INSTRUMENTS OF DATA COLLECTION 
The instrument used in this study is purely questionnaire. In other to avoid been bias textbooks, magazine, journal and other related materials were also involved in the research work study 



3.7	METHOD OF DATA ANALYSIS   	
The data collected were analyzed using appropriate statistic table and percentages tables were also constructed for the result of the findings.

3.8 HISTORICAL BACKGROUND OF TUYIL PHARMACEUTICAL COMPANY.
Tuyil Pharmaceutical Industries Limited is located at no. 22 Stadium Road Ilorin, Kwara State. The Industry was established by senior Apostle Oluwole Awotuyi, the sole proprietorship of Fiolu Pharmaceutical store Gambari Ilorin, in the year 1996 and its operation started on the 1st of May, 1997. it has staff strength of fourty four (44) at the elementary stage of operation including the management staff. In 2005, Tuyil Pharmaceutical Industries Limited decided to expand its operation and changed it location to no. 21 New Yidi Road Ilorin. It has six department sections which are as follow:
1.	Tableting Sectional: This section is responsible for production of tablet.
2.	Dry syrup sectional: This section is responsible for antibiotics powder production.
3.	Syrup sectional: This section is responsible for production of syrup either in solution or suspension.
4.	Capsuline: This section is responsible capsule drugs production. 
5.	Veterinary sectional: It is responsible for production of animal drugs.
6.	Powder filling section: This is responsible for drug in sachet form.
Tuyil Pharmaceutical Industries Limited produces both human and animal drugs in syrup and tablet in various type, which are as follow:
  HUMAN DRUGS
	TABLET
	SYRUP

	Tumol capsule
	Paracetamol  

	Tumol capsule
	Baby rex

	Varmatic
	Tutolin adult

	Lapain
	Tutolin adult

	Vitamin C
	Ciproapper

	Cencold
	Vimiron

	Cenpain
	Vamobro

	Vamacap
	Vamicee

	No Pain
	Vamite

	Artesunate
	Dr. Vamis

	Vambendrex
	Vami metro

	Metro
	Binto syrup 

	Tutrium
	

	Paracetamol 
	

	ANIMAL DRUGS
	

	TABLET
	SYRUP

	Tubezole
	Tubezole syrup

	Ramith bonus
	Vamizole syrup

	Bruxine bonus
	Bamizole

	Vamizole bonus
	

	Vetrax bonus
	


Meanwhile, Tuyil Pharmaceutical Industries Limited distributes its product through various distributors but the major distributors but the major distributor is Fiolu Pharmaceutical stores which distributes Tuyil Product in Ilorin and its environment. Other distributors are Ajayi Pharmacy, Ade Pharmacy and Yemi Pharmacy etc. All these distributors distribute Tuyil product throughout Nigeria so as to be able to complete favourable with other medical drugs in Nigeria.























CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1 INTRODUCTION 
This chapter is basically divided into two (2) sections. The first section (A) deals with the general  analysis of the bio-data of the respondents. While section (B) attempts to analyses the entire respondent. A total of 154 questionnaires were distributed among the staff of Tuyil pharmaceutical industry training Ilorin, but only one hundred and forty (140), from 154 respondents and these responses were used to analyses the study.

4.2 ANALYSIS BASED ON BIO DATA
TABLE 4.2(1): RESPONSE ON THE POSITION IN THE ORGANIZATION. 
	POSITION 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Messenger
	25
	17.8

	Senior staff
	20
	14.3

	Supervisor 
	50
	35.7

	Junior staff
	45
	32.1

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above table, it could be seen that majority of the respondents fall within the position of supervisor which constitute 35.7%, this followed by respondents in junior staff “45” which constitute 32.1%, while the senior staff of “20” constitute 14.3% and the messenger “25” which constitute 17.8%.

TABLE 4.2 (2): RESPONSE ON THE AGE DISTRIBUTION OF RESPONDENTS
	AGE 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Below 25
	10
	7.1

	       26-35
	40
	28.6

	      36-45 
	55
	39.3

	     46-55
	35
	25

	     55-above
	-
	-

	TOTAL
	140
	100


Source: Survey Research 2025
From the above data, it could be seen that majority of the respondent fall within the age bracket of 36-45, which constitute 39.3%. This followed by respondent within the age bracket 26-35 which constitute 28.6% while those within the age bracket of 46-55 constitute 25%  and those within the age bracket of 25 and below constitute 7.1%.

TABLE 4.2 (3): RESPONDENT ON THE SEX DISTRIBUTION OF RESPONDENTS
	SEX 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Male
	80
	57

	Female
	60
	43

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above data presented, the male respondents are 80in number, which constitute 57% while the female respondents are just 60, represented by 43%.

