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CHAPTER ONE
1.0	INTRODUCTION
Training is a necessity in the workplace. Without it, employees don't have a firm grasp on their responsibilities or duties. Employee training refers to programs that provide workers with information, new skills, or professional development opportunities. Training in Nigeria could be traced back to 1960 when it was discovered that most of the top government and business positions were occupied by expatriates (olalere and Adesoji, 2013). The departure of the whites after independence gave rise to a big vacuum of capable indigenous human capital. This prompted the Federal Government of Nigeria to set up a Manpower Board in 1962 following the Ashby Commission's Recommendations (Olalere and Adesoji, 2013). Consequently, the Federal Government of Nigeria established complimentary institutions like the Centre for Management Development (CMD), Administrative Staff College of Nigeria, Industrial Training Fund (ITF), and Federal Training Centre to train and retrain employees as well as give orientation to fresh graduates of formal academic institutions (Olalere and Adesoji, 2013).
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. Smith and de Cronje (2010) 
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 program 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 attained. Note that the difference between actual performance and required performance will ultimately form the training gap, and therefore indicate the extent of training needed. Training refers to linking the gap between the present performance and the standard desired performance. Training could be given via different methods such as on the coaching and mentoring, peer's cooperation and participation by the subordinates.
Training is significant and an imperative tool for the organization to restore the performance of all the personnel for organizational growth and success. It is useful to both employers and employees of an organization. An employee will turn out to be more efficient and productive if he is trained well. Firms can create and  enhance the quality of the present employees by providing widespread training and development. Training is important not only to expand productivity but also to motivate and inspire workers by allowing them know how essential their jobs are and providing them all the information they require to carry out those jobs (Anonymous, 1998).
The general advantage received from employee training are: increased job satisfaction and increased motivation, morale, resulting in financial gain, increased efficiencies inn processes, increased capacity to adopt new technologies and methods, increased innovation in strategies and products and reduced employee turnover.
To contribute in the possible improvement of employee training in Microfinance Banks in general, this research was embarked upon to examine the effects of training on organizational performance vis-à-vis the processes of employee training and the challenges faced by the Human Resource Department in the selection of employees for training with reference to the employees of three selected Microfinance Banks in Abuja, Nigeria namely Hasal Microfinance Bank, Atlas Microfinance Bank and Fortis Microfinance Bank.
1.2	STATEMENT OF THE PROBLEM
This study begins from the realization of the need to effectively administer the effects of training on organizational performance.
Training is a systematic process to enhance employee's skill, knowledge and competency, necessary to perform effectively on job. Overall, training impacts organizational competitiveness, revenue and performance. Unfortunately, the majority of governmental, private organization and international organizations are not recognizing the importance of training to increase their employee's productivity and when the economy slows or when profits decline, many organizations first seek cuts in their training budgets. This will leads to high job turnover then increase the cost to hire new employees which low down the organizational profitability.
The insights of employees on training have a great importance on the success of any organization. If the employees are pleased with the training policies of the organization, this will have a positive impact on the organization's productivity. The insights or attitude of employees is changed into positive or negative behavior. How do the employees view employee training policies of the organization? How does the Management view the Training Policy of its organization? Some view training and development as a waste of time and capital that would have been used in the production of goods and services that will increase profit to the organization. Sometimes, the concern that an employee could leave the organization after training affects the employees training and sometimes makes it unforeseen and unsystematic. In order to fill this gap, the researcher is compelled to conduct a study on the effects of training on organizational performance with focus on processes and procedures of identifying skill gaps, training design and delivery style and employee perception towards training in NIPOST Ilorin  kwara state.
1.3	OBJECTIVES OF THE STUDY
The main objective of the study is to investigate the effect of employee training on Organizational performance with focus on the processes and procedures of selection employees for training. However, specific objectives of the study are as follows:
1. ﻿﻿﻿To ascertain the extent to which selection procedure of employee for training affects organizational productivity;
2. ﻿﻿﻿To determine the extent of effect of training design on employee productivity;
3. ﻿﻿﻿To ascertain the extent to which training delivery style affects employee productivity;
4. ﻿﻿﻿To find out the relationship between employee perceptions of training and organizational productivity;
5. ﻿﻿﻿To determine the extent to which employee training affects organizational Performance.

