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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 (2021), 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 performance.
1.2 Statement Of Problem 
 In contributing to the overall goal of the organization, training and development processes are implemented as this benefits not just the organization but also the individuals making up that organization.    For    the    organization,     training     and     development     leads     to     improve performance while cultivating more positive attitudes toward profit orientation. For the individuals, training and development improve job knowledge while also helping in identifying with the goals of the organization. Training and development is defined as the planned learning experiences that teach employees how to perform current and future jobs. However, history has shown that some organization does not give serious concern over training particularly training of workers thereby leading to poor output of workers. At its core is the improvement in the performance of individuals participating in training and development activities. Learning is achieved through training and development therefore means to be translated as organizational resource by which the people acquire, infer and utilized. As such, performance contributes to the growth of the organization specifically since they can implement in combination competences and expertise acquired through training and development. Further, training and development and how it impacts the performance of the employees in the business setting have received a significant attention from the researchers.
1.3 Research Question 
This research project intends to be guided with the following research questions;
i. Does training and development contribute to employee performance? 
ii. To what extent is employees competency levels enhanced by the training and development implemented?
iii. Does training and development contribute to the individual performance and productivity
1.4 Objectives of the Study 
The aims and objective of the study are as follows:
i. To determine how trained motivate or improve workers performance in the cause or discharging his or her duties.
ii. To identify employees’ competency levels as enhanced by the training and development implemented;
iii. To exAMENe how training and development contribute to the individual performance and productivity;
1.5 Research Hypothesis 
H01: Staff Training does not motivate or improve workers performance in the course of discharging their duties
H02: Employees competency levels is not enhanced by the training and development as implemented
H03: Training and development does not contribute to the individual performance and productivity
1.6 Significance of the Study 
The study is significant because it help the management to appreciate also the impacts of training and development on the overall efficiency of the organization. Training and development process helps the employee to acquire the skill and knowledge needed for the jobs they are occupying or may occupy in the future.
The researcher will gain from the study as this knowledge of the subject matter will be boarder, better co-ordination of its staff and materials, prompt and quality service all of which are in targeted goals.
1.7 Scope and Limitation of the Study 
The study is limited on the elements of training and development. This study was carried out in manufacturing Bank (First Bank Plc).In this, questionnaires were selected which were distributed among the staff of the organization. However, the research is limited with the following constraints:
Some of the challenges encountered by the research in the course of the study are: -
Confidentiality: this is a one of the factors that limited the research since the respondents were more concerned with the security of the information for this reason they were very careful not to reveal the Bank’s secret to an researcher.
Time: the time firm allowed for this research work was short for any detailed study to be conduct on the problem.
1.8 Definition of Terms 
Training: This is the development of an individual of the knowledge in the process learning skills that you need to know it show fulfillment in a specific task.
Effectiveness: This could be describe or seen as ability of workers to produce a desire output or result that is intended to it achieving organization objectives to the standard having it as the time accurate and relevantly.
Impact: This could be defined as the strong impression or effect which is being  created to the institution or organization.
Workers: This means all individual, that work in an organization also receive wages or salaries i.e. being them casual temporary or permanent appointment.
Staffing: This is the process when the components or vilified workers are selected, developed and motivated for achieving the organization goals.
Performance: This can be seen as human action toward something or duties he/she were asked to do.
Improvement: This is a change towards high ability performance of the workers in carrying out their duties.


