AN ASSESSMENT OF STAFF TRAINING AND DEVELOPMENT AND ITS IMPACT ON THE OPERATIONS OF NON GOVERNMENTAL ORGANIZATION

ABSTRACT

This study examines the impact of Training and development on effective performance of workers in non governmental organization, it becomes imperative because of the poor selection of personnel's, lack of proper assessment and evaluation of employee's performance in the organization and the need to tackle the problems for efficient and effective performance.  

The findings discovers that majority of the staff of non governmental organization understood what Training and Development meant; believed that Training programmes have paramount increase effect on their skills in some particular jobs as well as having a positive contribution to the economic wellbeing of the organization. It is recommended that the importance of training and development is a vital and very indispensable tool in achieving an organizational efficiency and effectiveness. At this vantage point, it is necessary to embrace training and development concept to achieve effectiveness and efficiency in every organization to match with the current technological change and sophistications in the world.

CHAPTER ONE

INTRODUCTION

1.1  BACKGROUND OF STUDY
Some years ago, the concept of training and development were widely misunderstood and not fully appreciated in most Nigerian organization. Today, the situation has dramatically changed such that many organizations, business and non business organization have come to appreciate the need for employee development and training as a very important instrument for organization development.

Training and development date back to the beginning of man. In our own families, our parents direct the children on what to do. A little baby is trained / taught to sit, crawl, stand and walk. All these efforts are geared towards developing the child to gain essential skills for adaptability in this  environment. It is this training and development that guides the child as he grows and matures into adulthood.

The above make it clear that although once is qualified to be employed in an office, to perform once duty or the other, yet the staff employed needs to be trained for adaptability in his office environment.

As can even be seen from the Biblical aspect of it, in the book of Samuel chapter 30, David the king of the Israelites realized the importance of training and development. By selecting his distinguished six hundred soldiers he gave the special training and sponsored their scientific and special reading to enable them to satisfy advisory roles in his palace and ultimately meet the nations needs in having a well trained army. It has become increasing apparent to more and more organization that life/long learning    must become a reality for them to remain competitive in an increasingly demanding environment. Such learning can take place through training courses offered by the firm themselves or by outside suppliers of training and education.

According to Buke (vol 41, 1988; 731) it can also take place informally through learning and development on the job. There has recent literature Morrison (1992: and Burke (1994:28 suggesting the impact of both the number of development activities undertaken and their pertinences usefulness on a variety of work attitude and outcomes, such as self reported future career prospects.

Furthermore, training and development is seen as a continuous process, believing that money spent on training and development is money well spent.

According to Ubeku (1975:270) employee who have not received adequate training before assigning them with responsibility lack of necessary confidence with which to  carry out the job. It is evident that the main objective of any organization is profit maximization, complimented with cost minimization. Hence, it is prudent for organizations to manage their resources in the best possible manner. One of such ways is through the manipulation of its labour force in such a way as to yield the highest attainable effective operations.

In the past, organization did not fully accept the benefits of employees’ training just because the results were not easily identified and clear.

The Federal Government of Nigeria recognized the benefit of training and manpower development when they established the Industrial Training Fund  (ITF). Through the promogation of Decree No. 47 of 1971, the objective of which were to “promote and encourage employee training and development as well as the acquisition of skills to industries with a view to generating a pool of indigenous training manpower sufficient to meet the needs of economy”. With these objectives in mind, one realizes that it is very necessary for organizations to expect high productivity in order to accomplish organizational goals and objectives.

It is a truism that without production, the organization will not survive and such survival is usually predicated on the quality, quantity and efficient use of resources. 

All these cannot be achieved without the expertise knowledge and skill of the particular job coupled with the right attitudes acquired through training and development. Ogundele (1983:35) stresses that the success of an enterprise depends on the effectiveness of the human resources, the skill and the enthusiasm of the employees.

He observed that a set of objectives will not be achieved if there is no competent employees to effect such objectives. He argues that human development could be effected by the employees concerned through trial and error but error but better by the organization, through as well planned training scheme or programme.

He argued that the question should not be whether or not to train but the type of training to be employed. He concluded that human resources are rather scarce production factors which must be intelligently handled.

This brings us to be the importance of labour. Likert (1967:11) lie of taught is that “all activities of any enterprise are initiated and determined by the person who make up that institution”. The importance of labour force are two folds. First, its indispensability in the organization set up. Second is its unpredictable nature. Mainly because of the later, it is very necessary to take special care of this factor of production i.e labour.

In actually, no man is indispensable but suffice it to say that there are costs associated with recruitment and orientation or new staff. The profit the organization would have reaped from having this in mind, my aim in this research paper is to highlight the influence of staff training and development on effective  operations and hence after make recommendations from the empirical findings.

THE IMPORTANCE OF STAFF TRAINING

After an employee has been selected, placed and inducted he should also be trained. Training is the act of increasing the knowledge and skill of an employee for doing a particular job. No organization has a choice of whether to train or not, the only choice is that of method, if no planned training programme established this has not eliminated training costs. The employee will train himself by trail and error or by observing others.

The establishment of a sound training programme serves the interest of both the management and workers. Training is valuable to the employee in terms of better security and greater opportunity for advancement within or outside  the present organization.

Other values of training include: -

a. INCREASED PRODUCTIVITY: An increased in skill usually results in increase in quantity and quality output. The increasingly technical nature of modern job demands systematic training to enable even minimum, levels of accomplishment.

b. HEIGHTENED MORALE: The possession of needed skills helps to meet such basic needs as security and ego satisfaction. Elaborate personnel and human relations programme can make a contribution toward moral but they will be of little use of employees do not possess the necessary knowledge, skill aptitude and altitude to perform their job.

c. REDUCED SUPERVISOR: The trained employee is once who supervise himself. Both employee and supervisor want less supervision, but greater independence is not possible unless the employee is adequately trained.

d. REDUCED ACCIDENTS: More accidents are caused by deficiencies in people than in equipment and working conditions. Proper training in both job skills and safety attitudes should contribute towards reduction on the accident rate.

1.2 Statement Of Problem
The failure of the first and second development plans of Nigeria according to Adebayo where partly attributed to inadequate and lack of trained manpower to handle the development plan as programmed. Since the country has been experiencing low productivity due to the dearth of training personnel.

According to Sam Aluku (1984), “productivity cannot be increased due to inadequacy of personnel, crude implement we are using in local government for instance health for all by the year 2000, the goal set by the world health organization for its member nations called out be achieved because of manpower structural inadequacy and lack of material drug, etc.