TABLE 4.2 (4): RESPONSE ON EDUCATIONAL BACKGROUND OF RESPONDENTS
	QUALIFICATION 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	WAEC
	20
	14

	O.N.D
	20
	14

	HND/B.SC/M/BA/PGD
	40
	29

	Professional certificate
	60
	43

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above table, it could be seen that out of 154questionnaire sent to Tuyil pharmaceutical industry training centre, only 140 was returned. We have 20 forwaec constitute 14%, OND constitute 14% while the category of HND/B.SC/M.BA/PGD 40 constitute 29% while the professional certificate have the major share of 60 constitute 43 of the total population.

ANALYSIS BASED ON THE RESEARCH QUESTIONNAIRES RESEARCH QUESTION ONE
Does your organization have a training college?
In order to response to answer, the above research questions were given “Yes or “No as their answer. Therefore, the entire respondents are aware of the existence of the training college in the organization.

RESEARCH QUESTION TWO
Have you attended any training programme organized by Tuyil pharmaceutical industrytraining college?
	RESPONSE
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Yes
	90
	64

	No
	50
	38

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above table present, it can be seen that 90 respondents agreed that they have attended training programme organized by Tuyil pharmaceutical industry training college. 90respondent constitute 64% while those that disagree are just (50) respondent representing 38%.
RESEARCH QUESTION THREE
Have you attended another course outside the one organized by the Tuyil pharmaceutical industry training college.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Yes
	100
	71

	No
	40
	29

	TOTAL 
	140
	100


Source: Survey Research 2025
From the above table, it can be seen that 100 respondents have attendant course outside the one organized by the Tuyil pharmaceutical industry training college, which constitute 71%, while those that have not attended training outside the one organized by the Tuyil pharmaceutical industry training college are 40 and constitute 29%. This goes along way to show that the organization is concerned with the training of its employees.

RESEARCH QUESTION FOUR
Have you been promoted since attending the course?
In order to answer the above research question, question 8 was asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE (%)

	Yes
	80
	57

	No
	70
	43

	TOTAL 
	140
	100


Source: Survey Research 2025
From the above table, we could see that 80 of the respondent, which is represented by 57% were promoted after their training programme, while 70 ofthe respondent represented by 43% said they have never been promoted since attending training programme.

RESEARCH QUESTION FIVE
	If yes, do you think the promotion is a result of this training?
	In order to answer the above research question, question 9 was asked. The analysis of respondent as to whether promotion was due to the course attended was given below.
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%) 

	Yes
	95
	68

	No
	45
	32

	TOTAL
	140
	100


Source: Survey Research 2025
From the table above, 95 respondents 68% strongly believe and agreed they have attended while the remaining 45, represented by 32% still maintain their stand that they have been promoted since attending training programme in the organization training college this shows that the organization has tried to an extent in boosting the moral of employee through promotion after training.

RESEARCH QUESTION SIX
Do you think these courses are relevant to your job situation?
In order to answer the above research question, question 10 was asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%) 

	Yes
	120
	86

	No
	20
	14

	TOTAL
	140
	100


Source: Survey Research 2025
As could be seen in the above table, 86% of the respondents rated the experience gotten from situations very high. While 14% rated it low. Thus, it is obvious that the experience that the experience gotten from the training programme has been very applicable to the job situation, which will definitely improve the productivity.
 
RESEARCH QUESTION SEVEN 
Do you think that training and development of staff employee can improve productivity activities? In order to answer the above research question, question 11 in the questionnaire were asked. The analyses of response to the question are presented below.
	RESPONSE 
	NO OF RESPONDENTS
	PERCENTAGE (%) 

	Yes
	140
	100

	No
	0
	0

	TOTAL
	140
	100


Source: Survey Research 2025
	From the above table, 140 respondent representing 100% strongly believe that training and development of employee should lead to high productivity, while the0 respondent representing 0% do not agree to this. Thus, training and development of an employee will lead to high productivity.

RESEARCH QUESTION EIGHT
If yes there is positive effect in the employee productivity.
In order to answer the above research question, question 12 in the questionnaire were asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Yes
	132
	94

	No
	08
	06

	TOTAL 
	140
	100


Source: Survey Research 2025
From the above, 132 respondents representing 94% agree that training has positive effect on the employee has a positive effect on the employee productivity. While only 8 respondents representing 6% does not



RESEARCH QUESTION NINE
Is it a must that Training and development of employee should lead to high productivity? In order to answer the above research question, question 13 in the questionnaire were asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Yes 
	70
	50

	No 
	70
	50

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above table, it can be seen that 70 of the respondents representing 50% of the total respondent believe that it is a must that training and development of employee should lead to high productivity, while on the other hand, 70 respondent representing 50% of the total respondent believe that it is not a must that training and development of employee should lead to high productivity.

