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ABSTRACT

This study was carried out to assess the challenges of staff training and development in tertiary institutions using Akwa Ibom state polytechnic Ikot Osurua as case study. The study adopted a survey research design and conveniently enrolled participants in the study. A total of 50 responses were received and validated from the enrolled participants where all respondents were drawn from the staff of Akwa Ibom state polytechnic Ikot Osurua in Akwaibom State. Data was analyzed using frequency and tables which provided answer to the research questions.  Findings from the study disclosed that substantial resources have been committed in staff resource training but investment in training yield fruitless result. Hence, it becomes imperative to devise a formidable strategy to bring the challenges of human resource training to a halt. Te study therefore recommends  that government should intensify effort in funding human resource training, reinforcement of stiffer policies for combating corruption, provision of adequate training motivation, introduction of attractive reward system, objective assessment of training needs and training designs and curbing the menace of brain drain. 

CHAPTER ONE
INTRODUCTION
1.1 INTRODUCION
Training is considered as the process of upgrading knowledge, develop skills, bringing about attitude and behavioural changes and improving the ability of the trainee to perform tasks effectively and efficiently. Also training is a systematic approach to less ring and development to improve individual team, and organizational effectiveness. Alternatively, development refers to activities keeping to the acquisition of view knowledge or skills for our posses of personal growth. This development includes the process by which managers and executive acquires not only skills and competencies in their present schedules, also capacities future managerial tasks of increasing difficultly and scope in terms of handling workforce and responding to the state of the art in their day-to-day activities. Also, development towards future needs rather than present needs and immediate performance. Therefore training and development in a business organization could be defined as the ability of a business organization to develop skills and knowledge of their workers to enable them carry out the present and future job of the organization (Coles, 2000).
Effective training techniques can produce significant business results especially in customer service, product development and capability in obtaining new skill set. This linkage of training to business strategy has given many business the needed competitive edge in today’s global market. Effective training and development t improves the culture of quality in business, workforce is considered to be essential to the maintenance of a business firm’s competitive advantage in a   economy.
Despite the relevance of training and development organizations are faced with quite a number of problems associated with training and development for instance, some training problems emerge as a result of failure of management to accept responsibility for under-taking training programme. Also, organizations are faced with the problem of lack of adequate knowledge and skills by managers in directing and executing training. The consequence of this situation is that employees productivity becomes low and this in turn affects the general performance of the organization. In order for organizations to be productive, investment in training and development is critical as it has a direct effect on the activities of the organization.
These are however some possible solutions to the problems. In order for organizations to be strategically positioned to be business environment or be efficient in providing quality output to the society, there is need for both the existing and new employees to be trained regularly, policies regarding training and development  of employees should be set and implemented to foster the development of employees in the organization, there should be clear and reliable linkage between training effectiveness and the fulfillment of strategic organization objectives. The issue of training and development of employees should be taken seriously (Coles, 2000).

1.2 STATEMENT OF THE PROBLEM
Most tertiary institutions and organizations do not give consideration to training and development. They believe people are bound to learn from others and as such do not consider training and development as important tool in the organization. The consequence of this situation is low productivity and output level of the organization. Many organization have not given training and development the attention it deserves, incompetency is another consequence of not taking training and development seriously.
In the face of competition, if staffs of an organization are not well trained, they will not be able to perform the duties expected of them. In addition many organizations do not conduct training needs analysis to determine who needs to be trained and what needs to be learned, the effect of this, is that even though training is conducted, there is no positive impact.
1.3 OBJECTIVES OF THE STUDY

The study intends to achieve the following objectives:
To examine the significance of staff training and development in tertiary institutions.
To present and highlight ways of conducting effective and efficient staff training and development.
To identify the problems of staff training and development.
To examine the possible solutions to the problems of staff training and development.
1.4  RESEARCH QUESTION

The following research questions were formulated to guide this research study.
What are the significance of staff training and development in tertiary institutions?
What are the ways of conducting effective and efficient staff training and development?
What are the problems of staff training and development?
What are the possible solutions to the problems of staff training and development?
1.5  SIGNIFICANCE OF THE STUDY


Every organization needs well trained employees to boost productivity, staff training and development is a major means through which these goals of organization can be obtained.  The significance of the study is that it will bring to light the relevant of staff training and development in organizations; it will help organizations understand the prerequisite for training and development by providing concise information on training and development. Make known the way conducting effective staff training and development in business organizations, problems of staff training and development and overcome the problems. The research study serve as a useful reference  material to other scholars seeking for information on the subject.

1.6 SCOPE OF THE STUDY

This study covers Assessment of the challenges of staff training and development in tertiary institutions, a case study of Akwa Ibom state polytechnic Ikot Osurua.