The problem of this study therefore, is to analyze the inherent disadvantages that has followed this lack of in –service training of personnel and proper solutions that if religiously adopted, would enhance employee effectiveness, world capacity output as well as place the country among the community of industrialized nations with adequate trained wealth personnel for the improvement of health service generally. In-service training have become a “sin qua non” for higher productivity.

To carry out this research, the researcher posed the following research questions:

1. How often does non governmental organization conducted in-services training programmes for her workers?

2. Does non governmental organization have staff training programmes?

3. Has staff on in-services training any contribution to the development of local government?

4. How adequate is the existing training programmes of non governmental organization.

1.3 Objective Of The Study:
The objective of the study is to:

a. Ascertain the extent to which non governmental organization organize in-services training and development programme for its workers.

b. Examine the extent- to which the in-service and development programmes organized by non governmental organization have positively influence higher productivity.

c. Identify the hindrances to effective training generally and non governmental organization in particular; and

d. Determine the extent of damage done by inadequate manpower training in local government.

1.4 Significance Of The Study
This research work will help the local government any organization as well as individuals in assessing the effect of training and development on employee productivity.

The research finding would also helps policy marker and management consultants to adopt adequate strategies in employee training and development.

It will help the non governmental organization in general and local government commission in particular to appreciate the importance of training and development to employee productivity. The study will guide the goods government of Yaba to identify areas of training needs to improve workers productivity.

Finally, the work would highlight the effect of training and development on employee productivity to the administrators of various ministries in the local government who do not give service attention on training and development of employee.

1.5 Theoretical Framework
In view of the topic of this project the researcher is exposed to many management theories, otherwise known as classical theory of management. The scientific management was propounded by one of the earliest management scientific F.W. Taylor.

Scientific management school comprised those who first applied scientific principles to management with a view of aiding increased productivity and efficiency in the work place. Their work formed the basis of the further development of other management thoughts. In the beginning of the 20th century therefore, most of the previous management and practices were found to be inadequate with to meet the needs of the causes of inefficiency in the management of an organization and experimentation to find more efficient methods and practices. It was from such experiments and observations members of the group where referred to as the classical school, being pioneers in the drive for a systematic approach to the management process.

Summary, the scientific management involves the following principles:

All managers most be trained to use scientific principles replacing the old rule of thumb methods for solving problems.v

Managers should select and train workers rather than let them choose their work habit and procedures.v

Managers should divide the work possible between themselves and workers.

That managers should cooperate motivate the workers the workers tov ensure that all work is done in accordance with the scientific management.

The scientific management theory therefore from a good guide for this study since in emphasized the training the development of employee for the higher productivity and attain organizational objective.

1.6 Scope Of The Study
The researcher is aware of the existence of other agencies that train employee in Nigeria. It is outside the focus of this study to research other agencies. The main focus of this study if find out the impact of in-service training and development of employee in non governmental organization. The interest of the study is relevance to training and development, the extent of achievement and the extent to which these have helped to improve employee productivity.

The geographical coverage of the study is non governmental organization. The local government is located south east of the country. The study will focus on the activities of in-service training and development in the commission. The effect of training needs in other ministries or agencies in non governmental organization and other local government in federation can only be alluded to as a way of using such impacts to classify what happens in non governmental organization. However, such performances in other part of the state will not in themselves constitute subject for study.

1.8 Hypotheses
Hypothesis 1. 

H0: There has not been a significant effect of training and development on employee’s productivity.                    

Hi:There has been a significant effect of training and development on employee’s productivity.                    

Hypothesis 2

H0: There has not been improvement of training and development in on employee’s productivity.

Hi: There has been improvement of training and development in on employee’s productivity.

hypothesis 3

Hi: Staff training in non governmental organization exist as a matter of government polices.

hypothesis 4

H0: Lack of in-services training has adversely affected the job performance of workers in non governmental organization.

hypothesis 5

H0: Insufficient budgetary allocations have militated against government training programmes in non governmental organization.

hypothesis 6

H0: Political influence affect staff training in non governmental organization.

hypothesis 7

H0: Ethnic or geographical location affect staff training in non governmental organization.

hypothesis 8

H0: On –the- job training is the most popular training programme in the non governmental organization.

1.9 DEFINITION OF TERMS

It has become necessary to define certain concepts, term and acronyms used in this project in order to gained ear audience on what we used these terms for in this project. Local government: A local government is a system of subordinate government made up of elected representative of people which has territorially defined constituency, corporate personality, power and functions to exercise in their locality.

In-service training is education for employee to help them develop their skills in a specific discipline or occupation. In-service training take place after an individual begins work responsibilities.

Job performance is how the employee is carrying out its job and ability to operate efficiently in relation to consider how successful it is.

Employee: Is a person who works for somebody or company in return for wages.

CHAPTER TWO

LITERATURE REVIEW
2.1 
INTRODUCTION 

This chapter deals with the review of existing literature or previous works to show how the research work relates to or derived from the previous works done by others in the subject matter under study. 

2.2 
TRAINING 

Manpower has been recognized as the major and critical economic factor in a country's development process. The importance of the human resources capital could be pointed out in the words of Agbe (1999) the acting general secretary, general of Senior Staff Association of utilities, strategy corporate and Government companies (SSAUSCGC) who said "it must be appreciated that the economy of a nation is dependent on the human capital for its growth and development and utilities are the prime movers of any economy". 

Hence, management of change and important Phenomenon in management science enables employees to cope, adapt and manage environmental changes in order for development to take place and for organization to survive in a highly competitive environment, therefore it is important and compulsory for an employee to develop his skill along with the development that is taking place in the organization through constant and effective training Laves (1987). 

An organization whether public or private exists and grows because it provides goods and service to the community, which the community sees as worthwhile. 

However not every employee works at the level established by the standard of performance for the job he/she holds. 

According to Kontz (1984) the performance of any organization depends on the training designed for the employees because the skill and knowledge acquired from the training will be transformed into quality service that will facilitate customer satisfaction, and improved customer patronage. There will always be a yardstick for measuring and comparing the actual (set standard) and the expected performance of employee in all organizations. The difference between the set standard and the expected is the vacuum / gap that needs to be filled through training and development. The growing demand for executive talent combined with new technological advances and ever-increasing complex and dynamic environment necessitates the preparation and reward of human resources. This explains why there has been rapid growth of firms budgeting more funds for training and development because ''the businesses that will succeed in the next decade will be ones led by people of knowledge, visions and imagination". 

Training as defined by the oxford dictionary is the process of bringing (a person or animal) to a desired state of standard efficiency etc by instruction and practice". 