1.4	RESEARCH QUESTIONS
The research questions were drawn in line with the objectives as follows:
1. ﻿﻿﻿To what extent does selection procedure of employee for training affect organizational productivity?
2. ﻿﻿﻿To what extent does training design affect organizational performance?
3. ﻿﻿﻿To what extent does training delivery style affect organizational performance?
4. ﻿﻿﻿What is the relationship between employee perception of training and organizational productivity?
5. ﻿﻿﻿To what extent does employee training affects organizational performance?
1.5	SIGNIFICANCE OF THE STUDY
The significance of this study cannot be over-emphasized and can be viewed from the following perspectives.
1. The study will help the top management in taking strategic decision that affect
Training and development for the overall growth of the industry;
2. Members of Staff of the two manufacturing industries to be used as case study will  have adequate knowledge as to the importance of training and why it is necessary that They are trained from time to time;
3. The study will help the Human Resource Department in proper planning and Execution of training and development programmes;
4. ﻿﻿﻿Future researchers will also find this work very useful as reference materials for further studies;
5. ﻿﻿﻿The study will be useful to the researcher as it will help her in actualizing her dream and lead her to the completion of M.Sc. program in Management.

1.6	LIMITATIONS OF THE STUDY
The following constraints were encountered in the course of this work.
1. LACK OF RELIABLE DATA: The Respondents' unwillingness to give out available and Reliable data was major constrain in the course of the study.
2. DEARTH OF RESEARCH MATERIALS: The researcher was constrained in the search of Research materials. Most current books and journals on the related area are not free, and so the researchers was limited to those materials she could afford. 
3. MEASURE USED TO COLLECT DATA: Secondary data would have been more appropriate for the post-evaluation analysis, but because it was difficult to separate and link Percentage (%) increase in turnover to employee training, primary data was used.
4. SELF-REPORTED DATA: Self-reported data was a major limitation of the study, because it rarely can be independently verified. The researcher had to take what the respondents said at face value. Nonetheless, with available data and judicious use of the limited resources, reasonable analysis was carried out to ensure that research findings add up to the body of knowledge.

1.7	ORGANIZATION OF STUDY
The structure of this research work will be divided into five chapters
Chapter one, this chapter will include introduction, that I, the general background to the study and other variables associated will be highlighted.
Chapter two, literature review of the study breakdown into subheading 
Chapter three, research methodology which are primary and secondary data and other sub-headings.
Chapter four, this chapter contains data presentation data specification etc.
Chapter five, this chapter contains or deals with summary or finding summary and conclusion