RESEARCH QUESTION TEN
Is productivity of employee before training low?
In order to answer this research question is presented below
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Yes
	130
	93

	No
	10
	7

	TOTAL 
	140
	100


Source: Survey Research 2025
From the above table, it is clearly that productivity of employee before training is low, it can be seen that 130 of the respondent, representing 93%, while the remaining 10 do not agree to this respondent 7%. Thus, the productivity of employee before training is low.

RESEARCH QUESTION ELEVEN 
	Can you justify that the establishment of Tuyil pharmaceutical industry training college, hence assessing it’s relevance to the staff of the organization? In answering this question option was not given from the respondents, rather they will be their personal option based on their experience.  Based on the sample of the respondents. Most of them said that the establishment of the Tuyil pharmaceutical industry training college is a vital back bone of Nigeria customs service in training their personal for the organization effectiveness, intelligence system in the organization and to secure their personal for higher productivity in the field. Also it enhances high degree of accuracy, speed and quick action of resolving problem they might encounter.
 
RESEARCH QUESTION TWELVE 
What roles does Tuyil pharmaceutical Industry play in training and development of employee? In order to answer the about question, question 16 in the questionnaire were asked. The analyses of response to the question are presented below.

	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Fair participation 
	35
	25

	Average participation 
	40
	29

	Active participation 
	65
	46

	TOTAL 
	140
	100


Source: Survey Research 2025
As could be seen from the above table, 46% of respondents rated that Tuyil pharmaceutical Industry active in training of personnel. While 29% rated as average participation, the remaining 25% rated as fair participation. Thus, it is obvious that the organization benefit from the training programme has been very attractive which will definitely encourage the organization to put in more on training programme for their personnel.

RESEARCH QUESTION THIRTEEN 
Has the training and development increased, the employee productivity?
In order to answer the above question, question 17 in the questionnaire were asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Yes  
	94
	67

	No
	46
	33

	TOTAL 
	140
	100


Source: Survey Research 2025
From the table above it can be seen that 94(67%) of the respondents believe that training and development of employee increased productivity. While 46 respondents representing 33% do not agree.
RESEARCH QUESTION FOURTEEN 
What is the actual performance of employee productivity before and after training?  Before answering the above question, question 18 in the questionnaire was asked. The analysis of response to the question is presented below.
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Active performance 
	40
	29

	Fair performance 
	33
	24

	Average performance   
	67
	47

	TOTAL 
	140
	100


Source: Survey Research 2025
	From the above table, it can be seen that 40 respondents representing 29% agreed that actual performance of employee’s productivity before training is encourage, while 33 respondents representing 24%. The remaining 67 respondents representing 47% agree that the employee productivity is at average capacity.
 
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Active performance  
	80
	58

	Fair performance  
	30
	21

	Average performance 
	30
	21

	TOTAL 
	140
	100


Source: Survey Research 2025
	As could be seen from the above table in their performance after training while on the other in their level of performance after 30 respondents representing 21% are average in their productivity.

RESEARCH QUESTION FIFTEEN 
What suggestion do you have for the improvement of training being criteria for increasing productivity for your organization. I order to answer the above question, question 19 in the questionnaire was asked. These question were not given to the respondent, rather they will suggest their personal option based on how they feel training can be better improved, been a criteria for increasing productivity. Based on the sample of the respondents, most of them said that, federal government through the ministers of internal affairs should provided with Nigeria customs service training college adequate training facilitate, funds, duly promotion after undergoing the training courses for the improvement of training of their personnel there is a need for provision of modern intelligence system by the federal government. While some respondent said apart from attending Tuyil pharmaceutical industry training college, the chances of attending training courses out of the countries must be made as a task. Since the productivity for personnel lies mostly on the amount of training and development they were impact on them.