Beach (1975), stated that "Training is an organized procedure by which people learn knowledge and skill for a definite purpose". 

Brown (1975) assured that training is designed to improve the ability of employees to perform present or future duties more effectively. 

Warren (1979) also saw training as "one management tool used to develop full effectiveness of an essential resource of its people' i.e. to him training is a development tool for full utilization of resource of a particular organization. 

Development: is the building of an efficient and stable work force. It involves the process of assisting employees in attaining a level and quality of performance that meet their needs and those of the organization. 

It could also be seen as a systematic process of training and growth by which individuals gain and apply knowledge, skill and attitude to manage organization effectively. 

From the Training and Development involve the acquisition of specific knowledge, attitudes, skills, instruments and experience to make optimum use of human resources to achieve organizational objectives. 

According to Taylor (2010), the management scientist, the importance of training and development cannot be overruled as it is universally accepted as vital input of improving employees' skill and knowledge. 

2.3 
PROCEDURAL APPROACH TO TRAINING 

Training can be very tasking if not carefully planned and supervised. Hence a systematic approach to training should follow thus: 

i. 
Jobs are anlaysed and defined. 

ii. 
Reasonable standards of performance established perhaps by reference to experienced employees. 

iii. 
The employees being considered for training are studied to see if the required performance standards are being maintained. 

iv. 
The difference (if any) between (ii) & (iii) is considered. It is often called the training gap, though it may be Party due to faults in the organization, poor materials or defective equipment. 

v. 
Training programs are devised to meet the training needs in (iv) above 

vi. 
The performance achieved after the training in measured. If the training programme has been successful, the performance set in 

vii. 
Will be achieved (ILO 1981) 

2.4 
ASSESSING TRAINING AT DIFFERENT LEVELS 

Dividendi (2008) pointed out in his book, "Superficial commitment to training that ''the basic problems of training are caused because of unattainable top, a confused middle and frustrated bottom in the management hierarchy: 

Therefore the personnel managers task in this aspect is to ensure that training and retraining is organized for all categories of workers no matter their previous experience and qualification or training. 

However, the main levels of training include the following: 

Induction training 

Junior staff training 

Supervisor training 

Management training 

INDUCTION TRAINING 

Irrespective of his or her experience or qualification, every new employee of an organization must go through induction training programme. This is to introduce the newly engaged employee to his or her environment (Benga, 2000) undoubtedly, when a worker resumes for work in an organization for the first time, everything will be strange to him. The premises, the people, tradition rule and even the machines used in the organization. Therefore, for him to function effectively, he must become familiar with these factors. Thus, induction training enables the worker to understand: 

The brief history of the organization, structure and purpose, 

Names of various department heads and the various departments. 

The employee should be made to understand his duties in the organization 

The rules of working, safety and healthy regulation. 

Policies regarding discipline, training, promotion, holidays method of computation and date of payment of salaries (Benga 2000). 

JUNIOR STAFF TRAINING 

The training of junior staff should include clerical officer, secretaries, copy typists e.t.c at the lower grade since they are regarded as the future supervisors and managers. The type of training given to them should be based on the job they are placed to do. 

In order for them to really understand the significance of the training, they should not only be told what they have to do, but also why things are done in that way  (Banjoko 1980). 

SUPERVISORY TRAINING 

A worker who shows excellent performance at work may not automatically become a good supervisor, when promoted. A good supervisor should be able to motivate, control and lead his subordinates. He must be able to delegate, maintain firm but friendly relationship with subordinates, communicate freely with upper level of management and must be able to identify and solve problems involving decision making. For these skills to be highly developed, he has to undergo proper training in order to cope with his functions effectively (Banjoko 1987). 

MANAGEMENT TRAINING AND DEVELOPMENT 

Ubeku (1984) defined management training "as the process of developing managers" knowledge, skills and attitudes through instructions, demonstration, practices and planned experience to meet the present and future needs of the business. "Basically, the training and development of managers can be on-the-job training which may involve job rotation, coaching, through planned work, committee assignments, staff meetings e.t.c. It could also be off-the-job activities consisting of courses (in-plant), seminars, and meetings, planned readings, advanced overseas management course. 

2.5 
IDENTIFICATION OF TRAINING NEEDS 

As pointed out by Warran (1979), it is the mission in the development and maintenance of human behaviours and performance required by an organization to meet its objectives. 

The effectiveness of training system is not measured by the number of programmes it produces, but by the contributions of those trained to the organization's goals. 

A company, which does not identify the training needs of the organization and that of the trainee, may embark on a programme, which is wasteful and unprofitable to the organization. 

In order to know what skills the job requires, it will necessary to do a job responsibility involved in the job. 

Cole (1980) defined ''training needs as any short fail in tenets of employee's knowledge, understanding, skills and attitudes against what is required by the job or demands organizational change". 

In His own assertion, Armstrong (2005) believed that training need exists when there is a gap between what someone can do and what he should be able to do. 

Other descriptions for identifying training needs are: 

1. Identify overall corporate requirement for skill by studying the complication and expansion changes. 

2. 
Use performance assessment to measure the extent to which individuals or groups of individual home gap in knowledge or skills. 

3. 
Use job analysis to define the requirement of the individual jobs in terms of skills and knowledge. 

There are basically 3 main areas in which training needs may be applied. 

The Organizational Level 

At this level, it may be discovered that the company's productivity is falling, the company's sales are on downward trend And the rate of absenteeism is on the increase. 

The occupation level 

At this level, it may be noted that, Attitude to work is low, poor knowledge of the job and Workers performance is below average owing to lack of skills. 

Individual Level

The following basic questions may be asked to assess the training needs of the individual employee.

What does worker have to do? 

What particular skills does he need to acquire to do the job effectively? And what must he be taught to do? 

2.6 
METHODS OF TRAINING AND DEVELOPMENT 

Many factors will determine the type of training method to be adopted by an organization. Such factors include: 

The cost of training, Time availability, number of persons to be trained, Depth of knowledge required etc. 

However Beach in his book "The management of people at work" identified the following methods: 

FOR MANAGERS 

ON-THE-JOB - TRAINING (OJT) 

With OIT, the person learns the job task by actually performing the job using this approach, the superior, on -one-to- one basis is given an opportunity to teach by example. To be productive, the coach or the counselor manager must have a thorough knowledge of the job as it relates to the firms goals. 

To improve the effectiveness of OIT, Fisher (1997), offers three requirements that must be met: 

(i) 
OIT should be operated as a joint effort involving both the superior and the subordinate.

(ii) 
The superior is responsible for creating a climate of trust.