CHAPTER TWO
LITERATURE REVIEW
2.1.	Conceptual Review
2.1.1.	History of Training
The oldest form of training in industry is the apprenticeship system, which was developed in the middle ages by the trade guilds. During the Elizabethan period, apprenticeship began to gain recognition in England in the shape of law, but the practice of apprenticeship goes back much farther than that. The records of ancient Egypt, Greece and Rome contain constant reference to the passing on of skills from one generation to the other. As early as 2100 B.C the Babylonian code of Hammurabi had made explicit provisions for artisans to teach youths through some form of apprenticeship. 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.
2.1.2.	Conceptual Definitions on Training and development 
Training and Development basically deals with the acquisition of understanding, know-how, techniques and practices. In fact, training and development is one of the imperatives of human resource management as it can improve performance at individual, collegial and organizational levels. As the process of ‘increasing one’s capacity to take action, organizations are now increasingly becoming particular with organizational learning and therefore collective development. Organizational learning, on the other hand, refers to the “efficient procedure to process, interpret and respond to both internal and external information of a predominantly explicit nature. According to Easter by-Smith (2021), the emergence of the concept of organizational learning is central on the hitherto idea that prior advocacies of learning are tended to its commercial significance and are lacking of empirical information on learning processes. 
Strategically, organizational learning, which makes use of training and development as one of the several responses, deals with the acquisition of understanding, know-how, techniques and practices. These intellectual intangibles can be translated into an organizational resource through the people that acquire, infer and utilize such towards the achievement of the organization-wide training and development (Armstrong, 2020). Training and development are planned learning experiences which teach employees how to perform current and future jobs more effectively. Sims (2020) emphasizes that training focuses on present jobs while development prepares employees for possible future jobs. Basically, the objective of training and development is to contribute to the organization's overall goal. 
Closing the skills gap is now a critical area of human resource development for organizations to continuously penetrate the market. Skills gap basically threatens the productivity and competitiveness both in organizational and operational levels. This requires that human resource management professionals should start the cultivation of the workforce from the recruitment period. However, this is not easy considering that there are specific works which require customization of skills and that not all newly hired employees acquire social skills aside from the basic skills. In responding to the challenges of the skills gap and skills deficiency, HR professionals have to develop programs that will address the problem (Sims, 2020). 
Building the organization hence is an imperative for the existence and survival of modern organizations. Consistently, companies are investing on their internal customers or employees thus taking advantage of the human capital management. Sense of ownership is also important, requiring HR professionals to develop strategies that will ensure superior knowledge, skills and experience to settle within the workforce. Learning activities shall put skills enhancement and development assignments at its core as well as empowerment and career development. This is lifelong learning which guide the organizations particularly human resource department to make an ongoing investment with organizational members and help them build their competencies (Sims, 2020). 
The purposes of learning from the employee perspective are basically to acquire skills and knowledge to do the job and to gain promotion and advance career. In facilitating career changes, training and development also caters for the personal and professional developments of the employees. Learning can be defined as knowledge obtained by self-directed study, experience, or both; the art of acquiring knowledge, skills, competencies, attitudes, and ideas retained and used; or a change of behavior through experience ( Maycunich 2021). Senge (1990) believes that learning has little to do with taking in information; rather it is a process that enhances capacity. Learning is about building the capacity to create that which one previously could not create. 
Regardless of individual differences and whether a trainee is learning a new skill of acquiring knowledge of a given topic, the person should be given opportunity to practice what is being taught. Practice is also essential after the individual has been successfully trained (Sims 1990). There are two aspects of practice – active practice and over learning. Active learning allows the trainees to perform the task repeatedly or use the knowledge being learned. Over learning occurs when trainees are given the opportunity to practice far beyond the point where the task becomes ‘second nature’ and is said to be ‘over learned’. The fifth and most important of all which will give life to other four is application because training is useless unless learning can be applied. 
Thereby, training and development is beneficial not just for the organization itself but also to the individual employees. On the one hand, training and development leads to improved profitability and/or more positive attitudes toward profit orientation, improves the job knowledge and skills at all levels of the organization, improves the morale of the workforce and helps the employees identify with organizational goals (Sims, 1990). On the other, training and development benefits individual employees through helping them make better decisions and effective problem solving, assisting in encouraging and achieving self-development and self-confidence, helping an employee a person handle stress, tension, frustration, and conflict, increasing job satisfaction and recognition and moving the person toward personal goals while improving interaction skills (Sims, 1990).
2.1.3.	Reasons for Carrying Out Training and Development in Organization
Employers do not regularly consider the feelings of their employees regarding skills development. Accordingly, Frost, Vos and Dreyer (2020:147) claim that the traditional business organisation is closely modelled on the military style of management, probably because armies are the largest and almost certainly the oldest human organisations. In response to this, Katcher and Snyder (2020:90) identify some of the reasons why employers need their employees to continuously learn newskills:
Capital improvement. Organisations tend to spend millions of rands on upgrading their plants and equipment, yet little on upgrading their human capital. Employees are an asset to the organisation but employers are more concerned about reaching deadlines and profit maximisation rather than employees skills development, without which employee performance could be hampered. Although the organisation still achieves productivity, the focus should also be on the dedication, commitment and loyalty of employees. If employees do not receive ongoing training, up-to-date equipment will not be usedoptimally.
Morale improvement. Employees who continuously upgrade their job skills will also improve their productivity. Developing employee skills not only plays a role in the workplace, but in the external world as well. It contributes to the full personal development of each employee and the socio-economic development of the nation at large; therefore, happy employees may be productive, but more productive employees are happier.
Ability to adapt to change. The more skilled the workforce is, the easier it will be for the entire organisation to adapt to changes that may arise in the domestic and global market place in the demand of its products and services. Sometimes employees are reluctant to adapt to change because of the uncertainty involved, but one of the objectives of the Skills Development Act 97 of 2021 is to develop the skills of the South African workforce as well as increasing levels of investment in education and training in the labour market.
