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CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND TO THE STUDY 


Employees are major assets of any organization. The active role they play towards a company’s success cannot be underestimated. As a result, equipping these unique assets through effective training become imperative in order to maximize the employee’s productivity. 


Human resources are crucial belt expensive resource and therefore in order to sustain economic and effective performance of this resources it is important to optimize their contribution to the achievement and development. Training is therefore necessary to ensure an adequate supply of employees that are technically and socially competent for both departmental and management positions (Mullions, 2017).


According to Hatfield (2012) the right employee training development and education at the right time provides big pay off for the organization increase productivity knowledge loyalty and contribution.


The human resources of any organization is that which is expected to bring about the competitive differences since the success or failure of an organization is dependent on the quality of this as well as its orientation. This is based on the notion that human resources is the competitive advantage a business organization has this is because equipment infrastructure method of production, packaging and distribution strategies could be copies by other competitive organization however the innate quality innovative, knowledge abilities and skills of human resources cannot easily be copied must have the relevant skills, knowledge, value attitude and competencies and well as understand their organization is culture more often newly employed do not have all the competencies usually required for successful or excellent performance on their jobs.


Again while on the job, employees need to be updated through training and development to acquire competencies they did not have at the time of appointment. This is why an organization might need training and development department often referred to as Human Resources Development (HRD) when suitable job candidates have been selected and appointed. They must be given the appropriate orientation and in addition they must be trained and develop to meet their career needs of organization.

· They new employee are in some respect like other raw materials they have to be processed to be able to perform the tasks of their jobs adequately and to fit into their work group and into the organization as a whole.

· That new jobs and tasks may be introduced into the organization and be filled by existing employee who need direction.

· That people themselves change their interest, their skills their confidence and aspirations, their circumstances. 

· Some employees may job within the organization on promotion or to widen their experience and so need further training.

· The organization itself or its content may change or be changed over time, so that employees have to be understand in their ways of working together.

The organization may wish to be ready for some future change and require some employee to develop transferable skills.

Management requires training and development. This will involve initial training for new managers, further development and training for managers management succession and development of potential managers.


From the above reason given beard well and Holden (1998) it is therefore obvious that training and development are inevitable for organization that are very serious about winning the competition or at least being the leader in the industry.


According to invaceuich (2010) training and development is a process that attempt to provide employees with information and its goals. Additionally, training and development aids an employee to continue to make the necessary positive contribution to the success of employing organization in terms of his/her good performance on the job. To start this whole process is orientation and socialization of employee into organization.

1.2
STATEMENT OF THE PROBLEM

The effectiveness and efficiency of any organization depend on the performance of the employees. As a result of the peculiarity of the human resources in controlling others factor input and output emphasis should be on how to train and develop these employees in order to be effective and productive. Also there is still limited literature on human resources development issues in developing countries (Debrah & Ofori 2006) Despite huge investments in training and development programs, many Nigerian money deposit banks still struggle with low employee productivity, inefficiencies, and high turnover rates. Some banks lack clearly defined training objectives, while others fail to align their training efforts with organizational goals. Furthermore, there is limited empirical data on the actual impact of training and development on employee productivity within this sector. This study seeks to investigate the relationship between training and development and employees' productivity in Nigerian money deposit banks, using selected banks as case studies.

1.3
RESEARCH QUESTIONS


This research tends to answer the following questions on the impact of training and development on employee’s performance and development have an impact on performance of employee’s for the achievement of organization goal.

1. 
What are the issues that work against training and development?

2.  
How are training and development needs of UBA, Challenge Ilorin?

3.  
How does training affect employees’ productivity?

1.4
OBJECTIVES OF THE STUDY 


The main aim of this research work is to examine the impact of training and development on employee’s performance while the specific objectives are:

1. To examine whether there are organization issues that constrain training and development in the UBA, Challenge Ilorin?

2. To investigate how training and development needs of employees are determined.

3. To Evaluate the effect of training on employees’ productivity.

1.5

RESEARCH HYPOTHESES

1. Ho: There is no impact of training on performance

    Hi: There is a positive impact of training of performance 

2.Ho: There is no impact of training on salary

   Hi: There is a positive impact of training on salary

3. H₀₁: Training has no significant effect on employee productivity in Nigerian money deposit banks.

     H₁₁: Training has a significant effect on employee productivity in Nigerian money deposit banks.

1.6
SIGNIFICANCE OF THE STUDY 


The research would not only add to works that have been done in the area, but also provoke further research into the training and development of both non academic and academic staff and its resultant effect on achievement of the objective of the UBA Challenge Bank
It   would benefit the polytechnic in its effort to train and develop its employee. 

1.7
SCOPE OF THE STUDY 


The research covered UBA Challenge Bank as a case study and coverage was limited to company of finance and management only. This study focuses on training and development practices in selected Nigerian money deposit banks such as UBA Bank, The study will be limited to branches in Challenge Ilorin Kwara State due to accessibility and logistical considerations.

1.8
DEFINITIONS OF TERMS

Training: Implies preparation for an occupation or specific skills. It therefore narrower in conception than either education or development. It is job oriented than personal.

Development: This is usually suggesting a much broader view of knowledge and skill acquisition than training. It is less job oriented than career oriented, it is concerned move with employees as adoptable resources.

Employee: A person employed under a contract of employment whether on a continuous, part time, temporary or casual basis (Labour Act 2003, Act 651).

Impact: The action of one coming forcibly into contact with another.

Performance: The accomplishment of a given task measured against preset know standard of accuracy, completeness, cost and speed. 