(iii) 
The superior must be a good listener 

However, this method has the advantage of permitting the trainee to have access to the actual equipment and in the environment of the job. The disadvantages include the fact that the learners can be influenced by the bad attitude of the trainer, and the success of the system depends on the immediate supervisor (trainer). This implies that the personnel unit has a major responsibility for making a good and effective teacher out of every supervisor. 

CASE STUDY 

When a case study is used, the student is provided with a simulated business problem. The individual is expected to study the information given in the case and make decisions based upon the situation. This is very predominant in graduate, professional schools, (Elizabeth Barling 1959) 

JOB ROTATION 

This involves moving employees from one job to another for the purpose of providing them broader experiences. This added knowledge might be needed to performing higher level tasks. It has the merit of providing the worker the opportunity of learning new skills since he's being moved from one responsibility to another thus exposing him to different problems, variables etc. It's expensive since it reduces productivity. Individuals are not really permitted to remain long enough to really learn its essential elements, (Kirk Patrick 1975) 

INTERNSHIP 

This programme usually involves university, professional student. They divide their curriculum time between attending classes and working for an organization which could provide relevant experience. The internship normally provides an excellent means of viewing a potential permanent employee at work. 

CONFERENCE 

This is a widely used instructional approach, which is based on discussion. If properly managed, it can be highly effective. In this approach individuals with common interests are brought together to discuss any attempt to solve business problems. 

The main thrust of the conference method of learning is to provide for participants an environment in which they can solve problems, which are occurring in their everyday activity, (Julius Onah 2005). 

One of the merits of this method is that the trainees are not forced to submit passively to the instructor's point of view. It's an excellent method of reducing dogmatism and modifying attitudes. 

However, it has the disadvantage of only being applicable to a small group. 

TRAINING POSITIONS 

Here trainees are given posts immediately under a manager often with the title of "assistant to". Such assignments give the trainees a chance to work with and model themselves after outstanding managers who might otherwise have a little contact with them. (Julius Onah 2005). 

UNDER STUDY ASSIGNMENT 

Under this approach, the trainee is made to understudy the manager. It has the advantage of being less costly than that of on the-job training because normal equipment is usually used in normal surroundings. However the demerit may be that the person being understudied may not want to reveal all the facts relating to the job. (Onah 2005). 

THE TRAINING OF OPERATIVE EMPLOYEES 

Apprenticeship Training: This method combines classroom and on-the-job training and is traditionally used in craft jobs such as plumbing, barbing, carpentry baking, photographing etc. The training period varies according to the craft. 

Vestibule Training: This involves the use of equipment, which closely resembles the actual equipment used on the job. However, the training takes place away from the production areas. A major advantage of this approach is that it removes the employee from the pressure of having to produce while learning, but rather learning the skills required by the job is the main emphasis of the approach. 

Audio Visual Media: This involves the use of videotapes, film, closed circuit television, slide projectors, flip charts, and chalkboards and so on. These devices have been found to play a useful role in training and development programme. This position is justified by the fact that the learner learns both by seeing and hearing simultaneously (Stewart 1998). 

2.7 
IMPORTANCE OF TRAINING AND DEVELOPMENT 

Countries all over the world have accepted training and development of human resources as important factors for rapid economic, social and political development. The Federal Government of Nigeria has never been aware of the obvious importance of training and development at all levels by their employers in preparation for greater responsibilities and efficiencies in the performance of jobs! Tasks. This has been buttressed in the address of the then commissioner for labour who in 1910 December, during the Annual General Meeting of Nigeria Employers Consultative Association stressed the role of employers in training their employees to be able to carry out their responsibilities effectively. (Julius 2001). 

Besides, bodies established by the Federal Government, there are many other Professional bodies whose main aim and objectives are to train and develop manpower at all levels. 

These bodies are: 

Nigeria Institute of management chartered 

The chartered institute of Bankers

Institute of personnel management

Nigerian institute of Journalism

Institute of chartered accountants of Nigeria 

The certified institute of shipping. 

These bodies train and develop employees of different organizations by conducting workshop, lecturer seminars etc. 

The Federal Government also manifested the importance of training and development in the establishment of the following bodies. 

A.  
The Industrial Training Fund (ITF) was established in 1971 to ensure there is adequate trained manpower to run industry and commerce in the country. Funds are usually provided by the Federal Government of Nigeria to the institution to be used in the promotion and encouragement of the acquisition of skills in industries and commerce with a view to generating a pool of indigenous trained sufficient to meet the National Economic need. The fund is expected to assist persons or organization in training readiness for employment in industry and commerce. 

B. 
Centre for Management Development: This was also established by the Federal Government of Nigeria 1976 to stimulate, promote and co​ordinate management education, training and development of throughout the country. It has the general responsibility for promotion and co-ordination of management and development of small scale industries and had in recent times been active in management training in the private sector. 

C.  
The Federal Government also established the Administrative Staff College of Nigeria (ASCON) by Act 39 of 1973 for the training and development of high level administrative personnel in the Civil Service. The College also provides and arranges for comparative study and investigation of the principles and techniques of management and administration, and for the exchange of ideas and experiences, and for the promotion of a better understanding between persons connected with management and administration in the various spheres of life. It is also to conduct research into problems of management and administration arising in different spheres of National life. 

The body also organizes and facilitates study course, conferences, lectures, seminars and workshop to promote the aforementioned objectives. With the establishment of various bodies therefore one would definitely believe that the government has been trying very hard to train and develop resource in the country. 

This importance of training and development vis-a-vis the growth of an organization cannot be over emphasized. It could also be looked from these perspectives. 

1.  
Training reduces learning time to reach acceptable performance standard. 

2.  
Improved performance on the present job. It helps to increase the efficient and effectiveness of staff performance on the job. 

3.  Training of factory workers including supervisory and daily employees can reduce turnover, absenteeism, accidents and grievance rates. 

4. 
Training could be used to meet the manpower needs of a company. It is also helpful to firm which desire change in their operating system. In that respect they have to involve training in their staff to acquire necessary skills in the new system. 

2.8 
EVALUATION AND VALIDATION OF TRAINING PROGRAMME 

The bloom taxonomy of Education objective (1964) defines evaluation as most complex mental skills and can be done effectively only after knowledge is acquired, comprehended applied, analysed and synthesized. Patrick (1975) and Warren (1969) contended that evaluation should be done in terms of the trainee's performances on their jobs after training. 

The evaluation of training is part of the control process of training. 

A company has to evaluate its training programme in terms of: 

The needs which were identified and which was expected to be met by the training.

The cost involved: evaluation methods aim to obtaining feedbacks about the result or output of training, and this feedback is used to assess the value of training with a view to improve where necessary.