2.1.3.1.	Why is employee development important?
Employee development is something that most people imagine as intrusive all-day group training sessions. Unfortunately, this dreaded approach to employee development is just the opposite of how employee development should occur and feel to employees. Employee development can manifest itself in many forms of training, evaluation, educational programmes, and even feedback. If executed correctly, the effects of training on employee performance can often encourage growth within the worker and the organisation itself (Katcher and Snyder, 2020).
2.1.3.2. Employee development: a self-fulfilling prophecy in procurement processes
One of the larger aspects of developing employees’ skills and abilities is the actual organizational focus on the employee to become better, either as a person or as a contributor to the organisation. The attention given by an organisation, coupled with increased expectations following the training opportunity can lead to a self-fulfilling prophecy of enhanced output by the employee. Employees that receive regular, scheduled feedback, including training, along with an increase in expectations, actually have a higher level of worker output (Katcher and Snyder, 2020).
2.1.3.4. Staff and Employee development as a measure of reducing operational costs in Dangote 
The hope is that employees who receive training in line with their individual or organizational goals will become more efficient in what they do. Organisations should look at the positive effects of training on employee performance, and consider employee development as a targeted investment in making the workers stronger. More importantly, development plans that include “train-the-trainer” (training that trains employees to become trainers of a skill) can provide exponential benefits to the organisation. This training can be anything from how employees can do their own jobs better to employees being groomed to replace their supervisors. In addition, employees who become trainers might be further inclined to stay with the organisation, and possibly reduce employee turnover (Katcher and Snyder,2020).
2.1.3.5. Perceived benefits of employee development 
Besides supporting the organisation, employees might recognise that most types of employee development initiatives provide them with benefits. Employee development programmes that range from certification to education reimbursement, even to basic job skills training, have a certain cost to the organisation that can easily be considered a benefit to the employee. Such awareness on the part of the employee can also lead to greater loyalty to the organisation as well as enhanced job satisfaction. Training and development that can be added to the employees’ résumés are big ticket items in terms of compensation plans (Taylor, 2021).
2.1.3.6. Employee development limits organizational liability
According to Frost et al. (2021), most human resource professionals would agree that limiting organisational liability when training employees is a very important aspect of employee development. Certain jobs require training and certification in order for an employee to successfully execute the minimum job requirements related to that position. The proper documentation of employee development before or during the employee’s completion of their job cannot only help follow and develop training, but also limit liability in the case of human error on the part of these employees. An example of how documented employee training could be helpful would be if a stockroom employee were assigned the position of forklift operator. Obviously, the organisation would be expected to put this employee through all the necessary training to ensure the employee can operate the equipments, and do so in accordance with any applicable policies and regulations. Although employee training documentation will almost never completely protect an employer from legal liabilities, training and certification can hopefully reduce legal costs and reputation damage for the organisation (Frost et al., 2021). Costs that may be generated by the employee.
2.1.4.	Factors Affecting Training
Feedback is a very important condition for the successful acquisition of skills. Training can be done mentally, where the employees go over the events in their heads in order to be properly prepared. It is important that information is given correctly in the early stages of learning. This is so because if errors are not picked up early, the employee will be greatly disadvantaged when someone spots them later. Indeed, if the employees have been applying such faulty skills for years, it may mean that they are never fixed. The role of practice in the business of skills acquisitionisveryimportantwhenonethinkshowmuchtimeemployeesspendperfectinFirst Bankhe skills involved in their tasks. The main purpose of job training is to give employees the knowledge and skills they need to perform effectively in their fields of expertise.
According to Kreitner and Kinicki (2020), there are a number of factors on the job that prevent transfer of learning. These include the following:
If learners see no value in applying new skills, believe no rewards will result from doing so, or do not value the rewards, and then transfer of learning from classroom to the job will not occur.
If individuals have little or no latitude to change what they do because the job tasks are too tightly controlled, then training can never be applied unless task controls are relaxed.
If a learner’s supervisor is not in favour of training, then there is little or no likelihood that a learner will be applying newly acquired skills. Supervisors exert a powerful influence over the behaviour of subordinates because they control rewards and punishment.
If a trainee returns to the project field only to find that fellow workers greet new ideas with skepticism, then training will not be imparted successfully. Cascio (2020) enumerates other factors that affect training, these are explained below:
Funding for employee training: Adequate funding continues to be a concern. While the need for resources to provide employee training and development increases, funding may not be available. In fact, funding for training and development may be one of the first items to be eliminated in times of financial constraints.
Less job security: Employees in the private sector (and employees in general) have less job security than previously. It is often said that people can expect to have many different employers and even different careers during their work life. Given this idea and reality, employees will continuously search for employers who will provide them with opportunities to develop transferable skills.
Limited opportunities for development: Most organisations have a flat organizational structure. This means that there is little room for promotion. Employees and organisations need to embrace the idea that moving up is not the only way to be satisfied with one's work. An alternative is to create challenges for employees in their current positions or in a similar position.
2.1.5.	Impact of Employee Training and Development 
Training addresses gaps or discrepancies between an ideal and an optimal stage of development. However, from a comparison between desired and actual work methods or between desired and actual results, needs arise on the job. Smit and de Cronje (2020) refer to three methods for identifying needs: the generic methods, performance analysis, and competency assessment. Where performance analysis focuses on deficiencies or problems, competency assessment focuses on opportunity for improvement. Trainers identify how they believe people should perform and then design a training programme to give the workers the skills they need. Training can only be executed when it has been determined which employees should receive training and what their current levels, knowledge and skills are. Consequently, the assessment of the individual will indicate the range of skills and knowledge that is to be acquired. Note that the difference between actual performance and required performance will ultimately form the training gap, and therefore indicate the extent of training needed.