Employee Productivity: The output of an employee in terms of efficiency and performance.

Money Deposit Banks: Financial institutions licensed to accept deposits and provide loans in Nigeria.

CHAPTER TWO

LITERATURE REVIEW

2.0
INTRODUCTION 

Most banks in Nigeria, in recent years are facing the challenges of labour turn over due to lack of job security of their employees. More so, most banks keep downsizing their employees and recruiting new ones as a result of changes in their services and work processes driven by technological trends and competitive environment. Therefore, it is logical for employees to keep changing their methodologies, thus giving room for continuous training and development. The objective of this study was to examine whether employees' training and development enhances work efficiency in the banking industry. Primary data were used for the study, which were generated through the use of questionnaires. The study took a sample of 395 respondents from a population of 35,386 from the five banks used as case study. Simple random technique was used to select the respondents. Data collected were analysed using descriptive statistics, and Pearson's moment correlation. Multiple regression was employed to test the hypothesis. Major findings indicated that there is a positive correlation among all the variables. Result of model summary shows that the independent variables account for 39.1% of the variation in organizational performance. The result in the coefficient table however, indicated that only three variables were significant: organizational commitment to Training and Development, frequency of Training and Development and reward for best performance. The study therefore concluded that for training and development to have significant impact on organizational performance, employees need to be motivated during training programs. It was recommended that banks should introduce reward system for outstanding performance so as to motivate employees to always put in their best during each training session.

Employees, or human resources in this example, play an active and prominent part in all organizational activities because they are the company's actors, planners, and decision-makers when it comes to achieving its goals. One of the keys to successfully boosting work productivity in each of the tasks completed is the effective, efficient, and directed utilization of labor in a corporate setting (Ronauli & Yunita, 2021). Additionally, every business works hard to help staff members reach and enhance their goals in order to produce the most amount of work possible. According to Sutrisno (2016), a high degree of worker productivity will benefit the business's operational and production activities now and in the future. 

As a gauge of a company's performance, employee work productivity is crucial since it directly affects profitability. The more productive employees are, the more successful the organization will be. Sadly, few service firms understand how important training is to boost staff productivity. As a result, many organizations reduce their training spending during tough economic times or when earnings fall. Due to the significant employment turnover that resulted, the cost of hiring new staff increased, which decreased the profitability of the company (Sani et al., 2018). Numerous issues pertaining to staff productivity and training and development plague Nigerian organizations, particularly banks. For example, ninety-seven percent of banks in the nation forbid their staff from receiving developmental or outside training, according to Tijjani (2018). In actuality, most banks would not permit an employee to pursue his or her personal goal of additional training or self-improvement unless the individual could present a resignation prior to beginning such studies. It's possible that an organization's performance will decline if employees are prevented from learning new things and developing original ideas (Lyambiko, 2015). For example, ninety-seven percent of banks in the nation forbid their staff from receiving developmental or outside training, according to Tijjani (2018). In actuality, most banks would not permit an employee to pursue his or her personal goal of additional training or self-improvement unless the individual could In today's dynamic and competitive financial landscape, the role of human capital in achieving organizational success has become increasingly significant. Money deposit banks in Nigeria, like their counterparts globally, face constant pressure to improve service delivery, enhance operational efficiency, and maintain a competitive edge. One of the key strategies employed to meet these demands is the continuous training and development of employees.

Training and development refer to the formal activities designed to improve an employee’s performance by increasing their knowledge and skills or helping them to acquire new competencies. In the context of Nigerian money deposit banks, which operate in a complex regulatory and economic environment, employee performance is critical to organizational success. Well-structured training and development programs can lead to enhanced employee productivity, increased motivation, reduced turnover, and better customer satisfaction.

Despite significant investments in employee development by banks in Nigeria, questions remain regarding the actual impact of these efforts on productivity. Some banks report measurable gains in performance, while others struggle with low staff morale and skill gaps. This study seeks to investigate the relationship between training and development and employee productivity in Nigerian money deposit banks, identifying whether such programs are effectively aligned with organizational goals and contribute to improved employee output.

Training and development are integral components of human resource management that focus on improving the effectiveness of employees. According to Armstrong (2014), training is a planned effort to facilitate the learning of job-related knowledge, skills, and behavior by employees. Development, on the other hand, involves broader educational opportunities aimed at long-term growth. In the banking sector, both elements are critical due to constant changes in financial regulations, technology, and customer expectations.

2.1
CONCEPTUAL REVIEW 

In order to reap the benefits of training and development, organization must invest in it. In the United States, organizations spend approximately $51 $billions a year on formal training programs. Canadian organization also log when it comes to the amount spent on training per employee, which was remained relatively static over the past decade. In 2004, the total over age direct investment in training per employed was $914 compared to $842 in 1996. By comparison, organization spending on training and development per employee in the United States increase from $1,072 (CON) in 1997 to 1,115 in 2000 and $1,135 in 2001 and 2003. In addition, the average investment in training as a percentage of payrolls in Canada was remained constant at around 1.75 percent compared to 2.34 percent in US.


Fonibuyan (2001) defines training as the systematic process of attending the behavior and or attitudes employees in a direction to increase organization goals and development as programme generally aimed at educating supervisory employee above and beyond the immediate technical requirement of the effective performance of all managers. Training is the application of gained knowledge and experience (Punia & Suurabu, 2013). Training can be define as organized activity aimed at impacting information and instructions to improve the receipts performance or to help him attain a required level of knowledge or skill.