Like control process, training evaluation is firstly concerned with setting appropriate standards of training which may take the form of policies, objectives, external standard.

And the more precise the standard set, the easier it is to evaluate the success of training. There is need to pretest the trained before the performance to establish his/her present skill or to posttest after training to find out whether there is improvement as a result of the training. 

When the cost of training is compared with the financial benefits accruing to performance of the trainees then the validation may be extended to evaluation. 

Ubeku (1984) asserted, "What training is concerned with is to determine whether changes in skills, knowledge and attitude have taken place as a result of the training. 

Money spent now to train an employee will be repaid back in future years in the forms of greater efficiency and therefore could be viewed as investment. Throughout training literature, money spent on training is defined as a monetary cost. When management accepts training as one of the necessary tools for the efficient operation of the business, then the question of evaluation must be given serious attention and action. 

It is from this careful and critical evaluation that the following discoveries are: 

a. 
Whether the money spent on training is producing the expected result the company needed. 

b. 
What improvement can be made to the training Procedures in order to reduce cost and improve organizational effectiveness? 

Kirk Patrick and Warren (1975) recommended the evaluation process, which should follow the following stages: 

Design the programme of learning 

Determine performance objectives i.e. what leaner should be able to do upon completion of the programme of learning. 

c. 
Select indicators i.e criteria for measuring units of work per hour, number of sales, number of grievances, scraps etc. 

d. 
Design data gathering mechanisms and form feed backs from the participants. 

e. 
Select trainees and training methods 

f. 
Conduct the programme and gather data on the Programme 

g. 
Analyze the data 

h. 
Evaluate the program and 

i. 
Change the program as indicated by the evaluation. 

Evaluation of training therefore is said to have two major aspects: The first is the assessment of whether or not the training would result in behavior which will further the achievement of organizational goals. 

The second is that of comparing various possible means of techniques of training to determine if anyone or combination or techniques is superior for the purpose of achieving the desire results. 

Validation on the other hand in the name given to the process of measuring the change which takes place in training. For instance, if a manager has undergone training which has been designed to create a desire for more responsibility and this reacts well to the experiences, the validity will be high, but if the organization is unable to offer him the desired responsibility, he may become dissatisfies and resign his appointment which could be against the interest of the organization. 

VALUE OF TRAINING AND DEVELOPMENT BENEFIT FOR THE EMPLOYER 

Hogerth et al (1996) asserted that effective training and development contribute significantly to the competitiveness, productivity, and quality of services to customers. The benefits to employees include 

(1) 
Trained and developed employees could be retained much longer than recruited fully trained workers. Evidence suggests that recruited fully trained workers tend to leave much sooner than employees the organizations had trained themselves. 

(2) 
Training and Development programmes help to impact the "right attitude" to the employees, "attitudes" are often just as important as skill and knowledge acquisition. 

(3) 
Training and development programmes cost less on the long run. The long run benefit of training outweighs the short-term costs. 

(4) 
Training and development programmes help in improving efficiency, which often results from savings from material costs due to reduced wastages, improved delivery performances improved quality. 

Given the breath of these benefits, it's hard to understand why so many organizations fail to train their employees systematically. While most employers would agree that training and development is a 'good thing" there are some factors, which deter them from investing in such programmes. Hogarth cited two reasons: 

(1) 
Perceived cost of training and 

(2) 
A real concern about employees learning once trained. 

BENEFIT TO THE INDIVIDUAL 

Many individuals consider that training has economic advantage as it helps to gain promotion, derive ample interest in their work, and making them more marketable. A survey carried out by Park (1994) of individuals attitude to learning found that over two-thirds of respondents thought people given training find their jobs more interesting. 

More than half though that those who received training at work got promotion or better pay and over three quarters felt that they were marketable and employable as a result of training. Employees of ten consider training to be at the top of their preference. 

Gallie et al (1993) in the employment in Britain survey found provision of training was near the top of people's preferences about what a job should offer. There is therefore the need for employers to invest in training to harness the interests of individuals, as well as improve the operations of the training market. Making it easier for them to define and obtain from internal and external providers the training they require. 

2.9 
THEORETICAL FRAMEWORK 

The purpose of discussing manpower structure and meaning system is to ensure how it contributes to organizational productivity, efficiency and effectiveness. By ensuring this, an organization is able to maximize its aims and objectives. 

The theoretical frame work of this study will make use of human relation theory to elucidate the impact of training and development in every organization. Hence training is a way of enhancing technical competency of employees at work place, therefore to the work of human relation (Psychology) crusade, training is of utmost important in motivating and instigating employees for more effective and efficient performance which in turn will escalate the level of productivity (Osman A.M 1998). 

This theory was super headed by Elton May o etal in the same theory of human psychology, victor v room (2002) opined that training is one of the factors and virtues that influences the performance of workers in an organization in his expectancy theory. Another exponent of behavioral theory recognized on, training was (Elliot Jacques 2008) in his equity theory. Also there are so many other behavioral theorist who in one way or the other explained via their theory how employee would be motivated to increase his/her level of performance at work place. 

Having noted all these theories, it is a nicked truth that recognizing an employee and given him /her training periodically will go a long extent to enhance his impact and input to the organization where he works, which will relatively culminate to efficient productivity of the organization in question. 

More so, from the view of Gibrerths Frank and Lillian (1879- 1972), they are husband and wife who from their load of experiences argued that motion study would raise workers morale because of its obvious physical benefits and the fact that it demonstrates management concern for the worker. The Gibrerths developed a three-position plan of promotion for use as employee development program. The plan indicated that a normal worker would in his/ her present job prepare for the next higher one and trains his or her successor all at the same time. To them every employee would always be a doer, learner and a teacher and would look forward to new opportunities and for sophistications.

CHAPTER THREE

METHODOLOGY

3.1 
INTRODUCTION 

In the process of this research study, data were gathered, through interview method. This was complemented by other research methods such as the use of questionnaire to examine and analyze the impact of Training and Development on performance of workers in non governmental organization. 

3.2 
RESEARCH DESIGN 

Design can be described as an outline to general arrangement or plan, from which something may be made. According to Nwaorgu (1991), a research deign is a plan or blue prints, which specifies how data relating to a given problem should be collected and analyzed. 

Against this background, the study is a descriptive survey research design. The sample selected for the study was chosen from a survey carried out on the study population which was selected through simple random sampling technique. 

The data collected are presented in tables, and frequency distribution was used in analyzing the data, a descriptive approach is adopted. 