2.1.6.	Effective training and development in the organisation
Effective employee training leads to an increase in quality goods and services as a result of potentially fewer mistakes. Consequently, accuracy, effectiveness, good work, safety practices and good customer service can be expected. An intelligent and well-trained workforce is central to both productivity and the success of an organisation. Organisations can save money by retaining valuable employees: the costs of recruitment and training of new entrants can be avoided.
Another gain from the training identified is its effects on quality. Training provides employees with skills that improve their performance. As human performance increases, business performance also improves. Rothwell and Kazanas (2020:234) are of the opinion that training not only influences the bottom line, but is also critical in cost saving. As a consequence of employee training, the level of turnover is reduced.
It is also important to train and develop the managers and supervisors of an organisation. Many managers are appointed managers because of their skills and expertise in their own job functions, but lack the knowledge and experience to manage people. They may be referred to  as non-managers and McConnell (2019:239) advises that non-managers should be trained in the scientific problem-solving process. This includes diagnosing, setting objectives, deriving alternate courses of action, evaluating different causes, selecting a course, and testing and implementing it. One of the major causes of mistakes in business is a lack of discipline in the non-manager’s approach to problem solving. The participative management style is practiced in many organisations internationally, where workers are involved in decisions regarding their work. Perry (2020:78) confirms that this concept is widely applied in various parts of the world and particularly in the Africa. This is evident where employees participate in the management of organisations and in joint management decision making on certain issues. In participative management, employees put forward their ideas, thus contributing to solving problems that affect the organisation.
Investing in training and development is imperative for any organisation, which will certainly realise a return on investment in training and developing their workers. Those who neglect this important aspect of human resource management are bound to suffer the consequences as warned by Nel, Van Dyk, Haasbroek, Schultz, Sono and Werner (2019:167), who state that investing in employee training and education is vitally important in today’s competitive marketplace. When companies fall behind in the development of their human resources, they are prone to fall behind in countless other ways as well. The above is confirmed by Noeet al. (2020:51) in their comment on the fact that we live in very turbulent times. Changes occur frequently in organisations, in jobs and in the way they are performed. Nowadays, it is important for managers to help people to grow in confidence, and to develop new skills to cope and adapt to the challenges of change.
Workers are essentially assets to an organisation and should therefore be treated as human capital. The implications of more investment in them would raise expectations from them in terms of performance. Their improved skills and behaviour will give the organisation its competitive edge. Perry (2020) asserts that human capital represents the human factor in the organisation. The combined intelligence and skills and expertise of employees give the organisation its distinctive character. The human elements of the organisation are those that are capable of learning; striving for change, innovation and provision of creative thrust, which if properly nurtured will ensure long-term survival of the organisation.
Eskom’s quality assurance unit does have a training programme which is not currently being implemented effectively on a regular basis to enhance the performance of both management and workers alike. According to McConnell (2019), “[l] Line managers, supervisors and workers are often taken for granted and not recognized by senior management as important to the operations of the organization.” He further advises that people are not just cogs in vast organizational machines; rather, they also experience problems on and off the job, which impede their performance in a similar way to lack of individual knowledge or any structural deficiency in job design.
The training of workers is extremely important in any organisation and is even more important for South Africa, which is a new democracy where previously disadvantaged individuals were deprived of proper basic education and training. This has resulted in the country being placed in a position where huge numbers of older individuals are unskilled and have communication deficiencies. These individuals require basic training, which is termed adult basic education and training (ABET). Recently, the Minister of Higher Education, Dr. Blade Nzimande, mentioned the intention to change ABET to AET (Adult Education and Training). According to McConnell (2019), companies that have an investment perspective of human resource management view training as an opportunity to increase long-term productivity. Training may also be viewed as a solution to a number of problems, such as substandard quality resulting from skills deficiencies and the voluntary turnover of employees seeking more rewarding jobs. It may also reduce the involuntary turnover of employees who are terminated because of skills deficiencies and may provide a means of preventing skills obsolescence.
2.1.6.1.	Organizational training
Training refers to the acquisition of the skills, knowledge and competencies required to perform a task, by means of teaching. Noeet al. (2020) defines training as “a planned effort to facilitate the learning of job-related knowledge, skills, and behaviour by employees”. Although the list of reasons for conducting training sessions is exhaustive, Rothwell and Kazanas (2020) categorisethemintotwosets:1) to fill a "performance gap" as identified during the performance management process; and 2) to fill up a "growth gap", that is, to be promoted or to be able to fill another open position in the organisation.
Other studies worthy of consideration have been carried out to determine the reasons why organisations should train their employees. Many organisations are forced to train only to reclaim their Skills Development Levies (SDL) which they pay monthly to government. Others do not even take advantage of this, and regard it as a cost to the Bank. They consequently do not bother with the training and development of workers. This seems to be an international problem, as confirmed by Robbins et al. (2020:157). The unfortunate situation is that many managers pay lip service to training, while allowing unsystematic and inefficient training practices to flourish. It is hardly surprising, therefore, that the NDPW lags behind its main competitors in the training and development of people at work.
2.1.7.	Impact of training and development on organizational productivity
Employee development is, in addition to training as reviewed above, the major factor in the creation of employee human capital, which determines the long-term productivity of an employee’s behaviour (Nelet al., 2019). While training is concerned with the employee’s current job, development prepares the employee for future job requirements. Effective development programmes allow management to maintain a workforce that can adequately replace employees who may leave the Bank or who are moved to other areas. It also allows for employees to cope with newly developed technology, and ensures that adequate human resources are available for expansion into new areas.
Nelet al. (2019) outlines the following effects of training and development on organizational productivity:-
i. Increased success of quality projects
ii. Reduction of project failures and defects
iii. Reduction of staff turnover
iv. Minimal supervision needs
v. The ability to progress
vi. Greater capabilities to carry out more projects
vii. Changes in employee behaviour
Noeet al. (2020) compiled a list of different approaches for employee development. Their approaches fall into four categories: formal education, assessment, job experience, and interpersonal relationships. Formal education programmes include short courses offered by consultants, executive MBA programmes, and university courses. These involve lectures by experts, business games and simulations, adventure learning, and meetings with customers. Assessment is the collection of information and the provision of feedback to the employees about their behaviour, communication styles and skills. Job experience includes job rotation, promotion, transfer, temporary assignments and downward moves (Noeet al., 2020).
2.1.8.	Factors that hinder the training and development of employees
Robbins et al. (2020) points out that many employers are opposed to training and development initiatives because they assume that the responsibility for training people to be workers falls on the school system, not on firms. In addition, they consider that it is the responsibility of the employees to learn how to do their job so that they are hired. Furthermore, they regard training and development programmes as an expense which it is difficult to convince shareholders to approve. According to  the  perspective of the researcher, if  aligned with the goals, mission and objective of the organisation, and supported by both the employer and the employee, training, development and education programmes delivered the right way and at the right time provide substantial returns for the employer in terms of increased productivity, knowledge, loyalty and profit (Robbins et al., 2020). In spite of the innumerable reasons and benefits derived from training, in most cases training and development programmes fail. This is regardless of whether the courses were attended in the best universities or delivered by the most prominent trainers. Perry (2020) asserts that work appears among the first illustrations outlining the clear reasons why training and development programmes fail. His study was seconded by Kleiman (2020), who addressed the failures of training and development programmes in greater depth. In these two works, the first reason identified for the failure of training and development programmes stems from the training objectives not being aligned with the business needs. If the root of the problem of poor performance, for instance, it is related to factors such as reward systems, job design and motivation, which are not related to training, training will be pointless. Thirdly, in the absence of objectives to provide direction and focus, training will certainly not succeed. Training and development should include a focused process that allows the employee to ponder desired results. Objectives afford important direction and focus for learning the final product, which is a change in job performance.
Researchers also hold that when training is too expensive if compared to its short-term return on investment, then companies may consider it a failure and, therefore, unacceptable.  However, the long-term pay-off may be rewarding. Training will be worthless if the participants regard the training programme as a mere event without any change to their behaviour. Whenever training is considered as a single event, the chances of behaviour change are slim. Training is also likely to fail if participants are not held accountable for the results. Generally, employees are not held accountable for the use of the contents of their course in the workplace. Unless they are held accountable, no change will occur in their behaviour (Kleiman,2020).
2.1.9. Factors affecting employee performance
According to Anderson (2020), the following are the factors affecting employee performance to increase productivity:
Experience
Hiring employees who do not have the proper background for the job is one of the things that start a performance downward spiral (Anderson, 2020). Bank training should be used to enhance the employee's background. If an employee has undergone extensive training but is still experiencing performance issues, then the problem could be that the employee does not possess the necessary experience to do the job.
Work–home balance
As much as an employer may not want to be affected by the personal life of his employees, personal problems can sometimes affect employee performance. Managers need to be sensitive to employees’ personal problems, and be prepared to discuss the issues with employees when necessary. If an employee requires time off to deal with a personal problem, then granting that time off will help to show all employees that the Bank values them (Anderson, 2020).
Manager interaction
If an employee does not get feedback from his/her manager, then he/she has no idea how to  rate his/her performance. Managers should be trained to give positive and negative employee feedback. In negative situations, the manager should work with the employee to create a programme that will help address the performance shortcomings. It is easier for employees to improve their performance when they know what they are doing right and what they are doing wrong (Anderson, 2020).
Setting goals
To help employees improve their performance, employers need to set goals that employees are required to achieve. Performing to the minimum standards means the employee is doing his job, and that can help an employee understand what is expected of him at a minimum. It would also be helpful to create incentives that will give employees motivation to go beyond the set goals (Anderson, 2020).
2.2. Theoretical framework
2.2.1.	System Approach to Training and Development
According to Banjoko (2019), 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
IV
Training And Development
Organizational Performance
Training Design
On The Job Training
Delivery Style
Elements


