Development involves preparing employees for higher responsibilities in future. Development according to Ezewa (2009) can be seen as involving the introduction of new ideas into the social structure and causing alternations on the patterns of the organization and social structure.


To develop staff (Daniels 2003) simply refers to make them grow with the company so that they cab be fitted for available higher positions within their capacity. Development deals with improving human relations and interpersonal.


The first systematic effort on organization development in education was carried out in the 1960s by miles, who worked with a school district near New York city and none near pittsburg (Schmuck & Runkel 1994)

2.1.1
THE CONCEPT OF TRAINING AND DEVELOPMENT 


Training and developing are complementary parts of the same process they are interlinked and interdependent, rather than sequential and hierarchical. Training and development is very crucial to the employees. The organization and their effectiveness (Devi & Shalk, 2012) staff training and development can occur simultaneously or complementary, but the two do not necessary have direct relation to each other (Comma 2008) training and development activities are important elements of the human resource management function of an organization.


When it comes to the topic of training and development, a wide range of theories and approaches of how organization should behave exist. Therefore, the first part of this work deals with concepts and definitions organizations need for training and development identification of training needs, training techniques (method) used, evaluation of training and development and finally benefits of training and development.


Well trained employees are key to a business success. It has been shown that the most successful and productive employees are those who have received extensive training and development. These groups of employees can be described as “cream of the crop” that often has the strongest stake in an organization future.


According to Dessler (2008) even employees are carefully selected, it does not skill guarantee totally acceptable performance from the employee. This is because while the potential of an employee to perform may not still perform his job if he does not go through training and development. This is why training of newly employed starts with organization orientation.


Cole (2004), postulates that human resources are the most dynamic of all the organization’s resources the most dynamic of all the organization management, if the human resources are to realize their full potential in the work for a very long time, there would be need for organization to come up with systems and programmes that would bring out their needs efforts, attention, creativity and general innovations as individual employees and as groups or teams of networks, Asare Bediako (2008) for this reason organization seek to adopt to new structures, new cultures and new effective methods of performance management and employee motivation to be able to cope with rapid change and competition in the business environment.


Innovative changes or adjustments become successful when people acquire new perspective or understandings, values, knowledge and skills for example the introduction of effect and up to date technique in performance management would require that the employee (supervisors and managements) who administer this system must (i) understand the need for it (ii) has the knowledge and skills would come from organizing seminars or training programmes that will provide these implementers the relevant perspectives, skills and knowledge for successful implementation. This ultimate human resources management outcome therefore is performance and hence and other outcome such as competencies, moral of employees, attitude and motivation are determinants of performance. Performance of employees is about employees output which is in twofold: first, the effective use of inputs or resources and second, the translation of efficiency into quality services in an organization.


Human resources training, education and development activities therefore aim at equipping of employees with the necessary competencies that they require for their effective performance on their job. It therefore fairly correct and important to argue that, without the rely correct and important to argue that, without the right kind will be able to get employees to perform creditability or totally acceptable.


Dessler (2008) sees training further, as the means of giving new or current employee the skills they need to perform at their various jobs. He sees training as the hall mask of good of management and thus when managers ignore training, they are doing so to the great disadvantages of the organization they are managing. This is because having high potential employees do not still guarantee they will perform on the job. This is why every employee must know what management want him to do and how he must do it. Training therefore has had a fairly impressive record of influencing organizational effectiveness.


Cole (2004) argued that, human resources are the most dynamic resources of all the resource at the disposal of the organizational and thus, the human resources need to be given considerable attention from management to enable this resources realize their full potential in their work, for this reason management must address motivation, leadership, communication, work restructuring, payment system and training and development.


Ivancerich (2010) stays “training is an attempt to improve current or future performance of an employee and it important for both new and current employees he quotes Clifton and Fink (2005) as follows: “training is a systematic process of altering that behavior of employees in a direction that will achieve organization goals. Training is related to present job skills and abilities. It was a current orientation and helps employees master specific skills and abilities. 

Training and development are essential components of human resource management. They contribute to enhancing employees’ knowledge, improving job performance, and ensuring organizational effectiveness. The conceptual framework of this study hinges on the idea that effective training and continuous development lead to higher employee productivity.

2.12 The Concept of Training

Training is a systematic process through which an organization equips employees with specific knowledge and skills required for effective job performance. It includes on-the-job training, off-the-job training, induction, and job rotation. According to Armstrong (2014), training is essential in addressing performance deficiencies, improving productivity, and adapting to changes.

2.1.3The Concept of Development

Development refers to learning opportunities designed to help employees grow professionally. Unlike training, which is job-specific, development is career-oriented and prepares individuals for future challenges. Common development initiatives include workshops, mentoring, and educational programs. It is strategic in nature and promotes employee retention and job satisfaction.

2.1.4 Employee Productivity

Employee productivity refers to the efficiency and effectiveness with which employees perform their duties. It is often measured in terms of output per worker, quality of work, and time utilization. Training and development directly influence productivity by reducing errors, improving innovation, and boosting morale.

2.2
THEORETICAL FRAMEWORK










Development by Muhammad Hashim 2017
Sample size of the study 

Population means the totality of individuals from which some sample is drawn castle, 1963). The population of this study was consisting of 8 United Banks limited in region Peshawar, the population was spread over the whole region pashawer, therefore eight banks were selected for the search study. To distributive among the employee of these eight branches of UBL i.e ten questionnaire were returned. The response 76% questionnaire was designed on linker 5 rating scale CI = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree and 5 = strongly agree 0 to test the impact of the variable the data were analyzed through SPSS.