1.8	OPERATION DEFINITION OF TERMS
PERFORMANCE: is an act of staging or presenting a play, concert, or other form of entertainment. It is also defined as the action or process of carrying out or accomplishing an action, task, or function
TRAINING: refers to the teaching and learning activities carried on for the primary purpose of helping members of an organization acquire and apply the knowledge, skills, abilities, and attitudes needed by a particular job and organization.
PRODUCTIVITY: is the efficiency of production of goods or services expressed by some measure.
EMPLOYEE: is one who works for someone else or a company in exchange for wages or some other agree-to compensation.
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CHAPTER TWO
LITERATURE REVIEW
2.0	TRAINING
According to the Michael Armstrony, Training is systematic development of the knowledge skills and attitudes required by an individual to perform adequately a given task or job" (Sources of Hank Book of Human Resources' Management practices, Kogan Page, 8 Ed, 2001) According to the Edwin B Flippo, Training is the act of doing a particular job" (Sources personal management, (McGrow Hill, 6thEdition, 1984). The term 'training' indicates the process involved in improving the aptitudes, skills and abilities of the employee to perform specific Job. Training heips in updating old talents and developing new ones successful candidates placed on the jobs heed training to perform their duties effectively.
It is very necessary for the organization to design the training very carefully (Micheal/ Armstrong. 2000) The design of the training should be according to the needs of the employees (Ginsberg 1997).
Those organizations which develop a good training design according to the need of the employee as well as to the organization always get a good result (Portflow, 1996; Tihany at all 2000 Boudreau at al 2001). It's seem that training design plays a very role in the employee as well as organizational performance a 'bad training design is nothing but the loss of time and money (Tsaur and /in, 2004). It is very difficult for an employee to perform well at the job place without any pre-training (Thomas N. Gararan, 1997). Trained employee performed well as compared to untrained employees (parflow, 1996, Tihanyi et all 2000, Boundreau et al 2001). 
It is very necessary for any organization to give its employees training to get overall goals of the organization in a better way (Flynnet et al, 1995, Kaynak, 2003, Heras, 2006). Training and development increase the overall performance of the organization (Separd-Johnet al, 2003). Although it is costly to give training to the employee but in the long run it give back more than it took (Flyn, et al, 1995, Kaynak 2003 Heres 2006). Every organization should develop its employees according to the need of that time so that they could compete with their competitors (Carlos A. Primo Barga, 1995).
DEVELOPMENT
Development is not specific as training. It is more general in application. It is used in relation to the process of helping managerial employee who performs non-routine jobs to improve their managerial administrative and decision making abilities and competences (Adamu,2008 Training is any learning activity which is aimed at the acquisition of specific knowledge and skills for the purpose of an occupation or task. 
Employee development programs are designed to meet specific objectives, which contribute to both employee and organization effectiveness. There are several steps in the process of management development, these includes revering organization objectives, evaluating the organization current management resources, determine individual needs, designing and implementing development programs and evaluating the effectiveness of these programs and measuring the impact of training of these programs and measuring the impact of training on participants quality of work life. In sample way, it can be denoted as per the following formula.
Employee Development = Employee Education + Employee Skills +
Training Effectiveness + Employee Quality of work life
2.1	TYPES OF TRAINING AND DEVELOPMENT PROGRAMS WHICH ARE PROVIDED TO THE EMPLOYEE
Different practices are followed in different industries and in different organization too, so, the needs of training and development programs is depending upon the requirements of the jobs profile. Therefore there are various types of programs shared by different authors. The types of training and development programs are as follow:
TYPES OF TRAINING
-  Job Instructions Programmed Instruction
- ﻿﻿Apprenticeship & Coaching Class Room Lectures
- ﻿﻿Job Rotation Simulation Exercises
- ﻿﻿Committee Assignment-Business Games
- ﻿﻿Internship Training-Case Study Method
- ﻿﻿Training Through step by step-Audio Visual Method
- ﻿﻿Experiential Exercises
- ﻿﻿Vestibule Exercises
- ﻿﻿Computer Modeling
- ﻿﻿Behavioral Modeling Role Playing
- ﻿﻿Conference / Discussion Method
- ﻿﻿Workshop / Seminars
2.2	EFFECTS OF TRAINING IN AN ORGANIZATION
Stoner, Freeman and Gilbert (2007) affirm that “Management and management researchers have long believed that organizational goals are unattainable without the enduring commitment member of the organization". There will be no improvement on employees performance without employees being motivated to perform, several authors have given many definitions to motivation. However, a general understanding from the various definition of motivation is that motivation is what causes one to act (Stoner et al, 2002). It is the process that guildes and maintains goal-oriented behaviour motivation  is a human psychological characteristics that contributes to a person's degree of art of getting people to do what you want them to do because they want to do it" (Brainy Quote).
Training is an excellent source of motivation. When an organization sends an employee for training obviously that employee will be motivated to perform. Advance Team concept, a training firm based in the USA Opine' that trained employers have a greater capacity to be empowered and perform with excellence, which also motivates them since it builds their sense of ownership, confidence and willingness. No matter the size of an organization, having a team of motivated, hardworking employee is crucial to business success.
Similarly, when people lose their motivation, their producing suffers. They become less productive, less creative less of an asset to the organization (All Business.com). Training has always been seen as a positive impact in every organization. Employee training increases employee motivation to perform which in turn increases organizational performance. Looking back to the original experiment by Flton Mayo in Chicago from 1927-1932, the mere fact that an organization has paid attention to people (Employee) spurs them to better Job performance.
For instance, suppose a management trainee has been given specialized training in skills show that such employee is valued in the Organization. The feeling that he/she is on track to the top will motivate him/her to work harder and better. From the argument thus far, training has an important role in motivating employee to increased performance. Besides, employee need to be constantly motivated to ensure that there is no shortfall in productivity.
2.3	PROPOSAL OF TRAINING IN AN ORGANIZATION
Valuating the impacts of investment in people (such as training) help to justify the cost incurred, validate the intervention as a business tool, and aid the design and selection of future investment methods (page Jagger, Tamkin and Henwood, 2006) . Page et al (2006) further assert that in practical terms. Isolating the impact on the bottom line is complex and therefore ma organization does not try to measure it very rigously. Evaluation is a systematic process of determine the significance or worth of subject. Using coterie governed by a set of standards. It can assist an organization to ascertain the degree of achievement or value in regards to the aim and objectives of an undertaken project.
The primary aim of evaluation, apart from gaining insight into prior or existing initiatives is to enable reflection and assistance in the identification of future change (Sarah Del Tufo, 2002).
I. ORGANIZATION PERFORMANCE MEASUREMENT
Many measures of performance may be more relevant to some sectors than others. When measuring organizational performance, the choice of measures should be informed by the sector and business specific context (page et al 2006). Measurement of organizational performance is not without its challenges. Measures based on accountancy are to some extent, 6 pen to manipulation and therefore may be difficult to compare overtime, or between organization. Many measures do not necessarily capture the equality of a product or service and where part-time work in frenwort and to be comparable measure need to take into account hours worked (Page et al, 2006). Page and others developed on set of " Measures of organizational performance that have general application, to enable bench marking and comparison across sectors. The care set of measures include.
A. Productivity. Productivity could be measure using Net added value per hour worked or Net added value per worker. However, this measure will be affected by investments other than those in skills and training, for example in capital.
B. Profitability. Return on assets is a useful measure of profitability and measures how well a company is using its assets to generate earning however, values can vary substantially between companies and between sectors and therefore for wilder bench marking purposes profit per employee may be more effective.
C. Quality. Manufacturing Organization should estimate quality using the numbers of defects in a given number of products more generally, customer satisfaction could be used. Exactly how customer satisfaction is measured is likely to vary from organization to organization.
D. ﻿﻿﻿Innovation: Sales (N) from New or Adapted product or services is a measures that could be used to bench mark innovation across sectors and which takes some account of the success of the innovation.
E. ﻿﻿﻿Staff Performance: Employee's Performance is appraised against present standards.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
This chapter presents the procedures, methods and techniques the researcher adopted in the research work. Research work most often than not is appraised based on the quality and accurateness of the analysis and information it provides at the end. However, this is dependent on the nature of data collected during the research. As a result, this chapter looked at how data were gathered for the research. The methodology enlightened on the tools or techniques for research design, data collection, the population and sampling techniques, data sources, data collection instruments, and data analysis plan
3.2	SOURCES OF DATA COLLECTION
The researcher used primary and secondary sources of data in the data gathering and analysis.
PRIMARY SOURCE
Primary data are firsthand or raw data, original records and materials created by participants or witnesses of the events) under study. In collecting primary data for the study, personal interview and questionnaire were used. 
SECONDARY SOURCE
Secondary data are information that has been gathered and often interpreted by other Researchers and recorded in books, articles, and other publications. In collecting secondary data, existing but related records like newsletters, annual reports, books, publications etc were used.
3.3	SAMPLE AND POPULATION OF THE STUDY
Eboh (2009) defines population as "all items in any field of enquiry or study". In other words, population is any group the researcher has focused his attention to and has been chosen as the approved subject of study.


