		
IMPACT OF WORKSHOP ATTENDANCE ON EMPLOYEE PERFORMANCE IN AM ORGANISATION

(A CASE STUDY OF KWARA STATE UNIVERSITY, ILORIN)
BY

ISIAQ FATIMAH NIFEMI 
HND/23/BAM/FT/0800


BEING A RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION AND MANAGEMENT, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES, KWARA STATE, POLYTECHNIC, ILORIN, KWARA STATE.

IN PARTIAL FULFILLMENT OF THE REQUIREMENT FOR THE AWARD OF HIGHER NATIONAL DIPLOMA (HND) IN BUSINESS ADMINISTRATION

JULY, 2025




CERTIFICATION

This research work has been read and approved as meeting part of the requirement for the award of Higher National Diploma (HND) in Business Administration Department, Kwara State Polytechnic, Ilorin.

__________________						_______________
Mr. ABDUSSALAM F.A							DATE 
(Project Supervisor)


________________							_______________
MR. ALIYU UMAR .								DATE 
 (Project Coordinator)


________________							_______________
Mr. ALAKOSO I.K.					DATE
(HOD of Department)


____________________						_________________
External Examiner 								DATE 



DEDICATION
This research work is dedicated to ALMIGHTY GOD who is the beginning and the end for giving me the opportunity through this course successfully and for sparing my life. 


ACKNOWLEDGEMENT
All thank and adoration to Almighty Allah the beneficent most merciful the king of all kings the creator of all creator, and may the peace and blessing of Allah be upon the noble prophet Muhammad (SAW) is household and those in is fool steps to be like day of judgment.
All seems to be like yesterday when I resumed in Kwara state polytechnic but thanks to almighty Allah who has been there for me throughout my journey in my ND program and made everything possible for me in my project works, ALHAMDULILLAHI 
I  am also grateful to my able experienced and brilliant academic supervisor in person of MR ABDULSALAM, who has relentless in his effort at ensuring a product of his standard and to all my lecture academic staff and non-academic staff of the business administration  and instituted of finance and management Studies, Kwara state polytechnic Ilorin. 
I sincerely express my profound gratitude to my lovely parent MR. and MRS.  GARUBA  and my guidance for them support and sell discipline in me apart from using their meager resources to train me you all so wonderful may you live long to enjoy the fruit of your labour.









TABLE OF CONTENTS
Title Page										i
Certification										ii
Dedication										iii
Acknowledgement									iv
Table of Content									v
CHAPTER ONE:  INTRODUCTION		
1.1 	Background of the Study							1	
1.2	Statement of the Problem							3
1.3 	Research Objectives								3
1.4 	Research Question								3	
1.5 	Research Hypothesis								4
1.6 	Significance of the Study							4
1.7	Scope of the Study								4
1.8 	Definition of Terms								5
CHAPTER TWO: LITERATURE REVIEW
2.1 	Introduction									6
2.2 	Conceptual Review								8
2.3 	Theoretical Review								9
2.4	Empirical Review								12
2.5	Gaps in Literature								17
CHAPTER THREE: METHODOLOGY
3.1 	Introduction									20
3.2	Research Design								20
3.3 	Population of the Study							20
3.4 	Sample Size and Sampling Techniques					20
3.5 	Method of Data Collection							20
3.6 	Instrument of Data Collection 						21
3.7 	Method of Data Analysis							21
CHAPTER FOUR: DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 	Introduction									23	
4.2 	Data Presentation, Analysis and Interpretation				23
4.3 	Discussion of Findings							30
CHAPTER FIVE: Summary, Conclusion and Recommendation
5.1 	Summary of Findings								31
5.2 	Conclusion									32
5.3 	Recommendation								32	
Reference									34
Appendix									35
Questionnaire									36
