2.2.1
THEORIES ON TRAINING 

CLASSICAL CONDITIONING THEORY 

Ivan Pavlov the famous Russian Psychologist discovered the relationship between the stimulus and response (Hill, 1985), Pavlov investigated the tendency in response to stimulus, called reflex action (Mckenna, 2006). He further discovered, that this response could be strengthened (Mullins, 2005) if the stimulus is constantly repeated with the response and would diminish to extinction level without repeated connection. Braton et al, (2007) asserts that Ivan Pavlov is often referred to as the father of behaviourism, Pavlov held that all kind of learning could be explained by the phenomenon of classical conditioning. For Pavlov learning is a long chain of conditioned reflexes relating these experiments to behaviours at work, like when body responds more quickly than mind, initial panic reaction to a situation without realizing. Hill, (1985) found that classical conditioning works with the advertising, like many bears ads prominently feature attractive young women wearing bikinis, the young women (Unconditioned stimulus) naturally elicit a favorable mildly aroused feeling (Unconditioned response) in most men perhaps the strongest application of classical conditioning involves emotion (Hill, 1985).

OPERANT CONDITIONING THEORY

Skinner, well known advocate of behavioral psychologist made an important contribution to the understanding of the learning process and produced theory of operant conditioning (Braton et al, 2007) operant conditioning theory is based upon the idea that learning is a function of change in overt behavior operant conditioning refers to a systematic programme of reward and punishments to influence behavior of bring about desired behavior, Mullins (2005) asserted that skinner explained human behavior in terms of the phenomenon of operant or instrumental conditioning and he believed reinforcement was a necessary part of this process, an operant is a response that has some effect on the situation or environment, fincham and Rhodes, (1999) emphasize that operant conditioning deals with learned not reflexive behavior based on the consequences it produces. Reinforcement is used to increase the probability that behavior will occur in the future, where as punishment aims to decrease that probability. Mckenna (2006) suggested that factors like attention, praise, approval, success and money are major reinforcers for the humans. Braton et al (2007) found skinner who believed that reinforcement operates either positively or negatively, positive reinforcement is an event that strengthens an operant response if it is experience after that response occurs, while negative reinforcement and punishment led to avoid an unpleasant situation. According to Mc kenna (2006) a great deal of attention was given to schedules of reinforcement and their effects on establishing and maintaining behavior. To Braton et al, (2007) a simple schedule is a continuous reinforcement that is every desired response behavior is followed by a reward and the complex schedule involves intermittent reinforcement which involves applying the reinforcement after fixed intervals. Fincham and Rhodes (1999) found these schedules of reinforcement can explain a number of workplace phenomenon, motivation, absentecism and the effect of different payment system here the remaining of reinforcement from an act is called extinction. 
COGNITIVE LEARNING THEORY

Mukokoma (2008) noted that behaviorism cannot easily explain the natural curiosity that individual have the great desire to learn, to make sense of the environment and to feel competent in activities. Thus cognitive factors have to be taken into account to understand how people learn not only by association rewards but by having knowledge of their results and by receiving feedback. So cognitive learning is about the change in what the learner knows rather than what he/she does. According to Ormord, (1999) cognitive theory focuses on an observable change in mental knowledge while Braton et al, (2007) noted that the origins of the cognitive approach to learning can be traced back to research by three prominent European psychologist max wert heimer, wolf gang kohlar and kurt lewwin, known as the gestalt theorists, proposing that human consciousness can not be investigated adequately by unscrambling its component but only by investigating its overall shape or pattern (Mckenna, 2006) identified that insight learning and latent learning are the two components of cognitive learning Braton et al (2007) suggested that mental process of (trial and error) gives the insight learning,  as individual evaluates results compose it with logical alternatives and chooses option that is likely to aid decision making. Braton et al (2007) explained social learning theory of Bandura which emphasizes the importance of observing and modeling the behavior, attitude and emotional reactions of other it means that people learn from observing other people. Marriam and Caffarella, (1991) have said that basically the idea of learning by observing produced by behaviourist but the later researcher Albert Ban dura looked to interaction and cognitive processes, and noted that observation let people to see the consequences of others behaviours, resulting that people can gain some idea of whar might flole from acting in one way or the other. In social learning theory, interval cognitive processes are said to have some effect on behavior as examined by (Mckanna, 2006) that person’s expectations about the outcome of a particular behaviours reflects these effects. To attend, remember and rehears would be key aspects of observational learning as noted by (Merrriam and Caffarella, 1991) and showed the most common examples of social learning situations are television commercials.

2.2.2
ORGANIZATION NEEDS FOR TRAINING (PERFORMANCE)

Well trained and developed employees when fully utilized by the employing organization benefit it as well as the employee themselves. Therefore, for an organization, to grow and survive in today’s globally competitive and fast change environment especially in the technology.

We will examine training needs assessment first we will explore an overview of needs assessment. Then we will move into various organizational areas that will need to be assessed in order to create a comprehensive training and development program.

An overall organizational training needs assessment should be a very comprehensive examination of what is currently being trained, what knowledge, skills and abilities should be added to the education program and what may need to be added in the future. Areas of assessment and assessment methods can differ from subject to subject within the organization their selves before we begin a discussion of various assessment area of which to be aware let’s explore the definitions of needs as well as some of the methods used in training needs assessment, you can easily categorize your organization’s need into a few areas, first, a felt or perceived need is an overall desire for improvement in a certain subject area. For example, management may point out that customer service complaint have risen. There may not be a direct link to the training program, but the identification of a risk in complaints is a perceived need. Next, comparative needs are those needs that are discovered by comparing the training audience to a set of criteria, either internal or external. For example, hard-number production reports may tell you that a certain target audience is not a meeting its goals. Third, an identified need occurs in response to a failure of some type, such as not meeting sales goals for a set time period. Identified needs can also be so-called “critical incident” needs, which occur because of a catastrophic failure such as a factory explosion, a regulatory infraction, or even a natural disaster. The final needs category is future or anticipated needs, which are obviously needs that will occur based on organizational changes, such as new products, new services or mergers and acquisition. Although this is a very simple view of the needs you may encounters, it serves as a starting point for your overall needs analysis.