POPULATION AND SAMPLING TECHNIQUE
The target population for this research is the staff of NIPOST Ilorin in the Human resource departments and units as the sample frame for the study. The researcher adopted both stratified and simple random sampling techniques. With regard to stratified sampling technique, the researcher separates the entire staff from their various departments and units into two strata i.e. Managerial Staff and non-managerial workers.This stratification was necessary because of the fact that the nature of work being performed and levels of adoption of SHRM in their departments and units are different. With a sample size of 120 respondents, a simple random sampling method will then be adopted to select respondents from each of the stratum. With this method, a random sample of the population will be selected so that each member of the population has an equal chance of being selected. The basic concept underlying this method of sampling is that the elements or the individuals in the population are judged to be homogenous.
3.4	SAMPLE SIZE
Considering the fact that it would be cumbersome to study the entire population due to time,
cost and accessibility, a subset of the population i.e. sample size was chosen so as to represent the whole population. Sample is viewed not as a whole in itself but as an approximation of the whole.
3.5 	SAMPLING TECHNIQUES
Data collection in a research is the stage where the necessary data are used according to the purposes and objectives of the research that are gathered from the field. The ways for gathering these data is what is termed as data collection methods. Two main sources of data will be used for the purpose of this research work which includes primary sources and secondary sources. The methods that will be used in primary data collection include interview, questionnaire and observations. Secondary source includes data from published and unpublished books, journals, websites etc.