2.3. 	Empirical Review
Frankline, Richards and Ani (2021), their study focuses on the impact of training and development on employee performance at ESCON. 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 (2021) 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. Frequency 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 (2013), 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
RESEARCH METHODOLOGY
3.1.   Introduction 
The term research methodology is used within the content of this research study described all activities involved in the collection of all necessary and information revered for the work. Such as research population, sample, size, research design and method of administration of questionnaire, administration of data analysis and the research problem.
3.2.     Research Design 
In order to collect data required for the research study researcher employed descriptive approach. Descriptive approach involve describe a particular phenomenon as in as much detail as possible with order to be able to draw inference about the situation at hand.
3.3.   Population of the Study 
This entails the overall coverage of the research working terms of whom to be served. The population for this research work covers the entire staff of First Bank Plc, which are at a random amount.
3.4.  Sample Size
This consist of the portion of the population which will serve as representation of the population, using the random sampling, in which each sample element has know and value probably of being selected bearing in the mind every possible defect that might occur during the research 70 staff of the general admin is selected for the purpose of this research work.


3.5	Sources of Data 
In the course of this research study, the researcher employed both primary and secondary sources of data.  
3.5.1	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. 
3.5.2	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. 
3.6. 	Research Instrument
The research instrument used as main source of information for this research work was structured questionnaire based on a five point psychometric Likert scale.
According to Olorunfemi (2019), questionnaire is a sequence of questions designed to collect data on a specified subject, usually from respondents.
The researcher made use of questionnaires which was distributed to the Staffs of the case study in a simple random sampling. The questionnaires were in two (2) sections:
1. Section 1: This contain the respondents’ bio-data i.e. general information about the respondents and respondents’ organization seeking the demographic characteristics of the respondents.
2. Section 2: This  deals with questions that are directly related to the variable factors stated objectives i.e. questions and hypotheses for the purpose of this research work eliciting suggestions for managing financial information. 
The data collection adopted the closed ended structured questionnaire. The statement was phrased with a possible response continuum based on a 5 point psychometric Likert Scale questionnaire;
5		-	Strongly Agreed (SA)
4		-	Agreed (A)
3		-	Indifference (I)
2		-	Disagreed (D)
1              -         Strongly Disagreed (SD)
3.7 Methods of Data Analysis 
According to Cooper and Schindler (2008:93), data analysis is the process where collected data is reduced to a more controllable and convenient size, and a researcher can start to identify trends or patterns, apply statistical techniques and give a summary of the data. Collected data was sorted and coded. Statistical Package for Social Sciences (SPSS) was used to analyze data. Descriptive and inferential research was used to analyze data. The researcher used frequencies, mean, variances, and standard deviations to analyze descriptive research. Infеrеntiаl statistics is а technique used by researchers to study samples and make gеnеrаlizаtions about the population (Zulfiqar and Bala, 2016). The study analysed inferential statistics using Pearson correlation to determine relationship between variables. Tables and figures were used to present findings.