3.3 
POPULATION OF THE STUDY 

The study population used in this research constituted workers in the organization who have adequate, and sufficient knowledge about training and development techniques and how training and development affects the activities/effectiveness, were used to gather data/information from them. The response of some of the respondents can be termed biased. Some did not give detailed or required answers to the questions asked, on suspicion that the information can be used against them for unfavorable purpose, despite assurance of confidentiality. The questionnaire given out was expected to be for 100 employees. 

3.4 
SAMPLE AND SAMPLING PROCEDURE 

The sample involved in the study is drawn from a population of workers of non governmental organization, Lagos. The sampling units include the middle Management personnel both male and female. The choice of the sample assumes that those involved are familiar with the Training and Development activities of the Organization. They are also considered homogenous both in nature and in the course of discharging their official responsibilities to a large extent. However, the sampling technique used is stratified sampling techniques in order to choose the respondents from middle management to junior management level. Those of who believe would have attended. Training at one time or the other, anticipating to issue out 120 sample research questions to the members of the organization. 

3.5 
METHODS OF DATA COLLECTION 

This research was undertaken to gather information on training and development on effective performance of workers in work organization. The research is set to know how important the management techniques, Training and Development has affected the operations of non governmental organization, the opportunities and traits from the new techniques and how it can control the internal and external variables of its operation environment. 

Primary Data: The source of primary data in this research is derived from questionnaires and interviews methods. They were used to gather relevant information from the workers in the organization. The manual method was used for data processing. Secondary Data: The use of relevant journals, newspapers and textbooks on the principles and practice of Training and Development on effective performance were also reviewed. 

3.6 
RESEARCH INSTRUMENT 

The use of interviews and questionnaires on the impact of Training and Development on effective performance of workers as a vital tool for organizational effectiveness constituted the primary method of collecting data. This was used so that adequate information could be collected. The questionnaires were designed to reflect Training and Development as a vital tool for organizational effectiveness. 

The questionnaires were designed to ensure easy completion by respondents. The questionnaires contained the respondent's personal information (Socio-Demographic) like name, Age, Sex etc. The researcher also explained the critical areas of the questionnaire to respondents. The contents of the questionnaires were concise and clear. It also covered all the important areas of enquiry. 

3.7 
DATA ANALYSIS 

In this research, the statistical tool that was chosen to analyze the data is Chi -Square (X2). This is to make sure that all data collected are adequately analyzed. Also, Chi-Square (X2) will help in testing the hypothesis, so that the intended result can be assured. 

3.8 
RELIABILITY AND VALIDITY 

Reliability can be defined as the consistency between independent measurements of the phenomenon. Reliability is also the stability, dependability and predictability of a measuring instrument. It is the accuracy or precision of measuring instrument. 

Validity of data on the other hand, refers to the extent to which the data measures what it is intended to measure or the extent to which survey instrument acts as an accurate predictor. There are four procedures used to measure validity. They are: 

i. 
Constructive Validity: This involves understanding the theoretical rational underlying the Obtained measurement. 

ii. 
Concurrent Validity: This involves correcting two different measurements .of the same research, phenomenon, which has been administered at the same time. 

iii. 
Content Validity: This involves subjective judgment by an expert as to the appropriateness of the measurement of a research. 

iv. 
Predictive Validity: This involves the ability of a measured research phenomenon at a point in time to predict another phenomenon.  

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of hundred and twenty (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.

4.1 Data Presentation
The results are hereby presented as follows:

Table 1: Gender Distribution of Respondents

	Gender
	Frequency
	Percentage

	Male
	48
	48%

	Female
	52
	52%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2021

The table above shows the gender distribution of respondents. 48% of the respondents were male and the remaining 52% were female. Thus, female respondents were slightly higher than their male counterparts.

Table 2: Age Distribution of Respondents

	Age
	Frequency
	Percentage

	20-30 years
	24
	24%

	31-40 years
	47
	47%

	Above 40 years
	29
	29%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2018

The table above shows the age distribution of respondents. 24% of the respondents are between the age bracket of 20-30 years; 47% which constituted the majority are between the age bracket of 31-40 years and 29% are above 40 years.

Table 3: Marital Status of Respondents

	Marital Status
	Frequency
	Percentage

	Single
	13
	13%

	Married
	87
	87%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2021

The table revealed the marital status distribution of respondents. Majority of the respondents, which constituted 87% are married while the remaining 13% respondents are unmarried.

Table 4: Educational Qualification of Respondents

	Qualification
	Frequency
	Percentage

	SSCE
	11
	11%

	HND/B.Sc
	80
	80%

	M.Sc/PhD
	9
	9%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2021

The table revealed the educational qualification of respondents. 11% of the respondents are SSCE holders, 80% of them, which formed the majority, are HND/B.Sc holders and 9% are M.Sc/PhD holders.

Table 5: Position of Respondents

	Position
	Frequency
	Percentage

	Manager
	12
	12%

	Accountant
	31
	31%

	Auditor
	26
	26%

	Cashier
	24
	24%

	Others
	7
	7%

	Total
	100
	100.0%


Source: Author’s Computation from Field Survey 2021

Table 5 unveiled the distribution of position of respondents. 12% are managers, 31% are accountants, 26% are auditors, 24% are cashiers and 7% are mostly administrative staff.

ANALYSES OF DATA

Hypothesis one: There has been a significant effect of training and development on employee’s productivity.                    

Table 4 Chi-Square test result showing relationship between training and development on employee’s productivity
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	1
	.000

	Continuity Correctionb
	91.525
	1
	.000

	Likelihood Ratio
	119.828
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	1
	.000

	N of Valid Cases
	183
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 1, n = 183, p = .000 at 0.05 level of significance. 

The relationship between training and development on employee’s productivity was investigated using Chi-Square Test. The result from this investigation proved that there has been a significant effect of training and development on employee’s productivity.                    
Hypothesis two: There has not been improvement of training and development in on employee’s productivity

Table 4.2.2: Chi-Square test showing the improvement of training and development in on employee’s productivity
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.284a
	1
	.000

	Continuity Correctionb
	17.931
	1
	.000

	Likelihood Ratio
	19.894
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	19.178
	1
	.000

	N of Valid Cases
	183
	
	


DECISION RULE: 

X2 = 19.284, df (c-1, r-1) = 1, n = 183, p = .000 at 0.05 level of significance. 

The the improvement of training and development in on employee’s productivity was investigated using Chi-Square Test. The result from this investigation proved that There has been improvement of training and development in on employee’s productivity.
Hypothesis Three: Lack of in-services training has adversely affected the job performance of workers in non governmental organization.