3.6	RESEARCH INSTRUMENT
The research makes use of primary and secondary data to get the necessary information for this project. The instruments used for primary data are as follows:
1. Interview.
2. Questionnaire.
Personal interview is one of the instruments used for gathering data from people in a face to face contract with the respondents. The researcher obtained the relevant information from responses to the oral question. Since, it actual involves personal contract between the research and the respondents. The personal interview can be structured and in structured. Structured interview model was employed as one of the major tools of The question were properly planned to enable the gathering data. Respondents to give accurate and precise answer to them. The unstructured interviews are the such that need not to planned attract more data. for or used in gathering information. Although, it is used in the data to Questionnaires are employed to gather data from other primary sources where interview cannot be successfully employed. It is especially developed to gather authoritative information from selected sample through a medium of a well constructed questions.
The questionnaire is divided into two sections. Section A-deals with the personal data of the respondents while the Section B contain question on effective purchasing planning. The questions were prepared in such a way to facilitate easy filling with use of open and question design help the respondent to express the opinion freely while the close one also used in some sections requiring the respondent to choose from two or more opposing answers. For secondary data, documentary source, magazine, journals are used here to collect facts needed that is relevant to the research work.
3.7 	METHOD OF DATA ANALYSIS
The research would be a descriptive as well as inferential research. The descriptive aspect would made use of qualitative and quantitative tools in analyzing data gathered through questionnaire, interview and personal observation. The inferential aspect uses t-test, ANOVA, product moment correlation and regression to analyze data. The analysis of the data collected would be done at the end of the data collection. The responses will be classified and summarized on the basis of the information provided by the respondents. The analysis will be carried out using both descriptive and inferential statistics. The frequency distribution/simple percentage method will be used to present the data collected through the questionnaire. The Pearson's product moment correlation coefficient (r) method will be used to determine the degree of relationship or strength of association between dependent and independent variables i.e. productivity and the job hazards. The significance of the relationship will be tested at 95% or
0.05 significant levels using the student t-test, ANOVA check for model validity/fitness and the impact tested by the use of regression Simple correlation method measures the degree of association between two variables. The formula for finding percentage score is presented below;
Percentage score= Number of Respondent X 100
Sample Size
The formula for calculating Person's product moment correlation coefficient (r) is given as:
r= nExy-nZxLy
[n2x2-Ox)2- [n)y2-(y)?]