CHAPTER ONE
1.0	INTRODUCTION 
1.1	BACKGROUND OF THE STUDY	
	To improve in productivity and efficiency in an organization, there is the need to develop, training and motivate employees so as to stimulate the achievement of the organization objectives. After performance appraisal has indicated or discovered that poor performance is as a result of inadequate skills and inability on the part of the employee, steps have to be taken to improve such skills and ability through training and in the case of management it is known as development. For success, every organization needs the act justices. Even experienced worker need to learn about the organization, its people, politic, culture and procedure I employment can meet all requirement of a job, training may not be important but no employee can be a little difficult. This is where training becomes important in order to increase the versatility and adaptability of employee. If jobs are simple, easy to learn and influenced by technological change. Sophistication and the complex society training is inevitable.	
Training is a process of updating old skills and developing new ones. This training is any learning directed towards the question of a specific knowledge and skills for the purpose of an organization that give out training to organization as well as the need of an individual employee in an organization. No wonder in December 1990, the commissioner of labour in his address to the 14th annual general meeting of Nigeria employee in training. Consultative associations (NECA) stress the roles of employer in training their employee to be able to carry out their responsibilities effectively. He said the development of human resources cannot be entirely the concern of our national education, it is also the responsibilities of institution capable of performing training functions.	
Every enterprise whether public or private does necessary consideration on the job training. Some of which are organize and some haphazard and incidental, if employers displays greater readiness many of them do so to invest in training. We hope more rapidly to supplement the work of education and other training institution. The case of Japan is a relevant example before adequate educational institutions could be established in Japan, private enterprises had their own programmes to skilled workers and you as employers no less than national leaders development planner and technical assistance agencies all over the world, must recognize importance of the development of human resources, without which we cannot overcome the continue storage of trained people as we strive to throw of bonds of economic backwardness and to activate the social and economic objectives of our development plan.	 
However, to do this, style of leadership is also very important as training itself. Leadership is the ability based on personal qualities of the leader elicits the follower compliances in a board range of matter. Also as a personal relationship in which one person directs, coordinates and supervises others in the performance of a common task. The work of motivating and coordinating group members has to be done either by branding the proverbial stick or by dangling the equally proverbial carrot. The former is more jobs centred while the latter is a nondirective group centred procedure. 
Therefore, management can determine the situation in which these leadership work best and then, select or train men so that their leadership style fill the particular job within an organization. Meanwhile, as the need for knowledge and skills that employee can use to cope with it, Good training is worth more than experience purse through the latter is still valuables.
	In the organization, the need for training show itself in many ways, these new employees must be instructed in their duties, and poor selection may necessitate specialized training. Individual employee who cannot perform certain aspect of their duties must be made equal to those tasks.
	Complete change of working method may come about from time to time. This necessitate training, information about new policies may have to be dissented. Attitude must be concerned and corrected. More so, without adequate training errors occupation, accident and misunderstanding will arise.
To sum up training of employees is a vital task for the management to be ensures increase in productivity and to stabilize or maintain ongoing performance of employees in the organization.
	Efficiency and effectiveness is the goal of every organization. In order to achieve these, there must be a system of training employees.
1.2 	STATEMENT OF THE PROBLEM
The research work was written to address some challenges facing an organization in term of training and re-training o workers to enhance effectiveness in an organization. Some of the problems are as follows:	
i.     How to find out the impact of training performance in an organization.
ii.    How to give necessary recommendation to the company in term of training workers development.
1.3 	RESEARCH OBJECTIVES
	The research identified the effect of induction training on employee performance in Kwara State University, Ilorin
. But specifically to research has the following objective
1.    To find out how training and development of employee contribute to the achievement of the goals of Kwara State University, Ilorin.
2.    To find out whether there are organizational issues that constrain training and development in the organization.
3.    To investigate how training and development needs of employees are determined.
1.4 	RESEARCH QUESTION
	At the end of the research, the following questions were answered.
1. Does training and development have an effect on the performance of employees or the achievement of organization goals? In kwara state University Ilorin?
2. What are the issued that work against training and develop in kwara state University Ilorin?
3. To what extent will training and development curb employee determinations? 
1.5  	RESEARCH HYPOTHESIS
Ho: There is no significant relationship between organizational issues and training and development in the organization.
H1: There is a significant relationship between organizational issues and training and development in the organization.
Ho: The training and development has no effect on employee contribution to the achievement of the goals.
H1: The training and development has effect on employee contribution to the achievement of the goals.
1.6 	SIGNIFICANCE OF THE STUDY
i.   ACADEMIC: This research work is significant to the academic endeavour of student of business administration as it serves as part it requirement for the award of national diploma.
ii.   THE COMPANY: It is significant to the company (case study) as it help them to know the importance of workers training in an organization.
iii. THE GOVERNMENT: It helps the government to introduce favourable policies that will checkmate of an organization in teams of workers training and re-training.
iv. THE SOCIETY: Is also significant to the society as it helps them to know the concept of training on how effective it is an organization.
v. THE RESEARCHER: Apart from the factory that it helps the research to attain national diploma in business administration it also helps to know the impact of training on workers performance in an organization.
1.7 	SCOPE OF THE STUDY
	The scope of this project is to Kwara State University, Ilorin and the areas which it tends to cover are training prospective efficiency. The cadre of staff being training and on what base is trained e.g in service.


1.8 	DEFINITION OF TERMS
EFFICIENCY: efficiency means the relationship between the achieved objective and the amount of resources consumed in the process i.e. ration of input to output.
TRAINING: This is a process whereby an employee is made to know something new which could help him in the performance of his task. This is also including knowledge and skill in the performance of this duty.
Training consists of imparting information. Change in attitude or imparting skill.
LEADERSHIP: leadership is the act of influencing the action or behaviour of the people to achieve goals in a given situation. It is the ability to move followers to action willing and enthusiastically without any compulsion and in this process to extract greater effort from such followers to then is normally the case.
PERFORMANCE: In the performance arts generally comprises an even which a performer or group of performance present one or more work of art to an audience usually the performers participate in rehearsals beforehand afterwards audience member often applaud.
ORGANIZATION: Is an entity by comprising multiple people such as institutive of an association. That has collective goals and is linked to an external environment.
WORKERS: Is defined as a manual labour of other employee working in a manufacturing industry.
IMPACT: Is the force of action of one object hitting another.
Ahmad, Z.K. and Bakar, R.A. (2003)