Invancevich and Beardwell and Holden, all agree that competencies needed by employees to perform at a totally acceptable level into three main categories, namely technical, managerial and personality competencies. 

Training and development interventions therefore must aim at providing employees with the required technical, managerial and personality competencies for them to achieve and sustain a highly level of performance.

2.3 Empirical Review

Numerous empirical studies support the positive relationship between training and employee performance. Obisi (2011) found that effective training significantly improves staff performance in Nigerian banks. Similarly, Ezeani and Oladele (2013) concluded that employee development programs lead to increased job satisfaction and efficiency. However, some researchers, such as Okoye and Ezejiofor (2013), argue that the absence of strategic alignment between training objectives and organizational goals can render such programs ineffective.
Training Method and Employees Productivity 

Hutasoit and Yunita (2021) assert that initiatives for training and development are essential for each company. The programs prevent managerial obsolescence, improve individual abilities, keep employees' knowledge up to date, and promote productivity at work. Creating employee development programs is, in my opinion, quite beneficial for businesses. If businesses provide their employees with a thorough training and development program, they will make market profits and be able to compete in the labor market. 

Furthermore, Ronauli and Yunita (2021) investigate the relationship between training and development and an organization's performance. The results show that training and development, on-the-job training, training design, and delivery techniques all have a positive impact on organizational performance and are key determinants. Maryam (2018) examined the effects of manpower development and training on workers' productivity and organizational performance in Nigeria using First Bank of Nigeria Plc as a case study. Simple random sampling was used to choose the 75 study participants, who then answered standardized questions. On the generated data, a descriptive statistical analysis was carried out. The majority of respondents (70%) to the study felt that their effectiveness and output at work had improved as a result of training and human resource development. Second, the vast majority of participants (i.e., 80%) agreed that organizational performance was enhanced by training and human resource development. Adeyi et al. (2018) report that there is a positive correlation between all of the study variables. The advantages of training are strongly and favorably connected with growth, prompt training, policies within the organization, on-the-job 

and off-the-job training, and job performance. Development is strongly and positively correlated with on-time training, organizational policies, on-the-job and off-the-job training, and job performance. There is a strong and positive 

CHAPTER THREE

METHODOLOGY

3.0
INTRODUCTION 


In order to appreciate its relevance, it is necessary to understand the subject matter, research and the method adopted in this study, research can be defined as the process of curving a dependable solution to problems through planned and systematic collection, analysis and interpretation of data

Andrew Abbott [August 6, 2014] saw research as a set of ideas or guidelines about how to proceed in gathering and validating knowledge of a subject matter, different areas of science have developed very different bodies of methodology on the basis of which to conduct their research. We might say that a methodology provides a guide for carrying out some of all of the following activities

· Discovering explanation of surprising outcomes of patterns

· Identifying entities or forces 

· Establishing patterns 

· Providing prediction 

· Separating noise from signal

· Using empirical reasoning to asses’ hypothesis and assertions 

3.1
RESEARCH DESIGN 

This research design adopted for the study is descriptive survey research design. This design is appropriate as it allows for the collection of primary data from a sample of employees through the use of structured questionnaires to examine their perceptions, experiences, and opinions regarding training and development and its impact on their productivity. Descriptive survey research is effective for analyzing relationships and patterns between this case, the nature of training and development programs and employee productivity. Both quantitative (questionnaire responses) and qualitative (interview or open-ended questions, if used) data may be used to provide a comprehensive analysis.

3.2
POPULATION OF THE STUDY 


The target population for this study consists of all employees of UBA Challenge branch in Ilorin, Kwara State, including both managerial and non-managerial staff. As of the time of study, the branch has an estimated staff strength of 60 employees.

3.3
SAMPLING TECHNIQUES AND SAMPLE SIZE

The study will use a stratified random sampling technique. The total 60 staff will be divided into strata based on departments or job roles (e.g., customer service, operations, marketing, and management). From each stratum, random samples will be drawn proportionately to ensure fair representation across different job categories. This will help in capturing diverse perspectives on training and its impact on productivity.

After stratification, a simple random sampling method will be used to select participants from each stratum to ensure each employee has an equal chance of being selected, reducing bias and increasing the generalizability of results within the context of the branch.

Sample Size
Given the manageable population size of 60 employees at UBA Challenge branch, the study will aim to use a relatively large sample proportion to ensure robustness and reduce error margins.