1.7 SCOPE AND LIMITATION

In course of carry some challenges were encountered by the researcher that stood as limitation to the study and they include:
Financial factor: inadequate funds affected researcher had to travel long distances for the distribution of the research questionnaire forms.
Time factor: this affected the reduction in the size of the sample used for the study because the researcher had only less than two months to complete the study.
Material factor: Shortage of relevant material for literature review posed.

1.8     DEFINITION OF TERMS

Training: This is the process of impacting specific skills and abilities for particular requirements of the organization.

Development: This refers to any learning activity which is directed towards future needs rather than present needs and which is concerned performance.

Manpower: This involves the process of collecting and analyzing of data pertaining to the number and kind of employees using require skills that an organization needs at the right time and at the right  place to perform job that are the beneficial to the objectives of the of organization.

Planning:- Setting objectives and deciding on the best ways of achieving  objectives.

Business:- A company or other organization that buys and sells goods, makes products, or render services.
CHAPTER TWO

LITERATURE REVIEW

2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1 CONCEPTUAL FRAMEWORK

STAFF TRAINING 

The term training has been defined as planned predesigned learning that effect change in an individual’s behaviours, skills, knowledge to improve employees performance and organization productivity(Devi & Shaik, 2012). Training is also perceived as a planned effort by institutions to enhance the acquisition of specific skills, knowledge that workforce need to flourish in their job (Sitzmann & Weinhardt, 2015). However, Newman, Thanacoody and Hui, (2011) contends that the main objective of training schemes is not only to improve the competencies of the workers; it also fosters a common culture in the organizations, improving personnel’ commitment to the organizations and attracting good quality workers. Training plays important role in developing employees ‘skills, behavior and knowledge in the dynamic ever changing knowledge world(Tan, Hall & Boyce, 2003).

The human resource training programs for workers can serve as active driver of the execution of strategic activities. In other words, the training programs of an organization can be a support in the attainment of organizational objectives. If the training programs is well planned and implemented, it will improve the organization strategic direction. In the plight of the above assertions, training has increasingly gained importance as human capital becomes competitive tools within organizations in the globalized economy of developing countries (Zakaria, 2000; Bhagat & Prien, 1996).The resources committed to continuing training and development of employees is considerable based on the survey reported by Miller (2012), who reveals that, American Society for Training and Development (ASTD) projected that, U.S. institutions committed about US$156. 2 billion on human resource training and development in 2011 Additionally, Nigerian government projected the sum of N426.53 billion in 2013 on higher education institutions representing 8.7% of the national annual budget(Michael, 2012).Moreover, N400.15 billion, representing 8.43% in 2012 was allocated for training and development of workforces in Nigeria tertiary educational institutions (Michael, 2012).This has clearly show the important function training plays in the attainment of organization goals and objectives. Sung, and Choi, (2014) tried to prove the effectiveness of this concept by exploring the effect of training on organization innovative outcome. The study found that, investment in on- the job training and development has a significant association with innovative performance.

TERTIARY  INSTITUTION

Modern tertiary institution is defined as an organized higher learning and training activities and institutions that include conventional universities, polytechnics and colleges such as arts, humanities, and science faculties and more specialized university institutions in agriculture, engineering, science, and technology. The concept of higher institution is drawn from the neEd for higher education which also includes such post-secondary institutions like polytechnics, colleges of education, and “grandes école.”. Under the umbrella of higher education come all forms of professional institutions. Even this wide spectrum does not exhaust the possibilities of forms of higher education (AssiéLumumba, 2005).

Tertiary  institution means any Public or Private Institution, School or centre of Higher Education, one of the objects of which is to provide post-secondary education offering courses of study leading to the award of certificates or diplomas and conducting research and publish; more so at which the student earn a certification at the completion of  an academic programme.
SIGNIFICANCE OF HUMAN RESOURCE TRAINING IN TERTIARY EDUCATIONAL INSTITUTIONS 

Training is one of the important human resource management functions in organization of which tertiary education institutions are inclusive. Human resources training and development intervention programs is considered as an important driver that facilitate the smooth execution of strategic activities, that can enhance the attainment of organizational goals. 

Training Impart High Morale on Employees

The employee who attends training to acquire new knowledge and skills possessed higher self-efficacy, passion and motivation to perform complex and challenging tasks which they were not able to performed prior to training (Olaniyan & Ojo, 2008). Training improves the capability of employee to improve their outcome and organization productivity. In another word, training fosters employees’ cordial relationship between their peers and the immediate superiors to kindles team work spirit, enabling the employee to participate efficiently on the job to yield the desired quality organizational output (Elnaga & Imran, 2013).