CHAPTER TWO
LITERATURE REVIEW
2.1 	INTRODUCTION
William Fitzgerald (1992) defines that training as a achievement of the understanding and skill for present the tasks. Next Gold stein & ford,(2002) described training as a systematic method for learning and development to increase person, team and organizational efficiency. It also support the opinion  of William Fitzgerald (1992) while Aguinis & Krieger,(2009) describes the significance of training by stating that it increases the employees job performance and bring other positive changes such as acquisition of new talents. Gansberge, (2003) defines development as a long-term process designed to enhance the potential and the effectiveness.
	According to past researchers, Locke and Lathan (2002) goals have a widespread influence on the worker behaviour and employee performance in the organization and management practice, this study as sited by Lunenburg (2011).
	Almost all modern organization have some form of goal setting operation. Such a program management by objectives(MBO),from management information system(MIS)and high performance work practices bend mark, a target  mark, and systems thinking and strategic design which include  the development of specific goals(LUNEBURG, 2011).The performance they achieve from that effort and reward they receive from their effort and performance based on the idea that people believe there are relationship among the hard work that they contribute at work place that a cognitive process theory o motivation is defines as expectancy theory (Parijat & Bagga, 2014).In other words, to desired rewards that  has a strong effort for a better presentation and that better representation will make a  path to the people that will be motivate if they believe it (Parijat & Bagga, 2014).
	According to the numerous study neisser (1967) identifies the main aspects of the cognitive theory has involve in the interaction among mental components and the info that is the procedure of this complex network as cited by client (1993). Cognitive psychologist do not obey a specific set of rules or methodologies in their investigation as site client,(1993). cognitive, such as behaviourism, which emphasized the role of the environment (Ertiner & Newby, 2013).By environment influences, in the social learning by indirect ,representatives and self-regulatory process, the social learning theory outlined in thus paper places the special emphasis in which receive the relatively little attention on the essential roles even in most current theories of learning. For the way one views the causes of human behaviour, these differences in governing process carry certain suggestions (Bandura, 1971). 
	According to Nassazi, (2013) did a research the on effect of the training on employee performance. The aim of this learning is to determine the effect of induction training on employee performance in Kwara State University, Ilorin. The total, question is 18 and have 120 respondent. Secondly, according to OTOO and ERIC (2012) did a research on the impact on training and development over employee performance on Kwara State University, Ilorin. The aim of this investigation is to know the effect of induction training on employee performance in Kwara State University, Ilorin, the sample data has collected is 50 of the senior employee. Third, according to Taylor Etial (2014) did an investigation on the effect on training and development over the employee performance and the productivity. The aim of this research is to study that training and development give an effect to employee performance and productivity, they use so of the questionnaire Forth, Laing (2009) did a research on effect of the training and development over employee performance at the public sector. The aim of this study is to know the effect of training and development over the public sector in the organization by a case study of Ghana port and harbors authority, they also did a personal interview.
	According to Ranya, (2016) most of the previous studies provides the evidence that there is a strong positive relationship between human resource management practice organizational performance. Next, according to Falola etial (2014) Training and development is indispensable strategic tool for enhancing employee performance and organizations keep increasing training budget on yearly basis with believe that it will earn them competitive edge and the results show that strong relationship exists between training and development on employees performances.
2.2 	CONCEPTUAL FRAMEWORK
It is one thing to recruit, select and place employee on jobs. It is another thing for them to carry out their responsibilities effectively. The chapter aim act analyzing the relevant opinion on the effect of induction training on employee performance in an organization.
	A training need exist when the gap between actual and require performance is not most economically met by training intervention, (Osborn,1981)
    	Training is the organized procedure by which people learn knowledge or skill of training is to achieve a change in the behaviour of these trained.
	According to McHill (1984).training consists of planned programme designed to improve efficiency at the individual group and organization task or levels.
	Traditionally lower employee were “trained” while higher level employee were developed (McGraw 1989) thus, its distinction focusing on the learning of hand on skills verses interpersonal and decision making skills.
	Properly organized training according to the chairman contributes to the efficiency and profitability of any organization.
	Training has been defined as the systematic development of the attitude knowledge, skills behaviour patter requirement by an individual in order to perform adequately a given task of job {Livy 1980}
	Edwin emphasized the point that training and development is the continuous process which flourishes best when the overall environment is such that manager are known to be interested in the development of their worker.
Pretty point out that these were an oblique references to the objectives were met. One way to keep in mind the training the phrases of training programme is to portray them graphically. In the form of model that illustrate the interaction among the phrases of the programmes.
2.3 	THEORETICAL REVIEW
Economics is the study of using resources to produce goods and services as effectively and efficiently as possible to satisfy the needs and wants of consumers. In agriculture, the producer of goods or services may be an agribusiness firm manufacturing a food product that meets the desires of consumers, or agricultural producers growing a crop to meet the needs of a food processor.  To produce a product (a good or service),  a business needs resources, such as labor (i.e., workers), land (e.g., a building), equipment, cash (capital) and other resources.  Restated:  to operate a business, the manager needs resources, and one of the manager's responsibilities is to decide which resources to use and how to use them.
Economic resources used in the production of goods and services can be categorized as
· Land (all natural resources),
· Labor (all physical and mental talents of individuals),
· Capital (all manufactured aids/tools/equipment used in producing goods and services, and cash), and
· Entrepreneurial ability (the initiator, innovator, strategic decision maker, risk taker, the relationship builder; restated, the person with the willingness and ability to initiate a business, innovate new ideas, bear the risk of owning a business, and establish business relationships with suppliers, customers, lenders, investors, and others).
The respective returns to these resources is often described as
· Rent for land;
· WAGES for labor;
· Interest for capital; and
· Profit for the entrepreneur.
That is, the owner of land is entitled to receive rent, the worker is entitled to receive a wage, the owner of capital is entitled to an interest payment, and the entrepreneur retains any profit.
Based on Economic Resources (and their return), McConnell and Brue. Economics 16th ed. Boston: McGraw-Hill Irwin. 2005.
The challenge for a business manager is to decide how to use these economic resources to profitably produce a good or service.