RESEARCH QUESTION SIXTEEN
Have you acquired any additional qualification since you have joined the organization? In order to answer such question, question 20 were asked, the analysis or response to this question is presented to as, have you acquired any additional qualification since you have joined the organization?
	RESPONSE 
	NO OF RESPONDENTS 
	PERCENTAGE %

	Yes 
	130
	93

	No 
	10
	7

	TOTAL 
	140
	100


Source: Survey Research 2025
As could be seen from the above table, 130 respondents representing 93% has gotten or acquired additional qualification while the remaining 10, represented by 7% still maintain their individual qualification. This shows that only few are yet to acquired any additional qualification since they have joined the organization.
4.3 TESTING OF HYPOTHESIS
Chi square method was adopted in testing the hypothesis, the chi-square formular implies that x2=Σ(O1-E1)2/E1
O1= Observed
E1= Expected
HYPOTHESIS 1
Training  and development do not influence employee productivity
	Category
	O1
	E1
	O1-E1
	(O1-E1)2
	(O1-E1)2/E1

	SA
	32
	28
	4
	16
	0.57

	A
	61
	28
	33
	1089
	38.8

	U
	25
	28
	-3
	9
	0.32

	D
	10
	28
	-18
	324
	11.57

	SD
	12
	28
	-16
	256
	9.14

	TOTAL
	140
	
	
	
	60.4



E1=140/5=28
(r-1)(c-1)
(5-1)(2-1)
(4)(1)= 4
At significant level of 0.05% (degree of freedom)
4 at 0.05= 9.49
Decision Rule: The calculated value is greater than the table value which is 60.4 and 9.49 respectively, therefore, x2≥5.99. this implies that Ho was rejected and Hi is accepted, then it shows that training and development do influence employee productivity.
HYPOTHESIS 2:
Training and development does not have effect on the employee quality of works.
	Category
	O1
	E1
	O1-E1
	(O1-E1)2
	(O1-E1)2/E1

	SA
	43
	28
	15
	225
	8.03

	A
	40
	28
	12
	144
	5.14

	U
	25
	28
	-3
	9
	0.32

	D
	20
	28
	-8
	64
	2.28

	SD
	12
	28
	-16
	256
	9.14

	TOTAL
	140
	
	
	
	24.91



E1=140/5=28
(r-1)(c-1)
(5-1)(2-1)
(4)(1)= 4
At significant level of 0.05% (degree of freedom)
4 at 0.05= 9.49
Decision Rule: The calculated value is greater than the table value which is 24.91 and 9.49 respectively, therefore, x2≥5.99. This implies that Ho was rejected and Hi is accepted, then it shows that training and development do not have effect on employee quality of works.
4.4	DISCUSSION OF FINDINGS
With reference to table 4.2 1 and 2, which were used to answer research question one table 4.2 (a) shows that majority of respondents are supervisor. With table 4.2 (b) reveals that more then half of the respondents are fall between the age of 36-45 years. 
Also table 4.2 (2) were used to answer research question 3 thus table 4.2 reveal of 36 of the respondents were male while 4.4 (b) on the other hand shows that 38 respondents were promoted agreed that their promotion was as a result of the training programme they attended. Research question 7 was answered with 47 (e0 from table 4.7 (e) it was gathered through the respondents that training and development will definitely lead to high productivity. On the other hand, table 4.9 (9) shows that many of the respondent agreed that criteria such as high motivation job security an enhanced level of performance can be used in stimulating employees in increasing the organizational productivity. While reference in research question 13, table 4.12 (j) reveal through that all the 34 respondents that training and development, if truly a criteria for increasing productivity in an organization. While on the other hand, table 4.13® on the other than show that the training of employee has been very active relevant to the staff of the organization. Table 4.14(i) shows that majority of the respondents (27) have acquired additional qualification since they have joined Nigeria custom service. Research question 6 was answered by their 4.6(d) with reference to table 4.6(d) most of the respondents (38), agreed that the training and development programme gas been relevant on their job situation, while table 4.7 (e) on the other hand, reveals (27) of the respondents agreed that training and development will lead to high productivity. Based on the research carried out, this shows that the productivity of an organization, hence, the researcher concluded that Tuyil pharmaceutical industry is examined towards the training of employees, thus leading to an increase in productivity. Table 4.4(b) and 4.49c) shows that majority of the staff were promoted after their training programme, the researcher concludes that the training and development programme has gone a long way in boosting the morale of the employees. Thus increasing productivity for the organization. Table 4.6 (d and e) here, with reference to the respondent the researcher concludes that training and development of an employee will lead to high productivity, and thus, could be achieved through high motivation or provision of job security provide to the employee by the organization. With reference to table 4.11(i) the researcher concludes that the Tuyil pharmaceutical industry training college has been greatly use to the organization due to the fact that it have justified for increasing productivity as well as the fact that the experience derived from this training has been relevant to the staff of the organization. Also, as regard table 4.6(d) since it was gathered that the courses trained upon has been in experience as well as relevant to the job situation, the researcher, thus, concluded that Tuyil Pharmaceutical Industry Training College has really achieved its aim for the organization .