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.
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.
4.2	Data Analysis 
In this section, we have the following 
SECTION A
TABLE 1: KINDLY INDICATE YOUR GENDERS?
	Sex Option
	Frequency 
	Percentage 

	Male 
	35
	70

	Female
	15
	30

	Total
	50
	100


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


TABLE 2: WHAT IS YOUR MARITAL STATUS?
	Marital status Option
	Frequency 
	Percentage 

	Single
	33
	66

	Married
	15
	30

	Divorced
	2
	4

	Total
	50
	100


 Source: Research field 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
	Frequency 
	Percentage 

	WASC/GCE
	10
	20

	OND/NCE
	21
	42

	HND/DEGREE, ICAN, CIB
	19
	38

	Total
	50
	100


 Source: Research field 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 
	Frequency 
	Percentage 

	Management level
	15
	30

	Senior level
	15
	30

	Junior level
	20
	40

	Total
	50
	100


 Source: Research field 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
QUESTION 1: HOW OFTEN DO YOU THINK TRAINING SHOULD BE MADE?
	How often
	Frequency 
	Percentage 

	Weekly
	11
	22

	Monthly
	26
	52

	Yearly
	13
	26

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows 11(22%) of the total respondents of the respondents agreed that training should be made weekly, 52% of the respondents agreed monthly while the remaining 26% agreed that on yearly basis.
QUESTION 2: HOW OFTEN DO YOU ATTEND TRAINING PROGRAMME?
	Often
	Frequency 
	Percentage 

	Very often
	15
	30

	Rarely
	10
	20

	Often
	25
	50

	Total
	50
	100


 Source: Research field survey, 2025
	The table above shows, 30% of the respondents chooses very often, 20% of the respondent’s chooses rarely while the remaining 25% chose often.
QUESTION 3: WHAT IS THE EFFECT OF TRAINING ON THE STAFF MORALE?
	Effect
	Frequency 
	Percentage 

	Increase 
	36
	72

	Decrease
	3
	6

	Indifference 
	11
	22

	Total
	50
	100


 Source: Research field survey, 2025
	The table above shows 72% of the respondents chooses increase, 6% of the respondents chose decrease, the remaining 11% agreed with in-difference. 
QUESTION 4: DO YOU THINK THAT TRAINING OF YOUR EMPLOYERS INCREASE THEIR PRODUCTIVITY? 
	Option
	No of respondents 
	Percentage %

	Yes
	42
	84

	No
	8
	16

	Total
	50
	100


 Source: Research field survey, 2025
From the above table it is observed that 42 respondents which represent 84% supported that fact that training of employers will increase their productivity remaining 8 representing 16% did not support.
QUESTION 5: HAS THE TRAINING HELPED TO IMPROVE THE SKILL AND KNOWLEDGE OF YOURS EMPLOYEES IN THE BANK? 
	Option
	No of respondents 
	Percentage %

	Yes
	38
	76

	No
	12
	24

	Total
	50
	100


 Source: Research field survey, 2025
From the table above, it is observed that 38 out of 50 respondents which represent 76% indicated that training helped to improve employees skills and knowledge while only 12 respondents representing 24% said no.
QUESTION 6: IN YOUR OPINION DO YOU AGREED THAT CORPORATE OBJECTIVES CAN BE ACHIEVED WITHOUT PROPER TRAINING? 
	Options
	No of respondents 
	Percentage %

	Yes
	36
	72

	No
	14
	28

	Total
	50
	100


 Source: Research field survey, 2025
From the table above, it is observed 36 respondents representing 72% agreed that corporate objectives cannot be achieved without propitiating objectives while the remaining 14 representing 28% disagreed.  
QUESTION 7: DO YOU BELIEVE THAT ARE THE MANPOWER DEVELOPMENT PROGRAMS IN PLACE FOR WORKERS GOOD AND EFFICIENT? 
	Option
	No of respondents 
	Percentage %

	Yes
	37
	74

	No
	13
	26

	Total
	50
	100


 Source: Research field survey, 2025
From the table above, it is observe that 37 respondents which represent 74% supported that fact while the remaining 13 respondent represent 26% says no.
QUESTION 8: WHICH OF THE FOLLOWING METHOD OF TRAINING PROGRAME DOES YOUR ORGANIZATION USE? 
	Option
	Frequency 
	Percentage 

	On the job training
	35
	70

	Off the job training
	15
	30

	Total
	50
	100


 Source: Research field survey, 2025
In the above table it shows that 35 respondents representing 70% said that the method of training programme use in the organization is on the job training, 15 respondents representing 30% said it is off the job training. The data it show that the organization use on the job training for their employee training.