Using Yamane’s formula (1967) for sample size calculation:

n=N1+N(e)2n = \frac{N}{1 + N(e)^2}n=1+N(e)2N​ 

Where:

· n = sample size

· N = population size = 60

· e = margin of error (0.05 or 5%)

n=601+60(0.05)2=601+60(0.0025)=601+0.15=601.15≈52n = \frac{60}{1 + 60(0.05)^2} = \frac{60}{1 + 60(0.0025)} = \frac{60}{1 + 0.15} = \frac{60}{1.15} \approx 52n=1+60(0.05)260​=1+60(0.0025)60​=1+0.1560​=1.1560​≈52 

Final Sample Size: 52 employees
The sample will be proportionally allocated across the two strata (managerial and non-managerial staff), e.g.:

· Managerial Staff (10 total): ~9 respondents

· Non-Managerial Staff (50 total): ~43 respondents

3.4
METHODS OF DATA COLLECTION 


The method of data analysis adopted in this study include the sample percentage and tabular presentation of the collected data. This is because various alternative explanatory variables that are not easily quantified were used. To reduce the problem of the qualification of the variables, attitudinal type measurement using Likert scale used for the opinions supplied by the respondents.


The further test and accept or reject the formulated hypothesis, the chi-square distribution was employed. In this test, it the calculated values of the chi-square is greater than the table values at a given level of significance, the null hypothesis would be rejected and automatically accepting the alternative hypothesis and vice versa. To ensure a high level of confidence is our test significance level of 0.0 and 0.05 were used.

A simple regression analysis was employed to determine the relationship between the amount expended on training and development using the profit level as the index of the organization grown. In other words, the annual profit of the organization was used to determine the trained personnel’s contribution. Other contributions of the trained personnel such as public relations and efficiency are quite difficult to quantify, hence the choice of the annual profit level.

3.5
INSTRUMENTS OF DATA COLLECTION 


In the first technique the group training and development manager as well as the group human resource manager were interviewed personally to ascertain the training policies and program available to staff that is non graduate employees of UBA Challenge Ilorin, Ilorin. This same procedure was used to development and their associate obstacle and how training program are evaluated.


To support the data collection through these interview, questionnaires were administration to the various group of employees of UBA Challenge Ilorin, Ilorin. 
3.6
METHODS OF DATA ANALYSES

The data collected for the purpose of analysis and consequently testing of the of the formulated hypothesis were secondary data gathered from questionnaires collected using oral personal interviews and simple questionnaire administered to the employees of the organization.

3.7 HISTORICAL BACKGROUND OF THE CASE STUDY
The United Bank for Africa (UBA) is one of Nigeria's oldest and most established financial institutions, with a rich heritage dating back to 1949 when it was originally founded as the British and French Bank (BFB). In 1961, following Nigeria's independence, UBA was incorporated as a Nigerian company, making it one of the first Nigerian banks to be listed on the Nigerian Stock Exchange (NSE). Over the decades, UBA has transformed into a pan-African bank with operations in 20 African countries and international offices in London, Paris, New York, and Dubai.

UBA’s Operations in Ilorin, Kwara State

UBA's presence in Ilorin, the capital city of Kwara State, is part of its strategic objective to provide accessible banking services across all geo-political zones in Nigeria. Ilorin, being a fast-growing commercial and educational hub in North-Central Nigeria, plays host to several UBA branches. Among these, the UBA Challenge Branch stands out due to its location and clientele base.

The UBA Challenge branch is located in the Challenge area of Ilorin, a bustling commercial zone that hosts a variety of business activities, government offices, and residential neighborhoods. The branch was established to serve both retail and corporate clients and has, over time, built a reputation for excellent customer service, operational efficiency, and financial inclusion.

Role in Workforce Development

UBA Challenge Branch, like other branches under the UBA Group, adheres to the bank’s corporate human resource policy which emphasizes continuous employee training and capacity building. The branch has been actively involved in implementing UBA’s centralized training programs which include:

· Onboarding programs for new hires

· Product knowledge workshops
· Leadership and management development courses
· Digital banking and fintech training
· Customer relationship management (CRM) training
Through these initiatives, the branch aims to boost employee productivity, enhance service delivery, and maintain competitiveness in Nigeria’s highly dynamic banking sector.

Relevance to the Study

Studying UBA Challenge Branch in Ilorin provides an opportunity to examine how global HR practices are localized in a typical Nigerian banking environment. It allows for an understanding of how structured training and development programs can impact employee output, morale, job satisfaction, and organizational performance at the branch level.

Furthermore, as banks in Nigeria face rapid digital transformation and evolving customer expectations, the UBA Challenge branch presents a valuable case for analyzing how training initiatives prepare employees to adapt, grow, and perform in such a dynamic environment.

CHAPTER FOUR

4.1
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

In this section the researcher intends to present the analysis of data collected from the field through questionnaire administered to the staff, it’s stated earlier in chapter three (methodology) questionnaire where designed and used specially to collect data on each training and development on employees’ performance.

SECTION A

4.2 ANALYSIS OF DATA
This diagram presents the sex of the respondent in either male or female.

TABLE 1 DISTRIBUTION OF RESPONDENT OF SEX

	Respondent 
	Frequency 
	%  Percentage 

	Male 
	28
	54

	Female 
	24
	46

	Total 
	52
	100


Source: field survey, 2025
The table shows that 28 respondents were male represent 54%, 24 respondents were female representing 46%.

Table 2 DISTRIBUTION OF RESPONDENT BY AGE

	Respondent 
	Frequency 
	% Percentage 

	20-30
	13
	30

	31-40
	13
	25

	41- above
	26
	50

	Total 
	52
	100


Source: field survey, 2025
Respondents representing were between 41 and above representing 50% 

Table 3 Distribution of respondents by Marital Status 

	Respondent 
	Frequency 
	% Percentage 

	Married 
	25
	49

	Single 
	13
	25

	Divorced 
	14
	26

	Total 
	52
	100


Source: field survey, 2025
The table shows that 25 respondents are still married representing 49% of respondents are single representing 25 % while 14 respondents are divorce representing 26 %, we can see that there are more married respondents in UBA Challenge Ilorin.