t゠「
Where
n-2
(1-52)
× = value of variable x
Y = value of variable y
n = number of sample
r = correlation coefficient
t= t-value (calculated)
The degree of freedom (df) = n-2
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CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0	INTRODUCTION
This chapter deals with the presentation and analyze of the data captained from the respondents in the selected manufacturing organizations in NIPOST Kwara State Ilorin. The study was conducted to evaluate the effect of employees training on organizational performance a case study of NIPOST Kwara State Ilorin. A total of two hundred and fifty four (254) copies of questionnaires were distributed, out of which, two hundred and forty eight (248) were fully completed and returned while six (6) copies were not returned.
4.1	HISTORICAL BACKGROUND OF CASE STUDY
The history of the Post in Nigeria dates back to 19th century. The first post office was established by the British Colonial Masters in 1852. It was considered to be a part of the British postal system. It was a branch of London General Post Office and this was the situation till 1874. (1862) when the Post Office began its career as a full fledge Department, the Royal Niger Company (RNC) which was actively involved in economic activities in the country, set up its own postal system in Akassa in 1887, Calabar in 1891, Burutu in 1897 and Lokoja In 1899.
Mail was being moved from these trading stations to and from Lagos by a weekly mail boat. In 1898, the British Post Office established post offices at Badagary, Epe, Ikorodu, Ijebu-Ode, Ibadan and Abeokuta. In 1892, the Royal Niger Company became a member of the Universal Postal Union. By 1908, Money Orders and mail were directly exchanged with the German West African Colonies instead of via London, as it was the practice.
In 1925, Royal Airforce planes flew from Kano to Cairo carrying mail for the first time outside the country. From January 1, 1900, the Southern Nigeria Government took over the responsibility of running the postal system in the entire country. There were not too many good road in those days as such mail were conveyed by canoes, launchers and runners which could only operate at intervals of two weeks or less.
The first post-office in Northern Nigeria was established and located at Lokoja in 1899. While mail delivery was initially the business focus, British Postal orders were being sold and encashed as from 1907 in post offices located at headquarters of all District Commissioners.
Internal Airmail flights started in 1931. By 1906, 27 Post Offices were operating and at the time of independence in 1960, 176 Post Offices, 10 sub Post offices and 1,000 Postal agencies were in the country.
At independence, the post was administered jointly with Telecommunications as a government department. Later, postal establishments and services grew in leaps and bounds. The Federal Government by Decree No. 22 of 1966 made the department a quasi-commercial organization a step towards making it more efficient and responsive to public needs. The Nigeria Postal service Department came into being with the establishment of the Nigeria Telecommunications Limited (NITEL) on January 1, 1985.
NITEL emerged from the merger of the Telecommunications arm of the defunct Post and Telecommunications Department of the Ministry of Communications with the former Nigeria External Telecommunications Limited (NET). Through the promulgation of decree No. 18 of 1987, NIPOST became an Extra-Ministerial Department.
Kwara State was created on 27 May 1967, when the Federal Military Government of General Yakubu Gowon broke the four regions that then constituted the Federation of Nigeria into 12 states. At its creation, the state was made up of the former Ilorin and Kabba provinces of the then Northern Region and was initially named the West Central State but later changed to "Kwara", a local name for the River Niger, in the Hausa language. Kwara State has since 1976 reduced considerably in size as a result of further state creation exercises in Nigeria. On 13 February 1976, the Idah/Dekina part of the state was carved out and merged with a part of the then Benue/Plateau State to form Benue State.



4.2	DISTRIBUTION AND RETURNING OF QUESTIONAIRE
Table 4.1: Respondents age
	Valid 
	Frequency 
	Percentage 
	Valid percentage
	Cum-percentage

	18-25
	38
	15.3
	15.3
	15.3

	26-35
	105
	42.3
	42.3
	57.7

	36-45
	87
	35.1
	35.1
	92.7

	46-55
	7.3
	7.3
	7.3
	100.0

	Total 
	248
	100.00
	
	


Source; Researcher’s field survey, 2025
Interpretation
The age distribution of respondents as presented in Table 4 and Figure 5 shows that 38 out of the 248 respondents are in the age bracket of 18-25, representing 153%: 105 representing 423% are in the age of 26-35 while 87 representing 35 1% are in the age range of 36-45 and 18 respondents representing only 7.3% of the respondents are aged between 46-55. This implies that 85% of the respondents are over 25 years of age.
 