The primary differences between the two descriptions of economic resources are
· being a manager does not entitle an individual to the profit; a person must accept and bear- the risk that the business may incur a net operating loss to be entitled to the profit;
· market information and production technology are economic resources that can be bought, sold and controlled;
· persons who have information are entitled to be compensated for their information; and
· There is a need for business relationships and a business reputation, and there is value (be it a fragile value) in having a positive business reputation.
Precision agriculture is upon agricultural producers, for example.  Producers are using global positioning technology (GPS) to identify locations, sensors to monitor growing crops and livestock, and field equipment to apply seed, fertilizer and pesticides at variable rates.  Each of these technologies relate to information.  Access to such data and application of such information in deciding how to grow agricultural commodities throughout the season illustrate that the information age is truly upon us.  Accordingly, our explanation of economic resources needs to be refined to reflect these changes in the agriculture industry.
Similar statements can be made about changes in consumer tastes and preferences for agricultural-based products.  Information about consumer demand, about technology to produce products that align with such demand, and about delivering the products to the consumers also are components of the information age. 
Computer technology does not define the information age; computer technology is merely a significant tool for the information age.
Additional thoughts about the resource categories:
· Management is a type of labor and managers are entitled only to a wage (not profit).
· Business owners can own each of these resources and use them in their own business, or a business owner can acquire each of these resources from another person and then use the resources in the business, such as hiring an employee, renting land or borrowing capital. For example: 
· Capital is a combination of debt and equity capital.
· Land is a combination of owned and leased land.
· Labor is a combination of the owners' effort and employees' efforts.
· Information encompasses production technology and market information. 
· Market information includes information about both input and product markets; for example, where can an input be acquired and at what cost; or, where can a business find buyers for its product and what price are the buyers willing to pay for the business' product.
· Information can be 1) public, 2) private but available for purchase, or 3) private and unavailable; the implications of these three categories of information are discussed throughout these materials.
· Some resources do not fit neatly into just one category, for example, is it labor when a person knows how to produce a product (that is, a skill of the owner or an employee that is compensated with a wage) or is that knowledge/insight a type of information?
· Risk is a combination of 1) an ability or capacity to bear risk and 2) a willingness to bear risk; both are needed to assume or bear risk.  This combination (ability and willingness) is discussed throughout these materials. 
· A business can pay someone to assume risk, e.g., insurance; but risk also is altered or managed when the business owner pays extra for an input to assure the input is always available for the business operation, e.g., a farmer contracts that the feed supplier provides a delivery each Wednesday morning.
· A challenge for a business decision maker is to recognize that "if business owners pay for all risks to be assumed by someone else, no profit will remain for themselves".
2.3.1	INDUCTION SCALE THEORY
The induction scale theory was developed by Reichers (2000), 54% of induction programmes are presented within the first month of employment. It is recommended that induction programmes have phased implementation (Derven, 2008); however, the induction scale uses an element called “Personal Integrity” instead of rationalization. This personal integrity element is associated with each individual’s personal code of ethical behaviors. Ideally, these programmes take place after the first day of work and before the end of the first week, with activities spread over two to three hours each morning (Penzer, 1973). The length of an induction programme should vary between one and two weeks (D’Aurizio, 2007). The amount of time spent on induction-related procedures decreases with the passing of each month in the new job (Sussman, 2005). Butler (2008) recommends that an induction programme, containing information about direct reports, conditions of employment and required paperwork, should be delivered to new employees before their actual starting date. Reichers (2000), Personal integrity can be observed in both an individual’s decision – making process which can help in assessing integrity and determining the likelihood that an individual will have.
2.4	EMPIRICAL REVIEW
Induction Training
Foot and Hook (2008, p. 293) define Induction as; “the process of helping a new employee to settle quickly into their job so that they soon become an efficient and productive employee”. They also stated that the induction process helps create a favourable image of the organization for the new employee. “It involves the introduction of a new member of staff to the culture and environment of the organization, its policies and practices and to other members of staff” says Mullins (2002). Goyal (2007) agrees with this as he to defines it similarly as “the process of bringing/introducing/familiarizing a new recruit into the organization” and adds that “this program familiarizes the new employee about the culture, accepted practices and performance standards of the organization”.
However, though Induction programmes are highly praised by the masses, Bailey (2002) highlights that there is a one sided view on induction programs and states that “the problem with induction is that most induction training are geared mainly to achieving the goals of the organization and further to this she adds that, “these types of induction training tends to be full of formal legislative information and most individual will absorb little and retain less”. Though these statements seems true to some extent, Karve (2010) states that, “The aim of induction training is to facilitate seamless integration of newly inducted employees into an organization by achieving harmony and a sense of alignment between individual values and organizational values”.
These definitions demonstrate that the purpose of an induction program is to maximize the efficiency of new staff with the objective of allowing them to fit into the organization as quickly as possible. However, to ensure that this is achieved, the creation of a well-structured Induction training programme should be geared to benefit not only the employee but also the organization and their goals. Nevertheless, we can review who, within the organization is responsible for administering this training.
Who’s responsible for Staff Induction?
In many organizations, their idea of induction training is having an “unauthorized”, unfamiliar person “hurriedly” introduce the new recruit to immediate staff and briefly informed them of all that is expected of them within the quickest time (half day or so) however, when duty commands, this inductee has to perform as if he or she has been at the job for years; employers expectations are high however their concerns are low.
In an article done by Daniels (2010) of the Chartered Institute for Personnel Development (CIPD) entitled ‘Induction’, stated that “the main responsibility of induction training lies with the line manager however the overall responsibility of establishing the company’s induction policies, programs and courses is the responsibility of the Human Resource (HR) department and some parts of the actual training would have to be conducted by HR” (dependent on the size of the organization). McConnell (2007) interjects that though HR and or the Department manager are the ideal persons to carry out induction trainings; and that no one person should be responsible for doing the entire induction program; induction should be as interactive as possible. Kumar (2000) also concur that the line manager or supervisor are the best suited individuals for induction training however he also states that giving the responsibilities to one of the new employee’s coworker would make the new recruit gain a friend and add in the dissemination of personal as well as group information. Mullins (2002) also suggested that the active cooperation of managers, supervisors are ideal for the training however, appointing a ‘buddy’ is an effective induction tool for mentoring the new employee.
The authors suggest that though it is initially the responsibility of the HR department to design and formulate induction training programs, it is a best practice that the immediate managers or supervisors be the ones to carry out the actual training however, not just one person but a series of persons specialized in the field of training and department to which the employee is introduced to, example Health and Safety suggested by McConnell (2007).
Importance of Induction Training
In an analysis done by Gregg and Wadsworth (1999) shows in a survey of 870000 workers starting new jobs in 1992 that as many as 17 percent had left within three months and 42 percent within 12 months all of which could have been accredited to none or poor induction programs. In an attempt to familiarize new staff, and to help them settle comfortably into an organization, special programs have been designed; such programs as we have learnt are called induction program. Different organizations use these programs for a diversity of reasons, however as we will see, they all have common reasons that are important to them.
Some organizations refrain from conducting any induction programs as they believe that it consumes valuable company time and resources, that they are too costly and proves to spoon feed individuals who are being paid to produce. However, according to theorist, induction training is much more than that; it is important because it helps create a favourable image of the company in the mind of the new recruit thus establishing a valuable public relations tool, Foot and Hook (2008). McConnell (2007) also highlights that this type of training serves to make the employee feel empowered and as part of the team. Also mentioned, was that it aides the employee to “fit in”, and understand the company and enable the new employee to find his or her way around the organization and develop a feeling of pride and value.