Training Minimize The Cost Of Output

Training helps in reducing wastages of resources; it reduces level of risks as competent personnel make effective use of the materials and equipment, and it reduce accidents (Maman & Aminu, 2014).The effective training facilitates the institutions to judiciously maximized the potentials of employees by curtailing the deviant behaviours such as absenteeism, procrastination at work, late coming and leaving before time. Training sharpens the reasoning faculty of workforce to take the most appropriate decision in a productive manner to increase institutions performance (Oyitso & Olomukoro, 2012). 

Training Plays the Role of Change Management

Training provide the skills required to adapt to new evolving situations owing to globalization and technological modifications prompting tertiary institutions to improve their personnel by developing and involvement of employees in the change process (Khan, 2011). Training which is keeping employees abreast is the strategy through which workers surmount the dynamic uncertainties in the present fast developing global technological challenges to sustain organizations in the competitive knowledge driving economy (Tai, 2006). 

Training Reduces Labour Turnover Intentions

Training reinforces competency which embody job satisfaction and confidence on employees at the work environment. When employees are reinforced with the current trends of technological innovations, it creates an atmosphere of satisfaction and enthusiasms that fosters employee’s higher performance with its positive attendant of organization higher productivity (Newman, Thanacoody, & Hui, 2011).It also, helps to reduce the extent of labour turnover intentions which degenerates into poor attitude to work (Newman,Thanacoody, & Hui, 2011). Training reduces employee’s anxieties stress and frustration which is meted on workers through job processes. 

Training Provides Competency on Employees

Training is a technique which support workers gain Competencies to undertake more challenging tasks in their current or future job through development of proper attitudes that will improve their efficiency and organizations effectiveness that will earn the employees promotion recognition and increase in pay (Falola, et al.,2014;Hartani,2015).

Training is an effective process of improving employees’ job satisfaction, when the workers perceived that their higher input is appreciated by the supervisors and management. Thus, employees adjust comfortably to their work situations to channel their efforts towards the attainment of organizations goals enthusiastically (Onu, Akinlabi, B.H., and Fakunmoju, S.K. (2014). Training is a process and activity that is purported to develop and to improve the behavior, attitude and knowledge of workers in accordance with the designed goals of the organizations. Therefore, training and development programmes need to be a continuous process in order to improve the abilities, skills, as well the effectiveness and efficiencies of workers in order to accomplish organizational goals which in this situation, is to improve workers performance through effective training.
CHALLENGES OF STAFF TRAINING 

The Nigerian tertiary education institutions are besieged with inadequate funding, corruption/ misappropriation, low trainees training motivation, poor wage and staff conditions of service, poor assessment of training needs and training design and brain drain. Thus, because of the significant role tertiary education institutions played in achieving social, political and economic development, successful governments are making efforts to allocate substantial resources to tertiary education institutions in attempt to improve the competencies of human capital through human resource training, but certain social political and economic factors have thwarted the efforts. Therefore, all efforts to improve their performance yield fruitless efforts due to some reasons ascribed below (Onu, Akinlabi & Fakunmoju, 2014; Emmanuel, 2015; Ofojebe & Chukwuma, 2015). Inadequate Funding

The funding of tertiary education institutions is imperative due the high costs involved in maintaining education institution. However, Nigerian government has not fund her higher tertiary education institutions adequately to enhance the achievement of best human resource training result (Famade,Omiyale, & Adebola,2015). In addition, Ajayi and Ekundayo (2006) contends that Nigerian government has not been able to meet the United Nations Educational Scientific and Cultural Organisation (UNESCO) recommendation of 26% over the years despite the government’s yearly budget allocations to education sector (Famade,Omiyale, & Adebola,2015). The insufficient budgetary allocation has posed a critical challenge to human resource training and development in tertiary education institutions in Nigeria. The Nigeria government seems to pay less emphasis in the budgetary allocation to tertiary education institutions in Nigeria (Ofojebe & Chukwuma, 2015).

 The World Bank (2012) selected countries of the world analyses of budgetary allocation to tertiary education institutions showed that, Nigeria is the least in her annual budgetary allocation. The analyses indicates that Nigeria allocated 8.4%,Norway 16.2%,Uganda 27.0%, Ghana 31%, Coted’Ivore 30.0%, Morocco 26.4%,India 12.7% Swaziland 24.6%,South Africa 25.8%, Mexico 24.3%, Kenya23.0%,Burkina Faso 16.8%, Botswana 19.0%, USA 17.1%,Colombia 15.6% (Asiyayi,2015).UNESCO (1995)recommended that 26% annual budgetary allocation to education by developing countries but Nigerian government play down on the recommendation, despite the available numerous resources at her disposal. 