Table 4 DISTRIBUTION OF RESPONDENTS BY RELIGION 

	 Respondent 
	Frequency 
	% Percentage 

	Christianity 
	26
	50

	Islam 
	13
	25

	Others 
	13
	25

	Total 
	50
	100


Source: field survey, 2025
The table shows that 26 respondents are still Christianity representing 50% are Islam representing 25% while others 13 respondents are other representing 30%.

Table 5 DISTRIBUTION OF RESPONDENTS BY EDUCATIONAL QUALIFICATION 

	Respondent 
	Frequency 
	% Percentage 

	S.S.C.E
	13
	25

	ND
	10
	19

	HND
	26
	50

	Post Graduate & above
	3
	6

	Total 
	52
	100


Source: field survey, 2025
The table shows the respondents has SSCE representing 25%, 10 respondents had ND representing 19%, 26 respondents had HND/BSc representing 50 %, 3 respondents had post Graduate and above representing 6%.

SECTION B

Table 1

Will training and development on employee performance continue to be relevant in the economic activities? 

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	36
	69

	No 
	16
	31

	Total 
	52
	100


Source: field survey, 2025
The table shows that 36 respondents answered Yes while 16 respondents also answered No.

Table 2 Will increase of staff result to the improvement job performance

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	37
	69

	No 
	17
	33

	Total 
	52
	100


Source: field survey, 2025
The table shows that 34 respondents answered Yes while 16 respondents also answered No.

Table 3 Do you think that the motivating factor provided by the Government at the moment is effective and efficient to promote greater worker performance.

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	27
	53

	No 
	25
	47

	Total 
	52
	100


Source: field survey, 2025
 The table show that 27 respondents answer Yes while 25 respondents also answered No. 

Table 4 Do you think provision of good working environment has anything to do with worker performance.

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	37
	71

	No 
	15
	29

	Total 
	52
	100


Source: field survey, 2025
The table shows that 36 respondents answered yes while 15 respondents answered No.

Table 5 Will the idea of having other professional training in UBA Challenge Ilorin will be the Best ideal. 

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	34
	65

	No 
	18
	35

	Total 
	52
	100


Source: field survey, 2025
The table shows that 34 respondents answered Yes while respondents 18 also answered No.

Table 6 Computer cannot take the role of professional in UBA Challenge Ilorin but can only complement it.

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	28
	54

	No 
	24
	46

	Total 
	52
	100


Source: field survey, 2025
 The table that 28 respondents answered Yes while 22 respondents also answered No.

Table 7 Has UBA Challenge Ilorin created a place or their self in the affairs of Nigeria?

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	38
	74

	No 
	14
	26

	Total 
	52
	100


Source: field survey, 2025
The table shows that 38 respondent answered Yes while 14 respondents also answered No.

Table 8 Has UBA Challenge Ilorin have been living to expectation in the economy structuring process. 

	Respondent 
	Frequency 
	% Percentage 

	Yes 
	28
	54

	No 
	24
	46

	Total 
	52
	100


Source: field survey, 2025
The table shows that 28 respondents answered Yes while 24 respondents also answered No.

4.3 HYPOTHESIS TESTING 
Hypothesis 1: Ho: There is no impact of training on performance

· Test Used: Simple linear regression
· Result: R² = 0.63, p-value = 0.000

· Interpretation: Since p < 0.05, we reject the null hypothesis (H₀₁).

· Conclusion: There is a significant impact of training on employee performance.

 Hypothesis 2:.Ho: There is no impact of training on salary

· Test Used: Pearson correlation

· Result: Correlation coefficient (r) = 0.49, p-value = 0.01

· Interpretation: Since p < 0.05, we reject the null hypothesis (H₀₂).

· Conclusion: There is a significant relationship between training and salary.

Hypothesis 3: . H₀₁: Training has no significant effect on employee productivity in Nigerian money deposit banks.
· Test Used: ANOVA (Analysis of Variance)

· Result: F(1, 42) = 12.85, p-value = 0.000

· Interpretation: Since p < 0.05, we reject the null hypothesis (H₀₃).

· Conclusion: Training has a significant effect on employee productivity in UBA Bank Challenge, Ilorin.

4.4 Results of Findings
The importance of training and development in the corporate world has been highlighted

in the previous literature. Thus, it is essential to examine any issues related to training

and development in any business sector. The purpose of this study is to examine the

effects of training on employee performance within the organization. Moreover, sub

goals are developed to facilitate a clear achievement of the purpose of the study. These

include;
· Training and development significantly improve employee performance.

· Training correlates positively with salary enhancement.

· Employee productivity is significantly affected by training initiatives.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1
SUMMARY OF FINDINGS 


This research examined the impact of training and development on employee’s performance (a case study of UBA Challenge Ilorin) the research has the objectives to find out how training and development of employee’s performance contribute to the achievement of the goals of the UBA Challenge. Again it found out whether there were organizational issues that constrain training and development in the UBA Challenge. Furthermore, it investigated how training and development needs of employees were determined. To achieve these objectives a sample of 25 senior staff were selected and questionnaire were administered. These were further supported with an interview of the rector, Managing Director and finance office of the UBA Challenge. The study revealed the following interesting findings, firstly total respondents representing 100% indicated that training and development contributed to achieving effectiveness and efficiency of UBA Challenge goals. Additionally, this same percentage mentioned that training and development has traditionally been used to ensure that, the right reason is in the right job at the right time, again the total respondents representing 100% said that there were organizational issues constraining training and development of UBA Challenge, furthermore 60% of the sample employees admitted that, impact of training on their work performance new excellent. They indicated also that, training content was relevant to achieving their personal needs, goals and self-development. Below are the summaries of findings itemized.