Table 4.2: Respondents Gender
	Valid
	Frequency
	Percentage
	Valid percentage 
	Cumulative-percentage 

	Male 
	161
	64.9
	64.9
	64.9

	Female 
	87
	35.1
	35.1
	100.0

	Total 
	248
	100.00
	35.1
	92.7


Source; Researcher’s field survey, 2025
Interpretation
The sex distribution of respondents as presented in Table 5 and Figure 6 shows that 161 respondents representing 64.9% of the respondents are males while 87 representing 35. 1°/ are females. This implies that manufacturing companies employ more males than females. This is understandable because it is a manufacturing outfit and males are more disposed to working in factories. This could have an adverse effect on the organizations objective of employee training, because men are primarily responsible for the welfare of the family and these could lobby more to go for training to improve their financial conditions.

Table 4.3: Respondents Educational Background
	Valid 
	Frequency 
	Percentage 
	Valid per
	Cum per

	WAEC/GCE
	15
	6.0
	6.0
	6.0

	OND
	48
	19.4
	19.4
	25.4

	HND/BSC
	162
	65.3
	65.3
	90.7

	MBA/MSC
	23
	9.3
	9.3
	100.0

	TOTAL
	248
	100.0
	100.0
	


Source; Researcher’s field survey, 2025
Interpretation
Table 6 and figure 7 shows that out of 248 respondents, 15 (6%) have West African School Certificate/General Certificate of Education (WASC GCE). 48(19 4%) have Ordinary National Diploma (OND) 62(653%) are graduates and 23(93%) base Masters Degree. This shows that 185(746%) of the total respondents graduated from university or polytechnic. The implication is that more than half of the employees will not pay serious attention when sent on training since they have acquired basic education and their jobs are more or less a routine one


Table 4.4 Respondents job position
	valid 
	Frequency 
	percentage
	Valid-per
	Cum-per

	Junior 
	140
	56.5
	56.5
	56.5

	Senior
	108
	43.5
	43.5
	100

	Total 
	248
	100.0
	100.0
	


Source; Researcher’s field survey, 2025
Table 7 and Figure 8 shows that out of 248 respondents 140(56.5%) are Junior staff, while 108 (43.5%) are senior stall' This shows that The manufacturing organization more of employees fall within the junior stall rank

Table 4.5: Respondents Duration of employment
	Valid 
	Frequency 
	Percentage 
	Valid-per
	Cum-per

	1-10
	100
	40.0
	40.0
	40.0

	11-20
	87
	35.0
	35.0
	75.0

	21-30
	61
	25.0
	25.0
	100.00

	Total 
	248
	100.0
	100.0
	


Source; Researcher’s field survey, 2025
Table 8 and Figure 9 shown that 100(40.0% of the respondents are in the range of 1-10 years duration of employment. Similarly, 87 (35.0%) have put in over 10 years of service to the organizations and 61(25 0%) of the respondents have put in over 20 years of service to the organizations. This implies that 6(1% of the employees continued working in the organizations after 10 years of service and rather than find iob elsewhere having undergone training.
Table 4.6: To what extent does selection procedure of employee training affects organizational productivity? 
In sourcing respondents' opinion on the extent to which unsystematic approach of employee training affects organizational productivity, responses from the questionnaire on the following questions as presented in tables 9 to 12 to were sought.
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CHAPTER FIVE
5.0	SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS
The study was conducted with a set of hypotheses which relate directly to the research questions. The fundamental hypothesis states that 'GPHA has, over the past ten (I 0) years (1999-2008), been involved in training and development activities'. Data collected from interviews with the Group Human Resource Manager and Training Manager, and supported by secondary data indicates that indeed training and development activities in GPHA date back to the early sixties when the Authority was established. Thus training and development activities have long been human resource management tools at GPI4A even over the past ten (1 0) years. The hypothesis was supported by evidence from data collected.
Data collected, presented and analyzed also indicated that the purpose of training and development activities at GPHA is to enhance the SKAC of employees and thereby achieve improved individual and organizational performance. The second hypothesis for the study which states that the purpose of training and development at GPHA is to achieve individual and organizational performance' is also clearly supported. 
Finally, the study attempted to establish a relationship between training and development and individual performance by postulating the hypothesis that 'Training and development activities at GPI-IA have largely failed to positively impact worker performance and productivity'. This relationship was examined in terms of training contribution to respondents':
1. Motivation
2. Opportunity to identify potentials for further development
3. Performance and,
4. Attainment of higher skills for performance.
The results also revealed that employees sponsored themselves to acquire new skills, knowledge and abilities through formal education programs. These employees are however not promoted or upgraded because most the time their programs are seen as being unapproved by Management and therefore irrelevant to GPHA's work.
This was contrary to the objectives stated in the staff training policy that opportunities will tie given to employees as necessary for more training and development program to improve their role and performance to their duties.