It also contributes to staff retention as the new employee feel valued. Goyal (2007) adds that induction is important as it exposes the new recruit to the organization’s philosophy, employee’s rights, responsibilities, culture and values, as well as the physical environment. Robertson (2003) outlines that induction training is important as it focus a gradual transition of cultural change; it helps in the transferal of information or knowledge and aides in networking. The cost factor and time constraints of fast acting managers will always over shadow the long term benefits of conducting such a program. As the authors have outlined, the importance of the company’s existence will prove as Torrington et al., (2008) suggest; a reduction of turnover for the company. In an effort to estimate the time factor involved in these programs, we can look at time period for these types of programs to produce results.
Training Period
There is the discussion on how long an induction training program should be conducted. Most organizations try to squeeze an introduction within a day’s period but several suggestions have been presented on the length that this type of program should be done in order to get the best out of the new employee. Torrington et al., (2008) admits that there is no specific length for an induction program. They suggest that it all depends on the job, as for some it can be accomplished in a few days but for others it could last over a number of weeks. However, Pilbeam and Corbridge (2002) believes that it is activated during the ‘pre-engagement process’ and should not be completed until the employer and the employee are reasonably satisfied with the employment relationship. In their view, induction should be viewed in a holistic manner which makes recognition that the transition from candidate to employee may commence several months prior to starting work and continue for 12 or even 24 months into the employment. In agreement that no induction period should be done all at once, the Advisory, Conciliation and Arbitration Services (ACAS) Guide (2010) entitled, ‘Recruitment and Induction’ states that an “induction programme may be spread over several days or weeks, and may incorporate specific job training whilst Goyal (2007) added that it should be span across a period of time to avoid providing too much too soon which would lead into the employee being overwhelmed. In an effort to avoid information overload Mc Connell (2007) states that induction training should not be crammed into one day but should be spread over a period of a month.
Effects of Induction Training
When induction training is conducted, there are specific outcomes that the trainer or the organization will hope to be developed. However, some organizations have, whilst some don’t have the necessary resources to design training procedures that would encourage the appropriate learning outcome. When good or bad induction programs are conducted, particular results may be seen, some favourable and some not so favourable.
Effects of Good Induction
Goyal (2007) refers to good induction as retention and credits this to the employee becoming more engaged, being prepared to compete fiercely in competitive markets and helps in reducing attrition rates. ACAS booklet (2005, p. 2) credits induction as a key to improving motivation and performance, extends the range of skills of employees which enables them to become more adaptable, help employees become effective quickly. McConnell (2007) believes that a good induction program will leave the employee feeling empowered and a full part of the team, find their way around the organization faster, it reinforces the employee’s feelings of wanting to work at the organization, they become integrated and productive team members.
In a report by Von Rohr and Associates (2007), they state that “the effective induction of new staff members leads to their initial and ongoing engagement with their organization. It is also the first step in retention.” Organizations that realizes the importance of the induction training and embark on establishing such a procedure, needs to be very mindful as to not waste company’s time and resources by not taking the process incoherently. However, as outlined by the authors, a well planned, structured and delivered program will pose to be beneficial to the organization at all stages of the relationship.
Checklist of Induction Training
The authors of this chapter are in agreement that benefits derived from an induction program and more so an effective induction program. Many companies in their efforts to incorporate all that is necessary for the smooth and effective engagement of the new employee into the organization have outlined checklists that should be followed to ensure that all areas in the induction process are covered. Kandola and Fullerton (2005) expresses that, “if an organization’s induction processes are not effective, significant numbers of staff could leave relatively quickly and this could reflect on the validity of the selection processes.” Lamb (2009) states that “staff induction should be a series of ongoing activities for a new recruit; these activities provides the time and information the new employee needs to develop and understand what their role are within the organization”.
2.5	GAPS IN LITERATURE
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. 
	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 Concepts, a training firm based in the USA opine that trained employees 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, hard-working employee is crucial to business success. Similarly, when people lose their motivation, their productivity suffers. They become less productive, less creative; less of an asset to the organization (AllBusiness.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 Elton 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, employees need to be constantly motivated to ensure that there is no shortfall in productivity. 
Measuring the Impact of Training on Organizational Performance 
valuating the impact of investments in people (such as training) helps to justify the costs 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 many organizations do not try to measure it very rigorously. Evaluation is a systematic process of determining the significance or worth of subject, using criteria 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. 	Organizational 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, open to manipulation and therefore may be difficult to compare over time, or between organizations. Many measures do not necessarily capture the quality of a product or service and where part-time work is frequent and to be comparable, measures need to take into account hours worked (Page et al, 2006).
II	Employee Performance Indicators 
Tracking employee training and measuring training effectiveness is a key objective of any ER department. To ensure that there is adequate return on investment in training of new and current employees, the organization has to establish key performance indicators (KPI). KPI if created and tracked properly serve as a benchmark for measuring the progress of employees towards a set of broader based goals or objectives (Lilly, 2011). However, most organizations are faced with the challenges of developing a good KPI. Lilly (2011) suggests that quality key performance indicators for tracking employee training effectiveness should include: Measurable and quantifiable indicators; Competency based indicators; Linked to proficiency indicators; and Mapped to organizational and employee goals indicators.
CHAPTER THREE
METHODOLOGY
3.1 	INTRODUCTION
	This chapter focuses on the introduction of research design, population of the study. Sample size, data collection as well data analysis 
3.2 	RESEARCH DESIGN
	The type of research design concentrate upon is descriptive research in the sense that this helps in the collection of the information from the workers.
3.3 	POPULATION OF THE STUDY
	Population is the aggregate of element from which the entire group of them which the researcher wish to study and about which the plan is to generalize for this research work. The population of the study is made up of employees of Kwara state University, Ilorin comprising the managers both at the middle and lower level and other ranks of the organization.
	A sampling size of two-fifty (250) respondents was drawn from population using a systematic random sampling method.
3.4 	SAMPLE SIZE AND SAMPLING TECHNIQUES
	The sampling techniques employed in the data collection are mainly random sampling. This is adopted with the view to reducing the degree of bias and sidedness of the respondent opinion on the topic during the personal oral interview and distribution of questionnaires.
	Secondly the views of both juniors, middle and management personnel are well and adequately represented, a systematic sampling technique was used to complement the random sampling.
	A sampling size of two-fifty (250) respondents was drawn from population.
3.5 	METHOD OF DATA COLLECTION
	The data gathered as the information is from primary source i.e. the study of the research on the field link to the questionnaire of the organization.
3.6 	INSTRUMENT OF DATA COLLECTION
	The questionnaire was designed to accommodate the sample of the population under the study. It has open ended and close ended question. The open ended question resulted from the need to seek out individual opinion. In designing the questionnaire design reading was done on the subject matter. An append was trade to the responded to fill the questionnaire interpersonal influence on as individual answer. The questionnaires were distributed to the categories of staff sample.
3.7 	METHOD OF DATA ANALYSIS
	In the analysis of data, mathematical models are required. Dickson (1984) noted that mathematical models are used to reduce the mass mode of data analysis will centre on statistical techniques. A frequent count of all the responses obtained from the questionnaire in the selected question for testing was made. The responses here fall under the following heading:
i. Strongly Agree
ii. Agree
iii. Strongly Disagree
iv. Disagree
	A specific method of data analysis was carried out; the data collected was presented in tabular form. The chi-square statistical test was also used to explain the data on questionnaire. The questionnaire scale was based on the research hypothesis. The chi-square test is the comparison of sample frequently entered in the defined data category based on the assumption that the hypothesis is true (Kazmier, 1979).The chi-square is denoted by the symbol X given as follows
        X2  (Fo-Fc)2 
Where Fo the number of time variable understudy observed in the sample
Where Fo the number of time variable expected to occur in the sample assuming the null hypothesis
Where Fo_ Fe the different between the number observation o the variable and the expected number of occurrence.