Table 4 Chi-Square test showing relationship between Lack of in-services training and performance of workers in non governmental organization
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	159.548a
	1
	.000

	Continuity Correctionb
	148.038
	1
	.000

	Likelihood Ratio
	91.463
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	158.676
	1
	.000

	N of Valid Cases
	183
	
	


DECISION RULE: 

X2 = 159.548, df (c-1, r-1) = 1, n = 183, p = .000 at 0.05 level of significance. 

The relationship between Lack of in-services training and performance of workers in non governmental organization was investigated using Chi-Square test. The result from this investigation established that Lack of in-services training has adversely affected the job performance of workers in non governmental organization. 

Hypothesis four

Insufficient budgetary allocations have militated against government training programmes in non governmental organization

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	60
	33.33
	32.67
	1,067.3289
	32.023

	No
	19
	33.33
	-14.33
	-205.3489
	-6.161

	Undecided
	21
	33.33
	-12.33
	-152.0289
	-4.561

	Total
	100
	
	
	
	21.3


Source: Extract from Contingency Table

X2 = ∑ (fo – fe)2/fe = 21.3
Fe=  60+19+21        =   33.33

              
                3


Degree of freedom = (r-1) (c-1)




    


(3-1) (2-1)




   


(2)  (1)




      


 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 21.3 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 21.3 is greater than 5.991, the alternate hypothesis which states that Insufficient budgetary allocations have militated against government training programmes in non governmental organization is accepted and the null hypothesis which states that Insufficient budgetary allocations have not militated against government training programmes in non governmental organization is rejected.

Hypothesis five

Political influence affect staff training in non governmental organization

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	56
	33.33
	22.67
	513.9289
	18.23

	No
	21
	33.33
	-12.33
	-152.0289
	-4.561

	Undecided
	23
	33.33
	-10.33
	-106.7089
	-3.201

	Total
	100
	
	
	
	11.63


Source: Extract from Contingency Table

X2 = ∑ (fo – fe)2/fe = 11.63
Fe=  56+21+23        =   33.33

              
   3


Degree of freedom = (r-1) (c-1)




    


(3-1) (2-1)




   


(2)  (1)




      


 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 11.63 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 11.63 is greater than 5.991, the alternate hypothesis which states that Political influence affect staff training in non governmental organization is accepted and the null hypothesis which states that Political influence does not affect staff training in non governmental organization is rejected.

Hypothesis six 

Ethnic or geographical location affect staff training in non governmental organization.

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	High
	61
	33.33
	27.67
	765.6289
	22.971

	Low
	17
	33.33
	-16.33
	-266.6689
	-8.0

	Undecided
	22
	33.33
	-11.33
	-128.3689
	-3.85

	Total
	100
	
	
	
	11.12


Source: Extract from Contingency Table

X2 = ∑ (fo – fe)2/fe = 11.12
Fe=  61+17+22        =   33.33

              
                3


Degree of freedom = (r-1) (c-1)




    


(3-1) (2-1)




   


(2)  (1)




      


 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 11.12 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 11.12 is greater than 5.991, the alternate hypothesis which states that Ethnic or geographical location affect staff training in non governmental organization is accepted and the null hypothesis which states that Ethnic or geographical location does not affect staff training in non governmental organization is rejected.

Hypothesis seven

On –the- job training is the most popular training programme in the non governmental organization.

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	60
	33.33
	26.67
	711.2889
	21.134

	No
	20
	33.33
	-13.33
	-177.6889
	-5.33

	Undecided
	20
	33.33
	-13.33
	-177.6889
	-5.33

	Total
	100
	
	
	
	10.47


Source: Extract from Contingency Table

X2 = ∑ (fo – fe)2/fe = 10.47
Fe=  60+22+20        =   33.33

              
                3


Degree of freedom = (r-1) (c-1)




    


(3-1) (2-1)




   


(2)  (1)




      


 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 10.47 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 10.47 is greater than 5.991, the alternate hypothesis which states that On –the- job training is the most popular training programme in the non governmental organization is accepted and the null hypothesis which states that On –the- job training is not the most popular training programme in the non governmental organization is rejected.

CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1 
INTRODUCTION 

This chapter presents the summary of findings and policy recommendations followed by the conclusion. With the last section of the chapter containing suggestion for further studies. The study was conducted in non governmental organization. 

5.2 
SUMMARY 

The research had attempted to look at the impact of Training and Development of job enhancement in the accomplishment of organizational objectives. The research problems were identified, the problems defined, research questions raised, significance of study stated and lastly some terms were defined. 

The second chapter is where the researcher tried to review various literature relating to the research topic. He also looked at various theorists in terms of their contributions to the topic under study, that is, Training Development. It also highlighted the procedural approach and the assessment of training at different levels. 

The various ways by which training needs could be identified were also discussed. The literature review also delved into describing the various methods of training for different sets of individuals where some concepts like case study, internship, conference, Job Rotation, Apprenticeship, Vestibule Audio Visual etc. were used, while also stating the factors that determine the use of each of the methods and their various limitations. 

The importance of Training and Development programmes were stated. 

The chapter three of the study offered explanation as to the methodology and the data collection technique, sampling technique employed, sample size and the method of data analysis. 

Chapter four presented and discussed the data of the study at which it was conducted and lastly the contribution of organizational objectives. 

The result of the research indicated many discoveries. The major findings are summarized as follows: 

Majority of the staff of non governmental organization understood what Training and Development meant; believed that Training programmes have been able to increase their skills on a particular job as well as having a positive contribution to the economic wellbeing of the. Organization. 

This however may not be unconnected with one form of the training or the other that they have attended. 

It was also discovered that a little have average in the number of respondents answered that their training needs had been met: This goes to state that frantic efforts must be made to identify training needs. It was also discovered that the organization does not somewhat value training and when it was probed further the following were revealed. 

The organization is miserly spending on training development programmes and when it does it's usually used to cover up uninsured expenditure. 

Training is not carried out in good spirit. 

Training needs are not properly identified 

Training at times are not conducted in line with employee’s jobs. 

It was also discovered that some inadequacies existed in the following areas; 

the timing and duration of training 

Venues or environments for training 

Resource persons 

The above goes to confirm the earlier claim that the organization does not spend much money on training and development. As earlier pointed that frantic efforts should be made to identify training needs, this was also buttressed in the frequency of training where a little above average in the number of respondents answered training should be conducted when the training need arises. 