QUESTION 9: HAS EMPLOYEES PERFORMANCE IMPROVED AFTER THE TRAINING? 
	Option
	Frequency 
	Percentage 

	Yes
	44
	88

	No
	6
	12

	Total
	50
	100


 Source: Research field survey, 2025
 Going by the data on the table above 44(88%) of the respondents indicated Yes while 6(12%) respondents indicated No.
QUESTION 10: ARE YOU SENT FOR TRAINING PURPOSELY TO KEEP ABSENT OF THE LATEST TECHNOLOGICAL DEVELOPMENT? 
	Option
	Frequency 
	Percentage 

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100


 Source: Research field survey, 2025
From the above 40 respondents represent 80% ticked yes that they were sent for training because of new development in technology while 10 respondent represent 20% strongly ticked No.
QUESTION 11: HAS THE ORGANIZATION EFFECTIVELY IMPROVE AFTER TRAINING? 
	Option
	Frequency 
	Percentage 

	Yes
	35
	70

	No
	15
	30

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows that 35(70%) of respondent which picked Yes while 15(30%) picked No.
QUESTION 12: COULD YOU SAY THAT TRAINING AND DEVELOPMENT HAVE A POSITIVE EFFECT ON SERVICE DELIVERY OF THE ORGANIZATION? 
	Option
	Frequency 
	Percentage 

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


 Source: Research field survey, 2025
The above figure shown that all 50 respondents which represent 100% of the total research population have the same opinion that the service delivery of their Bank was affected positively by training and development. This shows that there is a positive effect in the services rendered by the organization Yes.
QUESTION 13: WHICH DEPARTMENT IS RESPONSIBLE TRAINING OF EMPLOYEES IN THE ORGANIZATIONAL? 
	Respondent 
	Frequency 
	Percentage 

	Individual department
	15
	30

	Training school
	2
	4

	Human resource department
	33
	66

	Total
	50
	100


 Source: Research field survey, 2025
From the table above it can be seen that human resources department is responsible for training of employees because 33 respondents representing 66% chose that department, 2(4%) indicated training school, 15(30%) indicated individual department.


QUESTION 14: TRAINING CAN BE USED AS AN INCENTIVE TO BOOST THE MORALE AND PRODUCTIVITY OF WORKERS? 
	Remark
	No of respondents 
	Percentage 

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100


 Source: Research field survey, 2025
This table shows that 40 respondents representing 80% agreed that training can used as an incentive to boost the morale of employee while the training 10 representing 20% say No.
QUESTION 15: IS TRAINING ALSO USED AS CRITERIA FOR PROMOTION OF EMPLOYEE? 
	Remark
	No of respondents
	Percentage 

	Yes
	37
	74

	No
	13
	26

	Total
	50
	100


 Source: Research field survey, 2025
This table shows that the 37 respondents representing 74% believed that training is also used as a criteria for promotion of employees while the remaining 13 respondents representing 26% disagreed with statement.
QUESTION 16: DO YOU AGREE THAT TRAINING AND DEVELOPMENT IS FACED WITH CHALLENGES IN THE ORGANIZATION? 
	Remark
	No of respondents
	Percentage 

	Yes
	32
	64

	No
	18
	36

	Total
	50
	100


 Source: Research field survey, 2025
In the table above 32 of the respondents representing 64% agreed that training and development is faced with challenges while the remaining 18 respondents representing 36% disagreed.
QUESTION 17: WOULD YOU SAY THAT LEVEL OF FINANCE IS ONE OF THE OBSTACLES OF TRAINING? 
	Remark
	No of respondents
	Percentage 

	Yes
	40
	80

	No
	10
	20

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows, 80% of the total respondents said yes while the remaining 20% said No.
QUESTION 18: WOULD YOU SAY THAT TRAINING IS VITAL TO EMPLOYEES CONFIDENCE? 
	Remark
	No of respondents
	Percentage 

	Yes
	35
	70

	No
	15
	30

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows, 70% of the respondents agreed that training is vital to employees confidence while 30% of the respondents disagreed.
QUESTION 19: HAS TRAINING IMPROVES THE PRODUCTIVITY OF THE ORGANIZATION? 
	Remark
	No of respondents
	Percentage 

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows, 100% of the total respondents all agreed that training improves the productivity of the organization.
QUESTION 20: HAS TRAINING AND DEVELOPMENT GOT ANY IMPACT ON EMPLOYEE PERFORMANCE? 
	Remark
	No of respondents
	Percentage 

	Yes
	30
	60

	No
	20
	40

	Total
	50
	100


 Source: Research field survey, 2025
The table above shows 60% of the respondents agreed while 40% of the respondents disagreed.
4.2.	Testing of hypothesis
	There is no significant positive relationship between training/ development and organizational performance
Table 4.19
	Paired Samples Correlations

	
	
	N
	Correlation
	Sig.