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS
Training leads to efficiency in an organization and before that efficiency could be achieved in any organization should be skilful. This will assist them to offer their best at any given time through continuous practice and with the appropriate training in ones field. At it is known that training is wide in scope, we now limited the study to Tuyil Pharmaceutical Industry unity branch, Ilorin to combine financial services with training that is, is to train new generation of technician and technologist whose distinction attribute would be self reliance and preparedness to set up their own business and other individuals or co-operatively since the Tuyil Pharmaceutical Industry knows the usefulness of training, it embrace on training and its staff that is training is by allowing in order to meet that training, it lead to efficiency the authority of the institution has to be made a lot of effort to make sure that, it’s staff undergo different types of training according to each others.
  
5.2 CONCLUSION
Relying on the data collected from the field of survey and the various literature review of the research topic, it is necessary to reach the conclusion based on the research finding through this view, the practical implication of each of the theories and ideas put forward by knowledgeable people, the field of guarantee trust bank were related to the topic, central bank regulates the activities of the banking sector. The researcher made use of both primary and secondary in carrying the work. The project discusses about training and development in a financial institution. It could also be noticed that the function of trainings in each organization  are been reviewed in a different strategies and it can also be regarded as the primary factor in its structure. Training is an important management role in that, it brings changes to an organization although it is an effective agent of change, but, to make it effective. The training function must be followed in an orderly manner so as to provide assistance to solve organizational problems, so as to achieve organization goals. For some years past training has become much more for analyzed and less haphazard.

5.3 RECOMMENDATIONS 
The Organization  should make it a point of duty every year by setting aside some certain amount for the purpose of training in its yearly budget. There must be availability of adequate facilities for training such as modern equipment accommodation, transportation, experience and skillful lecturer trained on a job and many others through the government direction is necessary to ensure that training policies conformed to national policies training institution should be allowed to be free hand to plan and executed to their own curricular within the training. 
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APPENDIX I
Department of Business Administration 
and management
I. F.M.S,
Kwara state polytechnic Ilorin.
Dear Sir,
I am carrying out this research work as one of the requirements needed to satisfy for the award of Higher National Diploma (HND) in Business Administration department, Kwara state polytechnic Ilorin.The questionnaire is prepared mainly for academic issues (purpose). Therefore, every information obtained will be treated confidentially. I shall be looking to your cooperation and will be grateful if answers to the questions are provided for. Thanks for your cooperation.


                                                                                                Yours faithfully
                                                                  	        AYINLA ROFIAT AJOKE
                                                                                    HND/23/BAM/FT/0293














APPENDIX II
QUESTIONNAIRE
Section A
1. Position in the organization 
Messenger (  ), Senior Staff (  ), Supervisor (  ), Junior staff (  ) 
2. Age	Below 25 (  ), 26-35 (  ), 36-45 (  ), 46-55 (0, 55 and above (  )
3. Sex	   Male (  ), Female (  )
4. Marital Status: (a) married  (   ) (b)  single  (   )  (c) Divorce (   ) 
5. Education Background 
WAECS (  ), OND (  ), HND/B.SC/M/BA/PGD (  ), Professional (  )
ANALYSIS BASED ON RESEARCH: SECTION B
1. Have you attended any training programme organized by Tuyil pharmaceutical industrycollege?
Yes (  ), No (  )
2. Have you attended any other course outside the one organized by the Tuyil pharmaceutical industrytraining college?
Yes (  ), No (  )
3. Have you been promoted since attending the course?	Yes (  ), No (  )
4. If yes do you think the promotion is a result of the training?	Yes (  ), No (  )
5. Do you think the course attended are relevant to your job situation?
Yes (  ), No (  )
6. Do you think that training and development of staff can improve productivity activities?
Yes (  ), No (  )
7. If yes is there positive effect in the employee productivity? 
Yes (  ), No (  )
8. Training and development of employee should lead to high productivity? 
High motivation (  ), Job security (  ), enhance level of performance (  )
9. Is productivity of employee before training low?
Yes (  ), No (  )
10. What roles does Tuyil pharmaceutical industryplay in training and development of employee?
Fair participation (  ), Average participation (  ), Active participation (  )
11. Has the training and development of increased the employee productivity? 
Yes (  ), No (  )
12. What is the actual performance of employee productivity before and after training? 
Active performance (  )						(  )
Fair performance (  )						(  )
Average performance (  )					(  )
13. Have you acquire any additional qualification since you have joined the organization? 
Yes (  ), No (  )
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