The study also pinpointed the fact that majority of the staff were not made to assume higher responsibilities. However, this should not be so, they should be given higher tasks to really practicalise what they have learnt 
5.3 
CONCLUSION 

Manpower training and development is necessary for all categories of workers in an organization. This corroborates the finding by Onah (1988) who pointed out that "it is the systematic and continuous development of knowledge, skills and attitudes which could prove beneficial both to the organization and to the individual in achieving the objectives of the organization. 

This would lead to organizational growth and efficiency. As stressed by a handful number of respondents, there is need for improvement in the training facilities i.e. quality knowledge and credible resource persons or consultants should be called upon, who have the potentials to deliver, who have the potentials to deliver, who have the necessary training materials and the provision of a very conductive environment for training and development From the employees' perspective, the practice of training a worker on his current task may not really yield maximum return to the organization. Rather the employees prefer to be trained in preparation for tasks. They argued that having been on the job for some time, there is nothing new to be learnt again, i.e. to them it is a duplication of effort. 

While to the management on the contrary argued that employee are sent on training to perfect what they might have learnt through on the job training, they received from their colleagues, who were formerly performing their present task. In other words, rather than train an employee on what he has no idea of, it is better to try and improve his knowledge on what he is doing presently. With this work, the researcher hopes that some light has been shed on the issue of manpower training and development as it enhances workers’ productivity. 

5.4 
RECOMMENDATIONS 

Traditionally, the value of training and development has been accepted implicitly. Information gathered from this study also shows that investment in human resource capital generally pays off. In order to justify the organizations expenses on training programmes, the following recommendations may be considered. The first recommendation as asserted by Fenn (1986) who pointed out that "manpower Training and Development as a process in an organization which must reflect or show a reflection of skills, potential, training and development. Person who expects to rise in the organization must therefore seek development opportunities. Further training and development may involve rotation through a variety of jobs and through organization, all of which imply change. 

The second is that, management should recognize the important role of training and development in any formal organization, to this end, basic training materials especially audio visual aids, should be acquired to make training more effective. 

Trainers should be adequately motivated. This will attract competent and quantified staff to training and development department. The third recommendation is that manpower training and development is time consuming as well as financially and emotionally draining, the expected reward far outweighs the immediate cost, thus the management should give some room for the effect of the training to materialize and not immediately. Furthermore, another is the one listed by variable that;  

In an organization where customer’s goodwill and quality of goods and services rendered by employees count heavily, as training brings direct financial gain. 

ii. 
Job safety can be promoted by training and development. 

iii. Manpower training and development is intimately linked to the delegation of job. 

Again, the management should allow supervisors to give the employees reasonable freedom of action on the job so as to practicalise what they have actually learnt during training and in other cases make them assume higher responsibilities. 

In addition, since improved job performance is crucial to the growth and survival of any organization, it follows that individual employees, job need be acquired through appropriate and well-designed training programmes. For this programmes to be effective, it should be conducted whenever the need arises inferring from the data gathered, management should also provide the resources necessary for the programme and its implementation. 

Management should ensure that workers are motivated during training and rewarded after training. It should also set expected standard as to what is expected from workers undergoing training, suggestions of employees should be considered by management. 

Finally the management should allow the subordinate to give suggestion and their suggestions should put into consideration. 

It should be noted that if all these recommendations are adhered to there will be a greater productivity, no absenteeism, no workers' unrest, and low labour turnover will be experienced in the organization. With this work, the research hopes he had shed more light on the issue of manpower training and development as it enhances workers’ productivity. However because research is a continuous process, no study could be exhaustive. 

Further studies on the assessment should shed more light on the intricacies of the assessment. 
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QUESTIONNAIRE ON IMPACT OF TRAINING AND DEVERLOPMENT ON EFFECTIVE PERFORMANCE OF WORKERS IN NIGERIA. 

INSTRUCTION 

Please tick (>) the most suitable answer or write out answer where necessary name is required 

SECTION A 

Demographic variables 

Position in the organization: a. manager (  )      b supervisor (  )     c Clerk /cashier    (  )

Age: a. Under 20yrs.
      b.21 – 30yrs.        c.31 – 40yrs

 Basic Qualification: a. WAEC/GCE (  )       b. OND/HND (  )              c. HND/ B.Sc. (  )       d. M.Sc. (  )          e. Professionals (  ) 

Sex: a. Male (  )     b. Female (  ) 

Marital status: a. Single (  )      b. Married (  )      c. Separate (  ) d. 

Divorce (  )

Length of service in Nigeria ports Authority a. 1-7yrs  b. 8-14 yrs. (  )         c. 15-21yrs. (  )    d. 22-28 (  )   e. 29-35yrs (  )

On what grade level are you? a. GI 08(  )      b. Gl 10 Perspective variables(  ) 

SECTION B 

8. 
Have you attended any course sponsored by Nigeria ports Authority? 
Yes (  )  b. No (  )  c. I don't know (  ) 

9. 
How many times have you attended the training? 

Course ••••••••••••••••••••••• 

10. 
How were you selected? a. Nominated (  ) b. Self-Application (  )

11. 
What method of training did you use? a. On the job training (  ) B. off the jobs training method ( ) c. Simulation management training method 

12.
How related is the course training to your job, Positive? yes ( ) b. No (   ) c. I don't know (   ) In your own opinion do you think that the 

13. 
material used are relevant to your job? Yes (   ) b. No (   ) c. I don't know (   ) 

14. 
How do you assess the trainers did they perform up to standard? a. yes (  )   b. No (  )  c. don’t know (  ) 

15. 
Is it difficult to transfer knowledge acquire at training school to work situation? Yes (  ) b. No (  ) c. I don't know (  ) 

16. 
Workers that went to training and development course perform better than those that did not go: 

a. Agree [ ] b. Strongly Agree [ ] c. Uncertain [ ]    e. Strongly Disagree [ ] 

17. from the previous Training! Course (s) you have attended. Did you acquire any skill and knowledge that was not utilized? 


a. Yes [ ] 
b. No [ ] 


Not utilized? 

18. 
What impact has training and development on your performance?      a. Positive Impact ( ) b. Negative Impact ( -) d. I don't know [ ) 

19.
Workers feel confident to handle their jobs after training                          b. Strongly agree [ I c. Uncertain[ )    d. Disagree[ 

Disagree [ ) .  Agree [ ] ) e. Strongly 

20.
Assuming you are asked to assess the importance of training and development in Nigeria ports authority. Is it impactful in your own opinion? 

a. Agree [] b. Strongly Agree [ ] c. Uncertain [ ] e. Strongly Disagree [ ) 

21. 
Adequate training and development is a necessary and an essential tool to all level of workers. a. Yes ( ) b. No [ ] c. I don't know [ ] 