Corruption/ Misappropriation

The tertiary education administrators who are saddle with crucial roles of providing effective leadership, improving the quality of teaching, research and learning and are the most influential stakeholder in the tertiary education institutions are not left out of the fraudulent practices and mismanagement of public fund in tertiary education institutions (Oluwatobi & Ogunrinola,2011).

According to Lamido (2013) the extent of corruption in the country has eaten deep into the entire fabrics of the economy which is destructive and disastrous to the entire public agencies. Corruption did not spared the education sector by the administrators of the tertiary institutions that always misappropriate money and other valuable resources earmarked for training and research for their personal gains at the expense of developing the skills of the personnel of tertiary education institutions. However, Teferra and Altbach(2004) argued that corruption and embezzlement charges on administrators of African tertiary education institutions are not prevalent but charges is mostly blamed on poor prioritization and misappropriation of scarce earned resources allocated to tertiary education into a difficulty financial problems which ultimately affects research and human resources training and development in the public tertiary education institutions in Nigeria. The removal of this problem will revive the education institutions and Nigeria at large. 

Low Trainees Training Motivation

The irregular promotion of some employees of tertiary education institutions as at when due especially when she/he is having an axe to grind with the institutions management mostly lead to low motivation of the employees (IgeAkindele, 2014). The employees of public tertiary institutions that are due for promotion but were denied promotion and has gone through employer sponsored training and development are mostly wooed by private, states and neighboring countries tertiary educational institutions that have shortage of employees by promising them regular promotion and extra allowances. Additionally, the personnel of tertiary educational institutions lacked the pre-training and post training motivation that will drive the trainee to attend training and to learn new knowledge from training (Onu, Akinlabi & Fakunmoju, 2014).Once the trainees are not adequately motivated their perception of training will be negative towards the training. This will thwart the good effort of management on training. Therefore, management and the supervisors need to intimate the trainee on the benefits that will be accrued to the trainee before attending the training and as well, the benefits of training to the organization. Moreover, at the post training environment, the trainee need to be motivated and supported to apply the learnt skills on the job to facilitate the organization to achieve its laudable goals ( Onu, et al., 2014). This will improve the performance of employees and increase the efficiency and effectiveness of the organizations to withstand the turbulent competition in this knowledge driven economy. In the plight of above discussions, Manzor(2012) opines that no organization can attain success unless its employees are motivated and satisfied with the conduct of the organization. However, low employee motivation is glaring an impeding factor of human resource training in Nigeria. This is evidenced with the incessant industrial action embarked upon exhibiting the extent of dissatisfaction of the employees with the organization. The prevalent unfair treatment of employees will result in a serous set back on human resource training and development programme of tertiary educational institutions in Nigeria. 

Poor Wage and Staff Conditions of Service

Employees wage is a generally sensitive issue in organizations of which tertiary education institutions are inclusive. Wage is an estimate of employees input into the organization in exchange for services of output rendered the organization (Osibanjo, et al. 2014). In Nigeria, the monthly wage of employees of tertiary education institutions is low, when compared to what is obtained in the world and in other continents in the world and in Africa. In the year 2007, the national universities commission (NUC) undertakes a wage surveyed which disclosed that a professor earned $27,000 per annum in Botswana, between $58,000 and $75,000 in South Africa and between $21,000 and $35,000 in Namibia. While, in Nigeria a professor earned a wage of about $12,000 per annum (in the year 2006). Moreover, the monthly salary of a professor in tertiary education institution is not up to what a fresh graduate in Banks and oil companies are benefitting. (IgeAkindele, 2014). Aside the wage benefits there are some benefits and incentives that tertiary institutions personnel are supposed to enjoy such as medical assistance, car loans and accommodations are mirage (IgeAkindele, 2014).The state of wage dissatisfaction and poor conditions will prone the employees to express disaffection and demotivation in attending the training and the on the job application of learnt skills that improve the employees performance and organization productivity. Thus, training and development programmes will find it difficult to achieve its designed goals and to justify investment in training. 