CHAPTER FOUR
DATA	PRESENTATION,	ANALYSIS AND INTERPRETATION
4.1 	INTRODUCTION
	In this chapter we shall present and analyzed the result obtained from any questionnaires administered to respondents in this regard all response received from the respondent will be used to draw up the conclusion of this study.
4.2 	DATA PRESENTATION ANALYSIS AND INTERPRETATION
	Analysis for the demographic information on respondent sex, age, marital statues and educational background of respondent.
DISTRIBUTION OF RESPONDENT BY SEX 
4.2.1 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	MALE
	56
	37.5

	FEMALE
	94
	62.5

	TOTAL
	150
	100


Source: Field Survey, 2021
From the table above it shows that 56 of the respondent 37.5% are male while 94 of the respondent 62.5% are female.
DISTRIBUTION OF RESPONDENT BY AGE 
4.2.2 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	41 AND ABOVE
	75
	20

	21-30 YEARS
	95
	50

	31-40 YEARS
	80
	30

	41 AND ABOVE
	75
	20

	Total
	260
	100


Source: Field Survey, 2021
	From the above table shows that 95 respondent 50% were between age 21-30 years, while 80 respondent 30% were between 31-40 years and 75 respondent were between 40 and above 20%


DISTRIBUTION OF RESPONDENTS BY MARITAL STATUS
4.2.3 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	SINGLE
	95
	20

	MARRIED
	20
	60

	WIDOW
	15
	10

	DIVORCE
	20
	10

	Total
	150
	100


Source: Field Survey, 2021
	The above  information on the table shows that 95 respondent represent 20% were single, 120 respondent represent 60% were married while 15 respondent 10% were widow and 20 respondent represent 10% were divorce which show that married people were mostly employed by Kwara State University, Ilorin because of their maturity.
DISTRIBUTION OF RESPONDENT BY EDUCATIONAL BACKGROUND 
TABLE 4.2.4
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	SSCE
	56
	10

	NCE & OND
	44
	30

	HND & BSC
	50
	60

	OTHERS
	-
	-

	TOTAL
	150
	100


 Source: Field Survey, 2021
	From the above table, it show that 56 respondent indicate 10% were under secondary school certificate holder 44 respondent represent 30% were NCE & OND certificate holder and 60% respondent represent 50 were HND & BSC certificate holder.
QUESTION: DO YOU AGREE THAT TRAINING AND DEVELOPMENT ENHANCE WORKERS PERFORMANCE 
4.2.5 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	YES
	60
	90

	NO
	90
	10

	TOTAL
	150
	100


Source: Field Survey, 2021
	The above table shows that 60 respondent 90% said that they agree that training and development enhance workers performance while respondent representing 10% to against the option.
QUESTION: WHICH TYPE OF TRAINING PERFORMANCE IS AVAILABLE TO YOU
4.2.6 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	On the training
	50
	50

	Off the training
	45
	30

	Both training
	55
	20

	Total
	150
	100


Source: Field Survey, 2021
From the table it shows that 130 respondent representing 50% said that the method of training programme use in the organization is on the job training, 45 respondent representing 30% said it is off the training while 35 respondent representing 20% did both training.
QUESTION: DO YOU BELIEVE THAT TRAINING AND DEVELOPMENT IS NEEDED SO AS TO KEEP YOU ABREST OF CURRENT INNOVATION IN THE WORLD OF TECHNOLOGY
4.2.7 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	YES
	80
	100

	NO
	70
	-

	TOTAL
	150
	100


Source: Field Survey, 2021
	The above figure shows that 170 respondent representing 100% said yes. They agree that training and development is needed so as to keep you a breast of current innovation in the world o technology, while the remaining people said no.
QUESTION: DO YOU AGREE THAT NO EMPLOYEE SHOULD BE PUT ON A JOB WITHOUT SOME FORM OF TRAINING
4.2.8 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	YES
	120
	80

	NO
	30
	20

	TOTAL
	150
	100


Source: Field Survey, 2021
	The above table shows that 130 respondent representing 80% said yes that training no employee should be put on a job without some form of training while 120 respondent representing 20% go against the opinion.
QUESTION: DO YOU BELIEVE THAT TRAINING HELPS THAT OLD EMPLOYEE TO UPDATE THEIR SKILL ACQUIRE MORE AND NEW KNOWLEDGE 
4.2.9 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	YES
	135
	90