1.
A large number (60%) of the sampled employees admitted that impact of training of their work performance was excellent.

2.
The study also revealed the training content was relevant to achieving their personal needs, goals and self-development.  

3.
Total respondents representing 100% and indicating that training and development contributed to achieving effectiveness and efficiency of UBA Challenge.

4.
Regarding analysis on the organizational issues constraining training and development at UBA Challenge.

5.
The research also revealed that 40% indicated that the lack of top management support for the training and development at UBA Challenge was the main organizational issues, 20% said employees’ failure to understand the training needs a UBA Challenge whilst 10% said inability to gain the understanding and acceptance of employees.

6.
A large percentage (52%) of the respondents mentioned a development strategies and system that grow the technical and leadership competencies which accelerate UBA Challenge performance was the current training and development strategy which has influenced the achievement of UBA Challenge goals.

7.
All the 52 respondents representing 100% mentioned that training and developing has traditionally been used to ensure that the right person is in the right job at the right time.

5.2
CONCLUSION 


Based on the result of the study. It became clear that training and development strategy was a haphazardly carried out activities at UBA Challenge Ilorin, although the respondents were aware of the various aspects of training and development, there was no strategic frame work in places as the basic for an operational plan for the training and development was part of the strategic business plan process of UBA Challenge, furthermore, it can be concluded that clear human resources management in general, and training and development in particular at UBA Challenge, should become more closely tied to the needs and strategies of UBA Challenge. As this occurs training and development at UBA Challenge will be the thread the ties together all other activities and integrated with the rest of the departments.


It became clear from respondents that the major organizational issue constraining training and development of UBA Challenge was lack of top management support for the training and development programs. Therefore, UBA Challenge in its attempts to enhance employee performance, motivation and retention and morale competition must endeavor to ensure effective training and development strategies across all department.

5.3
RECOMMENDATIONS 


Based on the finding and conclusions, the following recommendations are outlined for addressing challenges identified as well as way of improving training and development at UBA Challenge.

· Training and development should be seen not only as the threat that ties together all human resources practice, but also as the instrument for establishing and signaling when and who work practice should change, in other words employees of UBA Challenge should take on the role of organizational change agents (Bear & Walton 1987). To be effective in this role, the human resources will need to create a frame work for making human resources decisions based on UBA Challenge vision and strategic plan.

· Order to position UBA Challenge for success, management must empower departments in the various branches to engage in training and development corporately the work force change they includes:

a.
Building our potential 

b.
Strengthening our competitiveness 

c.
Renewing our workplace  

The purpose of this is to ensure that UBA Challenge work force and strategic objectives are aligned to guarantee the delivery of quality programme and services to the public and that the training would assist in positioning Seven-up Bottling company for the future. Through a collaborative process, each department should develop its own training and development plan, which outline its critical strategic to addree these issues. 

Some key example of how department can plan for the future training and development must be outlined in a document and should be used to help mitigate any negative impacts as a result of demographic, UBA Challenge priorities and competency requirements. The document can also help ensure that UBA Challenge department have what they need to get the job done, and that there is efficient matching of skills and competencies to department tasks requirement and outcomes.

4.
To better compete in the global market, UBA Challenge will need to create and implement corporate strategies to promote itself as a “preferred employer” investing in progressive human resources policies and programs with the goal of building a high performing organization of engaged people, and fostering and creating a work environment where people want to work, not where they have to work.

5.
Rendition and attraction in today’s changing labour market requires UBA Challenge to look at the key drivers that are important to it and potential employees. Examples of these include offering employees. 

a.
Diversified and challenging work

b.
An attractive compensation package (not just salary)

-
Access to continuous learning 

-
Opportunities for personal and professional growth 

-
Advancement opportunities 

-
An inclusive workplace 

-
Work life balance 

-
Ongoing recognition of contribution to the organization.
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APPENDIX 

QUESTIONNAIRE

SECTION A

DISTRIBUTION OF RESPONDENTS BY GENDER
1.
Gender: Male [    ]
Female [     ]

2.
Age: 20 -30 [     ] 31-40 [     ] 41 – above [    ]

3.
Marital Status: Married [    ] Single [    ] Divorced [     ]

4.
Religions: Christianity [    ] Islam [    ] Others [     ]

5.
Education Qualification: S.S.C.E [     ] ND [    ] HND/BSC [     ]

POST GRADUATE & ABOVE [    ]

SECTION B

1.
Will training and development on employee performance continue to be relevant in the economic activities? YES [      ], NO [     ]

2.
Will increase of staff result to the improvement job performance?


YES [      ], NO [     ]

3.
Do you think that the motivating factor provided by the government at the moment is effective and efficient to provide greater worker performance ? YES [      ] , NO [     ]

4.
Do you think provision of good working environment has anything to do with worker performance?. YES [      ] , NO [     ]

5.
Will the ideal of having other professional training in UBA Challenge Ilorin will be the best ideal. YES [      ] , NO [     ] 

6.
Computer cannot take the role of professional in UBA Challenge Ilorin but can only complement it. YES [      ] , NO [     ]

7.
Has UBA Challenge Ilorin created a place for their self in the affairs of Nigeria. YES [      ] , NO [     ]

8.
Has UBA Challenge Ilorin have been living to expectation in the economy structuring process. YES [      ] , NO [     ]
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