Poor Assessment of Training Needs and Training Design

The employees of tertiary education institutions are selected for training based on personal sentiments such as tribal sentiments, regionalism and unnecessary favouritism against the objective training appraisal needs of the trainees and organization needs (Kolawole, et al. 2013; Ayodele & Ezeokoli, 2014). Performance appraisal is mostly employed to assess the trainees that deserve further training based on the performance indicators such as under-performance, lateness to work, absenteeism among others. However, the unethical practices of selection of trainees based on personal prejudices and bias always results in the selection of employees that does not deserve training. The subjective selection of employees for training will negatively orchestrate training intervention schemes not achieving its specified goals and objectives. In another word, the poorly planned training programme is mostly responsible for the non-return of training investments. Generally speaking, the emphases of training should be towards the context of ongoing institutions process and training programme should focus on the attainment of institutions strategic goals. Brennan and Kaplan (2005) opines that if the training rendered to trainees impact on their behaviours they will transfer the learnt skill on the job, but if the trainee feels the training has no relevance to their job they will pay less attention to training. The goal of the training should not just be to send the trainees for training, but trainee should be able to transfer the competency acquired to the workplace (Chen, Sok, & Sok, 2007;Manman& Aminu2014). 

Effect of Brain Drain

The impact of human capital flight posed a great challenge to human resource training in tertiary education institutions in Nigeria. Tertiary education institutions has lost a high number of her experienced and skilled professionals employee to international labour market (IgeAkindele , 2014; Muthuuri, & Kihara,2014).Another perspective of brain drain in Nigeria was the extent at which personnel of tertiary education institutions were sponsored abroad to attend conferences and further studies was reported by the Federal Ministry of Education FME (2009) which showed that between the year 2008 and 2011, 4, 574 personnel of tertiary education institutions were offered scholarship abroad and 1,009 secured employment in foreign countries and never returned back to the country and the tertiary education institutions that financed their further studies abroad (IgeAkindele,2014; Muthuuri, & Kihara,2014). As such, the accomplishment human resource training and development programmes of many tertiary education institution in the developing countries is hampered due to inadequate of experienced and skilled professional human resources that will served as trainers. This scenario posed a negative challenge to training and development programmes of tertiary education institutions in Nigeria.

PROSPECTS FOR HUMAN RESOURCE TRAINING 

In the plight of the identified challenges of human resource training in tertiary education institutions in Nigeria, it is imperative to proffer a lasting solution that will mitigate the myriads of problem influencing human resource training in tertiary education institutions in Nigeria. Attaining this feat calls for concerted effort of tertiary education stakeholders. Specifically:

Adequate Funding of Human Resources Training

Government need to improve the annual budgetary financial allocation for human resources training and development in the tertiary education institutions to meet the recommended 26% Gross Domestic product prescribed by (UNESCO). This will made available sufficient fund that will enable the tertiary education institutions to provide quality and effective training programme that will impart positively on the behaviour of employees to improve their performance and organization productivity. This will facilitate the better return on training investment through efficient and effective services delivery of tertiary education institutions in Nigeria.

Reinforcement of Policies for Combating Corruption 

Literature asserts that diversion of public resources for personal gain and lack of strategic prioritization of resources attributed to inadequate funding of human resource training in tertiary education institutions in Nigeria. Thus, the administrators of tertiary educational institutions should work closely with the strategic planning unit to ensure prudent and judicious allocation of available scarce resources to maximize efficient use of resources in order to achieve specified goals at the right time. In an effort to combat fraudulent practices, the tertiary education institutions regulatory bodies such as National universities commission (NUC), National Board for technical education (NBT) and National commission for college of education (NCCE) and others need to be committed by entrenching policies to ensure that whoever is found wanting should face the wrath of the law and it should not be employ as a tool for witch hunting for personal differences. This will to some extent curb corruption and misappropriation of public resources.

Provision of Adequate Motivation 

The human capital which is one of the most essential assets of organization should be given sufficient pre-training motivation prior to training intervention programme and sufficient post training motivation by the management, peers and immediate supervisors to ensure that trainee apply the learnt knowledge on the job. In addition, the trainers should design a follow up programme to ensure that trainees immediately transfer the learning to workplace. The management should establish an objective performance appraisal system free of personal prejudices that will guarantee equity in the assessment of personnel worth, giving sufficient feedback on the performance employees, identifying trainees that deserve further training and those that need to repeat the training. Based on the outcome of the performance appraisal, regular promotion be giving to employees that merited it. This will boost the morale of employees to channel more efforts towards the attainment of the plausible goal and objectives of the organization. This will mitigate the frequent accusation of inefficient performance been reigned on public tertiary education institutions in Nigeria.

Improve Working Conditions and Salary 

Upward Review Better and secure working condition of welfare services such as car loans, house loans, better medical care and available fund for human capital development opportunities, timely release of research grants to ease job stress and turnover intentions. The education institutions in Nigeria should emulate the developed and other developing countries in the upward review of monthly salary of personnel of tertiary education institutions in Nigeria. This will largely reduce the job dissatisfaction exhibited in their incessant industrial actions. 