	NO
	15
	10

	TOTAL
	150
	100


Source: Field Survey, 2021
	From the table above it shows that 135 respondent representing 90% said yes that they believe that training helps that old employee to updating their skill acquire while is respondent representing 10% go against the opinion.
QUESTION: DO YOU BELIEVE THAT TRAINING SERVE AS MOTIVATION TO WORKERS
4.2.10 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	YES
	120
	80

	NO
	30
	20

	TOTAL
	150
	100


Source: Field Survey, 2021
	From the above it shows that 102 respondent representing 80% said yes that training serve as motivation to workers while 148 respondent representing 20% go against the option.
QUESTION: DO YOU AGREE THAT TRAINING ADD TO WORKERS QUALIFICATION
4.2.11
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	135
	90

	No
	15
	10

	Total
	150
	100


Source: Field Survey, 2021
	From the table above it shows that 135 respondent representing 90% said yes that the internal and external training of your council help than in any way while 15 respondent representing 10% go against the opinion.
QUESTION: DO YOU RECOMMENDED REGULAR TRAINING OF STAFF TO YOUR ORGANIZATION
4.2.12 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	25
	80

	No 
	125
	20

	Total
	150
	100


Source: Field Survey, 2021
	From the table above it shows that 25 respondent representing 80% said yes that they recommend regular training of staff to your organization while 125 respondent representing 20% go against the opinion
QUESTION: HAS THE INTERNAL OR EXTERNAL TRAINING OF YOUR COUNCIL HELPED YOU IN ANYWAY
4.2.13 TABLE  
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	135
	90

	No 
	15
	10

	Total
	150
	100


Source: Field Survey, 2021
	From the table above it shows that 155 respondent representing 90% said yes that the internal or external training council help them in anyway while 95 respondent representing 10% go against the opinion.
QUESTION: HAS YOUR PERFORMANCE IMPROVE AFTER THE TRAINING 
4.2.14 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	70
	100

	No 
	80
	-

	Total
	150
	100


Source: Field Survey, 2021
	Going by the data on the table above all the research population agreed that organization experience high performance after the training to the employee.

QUESTION: ARE YOU SENT FOR TRAINING BECAUSE OF NEW TECHNOLOGY
4.2.15 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	105
	80

	No 
	45
	20

	Total
	150
	100


Source: Field Survey, 2021
	From the table above, 205 respondent 80% ticked  yes that they were sent for training because of new development in technology while 45 respondent represent 20% strongly ticked no, this shows that the organization  mostly embark on training when there is new technology  development.
QUESTION: HAS THE ORGANIZATION PRODUCTIVITY INCREASE AFTER TRAINING
4.2.16 TABLE
	ALTERNATIVE
	RESPONDENT
	PERCENTAGE%

	Yes
	56
	90

	No
	94
	10

	Total
	150
	100


Source: Field Survey, 2021
	The table above shows that all the 56 respondent representing 90 indicate that the organization productivity increase more than expected after the training while 94 representing 10% indicate no.
TESTING HYPOTHESIS
	The hypothesis or research work would be tested by using the response gathered from the questionnaire distributed among dangote group of company flour mill workers chi_ square method will be used to carry out the test of hypothesis.
	Question
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	Total

	Yes
	60
	80
	120
	135
	120
	135
	25
	135
	70
	105
	56
	1,141

	N0
	90
	70
	30
	15
	30
	15
	125
	15
	80
	45
	94
	509

	Total
	150
	150
	150
	150
	150
	150
	150
	150
	150
	150
	150
	1650


 


	Yes chi square
	E (o_e)2 (r_1)
	(c_1)

	60
	150* 1141/ 1650
	103.72

	80
	150* 1141/ 1650
	103.72

	120
	150* 1141/ 1650
	103.72

	135
	150* 1141/ 1650
	103.72

	120
	150* 1141/ 1650
	103.72

	135
	150*1141/ 1650
	103.72

	25
	150* 1141/ 1650
	103.72

	75
	150* 1141/ 1650
	103.72

	70
	150* 1141/ 1650
	103.72

	60
	150* 1141/ 1650
	103.72

	56
	150* 1141/ 1650
	103.72

	(no observed)
	Expected
	E

	90
	150* 509/ 1650
	46.27

	70
	150* 509/ 1650
	46.27

	30
	150* 509/ 1650
	46.27

	15
	150* 509/ 1650
	46.27

	30
	150* 509/ 1650
	46.27

	15
	150* 509/ 1650
	46.27

	125
	150* 509/ 1650
	46.27

	75
	150* 509/ 1650
	46.27

	80
	150* 509/ 1650
	46.27

	90
	150* 509/ 1650
	46.27

	94
	150* 509/ 1650
	46.27



	O
	E1
	Co-6
	(O-E)2
	(O-E)2/e

	0
	0
	-0
	0
	0

	60
	103.7
	-25.09
	629.51
	7.398

	80
	
	-5.09
	25.91
	0.31

	120
	
	34.91
	1,218.71
	14.32

	135
	
	49.91
	2,491.01
	29.28

	120
	
	34.91
	1,218.71
	14.32

	135
	
	49.91
	2,491.01
	29.28

	25
	
	60.09
	3,610.81
	42.44

	75
	
	10.09
	101.81
	1.19

	75
	
	10.09
	101.81
	1.19

	60
	
	25.09
	629.51
	7,398

	56
	
	29.09
	846.23
	9.95

	70
	46.27
	-51.91
	25.91
	0.39

	30
	
	-37.91
	11218.71
	18.78

	15
	
	-49.91
	2,491.01
	38.38

	30
	
	-31.91
	1,218.71
	15.78

	15
	
	49.09
	2,491.01
	38.38

	125
	
	60.09
	3,610.8
	55.63

	75
	
	10.09
	101.81
	1.57

	80
	
	15.09
	727.71
	3.51

	90
	
	25.09
	629.51
	9.69

	94
	
	29.09
	846.23
	13.04


		DEGREE OF FREEDOM=(r-1) (c-1)
						=(2-1) (11-1)
						=(1) (10)
						=10
X2=0.05 level of significant at degree of freedom 10=18.3
Decision rule
Accept rule
Accept H1 and H0 this analyze that affect of training and development on staff performance in the private sector.
4.3 	DISCUSSION OF FINDINGS 
 	The table above demonstrate the result product by chi square method on the data collected from the respondent through questionnaire after applying chi-square method on the collection data of the effect among the training and development (independent variable) and employee performance and production (dependent variable) the above mention result has been drawn.
	Chi-square shows the significance of research.
According to the standard of the O(observation)yes is 1792, in this study above given demonstrate the O(observation) no values is 958, the model of the research is statistically significant .So the independent variable of  the study, training and development has significant relationship with dependent variables of the study, employees performance and productivity.
	The under standardized value of the mentioned table illustrates obviously that independent variable training and development has a positive impact on employees.