5.2	CONCLUSION
On the whole, the study sought to investigate the impact of training and development on worker performance and productivity in public sector organizations using GPHA as a case study and findings and recommendations provided. GPA will need to take action to correct its training and development activities, and make sure the processes involved are duly followed.
The findings of this research indicated that GHA's nature of work depends mainly on high technological and sophisticated equipment.
This makes continuous training and development of its human resource crucial and vital, taking into consideration the rapid technological advancement.
From the results of the study, it can be concluded that GPHA certainly had a well- established policy to invest in the training and development of employees, however the processes involved are not being duly followed.
It also organizes training programs from time to time for its employees to update their knowledge and skills and to ensure that maximum efficiency exist in GPHA, Employees who realized the need for change in attitude and want to develop themselves through formal education in order to be abreast with modern technological advances self-sponsored themselves to acquire these skills.

5.3	RECOMMENDATIONS
It is an undeniable fact that in recent times many organizations have come to the realization of the importance of the role of training and development programs as it increases the organization's staff efficiency, skills and productivity. In order to reap the full benefits of a training initiative, GPHA should ensure that the following are instituted at the work place.
SYSTEMATIC TRAINING
Identification of training needs should be done more professionally in conjunction with the line manager as well as the individuals involved together with the HR personnel. Everyone involved should agree exactly to what the trainees are lacking, for instance what skill is needed, and what attitudes need to be changed toward work performance.
The needs identified should emanate from GPHA's strategic plan. Which also cover departmental/sectional/teams and individual plans. GPHA should see learning, training and development as well as training's objectives, plan, implementation and evaluation as a continuous process for organizational development and survival.
OBJECTIVE SHOULD BE SMART AND UNAMBIGUOUS
Objectives should be SMART (Specific, Measurable, Achievable, Realistic and Timely) and unambiguous, and should develop individual as well as meet the needs of the Ports. Objectives should also include performance targets, measures standards and should be seen as attainable by individuals. Also a basis for motivating through intrinsic and extrinsic rewards should be provided as this will lead to commitment and improved performance.
PROVIDE SPECIFIC INFORMATION TO EMPLOYEES
Performance appraisal information system which is used yearly at the
GPHA to assess employees' performance should provide specific information to employees about their performance problems and ways they can improve their performance.
This assessment should provide a clear understanding of the differences between current and expected performance, identifying the causes of the performance discrepancies and develop action plans to improve performance of employees through training and development programs.
CREATE MORE OPPORTUNITIES FOR TRAINING
Training needs should be considered on the basis of overall company objectives. The goals of the company should determine what training programs are to be organized for staff. Staff should be motivated to add value to themselves and to their lives. Employees must identify their aspirations and abilities, and through counseling recognize what training and development are required for a particular career information and training to its employees. Development and succession planning will also play a great role. Career progressions projection plans and training and development projections should be made available to each employee.
DEVELOP EMPLOYEES THROUGH FORMAL EDUCATION
The GHA could develop its employees through formal education which will give employees the opportunity to attend short courses offered by consultants or an executive MBA and university programs which normally involve lectures by experts, business games and simulations, adventure learning and meetings with customers.
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