Efficient Assessment of Training Needs and Training Design 

The identification of training needs should be objectively done based on previous training feedback and training needs indicators of employees and organization as against the subjective method of primitive tribal sentiments, regional and unnecessary favouritism of sending trainees without training needs The trainee will end up attending training that has no relevance to them and to the organization without paying attention to training.. The training design should be based on the organization current context and strategic goals. This will give training its worth and the actualization of education institutions goals and objectives. 

Curbing the Menace of Brain Drain 

Efficient and effective right mix of quality and quantity of human capital is a necessity for the attainment and sustainability of tertiary education institutions in Nigeria. However the dearth of human capital in Nigeria tertiary education s is worsened by the massive exodus of trained personnel internally and externally. The cost of replacing the vacuum created through brain drain exerts much burden on the scarce limited resources of tertiary educational institutions in Nigeria. In attempt to curb the menace of brain drain, this study is of the view that government will make a concerted effort introducing a robust attractive reward system, better job security, provision of better welfare services and facilities that will attract and retain workforce in the education institutions in Nigeria.
2.2 THEORTICAL FRAMEWORK

The research adopts the two-factor theory of motivation by Herbeg

Two-factor Theory

The two-factor theory (also known as Herzberg's motivation-hygiene theory and dual-factor theory) states that there are certain factors in the workplace that cause job satisfaction while a separate set of factors cause dissatisfaction, all of which act independently of each other. It was developed by psychologist Frederick Herzberg.

Feelings, attitudes and their connection with industrial mental health are related to Abraham Maslow's theory of motivation. His findings have had a considerable theoretical, as well as a practical, influence on attitudes toward administration (Herzberg, Frederick; Mausner, Bernard; Snyderman, Barbara B. (1959). According to Herzberg, individuals are not content with the satisfaction of lower-order needs at work; for example, those needs associated with minimum salary levels or safe and pleasant working conditions. Rather, individuals look for the gratification of higher-level psychological needs having to do with achievement, recognition, responsibility, advancement, and the nature of the work itself. This appears to parallel Maslow's theory of a need hierarchy. However, Herzberg added a new dimension to this theory by proposing a two-factor model of motivation, based on the notion that the presence of one set of job characteristics or incentives leads to worker satisfaction at work, while another and separate set of job characteristics leads to dissatisfaction at work. Thus, satisfaction and dissatisfaction are not on a continuum with one increasing as the other diminishes, but are independent phenomena. This theory suggests that to improve job attitudes and productivity, administrators must recognize and attend to both sets of characteristics and not assume that an increase in satisfaction leads to decrease in dissatisfaction.

From analyzing these interviews, he found that job characteristics related to what an individual does that is, to the nature of the work one performs apparently have the capacity to gratify such needs as achievement, competency, status, personal worth, and self-realization, thus making him happy and satisfied. However, the absence of such gratifying job characteristics does not appear to lead to unhappiness and dissatisfaction. Instead, dissatisfaction results from unfavorable assessments of such job-related factors as company policies, supervision, technical problems, salary, interpersonal relations on the job, and working conditions. Thus, if management wishes to increase satisfaction on the job, it should be concerned with the nature of the work itself — the opportunities it presents for gaining status, assuming responsibility, and for achieving self-realization. If, on the other hand, management wishes to reduce dissatisfaction, then it must focus on the workplace environment policies, procedures, supervision, and working conditions. If management is equally concerned with both, then human resources managers must give attention to both sets of job factors.

2.3 EMPIRICAL REVIEW

Sung, and Choi, (2014) tried to prove the effectiveness of staff training  by exploring the effect of training on organization innovative outcome. The study found that, investment in on- the job training and development has a significant association with innovative performance.

 Naqvi and Khan (2013) undertook a research to determine the effect of training on workers performance, organizational productivity and the mediating effect of workforce performance between human resource training and organization performance. The study reports a significant and positive association between training and organization performance. The employees also indicate a positive mediating impact with organization performance. In another study by, Newman, Thanacoody, and Hui, (2011) examine the impact of training on employee commitment and turnover intentions. The study found that training is a strategic factor that fosters organizational commitment of employees to curb turnover intentions. 

Falola, Osibanjo, and Ojo, (2014) investigated the training effectiveness of work-forces outcome and organizations competitive advantage in Nigerian financial organizations. The study reports a strong association between human resource training and personnel output and competitive advantage over other organizations in Lagos state, Nigeria. In addition, Laing and Andrews, (2011) studied to established the nexus between human capital training and performance of two Australian hospitality industries. The findings from regression analyses showed that significant improvement in employees’ performance was due to training and development. 