CHAPTER FIVE
	SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 	SUMMARY OF FINDINGS
	The study was conducted with a set of hypothesis which related directly to the researcher question. The fundamental hypothesis state that Kwara State University, Ilorin has been involve in training and development activities.
	Data collected from interviews with the respondents and supported by secondary data indicated that indeed training and development activities at Kwara State University, Ilorin is to enhance the performance of employee and they by achieve to improve individual and organizational performance. The second hypothesis for the study which states that the purpose of training and development of Kwara State University, Ilorin is to achieve individual and organizational performance is also clearly supported.
	Again, data and analysis support the hypothesis which state the policy fashioned to achieve the purpose of training and development is the provision of a coherently structured document for guidance and improvement in access to 67 training and development.
	Training policy exist at Kwara State University, Ilorin and an examination of the content of the policy indicate a clear structure for training and development which is implemented would improve access to training to all employee.
	Moreover, the finding reported in this study suggests that training and development have an impact on 6th performance of employee which regard to their job. This result is broadly consistent with prior management literature on training and development in order to gain more specific knowledge of training and development from the respondents and thus examined.
	These questions are focusing on employees. Participation in training selection for training method of training and relevance of training to work of the respondent. The above question has been of particular interest because they facilitate an understanding of the training practice in the companies under study. The result from the question on employee participation in training and selection for training indicate that their companies have good perhaps their policies regarding training and development as most of the respondent indicate that they have participated in training and that most of them were provided with opportunities to train under the compulsory practice of the company for all employee. In examine the questions relations to the training programme quality the result indicate that the programme undertaken by the sample companies are relevant as considered by the opinion.
5.2 	CONCLUSION
	Concluding all the activities of any organization is to achieve its stated objectives or any goals but how would these objectives be attained without a good course of personnel. The capability of the personnel determined that of the organization in achieving its stated objectives. Therefore, training of employee in an organization should not be and cannot be over emphasized. Training and development of employee is to meet the expatriation of the organization. This can be done through imparting knowledge, changing attitude, importing etc these should be done to cover all organization needs in terms of manpower.
	This significance of training to any organization craft (1964) say, the effect of mechanization and automation and the effected work unit is constant modification i.e. while some jobs completely eliminated new ones are created and the constant of other are changed necessitating different specification of education experience, personality and breathe of view point.
	These changed need a capable personnel to cope with, this unreliable suggest for training therefore, Kwara State University, Ilorin is developing its employees through effective training that is designed for them so as to use for the organization as well as individual employee.
5.3 	RECOMMENDATION 
	The aim and objective of every employee or workers be it government or non-government must be developed and economical development.
	The philosophy proposal is new to improve the state of labour within organization systematic approach training since the realization of an organization aim and objectives is heavily one the member of manpower through training programme by an organization.
	To get the best out of every employee in an organization here is used for continual and continuous training. Therefore, I recommend that, Kwara State University, Ilorin should embark on the following for the prospect and effectiveness.
i. Giving training opportunities to the employee on a continual and continuous basis.
ii. Training objective must be drafted in such a way that it relates to the organization objectives.
iii. Training programme must be trained to the specific office in which they are used.
iv. The organization should allow the employees to take a course that is related to the development of Kwara State University, Ilorin and the society at large.
v. It is also advisable that the management should not waste resources in training staff in field that are not relevant to the need of an organization or where they lack equipment necessary for the functioning of the employee.
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QUESTIONNAIRE
Please tick ( ) where applicable
SECTION A
Background information
1. Sex: Male ( )	Female ( )
2. Marital status: Married ( ) Single ( ) Widow( ) Divorce( )
3. Age: 21-30 years ( ) 31-40 years ( ) 41-50 years ( ) above 50 ( )
4. Education Qualification: primary school certificate ( ) WASSCE/GCE ( ) B.SC/HND/E.ED ( ) MASTERS ( ) 0THER SPECIFY ( )
SECTION B
 5. Which type of training programmes available to you, on the job training ( )off the job training ( ) both ( ) other specify ( )
6. Do you agree that training and development enhance workers performance: YES ( ) NO ( ) INDIFFERENT ( )
7. Do you believe that training and development is need so as to keep you abreast of current invocation in the world of technology: YES ( ) NO ( ) INDIFFERENT ( )
8. Do you agree that employees should be put on job without some form of training: YES ( ) NO ( ) INDIFFERENT ( )
9. Do you believe that training helps that old employees to update their skills acquire more and new knowledge: YES ( ) NO ( ) INDIFFERENT ( )
10. Do you believe that training serve as motivations to owners: YES ( ) NO ( ) UNDECIDED ( )
11. Do you agree that training add to workers qualification: YES ( ) NO ( ) UNDECIDED ( )
12. Has the internal or external training of your council help you in any way:  
YES ( ) NO ( ) INDIFFERENT ( )
13. Do you recommend regular training of staff to your organization: YES (  ) NO (  ) 
14. Is your performance improve after training: YES (  ) NO (  )
15. Are you sent to training because o new technology: YES (  ) NO (  )
[bookmark: _GoBack]16. Has the organization productivity increase later training: YES (  ) NO (  ) 
41