	Pair 1
	Organizational
Performance &
Training/Development
	20
	.090
	.007


Source: SPSS data output, 2025

	Paired Samples Test

	
	
	Paired Differences
	t
	df
	Sig. (2-tailed)

	
	
	Mean
	Std. Deviation
	Std. Error Mean
	95% Confidence Interval of the Difference
	
	
	

	
	
	
	
	
	Lower
	Upper
	
	
	

	Pair 1
	Organizational
Performance &
Training/Development
	.350
	1.020
	.328
	-.227
	.727
	1.097
	19
	.007


Source: SPSS data output, 2025
From Table, it was observed that training/development as practiced by Wema bank has 90% (moderate) correlation with organizational performance, although it was not significant at 0.05 and 0.01 level of significance. However, from the t-statistic test in table 18, it was seen that t-test is 1.097 at a degree of freedom of 19 with a level of significance of 0.007. This implies that there is a significant relationship between training/development and organizational performance. The outcome of this test agrees with the alternate hypothesis that there is a significant positive relationship between training/development and organizational performance in the bank. Based on this result, the null hypothesis is rejected and the alternate hypothesis is accepted.


Hypothesis two:
Table 4.20
Training & development practices in your bank does not increased workers output enriched employee efficiency
	One-Sample Test

	
	Test Value = 0                                       

	
	T
	df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	Lower
	Upper

	the training & development practices in your bank does not increased workers output enriched employee efficiency
	33.155
	19
	.000
	4.500
	4.22
	4.78


Source: SPSS data output, 2025
The table above indicates that our t statistics is even significance at 1% as our calculated result shows 2tailed at 0.000 while our degree of freedom stands at 19, our mean difference is 4.5. Higher than expected mean of 3. Therefore, we reject the null hypothesis and accept the alternate hypothesis which says Training and development practices in Wema bank increased workers output and enriched employee efficiency.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary
This research work was carried out to appraise the impact of Bank training and development programme on staff productivity. It was conducted with a specific reference to the management level, senior level and junior level officer International of Tobacco Bank from the Bank point of view, productivity is at the apex of all training programme. Well-trained employees are capable of producing more than untrained employees of equal physical activity, whereas, the success or failure of an organization depends on employee’s productivity. The findings made includes: training is very essential to the attainment of an organisation objective. 
Training is an organizational effort to improve a person’s ability to perform a job or organization role and development deals with the activities undertaken to expose on employee to perform additional duties and management position in the organization hierarchy.
A trained worker develops confidence in his ability to perform; he learns to rationalize and to accept blames for his own failure instead of blAMENg the organization. A trained worker derives utmost satisfaction from his work, which promote his morale. Bank gives their employee the teaching of being wanted and something to look up to.
Training help in the coordination of men and materials. During the training programme, employees are taught Bank expectations and objectives. They are shown the laden through they attain their own objectives. Consequently, everyone pulls in the same direction and therefore, coordination becomes easy.
On the whole, training reduces cost as it increase productivity reduces employees turn and promotes goals, congruency; and also the lack of it, increases absenteeism, low output and definitely poor quality of services.
Therefore, a person’s knowledge and skills have to be improved, and his attitude and behaviour modified by training and development. After the training of the employee, he or she must be developed to better fit for the job and organization because no one is perfect fit for the job at the employment, which means training and development ought to take place.
5.2	Conclusion
It is evident that staff training plays a crucial role in enhancing employee productivity within an organization such as First Bank Plc. Training and development serve as vital tools for improving workers' performance by equipping them with the necessary skills, knowledge, and competencies required to carry out their duties effectively. When employees are well-trained, they not only become more efficient but are also more motivated and confident in their roles.
The study highlights that continuous training helps bridge competency gaps and fosters professional growth, which directly translates to improved individual performance and overall organizational productivity. Therefore, for organizations like First Bank Plc to remain competitive and achieve sustainable growth, investing in regular and structured training programs for their staff is essential.
It has been noted that staff training and development plays a major role in the determination of performance and productivity of an employee in an organization. The progress of an organization depends on employee’s productivity. Therefore, the Bank management must make sure that the training of their staff is on a long term and not a short term activity.
5.3	Recommendations 
In view of the research carried out, the following recommendations are made to improve and harmonize staff training and development in First Bank Plc.
i. The Bank should embark on realistic human resource plan to identify areas of need for present and future training and development programmes is that varies between staff category level. A good training programme is considered to be important to any organization for staffs to be more effective. It is therefore necessary for the Bank to be more interested in training for an optimum and efficient Bank operation.
ii. This also brings about the necessity of Bank optimum utilization of both human and material resources at their disposal in terms of training and development so as to minimize cost and improve the level of productivity.
iii. The management must create an innovative, responsible organizational climate and situations the provides ample opportunity for employees at all.
iv. The Banking industry thrives on a principle of prudent of cost effective use of resources. The Bank should attempt to wastage by providing adequate fund for its training programme to enhance the quality of its staff.
v. There should be strict observation of principle guiding training and development programmes which should be made when recommending staff for training.
vi. The Bank should guide against the task they have not been trained for, also those trained for specific task should be allow to apply for their new skills on the relevant job.
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