Owoyemi, Oyelere, Elegbede, and Gbajumo-Sheriff, (2011) study the relationship between training and workers commitment to organizations. The study reported that, the more the employer training offered the employees the higher the workers commitment to the organization and its values. Agwu, and Ogiriki (2014) report that training and development has a significant relationship between training and development in Nigerian Liquefied Natural Gas (NLNG) Company in Nigeria.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
AREA OF STUDY

Akwa Ibom State Polytechnic is a tertiary learning institution in Ikot Osurua, Ikot Ekpene, Akwa Ibom State, Nigeria.It was founded in 1991. The institution is accredited by the National Board for Technical Education (NBTE) with the mandate to provide access to education in technology and commerce.The polytechnic runs various courses under schools/faculties such as Applied Sciences, Communication Arts, Preliminary Studies, Business and Management, Engineering, Environmental Studies and Legal Studies. The polytechnic is owned by Akwa Ibom State. In 2019, the Governor of the State promised to give the institution a grant of undisclosed amount  to ensure that all the courses they offer are fully accredited

3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled.

3.3
POPULATION OF THE STUDY

According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

This study was carried out to assess the challenges of staff training and development in tertiary institutions using Akwa Ibom state polytechnic Ikot Osurua as case study.The staff of Akwa Ibom state polytechnic Ikot Osurua form the population of the study.

3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of the sampled tertiary institution, the researcher conveniently selected 50 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analyzed using the frequency tables, which provided answers to the research questions. 
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1 INTRODUCTION

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 and fifty (50) questionnaires were administered to respondents of which all were returned and validated. For this study a total of 50 was validated for the analysis.
4.1
DATA PRESENTATION

Table 4.1: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	33
	66%

	Female
	17
	34%

	Age
	
	

	25-30
	08
	16%

	31-36
	12
	24%

	37+
	30
	60%

	Staff Level
	
	

	Non-Academic Staff
	12
	24%

	Academic Staff
	32
	64%

	Top management Staff
	06
	12%


Source: Field Survey, 2021

4.3 RESEARCH QUESTION

QUESTION 1: What are the significance of staff training and development in tertiary institutions?

Table 4.3:  Respondent on question 1

	Options
	Yes
	No
	Undecided
	Total %

	Training Impart High Morale on Employees
	50

(100%)
	00

%
	00

%
	50

(100%)

	Training Minimize The Cost Of Output
	50

(100%)
	000

%
	00

%
	50

(100%)

	Training Plays the Role of Change Management
	50

(100%)
	00

%
	00

%
	50

(100%)

	Training Reduces Labour Turnover Intentions
	120

(100%)
	00

%
	00

%
	50

(100%)

	Training Provides Competency on Employees.
	50

(100%)
	00

%
	00

%
	50

(100%)


Field Survey, 2021

From the responses obtained as expressed in the table above, All the respondents constituting 100% said yes. There was no record of no or undecided.
QUESTION 2: What are the ways of conducting effective and efficient staff training and development?

Table 4.4:  Respondent on question 2

	Options
	Yes
	No
	Undecided
	Total %

	Set organizational training objectives
	50

(100%)
	00

%
	00

%
	50

(100%)

	Assess staff training needs
	50

(100%)
	000

%
	00

%
	50

(100%)

	Create a training action plan
	50

(100%)
	00

%
	00

%
	50

(100%)

	Implement a training initiatives
	120

(100%)
	00

%
	00

%
	50

(100%)

	Evaluate & revise training
	50

(100%)
	00

%
	00

%
	50

(100%)


Field Survey, 2021

From the responses obtained as expressed in the table above, All the respondents constituting 100% said yes. There was no record of no or undecided.

QUESTION 3: What are the problems of staff training and development?

Table 4.5:  Respondent on question 3

	Options
	Yes
	No
	Undecided
	Total %

	Inadequate Funding
	50

(100%)
	00

%
	00

%
	50

(100%)

	Low Trainees Training Motivation
	50

(100%)
	000

%
	00

%
	50

(100%)

	Poor Wage and Staff Conditions of Service
	50

(100%)
	00

%
	00

%
	50

(100%)

	Poor Assessment of Training Needs and Training Design
	120

(100%)
	00

%
	00

%
	50

(100%)

	Effect of Brain Drain
	50

(100%)
	00

%
	00

%
	50

(100%)


Field Survey, 2021

From the responses obtained as expressed in the table above, All the respondents constituting 100% said yes. There was no record of no or undecided.

QUESTION 4: What are the possible solutions to the problems of staff training and development?

Table 4.6:  Respondent on question 4

	Options
	Yes
	No
	Undecided
	Total %

	Adequate Funding of Human Resources Training
	50

(100%)
	00

%
	00

%
	50

(100%)

	Reinforcement of Policies for Combating Corruption
	50

(100%)
	000

%
	00

%
	50

(100%)

	Provision of Adequate Motivation
	50

(100%)
	00

%
	00

%
	50

(100%)

	Improve Working Conditions and Salary Upward Review
	120

(100%)
	00

%
	00

%
	50

(100%)

	Efficient Assessment of Training Needs and Training Design
	50

(100%)
	00

%
	00

%
	50

(100%)

	Curbing the Menace of Brain Drain
	50

(100%)
	00

%
	00

%
	50

(100%)


Field Survey, 2021

From the responses obtained as expressed in the table above, All the respondents constituting 100% said yes. There was no record of no or undecided.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY

This study was carried out to assess the challenges of staff training and development in tertiary institutions using Akwa Ibom state polytechnic Ikot Osurua as case study. The study was aimed at examining  the significance of staff training and development in tertiary institutions. it presented and highlight ways of conducting effective and efficient staff training and development. it  identified the problems of staff training and development. It examined the possible solutions to the problems of staff training and development. The study adopted a survey research design and conveniently enrolled participants in the study. A total of 50 responses were received and validated from the enrolled participants where all respondents were drawn from the staff of Akwa Ibom state polytechnic Ikot Osurua in Akwaibom State. Data was analyzed using frequency and tables which provided answer to the research questions. 

5.2 CONCLUSION

The human resource training is considered as one of the good techniques for improving personnel skills and retaining competent human capital that will improve organizations efficiency and effectiveness. The efficient and effective services delivery of tertiary education institutions is greatly determined by the quality and quantity of competent personnel it attract maintained and retained over time. Nigeria tertiary education institutions has committed a substantial proportion of resources in human capital training in an attempt to improve the dexterities of its personnel over the years, but frequently been threatened by myriads of problems. This study employed literature sourced materials and internet resources to examine human resource training, challenges and prospects that affect returns on investment in human resource training in tertiary education institutions in Nigeria. Specifically, this study discusses the role of human resources training, its challenges such as misappropriation of priorities, low training motivation, none-alignment of institutions and employees training needs, brain drain, poor funding among others. To overcome human resource training challenges and to improve the competency of employees and quality services delivery of tertiary education institutions in Nigeria, provision of adequate funding of tertiary education institutions, combating corruption, proper identification of trainees and institutions training needs, introduction of robust reward system to overcome brain drain to attract and retain existing personnel are recommended.

5.3 RECOMMENDATION

From the findings of the study,it becomes imperative to devise a formidable strategy to bring the challenges of human resource training to a halt. This study suggested that government should intensify effort in funding human resource training, reinforcement of stiffer policies for combating corruption, provision of adequate training motivation, introduction of attractive reward system, objective assessment of training needs and training designs and curbing the menace of brain drain. This study is optimistic that if the devised recommended strategies are implemented by government and tertiary education administrators, the challenges besieging human resource training will be surmounted and training investment will yield positive return that will improve the quality performance of employees and increase the institutions plight of efficient, effective service delivery of tertiary institutions in order to contribute to political, social and economic development of the nation at large.
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-35 [  ]

36-46[  ]

47 and above[  ]

SECTION B

QUESTION 1: What are the significance of staff training and development in tertiary institutions?

	Options
	Yes
	No
	Undecided

	Training Impart High Morale on Employees
	
	
	

	Training Minimize The Cost Of Output
	
	
	

	Training Plays the Role of Change Management
	
	
	

	Training Reduces Labour Turnover Intentions
	
	
	

	Training Provides Competency on Employees.
	
	
	


QUESTION 2: What are the ways of conducting effective and efficient staff training and development?

	Options
	Yes
	No
	Undecided

	Set organizational training objectives
	
	
	

	Assess staff training needs
	
	
	

	Create a training action plan
	
	
	

	Implement a training initiatives
	
	
	

	Evaluate & revise training
	
	
	


QUESTION 3: What are the problems of staff training and development?

	Options
	Yes
	No
	Undecided

	Inadequate Funding
	
	
	

	Low Trainees Training Motivation
	
	
	

	Poor Wage and Staff Conditions of Service
	
	
	

	Poor Assessment of Training Needs and Training Design
	
	
	

	Effect of Brain Drain
	
	
	


QUESTION 4: What are the possible solutions to the problems of staff training and development?

	Options
	Yes
	No
	Undecided

	Adequate Funding of Human Resources Training
	
	
	

	Reinforcement of Policies for Combating Corruption
	
	
	

	Provision of Adequate Motivation
	
	
	

	Improve Working Conditions and Salary Upward Review
	
	
	

	Efficient Assessment of Training Needs and Training Design
	
	
	

	Curbing the Menace of Brain Drain
	
	
	


